LR W

Frie
i

¥
1%
A

B (T"’al
{g";u

14

s REE
¥s

T SV
O

47

1

2
=
%
o
(«uﬁ«.

iy

A
AJIv
3 A.';‘g-l.i

)

&

¥

£ yny
i
-’

Y

,

£

Ea
R
{7

g
WP

"

[ FAABATALTA L LA VAL A B




TABLE OF CONTENTS

Article Title Page
1 Parties to the Agreement 6
2 Employee Rights and Responsibilities 7
3 Representation Rights and Duties of Agencies of Agencies and Labor Organizations 9
4 Management Rights 11
5 Grievance Procedure 12
6 Disciplinary Action 20
7 Adverse Action 23
8 Union Representation 26
9 Special Government Operations Program 29
10 Records and Official Personnel Folder (OPF) 30
11 Position Descriptions 31
12 Performance Management Program 32
13 Performance Awards Program 35
14 Time-Off Awards 36
15 Technological changes and Organizational restructuring/Closings Affecting the Work Force | 39
16 Contracting Out 40
17 Efficiency Reviews 41
18 Reduction in Force (RIF) 42
19 Grade and Pay Retention 44
20 Merit Staffing and Standard Automated Inventory Referral System (STAIRS) 44
21 Temporary Promotions and Details 51
22 Employee Development, Education and Training 52
23 Temporary Assigned Duty (TAD) with Associate Travel 54
24 Official Time for Required Directed Study 56
25 Wages 57
26 Compensation 58
27 Overtime 59
28 Hazardous/Environmental Differential Pay (EDP) 60
29 Occupational Health, Safety and Environment 61
30 Fair Labor Standards (FLSA) 64
31 Retirement and Benefits 64
32 Union Benefits 65
33 Employee’s Private Telephone Number and Contact 66
34 Use of Official Government Telephones and Recorded Lines 66
35 Security 67
36 Civilian Employee Assistance Program (CEAP) 67
37 Cultural Diversity and Equal Employment Opportunity (EEO) 68
38 Handicapped Employees 69
39 Annual Leave 69
40 Sick Leave 71
41 Leave for Special Circumstances 74
42 Family and Medical Leave 77




TABLE OF CONTENTS

Article Title Page
43 Jury Duty and Court Leave 79
44 Voting Policy 80
45 Military Leave 81
46 Blood Donor Leave 81
47 Voluntary Leave Transfer Program 82
48 Assignment of Temporary Disabled Employee 87
49 Holidays 87
50 Work Schedules 90
51 Smoking and Tobacco Products Policy 91
52 Tardiness and Unavoidable Absence 92
53 Assignments to the Work Schedule 92
54 Alternate Workplace Arrangements 93
55 Employee Meetings 94
56 Union/Management Meetings 94
57 Excused Absence for Union Meetings, Activities and Training 95
58 Communications 96
59 New Employee Orientation 96
60 Charitable Contributions and Savings Bond Campaigns 97
61 Technical Data and Directives 97
62 Orders, Instructions and Directives 97
63 Technical Inspection Reports/Surveys 98
64 Parking 98
65 Vehicle Registration 98
66 Government Furnished Vehicles 99
67 Use of Employer’s Facilities and Support 100
68 Immunity and Whistleblower Program 102
69 Dress Code 102
70 Work Related Tools and Clothing 103
71 Personal Property Claims 103
72 Dues Withholding 103
73 Drug/Alcohol and Blood Testing 106
74 Official Time for Negotiations of Mid-term and Successor Agreement 106
75 Effect of the Agreement 106
76 Publicizing the Agreement 108
77 Duration 108
78 Reopener 109

Appendix 110
A Grievance Form 111
39 Annual Leave 69




ACRONYMS

ADPE Automated Data Processing Equipment
AMEX American Express Card

ASO Air Station Order

CAO Civilian Affairs Office

CEAP Civilian Employee Assistance Program
CFR Code of Federal Regulations

CHPT Cherry Point

CHRO-E Civilian Human Resources Office - East
CID Criminal Investigation Division

