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In December 2008, the members 
of Local 12 decided to postpone 
until January the vote on whether 
to open the collective-bargaining 
agreement (CBA).  Pursuant to 
that decision, the Local met at 
noon on January 7 in the audito-
rium of the Frances Perkins Build-
ing.   

At that meeting, after much dis-
cussion about the pros and cons 
of reopening, reopening partially, 
or not reopening, a motion was 
made and adopted to partially 

open the CBA. The motion opened 
the articles that related to 
flexiplace, flexitime, the transit 
subsidy, merit staffing, profes-
sional development and training, 
and grievance procedures. In ad-
dition, the motion authorized the 
Local to bring up the following is-
sues for negotiations: the con-
struction of a racquetball court, the 
provision of official time for lobby-
ing, a celebration of labor heritage 
month, and equal representation 
on standing committees as al-
lowed the 1992 CBA. 

On January 15, President Bastani 
notified management of the Lo-
cal’s decision to partially reopen  
  Continued on page 4 

Larry & Joan Drake are pictured here with Presi-
dent Obama. Larry Drake is the former Local 12 
President.  
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“If jobs and incomes are our yardsticks, then 

the success of the American worker is key 

to the success of the American economy. 

The Department of Labor will once again 

stand up for working families and be an 

advocate for everyday people.”  

-- President Barack Obama  
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By: Edward Stern,  
AFGE Local 12 
  

Last year, AFGE 12 President Alex Bas-
tani wrote, “We see narcissistic supervi-
sors who frequently demean, humiliate, 
undermine, and marginalize some of the 
best (yes, the best) employees. It seems 
such managers are envious of and threat-
ened by better education, experience, so-
cial skills, and even looks. Each abusive 
supervisor chases away one or two great 
staffers per year.  But the Departmental 
leadership still hides from the problem.” 
Several years ago, I saw a manager un-
dermine, demean, and humiliate staff in 
sly ways.  She drove away capable young 
women, GS-13’s, who asked questions 
about policy. I didn’t know I was seeing 
psychological aggression. A few years 
later, another psychologically aggressive 
manager drove away a young woman with 
more talent, education, and social skills 
than the manager had. She worked near 
me, but I didn’t see it happening.  When I 
asked her why she was quitting a GS-13 
job, she said, “Start reading about work-
place bullying.”  So I did! 

Workplace bullying or psychological ag-
gression, whatever you call it, is a form of 
violence.  It is not a fist to the nose and it 
doesn’t break a bone, but it results in eco-
nomic, psychological, and physical harm.  
People can lose their energy, their health, 
and their jobs as a result.  (See AFGE 
12’s Proposal at www.L12Bullying. 
googlepages.com.) 

Such behavior hurts staff and managers,  

too.  (The Union doesn’t represent managers, 
but union members are hurt when decent, sen-
sible, capable managers are driven away by 
psychological abuse.)  Over several years, that 
aggressive manager drove away at least three 
senior staff and two managers who didn’t want 
to work for an abusive, incessantly critical, ar-
rogant boss.  Management and HR knew of her 
conflicts with respected employees, but they 
did not stop her belittling and tormenting others 
to make herself feel better.  (She retired and 
returned as a contractor.)   

The Department’s “Policy and Procedures to 
Prevent Harassment in the Workplace” won’t 
help. The policy states, “For the purposes of 
this Policy, harassing conduct is defined as any 
unwelcome verbal or physical conduct based 
on any characteristic protected by law 
…” [emphasis added] The problem is that the 
policy addresses only harassment based on 
race, religion, ethnicity, gender, age, and so 
forth.  Those criteria, however, are just a small 
piece of the whole. 

Still, psychological aggression is recognized in 
the USDOL                              Continued on Page 4   
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aggression.  It is worse than a 
punch in the stomach; it can 
make you ill. (See the sidebar.)  

When necessary, union members 
should contact their stewards to 
file grievances for violation of 
both the contract (Article 3 on re-
specting workers’ dignity) and the 
Workplace Violence Program. HR 
in private industry takes note of 
abusive managers, because they 
hurt the company.  HR in govern-
ment has failed to deal with these 
problems. We need to keep spot-
lighting psychologically aggres-
sive managers, until top manage-
ment finds courage to face the 
problem or is compelled to do so 
at arbitration.  This is one reason 
you need a union. 

