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MONTHLY ALL-BUE
NEWSLETTER
News and Information from NFFE1998
Not to be read on governmental time

A Message from NFFE 1998 President
Good day to one and all,
I arrived at work recently and realized it had been a while since everyone has heard from me directly, especially if
a visit to NFFE1998.org is not a regular part your routine. So, I figured I should sit down and write something to
everyone.
As everyone can imagine even though things seem to be moving away from pandemic mode and towards a more
normal work world, unfortunately I would say there is still much to be dealt with in 2021 because of the pandemic.
Many of those issues have flowed from 2020 into 2021 like how folks on Weather and Safety Leave safely return
to the office, ongoing acclimation issues, COVID Admin leave, Emergency Paid Leave, seating, leave, overtime, and
the list goes on. Not only are some of the issues National level issues, but many are playing out in each of your
offices.
I hear from many people across the country on every one of these topics. Some of your fellow co-workers are
asking me why everyone is not back to work. Others are asking me why BUE have to come back to work if the
office is still not safe. Others ask me why we are not being tougher on management and others again are asking
me why we don’t work with management more. Yes, and yes to not working with management enough and not
being tough enough on management. But again, some things like those still out on Weather and Safety Leave,
those folks are just playing by the rules laid down by management. An area that management basically says we
have no place to bargain. If you think not enough was done regarding COVID Admin leave, then I would say we
advocated for relief, but management declined to listen, so we have filed multiple grievances. If there is harm, our
main recourse is to file a grievance.
While we attempt to work for the benefit of all, I get comments along the lines of “well that issue does not affect
me, so I don’t care”, or “that issue hurts me so why are you not doing more for me.”
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With all that being said, some of the big grievances/arbitrations that we are working on revolve around the denial
of Weather and Safety Leave, COVID Admin Leave, Hazard Pay, our Mission Critical Status, denial of promotions,
overtime pay, Emergency Paid Leave, in grade increases, improper desk searches, technology and training, and the
list goes on. Some of these cases are for individuals while some of these issues are for all of us.

(Continued on next page)
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I know, blah, blah, blah, but much of this revolves around not us, the National Officers, but us, the Bargaining Unit Employees. If you don’t tell someone your issue,
we will never know how you feel or what your concerns are. If you don’t grieve a harm nothing will change. If we don’t have conversations with our local
management nothing changes. In the end conversation wins the day, and if it does not, the Collective Bargaining Agreement is the tool we use to resolve the issue.
For good or bad, sometimes circumstances are driving the response or the action. Whether we all agree or not.
Before I close, I do want to swing back to a topic that will be coming up if it is not already. And that topic is regarding the use of leave in conjunction with overtime.
Based on the contract you are entitled to use Administrative Leave, Sick Leave, and Annual Leave in the same day you work overtime. So please, let your local
steward know if that is not happening.
Finally, no matter what I say, please take this as a “Thank You” for all you do for NFFE1998 and the Department of State.
In solidarity,
Lee T. Wentz
President, NFFE1998

WHAT LOCAL 1998 IS DOING FOR YOU

Grievances

Bargaining

Current Docket of Grievances
(Some topics include multiple
separate grievances):

Invoked or Current Bargaining
Topics:

Request for Training on new DOS
Technology
Wrongly denied WSL
Wrongly denied COVID-19
Administrative Leave
Inappropriate use of PIPs
Indefinite Suspension

Miami and Philadelphia office moves
Revised COVID-19 return to office
MOA
NPC Work Schedules
EP Work Schedules
WPC Earlier Closing time
San Juan Schedule Change
Overhead Bins/Furniture
DS-82 Measurability

Advocating
Safe and Clean working
environments at every office
More transparency in 8 FAM
updates
Improved communications
Promoting the Passport Services'
Organizational Values in all
publications and bargaining
Incorporating the Consular Affairs
Leadership Tenants in all of our
work

~Victories of the Month~
Acting Union Steward for El Paso Jessica Percifull successfully
negotiated with local management an all new flexible work schedule
agreement!
Senior Steward Corinne Nielsen successfully settled with the Agency to
win over two years of Back Pay for a BUE that was wrongly denied
multiple WGI since 2018.
Stewards Corinne Nielsen and Julie Geisler successfully completed 10
months of bargaining to secure a new Work Schedule Agreement which
includes AWS, CWS, Flexitour, Variable Day, and Variable week.

