
By SAM BERRY
Full-time Steward, 

AFGE Local 987
sam.berry@afgelocal987.org

There is an old saying that 
people don’t quit their jobs, 
they quit their bosses. 

While that may not always 
be the case, in many instanc-
es the supervisor is responsi-
ble for making the job a good 
one. Good managers make jobs 
interesting and rewarding, and 
they work hard to make their 
employees better.

The appraisal process begins 
and ends with clear and effec-
tive communication. It is dif-
ficult to determine where you 
stand in the performance pro-
cess when you have a super-
visor that fails to comply with 
well established guidelines. 

The DPMAPS appraisal pro-
cess is a collaborative process 
between you and your supervi-
sor. Effective communication is 
the key to a good subordinate/
supervisor appraisal process. 
Giving clear, concise guidance. 
Better known as the SMART 
Criteria, (Specific, Measurable, 
Achievable, Relevant, and 
Timely). 

Poor performance is when 
a supervisor fails to meet the 
expectations for their role or 
the policies of the organiza-
tion. Poor performance can be 
related to a lack of skills, appli-
cation, and/or not being held 
accountable for their actions. 

Poor performance can also be 
described as below acceptable 
standards, disastrous, or inept-
ness. The Agency continues 
to miss the mark and they do 
it by trying to convince the 
employee that they somehow 
bear the responsibility for the 
supervisor’s lack of candor in 
reporting. 

Appraisal season is upon us, 
and I wish to help people with 
their appraisals. The Union 
has been unsuccessful with its 
attempts to help the Agency 
draft performance plans or mid-
terms so I will do my best to 
help y’all …

First, the supervisor and the 
employee are to draft the per-
formance plan together. I’m 
willing to bet one of my kids 
that this didn’t happen (don’t be 
offended, I love them but with 
five of them I can lose one or 
two and nobody will know).

Second, each employee 
should do employee feedback/
input. Use however many pages 
you need to. You are not lim-
ited in your response, nor are 
you MANDATED to use the 
MyPerformance Tool as many 
mechanics do not know how to 
access it. 

Send a Word document to 
your supervisor or provide a 
handwritten copy to your super-
visor but make them sign they 
are receiving it (if they refuse, 
scan it into the computer, and 
send it in an email to you and 

the supervisor), etc. 
To do this properly, the 

employee (you) needs to address 
every, single, item/bullet in the 
“performance plan/standard” 
that is listed on your initial per-
formance plan and/or your mid-
term. For example, if the “stan-
dard” reads, “Uses appropriate 
testing equipment and reliably 
troubleshoots equipment and 
ensures equipment is accurate-
ly tuned, aligned, and calibrat-
ed at least 90% of the time”, 
your input MUST reflect what 

See DPMAPS, page 3
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Membership meeting
Local 987 will have a membership meeting 
April 20 at 5 p.m. As always, membership 

will be verified before you are admitted into 
the meeting. You can make updates to your 
contact information - address, phone, email, 
et cetera - by calling Union Hall at 478-922-
5758 or by emailing Linda Baxter at linda@
afgelocal987.org or Jeanette McElhaney at 

jmac@afgelocal987.org.

Did you know?
If you recruit a new member, you get 
$50 and the new member gets $150. 

Sign up on your own and you get 
$200. (Note: Restrictions apply if you 
got out of the union; i.e. you had to 

have been out for at least a year.)

AFGE calls on workers 
to weigh in on 

telework experiences

The 9 protected categories of EEO

DPMAPS

In memory ...
Rhodenia Talton
Passed away on Jan. 31, 2023
Member since June 6, 2005 

Sam Berry

By DON MONCRIEF
Editor, The Union Advocate

don.moncrief@afgelocal987.org
DiSCo R. RANGeR
What appears (the above) to 

be an acronym or description for 
a dancing park or law enforce-
ment individual is actually an 
acronym for the nine protected 
categories of EEO.

A “catchy” way of remem-
bering them, said EEO Attorney 
Anitha Vemury, who presented 
them in depth as part of AFGE’s 
Women’s and Fair Practices 
Departments 2023 Spring EEO 
Webinar Series. Her session was 
March 7. Additional training ses-

sions were/are March 14 (ROI 
Checklist by Action), March 20 
(Reasonable Accommodation), 
March 29 (PCI and Discovery) 
and April 4 (Damages and 
Settlement Agreements. More to 
follow in future editions.) 

DiSCo R. RANGeR breaks 
out like this:

Disability
Sex
Color
Race
Religion
Age 
Nation origin
Genetic information
Reprisal  
In detail, Vemury presented 

them as follows:

1. Race. And under race, 
there are five categories:

1) American-Indian or 
Alaskan native. Which, she said, 
is a person having origins in any 
of the original people of North 
and South America; including 

Central America, she said, those 
who maintain tribal affiliation or 
community attachments. 

2) Asian. A person having 
origins in Asia or the original 
Far East. Southeast Asia or the 
Indians of continents.

3) African American. A per-
son having origins in any of the 
Black racial groups of Africa. 

4) Native Hawaiian or other 
Pacific Islander. A person having 
origins in Hawaii, Guam, Samoa 
or any other Pacific Island. 