Continued from Page 3 

Workplace Violence Program. 
The Program states, “It is our pol-
icy to promote a safe environ-
ment …and to maintain a work 
environment that is free from vio-
lence, harassment, intimidation, 
and other disruptive behavior.”  
The Workplace Violence Program 
is not restricted to harassment or 
intimidation based on race, relig-
ion, gender, etc. 

The program’s appendix has this 
definition of intimidating or har-
assing behavior: “Threats or other 
conduct which in any way create 
a hostile environment, impair 
agency operations; or frighten, 
alarm, or inhibit others. Psycho-
logical intimidation or harassment 
includes making statements 
which are false, malicious, dispar-
aging, derogatory, rude, disre-
spectful, abusive, obnoxious, in-
subordinate, or which have the 
intent to hurt others' reputations.” 

Let’s be clear:  Your supervisor 
can still criticize your work and 
point out ways to improve it.  But 
false, malicious, disparaging, de-
rogatory, rude, disrespectful, abu-
sive, obnoxious statements about 
you are not criticism.  They are 
verbal abuse.  If they are a recur-
ring pattern, they constitute psy-
chological aggression.  You 
should make notes of abusive 
comments to you or about you.  
Note especially demeaning re-
marks the boss makes to or 
about you in front of others.  That 
is humiliating, psychological     

 

Work-related stress 
and health  

“Working conditions can 
damage health not only 
through obvious 
physical hazards but 
also through stress. 
... repeated stresses 
over time, can damage 
immune defenses and 
vital organs. … Daily 
hassles can include 
constant challenges 
posed by work 
environments in which 
a person may feel 
disrespected, 
intimidated or under 
constant strain trying to 
balance the demands of 
work and family 
responsibilities with 
inadequate 
resources”   Copyright 
2008 Robert Wood 
Johnson Foundation/
Work Matters for 
Health, Issue Brief 4 
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the contract.  Many of you may be asking what the 
next steps are and when a new contract will be in 
place.  

Now that the contract has been partially reopened, the 
next step is to negotiate the ground rules for the nego-
tiation of the substantive portions of the contract.  The 
Local 12 ground rules team is in place and the process 
has begun. This phase can go quickly (2 or 3 months), 
but if management and the Local cannot come to 
agreement over the ground rules, the process could 
take considerably longer.  Once the ground rules are 
in place, the Local will select a negotiating team for the 
substantive portions of the contract.  It is important to 
understand that the members of the ground rules team 
will not necessarily be on the negotiating team for the 
substance of the contract. 
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By Catherine M. Hackett 

 

The official theme for the 2009 
Martin Luther King, Jr., holiday, 
marking his 80th birthday, is 
“Remember! Celebrate! Act! A 
Day On, Not a Day Off.” This 
theme serves as a reminder 
that this holiday is “a day on” 
for community service and not 
just “a day off” from work and 
school.  During the week of Dr. 
King’s birthday, I attended two 
celebratory events at which the 
speakers defined what we must 
do in response to the call for 
community service.  

On January 13, the annual Mar-
tin Luther King, Jr., Birthday 
Commemoration Program, co-
sponsored by the American 
Federation of Government Em-
ployees Local 12 and Blacks In 
Government, Department of 
Labor Chapter, was held in the 
U.S. Department of Labor, 
Frances Perkins Building. The 
guest speaker was Dr. Jimmie 
Colson Jackson, a retired edu-
cator, who continues serving 
through her work with the Sa-
vannah State University Alumni 
Association, Sigma Gamma 
Rho Sorority, the National Edu-
cation Scholarship Foundation, 
and other organizations.  Dr. 
Jackson told the audience that 
we must  

• Never forget how we got 
where we are today. 

• Read “Letter from Birmingham 
Jail*” to our children. 

• Teach our children academic 
subjects, especially mathematics. 

• Teach our children bounda-
ries—that is, what is and what is 
not acceptable behavior. 

• Be courteous (e.g., greet oth-
ers as you pass them and hold 
doors for others). 