Do you see a topic that we aren't bargaining or grieving?
Contact your local representative or a national officer today!
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JOB-RELATED NEWS AND UPDATES

HOW TO CHECK FOR 8 FAM UPDATES
The Union has been made aware that the 8 FAM is being updated
without notice to the National Officers for the CBA-mandated
notification. While we are working this out with PMO, please utilize
the following tips and tricks to ensure you see all updated FAM
guidance.
1. Log onto the 8 FAM SharePoint site and type in recent dates to
the search bar. Any portion of the FAM that was updated for
that date will appear.
2. On the left-hand side of the 8 FAM home page, navigate to
"Transmittals." This will give you updated FAM references in
chronological order.

THE 2021 UPDATED ERORR FAQ
On April 20, 2021 headquarters issued a Frequently Asked Questions from
Implementation of the 2021 Update to Passport Services Standard
Adjudication Errors Policy. Some BUE are concerned that the information in
this document walks back some of the discretion that was originally granted
in the unveiling of the new error system earlier this year. Additionally, some
agencies are behind in giving adjudication training so by the time they
receive this training some of the information has already been updated again
and is no longer accurate.
Speak with your union representative if you find information in FAQ
document that is in contrast to the intent of the new error memo sent out
earlier this year. We must all support each other to ensure fair and
reasonable audits and administering of errors.
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MEMBER SPOTLIGHT
Name: Jaeda Mullen “Wonder Woman”
Agency: PPT/New Orleans
Length of Service: unsure
1. What is one thing that doesn’t belong on a pizza?
Pineapples
2. What is one cool thing to do you in the city of your agency?
Go to City Park for a nice walk, Beignets or the Museum
3. What is the one place you would like to travel to?
Paris
4. What is an interesting fact about you?
I love Cheez-It
5. Do you have any hobbies?
I enjoy spending time with my family and walking
6. What is your favorite breakfast food?
Anything I choose I am not picky
7. What is your favorite section of the FAM?
502(u) Minors
8. Do you speak any foreign languages?
A little Spanish
9. Did you pick up a new hobby during COVID-19
Quarantine?
NO
10. What was your previous profession before joining
Passports?
I worked as a Toll collector on the Ferries in
New Orleans
Pg. 4

JUNE 2021
ADVOCATING

The Importance of being Proactive
Why is being proactive important?
You are your best advocate. You know all the hard work you've done and you also know
the all of the issues you've had to overcome. Your supervisor isn't always around to
notice these feats and it becomes in your best interest to document and advocate for
yourself whenever possible. A Union Representative is always available to support your
claims or to take the lead when technical and institutional knowledge can assist more
effectively.
In many cases, a union representative only has 45 calendar days from the date of an
incident to file a grievance on your behalf. This deadline comes much faster than many
people anticipate.
What are some ways to be proactive?
Know your tools
The Master Agreement is the most powerful tool you have as a bargaining unit
employee, however, the CBA is relatively brief compared to the vast amounts of
resources on the OPM website and case law on the FLRA website. Knowing these
resources is the best way to anticipate problems and know where to find the answers
before the issue devolves more than it needs to. Contact a union representative if you
have any questions on how to navigate these and many more resources.
Keep track of your performance
Some agencies call this the "I Love Me" file and others just call it a self-rating of your
performance. Regardless of the name, this is your best friend when preparing for endof-the-year reviews and mid-year reviews with your Supervisor. Take time every week
or every month to document why you deserve the Outstanding rating. This will save
your supervisor time and will ensure that you get the rating you deserve and will
safeguard you against any grievances on unfair performance ratings.
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CBA HIGHLIGHT
Article 6 EMPLOYEE RIGHTS AND RESPONSIBILITIES, Provision 3(a) WEINGARTEN
RIGHTS (page 12)
3 (a) WEINGARTEN RIGHTS: Any examination of the employee by a
representative of the Employer in connection with an investigation if the
employee reasonably believes that the examination may result in disciplinary
action against the employee and the employee requests representation.
No action shall be taken against an employee because that employee requests
representation. Once the employee requests a representative, the Department will
not continue the examination or engage in any subsequent examination of the
employee without providing the opportunity for the representative to be present.
However, nothing shall preclude the Employer from not having the examination
at all or continuing the examination without representation if the employee so
elects to continue the examination.
When it is necessary for the Union to assign a representative that is not a Union representative at the local
Office where the proceeding takes place, either as a replacement for an absent Union representative or where
there was no local Union representation to begin with, the parties agree that the representation may occur by
telephone conference call, or by video conference, if available.
Further, a bargaining unit employee who is not being directly investigated, but simply examined in
connection with another employee's examination, also has the full rights as described under Weingarten
Rights. A simple gathering of facts may inadvertently lead to self-incriminatory information related to
violations of law, rule, or agency policy as well as negotiated policy.

