B ‘

- NEGOTIATED AGREEMENT

BETWEEN

HEADQUARTERS, UNITED STATES ARMY TRAINING CENTER
AND FORT JACKSON, FORT JACKSON, SOUTH CAROLINA

UNITED STATES ARMY MEDICAL DEPARTMENT ACTIVITY (MEDDAC),
UNITED STATES ARMY COMMUNICATIONS COMMAND DETACHMENT \‘
| UNITED STATES ARMY TROOP SUPPORT AGENCY

LOCATED AT FORT JACKSON, SOUTH CAROLINA

AMERlCAN FEDERAIION B
* ok hofk ok ok k.

GOVERNMENT EMPLOYEES
5 0k 6 IR B A0 £ 2

& W FRATERNITY &Y &
B PROGRESS &Y &

: l JESTEE. AND

LOCAL 1909

AMERICAN FEDERATION B>
" OF GOVERNMENT EMPLOYEES

EFFECTIVE DATE: 30 JUN 87




The effective date of this Agreement is 30 June 1987.

Although this Agreement was signed by appropriate Commanders on 17 March
1986, uvpon review of the Agreement by the US Army Training and Doctrine Commatd
(TRADOC) , both parties had to subsequently meet and take additional actions Lor
the Agreement to be in conformance with applicable laws, rules and regulations.
This necessitated additional review by TRADOC. All provisions were approved by
TRADOC on 30 June 1987. ' :



forth in the civil Service Reform Act and
subject to all applinglelspa;qtgq'aﬁd regulations {ssued by the Office of
Personniel Management, the Depattment of befense, higher echelons within the
the Army, ard other Federal agencles authorized to implement
the Act, the following articles constitute an Agreement by and between the
US Army Training Center and Fort Jackson, the US Army Medical Department
(MEDDAC) , US Army 1nformation Systems Command and US Army Troop Support
Agency, Fort Jackson, SC, hereinafter called the Employer, and Local

No, 1909, American Federation of Government Employees, AFL-CIO, hereinafter

rveferred to as the Union.

pursuant to the policy set

Department of

STIPULATION

In this Agreement wherever Mpan®, "men", or thelr pronmouns appedr,
either as words or parts of words (and other than with obvioug reference to
named male individuals), they are meant in thelr generic sense (i.e,, to
{nclude all humankind - both female and male gexes) .
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Exclusive Recogniti

ARTICLE 1

on and Coverage of the Agreement

Section 1.1, The Employer recognizes the Union as the exclusive
bargaining representative of all employees in the unit as defined.

Section 1.2. The recognized
employees of the US Army Training
Medical Department {MEDDAC), Fort
Information Systems Command, Fort

bargaining unit is all wage grade
Center and Fort Jackson, the US Army
Jackson, South Carolina, US Army
Jackson, South Carolina, and US Army

Troop Support Agency, Fort Jackson, South Carolina, excluding all
professional employees, management officials, temporary and intermittent
employees, employees engaged in Federal personnel work in other than a
purely clerical capacity and supervisors and guards, as defined in the

Civil Service Reform Act.

Section 1.3. Whenever used in this Agreement, the term "Commanding
General" refers to the US Army Training Center and Fort Jackson, Fort
Jackson, South Carolina. When applied to employees of tenant organizations
of the US Army Health Services Command, The US Army Informatiom Systems
Command, or the US Army Troop Support Command, the term "Commander' has
equal applicability and will be in lieu thereof.

ARTICLE 2

Provisions of Law and Regulations

Section 2.1. In the Administration of all matters covered by this

Agreement, officials and employees

are governed by existing or future laws

and the regulations of appropriate suthorities, including policies and

regulations of the Department of t
Agreement is approved; and by subs
tions of the Department of the Arm
of appropriate authorities,

he Army in existence at the time the
equently published policies and regula-
y required by law or by the regulations

ARTICLE 3

Matters Appropriate for Consultation or Negotiation

Section 3.1. 1t is agreed that the Employer and the Union, through

appropriate representatives, shall

meet at reasonable times to confer in

good faith with respect to personnel policies and practices and matters
affecting working conditions and conditions of employment as defined in



public Law 95-454. In administration of all matters covered by the agree-

ment, offlcials and employees are governed by exlsting or future laws and
the regulations of appropriate authorities, jncluding policies set forth 1in
the Federal Personnel Manual, by published agency policies and regulations
in ewistence at the time the agreement was approved, and by subsequently
published agency policies and regulations required by law or by the
regulations of appropriate authorities, oT authorized by the terms of a
controlling agreement at a higher agency Jevel, and the Civil Service
Reform Act of 1978.

VSection 3.2. The Employer will notify the Union of any changes in
directives and policies relating to personnel policies and practices oY
matters affecting conditions of employment of bargaining unit employees
which are not specifically covered in this Agreement. Before any changes
are implemented, the Unicn shall be given the opportunity to consult or
negotiate as appropriate. If negotiations are requested and agreement
cannot be reached, the established procedures for such resolution will be
followed. Matters appropriate for consultation or negotiation with the
Union include personmel policies and practices and matters affecting
working conditions which fall within the scope of authority of the
Employer. Such subjects include, but are not l1imited to, occupational
health and safety, employee training, labor-management cooperation,
employee welfare and services, methods of adjusting grievances and appeals,
pay practices, granting leave, promotion plans, demotion practices, and

reduction-in-force.

\ Section 3.3. Nothing in: this section shall preclude the Command and
labor organization from négotlating '

a. At the election of the Commander, on the numbers, types, and
grades of employees or positions assigned to any organizational sub-
divislon, werk project, or tour of duty, or on the technology, methods,
and means of performing work;

b. Procedures which management officials will observe in exercising
any authority under this section; or

c, Approprilate arrangements for employees adversely affected by the
exercise of any authority under this section by such management officials.

Section 3.4. a, Before making changes of prior bemnefits, practices,
and understandings which have been mutually acceptable to the Employer and
the Union, but which are not gpecifically covered by this Agreement and
adversely affect the workers in the immediate work area, the Employer will

consult or megotiate as appropriate.

b. If the Employer proposes a change in a matter covered in this

section, the Union will be notified in writing the nature 0f and reason for

the proposed change.
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c. After being informed by the Employer of a proposed change, the
Union shall notify the Employer within five workdays whether it desires
to ceonsult or negotiate on the matter.

(1) TIf the Union desires consultatiom, the Union will submit its
views to the Employer in writing. After being notified by the Union of
the desire for consultation, the Employer shall arrange for a meeting
within seven calendar days. The Union's views and suggestions will be
considered in the formulation, development and Implementation of any

change.

(2) 1If nepotiations are appropriate and requested by the Unilon, the
request must be in writing, contain the Union proposal with appropriate
concerns, Meetings will be held after the proper written request is
received by the Employer. Within 11 endar days of receipt of the
written request, the parties will meet to- negotiations.

d. Failure by the Union to submit a timely request to consult ox
negotiate on a proposed change shall constitute a walver of that right,

“unless all parties agree that an extension is justified,

ARTICLE 4

Rights of the Employer

Section 4.1. The Employer retains the right, in accordance with
applicable laws and regulations:

a. To hire, assign, direct, layoff and retain employees or to
suspend, remcve, reduce in grade or pay or take other disciplipary action

against such employees.

b. To assign work, to make determinations with respect to contracting
out, and to determine the persomnel by which agency cperations shall be

conducted,

¢, With respect to filling positions, to make selections for appoint-

ments from:

(1) among properly ranked and certified candidates for promotion; or

(2) any other appropriate source

d. To take whatever actions may be necessary to carry out the agency

mission during emergencies.



ARTICLE 5

Rights of Employees

The Employer and the Union agree that each employee in

Secticn 5.1,
hout fear of penalty oT reprisal, to

the unit has the Tight, freely and wit
form, join, and assist a labor eorgsnization or to refrain from any such

and each employee shall be protected 1in the exercise of this
right. Except as otherwise expressly provided in Civil Service Reform Act,
the right to agsist a labeor organization extends to participation in the
management of the organization and acting for the organization in the
capacity of an organization repiesentatives ihcluding presentation of its
views to offizlals of the executive branth, the Congress, oT other appro—
priate authority. the Employer shall rake the action tequiréd to assure
that employees in the unit are apprised of their rights under this section,
and that no interference, restraint, coercion, OT discrimination is
practiced within the unit to encourage OT discourage membership in a labor

organization.

activity,

Section 5.2. It is further agreed that the rights'described in
Section 5.1 do not extend to participation in the management of a labor
organization ox action as a representative of such an organization by a
supervisor, except as provided in Civil Service Reform Act or by an
employee when the participation or activity would result in a conflict o
apparent conflict of interest or otherwise be incompatible with the

official duties of the employee.

Each employee has the right, regardless of whether he is
4 member of a labor organization, to bring matters of personal concern to
the attention of appropriate officfals under applicable law, rule, regula-
tions, or established policy of the Department of the Army; OF to choose
his own representative in any appellate action other than the negotilated
grievance procedure. In a grievance, the employee may either chooge not to
be represented or to be represented only by the Uaion. In the event the
employee does not desire to be represented by the Union, the Union still
must be given the opportunity to be present at ali of the grievance

discussions.

Section 5.3.

section 5.4. Nothing in this Agreement chall require an employee to

become or to remain a member of a labor organization, or to pay money fo

the organization except pursuant to a voluntary, written authorizatign by a

member for the payment of dues through payroll deductdions.

Employees shall have the Tight to be represented by the

Section 5.5.
or LEO complaint action initiated by the

Union In any grievamnce, appeal,

employee,



Section 5.6. Employees shall have the right to be represented by the
Union in preparing and presenting thelr reply to any proposed disciplinary,
adverse, reclassification, oT reduction-in-force action.

Section 5.7. FEmployees shall be given reasonable official time to
prepare their reply to any proposed disciplinary, adverse, reclassifica-
tion, or reduction~in-force action, with due regard for the nature of the
action and offense, travel time involved, and availability of Union
representatives to assist the employees. Additional reasonable time shall
be authorized for the employees tc prepare for any hearing gcheduled as a
result of their grievance, appeal, or EEO complaint. Employees shall be in
a duty status, except that overtime will not be imcurred, in any meeting or
hearing scheduled as a result of their grievance, appeal or EEQ complaint.

Section 5.8. A Union representative, if designated by the employee,
shall be entitled to the same amount of official time as the employee under

the terms of this article,

Section 5.9. In accoerdance with Section 8.8, employees shall have the
right to meet with their Union steward concerning matters affecting thelr

working conditions.