• Work with others for the 
health, education, and welfare 
of all 

On January 16, the eve of its 
semiannual leadership training 
day, the Blue Ridge Region of 
International Training in Commu-
nication** held a “Season of 
Change” dinner celebrating the 
inauguration of Barack H. Obama 
as the 44th President of the 
United States of America. The 
guest speaker was Rev. Dr. 
Lewis M. Anthony, Pastor of Met-
ropolitan Wesley AME Zion 
Church, Washington, DC.  Dr. 
Anthony pointed out that things 
happen as they do for a reason.  
He said that Dr. King’s standing 
on the steps of the Lincoln Me-
morial, facing the west side of the 
U. S. Capitol and delivering his “I 
Have a Dream Speech” on       
  Continued on page 8  
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Local 12 president 
Alex Bastani & BIG 
DOL Chair Catherine 
Hackett, present MLK    
guest speaker Dr. 
Jimmie Colson Jack-
son with a donation. 

Children from DOL 
Child Developmen-
tal Center partake 
in DOL’s MLK 
Birthday celebra-
tion. 

*“Letter From Birmingham Jail,” by Martin Luther King, Jr., 1963.                                                                                                                                                         
**International Training in Communication provides training in communications and leadership skills.                                                                                                 
It’s Blue Ridge Region encompasses the District of Columbia, Maryland, North Carolina, South Carolina, Virginia, 
and West Virginia. 
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REQUEST FOR PAYROLL DEDUCTIONS FOR LABOR ORGANIZATION DUES 

PRIVACY ACT STATEMENT–Section 5525 of Title 5 United States Code (Allotments and Assignments of Pay) permits Federal agencies to 
col-lect this information. This completed form is used to request that labor organization dues be deducted from your pay and to notify your 
labor organi-zation of the deduction. Completing this form is voluntary, but it may not be processed if all requested information is not pro-
vided. This record may be disclosed outside your agency to: 1) the Department of the Treasury to make proper financial adjustments; 2) a 
Congressional office if you make an inquiry to that office related to this record; 3) a court or an appropriate Government agency if the Govern-
ment is party to a legal suit; 4) an ap-propriate law enforcement agency if we become aware of a legal violation; 5) an organization which is a 
designated collection agent of a particular labor organization; and 6) other Federal agencies for management, statistical and other official func-
tions (without your personal identification). Ex-ecutive Order 9397 allows Federal agencies to use the social security number (SSN) as an 
individual identifier to avoid confusion caused by em-ployees with the same or similar names. Supplying your SSN is voluntary, but failure to 
provide it, when it is used as the employee identification number, may mean that payroll deductions cannot be processed. Your agency shall 
provide an additional statement if it uses the information fur-nished on this form for purposes other than those mentioned above 
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Continued from page 5                                        

August 28, 1963, and President Obama’s 
standing on the west side of the U. S. 
Capitol, facing the steps of the Lincoln 
Memorial, taking the oath of office, and 
delivering his inaugural address on Janu-
ary 20, 2009 was no accident. It was the 
result of divine intervention.     

While the inauguration of our first African-
American President embodies significant 
progress, we have not yet fully achieved 
Dr. King’s dream.  Dr. Anthony said that 
there are five things we must do to for the 
good of our community:   

• Identify and accept our pur-
pose in life. 

• While being thankful for our 
blessings, ask, “What can I do 
to serve others?” 

• Tell the truth to those in posi-

tions of power, especially when 
they are wrong. 

• Once committed to our purpose, be 
mindful of it at all times. 

• Be not afraid to die for our cause. 

 

To truly and fully achieve Dr. King’s dream, 
each of us must do something to help resolve 
the problems of our world.  We must serve 
throughout each year, not just on the Dr. King 
holidays.  Each individual must determine 
what he or she can do and then work with oth-
ers to get it done.  As we remembered Dr. 
King and his legacy with unending apprecia-
tion, and as we celebrated President Obama’s 
inauguration with renewed hope and unbridled 
joy, we must respond to the call for community 
service with purpose, commitment, and vigi-
lance.  