CMR Consolidated Memorandum Receipt
COP Continuation of |Pay

CPM Civilian Personnel Manual

CPO Civilian Personnel Office

CSR Customer Service Representative

CSRA Civil Service Reform Act

DEP Data Entry Point

DOD Department of Defense

DON Department of Navy

DSRP Discontinued Service Retirement Program
EAP Employee Assistance Program

EEO Equal Employment Opportunity

EPA Environmental Protection Agency

FAS DOD Field Advisory Service

FECA Federal Employees' Compensation Act
FEFFLA Federal Employee's Family Friendly Leave Act
FEPCA Federal Employee Pay Comparability Act
FLRA Federal Labor Relations Authority
FLSA Fair Labor Standards Act

FMCS Federal Mediation and Conciliation Service
FMLA Family and Medical Leave Act

FSIP Federal Service Impasse Panel

FTR Federal Travel Regulations

GAO General Accounting Office

HRO Human Resources Office

ICTAP Interagency Career Transition Plan
JPAO Joint Public Affairs Office

JTPA Job Training Partnership Act

JTR Joint Travel Regulation




ACRONYMS

KPP Known Promotion Potential

KSA Knowledge, Skills and Abilities

LDO " | Leave Deciding Official

LER Labor and Employee Relations

LES Leave and Earning Statement

LWOP Leave Without Pay

MCABE Marine Corps Air Bases East

MCAS Marine Corps Air Station

MCO Marine Corps Order

MSPB Merit System Protection Board

OCPM Office of Civilian Personnel Management
OCPMINST Office of Civilian Personnel Management Instruction
oJT On the Job Training

OPF Official Personnel Folder

OPM Office of Personnel Management

OSHA Occupational Safety and Health Act
OWCP Office of Workers' Compensation Programs
PARS Performance Appraisal Review System
PASS Professional Airways Systems Specialists
PCL Prior Consideration List

PCMI President's Council on Management Improvement
PCS Permanent Change of Status

POV Privately Owned Vehicle

PPP Priority Placement Program

RIF Reduction in Force

RO Responsible Officer

RPL Re-employment Priority List

SCD Service Computation Date

SECNAVINST | Secretary of the Navy Instruction

SSN Social Security Number

TAD Temporary Assigned Duty

TDY Temporary Duty

TISD Telecommunications Information Systems Directorate
TQL Total Quality Leadership

TSR Telephone Service Request

USC United States Code

ULP Unfair Labor Practice

VAF Voluntary Applicants File

VERA Voluntary Early Retirement Act

VSIP \Voluntary Separation Incentive Pay




PREAMBLE

This inaugural Agreement signifies the Union's and Management's efforts to build a constructive
relationship for their mutual benefit, the benefit of the employees, and the benefit of their
customers. This Agreement will provide a framework for dealing with Telecommunications and
Information Systems Directorate {TISO) employees as a Bargaining Unit, enhancing employees'
working conditions, and raising the efficiency and effectiveness of the Agency's mission. It is
the Parties' sincere desire that this Agreement will enhance and support a participative
labor/management decision-making environment.



ARTICLE 1

PARTIES TO THE AGREEMENT

Section 1. This agreement is made by and between the Department of Defense (DOD), United
States Marine Corps, Marine Corps Air Station, Cherry Point, North Carolina (MCAS, Cherry
Point, NC), hereinafter referred to as Management, and the Professional Airways Systems
Specialists (PASS), hereinafter referred to as the Union,

Section 2. Management recognizes that the Union is the exclusive representative of all
employees in the Unit, as defined in Section 3 below and the Union recognizes the
responsibilities of representing the interests of all employees in the Unit without regard to race,
color, religion, sex, age, or national origin and without regard to labor organization membership
with respect to grievances, personnel policies, practices, procedures and other matters affecting
the morale and general working condition of employees in the Unit.

Section 3. The Professional Airways Systems Specialists (PASS) is the exclusive representative
of all employees in the Unit as follows:

a. The non-professional unit described in Federal Labor Relations Authority (FLRA)
Case AT-R0-30065, dated November 10, 1993.

b. Unit:

(2) Included: All employees of the Telecommunications and Information Systems
Directorate (TISD), Marine Corps Air Station, Cherry Point, North Carolina.