ARTICLE 6

Rights of the Union

ﬁSection 6.1. The Union shall have the right and the responsibility to
represent all employees in the unit; to present to the Employer, either
crally or in writing, its views on matters of ceoncern; to consult or nego-
tiate as appropriate, in the formulation, development and implementation of
personnel policies and practices which are within the authority of the
Employer; and to negotiate with the Employer with the object of reaching an
agreement covering all ewployees in the unit, '

Section 6.2. The Union shall be given the opportunity, subject to
security regulations and the Privacy Act, to observe discussions between
the Employer and employees or employee representatives concerning appeals
and ECO complaints, when requested by the employee. The Union will be
given the opportunity to be present at any grievance and discussions on
matters affecting general working conditions of all of the unit employees.
If the emp g epresented by the Union, the Union will be given, upon
request, an opportunity to review the file of the grievance or appeal prior
to any scheduled meeting or hearing. An obgerver at an appeal hearing may
not participate in any way. The Union may have an observer at an EEO oT
appeal hearing subject to the determination of the examiner. If the
employee is being represented by the Union in such a proeceeding, the
representative and the Union observer, if any, may both not-be on official
time at the same time,



The Employer shall not meet with an employee or a group
of employees to seek their views of proposed changes in matters affecting
working conditions, personnel policies or practices, which are within the
authority of the Employer and which are appropriate matters for consulta-
tion or negotiation without the consent of the Uniom. Employees, who also
gerve as representatives of the Uniom, will be considered as representa-
tives of the Union in meetings of this nature,

Section 6.3.

Section 6.4, The Union shall be given the opportunity to be
represented at -
tween ome ©Or ROTe representatives of the

ip the unit or their representatives
persounel poliecy or practices or other

7%, any formal discussion be

agency and ome ©r WMOYE employees
concerning any grievance or any
general conditilon of employment; or

b, any examination of an employee in the unit by a representative of

the agency in conmectlon with an investigation if -

“1y " the employee reasonably believes that the examination may result
in disciplinary action against the employee; and

(2) the employee requests representation.

ARTICLE 7

Union~Management Meetings

cection 7.,1. It is agreed that the Employer shall meet with Unlon
representatives for the purpose of reviewing and discussing matters of
common interest in establishing and maintaining labor-management coopera-

tion.

Section 7.2. FEither party may call for such meetings at any time, at
least six workdays in advance of preferred date. The meeting will be held
at a mutually agreed upon time, normally within eight workdays, but in no
case later than 14 workdays after receipt of initial request for meeting.

Section 7.3. At least three workdays prior to established date of
meetings, both parties will notify the other in writing of subject matters

to be discussed.

Section 7.4. Minutes of these meetings will be made by management, a
copy furnished the Union, and the Union may furnish management any written
comment it desires as corrections or supplements which will be filed with
the minutes to which they refer.




(:

wards will lose their Tight of representation for
from which transferred, and a nevw steward will be
£ that organizational

organizational segment, ste
the organizational segment
designated by the Upnion to represent employees ©

segment and/or shift.

Section 8.7. Stewards are responsible for representing the interests

of the employees in thelr assigned areas in meetings and discussions with
appropriate management officials concerning work-related matters. They may
jnvestigate and discuss employee complaints and grievances with employees
who have pertinent knowledge of the matter at hand and with resolution of

such on-the-job problems. Reasonable time during working hours will be

granted stewards for these activities subject to other pertinent provisions

of this article. Stewards or officers of the Union ghall not solicit
complaints or grievances; however, they shall be allowed to give full and
complete consideration and assist in processing to compietion any complaint

or grievance found to have merit.

Section 8.8. Stewards, chief stewards, and Union representatives will
obtain permission from the appropriate gupervisor to leave assigned work
and will report to the supervisor upon return. 1f the reason for leaving
work is to discuss a work-related matter with an employee, permission of
that employee's supervisor to interrupt that employee's work will be
obtained prior to leaving work. Comversely, an employee of the unit
degiring to leave his work to discuss a work-related matter with the
steward, chief steward, oF union representative, will obtain permission
from both of the supervising officials prior to leaving work. The employee
will notify his supervisor upon his return to work. If workload comnditions
permit, permission will be granted for such interchange. Arrangements for
interchange shall be within two workdays of the request. Contacts between
employees and stewards will normally take place in the immediate vicinity of
the employee's assigned work area, and the fmmediate supervisor will make
arrangements to provide reasonable privacy. In the event of an immcdiate
supervisor's unavailability, the next level supervilsor or designated

supervisor will be contacted,

Section 8.9, During absences authorized under the terms of this
Agreement, the Union representative will confine his activities to the
conduct of that matter for which approval of tewporary absence was '
requested and return to his work area upon completiom of the matter at
hand, If the representative's official activitiles cannot be concluded
within the approved time of absence or {f additiomal activities are deemed
necessary, the representative shall contact the appropriate supervisor and
be governed accordingly. TUpon his return to his work area, he will
personally notify his iymediate supervisor of his rTeturn to duty.

Section 8.10. Meetings with Union officials, stewards, oOT representa-
tives, at the request of management officials shall be considered as
permission to leave theix assigned work area, However, the employees shall
notify the fmmediate supervisor of the time such meetings are seheduled.



~organizing efforts an

Section &.11. The Employer authorizes aon-local Union representatives
to visit the installation to carry out the functions which come within the
scope of thelr respeonsibility provided that omn their initial visit they
present to the Civilian Personnel Officer proper credentials, satisfy
requirements controlling admission of visitors to this installation, and
advisé the Civilian Personnel Officer of the purpose of thelr visit,
Subsequent visits by the same individuals may be satisfied by advising the
local Union officials of the potential visit., The Union will notify the
Civilian Personnel Officer. Such visits shall be confined to those func-
rions authorized by controlling regulations and procedures and specific
articles of this Agreement, Consultations with and visits to activities
will be scheduled in advance and be held at a mutually convenient time
during regular working hours.

Section 8.12, 1In order to draw a reasonable distinction between

official and non—official activities, those activities concerned with
d the internal management of the Union, including but

not limited to, the solicitation of memberships, collection of dues or
other assessments, circulation of authorizatiom cards or petitions,
solicitations of signatures on dues withholding authorization forms or
forms revoking dues withholding authorization, campaigning for Union
office, and distribution of literature may not be conducted within regular

working hours of the employees involved.

ARTICLE 9

Voluntary Allotment for Payment of Dues

Section 9,1. The Employer agrees to withhold, each biweekly pay
period, the dues of each employee of the unit who ig a member in good
standing of the Union and who has signed an employee authorization form
authorizing such dues withholding.

Section 9.2. Dues are the regular, periodic amounts required to
a member in good standing of the Uniomn. Initiation

maintain an employee as
and similar items shall not be

fees, specilal assessments, back dues, fines,
consldered as dues.

Section 9.3. Dues withholding allotments will not be made for
part-time employees whose earnings are not rTegularly sufficlent to cover
the amounts to be withheld. Dues will not be withheld for an employee
whose net salary after legal and required deductions is not sufficient to
cover the amount of the authorized allotment, such as when the employee has
had a period of time in a ponpay status (leave without pay, absence without
leave, suspension oT furlough). FEmployees who are entitied to buy back
leave subsequent to a determination of entitlement to workers' compensation
cannot be refunded the deductions made for Union dues while on leave.
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Section 9.4. The amounts of Union dues to be withheld from employee's
salaries will normally be changed not more than once in any twelve month
period. Buch amounts will be shown on the authorization form at the Fime
the appropriate Civilian Pay Section, FAO, initlally receives irt. The
amount will remain unchanged until the FPresldent oY Treasurer of the Union
certifies that the amount of the regular dues has changed. The certificate
will be submitted to the appropriate Civilian Pay Section. The certified
amount of the dues will be deducted the first complete biweekly pay period
after receipt in the appropriate Civilian Fay Section, or om a later date

if requested by the Uniom.

Section 9.5. Payment will be made to the AFGE Local 1909, in the
amount, equal to the total of such allotment deductions made. “The - President
of the Upnion will immediately notify the appropriate Civilian Pay Section of
any changes in the name and address of the Treasurer.

Section 9.6. An employee may, at any time, voluntarily revoke his
allotment for the payment of Union dues by submission of a SF 1188 to the
appropriate  Civilian Pay Section. A supply of the forms (SF 1188) wili be
maintained in the Fort Jackson (ivilian Pay Section and will be availsable
to employees upon Trequest. However, a written request for revocation of
an allotment which is otherwise in order and signed by the employee will be
accepted and acted upon even though not submitted on the form. The employees
will be responsible for seeing that thelr written revocation is received in
the Civilian Pay Section on a timely basis. The revocation will not be
effective for a period of one year f{rom the date an alTotment was first
made, and will be effective only at the beginning of the first full pay
period following ! March subsequent to the one-year period.

Section 9.7. An employee may indicate at any time that he wishes to
have his dues withheld by completing an authorization form (SF 1187). The
Union is responsible for procuring the prescribed allotment forms;
distributing the forms to its members; certifying as to the amount of its
dues; providing completed forms to the appropriate Civilian Pay Section;
and educating its members on the program for allotments for payment of
dues, its voluntary nature; and the uses and availability of the required

form.

Section 9.8. A dues allotment for an individual employee will be
terminated by the appropriate Civilian Fay Section when the employee
leaves the unit as a result of any type of separation, transfer, or other
personnel action (except detail); upon less of exclusive recognition by the
Union; when the agreement providing for dues withholding is suspended or
terminated by an appropriate authority outside DOD; or when the employee has
been suspended or expelled from the Union. When the employee is promoted Co
superviser or managerial positiocn, the employee will be responsible for
terminating the dues withholding. The Employer will be responsible to see

that it is followed through.
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Section 9.9. The Union will promptly notify the appropriate Civilian
Pay Section, in writing, when any member who has authorized dues with-
holding is expelled or suspended from the Unilon. The allotment will be
rerminated effective with the first full pay period after receipt of this
notice by the appropriate Civilian Pay Sectiom.

Section 9.10. The appropriate Civilian Pay Section shall furnish to

the Treasurer of the Union, as of each biweekly pay period, a list contain-
ing the names of those employees from whose salaries dues deductions have

been made, and each amount withheld,

Section 9.11. The amount of dues withheld each pay period shall bLe
determined as follows:

a. When the amount of dues is stated in terms of an annual amount
{(covering a period of 12 months) the figure will be divided by the number

of pay periods in a calendar year.

b. When the amount of dues is stated in terms of a monthly amount,
the figure will be multiplied by 12 and the résult divided by the number of

pay periods in a calendar yeatf. ‘

Section 0.12. When the remegotiation of this Agreement 1is pending or
in process, and the parties are unable to complete such renegotiation by
the termination date of this Agreement as the result of pending third-party
proceedings involving a negotiability dispute, a negotiation impasse, Or a
question of representation involving employees in the unit, payroll with-
holding of the dues of members of the Union shall be continued until the

new Agreement has become effective.

ARTICLE 1Q

Hours of Work

Nefinitions:

a. Administrative Workwegek: Period .of seven consecutive calendar
days. Fort Jackson administrative workweek begins at 0001 hours on Sunday

and ends at 2400 hours on the following Saturday.

The hours of a day and the days of an administra-

b. Touxr of Duty:
larly scheduled administra-

tive workweek that comstitute an employee's regu

tive workweek,
¢. Regularly Scheduled Work: Work that is scheduled in advance of an
administrative workweek, including overtime.

