


Page -1-

The information included in this “Investigating Grievances” booklet was presented to the
members of the Kentucky-Indiana-Michigan Region, (Region 6) Ron Brown, NBA, Ernie Haynes
(Indiana), and Jim Korolowicz (Michigan), Regional Administrative Assistants with assistance from
Ernie Kirkland (Kentucky), Assistant to NBA Brown, during the October 10-11, 1999 Fall Training
Seminar held at the Sheraton Hotel, Lansing, MI.

There was a “class” assignment attached on investigating grievances that would not serve any
purpose unless you were there. Consequently it has been excluded.

Once you get past the text of this piece you will find at the end the “meat” of this document. For
those of you who don’t have access to the NALC Arbitration 10 CD Disk set or the search engines
accompanying them, you can now do a  topical search for the necessary arbitration awards.
Beginning with Defenses to Discipline and moving through Contractual and then ending with
Discipline you will be able to locate a topic, and then be able to cross reference the “Cigar” number.

Although those of us in the K-I-M Region would like to credit our NBA and his staff for this
excellent piece, but more than likely this search document originated from NALC Headquarters. This
most recent issue you are receiving was updated September, 1999.

“How’d he do that?”

The page numbering sequence you will find at the bottom of those pages is only specific to the
document prior to its conversion to PDF, which I did by scanning directly into Adobe Exchange.

Also, I reformatted the instructions on “Investigating Grievances” in WordPerfect 8.0, cleaning
up the original so it would have a “better” look to it. It has been edited for clarity. However, for the
most part the text remains as it is in the “original” document.

The sections pulled from the MRS were printed using the December 1998 PDF edition. I printed
them to an HP5 Laserjet, and then scanned them into this document via Adobe Exchange. Because
of the condition of the ASM piece, I “grabbed” the section from Kathy Higgins (NALC Branch No.
79, Seattle, WA)  Carrier Connection web site where she has it listed in HTML the latest issue of
the ASM. I then reformatted it in WordPerfect 8.0 and converted it to PDF using Adobe PDF Writer,
and then inserted it via the original PDF document.

When it came to getting the three main booklet categories in, they were not “touched” up, except
for removing the page borders which show up black. They should be out. 

I am offering this explanation as to “how’d he do that” because I have been asked many times,
“how’d you do that?” That’s how I did that. In all it took me four hours to finish. 

As always, should you have any questions don’t hesitate to contact me.

Yours in unionism

Thom Zoostew Green, editor

Contracts & Conflicts

Address: ZOOSTEW@AOL.COM
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INVESTIGATING GRIEVANCES

Stewards have broad powers to investigate grievances, as well as problems that may become
grievances. These powers are set out in Articles 17 and 31 of the contract, and they include:

1. The right to interview people to get the facts. You may interview the grievant (or
potential grievant), supervisors., and witnesses - including witnesses who are not
postal employees.

2. The right to review and obtain Postal Service documents, files, or other records.
It is your right under the contract and under the labor laws to get the information
you need to investigate and process grievances and potential grievances. You also
have the right to obtain copies of written information at no or a nominal cost. This
cost is based on the number of documents needed.

3. The right to investigate on-the-clock. Management may not unreasonably deny
your requests to investigate and adjust grievances or possible grievances on-the-
clock.

These are your basic powers set out in the contract and backed up by the labor laws. They are
yours to use. But how you use them is up to you.

As you know, effective grievance-hand ling is an art, and a profession, all to itself. There are no
magic formulas telling you how to investigate each grievance. Every grievance is different, so the
best way to learn grievance investigation is through experience.

But there are a few basic things the steward can do to improve grievance investigation and thereby
improve the quality and strength of our grievances.

First: A grievance should be investigated before it is filed. The facts should be “fathered”
first, and then the decision whether to file a grievance should be made. If a grievance
is filed first and questions are asked later, the system gets clogged up with grievances
that the union knows very little about, that may be frivolous, and that will probably
be denied. Then if the grievance is appealed, it will have to be investigated anyway
before the issues can be discussed and resolved. However, this is how the system
should work. The full set of facts should be found out, presented and discussed at
Step 1.

Second: You should interview any supervisors connected in any way with the potential
grievance before the grievance is initiated. Your right to interview supervisors is
established in Article 17, Section 3.

The investigation interview is conducted to learn managements version of the facts. Therefore, the
interview is not a grievance meeting and it is not the place to argue about the merits of the case. Instead, the
interview should be restricted to questions by the union representative and answers by the supervisor.
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By learning management's version of the facts before the Step 1 meeting you can determine where
disputes about the facts exist, and where both sides agree about the facts.

By determining where disputes over the facts exist, you can determine where you need to investigate
further. If, for example, the grievant told you that he arrived at a restaurant at 12:00 sharp, but the supervisor
says the grievant arrived at the restaurant at 11:00, a factual dispute exists. To resolve that dispute you will
have to investigate further to try to determine whether addition evidence – something other than the word
of the supervisor or the grievant – is available to indicate which side is correct.

Finding out where factual disputes exist is an important reason for interviewing supervisors before a
grievance is initiated, but there is another reason why this practice should always be followed: By
interviewing the supervisor early, and making a written record of the supervisor's version of the facts,
management's position is effectively frozen at that level. Once you document management's story, it is
difficult for management at later steps of the procedure to invent new facts, or to discover new facts not
revealed by the supervisor during the pre-Step 1 interview. Often management's position at the supervisory
level is easy to attack – but once management's labor relations specialists and attorneys get involved, our
job becomes more difficult.

