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WHERE CAN I ADDRESS MY EMPLOYMENT ISSUES?

[image: image6.wmf]As an employee, former employee, applicant, or certain contract employee subjected to prohibited personnel practices effecting the terms and/or conditions or privileges of your employment, you have various avenues available to you to address these issues. 

U.S. Merit Systems Protections Board

http://www.mspb.gov/
U.S. Office of Special Counsel

http://www.osc.gov/
U.S. Office of Personnel Management

http://www.opm.gov/
Negotiated Grievance Procedure

Those employees covered by a negotiated bargaining agreement.

American Federation of Government Employees

P.O. Box 70027

Fort Bragg, North Carolina 28307

Agency Grievance Procedures
Procedures established within the agency where employed.

Equal Employment Opportunity Office

http://www.bragg.army.mil/eeo/
Title VII of the Civil Rights Act of 1964 prohibits employment discrimination based on race, color, religion, sex and national origin. The Civil Rights Act of 1991 (Pub. L. 102-166) (CRA) amends several sections of Title VII. Title VII outlines unlawful employment practices, establishes the Equal Employment Opportunity Commission (EEOC), outlines its’ role in enforcing the Act, and establishes recordkeeping requirements. Title VII's primary focus is to require that employment decisions be made on job-related criteria alone.  Employment includes recruiting, hiring, job classification, compensation, transfer, promotion, and termination. 

EEO ensures a discrimination-free environment and provides employees with rights and procedures for redress when they believe discrimination has occurred.  If you have reason to believe that the terms/conditions or privileges of your employment have been effected because of your race, color, religion, sex, national origin, age, physical or mental disability, and/or subjected to reprisal in an employment matter subject to the control of the Army, find out about your rights and responsibilities by contacting Mr. William Neasbitt, EEO Specialist (Complaints Manager) at (910) 396-7040/5214 ext. 24 or E-mail: neasbittw@bragg.army.mil.
UNDERSTANDING CONFLICT MANAGEMENT AND ALTERNATIVE DISPUTE RESOLUTION (ADR)
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What is Conflict?

Webster Dictionary describes conflict as “a battle, contest of opposing forces, discord, antagonism existing between primitive desires and instincts and moral, religious, or ethnical ideals.”  Conflict occurs when two or more people oppose one another because their needs, wants, goals, or, values are different.  Conflict is almost always accompanied by feelings of anger, frustration, hurt, anxiety, or fear.  While the definition of conflict and our feelings about conflict tend to be negative, conflict itself does not need to be negative!  Our ability to manage conflict can influence the outcome of a conflict, how we feel about the way the conflict was handled, and how we feel about the people who were involved in the conflict.

What is conflict Management?

Conflict management is the practice of identifying and handling conflict in a sensible, fair, and efficient manner.  Conflict can be managed by developing and using skills such as effective communicating, problem solving, and negotiating with a focus on “interests”.  When we negotiate with a focus on our interest –- the things needed or desired by all individuals involved in the dispute—rather than  our “position” – where we focus on blame, fault, and liability for what happen in the past – we have a better chance of working with, rather than against, each other to discuss and resolve issues.  One important aspect of conflict management is the use of Alternative Dispute Resolution (ADR).
What is ADR?

Alternative Dispute Resolution (ADR) refers to a variety of dispute resolution techniques that involve the introduction of a “neutral” third party into a dispute.  The “neutral” can play a variety of roles, including facilitating discussions, providing parties with a “reality check” on the merits and value of their claim, assisting with creative problem solving, and writing agreements that reflect the needs of the parties.  The most familiar ADR process is mediation.

Advantages of using ADR

ADR has become popular in recent years because it is timely, more efficient, and more cost effective than the traditional, formal systems of redress.  The use of ADR also tends to mend or improve the overall relationship between the parties because the focus is largely on the disputants’ interests, while litigation focuses on positions.  In some forms of ADR such as mediation, the parties craft the agreement or solution themselves and are generally more committed to the agreement than when a judge or hearing officer imposes a solution.  ADR also can allow the parties to develop a more flexible creative solution than is generally possible in court or formal hearings and appeals, by attempting to resolve a dispute through ADR, you do not give up your legal rights to file a formal complaint.

When is ADR appropriate?
ADR can be used to resolve disputes involving miscommunication, disagreements over facts, alleged discrimination, conflicts, and collective bargaining.  To decide weather ADR is appropriate for your dispute.  It may help to ask yourself some of the following questions:

· Does the relationship have to continue even though it is tense?

· Are there communication difficulties, and could a skilled “neutral” party help?

· Would third-party intervention change the dynamics of the situation?

· Are you willing to meet to resolve your differences?

· Is confidentiality important?

· Do you want to retain control over the outcome?