12



ty: Five days, Monday through Friday, on each

d. Regular Tour of Du
heduled to work 8 houtrs.

of which the ewployee is sc

e. Shift: AD eight-hourt woTk period where 16— or 24~hour coverage

is necessary for operations.

¢ Rotating Shift: A rotating eight-hour work period on a regularly

scheduled basils.

Tours of duty will be seheduled to correspond with an
The Employer agrees, that when other
than regular tours of duty are necessary, two consecutive days off will be
provided to the maximum extent possible except where it would be essential
to accomplish the nigssion.. The employee(s) will be notified of a necessary
change in the tour of duty as soon as possible. Any change in the Tegu-
iarly scheduled workday or workweek will be in accordance with applicable
rules and regulations, and the Union shall be notified prior to implemen-
ting the change. Selection of empldyees for a change in tour of duty will
be made first by asking for volunteers for the change. The Employer will
consider character of the work, available skills according to job
classification in the work area, individual considerations and availability
and willingness of other employees to change i{n making the decision as to

which employees will change.

Section 10.1.
employee's actual work requirement.

Seetion 10.2. It is the policy of the Employer to grant rest periods
where the work situation warrants. The Employer may provide two (2) rest
periods per workday for all eligible employees unless emergency situa-
tions occur. These Test periods are counsidered duty time. These rest
periods are for:

health by relief from hazardous work or

a. Protection of employees’
Jor considerable physical exertiomn,

that which requires continual and

b. Reduction of accident rate by removal of fatigue potential.

e. Working in confined spaces O in areas where normal pexrsonal
activities are restricted.

4. Increase in, or malntenance of, high quality and/or quantity
work traceable to the rest period,

Section 10.3. Employees will be compensated for tasks performed prior
to the beginning and following the ending of the assigned tour of duty in
accordance with existing regulations. Any preparation necessary to perform
assigned duties such as to pick up a vehicle to transport other wOTKers,

shall be within duty hours.

In the event of power failure, breakdown, OT other

1 of the Employer resulting in the inter-
employees who are in a work status and

Section 10.4&.
interruptions beyond the centro
ruption or suspension of operations,
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eir present work area OF elsevhere

whose services cannot be utilized in th
duty without charge to leave or loss

ghall be administratively excused from
of pay, consistent with regulatory requirements. When the Employer decides

to close the installation or a part of it due to inclement weather and to
dismiss employees who are mnot required for essential or emergency services,
those so excused from duty will not be subject to charge to leave 9T loss
of pay. In both of the above described situations, employees who report,
or are scheduled to report, for work and whose services are not essential
or of an emergency nature will be excused as authorized by the administra-

tive excusal action and in accordance with applicable regulations. These

employees will be granted administrative leave with no charge to leave oOT

loss of pay.

Section 10.5. A reasonable amount of time will be allowed consistent
with the nature of the work performed, for employees to clean up prior to
the lunch period and at the end of the workday. Though a set amount of
time will not be established, the employee has the obligation to use only
the amount of time necessary for this purpose.

Section 10.6. Tardiness due to unavoidable or necessary circum-
stances of less than one hour may be excused upon submission of adequate
reasons and consideration of past frequency of tardinesses,

Section 10.7. Upon request by an employee, the granting of flexitime
will be based on a beneficial need of both parties. In the event the
request cannot be granted, the Employer will furnish the employvee in
writing citing specific reasomns. Administration of flexitime use will be
subject to review by the Labor-Management Committee. Both parties will have
an equal amount of representatives,

ARTICLE 11

Overtime

Section 11.1. Overtime work will be required as determined necessary to
accomplish work in an efficient and economical manner.

All hours of work in excess of eight hours in the
eduled tour of duty shall be paid for at ome and

basic hourly rate, plus any applicable shift

Section L1.2.
employee's regularly sch
one-half the employee's
premiuvm,

Section 11.3. Opportunity for overtime other than call-back will be
distributed as equitably as possible among employees with comparable job
ckills in each organizational element as far as the character of the work
will permit., As a general rule, first consideration for overtime will be
given to employees'currently assigned to the job. Gecond consideration
will be given to other employees qualified to do the job.

L4



Section 11.4. Qualified employees who have volunteered to respond to

call-back will be requested to respond prior to the consideration of
assigning others who have not volunteered but are qualified to do the job.
Any employee who ig called (back) to work at a time outside of and
unconnected with his scheduled hours of work shall recelve at least two
nhours' call-back overtime pay, ineluding any shift differential and/or
additional pay to which he is entitled, in accordance with applicable pay

regulations and statutes,

Section 11.5. HNecessary pertinent i{nformation concerning overtime
hours worked and except for call-back, that offered, but not worled, will
be maintained, and will be made available for review, when requested, to
employees and/or the appropriate stewards to aid in resolving specific

complaints concerning overtime distribution.

Section 11.6., Compensatory time off is not authorized for Wage Grade

employees.

Section 11.7. The Employer will notifly the employees of planned
overtime assignments at least twenty-four (24) hours io advance of an
overtime requirement. If an overtime situation exists which precludes the
normal notification, the Employer will notify the employees when he malkes

the determination.

Section 11.8. Xf a unit employee is delayed in reporting for an
overtime assignment, for reasons acceptable to the supervisor, he shall not
he denied the remainder of the overtime assignment, provided a need for his
services still exists. If an employee who has been assigned overtime can-
not report for the assignment due to illness or another emergency situation
similar to those used to determine emergency leave conditions, such
employee shall notify the responsible supervisor in the parent shop oT
office. The employee will be restored to the top of the overtime list.

ARTICLE 12

Holidays

Section 12.1. 4Any eligible employee whose services are not reguired
by the Employer on any holiday established by Federal statute or Tixecutive
Oorder may be excused from duty for that day without charge to leave, and
those excused will be entitled to holiday benefits in accordance with
appropriate regulations. Whenever holidays occur on a calendar Saturday or
Sunday, or on the employee's regularly scheduled non-workday within his
rour of duty, the holiday shall be observed on the day specified by
governing regulations.
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Fmployees shall not be required to perform work on days

or Executive Order except as operating
of the

Section 12.2.
designated as holidays by statute
needs require. The Employer will advise the Union, upon request,

reasons for requiring employees to work on a holiday.

Section 12.3. When holiday work is required, in other thap seven days
per week operations, volunteers will be solicited from employees of any given
organizational element having the same tour of duty, shift and job
classification (job title, series and grade) or special qualifications/
skills to perform the work, If sufficient volunteers are not obtained,
gualified employees in the organizational element will be directed to perform
the work on a rotational basis in inverse order of their seniority. HRoliday
assignments may also be changed by mutual consent of the supervisor and the
employees involved., Special effort shall be made to give equitable rotation
of employees required to work on Thanksgiving, Christmas, and New Years.

Section 12.4. Employees who desire to question the equity of the
distribution of holiday work must present specific days in question and
specify how the alleged inequity ocecurred,

ARTICLE 13

Local Wage Survey

Section 13.1. The Union shall be notified of the time and extent of
local wage surveys as tentatively scheduled by the Department of Defense.

Wage Fixing Authority.

Section 13.2. When so designated by the Department of Defense Wage
Fixing Authority, the Union will designate a representative who will be
appointed by the Employer as a member of the Local Wage Survey Committee,
The Union shall designate data collectors and alternate data collectors up
to the number required by the Local Wage Survey Committee. The data col-
lectors and alternate data collectors designated by the Union and endorsed
by the Local Wage Survey Committeé will be appointed by the Employer.
Participation by the Union in the wage survey shall be governed by the
provisions of FPM 532-1 and other pertinent instructions from Department of

Defense and Department of Army.

dection 13.3. Reasonable time during working hours will be granted
to not more than three employees in the unit selected by the Union to
appear before the Local Wage Survey Committee to present the Union's view-
point on such matters as areas, industries, establishments, and jobs to be

covered in the wage survey.
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ARTICLE 14

Equal Employment Opportunity

Section l4.1. The Union and Employer will promote equal employment

opportunity on all 1evels and the eliminatiom of discrimination because of
race, color, religion, sex (including sexual harassment), national origin,
age, mental oOT physical handicap, marital status, and political affildias-
tion, The Empldyer is responsible for promoting equal opportunity through
a positive, continuing program involving all management policies, programs,

objectives, practices and persomnnel.

y effort to effectively

Section 14.2. The Employer will make ever
ing of

administer the EEQ Program, including affirmative action and process
discrimination complaints. A re—affirmation of the commitment to egual
employment opportunity will be made by a policy statement at least annu-
ally. The Employer will review alleged violations of Equal Employment
Opportunity regulations and will consider appropriate disciplimary actions
against managers, Supervisors, program officials or employees on the in-
stallation who fail to comply with requirements of appropriate regulations,

Section 14.3. All personnel actions and employment practices
involving employees and applilcants for employment will be based on laws,
regulations, policies and the terms of this contract.

Section 14.4. The Employer will consider and adjudicate complaints of
discrimination £iled through the appropriate agency administrative appeals
procedure ox the negotiated grievance procedure, if appropriate. The
Employer will require support and cooperation of management with EEO coun-
selors and other officials including the Union in attempting to bring about
informal resolutions of complaints and matters related to affirmative
action programs. Persons who allege discrimination or who participate in
the presenting of such complaints will be free from restraint, interfer-
ence, coercion, discrimination, or reprisal., A complainant has the right
to be accompanied, represented and advised by a representative of his
choice during counselling or at any stage of the EEO complaint procedure.

Section 14.5. The Employer agrees that on a replacement basis, 0T, if
the number of counselors increases, to consider as Equal Employment Oppor-
tunity counselors nominees recommended by the Union. PrioT to appointment,
the Employer shall request a 1ist of nominees from the Union. The Union
shall submit not less than three nominees for a vacancy, or three plus the

shen there is more than cne vacancy. The names and

number of vecancies w
qualifications of nominees will be exchanged by the parties and jointly

Either party may give reasons for objecting to nominees.
e nonselection must be based on
in writing, an explanation

discussed,
Tf a Union mominee is not selected, th
qualifications and the Unilon will be furnished,

of the nonselection.




Section l4.6. ‘The Employer will effectively administer the Affirma-

tive Action Plan at this post to utilize skills, knowledges, abilities, and

personal characteristics of all employees. The Employer will see that all
managers and supervisors are kept abreast of the Affirmative Action Plan,

and comply with local requirements of the regulations as well as the law.

The Union will endeavor to see that employees submit

discrimination complaints which are supported by documentation and evi~
dence. The Union will advise employees they are mot to submit frivolous
complaints against a supervisor who did not comply with an employee's

desire,

Section 14.7.

ARTICLE 15

Sick Leave

Section 15.1. The Union and the Employer recognize the insurance
value of sick leave and agree to encourage employees TO conuserve such leave
so it will be available to them in case of extended illness.