(2) Excluded: All professional employees; management officials; supervisors; and
employees described in 5 USC 7112(b)(2), (3), (4), (6) and (7).

If the unit as described in Section 3 is modified by the FLRA, this agreement shall apply to the
unit as modified, in accordance with applicable law, rule, and regulation.

Section 4. The telephone operators and all wage grade employees of TISD are not covered by
this agreement.

Section 5. Any units for which the Union is certified as the exclusive bargaining representative
shall, only by mutual agreement of the Parties, be covered by this agreement.



ARTICLE 2

EMPLOYEE RIGHTS AND RESPONSIBILITIES

Section 1. Each employee shall have the right to form, join, or assist any labor organization, or
to refrain from any such activity, freely and without fear of penalty or reprisal, and each
employee shall be protected in the exercise of such right. Except as otherwise provided under
Title 5 USC, Chapter 71, such right includes the right:

a. toact fora labor organization in the capacity of a representative and the right, in that
capacity, to present the views of the labor organization to heads of agencies and other officials of
the executive branch of the Government, the Congress, or other appropriate authorities; and

b. to engage in collective bargaining with respect to conditions of employment and
matters under Executive Order 12871 through representatives chosen by employees under Title 5
USC, Chapter71.

Section 2. Management shall take appropriate action to assure that employees are apprised of
their rights under 5 USC, Chapter 71, government-wide rules, and regulations, Executive Order
12871, and any and all partnership council agreements affecting the Bargaining Unit.
Management shall ensure:

a. thatno interference, restraint, coercion, or discrimination is practiced against any
employee in the exercise of his/her rights under 5 USC, Chapter 71; and

b. noencouragement or discouragement of membership in the Union by discrimination
in connection with hiring, tenure, promotion, or other condition of employment shall occur.

Section 3. The initiation of a grievance in good faith by an employee will not reflect adversely
on the employee's loyalty, reputation, or performance evaluation.

Section 4. Employees shall be released from work, unless workload necessitates otherwise,
without charge to leave, to seek the assistance of a Union representative, Civilian Human
Resources Office - East (CHRO-E), Equal Employment Opportunity (EEO) Office, and Civilian
Employee Assistance Program (CEAP) staff regarding work-related matters of personal concern
to theemployee.

tion
a. Each Bargaining Unit employee has the right, regardless of union membership, to

bring matters of personal concern to the attention of appropriate management officials in
accordance with applicable laws and government-wide rules and regulations.



b. Employees shall have the right to communicate and consult with a Union
representative on matters pertinent to this Agreement or other laws, rules, regulations, policies or
practices that affect the employeés conditions of employment. Management agrees that unit
employees wishing to communicate and consult with a Union representative may do so during
his/her working hours at the employee's work site or other suitable area. To do so during regular
working hours, he/she shall request time from his/her supervisor. The employee's supervisor
will normally grant time unless workload necessitates otherwise. If permission is denied due to
workload, the supervisor will advise the employee of the reason for denial and inform him when
he can reasonably expect to communicate with a Union representative. The supervisor will not
deny or delay for arbitrary or capricious reasons, the right to consult and communicate.

Section 6. The employee shall be given the opportunity to be represented by the Union at:

a. any formal discussion between one or more representatives of the agency and one or
more employees in the unit or their representatives concerning any grievance or any personnel
policy or practices or other general conditions of employment; or

b. any examination of an employee in the unit by a representative of the agency in
connection with an investigation if;

(1) the employee reasonably believes that the examination may result in disciplinary
action against the employee; and

(2) the employee requests representation.

The Union representatives shall have the right to participate fully in such discussions and
examinations; however, management has the right to insist that the employee, and not his or her
representative, respond to questions asked in the investigators examination.

Section 7. Any employee has the right to present their views to the Congress, the Executive
Branch, or to other appropriate authorities without fear of penalty or reprisal.