· Is time important?
Fort Bragg Alternative Dispute Resolution process:
· The preferred method of ADR throughout Army is facilitated mediation with a qualified ADR neutral
· When an aggrieved person contacts an EEO official and states an intent to initiate a complaint alleging discrimination, an “intake interview” is conducted and information is recorded on DA Form 7510 and the mediation process is explained to the aggrieved

· If the claim is within the purview of title VII, an EEO counselor is assigned immediately to conduct a limited inquiry into the allegation (s) pending the decision to offer mediation

· EEO officer refers the claim (a copy of the intake form) to the ADR team for review and determination as to weather to offer mediation to the aggrieved

· The EEO officer notifies the aggrieved of the ADR team’s decision and , if appropriate, gives the offer of ADR (mediation) in writing

· The aggrieved responds to the offer in writing
· If mediation is offered and accepted, the counselor cease his/her inquiry, prepares a counselor’s report based on the data and documents gathered and submits the report to the EEO officer 
· The EEO officer assigns a “neutral”  mediator to facilitate the mediation process to assist the parties in developing solutions

· If the mediation is successful, the mediator will provide the EEO officer with the terms , in writing, and a Negotiated Settlement Agreement (NSA) will be prepared

· If the process does not result in a NSA, the EEO officer will issue the aggrieved a Notice of Right to file a formal complaint of discrimination immediately and annotate the EEO counselor’s report to reflect that mediation was unsuccessful

· If the mediation is unsuccessful during the formal complaint stage, the EEO officer will prepare a memorandum for the record stating that the mediation was attempted and was unsuccessful  

disAbility Awareness Corner
[image: image8.wmf]Emergency Preparedness Plan for Individuals with Disabilities

Do you have an emergency preparedness plan that will promote safety for individuals with disabilities. Mr. Lawrence Roffee, Executive Director, US Architectural and Transportation Compliance Board (Access Board) admits that prior to Sep 11, 2001, his agency did not have an adequate emergency preparedness plan despite the fact that half his staff had at least one targeted individual with a disability.  Below are eight emergency preparedness rules taken from the experiences of the Access Board, some of these rules can be applied to your organization, where appropriate:
Rule #1: Make sure people with disabilities are an integral part of the planning process.  Individuals with disabilities know best what they may require in the event of an emergency.  Indeed, the contributions of an employee with a disability can be advantageous to the overall emergency preparedness planning effort.  Example, a blind person is in a better position to lead someone out in a dark smoky stairwell much easier than a sighted person.  Never make assumptions about what a person with a disability [cannot] do and do not hesitate to ask an employee with a disability about the kinds of assistance he or she may need in the event of an emergency.

Rule # 2: Inform the local fire department about any particular issues that you have identified with respect to the employees with disabilities.  More importantly, be sure to let the fire department know where employees with disabilities are located in the facility. 

[image: image9.wmf]Rule #3: Communicate with building managers and engineers about the various communication, alarm and sprinkler systems in the building, as well as the designated location of "areas of rescue assistance." The importance of being familiar with these systems cannot be over emphasized, as they will have a vast impact on the design of an emergency preparedness plan. 
Rule #4: Do not rely on a "buddy system."  A buddy system typically consists of assigning an able-bodied employee to assist an employee with a disability in the event of an emergency. The buddy system may not work, it can lead to “not-my-job syndrome”, or, at the very least, the buddy assigned to the employee with a disability may not be in the office the very day, hour, or moment an alarm sounds.  A better more effective alternative, is to have the volunteers and the employees with disabilities convene in a pre-determined area and wait for further instruction. 

Rule # 5: Purchase evacuation chairs, and plan to evacuate any mobility devices (e.g., wheelchairs) that evacuation chair users may require once they have been removed from the emergency situation.  By having evacuation chairs available, people with disabilities can, at the very least, be moved to an area or floor where emergency response personnel can assist them further.  Additionally, having a plan in place that provides for the evacuation of mobility devices makes for a smoother transition for the employees who use these devices. Otherwise, employees will be “basically helpless” once they have left the emergency situation. 

Rule # 6: Plan for communications. This includes not only developing a system of communication that is accessible to and useable by everyone, but also knowing how to utilize the system. 
Rule # 7: Designate an emergency situation room. This room should have windows that face the street, along with a “HELP HERE” sign. This room should also be equipped with telephones and other equipment pertinent to your communication plan in this room. 

Rule # 8: Practice, practice, practice!   Practicing is an essential component of emergency preparedness.  It is impossible to adequately prepare for an emergency situation without having practiced.  