Sick leave, 1f available, shall be granted to an
le regulations when the

by sickness, injury
and attendance to a
contaglous disease
movement for a

Section 15,2,
employee in accordance with provision of applicab
employee is incapacitated for the performance of duties
or pregnancy and confinement; is required to give care
member of his immediate family who is afflicted with a

which requires isolation, quarantine or restriction of
particular period based on regulations of local health authorities or would

jeopardize the health of others by his presence at his post of duty because
of exposure to a contagious disease, An employee, except those on shift
work, who is absent for any reasons stated above shall notify his

supervisor at the beglnning of the tour of duty om the first day of such

Tn aress where shifts are operated such notice should be made

absence.,
1f absence is extended

four (4) hours prior to the beginning of the shift, :
beyond the period initially indicated by the employee, the employee will
keep his supervisor informed as to his progress toward rtecovery and

estimated. time of return to duty.

Section 15.3., Sick leave, if accrued, shall also be granted for
medical, dental, or optical examination or treatment, or for securing
diagnostic examinations or x-rays. GSick leave for these purposes shall be
requested in advance, and the amount of time requested shall be limited to
that which is necessary for the specified request.

Section 15.4. When the supervisor believes an employee has been
abusing sick leave and he has counseled the employee concerning the alleged
abuse, the supervisor may requlre the employee to furnish a medical certl-
ficate for absence due to illness of any duration provided the supervisor
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written notice that the employee will be required to
on sick leave by a medical certificate. This
four (&) month duration and will be reviewed with

o determine 1f the requirement ghould be discon-
d or his representative

has given the employee
support all future absemce
requirement will be for a
the employee at that time t
tinued., The employee may have his Unicn stewdr

present at the four (4) month review.

Section 15.5. Pertods of absence on sick leave 1In excess of three (3)

consecutive workdays, must be suppoerted by a medical certificate to be filed
uty. In lieu of a medical

within seven (7) calendar days after return to d

certificate, the employee's sifned statement explaining the nature of his
illness will be accepted for a period up to five (5) workdays when the
reason given is satisfactory, and when it 1s unreasonable to require a
medical certificate because of shortage of physicians, remoteness of local-
ity, or because the 1llness does not require the services of a physician.

Except for instances cited herein, an employee, who

is released from duty shall not be required to furnish

ve for the day released from
ice to bring a doctor's

However, an employee rTequired
be required by the supervisor

at portion of

Section 15.6.
because of 1llness,
2 medical certificate to substantiate sick lea
duty. This includes an employee who is om not
certificate when sent home by his supervisor.
to substantiate every absence on sick leave may

to substantiate his request for absence due to 1llness for th
In such cases, the employee shall bave the option

of reporting to the Occupational Health Nurse or his private physician,
whichever the employee prefers, to substantiate the absence. Subsequent
days of absence shall be subject to the provisions of Section 15.2 and 15,5

and applicable regulations.

the day he leaves work.

gection 15.7. Unearned sick leave will be advanced to an employee in
cases of serious 1llness or disability upon his request not exceeding
thirty (30) days duration, in accordance with applicable statutes and
regulations. Criteria for advancing sick leavé are: serilous disability or
ailment for which there is inadequate leave accrual; the employee's sick
1eave record clearly indicatés a pattern fully comsistent with the
principles governing proper use of sick leave; all acerued sick leave and
a1l annual leave subject to forfeilture have been used; medical prognosis
and other evidence give reasonable assurance that the employee will be able
to resume duty on a regular basis and accrue sufficient sick leave credit

to ligquidate the amount advanced,

ARTICLE 16

Annual Leavé

Section 16.1. The Employer and the Union affirm that while annual
leave ig a right provided by law, the time of its use 1s subject to
approval by the supervisor. Annual leave requests from eligible employees
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N
J

ghall be grant
reasonably in

are: the emplo
considers an €

ed subject- to operational requiremen
advance., The principles governing gran
vee will inform the supervisor of the c
mergency; the supervisor will determine

situation warrants his absence from duty om an emerge

or disapprove

the request. Any disapproved request W

the employee will be expected to report for duty as 8

Section 1

6.2. To insure that operational requir

needs and wishes of the employee recognized, by 1 Mar

employee will

furnish his supervisor, a written proeje

least 60% of the leave for which the employee will De
leave year., By 1 October of each year, the employee
supervisor a written projected gschedule for use of any eXcess annual leave

(normally in excess of 240 hours).

mined by employee's seniority based on total creditab
and/or extenuating circumstances. For annual leave in connection with
holidays, approval will be granted in a manner to ass
Changes may be approved provided another employee's choice 1is
or there is mutual agreement for exchange between affected

distribution.
not disturbed,

employees, and the employee can be spare
Fmployer finds it mnecessary to cancel previously approv
the specific period requested by employee, the reasomns

be explained to the affected employee. When annual 1
extent the employee will forfeit carned leave which was approved prior to
the last pay period in the leave year, the employee will be furnished the
reasons for the denial in writing and notified he may
the leave in accordance with regulatery provisions.

confirmation of the denial will be furnished the empl

gupervisor.

Section 16.3, The Employer will announce any pl

reduction of operations to employees as far in advanc
During any period of shutdown or reduced operatiomns,

effort will be
to their creddi
Employer will
leave, to the
to cover the p

Section 1
zational eleme
consider the p
reasonable att

Section 1
applying for a
associated wit
leave.

made to provide work for employees not
t. If work cannot be provided for such
approve requested leave without pay oY
maximum extent allowed by regulations,
eriod of shutdown.

§.4. When a unit employee officially m
nt to another, upon request, the gainin
reviously approved scheduled annual lea
empt to homor it, 1f work requirements

6£.5. Where circumstances and workload
anual leave on a workday which occurs o
h the religious faith of the employee,

rs when requests are made

ting of emergency leave
ircumstances which he
whether the employee's
ncy basis and approve
111 be explained and
cheduled,

ements are met and the
ch of each year, each
ctad schedule for avt
eligible during the
will submit to his

Priority for such leave will be deter-

1e Federal service

ure equitable

d from his duties. When the

ed leave, and/or deny
for such action will
eave 1s denied to the

request restoration of
A copy of the written
oyee's second line

anned sghutdown oT

e as practicable,
every reasonable
having annual leave
employees, the

may advance annual

to ellgible employees

oves from one organi-
g activity will

ve and make a

permit.

permit, an employee,
n a religious holiday
will be granted such



ARTICLE 17

Leaves of Absence

signate employee members as representa-
e or as a delegate to any Union
and upon written notification to
1 be granted annual leave, 1f

Section 17.1. The Union may de
tives elected or appointed to a Union offic

activity necessitating a leave of absence,

the Employer by the Union. Such employee shal
available, or leave without pay to the extent permitted by the work situa-

tion, and not in excess of 20 workdays, per individual annually. When the
absence of the employee representative is incident to recelving Informa-

tion, briefing, orientation or training which 1s beneficial to the Govern-
ment and relating to matters within the scope of the Civil Service Reform

Act of 1978, the Union will be provided a bank of 130 hours to be used in

such a manner that more than one participates in the use of the hours.
ivigion, CPO, will be furnished

Prior to the use of this leave, the MER D

the agenda for the meeting to determine what hours of absence will be
appropriately charged as administrative leave, The immediate supervisor
will be notified of the Union request and furnished information to make the

decision on the absence,

The Employer recognizes the obligation to provide
ade the employee held when he was granted leave of
hanged grade to which he was assigned during his
force or reclassification of his positilon.
Pay under such continued employment would be fixed in accordance with
governing regulations., However, the preceding provisions would not be
applicable 1f the employee was reached for separation by reduction~in—
force during his leave of absence and had no rights to continued assign-
ment under reduction-in-force regulations.

Section 17.2,
employment at the gr
gbsence, or at any <
absence through reduction-in-

ARTICLE 18

Civic Responsibilitles

Section 18.1. The employer and the Unlon recognize the value of
ation in civic activitles and speclal programs approved by
Department of the Army, and encourage all employees in the unit to work to-
ward community improvement and sound government. A unit employee's status
with respect to duty, leave and pay while participating in authorized ac-
tivities shall be as prescribed by the regulations relating to such

activity.

employee particilp

Section 18.2. Whaen a permanent employee is suﬁmoned for jury duty, or
official capacity ou behalf of a state or -local govern—

as a witness 1n non-
time required from his normal

ment, he shall be granted court leave for the
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work-schedule to perform such duties. Such leave shall be limited to the
time pecessary but not exceed eight hours per day. When an employee 1s
subpoenaed for jury or court service, he will promptly notify his super-
visor sa arrangements can be made for his absence from duty. When released
by the court for any day or substantial portion of a day. the employee will
return to duty unless the return would cause a hardship because of the
distance from home, duty statiom, oY the court. An employee is not

expected to return to work 1f less than two hours of the workday remains,
Failure to return to duty when required may result in a charge to annwual
leave or leave without pay, if requested and approved; o¥ the absence may be
charged to absence without leave (AWOL) 1f approval ‘of the supervisor was not
obtained, Upon completion of his service, the employee shall present to the
Employer satisfactory evidence of the time served.

Section 18.3. Employees scheduled to work on an election day, who sre
eligible to vote in such election, ghall be granted the minimum hours
necessary to provide three hours time either immediately after the polls
open or before they close, whichever requires the lesser amount of time.
Under exceptional circumstances, additional time may be granted but mot to
exceed a full day. Employees off duty for three hours or more while the
pells are open shall not be granted excused leave, Employees registered to
vote in another state, which permits yoting by absentee ballot, may not be

granted excused leave for voting.

Section 18.4. The Employer and the Union will both strive to stimu-
late interest and participation in the U.S. Saving Bond Program, and in any
officially authorized fund raising campaign., The Union may furnish the
names of five to ten members from each major activity from among whom the
Employer will make selections to serve on comnittees in the respective
programs. In no instance shall the Fmployer or the Union exercise undue
pressure on any employee to participate in a program in which the employee.
does not wish to participate, nor will any reprisal action be taken against
an employee who refrains from participating. An employee not cheosing the
payroll deduction method in charity dwives shall have the right to keep his

gift anonymous by use of a plain envelope.

Section 18.5. Employees who velunteer as blood domors, without com—
pensation to the American Red Cross, to military hospitals, or other blood
banks, or respond to emergency calls for needy individuals will be excusged
from work without charge to leave for a maximum of & hours. This excused
absence is for recuperatlion purposes and travel tc and from the donation

slte,

ARTICLE 19

Promotions, Demotions and Details

made in accordance

Section 19.1. 7Placements and promotions will be
luding Merit

with the negotiated agreement and governing regulations ine

St
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otion FProgram contained in the fort Jackson Regulation

Placement and Prom
in principal the negotiated agreement

690-1, If the regulation differs
shall goverm.

gection 19.2. EE0 Affirmative setion goals will be considered in
establishing minimum areas. The Federal Equal Opportunity Recruitment
Program (FEORP) will be adhered to in efforts to eliminate underrepre”
sentation of minerity group members and women {n the work force. Also,
the Severely Handicapped and pisabled Plan (SHADP)} will be used to assist
Fort Jackson im obtaining DA objectives for the employment of disabled

and handicapped employees.

gection 19.3. Employees are responsible for agsuring that records of
experience and training are properly documented in their official personnel
folder. If such information is not received and verified by the GCPO prior
to the initlal cut—-off date for the position applied for, the information
will not be considered for that particular vacancy. such verified infor-
mation will be congidered for rating and ranking PUrpPOSES for subsequent

vacancies.

gection 19.4. Taformation and data discussed by the rating panel are
privileged, and disclosure may violate the Privacy Act of 1974, Impropri-
eties which are noted during the rating and ranking process will be surfaced
immediately and efforts to resolve the problem will be made by the appro-
priate parties before referral is made of highly qualified candidates. The
Civilian Personnel Office representative chall instruct the raters and

observers on the panel operating requirvements.