Local 12 Celebrates MLK Day: Remember! Celebrate! Act! What We Must Do! Local 12 Celebrates MLK Day: Remember! Celebrate! Act! What We Must Do! Local 12 Celebrates MLK Day: Remember! Celebrate! Act! What We Must Do!    
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“I DO NOT VIEW THE LABOR MOVEMENT AS PART OF THE PROB-
LEM, TO ME IT'S PART OF THE SOLUTION.” -- President Barack Obama,        
January 30, 2009 

Be Part of the Solution –                                                              
Join Local 12 --Today.                                                               
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[Source: ALF-CIO] 

The Employee Free Choice Act is bi-
partisan legislation introduced by 
Sens. Edward Kennedy (D-Mass.) and 
Reps. George Miller (D-CA) and Peter 
King (R-N.Y.). It passed the U. S. House 
of Representatives, 241-185, on March 
1, 2007, and gained majority support in 
the U.S. Senate on June 26, 2007, but 
was blocked by a Republican filibuster.  

The best opportunity for working men and 
women to get ahead economically is by 
uniting with coworkers to bargain with 
their employers for better wages and 
benefits. These are tough economic times 
– soaring gas and food prices, home fore-
closures, unaffordable health care, and 
shattered retirement security. Wages for 
working men and women have stagnated 
while pay and bonuses for CEOs have 
sky-rocketed.  

The Employee Free Choice Act is the 
most important legislative proposal in sev-
enty years because it will remove unfair 
barriers to union representation and col-
lective bargaining so that workers can get 
their fair share and improve jobs and 
benefits for everyone. It will help workers 
achieve the American Dream by giving 
them the freedom to choose a union and 
bargain collectively. It will mean that the 
economy can work for everyone again.  

Current federal labor law – the National 
Labor Relations Act – has become a bar-
rier to workers’ rights. Companies intimi-

date, harass, coerce and even fire people who 
try to organize unions. Workers are fired in a 
quarter of private-sector union organizing cam-
paigns and most workers who try to form unions 
are subjected to repeated, coercive one-on-one 
anti-union meetings with their supervisors. Even 
after workers successfully form unions, 44 per-
cent of the time they can’t get a first contract. 
This is an urgent crisis for workers, blocking 
their free will and their ability to bargain for a 
better future.  

Provisions  

The Employee Free Choice Act remedies these 
problems in three specific ways:  

1. Removes Current Barriers that Prevent 
Workers from Forming Unions to Bargain 
Collectively  

Requires that when a majority of employees has 
signed authorizations designating the union as 
its bargaining representative, the union will be 
certified by the National Labor Relations Board 
(NLRB). Requires the Board to develop model 
authorization language and procedures for es-
tablishing the validity of signed authorizations. 
Changes the current corporate-dominated rep-
resentation process that encourages companies 
to coerce and intimidate workers who seek to 
form a union and pressure them to influence 
their choice.  

2. Guarantees Workers a Contract When 
They Form a New Union.  

Provides that when an employer and newly 
formed union are unable to bargain a first con-
tract within 90 days, either party can request  
    Continued on page 10 
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Page 9 12 Now Newsletter, Winter 2009 



 

 

Page 10 12 Now Newsletter, Winter 2009 

PROTECTING THE WORKERS  
WHO PROTECT AMERICA’S WORKERS 

The Employee Free Choice Act The Employee Free Choice Act The Employee Free Choice Act    
Continued from page 9 

mediation by the Federal Mediation and 
Conciliation Service (FMCS). If no agree-
ment has been reached after 30 days of 
mediation, the dispute is referred to bind-
ing arbitration. All time limits can be ex-
tended by mutual agreement. This change 
eliminates current incentives for employers 
to delay and stall negotiations and will dra-
matically reduce the delay, frustration and 
animosity generated by the company-
dominated system.  

3. Strengthens Penalties against Com-
panies which Break the Law During Or-
ganizing Campaigns and First Contract 
Negotiations.  

Company violations have become epi-
demic in large part because remedies for 
corporate misconduct, such as illegal fir-
ings of union supporters, are so weak that 
companies treat them as a cost of doing 
business and a cheap way to scare work-
ers away from their union support. New, 
tougher remedies will provide more protec-
tion for workers’ rights.  

a. Civil Penalties: Up to $20,000 per vio-
lation against companies found to have 
willfully or repeatedly violated employees’ 
rights during an organizing campaign or 
first contract negotiations.  

b. Treble Back Pay: Increases to three 
times back pay the amount a company is  

required to pay when an employee is dis-
charged or discriminated against during an or-
ganizing campaign or first contract negotia-
tions.  

c. Mandatory Applications for Injunctive 
Remedies: Requires the NLRB to seek a fed-
eral court injunction when there is reasonable 
cause to believe a company has discharged or 
discriminated against employees, threatened 
to do so, or engaged in conduct that signifi-
cantly interferes with employee rights during 
an organizing campaign or first contract nego-
tiations. Equalizes remedies by making man-
datory injunctive remedies against companies 
the same as the currently required injunctive 
remedies against unions.  