5) Caucasian. A person having 

origins in Europe or the Middle 
East or North Africa. 

“All are based on ‘self-iden-
tification,’” she said. “(The) 
categories came from current-
ly considered categories per the 
latest Census. So, Hispanic or 
Latino is not currently a separate 
category because it is separated 
by national origin and not race.”

2. Color. Light. Medium.
Olive. Tan. Dark. The 

full spectrum, she said. “As a 
way to distinguish individuals 

See EEO, page 3

The appraisal process
By the numbers: 

1.   Supervisor and employee draft  
  the performance plan together.

2.   Employee accomplishes feed 
  back/input. (With no limitation  

    on how detailed that can be.)

3.   Employee and supervisor   
  address “specific” guidance    

    provided at the midterm.   
    (Guidance “you” asked for 
    to achieve an “Outstanding”   
    rating.)

A collaborative process 
between you, your supervisor

AFGE Local 987 once more played host for an event - offering up its location once more and with some of its 
members volunteering to help out yet again - created to feed the homeless of Warner Robins. It was held March 
15. AFGE Local 987 Trustee Brandon Hayes once again acted as one of the event’s organizers, it being a mis-
sion project of his home church, The Assembly of Warner Robins. (Contributed photos)

Feeding the homeless

By DON MONCRIEF
Editor, The Union Advocate

don.moncrief@afgelocal987.org
AFGE is calling upon its 

members – federal employ-
ees – to weigh in on their 
telework and/or remote work 
experiences. That is via an 
online survey it is currently 
conducting. It can be found 
at https://www.formpl.us/
form/6251208066072576.

The survey contains five 
questions:

1. Has the telework or 
remote work policy at your 
agency changed since our last 
survey in mid-2021?

2. Are you currently tele-
working or working remotely?

3. Do you expect remote and 
telework options in your agen-
cy to change in the near future?

4. Is your agency experi-
encing any backlogs in pro-
cessing routine requests at the 
moment?

5. In your opinion, what is 
the greatest barrier to providing 
better services at your agency?

Answers vary. I.e. Has the 
telework or remote work pol-
icy … warrants answers: My 
agency has expanded … My 
agency has limited … There 
has been no change …

The survey, according to the 
introductory paragraph, is for 
“informational purposes only”, 
however, as timing goes, an 
article on AFGE’s website 
states that several members of 
Congress, during an oversight 
hearing March 9, defended fed-
eral agencies’ use of telework 
as an “effective, valuable took 
which, in many instances, has 
been life-changing for employ-
ees who are military spouses or 
people with disabilities.”

The article goes on to say 
that “certain” lawmakers have 
“attempted to politicize tele-
work policy to stoke unjus-
tified popular resentment 

against federal employees.” To 
that end, the article continues, 
several members of Congress 
spoke in support of expanded 
telework using real-life exam-
ples from their constituents. 

Director of the U.S. Office of 
Personnel Management, Kiran 
Ahuja, for example shared 
that backlogs and delays were 
caused by staffing shortages, 
not telework and remote work.

Rep. Maxwell Frost, a 
Democrat from Florida, said 
military spouses in his district 
reported “struggling with main-
taining a career as they have to 
move often. But because of 
remote work, they are now able 
to support their military part-
ners and keep up with family 
expenses. He said the Pentagon 
rightly expanded telework and 
remote work opportunities to 
help military spouses build 
portable careers.”

He, according to the arti-
cle submitted for record a let-
ter from a group of military 
spouses “who have relied on 
telework and remote work to 
continue to serve our country 
and provide for their families.” 
He also gave an example of 
a State Department employ-
ee whose military husband 
was about to be transferred 
to San Diego. The employee, 
who has worked for the State 
Department for 22 years, was 
noted to be able to continue 
to do her job and support her 
husband’s career because of 
the remote work option.

“I think the Republicans’ 
attack on telework is interest-
ing because it’s specifically 
damaging to military families. 
Military spouses do their best 
to support their partners in a 
career that’s dangerous, people 
serving our country and keep 
us safe as a nation,” he said. 

To read the entirety of the 
article, visit afge.org.

SPECIAL SERIES

What is EEO?
A set of 

federal laws that 
require employment 
decisions to be based 

on relevant job 
factors

What does EEO do?
- Requires work environment to be free of 
  harassment based on protected class
- Requires accomodation of religion and 
  disability
- Reaches intentional and unintentional 
  discrimination
- Reaches discrimination against “association” 
  and mistaken attributions



By KATIE LANGE 
DoD News

Navy Rear Adm. Robert W. 
Cary Jr. had a long military 
career that included both world 
wars, but the actions that earned 
him the Medal of Honor hap-
pened when he was only a few 
months into life as a commis-
sioned officer.

Cary was born on Aug. 
18, 1890, in Kansas City, 
Missouri, to Robert and Lalla 
Cary. According to a Kansas 
City Times article, he was a 
descendant of Meredith Miles 
Marmaduke, the governor of 
Missouri in 1844.  

After graduating from Kansas 
City’s Westport High School, 
Cary went to William Jewell 
College and the University of 
Missouri before attending the 

U.S. Naval Academy, which he 
graduated from in 1914. About 
seven months later, he found 
himself serving as an ensign on 
the USS San Diego. 