ARTICLE 20

Performance Ratings

The Employer and the Union agree that employee perfor-

Section 20.1.
mance ratings should be timely and objective and should accurately reflect
parties further agree that

the individual's total job effectiveness. The
performance which substantially exceeds the standard normally expected
should be properly recognized and revarded as provided by governing regula-
tions. There are no quotas established to govern the number of such
ratings. To this end, the Employer will seek to iwprove the employee per—
formance rating program and will give publicity to awards based on perfor-
mance., The Employer shall notify the employee of his rating mno latex than
14 days after the due date prescribed by regulations. The rating oop the
performance appraisal form shall be typed orf completed in ink, A rating
will not be changed after the form has been signed by the employee, without
giving the employee an opportunity to {nitial the change.
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Performance evaluation will be a continuing one to
{nsure activity effectiveness and optimum employee performance. Substan-
dard performance and significant accomplishments should be discussed imme-
diately wlth employees. Follow-up discussions On substandard performance
should be made periodically until the employee's performance is at an
acceptable level or a decision is made that the employee failed to bring
performance to an acceptable level after being provided an opportunity
period to do so. In rhe event improvement is not shown subsequent to the
initial discussion, the supervisor must annotate the Employee Service Record
Card, currently &F 7B. Subsequent digcussions on the substandard
performance, and the agreements and decisions reached, will be similarly
snnotated., Employees must be informed of the supervisor's desirte and need
for improved performance and given a veasonable opportunity to meet the
established performance before it is made a factor in the annual performance

evaluation.

Section 20.2.

section 20.3. Standards used for measurement of performance for
critical elements of the job will be directly related to the employee's
official position description, Such standards will be in writing and given

to employees at the beginning of the appraisal year.
Section 20.4. FEmployees' annual performance ratings will be the

result of the application of standards of performance. Performance ratings
shall be in writing and discussed with the employee at the time the rating

ig assigned.

ARTICLE 21

Reduction-in-~¥orce

The Employer will inform the Union of the necessity for
a reduction—in—force as far in advance as practicable and the reasons
therefor. The Uniom, in turm, agrees to abide by any official restrictions
imposed on the use of this information. The Employer also agrees to inform
the Union of the extent of the reductions, anticipated effective date, and
probable number of employees affected, when this information becomes avail-

able,

Section 21.1l.

Gection 21.2. The Employer agrees 1O consider actions to avoid or
minimize the impact of a reduction~in~foree prior to separating employees,
Some actions which may accomplish this are restricting recruitment, meeting
ceiling limitations through attrition, reasgigning employees in surplus
positions, and terminating temporary appointments toO the extent these
actions are permitted by directives of higher headquarters and consistent

with mission requirements.

An employee affected by reduction-in-force has the

Section 21.3.
d back to the position from which he was

right to be administratively place
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ition become available at 2 future date

reduced OT separated should that pos
nd current regulations.

in accordance with applicable laws 2

Any permanent status employee O & non—temporary
y reduction-in~force action shall be accorded

bed by the Office of Personnel Management,

Department of Defense and Department of the Army regulations. This
{ncludes priority consideration for re—-employment on & temporary basls for
positions at the game or lower grade for which he has requested consider—

ation in writing.

Section 21.4.
appointment who is separated b
the rights and assistance prescri

ARTICLE 22

Disciplinary Actions

Section 22.1. The Employer and the Union agree that disciplinary
measures will be used only as necessary to maintain a well-managed, produc—
tive work climate, Emphasis will be placed on preventing situations
warranting disciplinary actions through efforts Lo establish and maintain
effective employeewmanagement relations., Discipline which the Employe?
conslders necessary will be administered for just cause and in accordance
with applicable laws and regulatlons.

Section 22.2. In oxder that the Union may exercise the rights
enumerated in Article 6, the Employer will notify the Union President of
formal grievance and appeal hearings being processed under procedures
prescribed by agency regulations. The Union may also have an observer at
adverse action appeal hearings unless the Merit Systems Protection Board
examiner determines the hearing is a closed hearing.

Section 22.3. The Employex will make no determination as to the
validity of a debt or amount of a disputed indebtedmess, or the method or
terms of payment agreed to by a ereditor and debtor other than the Federal
government and the employee relative to the financial obligation of the
employee. The Employer will net act as & collecting agency for any debht

unless that provided for by the terms of law.

ARTICLE 23

Position and Pay Management

Seetion 23.1. Each employee shall be furnished a curTent, accurate

copy of his position description,

Section 23.2., The Union will be {nformed when new O revised
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o classes of positions within the unit which

standards are to be applied t
des or basic gqualification requirements of

may require a change in the gra
these positions.

When an employee alleges inequities in his position
classification, he shall be furnished information of the appeal rights and
procedures set forth in applicable regulations. At his request, he may be
represented or assisted by a Union representative in discussing the matter
with his superviser or with representatives of the Civilian Perscmpel
Office; in reviewing and reading classificatdion standards that pertain to
his position; and in pursuing an appeal under the provisions of applicable

regulations,

Section 23.3.

Section 23.,4. It is agreed that the Employer will process classifica-

rion appeals as expeditiously as permitted by workload and staffing.

ARTICLE 24

Training and Employee Development

Section 24.1. The Employer and the Union agree that the development
of an employee is basically his own responsibility. The Employer shall
make every reasonable effort to provide assignments, recognition, and
opportunity for training of employees when the need for training is related
to the individual's officially assigned duties. Such needed training will
be accomplished at the Fmployer's expense. The Union shall encourage
employees to discuss training needs with their supervisors and to take full
advantage of training opportunities made available to them and to apply the
learning from such training to their work assignments,

Section 24.2. The Union may make recommendations relative te training
of eligible employees in the unit which will be considered by the Employer.

The Employer agrees {0 consider utilization of existing
ned to be necessary for new skills in
Ye conducted without undue interruption of

Section 24.3.
employees when training 1s determi
instances where such training can
the work to be performed.

ARTICLE 25

Safety, Health and Welfare

Section 25.1. The Employer will exert every reasonable effort to
provide and maintain safe working conditions and health protection for
the employees., The Union will cooperate to that end and will encourage
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work in a safe manuer and to promptly report to thelr

a1l employees tO
4 in the performance of duties.

supervigsors any injuries sustaine

gection 25.2. It is recognized that each employee has 2 primary
responsibility for his own safety and an obligation to know and cobserve
safety rules and practices as & measure of protection for himself and athers.
The EmployeT will welcome at any time, from any employee OT from the Union,
suggestions which offer practical and econcmical ways of improving safety

conditions.

Section 25.3. The Union President will serve on the Safety Council,
with his designee gerving as his alternate, The Union may also designate
employees of the anit from which management will select a representative
fety committee which 1s established 1in organizational

to serve on each sa
loyees of the unit.

components containing emp

When the Medical officer of the Employer determines
that an employee 18 physically unfit for duty after reporting for work,
arrangements will be made for transportation to & hospitel or toO the
employee's home in those cases and by the means considered necessary by

the Medical Officer. Ambulance service yill be available as required on

a 24-hour basis by contacting the emergency room at Moncrief Army Hospital.

Section 25.4.

In the course of performing their normally assigned
work, the Union representatives will be alext to observe unsafe practices,
equipment and conditions as well as environmental conditions in their
{mmediate area which represent health hazards. Wwhen conditions thought to
be unsafe or unhealthy are observed by the Union representatives, they
should report them to their immediate gupervisor. When such safety and
health matters are of general intervest, the Unlon may present the problem
to the Safety Officer oT bring the matter to the attention of appropriate
higher level supervisor for mutual consideration by the EmployerT and the

Union.

Section 25.5.

gection 25.6. Following examination and/oT treatment of an employee
who has reported tO the dispensary &s a regsult of an occupational injury,
determination will be made by the proper medical authority as to whether
the employee should be sent home oT returned to worlk for full or light
duty. The Employer will determine whether appropriate assignment of duties
can be made if the employee can perform light duty. It the employee 1s

sent home, his duty gection will be {nformed by the most practical means.

Section 25.7. The Employer agrees to furnish the protective clothing
and equipment as authorized by applicable regulations for the performance of
assigned work to the extent considered necessary and within limits of
resources. The Unlon may, at its discretion, recommend newv protective
ciothing and equipment, and/or modifications to existing egquipment for
consideration by the EmployeT.
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Section 25.8. Employees injured in the performance of duties will be
carried in a duty status with pay without charge to leave for the time
required to obtain emergency treatment at Moncrief Army Hospital, to the
extent that the time falls within the employee's scheduled hours of work

for that day.

Section 25.9. The Employer is responsible for taking all possible
precautions to remove conditions which are detrimental to the health of

The parties recognize that these conditions may be an inherent

employees.
It is an employee's

part of the work to be performed in some positions.
responsibility to use provided safety clothing and equipment.
will encourage employees to use such clothing and equipment.

The Union

Section 25.10. Provisions of AR 385-10 will apply when an imminent
danger situation is discovered in the work area. An employee will mnot be
subject to discriminatory actions or reprisals for exercising safety and
health rights provided by this regulation. If an employee declines to
perform an assignment because he reasonably believes that there 1s
insufficient time to seek effective redress through normal hazard reporting
and abatement procedures, consideration will be given to the employee's
reasons for doing so. The parties recognize this does not prevent
management from taking appropriate disciplinary action, if the circumstances

50 warrant.,

Seetion 25.11. When it becomes known that an accident has resulted

in a disabling work injury to a unit employee, the Employer agrees to
notify the appropriate Union representative as soon as clrcumstances permit.