Unions help workers achieve higher wagesUnions help workers achieve higher wages  
  

Union members in the United States earn sig-Union members in the United States earn sig-
nificantly more than nonnificantly more than non--union workers. Over union workers. Over 
the fourthe four--year period between 2004 and 2007, year period between 2004 and 2007, 
unionized workers’ wages were on average unionized workers’ wages were on average 
11.3 percent higher than non11.3 percent higher than non--union workers union workers 
with similar characteristics. That means that, all with similar characteristics. That means that, all 
else equal, American workers that join a union else equal, American workers that join a union 
will earn 11.3 percent morewill earn 11.3 percent more——or $2.26 more per or $2.26 more per 
hour in 2008 dollarshour in 2008 dollars——than their otherwise iden-than their otherwise iden-
tical nontical non--union counterparts.union counterparts.  

Yet union coverage rates have been declining Yet union coverage rates have been declining 
for several decades. In 1983, 23.3 percent of for several decades. In 1983, 23.3 percent of 
American workers were either members of a American workers were either members of a 
union or represented by a union at their work-union or represented by a union at their work-
place. By 2008, that portion declined to 13.7 place. By 2008, that portion declined to 13.7 
percent.percent.  

Source: Center for American ProgressSource: Center for American Progress  



 

 

By: Joe Davidson                                                            
Thursday, February 19,2009; page D04                                     
[reprinted with permission from                                     
The Washington Post] 

The image of the government bureaucrat 
who does nothing all day is offensive and 
unfair, except in the case of Bob Whit-
more.  

The Labor Department 
pays him $150,000 a year, 
and he doesn't do a thing -
- literally nothing.                            

Whitmore, director of the 
Occupational Safety and 
Health Administration's re-
cord-keeping group, wants 
to work, but he has not 
been allowed to since July 
16, 2007. That's when he 
was placed on paid admin-
istrative leave. The reason, 
according to a memo sent 
to him that day from Keith 
Goddard, OSHA's director 
of evaluation and analysis, is "allegations 
of disruptive and intimidating behavior."  

More on that later. 

The immediate question is not about what 
Whitmore did or did not do. The issue is 
why is he getting paid so much for so long 
for doing nothing. 

Agency officials should fire him if his be-
havior warrants it. If, however, they can't 
come to that conclusion, and evidently 
they have not, then put him back to work. 

Since Whitmore isn't using his office, his 

colleagues eat lunch in the windowless room, 
number N3507, in the Labor Department's 
headquarters at 200 Constitution Ave. NW. 
Some of his papers have been boxed, but oth-
erwise the small space awaits his return. Pic-
tures of his daughters grace the walls, as do 
their childhood drawings. There are team pic-
tures of the 1997 Baltimore Orioles and the 
1999 Ravens. A Johns Hopkins Medical Center 

baseball cap and a blue cotton 
United Steelworkers shirt are 
on the coat rack.  

Above his printer is a cutout of 
Kenny McCormick, from the 
animated "South Park" televi-
sion series. "He's my hero," 
said Whitmore, 61, because 
Kenny might die one week but 
he's back the next. 

The calendar says 2007. 

Whitmore's case points to a 
lack of pertinent guidelines on 

administrative leave. "It appears 
that there are no government-
wide rules or regulations ad-
dressing the permissible dura-

tion of administrative leave," said B. Chad Bun-
gard, general counsel of the Merit Systems 
Protection Board. 

 But agency officials should not need regs to 
define common sense. Department policy says 
administrative leave should be "reasonable and 
brief." Whitmore's certainly has not been brief. 
If officials think it's reasonable, they won't say 
why because they are not allowed to discuss 
individual cases. 

Goddard's memo, supplied by Whitmore, says 
he "will remain in a paid non-duty status pend-
ing completion of my review of this matter." 

