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LOCAL 1998

National Federation of Federal Employees 

International Association of Machinists & Aerospace Workers, AFL-CIO

Rob Arnold

Secretary/Treasurer

IAMAW NFFE FD1 FL1998 

Phone # (206) xxx-xxxx

Step 2 Formal Grievance
June 2, 2006 

To:
MANAGER A, Regional Director – New York Passport Agency 

Cc:
MANAGER B, Assistant Regional Director – New York Passport Agecy
 

Re: 
Promotion from GS-9 to GS-11
In accordance with Article 20, Section 7b of the Agreement Between Passport Services and the National Federation of Federal Employees – Local 1998 (hereafter referred to as “the Agreement”), I am filing this Step 2 Formal Grievance regarding a violation of relevant legal authorities, including Article 15 of the Agreement, “Merit System, Promotion, and Detail”.  I hereby incorporate by reference the arguments raised in the Step 1 Formal Grievance filed on March 25, 2006.  

Relevant Portion of Contract

Article 15, Section 7, d. reads:

“When an employee is rated fully successful or higher, has required time-in-grade for promotion and has demonstrated ability to perform satisfactorily at the next higher level in the career ladder, the supervisor will promptly recommend promotion. The promotion will be effective within two pay periods after these requirements have been met.”

Response to Management’s April 11th Denial of the Step 1 Grievance

On his most recent interim performance appraisal (4/28/06), his supervisor states that Mr. EMPLOYEE’s production numbers (the least subjective areas of the evaluation) were well above average.  His desk adjudication numbers fell not in the fully successful category, but at the excellent level.  His counter productivity was in excess of 150% of what was required for fully successful.  

“A brief spike in higher performance”, Management asserts in its response to the Step 1 grievance.  However, Mr. EMPLOYEE was “extremely productive” during 2001 and again “extremely productive” in 2002.  Clearly, this production is not a temporary achievement.  

The main concern over such high production numbers is generally that the employee might be issuing frauds in error.  Ms. MANAGER C states in Management’s response that Mr. EMPLOYEE has “issued more than one passport in error to frauds”.  Given Mr. EMPLOYEE’s two decades with the Passport Agency, it goes without saying that, in the midst of issuing several hundred passports a day, he has issued more than one to a fraud.  To an outsider, this might seem a deplorable performance.  However, anyone within the agency is aware of the high numbers of frauds issued in error, many by members of Management.  

During 2002, Mr. EMPLOYEE received two commendations from ______________ for his _____________ that resulted in ___________.  During 2003, Mr. EMPLOYEE received another two letters of commendation from ____________ that resulted in ____________.  During 2004, Mr. EMPLOYEE received another letter of commendation for a _________ that resulted in a _________.  

My own __________ seem to be above average for the _____ agency, based on the fact that I’ve recently received an awards in this area, while most of my co-workers have not.  Mr. EMPLOYEE’s results on ___________ dwarf mine by a large margin.  That management would point to fraud as a weak area seems to fly in the face of his numerous commendations.  In the first three months of this year alone, Mr. EMPLOYEE detected _____different fraud cases.  

In addition to these numerous commendations, Mr. EMPLOYEE received achievement awards of several hundred dollars each in 2003 and again in 2004.  He was nominated for these awards by his superiors.

The Management response by Ms. MANAGER C makes a point of discussing a need for Mr. EMPLOYEE to obtain more training.  However, it makes no mention of the courses Mr. EMPLOYEE has already completed successfully, such as “Customer Service Excellence” and “Leadership Skills for Non-Supervisors”.  The only training Mr. EMPLOYEE seems to have difficulty completing is that offered by New York Management.   One appraisal announced a plan for 2003 whereby he would meet with supervisor MANAGER D once a week to work on his “deficiencies”.  This training never materialized; MANAGER D didn’t have the time.  The year before, Supervisor MANAGER E was going provide Mr. EMPLOYEE with regular, periodic training, however they ultimately met only 3 times, and within several months this training also had been forgotten.  During 2004, Management pledged to provide training on complex Child’s Citizenship Act cases.  This training, too, was suspended by management after only 2 sessions.

Management questions Mr. EMPLOYEE’s leadership abilities, despite the fact that he is continually elected by his peers to represent them as their union representative.  Although Management objects in its response to the reference to these elections, it fails to provide details to indicate why Mr. EMPLOYEE is not currently ready to act in a leadership role.

Mr. EMPLOYEE’s 4/28/06 interim appraisal goes on to mention his patience while translating for Spanish speaking applicants. This and other appraisals paint a picture of an employee with consistently good customer service skills, as well as foreign language skills that are in great need at the New York agency:  “Very conscientious and customer service oriented” echoed an interim evaluation from several years before.

Mr. EMPLOYEE’s most recent interim also mentions his outstanding rating in the area of internal security awareness, as have other appraisals over the years.  There is clearly little room for him to improve in this area.

Requested Relief

We respectfully request that Mr. EMPLOYEE be made whole, including being retroactively promoted to GS-11, with back pay and interest. 

Sincerely, 

Rob Arnold
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