On Jan. 21, 1915, the San 
Diego was off the coast of La 
Paz, Mexico, conducting a four-

hour, full-speed endurance trial, 
when all hell broke loose.  

Toward the end of the trial, 
Cary was working in the ship’s 
boiler rooms with the job of 
taking steam pressure readings 
from every boiler every half-
hour. He had just read the steam 
and air pressure on the No. 2 
boilers and had stepped through 
the electric watertight door into 
the No. 1 boiler room when the 
No. 2 boilers exploded.  

Apparently, one of the boil-
er tubes had become blocked, 
causing an explosion that led to 
a chain reaction. 

As the emergency unfold-
ed, the ship’s bridge started to 
electronically close the doors 
between the rooms. Cary didn’t 
want the men in the No. 2 room

See HONOR, page 3

(StatePoint) Whether you are 
packing school lunches or host-
ing a dinner party, you want 
your fridge and pantry to be 
stocked with the highest-quality 
foods for the best value. 

Thankfully, there’s a better 
way to navigate store aisles than 
just picking products at random 
and hoping for the best, one 
which doesn’t involve hours of 
product research.

Product of the Year USA, the 
largest consumer-voted awards 
program centered around 
product innovation, recently 
announced the winners of the 
2023 Product of the Year Awards 
across 36 trending categories. 

Determined through a nation-
al study of 40,000 American 
shoppers in partnership with 
Kantar, a global leader in con-
sumer research, the winners rep-
resent the best new products 
when it comes to thoughtful 
design, quality and innovation.

“It’s easier than ever for 
today’s consumers to be over-
whelmed by choice. Far beyond 
retail aisles, they now have 
direct-to-consumer options, gro-
cery delivery in the palm of 
their hands, and a never-end-
ing stream of their favorite 

influencers reviewing prod-
ucts,” says Mike Nolan, global 
CEO of Product of the Year 
Management. “It’s important to 
us to help consumers and their 
families cut through the noise.”

To make your visits to the 
supermarket a breeze, consider 
this year’s 20 food and beverage 
winners, listed by category:
n Bread | ALDI-exclusive 

Specially Selected French 
Baguette – ALDI
n Breakfast | Quaker Puffed 

Granola – PepsiCo
n Cheese | ALDI-exclusive 

Emporium Selection Feta Block 
Assortment – ALDI
n Coffee Creamer | Lactose-

Free Flavored Creamer in 
French Vanilla and Sweet Cream 
– Organic Valley
n Condiment | ALDI-

exclusive Burman’s Dipping 
Sauces – ALDI
n Convenience Meals | Hot 

Pockets Deliwich – Nestlé USA
n Entrée | Pasta-Roni Heat 

& Eat – PepsiCo
n Frozen Dessert | ALDI-

exclusive Sundae Shoppe 
Gelato – ALDI
n Keto | ALDI-exclusive 

Benton’s Keto Cookies – ALDI
n Meal Replacement | 

Complete Nutrition Shakes – 
Soylent
n Meal Solution | Bob 

Evans Mashed Cauliflower – 
Bob Evans Farms
n Non-Chocolate | HARIBO 

Berry Clouds – HARIBO of 
America, Inc.
n Non-Dairy | ALDI-

exclusive Friendly Farms Non-
Dairy Whipped Toppings – 
ALDI
n On-The-Go Snack | ALDI-

exclusive Park Street Deli Sweet 
Snack Selects – ALDI
n Premixed Drink | ALDI-

exclusive Zarita Margaritas – 
ALDI
n Salty Snack | Takis Hot 

Nuts Fuego – Barcel USA
n Smoothie | DOLE 

BOOSTED BLENDS Berry 
Spark Smoothie – Dole 
Packaged Foods
n Snack & Appetizer | 

El Monterey Chili Cheese 
Chimichanga – Ruiz Foods
n Soft Drink | Nitro Pepsi 

– PepsiCo
n Wine | ALDI-exclusive 

Don’t Mind If I Do Sauvignon 
Blanc – ALDI

For more information about 
this year’s winners , visit pro-
ductoftheyearusa.com.

Scammers can target victims through any 
device connected to the internet, and 
your TV is no exception. BBB Scam 

Tracker has seen an influx of reports about 
scammers catching people off guard with pop-
ups on their smart TVs. Their objective is to 
steal your personal information and money. 

How the scam works
You open a familiar streaming service on 

your smart TV. However, you can’t log in. 
Instead, a pop-up appears, telling you there is 
a problem with your device or your streaming 
subscription. You need to call a phone number 
or visit a website to fix it.

Don’t fall for it! If you call the number, scam-
mers pretend to be customer service representa-
tives. They will insist you pay an activation fee 
or allow them remote access to your smart TV. 
These con artists will get your credit or debit 
card number if you pay the fee. 

If you give them access to your device or 
click on a link they provide, the scammers may 
install malware on your TV and use it to gain 
access to sensitive personal information.

Sometimes scammers ask you to “fix” the 
issue by paying them in gift cards. One con-
sumer reported that after calling a number 
that appeared in a pop-up on their smart TV, 
a scammer instructed them to purchase three 
$100 Xbox gift cards to add “anti-hacking pro-
tection” to their account. 