Section 8. Employees shall have the right to direct and/or fully pursue their private lives and
personal beliefs without interference, coercion or discrimination by Management, provided a
conflict of interest in accordance with 5 CFR 735 does not exist.

Section 9. A tape recording or other electronic means of obtaining records of conversations
between a supervisor, an employee and/or his/her Union representative shall not be utilized
without the consent of both Parties. If a transcript or summary is prepared, the employee or
representative will be provided a copy.

Section 10. For matters not covered by the negotiated grievance or appeal procedure, a
Bargaining Unit employee is not precluded from being represented by an attorney, or other
representative of the employee's own choosing.



Section 11. Management and the Union agree that all provisions of this Agreement shall be
applied fairly and equitably and without discrimination or regard to membership in the Union to
all employees in the Bargaining Unit.

Section 12. Unit employees are encouraged to support efforts to ensure timely completion of
jobs, to increase productivity, to promote regular attendance, to improve the quality of
workmanship, and to eliminate unsafe working habits to prevent accidents.

Section 13. Normally Bargaining Unit employees will be answerable to one supervisor. If
Management decides to change this policy, in order to avoid conflicts of work assignments, an
employee shall be told by the above supervisor who he/she is answerable to for any assigned
task.

ARTICLES3

REPRESENTATIONRIGHTS ANDDUTIES OF AGENCI

AND L ABOR ORGANIZATIONS

Section 1.

a. A labororganization which has been accorded exclusive recognition is the exclusive
representative of the employees in the unit it represents and is entitled to act for, and negotiate
collective bargaining agreements covering, all employees in the unit. An exclusive
representative is responsible for representing the interests of all employees in the unit it
represents without discrimination and without regard to labor organization membership.

b. An exclusive representative of any appropriate unit in an agency shall be given the
opportunity to berepresented at:

(1) any formal discussion between one or more representatives of the agency and one
or more employees in the unit or their representatives concerning any grievance or any personnel
policy or practices or other general condition of employment; or

(2) any examination of an employee in the unit by a representative of the agency in
connection with an investigationif:

(@) the employee reasonably believes that the examination may resultin
disciplinary action against theemployee; and

(b) the employee requests representation.



c. Each agency shall annually inform its employees of their rights under subsection b(2)
of this section.

d. Any agency and any exclusive representative in any appropriate unit in the agency;
through appropriate representatives, shall meetand negotiate ingood faith for the purposes of
arriving at a collective bargaining agreement. In addition, the agency and the exclusive
representative may determine appropriate techniques, consistent with the provisions of section
7119 of 5 USC, to assist in any negotiations.

e. Therights of an exclusive representative under the provisions of this section shall not
be construed to preclude an employee from:

(1) being represented by an attorney or other representative, other than the exclusive
representative, of the employee’'s own choosing in any grievance or appeal action; or

(2) exercising grievance or appellate rights established by law, rule, or regulation;
except in the case of grievance or appeal procedures negotiated under 5 USC, Chapter 71.

Section 2. The duty of an agency and an exclusive representative to negotiate in good faith
under section 1 of this article shall include the obligation:

a. toapproach the negotiations with a sincere resolve to reach a collective bargaining
agreement;

b. to be represented at the negotiations by duly authorized representatives prepared to
discuss and negotiate on any condition of employment;

c. tomeet at reasonable times and convenient places as frequently as may be necessary,
and to avoid unnecessary delays;

d. inthe case of an agency, to furnish to the exclusive representative involved, or its
authorized representative, upon request and, to the extent not prohibited by law, data:

(1). which is normally maintained by the agency in the regular course of business;

(2) which is reasonably available and necessary for full and proper discussion,
understanding, and negotiation of subjects within the scope of collective bargaining; and

(3) which does not constitute guidance, advice, counsel, or training provided for
management officials or supervisors, relating to collective bargaining; and

e. ifagreement is reached, to execute on the request of any party to the negotiation a

written document embodying the agreed terms, and to take such steps as are necessary to
implement such agreement.
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Section 3. The Union retains all its rights under 5 USC, Chapter 71, and Executive Order
12871.