ARTICLE 26

Special Tools and Clothing

Section 26.1. Subject to the provisions of applicable regulations and
unless negatiations provide different policy changes on a shop by shop
basis, the Employer agrees to bear the full expense of all tools, clothing
and equipment, to include distinctive article(s) of clothing or identifi-
cation badges, which employees of the unit may be required to use. The
Union officials and representatives will assist the Employer by enccuraging
employees to make full and proper use of such clothing and equipment,

ARTICLE 27

Travel

Travel for or at the direction of the Employer will

Section 27.1.
The

be compensable in accordance with applicable laws and regulations.
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-

1 by employees is 3 matter
heduling travel, the

nd consistent
schedule travel

gcheduling of the method, means and time for trave

for determination by the Employer. However, in sc
Employer agrees tO give consideration; insofar &s practical 2

with operating efficiency and interest of the government, to
during an employee's basic work week.

gection 27.2., Employees om traiping or tempoTary additional duty
shall be paid the per diem allowance specified in applicable rules and

regulations,

ARTICLE 28
EmEloXeeuyggiization

Section 28.1. The Employer agrees to utilize the skills of all

the extent permitted by operating needs, the individual's job
irements governing employee assignments.
ution of work among employees within
Employer will attempt

gnments of addition-

employees to
classification and regulatory requ
This includes the equitable distrib
each position classification within an activity. The
to adjust to fluctuations in workload by tewporary assi

al help as available.
As soon as it is known by the Employer, the Union will

tural arrangements which would adversely
loyees in the unit.

Section 28.2.
be prowptly informed of contrac
affect the grades or numbeT of current emp

ARTICLE 29

Committee_éigigpments

Section 29.1. The Fmployer agrees that the Union may have one repre-
gentative present at Tncentive Awards Committee meetings for consideration of
only suggestions. For this membership, the Union shall furnish the names of
at least three nominees, who are installatiom employees, one of whom will be

selected by the Employer.

ARTICLE 30

Beneficial Suggestions

ployer and the Union will urge

the Incentive Awards Program
to encourage

gestions with

Section 30.1., It is agreed that the Em

all emplovees in the unit to participate in
and strive to improve it. To this end, the Employer agrees

employees of. the unit to discuss prospective beneficial sug
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appropriate management officials. The Employer will refer suggestions for
evaluation. 1If the investigating official requires clarifying information,

the suggester will be included in those contacted.

Section 30.2. When a suggestion 1s submitted for consideration, Its
receipt will be acknowledged promptly, and every reasonable effort will be
made to process the suggestion within a period of 60 days. When more time
is required for processing the suggestion, progress reports will be made to
the suggester at least once each quarter.

Section 30.3. Rejections of suggestions will be in writing. A sug-
gester may request reconsideration and reevaluation of a suggestion that
has been rejected, upon the presentation of new and/or additional informa-
As far as possible, such requests will be regolved at the instal-
lation level. Request will be sent to the original evaluator for recon-
sideration, 1If still rejected, employee may request consideration by the

Incentive Awards Committee,

tion,

ARTICLE 31

Facilities and Services

Section 31.1, Space on official bulletin boards will be made avall-
able to the Union for posting official Uniom information. The Union
recognizes 1ts responsibility to insure that no material containing propa-

ganda against or attacks upon any agency, other employee organization, or
individual or activity of the Federal government is posted on such beoards,
It is further understood that a duly authorized Union representative will

sign all material the Union may elect to post,

Section 31.2. Upon request of Union stewards, supervisors may autho-
rize the use of office space available to them for consultaticn between the
steward and employee when such space is not otherwise required for the time

in question,

Section 31.3. The Union shall be allowed to place announcements of
meetings and elections, approved by the Civilian Personnel Officer, in the

Unofficial Section of the installation Daily Bulletin,

Section 3l.4. The Union will be provided a copy of FJ Reg 690-1, and
changes thereto, and other local regulations relating to baslc civilian

personnel management,
Section 31.5. Union officers will be notified of the dates and pur-
poses of scheduled surveys of civilian personnel management by representa-

tives of the Office of Personnel Management, Headquarters, TRADOC, and the
Office of Civilian Personnel, DCSPER, Department of Army. The organization
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and/or telephone extension where re
contacted during the COUTSE of the
approval of these representatives.
Upion officers matlLers of legitimate comnce

sentatives of these offices may be
survey will be provided, subject tO the
Arrangements may be made to discuss with
rn to their organization.

pre

Section 3i.6. Upon written request, no MoTe frequent than semi-
apnually, the Employer will furnish the Union with a list of the names and

organizational units of employees under his jurisdiction.

{1ity of telephone facilities, no
facilities for internal
t the terms of the Agree-
accommodate workload

for use of the

gection 31.7. Subject to the availab
Union official will be denied the use of telephone
comnmunication when the sole purpose is to carry ou
ment. The frequency and duration of such usage must
and the official needs of the organization requirements

phone.

to provide separate rest rooms and

Section 31.8. The Employer agrees
he extent

facilities in areas where female employees are working to t
practicable and subject toc available resources,

Section 31.9. The Employer will mzke every effort within availability
of resources to maintain adequate ventilation, heating, and cooling of
buildings affecting employees’ health, welfare and morale.

~ Section 31.10. The Employer agrees to provide a refrigerator in each
work area where a significant number of employees bring their lunches, when
authorized by an appropriate common Table of Allowances and within

available resources.

Section 31.11., The Ewmployer agrees, insofar as practicable, to provide
sufflcient parking spaces in each area so that all employees may park within

. a reasonable distance to their work locatiom.

Section 31.12. The Employer agrees, {nsofar as practicable, to
provide special reserved parking spaces for all ewployees with a handi-

cap which impedes walking.

Section 31.13. The Employer agrees to continue to provide to the
Union suitable office space and utilities; however, if the need arises to
change Locations or if the Union does mot use the space On 2 regular and
recurring basis, the Employer will consider any input the Union deslres to

submit prior to making a change.

- ARTICLE 32

Publicizing the Agreement

Section 32.1. The Employer agrees O print this Agreement, and all
ameadments and supplements thereto, In sufficient copies to provide for
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necessary distribution to operating officials, Union officials and unit
employees. The Union agrees to bear ome~half the cost of printing and to

assigt In the distribution as requested by the Employer.

Section 32.2, The Emplover agrees that, as part of their orientation,
all new or rehired employees hired into a positien included in the bargain-
ing unit shall be informed of the Union's exclusive recognition status and
informed by their dimmediate supervisor of the name of the designated Union
steward at the time they are assigned to the work area. Such orientation
will inform the employee of his complete freedom to join or not join a

Union and be provided a copy of this Agreement.

ARTICLE 33

Employee-Union Cooperation

Section 33.1. The parties agree that they will actively cooperate in
efforts to eliminate waste, conserve materials and supplies, improve pro-
ductivity and the quality of workmanship, encourage the submission of

improvement and cost reduction ideas, prevent accldents, and strengthen
good relations among the Employer, the employees, and the local community.

ARTICLE 34

Grievance Procedure

The purpose of this article is to provide a procedure

Section 34.1,
This shall be the exclusive procedure

for the consideration of grievances.
available to the parties and the employees in the unit for resolving

grievances,
Section 34,2, Grievance means any complaint -

a. by an employee concerning any matter relating to the employment of
the employee;

b. by the labor organization concerning any matter relating to the
employment of an employee; or

c. by the employee, labor organization, or agency concerning -
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-

(1) the effect or interpretation, or a claim of breach, of a
collective bargaining agreement; oY

(2) any claimed violation, misinterpretation, or misapplication of
any law, rule, or regulation affecting conditions of employment.

d. except that it shall not include a grievance concerning -
(1) any claimed violation relating to prohibited political
activities;

(2) retirement, life insurance or health insurance;

(3} a suspension or removal for National Security reasoms, Sec 7532;

(4) any examination, certification or appointment;

(5) the classification of any position which does not result in the
reduction in grade or pay of an employee,

(6) Withholding of a within-grade increase,

.(7) Nomselection from a properly constituted referral list or certi-
ficate of candidates. This does not preclude grievances over lmproper

selection procedures.

(8) A preliminary warning notice of an action, that, if effected,
would be covered under the grievance system or the appeal system of the
Merit Systems Protection Board or the Office of Personnel Management.
Inconsistency in initiating preliminary warning notices is not excluded

from this procedure.

(9) An action that terminates a temporary promotion within 2 years;
and

(a) Returns the employee to the job from which temporarily promoted.

(b) Reassigns or demotes the employee to a different job that is not
at a lower grade or pay than the job from which temporarilly promoted.

(10) The substance of major elewents (critical and noncritical) of an
employee's job or the content of performance standards. This does not pre-

clude grieving the application of the standards,

(11) Separation actioms of probationary employees based on conduct
hefore or after employment or unsatisfactory performance.

Section 34.3. An employee or group of employees who file a grievance
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.be made in writing and specify the name of the representative.

presented only by the Union or a represen-
The designation of a representative must
4 change in

If an employee or group of
Agree~

under this procedure may be re
tative designated by the Unien.

the designation must also be made in writing.
employees wishes to present grievances on matters arising under this

ment witheut intervention of the Union, the grievance may be presented to
the Employer and adjusted, provided such adjustment is not inconsistent
with the terms of this Agreement and the Union has been given an opportu-
nity to be present at the adjustment. When a date for discussion has been
mutually agreed upon, an employee or group of empleyees initiating griev-
ances and desiring representation are responsible for having their rep-

resentative available.

If discussions are held for the purpose of making an
inquiry or to make known the dissatisfaction, and a decision is made to
initiate a grievance after such discussions, the step procedures of the
grievance procedure will be followed. 1§ the issue of dissatisfaction can
be appropriately processed as an unfair labor practice or as a grievance
under this negotiated grievance procedure, selection of the procedure must
be made. The dissatisfaction may not be processed under both procedures,
Stipulation of which procedure is to be used must be made at the time of

expression of dissatisfaction. ’

Section 34.4.

Questions as to whether an issue is grievable or
arbitrable will be referred to an arbitrator for decision. Requests for
such decision will be made simultaneously to the arbitrator and the other
party. All parties must be aware of the request at least 10 calendar days

prior to a hearing, if any,

Section 34,5,

Section 34.6, The Employer and the Union recognize and endorse the
importance of settling complaints promptly and equitably at the lowest
possible level, i.e., steward and lowest appropriate supervisory or manage-
ment level. The Union's presence as an employee's representative will meet
the requirement of notification specified in Section 6.2. The Employer may
have a Civilian Persommnel Office advisor present, and, if such advisor is

present, the Union will be allowed to have one cbhserver present on official

time,

Section 34.7. Nothing in this Agreement shall be so interpreted as to

require the Union to represent an aggrieved employee in processing his
Or to continue to represent him if the Union considers the

grievance,
1f at any step of the grievance

grievance to be invalid or without merit.
procedure set forth herein the aggrieved employee decides to accept the
decision rendered by the responsible official of the Employer, the
acceptance will be made known by the employee to the Employer and the
grievance considered terminated or resolved., If the Union feelg the
resolution of the grievance is inconsistent with the terms of this Agree-
ment, the Union retains the right to submit a grievance under the

provisions of Section 34.22,
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Inasmuch as dissatisfaction and disagreements arise

Seection 34.8.
g of a grievance

occasionally among people in any work situation, the filin
shall not be comstrued as reflecting unfavorably on an employee's good
standing, his performance, or his loyalty or desirability to the
organization. Employees, employee repregentatives and all other persons
invelved in the presentation of the grievance will be free from restraint,
interference, coercion, discrimination or reprisal. Similarly, the
occurrence of occasional grievances will not be construed as reflecting
unfavorably on the quality of supervision or on the general management of

an organization.