After buying the gift cards and contacting the 
number again, it became clear they were deal-
ing with scammers.

How to avoid smart TV scams

g Double-check any 
fees you have to pay. If 
scammers ask you to pay 
an activation fee, antivi-
rus protection fee, or any 
other kind of fee, do some 
research beforehand. 

For example, scam-
mers claim you need to 
pay an activation fee to 
start using your Roku. 

However, a quick online search reveals that 
Roku never charges activation or registration 
fees.
g Don’t fall for fake websites. Scammers 

love to create imitation websites using URLs 
that are just a letter or two off. Fake websites 
are a threat, even on smart TVs, so dou-
ble-check the URL. 

Another way to protect yourself is to avoid 
clicking on links in pop-ups and, instead, type 
web URLs directly into your browser.
g Check before you call. If a “customer 

service” phone number appears in a pop-up, 
double-check it before you call. Contact a 
streaming service or TV manufacturer’s web-
site to find their customer support number.
g Never let anyone control your device 

remotely. Scammers usually ask for remote 
computer access, but they could also ask for 
access to your smart TV. Don’t ever give con-
trol of your device to a stranger.

For more information or to get more advice 
about tech support scams, visit BBB.org. If you 
spot a smart TV scam, report it to BBB.org/
ScamTracker. Your report can help boost con-
sumer awareness.
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Diversity, Equity, 
Inclusion and Accessibility 

Office seeks volunteers
By Kisha Foster Johnson

78th Air Base Wing Public Affairs Office  
The Diversity, Equity, 

Inclusion and Accessibility 
Office at Robins Air Force Base 
is putting out a call for help.

Melissa Bryant, 78th Air Base 
Wing Affirmative Employment 
Program manager, said there 
is a recruitment effort under-
way for the Member Employee 
Resource Group.

“The role and responsibility 
of MERGs are directly relat-
ed to helping achieve diver-
sity, inclusion and equality of 
opportunities in recruitment, 
hiring, training, development 
and advancement,” Bryant said. 
“This will also be an opportunity 
to bring ideas, inputs, and qual-
itative data to the Affirmative 
Employment Program that could 
potentially identify triggers and/
or barriers or simply demystify 
perceptions and myths associat-

ed with Robins AFB.
“As a MERG, Team Robins 

members will have the ability 
to foster an inclusive and col-
laborative workforce,” she con-
tinued. “They can help create 
a platform to share common 
career and professional goals 
and communicate areas of con-
cern and interest to leadership.”

MERGs will work alongside 
the Special Emphasis Program 
Managers, who work to enhance 
employment and employee 
development. 

They also support initia-
tives by helping address pro-
fessional development, along 
with advancement and training 
of underrepresented groups, so 
the groups have the opportunity 
to reach their full employment 
potential.

All are dedicated to creating 
a sense of belonging to Team 
Robins’ members who have 

historically been marginalized. 
MERGs do not have to belong 
to a particular affinity group, 
just have the desire to want to 
help.

“Volunteers are needed,” said 
Bryant. “We are looking for peo-
ple who want to be a wingman 
for other co-workers. People 
with the ability to empower, 
communicate positively, show 
empathy and humility, be pas-
sionate and committed, have 
respect for all individuals, be 
patient and persistent and be a 
person of integrity.

“Ultimately, we want people 
to realize that our differences 
shouldn’t divide us, but instead, 
make us stronger as we bring 
various perspectives to the 
workforce.” Bryant continued.

For more information about 
the Robins MERG, https://
www.robins.af.mil/Units/78th-
Air-Base-Wing/DEIA/.

Melissa Bryant, 78th Air Base Wing Affirmative Employment Program manager, cen-
ter, and Stephanie Hawthorne, 78th ABW Disability Acton Team manager, right, share 
information with a base employee about the Member Employee Resource Group 
during a health fair at Robins Air Force Base Feb. 24. The MERG is composed of base 
employees who are working to determine barriers to hiring, retention and representa-
tion. (U.S. Air Force photo by Kisha Foster Johnson)

By Program Development & Sustainment
Air Force Sustainment Center Workforce Development

Are you part of the wage grade workforce and 
ready for career growth? Look no further than the 
Wage Grade Career Path Website!

This one stop career planning website provides 
information on:
1 How to progress in your career
1 Resources to access education and training 

at your installation
1 How to find a mentor

1 Building a resume
1 Applying for jobs
1 Development through formal education and 

professional and technical training
1 Plus much more!
Who does this website apply to?
Wage Grade, Work Leader, Wage Supervisor at 

any pay grade
You can access the site using your computer or 

mobile device at www.afsc.af.mil/AFSC-Wage-
Grade-Career-Path/

Wage Grade Career Path Website



HONOR
From page 2

to be trapped, so he forced the 
doors to remain open so they 
could escape, even as the steam 
from the ruptured boilers swirled 
around him. That quick thinking 
saved the lives of three men.  

Cary’s cool demeanor also kept 
the men in the No. 1 boiler room 
calm enough to remain at their 
posts, even though five nearby 
boilers had exploded and more 
were expected to explode.  