A third point, involves the question: How do we know what to investigate? The answer is:
Investigate until every possible question is answered and every imaginable bit of documentation is obtained.

When a problem is brought to you, think of every possible angle, and ask yourself every question about
the problem you can come up with. Start with the basics.

Who is involved – which letter carrier, which supervisor?

What happened –  what specific events are you interested in?

Where exactly did it happen?

When did it happen –  what day, what time of day? 

Why might it be a grievance – is there a violation of the contract? Which Article and
section?

When you have covered these basic questions, try to imagine what management will say about the case,
and formulate an argument in response. Look for weak areas that may trip you up, and note the strong points
on your own side.

Then go get the answers. Every question must be answered, and every argument you have must be
backed up with the facts. Document every point in the union's position, get statements for all relevant
witnesses, from the grievant and from management.

When you have finished your investigation, ask your questions again. For example, “How do I know the
supervisor poked the carrier with a floor mop?” Answer: I have written statements from 19 people.

When you have all the answers and you have documented all your facts, then you are ready to evaluate
the problem and decide whether to file a grievance. If you file, you'll have everything you need. Grievances
are won and lost on the basis of your investigation.
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Finally,you cannot over-emphasize the importance of through grievance investigation. On of the hardest
parts of a union officer's job at Step 3 and arbitration, is try to handle grievances without all the facts. The
union depends on the steward for this information. Stewards are closest to the situation, they know the
grievant, the supervisor, the station, and they have the best grasp of the problem.

If you really want to win a grievance, you have to conduct a complete investigation. And if you want to
help other union reps to win your grievance when you appeal to a higher step of the procedure, then get the
Step 2 or Step 3 union people what they need more than anything else – a through investigation and a
complete file with all the details, all the statements, and all the documents that prove your case. The union's
success in the grievance procedure rides on you, and the effort you to put into your investigation.

Remember, the more facts you have, the stronger your position. When you've done all your homework
on a case you can go into a greivance meeting and face management sure of the facts and sure of the strength
of your case.

Even if the grievance is denied at Step 1, or Step 2, your investigation will make or break the case at Step
3, or at arbitration. When your representative in your National Business Agents’ office discusses a grievance
at Step 3, or takes the case to arbitration, the facts that you have collected make all the difference. No
Postal Service official, or arbitrator, is going to give us what we want when we don’t have the facts. In fact
more and more arbitrators are ruling that facts or evidence not submitted at Step 2 are not admitable at
arbitration.

Obviously, it takes a lot of work to investigate a grievance properly. You almost have to be a lawyer in
looking up and analyzing technical rules and regulations, and you almost have to be a full-time detective to
find all the facts and put them together. But, all that work is worth the trouble. When the union wins a
grievance, we win because we have all the facts to back up our case.

Remember that when you investigate your (our) grievances –  that you make or break the case in your
investigation.



Page -5-ASM 12, June 1998 153

Communications        352.761

352.734 News Media Representatives
Fees are charged only for duplication under 352.722, except that the first 100
pages provided in response to a request are without charge (see also the 
general waiver provision in 352.771). To be eligible for the reduction of fees 
applicable to this category, the requester must meet the criteria in Exhibit 
352.71 and the request must not be made for a commercial use.

352.735 All Other Requesters
Fees are charged for search and duplication under 352.721 and 352.722,
except that the first 100 pages of duplication and the first 2 hours of search 
time are provided without charge (see also 352.771 and 352.772). 

352.74 Aggregating Requests
When the custodian reasonably believes that a requester is attempting to 
break a request down into a series of requests to evade the assessment of 
fees, the custodian may aggregate the requests and charge accordingly. The
custodian does not aggregate multiple requests when the requests pertain to
unrelated subject matter. Requests made by more than one requester may 
be aggregated only when the custodian has a concrete basis on which to 
conclude that the requesters are acting in concert to avoid payment of fees.

352.75 Other Costs 

352.751 Publications 
Publications and other printed materials may, to the extent of availability in
sufficient quantity, be provided at any established price or cost to the Postal
Service. Fees established for printed materials pursuant to laws, other than
FOIA, are not subject to waiver or reduction under 352.7.

352.752 Other Charges 
When a response to a request requires services or materials other than the 
common ones listed in 352.721, 352.722, and 352.723, the direct cost of 
these services or materials to the Postal Service may be charged, but only if 
the requester is notified of the nature and estimated amount of the cost 
before it is incurred.

352.753 Change of Address Orders 
Although change of address information is not required by FOIA to be made 
available to the public, the fee for obtaining this information under 352.44a is 
included in this section as a matter of convenience. The fee for searching for 
a change of address order is $3. This fee is charged whether or not a 
permanent change of address is found on file (see 352.775).

352.76 Advance Notice and Payment of Fees

352.761 Liability and Payment
The requester is responsible, subject to limitations on liability provided by this
section, for the payment of all fees for services from the request, even if 
responsive records are not located or are determined to be exempt from 
disclosure. Checks in payment of fees must be made payable to the United 
States Postal Service.








































