ARTICLE4

MANAGEMENT RIGHTS

Section 1. Subject to section 2 of this article, nothing in 5 USC, Chapter 71, shall affect the
authority of any management official of any agency:

a. todetermine the mission, budget, organization, number of employees, and internal
security practices of the agency; and

b. inaccordance with applicable laws:

(2) to hire, assign, direct, layoff, and retain employees in the agency, or to suspend,
remove, reduce in grade or pay, or take other disciplinary action against such employees;

(2) to assign work, to make determinations with respect to contracting out, and to
determine the personnel by which agency operations shall be conducted;

(3) with respect to filling positions, to make selections for appointments from:
(a) among properly ranked and certified candidates for promotion; or
(b) any other appropriate source;and

(4) to take whatever actions may be necessary to carry out the agency mission during
emergencies.

Section 2. Nothing in this article shall preclude any agency and any labor organization from
negotiating:

a. atthe election of the agency, on the numbers, types, and grades of employees or
positions assigned to any organizational subdivision, work project, or tour of duty, or on the
technology, methods, and means of performing work;

b. procedures which management officials of the agency will observe in exercising any
authority under this section; or

c. appropriate arrangements for employees adversely affected by the exercise of any
authority under this article by such management officials.

11



ARTICLES

GRIEVANCE PROCEDURE

Section 1. It is the intent of Management and the Union that all employees be given full
consideration of their grievances arising out of conditions of employment. In this regard,
Management will apply all policies, rules, regulations, laws, Executive Orders, and all terms of
this Agreement fairly and equitably to all Bargaining Unit employees. It is intended that
Management and the Union will recognize and exercise their respective responsibilities to
resolve these grievances and other disputes that arise between the parties at the lowest possible
level, in an effort to maintain the efficiency of the service. Inasmuch as dissatisfactions and
disagreements arise occasionally in any work situation, the filing of a grievance, complaint, or
appeal shall not be construed as reflecting unfavorably on an employee's good standing, his/her
performance or his/her loyalty or desirability for employment. Participants will be free from
restraint, interference, coercion, discrimination, or reprisal action for participating in grievance
proceedings.

Section 2. This grievance procedure is the exclusive procedure available to the parties and
employees in the Bargaining Unit for resolving grievances, except as limited or modified by
Sections 4 and 6. This article provides the procedure for the timely consideration of grievances.
Any employee, group of employees within the Bargaining Unit, or the Parties may file a
grievance under this procedure. Grievances must be filed within fifteen (15) calendar days after
the occurrence of the event giving rise to the grievance or when the aggrieved employee first
became aware of the matter giving rise to the grievance. A grievance concerning an ongoing
matter is not subject to this restriction. Except as provided in Section 5, only the Union may
represent an employee in processing a matter through this procedure. The Parties shall cooperate
to resolve grievances at the earliest possible time and at the lowest possible level.

Section 3. A grievance shall be defined as any complaint:

a. by any Bargaining Unit employee concerning any matter relating to the employment
of the employee (the matter must personally affect the employee).

b. by the Union concerning any matter relating to the employment of any Bargaining
Unit employee; or

c. by aBargaining Unit employee, group of employees, the Union, or Management
concerning:

(1) The effect or interpretation, breach or claim of breach, of thecollective
bargaining agreement; or

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

12



Section 4. Excluded from this procedure are:

a. Any claimed violation of matters relating to prohibited political activities (Subchapter
I11 of Chapter 73: Title 5 USC);

b. Retirement, life insurance, or health insurance;

c. Asuspension or removal relating to national security matters (7532 of Title 5);
d. Anyexamination, certification, or appointment;

e. Theclassification of any position which does not result in the reduction in grade or
pay of an employee; or

£ Any other matters or procedures specifically excluded by law or by this Agreement.