Eventually, Cary was able to 
direct the men in the No. 1 boiler 
room into a bunker for safety. 
The entire incident killed five 
men and injured at least seven 
others, according to the Naval 
History and Heritage Command.  

Cary was cool and collected 
during the ordeal and showed a 
lot of bravery during a dire situ-
ation. But it would be 19 years 
before he would earn the Medal 
of Honor for those actions.  

Cary continued his service in 
the Navy. During World War I, he 
served on destroyers and earned 
the Navy Cross for bravery when 
the potential for an explosion 
threated another ship. On Nov. 
7, 1918, Cary was an execu-
tive officer on the USS Sampson 
when, during a heavy storm, a 
depth charge on the ship’s fan-
tail broke loose – something that 
could lead to an explosion. Cary 
and three enlisted men quickly 
went to the fantail and secured 
the depth charge to quell the dan-
ger, despite almost being washed 
overboard.  

At some point early in his 
career, Cary married a woman 
named Jane Watt. After she died 
in 1931, he remarried a woman 
named Jane Christian. Between 
the two marriages, Cary had a 
son, Robert, and four daughters.  

After World War I, Cary 
remained in the Navy, serving in 

many capacities at several duty 
stations. It was during this peri-
od between wars that he finally 
received the Medal of Honor for 
the 1915 incident on the San 
Diego. On May 23, 1934, then-
Lt. Cmdr. Cary received the 
nation’s highest award for valor. 
Cary went on to serve in vari-
ous European campaigns during 

World War II, including as the 
commanding officer of the USS 
Savannah during the U.S. inva-
sion of Italy. On Sept. 11, 1943, 
the ship was struck by a German 
glide bomb off the coast of 
Salerno. About 200 sailors were 
lost during the incident, but the 
ship managed to make it to Malta 
to be salvaged.  By the time he 

retired in 1946, he’d reached the 
rank of rear admiral. As a civil-
ian, he worked various jobs in 
industry and business. 

Cary died of a heart attack 
while in Toledo, Ohio, on July 
15, 1967. At the time, he was the 
chairman of the board of Trans-
World Service Inc., Toledo’s larg-
est freight forwarder. He was 76.  
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U.S. Equal Employment 
Opportunity Commission
Actions/decisions:
Keystone Foods LLC to pay $60,000 to settle 
pregnancy discrimination lawsuit

Keystone Foods LLC, which operates a food process-
ing facility in Eufaula, Alabama, agreed to pay $60,000 
to settle a retaliation lawsuit filed by the U.S. Equal 
Employment Opportunity Commission, the federal 
agency announced recently. 

According to the EEOC lawsuit, Keystone extended 
job offers to a group of 17 former employees during a 
series of job fair interviews for positions in its Eufaula 
plant, but retracted its offer to a female former employ-
ee when a records review revealed she previously filed 
a complaint of pregnancy discrimination and an EEOC 
charge against her former employer.

This alleged conduct violates Title VII of the Civil 
Rights Act of 1964 which protects pregnant workers 
from employment discrimination and bars employers 
from retaliating against employees who report preg-
nancy discrimination or file an EEOC charge against 
their employer.  

The two-year consent decree resolving the suit pro-
hibits Keystone from discriminating and retaliating 
against employees in violation of Title VII.  Additionally, 
Keystone will issue a written statement to all employees 
at its Eufaula facility stating it will not violate Title VII 
by retaliating against employees or job applicants who 
engage in activity protected under Title VII.  Keystone 
will educate employees about the process to report 
complaints of discrimination and retaliation and will 
conduct training of its employees on the requirements 
of Title VII, including its anti-retaliation provisions.

“Retaliation remains the most common type 
of charge filed with the EEOC. Retaliation claims 
account for over 56% of the total charges,” said EEOC 
Birmingham District Director Bradley Anderson.  “As this 
case demonstrates, employers would do well to rec-
ognize that Title VII’s anti-retaliation provisions protect 
both current and former employees.”

Sacramento paper plant to pay $385,000 to 
settle race harassment lawsuit

Paper manufacturers Packaging Corporation of 
America Central California Corrugated, LLC. (PCA) and 
Schwarz Partners LP will pay $385,000 and implement 
preventative measures to settle a racial harassment law-
suit seeking relief for two African American men who 
worked at a manufacturing plant located in McClellan, 
California, the U.S. Equal Employment Opportunity 
Commission announced recently.

According to EEOC’s suit, co-workers and a shift 
supervisor commonly used racial slurs and derision, 
even broadcasting these phrases over the facility’s radio 
system. The Black workers also faced graffiti of swas-
tikas and were taunted with a makeshift noose. The 
employers failed to act on the harassment, according 
to the EEOC. For instance, after one employee submit-
ted a photo of the drawing his shift lead had scribbled 
onto his workstation, comprised of a confed¬erate flag 
inscribed with the phrase “Long Live the Confederacy,” 
human resources closed the investigation due to 
insufficient evidence, without interviewing the alleged 
harasser.

Racial harassment violates Title VII of the Civil Rights 
Act of 1964, which requires employers to take prompt 
action to investigate and stop the misconduct after 
they learn of it. 