What this means for YOU.
When you are called into a supervisor's or a manager's office where you reasonably believe
the conversation will end up in disciplinary action for you, you have the right to seek Union
Representation. This is an important right granted to you by the Supreme Court to not only
protect you from discussing concerns that are not related to a specific investigation but to
also understand if the disciplinary action is warranted and adheres to the Douglas Factors.
If you do not have a union steward working at the time of your meeting, or your office does
not currently have a union steward, you still have the right to stop the meeting and request a
national officer to stand in. Reach out to your national officers through email or through
phone to facilitate a meeting.
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DEPARTMENT NEWS FOR LOCAL OFFICES
Updated New Parent Guide (21 STATE 59302)
On June 8, 2021 the Bureau of Global Talent Management (GTM) issued a cable (21 STATE
59302) outlining the updated New Parent Guide, replacing the former Pregnancy Guide.
Key Points:
The updated New Parent Guide is now available on the Bureau of Global Talent
Management's (GTM) Leave Site, the TalentCare Portal, and the Family Liaison
Office website.
The updated Guide now contains two parts: Part I – Pregnancy and Childbirth, and
Part II – Adoption, Surrogacy, and Foster Care.
It has been updated to include Paid Parental Leave under the Family and Medical
Leave Act (FMLA) as well as the New Child Emergency Visitation Travel (EVT) benefit
for the non-birth parent, which covers round-trip transportation for the non-birth
parent between post and the location of the birth.
The New Parent Guide (formerly the Pregnancy Guide) was developed for State
Department Civil Service employees, Foreign Service employees, and Eligible Family
Members who are expanding their families. The Guide is now divided into two parts: Part I
provides guidance on pregnancy and childbirth, and Part II provides guidance for
employees navigating the processes of adoption, surrogacy, and foster care.
The combined New Parent Guide has been updated to include detailed guidance on
pregnancy, childbirth, and adoption and foster care issues, including valuable points of
contact and resource materials. It also includes two major additions: information on the
new Paid Parental Leave provisions under the Family and Medical Leave Act (FMLA),
effective October 1, 2020; and details on recent changes to the Emergency Visitation Travel
(EVT) FAM and FAH that establishes a new travel benefit – the New Child EVT – which
covers round-trip transportation for the non-birth parent between post and the location of
the birth.
For more information about FMLA and Paid Parental Leave, please see the GTM Leave
SharePoint Site or consult your bureau or post HR Office.
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NATIONAL FEDERATION OF FEDERAL EMPLOYEES: DID YOU KNOW?

History of the Weingarten Rights
How did Federal Employees obtain the right to seek representation when being questioned in an
investigation where the employee reasonably believes ma result in disciplinary action against the
employee?
In 1975, the U.S. Supreme Court issued a ruling in the case NLRB v. J. Weingarten, Inc. 420 U.S. 251,
upholding the National Labor Relations Board (NLRB) decision that permitted employees to request
and obtain representation at investigatory interviews.
Weingarten Inc operated over 100 retail stores either with lunch counters or lobby food operations.
One of the store clerks, Leura Collins, had recently been transferred from a store that operated as a
lunch counter to one that had lobby food operations. At the time of the transfer, Collins had worked at
the store for over 8 years.
In 1972, a Specialist of the company's Loss Prevention department spent two days undercover at the
store Collins worked at after a report was filed that Collins was stealing money from the cash register.
The investigator employed by the company could not find any wrongdoing on the part of Collins but
investigated the individual after the manager of the store verbally accused Collins of not paying full
price for her food.
During the investigation, Collins was found to be innocent until she happened to discuss the free
lunch she had been taking according to government policy. Due to this admission, the investigator
continued with the questioning and prepared a written statement that Collins owed the store $160 for
lunches she was not entitled to after she had transferred to the new store.
After Collins refused to sign the paper, and after several requests to have her union representative
present, the store manager discussed the issue with headquarters where they found that there was not
a policy against providing free lunches in effect at Collins' location.
The Supreme Court found that a union representative was warranted as the outcome of an inquiry
would establish precedents for future employees, and therefore had an impact on more than just the
employee investigated. They further argued that the representative would assist employees that were
too "fearful or inarticulate" to fully participate in the investigation.
Read the full article here.
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NFFE NATIONAL UPDATES
"NFFE-IAM is pushing Congress to reverse the effect of a 2020 U.S. Court of Appeals
for the D.C. Circuit decision that vacated the convictions of criminal defendants
accused of murdering ICE agent Jaime Zapata and the serious wounding of ICE agent
Victor Avila. The Federal Officers and Employees Protection Act will fix a very serious
loophole in federal law that prevents the prosecution of criminals in the U.S. who
attack or murder federal employees outside of the U.S. NFFE has sent a letter urging
House Majority Leader Hoyer and Minority Leader McCarthy to pass the act swiftly, as
their counterparts in the Senate did. Without this fix, federal employees abroad are at
increased risk of violence without access to justice." Read the Full Article here.