Section 5. Any employee or group of employees in the Bargaining Unit may submit a
grievance(s) to Management without Union representation. However, the following criteria

apply:

a. Theemployee or group of employees must indicate on the grievance form at each
step of the grievance process that Union representation is not desired;

b. The employee or group of employees in accordance with statute, must represent
themselves and will not be entitled to any other representative;

c. Management shall provide the Union the opportunity to be present, to ask questions,
to make relevant remarks, and to represent the Union's position during the grievance
proceedings;

d. The decision shall not be inconsistent with law and the terms of this Agreement.

e. Theemployee or group of employees cannot process the grievance to arbitration.
Only the Union can decide to process a grievance to arbitration on their behalf.

Section 6. Any final grievance decision which the Union contends is contrary to the Agreement
may be processed directly to arbitration by the Union and the grievance decision shall not be
enforced until the dispute is resolved.

a. Management shall notify the Union that the final decision is available at the same
time it is forwarded to the employee(s). The implementation of the grievance decision shall not
be enforced for six (6) workdays pending the Union's review of the grievance decision for
compliance with laws, rules, government-wide regulations, and the collective bargaining
agreement.

13



b. If a dispute arises during the review process, the Union shall deliver notification of
the dispute to CHRO-East no later than noon of the sixth day. The grievance decision shall not
be enforced until the dispute is resolved in accordance with this section.

Section 7. An aggrieved employee affected by a prohibited personnel practice (5 USC 2302
(b)()), a removal or reduction in grade based on unacceptable performance (5 USC 4303), or
other adverse actions such as removal, suspension for more than fourteen (14) days, reduction in
grade, a reduction in pay, and a furlough of thirty (30) days or less, (5 USC 7512) may at his/her
option raise the matter under a statutory appellate procedure or the Negotiated Grievance
Procedure, but not both. For the purpose of this section, an employee shall be deemed to have
exercised his/her option under this section only when the employee files a timely notice of
appeal under the appellate procedures or files a timely grievance in writing under this Negotiated
Grievance Procedure. Employees exercising their appellate rights under the MSPB procedures
must file an appeal with the MSPB within the time frames allowed in accordance with applicable
regulations. Selection of the Alternate Dispute Resolution (ADR) or the Negotiated Grievance
Procedure in no manner prejudices the right of the aggrieved employee to request, as
appropriate, the MSPB or EEOC to review the final decision in the case of any personnel action
that could have been appealed to the MSPB or the EEOC. For purposes of seeking review by the
MSPB or EEOC, the decision of the activity head in the Negotiated Grievance Procedure will be
considered the final decision, in the absence of the timely invocation of arbitration. Nothing in
this agreement shall constitute a waiver of any further appeal or review rights permissible under
the Statute.

Section 8. Atany step of the grievance procedure both parties shall have the right to call a
reasonable number of relevant witnesses who have knowledge of the issue(s) involved.
Witnesses who are employees of the Agency shall suffer no loss of pay or leave for the time
spent in attendance at such hearings. Arrangement for the appearance of witnesses will be made
five (5) days in advance of a hearing to permit the release of the employees from work.
Obtaining relevant witnesses who are not employees of the Agency will be the responsibility,
and at the expense of the party calling such witnesses.

Section 9. The employee and his/her representative shall be given a reasonable amount of
official time for grievance preparation which will be recorded for time keeping purposes as such.
Upon request, a Union representative and/or an aggrieved employee may be odd shifted to allow
for such preparation during both the representative's and the employee's duty time. Grievance
hearings will normally be conducted during day shift hours and overtime will not normally be
paid for the purpose of conducting a grievance hearing. The time a Union representative uses for
grievance preparation and for attending grievance hearings will be recorded as official time as
described in Article 3.

Section 10. Grievances Filed by the Employee

Step 1. An aggrieved employee and/or a Union representative shall present the grievance
in writing (on appropriate form) to the employee's immediate supervisor within fifteen (15) days

14



after the event giving rise to the grievance. The grievance will identify the issue(s) involved,
including the pertinent Article(s) andsection(s) of the Agreement and/or regulations, ifany and
iIfknown, and the corrective action desired. Upon submission of the grievance, the supervisor
willmeetwiththe employee and hisunionrepresentative within three (3) workdays, after receipt
to attempt resolution and will give a written decision (on appropriate form) within five (5)
workdays after the discussion.