The three-year consent decree settling the lawsuit 
provides for $385,000 in lost wages and emotional dis-
tress damages to the two former employees. The defen-
dants will revamp company policies and train employ-
ees on preventing and reporting racial harassment. The 
companies will also implement policies and procedures 
to facilitate the prompt and thorough investigations of 
any future complaints of discrimination or harassment.

National Labor 
Relations Board
Actions/decisions:
Amazon required to ‘cease and desist’ from 
firing employees for protected activities

Judge Diane Gujarati of the United States District 
Court for the District of Eastern New York issued a 
Section 10(j) injunction recently against Amazon.com 
Services LLC directing it to cease and desist from dis-
charging employees, and from engaging in any like or 
related conduct, in retaliation for employees engag-
ing in protected activities. The injunction also directs 
Amazon to post, distribute, and read the Court’s order 
to employees at the Employer’s Staten Island facility 
(“JFK8”).

The injunction was issued based on a petition for 
Section 10(j) injunctive relief filed by Kathy Drew King, 
former Regional Director of Region 29 of the National 
Labor Relations Board (NLRB). Section 10(j) of the 
National Labor Relations Act (NLRA) authorizes the 
NLRB to seek injunctions against employers and unions 
in federal district courts to ensure that employees’ 
rights will be adequately protected from remedial fail-
ure due to the passage of time.

The petition alleged that Amazon unlawfully fired an 
employee at JFK8 for advocating, with his co-workers, 
for workplace health and safety protections in light 
of the COVID-19 pandemic and by protesting with his 
co-workers Amazon’s failure to provide greater safety 
protections to employees. While the injunction does 
not order interim reinstatement of the employee at 
this time, it does order Amazon to cease and desist 
from further discharging any employees for protected 
activities under the NLRA, or in any like or related man-
ner interfering with, restraining, or coercing employ-
ees in the exercise of the rights guaranteed to them 
by Section 7 of the National Labor Relations Act. If 
Amazon violates the cease-and-desist order, it could be 
held in contempt by the court.

DPMAPS
From page 1

you did in order to EXCEED 
the “standard”. 

Perhaps the input would read, 
“Used appropriate testing equip-
ment and reliably troubleshot 
equipment and insured equip-
ment was accurately tuned, 
aligned, and calibrated 100% 
of the time”. This, then, would 
support an OUTSTANDING 
rating. Support this with what-
ever documentation you can. 
However, this is hard to sup-
port, right (see a few paragraphs 
down)?

Third, address the “specif-
ic” guidance that was pro-
vided to you at the midterm 
when you asked (according to 
Article 015.02.g) for clear guid-
ance what you needed to do to 

achieve an Outstanding rating. 
Chances are this has not been 

done by the supervisor but, hell, 
maybe they did. Read 15.02.g 
to discover how to determine 
whether the supervisor provid-
ed you the documentation you 
requested.

When you receive your 
appraisal, if it does not reflect 
the Outstanding performance 
you have illustrated, immedi-
ately ask the supervisor (both 
verbally and in email) to pro-
vide YOU with documents that 
supported the “percentage” the 
supervisor claims you achieved. 
Percentages are based on num-
bers, right? 90% percentage 
MUST be based on your spe-
cific actions and NOT what the 
workforce or your coworkers 
have done. Saying 90% of shops 
productivity is basing YOUR 
performance on how the office 

did and NOT on what you, 
yourself, accomplished. This 
rating would not be in accor-
dance with guidance as it is an 
appraisal based on the shop’s 
performance and not yours.

One of my favorites is 
something along the lines of 
“exceeds productivity of 50% 
of the crew” or some-such. All 
this tells me is that 50% of your 
crew is going to be, at best, 
fully successful. Is this a fair 
representation of YOUR perfor-
mance? I think not!

I cannot promise the Agency/
Supervision will rate you any 
differently than they have for 
the past five years (pretty much 
however they wish). What I can 
tell you is that an Arbitrator 
is going to be mighty suspi-
cious as to how you were rated 
“Fully Successful” if YOU 
supply input that clearly docu-

ments OUTSTANDING. Also, 
don’t forget to ask for “clear 
guidance” on how to be rated 
OUTSTANDING at both the 
performance plan and the mid-
term … in an email. I’m sure 
you trust your supervisor but 
trust ME when I tell you that, 
at a hearing, if the supervisor 
is asked, if you asked them 
this question, they are going to 
say “no”. Do you know why? 
It’s because you don’t have 
one shred of evidence that you 
did! Create your own eviden-
tiary file to assure yourself an 
OUTSTANDING!!

Good luck with this year’s 
appraisal rating of record. I 
hope it is an honest reflection 
of actual work performed and 
earns you an OUTSTANDING 
rating in ALL categories. If it 
doesn’t, reckon I’ll see you at 
an arbitration.

EEO
From page 1

within the same racial category. 
An example is people being of 
the same race but not same color. 
She added: “It’s important to 
remember that people can exhib-
it prejudice against any types of 
these visual differences, includ-
ing their own. For there isn’t any 
kind of protection to say you 
can’t discriminate against your 
own protected category.”