      Continued on page 12 
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Bob Whitmore hasn't been allowed to do 
his job as director of OSHA's record- 
keeping group since he was placed on 
paid administrative leave in July 2007. 
(By Wendy Galietta -- The Washington 
Post) 



 

 

Continued from page 11 

That review was turned over to an investi-
gator. According to Whitmore, the investi-
gator told him and his lawyer that the 
probe was completed about four months 
after the incident and the results were pro-
vided to department officials. Whitmore 
requested a copy of the investigator's re-
port, but so far he has not seen it. Whit-
more, who is not a member of a govern-
ment employees union, said he was never 
informed of any appeals procedure. 

In an e-mail last week to Kimberly A. Lo-
cey, OSHA's director of administrative 
programs, Whitmore protested the lack of 
due process in his case. "It has been 
nearly nineteen months of no communica-
tion from OSHA regarding my forced ad-
ministrative leave, and the investigation 
into the allegations that were the basis for 
my departure," he wrote. 

Whitmore's statement to the investigator 
says the allegations stem from an argu-
ment with his immediate boss at the time, 
Joe DuBois, "over his harassment of me 
over my" time off. 

In an interview, DuBois, who is now re-
tired, said Whitmore was screaming and 
"showering me with spit." 

Whitmore has a different story. "As I stood 
outside his door, DuBois intentionally spit 
on the upper right corner of my chest and 
attempted to shut his door in my face," he 
said in a written statement to the investi-
gator. 

In reaction to that, Whitmore said in an 
interview, he told DuBois:" 'If you ever 

even think of trying to do something like that to 
me again I'll kick your ass into the basement.' "  

His written statement also includes a number of 
complaints about DuBois and Goddard, who 
was DuBois's supervisor. 

DuBois said he was not disciplined in the mat-
ter. 

Bob Seldon, Whitmore's lawyer, says the 
bosses "want him silenced, and this is an easy 
way to do it." A dismissal could be appealed, 
Seldon added, and then "all the awful and illegal 
things they [the previous administration] did in 
running OSHA would become public." 

Seldon referred to a congressional hearing last 
June in which Whitmore charged that his 
agency permits companies to underreport inju-
ries to workers. That followed a February series 
in the Charlotte Observer in which he made the 
same allegations. A week after the hearing, 
Whitmore was on a Bill Moyers PBS program. 

 That publicity certainly won't win Whitmore any 
friends around the department. An agency 
spokesman said "worker safety and health is of 
paramount importance to the Department of La-
bor." 

Who did what to whom won't be resolved in this 
space. What is clear, however, is a high-ranking 
civil servant has been left in fully paid limbo. 
That is not "reasonable."  
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By: Carolyn Raines-Fein 

 

On Dec 4, 2008, BLS Commissioner Keith 
Hall announced that BLS was forced to 
defer all performance awards while under 
the 2008 Continuing Resolution (CR) 
which is set to expire March 6, 2009. 

Local 12 responded by asking BLS offi-
cials in the Office Human Resources why 
bonuses were deferred at BLS but not at 
the rest of DOL.  In addition, Local 12 
asked these officials for other pertinent 
information such as the amount of money 
available in the bonus pools, the alloca-
tions of bonuses during the past two fiscal 
years, expenditures of training and travel 
during the past two fiscal years, as well as 
all records between BLS and DOL regard-
ing the decision to defer.  Human re-
sources responded with e-mails and pack-
ets of information the size of a telephone 
book, though most of the questions re-
main unanswered. 

The Union invoked the matter 
to binding arbitration and 
agreed to settle their griev-
ance if BLS management 
agreed to pay the bonuses 
plus an additional 4 hours of 
administrative leave for every 
pay period where they were 
remiss in paying out.  Local 
12 has received no response from Human 
Resources. 

The Union also prepared a written state-
ment that was given to Congress during 
the AFGE National Legislative Confer-
ence on Feb 10 and 11. The statement 

said that BLS is operating under severe finan-
cial constraints that are affecting the agency’s 
ability to perform their job. The results of these 
severe financial constraints mean that the 
agency is operating under a hiring freeze and 
has limited funds for travel, training, repairs, and 
building maintenance.  In addition, the state-
ment also said that BLS is so short-staffed that 
in some situations, four employees are ex-
pected to do the work of seven.  The statement 
concluded by noting that postponement of the 
performance awards to its top employees who 
earned exemplary or highly effective will make it 
difficult for management to retain its top per-
formers. 