Section 34.9. An aggrieved employee and his representative shall be
granted a reasonable amount of time off without charge to leave or loss of
pay to present his grievance. An employee and his representative, 1if
otherwise in an active duty status, may use a reasonable amount of official
time without charge to leave or loss of pay for such purposes as securing
advice on rights and privileges under governing regulations, and for
obtaining such other information or assistance pertaining to the grievance
az can be obtained only during the normal working hours of the installa-
tion. This may include a reascnable amount of time for the preparation of

documents necessary for processing the grievance.

Section 34.10. Representatives who are employees will, if otherwlse
in a duty status, use official time without charge to leave or loss of pay
for the purpose of participating in the personal presentation of a griev-
ance, including any hearing held ip comnection therewith, In all cases,
representatives will be required to adhere to the same rules of conduct and

procedures as the employee is required to follow.

A grievance file will be established and contain all

Section 34.11.
As a

information necessary to present a clear understanding of the case.
minimum it will include:

a. The written statement of grievance.

b. A memoranda of all discussicns initialed by both parties as agreed

upon.

¢, Statement of Resolution signed by both parties (includes
arbitrator's award, if any).

Grievance records will, upon completion of action, be maintained within the

Civilian Personnel Office and disposed of in accordance with applicable
Access to these records will be on & need-to-know basis.

regulations.
Section 34.12. TFailure of supervisory officials to comply with the
time limits prescribed in this employee grievance procedure shall permit the
employee to refer the case to the succeeding step of the procedure. In
processing a grievance, time limits will be strictly ocbserved by both




unless all parties agree that an extension is justified. Request

sion of time limits will be submitted to the other party in
ponse prior to the expiration of the time limits.
failure by either party to comply with
the basis for regquesting arbitration.

parties,

for exten
sufficient time for res
In Employer/Union grievances,
prescribed time limits may be

Section 34,13, Any unjustified delay or dilatory tactics on the part
of the employee will serve as a basis for closing out a grievance.
Specifically, where an employee fails to appear, without good cause, for any
scheduled meeting or hearing; fails to furnish requested information within
specified time limits without a reasonable basis; or otherwise unjustifiably
delays processing of this case, the case will be decided on the basis of the

information available,

Section 34.14., At each formal step of the grievance procedure, the
employee's designated representative shall be permitted to call relevant
employee witnesses, These employees will be considered to he in a duty
status during such participation, which falls within their regularly
scheduled tour of duty. FEach witness will be advised that he is expacted
to provide full and complete information and that he will not be subjected
to any restraint, coercion, discrimination or reprisal as a result of his
testimony. The time that employees are kept from their work site te give
testimony will be kept to a minimum, Nothing in this section shall
preclude an employee from having full and adequate time for testimony at
the formal step discussions.

Section 34.15, Upon request, an employee, or the Union will be
furnished information from official records which has a bearing upon his
grievance, subject to restrictions of governing regulations or law, In
addition, he will be provided access to relevant regulations and official
directives and, where feasible, extracts or copies will be provided.

Section 34.16, 1If an employee resigns, dies, or is separated by any
action other than removal before a decision is reached on a grievance being
processed, and no compensation issue is involved, action will be stopped
and all interested parties motified that the case is being closed without
decision., A copy of this notification will be made a part of the case
record. The Union will be notified of the closing of the case. Initiation
of a Union-filed grievance, if deemed appropriate, must be accomplished
within 15 workdays of the closing of the case., If the pending grievance
involves a compensation issue, 1t will be processed to completion.

A written grievance will be returned to the grievant
when the issues and corrective actions desired are not clearly defined or
when a new issue was not considered at a lower step. In the case of an
oral grievance, the supervisor concerned may request an additional meeting
with the grievant when the issues and corrective actions desired are not
clear, However, such request for a meeting or return of a grievance must
take place within the supervisor's time limits to reply. If the employee

Section 34,17.
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desires to resubmit, he will do so within time limitations set for con-
slderation at a specific step or within five workdays of its return,

whichever is longer.

Section 34.18, When a group of employees has an identical grievance
and desires the same representation, it will be processed as a single
grievance, Grievances initiated over disciplinary or adverse actions are
to be processed as separate grievances since actions of this nature impact
personally on the individual employee. 1f the decision of a group
grievance is favorable, the benmefits of the decision will be applied to
employees affected by the decision. If any one employee in the group is
not satisfied with the favorable decision, he may request the Union to
submit the grievance for arbitration. The arbitration decision will not

apply to any previously accepted decision of the issue.

Section 34.19. An employee or group of employees may present a
grievance within 15 workdays after the occurrence of the matter out of which
the grievance arose or the date the employee(s) became aware of the
cccurrence, provided no more than three months have passed since the date

of occurrence or awareness of occurrence,

Section 34.20. Grievances involving disciplinary actions will be
submitted at the Step 4 level as provided for in Sectionm 34.21 at any time
after receipt of the decision, but not later than 15 calendar days after

the effective date.

Sectlon 34.21., Employee grievances under this Agreement will be

processed as follows:

with the
review the
is to be
mutually

Step 1l: An employee's grievance shall first be taken up
lmmediate supervisor who will discuss the matter promptly and
sityation impartially. If the employee or group of employees
represented by the Union, the meeting shall be arranged for a
agreed upon time but in any event no later than one workday after the day of
the request; however, the parties may mutually agree for one additional day
for compelling reasons. The grievance may be presented first to the next
level supervisor if the employee feels that discussion with his immediate
supervisor would be prejudicilal to hils interests, During the discussion,
the persons involved shall make an earnest effort to resolve the matter.

The supervisor shall make the necessary investigation and give his decision
to the appropriate party within five workdays after the date of the

discussion.

Step 2: If the grievance is not resolved at the first step, the
employee, group of employees, or employee's representative may, within five
workdays of receipt.of decision, submit the grievance, in writing, to the
division chief or comparable level of management or his designated repre-
sentative. The grievance must contain (1) the employee's name, organi-
zation, duty and home phone number (2) the specific grievance stated in
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(3} the date of occurrence or the
(4) the employee repre-
er and (%) the corrective

language so 1t can be Teadily understood,
date the employee became aware of the occurrence,
sentative, if any, with address and telephone numb
action desired. The supervisor will arrange, within five workdays after
receipt, a discussion between the appropriate party of the grievance and the
division chief or comparable level of management or hig designated
representative. Within three workdays, a memorandum will be made of the
discussion and a copy furnished the grievant. The grievant will, within
three workdays, make comments, if any, regarding the memorandum which will
be made a part of the grievance record. Written decision from the division
chief or comparable level of management to appropriate parties will be made

within ten workdays after discussion.

Step 3: If the grievance is not resolved at Step 2, the employee,
group of employees or employees' rtepresentative will submit the grievance
in writing within five workdays to the director or comparable level of
management. The grievance will state the specific nature of the unresolved
issue, the Temaining corrective action desdired, and the designated repre-
sentative, if any, Upon receipt of the grievance, the director or
comparable level of management or hisg designated representative, shall meet
within five workdays with the employee, group of employees or employees'
vepresentative, if any; Union ochserver, If any; and appropriate supervisory
afficials., A decision shall be rendered in writing to the employee within

8 workdays after the meeting,

If the grievance is not resolved at Step 3, the emplovee,.
representative, will within five workdays
after receipt of the decfsion at Step 3, submit the grievance in writing to
the Civilian Personnel Officer for a review and decision by the appropriate
commander, For the U.§. Army Training Center, the Chief of Staff will serve
*as the commander. The grievance will state clearly why the decision at Step
3 1s not acceptable. If the commander determines a meeting is necessary, it
will be held within 15 workdays after the grievance is received by the
Civilian Personnel Officer., Attendees will be the commander or his
designated representative and appropriate representatives of both parties,
If a2 meeting is not held, the decision by the commander will be based on the
record. The commander will perscnally sign his decision to the employee
within 20 workdays after receipt of the grievance by the Civilian Personnel
Officer. A copy will be provided the Union. The Union may request the
decision be referred to arbitration under the provisions of Article 35. The
be in writing and submitted vithin 10 workdays after receipt of

Step 4:
group of employees or employees'

request will
the deciston.

Section 34,22, Employer/Union grievances under this Agreement will be

pProcessed as follows:

grievance must be submitted in writing within 15 workdays of

he incident giving rise to the grievance or the date the
A grievance filed by the

a, The

the date of t
aggrieved party became aware of the incident,
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Union will be addressed to the Commander, Attention: Civilian Personnel
Office, MER Division. A grievance filed by the Employer will be addressed
to the Pregident, Local 1909, AFGE. The written grievance from either

party will contain the following information:
(1) A statemen£ of the grievance
(2) Date of occurrence or awvareness of occurrence
(3) Citation of the article and section involved, and

(4) Statement of corrective action sought,

b. Upon receipt of a clearly defined grievance, the Union President
and the Commander or his designated representative will meet at a mutually
agreed upon date and time within 15 workdays to discuss the grievance,

¢. The party against whom the grievance is filed will render a
written decision to the aggrieved party within 15 workdays after con-
clusion of the discussion of the grievance,

d. In the event satisfactory resolution of the grievance 1is not
achieved, the aggrieved party may, within 10 workddys after receipt of the
written decision, elect to have the grievance settled by arbitration under

the provisions of Article 35.

ARTICLE 35

érbitratioq

Section 35.1. If the Employer and the Union fail to settle any griev-
ance arising under Article 34, titled grievance procedure, such grievance
shall, upon written notice by the party requesting arbitration to the other
party, be referred to arbitration., Arbitration of a grievance may be
invoked only by the Employer or the Union, and does not require the
approval of ap employee or employees involved,

Section 35,2, Request for arbitration must be submitted in writing
within time limits specified in the appropriate grievance procedure by the
party desiring arbitration. The request must be addressed to elther the
apprepriate Commander, ATTN: CPO, MER Divisdion, or to the Pregident, Local
1909, A¥GE, and must fneclude the issue and the reason for the request.

Section 35.3, The arbitrator will have authority to render a decision

on grievances. Pecigions of the arbitrater must be in accordance with

laws, rules, and regulations.




Sectlon 35.4. Within seven calendar days after receipt of a request
for arbitration, the party receiving the request will meet with the party
desirting arbitration to establish the precise issue to be referred for
arbitration. When either party concludes agreement cannot be reached as to
the precise lssue, each party will define the issue in writing as it is
perceived and the rationale for its belief, BRoth parties' definitions of
the issue and their rationale will be submitted to the arbitrator by the
party desiring arbitration. The party desiring arbitration will request
within seven calendar days a list of five impartial qualified arbitrators
from the Federal Mediation and Conciliation Service,

Section 35.5. Within one workday of receipt of the 1list of arbitra-
ters, each party will contact the other party to determine if both parties
have received the list, If not, the party which received the list shall
furnish a complete copy of the 1ist to the other party. Within five work-
days of receipt of the list of arbitrators, the parties will meet to
determine the arbitrator. This will be accomplished by both parties
alternately striking one arbitrator's name from the list until only one name

remains., The name remaining is the arbitrator.