IAMAW UPDATES
"Members of the IAM Executive Council and other IAM Constitutional Officers are energized
and looking toward the future as they raised their right hands and recited the oath of office
today. With a focus on growing the IAM in members and bargaining power they begin a new
four-year term leading the Machinists Union, as elected by the membership."
Read the Full Article Here.

AFL-CIO UPDATES
"The AFL-CIO applauds today’s announcement by CBP to issue a withhold release order on
polysilicon from Hoshine Silicon Industry Co. that is produced in whole or in part with the
forced labor of Uyghur workers in China’s Xinjiang region. We also commend the addition of
five Chinese corporations to the “entity list” and urge the U.S. Department of Commerce to
continue its investigation of forced labor and other human rights violations in global cleanenergy supply chains. These actions are an important first step toward eliminating forced
labor in global supply chains and changing the behavior of corporations that benefit from
egregious labor exploitation." Read the Full Article Here.
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WHITE HOUSE UPDATES
EXECUTIVE ORDERS ISSUED THIS MONTH
Executive Order 14032: Addressing the Threat from Securities Investments that Finance Certain
Companies of the People's Republic of China
The Executive Order expands the scope of the national emergency declared in Executive Order 13959 (Addressing the
Threat from Securities Investments that Finance Communist Chinese Military Companies) signed on November 12, 2020.

Executive Order 14033: Blocking Property and Suspending Entry into the United States of Certain
Persons Contributing to the Destabilizing Situation in the Western Balkans.
This Executive Order expands the scope of the national emergency declared in Executive Order 13219 of June 26, 2001 and
as amended in 2003.

Executive Order 14034: Protecting Americans' Sensitive Data from Foreign Adversaries
"The Federal Government should evaluate [the threats to Americans' sensitive data] through rigorous, evidence-based
analysis and should address any unacceptable or undue risks consistent with overall national security, foreign policy, and
economic objectives, including the preservation and demonstration of America's core values and fundamental freedoms."

Executive Order 14035: Diversity, Equity, Inclusion, and Accessibility in the Federal Workforce.
"As the Nation's largest employer, the Federal Government must be a model for diversity, equity, inclusion, and
accessibility, where all employees are treated with dignity and respect. Accordingly, the Federal Government must
strengthen its ability to recruit, hire, develop, promote, and retain our Nation's talent and remove barriers to equal
opportunity. It must also provide resources and opportunities to strengthen and advance diversity, equity, inclusion, and
accessibility across the Federal Government."

DEPARTMENT OF LABOR UPDATES
U.S. Department of Labor Recovers $98k for 39 Construction Workers Denied Overtime
Wages by Jamul Employer
"SAN DIEGO – While the way a Southern California construction company paid employees the
first 40 hours each week complied with the Fair Labor Standards Act, federal investigators found
the employer’s overtime pay practices did not.
The U.S. Department of Labor’s Wage and Hour Division determined J S Plastering Inc. paid
overtime hours at straight-time rates, in unrecorded cash, instead of at the time-and-one-half rate
the law requires when employees exceed 40 hours in a workweek. J S Plastering employees
typically worked overtime on weekends, after working a full 40 hours Monday through Friday.
The investigation led to the division’s recovery of $98,720 in overtime back wages owed to 39
employees and assessment of $25,380 in penalties for the employer’s willful violation of the law."
Read The Full Article Here.
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What YOU Can Do
Useful Websites
Here are just a few ways that you can get involved:
Submit your Comments on OPM's proposed rule to
prioritize performance over length of service in a
RIF action. No later than January 19, 2021.

NFFE 1998 Website
NFFE National Website
IAMAW Website
AFL-CIO Website

If you aren't already a member, join us and make us
stronger in numbers. Visit here for more
information.

GovExec Website
FEDWeek Website

Are you already a member? Join a committee!

Travel.State.gov
Diplomacy Strong

Talk with your local Union stewards about your
concerns, opinions, or ideas.
If your local steward is not available, reach out to
your National Officers through
NFFE1998NationalOfficers@state.gov
Call Congress to let them know your opinions on
Modernization in the Department of State.

The Monthly Funny
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