Any Union initiated grievance filed by the Union President or his/her designee over the
interpretationorapplication ofthe provision ofthis Agreement shall be filed with the TISO
Director, at Step 3ofthis Agreement.

Step 2. If asatisfactory settlement is not reached at Step 1, the employee, or his union
representative, shall submit the grievance form submitted at Step 1 to the second-level
supervisor, within three (3) workdays after the Step 1 decisionisrendered. The second-level
supervisor shall meetwith theemployee and hisrepresentative, to discuss the grievance within
three (3) workdays, after receipt, and other desired Management personnel and conducts a
hearing onthegrievance. Thesecond-level supervisor shall giveawritten decision within five
(5) workdays after the hearing.

Step 3. If asatisfactory settlement is not reached at Step 2, the employee or his union
representative, shall submitthe grievance form submitted at Step 2tothe TISD Director, within
three (3) workdays after the Step 2 decision has been rendered. The grievance may be amended
toreflectany additions but relevantissues. The TISO Director shall either satisfy the grievance
or arrange to meet within five (5) workdays of receipt of the grievance with the aggrieved
employee andthe union representative and other desired Management personnel and conducta
hearing on the grievance. The TISO Director shall render a written decision within five (5)
workdays after the hearing.

Step 4. If a satisfactory settlement is not reached at Step 3, the employee or his union
representative, shall submit the grievance form submitted at Step 3 to the Commanding General
viaCHRO-E, Labor and Employee Relations Office within five (5) workdays after receipt of the
Step 3 decision. Issues not discussed at Step 3 will not be considered. The Commanding
General or his/her designated representativeshall, within seven (7) workdays after receipt of the
grievance, either satisfy the grievance or meet with the aggrieved employee and the Union
representative and desired Management and conduct a hearing on the grievance. The
Commanding General or his/her designee (an official with authority to resolve the matter) shall
renderawritten decision withinseven (7) workdays after the hearing.

Section 11. Grievances Filed by the Union or Management

Inthe case ofany grievance involving the interpretation orapplication of any agreement between
the parties, which the Union may have against the Employer, or which the Employer may have
against the Union, the moving party shall submit the grievance by certified mail or hand deliver
awritten copy of the grievance to the other party.

a. GrievancesFiledbytheUnion

15



Step 1. In the case of a Union-filed grievance, the grievance shall be addressed to the
Commanding General via CHRO-E: Labor and Employee Relations Office. An advance copy of
the grievance shall be filed with the TISD Director or designee within fifteen (15) calendar days
of the event giving rise to the grievance or within fifteen (15) calendar days after the date the
Union had knowledge of the event giving rise to the grievance and shall provide the following
information.

(1) the facts upon which the grievance is based;

(2) the Article and/or Section, if any, of the agreement alleged to have been violated,
and;

(3) the corrective actionsought.

Such notice shall satisfy the fifteen (15) calendar day filing requirement. The Director and the
Union have five (5) workdays to make every effort to resolve the grievance informally.

Step 2. If the parties are unable to resolve the grievance within the time permitted in Step
1, the Union shall file the formal grievance with the Commanding General via CHRO-E, Labor
and Employee Relations Office. The Commanding General or designee shall either sustain the
grievance or meet with the Union and conduct a hearing on the grievance. The Commanding
General or designee shall render a written decision within twelve (12) workdays following the
date CHR.O-E received the grievance.

Step 3. If the Union is not satisfied with the answer, it may request that the matter be
submitted to arbitration under Section 14.

b. Grievances filed by Management

Step 1. In the case of a Management-filed grievance, the grievance shall be addressed to
the Union's National President or designee. Anadvance copy of the grievance shall be filed with
the local chapter President or designee within fifteen (15) calendar days of the event giving rise
to the grievance or within fifteen (15) calendar days after the date Management had knowledge
of the event giving rise to the grievance and shall provide the following information:

(1) the facts upon which the grievance is based,

(2) the Article and/or Section, ifany, of the agreement alleged to have been violated,
and

(3) the corrective action sought.