In reaction to the performance and award defer-
ral, in mid-December, the Union also sponsored 
the Grinch’s appearance at BLS to hand out 
"coal" candy and a picture of BLS Commis-
sioner Keith Hall on the face of a $1 Billion BLS 
Bill as their “performance award.”  Local 12 
sponsored this appearance to highlight the 
situation for employees who were counting on 

their bonus to help de-
fer the costs of the holi-
days. 

Most BLS employees 
understand the fragile 
state of the economy; 
what they don’t under-
stand is how BLS man-
agement gave no warn-
ing of postponing the 

bonuses until the day they were due.  Is the 
situation the result of management incompe-
tence or an unanticipated budget shortfall?  We 
may never know!   

BLS Employees Get Grinched for Christmas…..BLS Employees Get Grinched for Christmas…..BLS Employees Get Grinched for Christmas…..   
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You're a mean one, 
Mr. Grinch. 
You really are a 
heel. 
You're as cuddly as 
a cactus, 
You're as charming 
as an eel. 
Mr. Grinch. 
 
I wouldn't touch 
you, with a  
thirty-nine-and-a-
half foot pole. 

You're a vile one, 
Mr. Grinch. 
You have termites 
in your smile. 
You have all the 
tender sweetness 
Of a seasick croco-
dile. 
Mr. Grinch.                                            

Given the choice 
between the two of 
you 
I'd take the seasick 
crocodile 

Author: Dr. Seuss 

 

Local 12                                        
really knows how                              

to party! 
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American Federation of Government Employees 

 Local 12, AFL-CIO 

February 26, 2009 

 
Hilda Solis                                                                                 
Secretary of Labor                                                                          
200 Constitution Avenue NW                                                                           
Washington D.C.  

Dear Madam Secretary: 

On behalf of the Local 12 bargaining unit employees 
in the National Office of the United States Department 
of Labor, I want to express again how thrilled we all 
are that you are on board as our Secretary. After eight 
years of hostile treatment by your predecessor, we are 
looking forward to a cooperative working relationship 
with a leader who not only is an advocate for Amer-
ica’s working families but also the proud daughter of a 
Teamster steward.  

The first issue we would like to address to you is the 
President’s and your commitment to creating and 
maintaining “green” jobs. In that vein, we should note 
that the President’s stimulus package includes lan-
guage which increases the maximum transit subsidy 
for employees in the public and private sector from 
120 dollars to 230 dollars. We would like to sign a 
memorandum of understanding with you to agree on 
this new maximum amount not only for the benefit of 
our members but to act as example for all employers 
in the private and public sector.  

All of our members do not need the maximum amount 
but this increase will, for example, cover the entire 
monthly fare for those employees who take the VRE 
train from Manassas, Virginia. We also have employ-
ees who come as far away as West Virginia; they pay 
330 dollars a month so the current transit subsidy 
barely makes a dent in their commuter costs.  

In addition to increasing the transit subsidy, we also 
believe that increasing the number of telework agree-
ments throughout the Department is critical to not only 
the region’s environment but also energy conserva-
tion. Finally, we request that you restore the  

flextime hours that existed in the National office from 
1980 through 2005. As a former member of the 
House Energy and Commerce Committee, you are 
more than familiar with the economic and environ-
mental impact of traffic congestion. Since the start of 
core hours for national office employees was 
changed by Secretary Chao from 10 am till 9:30 am, 
it has been a particular burden on the disabled and 
employees with children to arrive at work on time 
because of traffic congestion and our overburdened 
public transportation system.  

We hope we can resolve these three issues to make 
the Department of Labor a model employer in the 
arena of “green” jobs. 

 
Sincerely, 

 
Alex Bastani                                                                        
President                                                                                
AFGE Local 12  

A Letter to our Secretary of Labor: Hilda Solis A Letter to our Secretary of Labor: Hilda Solis A Letter to our Secretary of Labor: Hilda Solis    
From AFGE Local 12 President Alex BastaniFrom AFGE Local 12 President Alex BastaniFrom AFGE Local 12 President Alex Bastani   

By: Alex Bastani 
AFGE Local 12 President 
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