3. Religion. It, she said, 
doesn’t have to be a 

widely-popular religion. “It just 
has to be a set of beliefs. And 
atheism is included, or it can be 
lesser-known religions.”

4. National Origin. This, 
she said, can be an indi-

vidual or his or her ancestor’s 
place of national origin or the 
physical, cultural or linguistics 
of a National Origin group. “So 
physical would be like how you 
dress, women who a headdress 
or men who wear a Yakima for 
example. 

“A cultural example would be 
celebrating certain holidays or 
engaging in certain activities. 
And linguistic examples would 
be the language someone can 
speak and access.”

5. Sex. It, Vemury said, 
includes gender female 

but also includes an array of 
other categories. “Like gen-
der-stereotyping which is over 
generalization of an entire group 
based on gender. Or sexual 
harassments. 

“Or pregnancy discrimination, 
discrimination against pregnant 
women in sex discrimination. 
And that was an update that 
happened in 2014. We also 
have sexual orientation and that 
includes being transgender.” 

6. Reprisal/Retaliat ion. 
The definition for it is 

“unique” for EEO purposes, 
she said. She also cautioned it 
wasn’t for union activity, saying 
it was a “great way for you cases 
to be easily dismissed.

“If your union activity includ-
ed representing individuals on 
EEO cases, that is you being 
an ‘EEO representative,’ which 
is an ‘EEO’ activity. I don’t 
want you to focus on your union 
activity. And that is because that 
would be a reason for the judge 
to dismiss the case if you’re 
saying it’s because of your union 
status versus you being an EEO 
representative. 

“I know that might sound like 
a strange distinction, but it’s 
important we have that distinc-
tion because the EEOC does not 
have the ability to litigate based 
on your union status. 

“So, it’s the only protected 
EEO act which is covered. Or, 
I should say all EEO activity is 
covered but we would like to 
look at the main types of EEO 
activity, which is being a ‘com-
plainant,’ being a ‘witness’ or 
being a ‘representative.’ But if 
you tell your manager that you 
are going to file an EEO com-
plaint, you are going to be cov-
ered for that … (You’re also pro-

tected to request a Reasonable 
Accommodation based on your 
disability or religion.”

On “opposing discrimina-
tion,” she gave the example of 
a person being a new-hire lead 
and the manager came to them 
and asked them to hire a woman. 
“Because,” she said – the man-
ager’s explanation, “a woman 
will be more outgoing and a bet-
ter coworker. If you push back 
because you know that’s illegal 
and then your manager repri-
mands you, then you have a case 
for EEO retaliation because you 
opposed a legal action.”

7. Age. “You’re only pro-
tected if you’re over 40 

and you’re treated less prefer-
ably than younger people,” she 
said, explaining: “Say there’s a 
situation where the individual is 

39 and another 40. The individ-
ual who is 40 can be covered, so 
technically you have a case. 

“But when we’re talking about 
an individual who is 40 and 60, 
it would have to be the older 
individual who is alleging age 
discrimination. So 60 versus 40. 
So not less than 40 but the older 
has to be at least 40.”

8. Disability. This, she said, 
was another definition 

unique to EEO. It is: “Physical 
or mental impairment which 
substantially limits a major life 
activity … Not like having a 
parking sticker or being disabled 
for VA purposes,” she said. “You 
have to show that there is some 
kind of daily activity you’re not 
able to do in order to get a com-
mendation. 

“Or if you’re perceived as dis-
abled you can file a harassment 
claim or a disparaging treatment 
claim, disparate impact claim 
based on that perception.”

9. Genetic Information. 
This includes informa-

tion about an individual’s genet-
ic tests and the genetic tests of 
individual family members, as 
well as information about the 
manifestation of a disease or 
disorder in an individual’s fam-
ily members. “Family medical 
history” is included in the defi-
nition.

What does EEO not do?
- Prohibit all forms of discrimination and reprisal
- Establish quotas
- Protect one race, gender, religion, et cetera   
  over another
- Attack unfair treatment
- Fix poor management
- Cure personalit conflicts

Forums for EEO issues
- Contract violation - Grievance/Arbitration
   -- Contract
   -- 5 CFR 2425
- Merit Systems Protection Board
   -- 5 CFR 1201
- Equal Employment Opportunity Commission
   -- 29 CFR 1614
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Where is tennis mentioned 
in the Bible? When Joseph 
served in Pharaoh’s court. 

What animal took the most 
baggage into the ark? The 
elephant. He took his trunk, 
while the fox and the rooster 
only took a brush and comb. 

What man in the Bible had 
no parents? Joshua, the son 
of Nun. 

Who is the smallest 
man in the Bible? Some 
people believe that it was 
Zacchaeus. Others believe 
it was Nehemiah (Ne-high-
miah), or Bildad, the Shuhite 
(Shoe-height). 

When is money first men-
tioned in the Bible? When the 
dove brought the green back 
to the ark. 

Who is the most popular 
actor in the Bible? Samson. 
He brought the house down. 

Do you know how you 
can tell that David was older 
than Goliath? Because David 
rocked Goliath to sleep! 

What instructions did Noah 
give his sons about fishing off 
the ark? Go easy on the bait, 

boys. I only have two worms. 