        August is the month we celebrate Women’s Equality Day  -  get a head start by taking this quiz!  Test your knowledge on famous women and their accomplishments.  Match these women with the literary works and accomplishments achieved during their notable careers (answers provided below).
	Question 1: 
	Julia Child

	 
	Circle Your Answer

	 
	Created Mastering the Art of French Cooking 

	 
	Created Serve It Forth 

	 
	Created Fanny at Chez Panisse 

	

	Question 2: 
	Maya Angelou

	 
	Circle Your Answer

	 
	Wrote Scarlet Sister 

	 
	Wrote Miss Lulu Bett 

	 
	Wrote I Know Why the Caged Bird Sings 

	

	Question 3: 
	Melinda Wagner

	 
	Circle Your Answer

	 
	Composed A Day Without Rain 

	 
	Composed Requiem 

	 
	Composed Concerto for Flute, Strings, and Percussion 

	

	Question 4: 
	Gloria Naylor

	 
	Circle Your Answer

	 
	Wrote The Color Purple 

	 
	Wrote The Women of Brewster Place 

	 
	Wrote Gone with the Wind 

	

	Question 5: 
	Annie Leibovitz

	 
	Circle Your Answer

	 
	Rolling Stone magazine editor 

	 
	Rolling Stone magazine producer 

	 
	Rolling Stone magazine photographer 

	

	Question 6: 
	Rachel Carson

	 
	Circle Your Answer

	 
	Wrote Silent Spring 

	 
	Wrote Pilgrim at Tinker Creek 

	 
	Wrote Is There No Place on Earh for Me? 

	

	Question 7: 
	Jane Austen

	 
	Circle Your Answer

	 
	Wrote Pride and Prejudice 

	 
	Wrote Jane Eyre 

	 
	Wrote A Midwife's Tale 

	

	Question 8: 
	Betsy Ross

	 
	Circle Your Answer

	 
	Designed the U.S. dollar bill 

	 
	Designed the American flag 

	 
	Designed the Statue of Liberty 

	

	Question 9: 
	Toni Morrison

	 
	Circle Your Answer

	 
	Wrote The Stone Diaries 

	 
	Wrote Scarlet Sister 

	 
	Wrote Beloved 

	

	Question 10: 
	Gloria Steinem

	 
	Circle Your Answer

	 
	Founded Vogue Magazine 

	 
	Founded Ms Magazine 

	 
	Founded Elle Magazine 

	


Answers:  1.- 2       2.- 3      3.- 3       4.- 2  
5. - 3      6. - 1      7. - 1       8. - 2      9. - 3      10. - 2

FORT BRAGG SPECIAL EMPHASIS PROGRAM COMMITTEE CALENDAR OF EVENTS
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August 17, 2004:  Resumix System Training

0900-1100. Leader Development Center 

Building 2-2020, Woodruff Street 

Sign-up through your training coordinator/NCO 

August 25, 2004:  USASOC Airborne Operation 

1330, ST Mere Eglise DZ 

To recognize Female Jump Master 

August 26, 2004: Women’s Equality Day Program 

Womack Army Medical Center 

1130-1230, Weaver Auditorium, 

Guest Speaker:  MAJ Sherry-Lynn Womack 

Play:  “Alice Paul:  We want to vote” 

August 26, 2004:  USASOC Women’s Equality Day Program 

0930-1100, USAJFKSWCS Auditorium Guest Speaker:  Ms., Elaine Marshall, secretary of State, NC, A musical Romp Through Women’s History by Gerri Gribi.
August 31, 2004:  Resumix System Training 
0900-1100, Leader Development Center 

Building 2-2020, Woodruff Street 
Sign-up through your training coordinator/NCO 

September 14 & 28 2004
Resumix System Training 

0900-1100, Leader Development Center 

Building 2-2020, Woodruff Street 

Sign-up through your training coordinator/NCO 

October 20, 2004:  Disability Awareness Month Program
0900-1100, Fort Bragg Officers’ Club 

Disability Workshop 

November 18, 2004:  Native American Heritage Month Observance/Luncheon 

1130-1300, Fort Bragg NCO Club 

Guest Speaker & Menu:  TBD

WHETHER IT’S WOMEN FROM OUR PAST OR THE PRESENT, WOMEN CONTINUE TO POSITIVELY AFFECT OUR FUTURE



Laura Smith Haviland
Wesleyan Pioneer
provided by the Michigan Historical Museum

Michigan has many Civil War heroines.  Among them were Quakers who worked in the Underground Railroad.  Born a Quaker, Laura Smith Haviland lived in Adrian and led escaped slaves to freedom in Canada.  She was so effective in her abolitionist activities and her work for the Underground railroad that Southern slave owners offered a $3,000 reward for her capture.  She and her family opened one of the first schools in Michigan to admit black boys and girls.



Track and Field Star Marion Jones is Female Athlete of the Year
December 27, 2000 -Slam Sports
	
American track star Marion Jones is Associated Press female athlete of year NEW YORK (AP) -- Marion Jones gambled -- then won and lost. Boldly predicting she could become the first track and field athlete to win five gold medals at a single Olympics, Jones' drive for five left her with three gold and two bronzes.  
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Marion Jones:  "I didn't get everything I wanted, but I didn't give in. I can live with that."  


     Original Signed 


PATRICIA L. CRAIN


Director, Equal Employment Opportunity 





Personal opinions in articles published in this Information Line are not necessarily those of the Equal Employment Opportunity office or the Army.  Articles are published to reflect the opinions and varied differences that exist within our society and the federal workforce.

