Section 35.6. The fee and expenses of the arbitrator shall be borne
equally by the FEmployer and the Union provided that the per diem cost to
the Army shall not exceed that authorized by law and regulations., The
arbitrator hearings shall be held en workdays within the hours of 0745 and
1615, Monday through Friday. The appellant, Union representatives and
witnesses participating in the hearing will be on official duty time, if
they are otherwise in a duty status. If circumstances leading to griev-
ances from a group of employees are identical, the grievance may be
processed as a group grievance and shall be heard by the same arbitrator.

Section 35.7., Unless information is needed by the arbitrator from

sources other than the two parties, or the parties otherwise agree, the
arbitrator will be requested to render his award within 30 calendar days.

The date of the award shall be the same as the date on which the decision
is mailed or delivered to the parties. Tf the decision is malled, pro-
cedures to assure delivery, registered or certified mail will be used. The
arbitrator shall render his award to the Commanding General, or the appro-
priate commander, Attention: Civilian Personnel Officer and the Union
President. Within three calendar days of receipt, each party will contact
the other party to determine if both partles have received the award, If
not, the party which received the award shall furnish a copy to the other

party.

Sectionm 35,8. Either party may file exception to the award with
the Federal Labor Relations Authority under procedures prescribed by the
Authority and DA. The party desiring to file an exception will furnish
the other party a copy by certified mail, return Teceipt requested. If
no exception is to be filed by either party, the award will be implemented
immediately by the appropriate party and notice furnished the other party

of completdion.
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ARTICLE 36

Witnesses at Hearings

tendance of witnesses in

Section 36.1. This article provides for at
discussions is addressed in

hearings. Attendance by witnesses at grievance

Article 34,

Section 36.2. When witnesses are Lo Le used by either party, a list
of those witnesses will be furnished the other party within five workdays of
the scheduled hearing if notice of the hearing is received in sufficient
time to do so. If notice of less than 5 workdays is received, such infor-
mation will be furnished at least two workdays before the hearing. The
1ist will include the names eof witnesses and a brief statement of the
anticipated testimony. The list will be submitted by the employee, desig-
nated employee representative, 1f any, or the Upion, to the decision—-making
official (respondent) and by the decision-making official (respondent) to
the employee, designated employee representative, if any, or the Union. The
respondent will arrange with the immediate supervisor of requested wit-
nesses for their attendance at the hearing. The supervisor will irform the
witnesses of the time, date and place of the hearing. Official time for
witnesses if otherwise In a duty statug is authorized for travel to and from
the hearing and time spent in the hearing. Both parties recognize that
minor changes in tours of duty can be made for witmesses to participate in
hearings; however, no overtime expense will be incurred. '

Section 36.3. If the hearing Is rescheduled at the request of the
appellant oxr the Tepresentative, notification of witnesses in their behalf
will be the responsibility of the appellant or his designated representa-
tive. The respondent will be notified of the rescheduled date and will
notify the immediate supervisors of the witnesses requested. 1f the
hearing is rescheduled at the request of the respondent, notification will

be made as set forth in Section 36.2.

ARTICLE 37

Reassignments

% gection 37.1. The Employex hereby expresses his willingness to con-
sider requests promptly for reassigrments from all employees 1n the ynit.
Any reassignments shall comport with sound personnel practices and the
needs of the Employer. HNothing dercgatory shall be connoted in any request
for reassignment and the individual so requesting shall be free of discrim-
ination or reprisal therefor,

W Section 37.2. TInvoluntary ceassignments will not be used in lieu of

diseciplinary or adverse action to correct acts of misconduct., When an
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involuntary reassignment is necessary due to manpower requirements, the
employee in the affected organizational element with the least seniority
(service computation date) who meetg the position requirements will be
considered for reassignment, If an employee other than the one with the
least seniority is selected for reassignment, the Union will be informed in

writing of the reasons for the selection of the particular employee for

reagssignment,

ARTICLE 38

Effective Date, Duration and Changes to Agreement

Section 38.1. This Agreement shall become effective in accordance

with PL 95-454, Title VIT.

This Agreement shall remain in force for 24 months from
the Agreement shall be automatically renew~
ed for one year each year on the anniversary date, provided the Agreement
is brought into conformance with existing published policies and regula-
lations of Department of the Army; of the DOD; regulations of other appro-
priate authorities; the Civil Service Reform Act of 1978; and applicable
laws at the time it is renewed. The automatie renewal provision will cease
to operate if between 90 and 60 calendar days prior to such anniversary
date either party gives written notice to the other of its desire to modify
or to terminate this Agreement. WNegotiations under this Section shall
begin not later than 30 days after receipt of written request to terminate
the Agreement or to effect changes by amendment, provided the Union is
still entitled to exclusive recognition under the Civil Service Reform Act
of 1978; provided further, that this Agreement shall terminate at any time
it is determined, in accordance with the Civil Service Reform Act of 1978,
that the Union is ne longer entitled to exclusive Tecognition. Preparation
of articles by the Unrion for negotiations will be accomplished on off-duty
time, Termination of this Agreement will not in and of itself terminate

the recognition granted the Union under Article 1.

Section 38.2.
the date approved. Thereafter,

except for its duration period as

Section 38.3. This Agreement,
ticle, is subject to opening only as

specified in Section 38.2 of this Ar
follows:

a. For amendment upon the written request of either party after
recelpt by such party of any law, executive order, or regulation of appro-
priate authority which substantilally affects any of the terms and condi-
ticns of this Agreement and/or which substantially alters the discretionary

authority of the Employer with regard to any item dealt with in this Agree-
ment. Requests for such amendment must Include a summary of the proposed
amendment and make reference to the appropriate law, order, or regulation,
upon which each such amendment request is based., The parties shall meet

42




within 14 calendar days after recelpt of such request to open negotlations
cen such matters. o changes shall be considered except those bearing

directly on and falling within the scope of such law, order, or regulation,
and the discretionary area which the same delegates to the Employer. Such
amendment as agreed to by the parties will be duly executed by the parties.

b. For amendment by the mutual consent of both parties at any time,
Requegts for such amendment by either party must be written and must
include a summary of the proposed amendment. The parties shall meet within
14 calendar days after receipt of such notice to discuss the matter involved
in such request, TIf the parties agree that opening is warranted on any such
matter (s), they shall proceed to negotiate an amendment to the same. No
changes shall be considered except those bearing directly on the subject
matter agreed to by the parties. Such amendment as agreed to will

be duly executed by the parties.

Section 38.4. Amendment to this Agreement will be effective in the

same manney &s this Agreement.

ARTICLE 39

Use of Official Time For Other Than Regularly Assigned Duties

Section 39.1. Records will be maintained of unit emplovees' use of
official time for other than their regularly assigned duties to include, by
way of illustration, employees engapged in welfare and charitable activities;
management gsanctioned organizations; non-unlon representation on grievances,
appeals, and EEO complaints; and Union representation,

Section 39,2, The record shall be uniform and include the employee's
name, organization, purpose of use of official time, amount of time used,
the immediate supervisor's signature and the emplovee's signature. Each
employee shall be given a copy of the record pertaining to them at the time

he signs it.

Section 39.3. The supervisor may, as determined by the Employer, on a
periodic basis, forward the records to the MER Division, CPO, for filing.
Upon request, the supervisor, or CPO, will make such records available to
the individuals to whom such records pertain or his authorized representa-

tive, Such records shall be kept on file for the life of this Agreement.
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ARTICLE 40

Informal Settlement of Unfair Labor Practice Charges

Efforts will be made by both parties to resolve an

Section 40.1.
prier to filing

issue for which an unfair labor practice charge can bhe filed
the charge with the Federal Labor Relations Authority,

Section 40.2. Even though a filing may be deemed appropriate, efforts
to resolve the igsue may continue prior to the issuance of complaint by the
Regional Director of the Federal Labor Relations Authority (FLRA),

Section 40,3. Upon informal resolution of an issue, the party offended
will be furnished by the other party with written acknowledgement of the
charge and the resolution of the charge. The resolution, offered by either
party, will be considered as an effort to maintain the cooperative effort
essential to achieving the purposes and policles of the Federal Service

Labor-Management Relationms Statute,

Section 40.4. Public postings of the informal rekolution will be at
the discretion of the alleging party, but in mo case will they remain
posted for more than two consecutive weeks, The discontinuance of the
posting will be the responsibility of the party who elected to post the
public notice. Postings will be limited to the work area in which the
alleged violation occurred, e.g., Personnel Services Division of DPCA;
Self-Service Supply Center of Property Control Branch; Supply and Services

Division, DOL,

Section 40.5. The procedures for attempting to informally resclve a
charge will be as follows:

a. The alleging party will notify the other party inm writing of the
alieged vioclation of the provisions of 5 USC 7116.

b. The paragraphs of 7116, e.g., 7116 (a) (1) (2) and (7), 7116 (b)
(1) (2) and (7), alleged to have been violated will be specified,

c. A description of the incident deemed to have constituted the

violation will be furnished to include time, date, location, persons
involved, and persons witnessing the incident, if any, within 30 calendar
days of the ineident. This in no way restricts either party from filing.

d. The party receiving the charge will have 10 workdays for investi—
gating the alleged occurrence,

e, Both parties will meet for discussion at a mutually agreeable time

within 5 workdays of the information-gathering period of the recipient of
the charge, The recipient of the charge will initiate arrangements for the
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meeting, Extension of this period may be accomplished by mutual agreement
of both parties.

f. If upon discussion additiocnal time for investigation or consider-
ation of new developments is desired by either party, an additional 10 work-
day perjod will be allowed.

g. Within 5 workdays of the completion of the additional 10-day
period, the party who asked for the additional 10-day period will arrange
for another discussion period with a view for resolving the charge.

h, If it is determined the charge is to be filed with the FLRA, but

continuing discussions to resoclve the charge are desired by either party,
resumption of discussions will begin at paragraph f of the procedure.
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In witness, the part
day of 17 March 1986.

Local 1909, American Federation ©

Headquarters, Unit

s Arm' Medica
For ackson,

ies hereto have executed this Agreement this

f Government Fmployees

TEROY RILEY
President, Local 1909

ed States Army Training Center

and Fort Jackson
Fort Jackson, South Carolina

ROBERT B, SOLOMON
Maior General, USA
Commanding

Us Army Troop Support Agency

1 Department Activity (MEDDAC)
Fort Jackson, South Carolina

South Carolina

ol g
TATIIAM E. AKEY

RHERT E. SEGAL N\
olonel Medical Corps

Commanding

Commissary Officer

US Army tpformation Systems Command - FJ
Fort Jacksom, geuth Carolina

Major, gignal Coips
Commanding
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