Joe: Was there any money 
on Noah’s ark? Moe: Yes. 
The duck took a bill, the frog 
took a green back, and the 
skunk took a scent. 

Why didn’t they play cards 
on Noah’s ark? Because 
Noah sat on the deck. 

How did Jonah feel when 
the great fish swallowed him? 
Down in the mouth. 

When is high finance first 
mentioned in the Bible? 
When Pharaoh’s daughter 
took a little prophet from the 
bulrushes. 

When did Moses sleep with 
five people in one bed? When 
he slept with his forefathers. 

Teacher: Where was 
Solomon’s temple? Student: 
On the side of his head. 

Fay: How long did Cain 
hate his brother? Ray: As 
long as he was Abel. 

“When I went out with Fred, 
I had to slap his face five 
times.” 

“Was he that fresh?” “No! I 
thought he was dead!” 

Girl: Did you kiss me when 

the lights were out? 
Boy: No! 
Girl: It must have been that 

fellow over there! 
Boy, starting to get up: I’ll 

teach him a thing or two! 
Girl: You couldn’t teach him 

a thing! 

On a lonely, moonlit coun-
try road the engine coughed 
and the car came to a halt. 

“That’s funny,” said the 
young man. “I wonder what 

that knocking was?” 
“Well, I can tell you one 

thing for sure,” the girl 
answered icily. “It wasn’t 
opportunity.” 

Boy: How lucky we met! 
“Without you, everything is 
dark and dreary ... The clouds 
gather and the wind beats the 
rain ... then comes the warm 
sun. You are like a rainbow.” 

Girl: “Is this a proposal or a 
weather report?” 

STATEPOINT 
CROSSWORD

THEME: EARTH DAY

ACROSS
1. Blood-related problem
5. Econ. measure
8. Blue
11. A perch for Christmas 
partridge?
12. Domain
13. Fill college entrance 
form
15. Archaic preposition
16. Chili seed
17. Ski run
18. *Swedish environmen-
tal activist
20. Makes lace
21. Pi meson, pl.
22. Digital map marker
23. *Rachel Carson’s 
“____ Spring”
26. Heater
30. “Wheel of Fortune” 
vowel request
31. Trouble, in Yiddish
34. Epochs
35. Type of single-story 
house
37. Noble title
38. Sandler and Driver
39. Not “out of”
40. Advice on shampoo 
bottle
42. *Pollinator of plants
43. ____ Cray, a.k.a. the 
father of supercomputing
45. *Earth Day founder
47. Benatar or Boone
48. Lacking clarity
50. Singer-songwriter Tori
52. *1969 Santa Barbara 
disaster
55. To some degree
56. Dig like a pig
57. Honoree’s spot
59. Apartments, e.g.
60. Swine and avian dis-
eases
61. Primary source for 
Nordic mythology
62. Cash machine

63. It’s all the rage
64. Swallow’s house

DOWN
1. PC “brain”
2. Christian fast
3. The Hippocratic one
4. Group of minstrels, e.g.
5. *Environmentally-friendly
6. Draws close
7. Spasm of pain
8. See him run?
9. “The Sound of Music” 
backdrop
10. Yellow #5 in list of 
ingredients
12. Highly-ranked ecclesi-
asts
13. On the move
14. Arranged in advance
19. Usually the last inning
22. Wound fluid
23. Delhi dresses
24. Absurd
25. Like a dryer trap
26. *Cuyahoga River 
disaster, Clean Water Act 
precursor
27. Omani and Yemeni
28. Tarantino in his own 
movie, e.g.
29. Ruhr’s industrial center
32. ____-friendly
33. Mourner’s wish
36. *Refuse turned fertilizer
38. Consumed (2 words)
40. Monotonous routine
41. Teenagers’ emotions
44. A mirage?
46. City in Netherlands
48. Between violin and 
cello
49. Not silently
50. Polly to Tom Sawyer
51. Disfigure
52. ____ Approach, music 
education
53. Serve soup
54. *Plastic tops of coffee 
cups
55. Sine ____ non
58. College entrance 
exam, acr.

My first job was working at an 
orange juice factory but, I got canned 

because I couldn’t concentrate.
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STR8TS
No. 632 Tough

2 1 3 6 5
1 3 4 2 9 6 7 8 5
2 1 3 4 5 7 6
3 2 4 5 8 6 7

6 5 7 8 9
7 6 5 8 9 4 3
9 8 7 6 4 3 2
8 9 7 6 1 3 5 2 4

7 8 2 4 3

7

8

4
2

1

6 9
How to beat Str8ts – 
Like Sudoku, no single number can 
repeat in any row or column. But... 
rows and columns are divided by black 
squares into compartments. These 
need to be filled in with numbers that 
complete a ‘straight’. A straight is a set 
of numbers with no gaps but can be in 
any order, eg [4,2,3,5]. Clues in black 
cells remove that number as an option 
in that row and column, and are not part 
of any straight. Glance at the solution to 
see how ‘straights’ are formed.

Previous solution - Medium

You can find more help and strategies at www.str8ts.com
along with more puzzles, Apple apps and books. 

What do lawyers wear to court?
Lawsuits.

A little humor ...
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