Local 1949

shop Stewards

Local 1549 Shop Steward Newsletter * Vol. 2 No. 3 = Fall 2011

The President’s
Message

E dodged a big bullet

in the city budget fight

thanks to your partici-

pation and our lobbying

efforts. We lost very few members to
layoffs and are still working on get-
ting all those members back to the
job. It could have been much worse.
In Wisconsin and Ohio the anti-
union governors are now starting
to feel the street heat and electoral
pressures and are beginning to talk
“compromise” and “cooperation.”
Our union brothers and sisters in
those states are saying, “Repeal your
25 legislation

Local 1549 members attended nearly every rally held last winter and summer to protest cuts in services, jobs and demanding that the rich and corporations pay their
fair share of taxes as a means to balance the budget. More of this "street heat” will be needed in the next period as we continue to fight back against attacks on unions.

Ne've Just Begun to Fight!

spirit of Verizon workers in the face
of management attacks. It's about
dignity.

You are the members’ leaders at
the work site. We need you to con-
tinue to educate, organize and, when
necessary, mobilize them for action.

Ilook forward to seeing all of you
and your members at our next Gen-
eral Membership Meeting on Sep-
tember 20 at DC 37. We will give you
updates on the budget, labor-man-
agement issues, present the Audit
on how your dues money is spent
and draw the Scholarship winners.
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Letter from the Editor

Don’t Just Get Mad,

HE current period we are in is

I one where we are fighting to

preserve our hard-won gains in
wages, benefits, pensions and union
rights. We are under attack by politi-
cians from Washington to Albany to
City Hall, the mainstream corporate
controlled media, and the billionaires
and millionaires running the coun-
try. But these entities only represent
about 1% of the American population.
Do the math; there are lots more of us
than there are of them.

These attacks make me, “mad as
hell and can’t take it no more!” The
whole situation is unfair and undemo-
cratic.
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Our political leaders do not want
the rich to pay their fair share of taxes.
If they did, then we would not have
to worry about layoffs and cutbacks.
The richest 1% of New Yorkers con-
trol 44% of the city’s wealth and yet
only pays 35% of the taxes. Billionaires
in the city alone have a collective net
worth of $221 billion. Yet they don’t
want to pay their fair tax rate that they
once did when Bill Clinton was Presi-
dent. They don’t care about working
people’s jobs, services for the needy,
children’s education (except their
own) and childcare.

They don’t mind that the Federal
government keeps spending billions
for needless wars in Afghanistan and
[raq. If the wars stopped, the $22 bil-
lion a year spent by New Yorkers on

Dtsc:plmary Update i
Computers in the Worknlac

By Martin Druyan, Local 1549 Legal Counsel

EN years ago there were virtual-
I ly no computers, email or elec-
tronic files on the desks of Local
1549 members. Today our members
use computers daily in their jobs.
This new technology gave birth to
new rules that, if not followed, can
result in disciplinary charges. I will
outline some of these rules and cases
that I have litigated involving com-
puters and Local 1549 members. You
should inform your members of this.
Work computers are the property
of the city and are to be used only for
official city work. The terms of com-
puter usage are stated when logging

2

such a waste could be used to balance
our budget.

Unions are beginning to work to-
gether and build community-labor
coalitions from the ground up to fight
against these attacks. Recent gains in
Wisconsin, Ohio and right here in New
York show we can fight and win.

If this makes you “mad as hell,” then
you need to do something about it.
Talk to your members, get them in-
volved in the union and the fight back.
Get them to come to union meetings
like our next membership meeting on
September 20. Get them to join in on
Get-Out-the-Vote efforts on Election
Day, rallies and phone calling when
we need them.

Don't just get mad. Get Even!

on to the computers with a member
password.

Computers do not offer any privacy.
Computer and Internet usage always
leaves a readily available record of
each keystroke, site accessed, email,
photo, download, etc.

Computer use is much different
from talking to friends and family on
the telephone, which never leads to a
disciplinary charge. This technology
is not to be used for members’ pri-
vate emails, surfing websites, viewing
pornography, gambling, game playing,
and storage and printing of non-work

(continued on pg. 6)




Family Medical Leave
(FMLA) - What You

HE Family and Medical Leave _
Act of 1993 (FMLA) is a federal |

law that entitles employees to |

job-protected unpaid leave from work
of up to 12 weeks in any 12-month
period for the following reasons:

e The care of a child after birth or
adoption or placement of a child

e The serious health condition of
the employee

e The serious health condition of a
child, spouse, domestic partner,
or parent

Serious health condition means an
illness, injury, impairment, or physical
or mental condition that involves
either any period of incapacity or
treatment connected with inpatient
care and continuing treatment by a
health care provider due to:

e A health condition lasting more
than 3 consecutive days.

e Pregnancy or prenatal care.

e A chronic serious health condi-
tion which continues over an ex-
tended period of time requiring
periodic doctor visits (i.e., diabe-
tes, asthma, etc.).

¢ A permanent or long-term condi-
tion for which treatment may not
be effective (i.e, severe stroke,
terminal cancer), supervised by a
doctor.

e Any absence due to receive mul-
tiple treatments for restorative
surgery or treatment (i.e., chemo-
therapy or radiation treatments
for cancer).

To be eligible for FMLA, the
employee must have worked for
the employer for at least 12 months
total and at least 1,250 hours during
the 12-month period immediately

By Alma G. Roper
Executive Vice President
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Medical Certitication

preceding the leave. You are only an
“eligible” employee if your employer
employs 50 or more employees
within 75 miles of the work site.

Employers may also require
employees to provide medical
certifications supporting the need
for leave for any of the reasons listed
above. Employers may also request
periodic reports during FMLA leave
regarding the employee’s status and
intent to return to work.

The eligible employee must
provide 30 days advance notice for
foreseeable events. The employer is
allowed to ask the employee to obtain
a certification from a medical provider
testifying to the need for the employee
to take the leave for themselves or for
the family member. Upon completion
of the leave the employer is allowed
to require the employee to obtain a
certification of fitness to return to
work when the leave was due to the
employee’s own health concerns. The
employer can delay the start of FMLA
for 30 days if the employee does not
provide advance notice, and/or until
the employee can provide certification
from a medical provider.

An employer mustgive an employee
requesting FMLA written notice,
within two business days, if they are
not eligible for FMLA. If the employer
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does not respond within two business
days, the employee will be eligible to
take the leave.

While an employee is on FMLA
leave, an employer must hold open
the employee’'s position and is
required to maintain group health
insurance coverage for the employee.
If applicable, arrangements will need
to be made for employees to pay their
share of health insurance premiums
while on leave. In some instances,
the employer may recover premiums
it paid to maintain health insurance
coverage for an employee who fails to
return from FMLA leave.

FMLA can be taken on an
intermittent basis allowing the
employee to work on a less than
full-time schedule. The employee
is entitled to have their benefits
maintained, but they must continue to
pay their portion during the leave. The
employee also has the right to return
to the same or equivalent position,
pay, and benefits at the conclusion of
their leave.

As an employee you should know
your rights. The Family and Medical
Leave Act (FMLA) is meant to help
“eligible” employees who truly need
this help. FMLA is not a way to get
around the system; it is a way to use
the system to your maximum benefit.

For additional information about
The Family and Medical Leave
Act (FMLA) you can speak to your
Council/Grievance Representative or
visit the following websites:
www.locall1549.com,
www.usdepartmentoflabor.org,
www.familyandmedicalleaveact.
com, www.employer-employee.
com/fmla.html