16



Such notice shall satisfy the fifteen (15) calendar day filing requirement. Management and the
local chapter President or designee shall have five (5) workdays to make every effort to resolve
the grievance informally.

Step 2. If the parties are unable to resolve the grievance within the time peml1itted in
Step

I, Management shall file the formal grievance with the Union's National

President or designee. The National President or designee shall either sustain

the grievance or meet with Management and render a written decision within

twelve (12) workdays following the date the National President received the

grievance.

Step 3. If Management is not satisfied with the answer, it may request
that the matter be submitted to arbitration under Section 14.

Section 12. Grievances Concerning Adverse Actions

In the case of any grievance concerning adverse actions or actions based on unacceptable
performance, the grievance shall be submitted beginning with the Commanding General level.
The grievance shall be submitted within fifteen (15) calendar days of the effective date of the
action. In the case of a grievance concerning a suspension exceeding fourteen (14) calendar
days or furlough, the grievance shall be submitted within fifteen (15) calendar days of the last
day of the suspension or furlough. If the Commanding General does not satisfy the grievance,
arrangements will be made to meet with the aggrieved employee and the Union representative
and other desired Management personnel and conduct a hearing on the grievance. The
Commanding General shall render a written decision within fifteen (15) workdays after
receipt of the grievance. The written decision shall be delivered by certified mail to the
employee and the appropriate Union representative. If the Union is not satisfied with
Management's decision, it may request that the matter be submitted to arbitration.

Section 13. In the event either party should declare a grievance non-grievable, the original
grievance shall be amended with an attachment to include the issue. Management shall raise
the issue of grievability prior to the final step of the grievance procedure. All disputes or
questions of grievability/arbitrability shall be referred as threshold issues in the related
grievance.

Section 14. Arbitration. If a satisfactory settlement is not reached at the
final step of the grievance procedure, the following procedures will apply:

a. The party who desires to initiate arbitration on a grievance shall notify the other party,
in writing, of its intent. The notice must be made by certified mail within twenty-five (25) calendar
days of receipt of the last decision on the grievance. A Union arbitration request shall be
addressed to the Commanding General, in care of CHRO-E, Labor and Employee Relations Office
and a Management arbitration request shall be addressed to the Union National President.

b. Notices of arbitration by either party must state the specific unresolved issue(s) that

will be placed before the arbitrator. Only those issues not resolved in previous steps will be
submitted to arbitration. If the parties fail to agree on a joint submission of the issue(s) for
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arbitration, each party shall submit a separate submission and the arbitrator shall determine the
issue(s) to be heard.

c. The Parties will maintain a panel of three (3) mutually acceptable arbitrators. Either
Party may unilaterally remove an arbitrator from the panel and another arbitrator shall be
mutually selected to fill the vacancy by alternately striking names from a list until one remains.

d. Within fifteen (15) calendar days of the receipt of the request for arbitration,
an arbitrator shall be selected from the panel by the Parties or by alternately striking names
until one remains.

e. The grievability or arbitrability disputes may be referred to an arbitrator for
resolution under this article. The arbitrator shall decide the grievability or arbitrability issue
first, before hearing the merits of the case. If the dispute is found to be grievable/arbitrable,
the arbitrator will be authorized to decide any remaining issue(s) in the original dispute.

f.  The grievance shall be heard by the arbitrator as promptly as practicable on a
date and a site mutually agreeable to the Parties.

g. Arbitration hearings shall be conducted normally during day shift hours, Monday
through Friday, except on holidays. Overtime will not normally be authorized for attendance
at these hearings, unless the arbitrator determines the hearing will extend beyond normal
duty hours. Employees serving as Union representatives, aggrieved employee(s), and
witnesses shall be excused from duty to participate in an arbitration proceeding at the Air
Station, without loss of pay or leave. The Union and Management shall have the right to call
relevant employee witnesses to testify at the arbitration hearing. Only the minimum number
of witnesses necessary to present all pertinent information will be requested.

h. The arbitrator's fee and expenses shall be borne equally by the parties.
Management will furnish adequate facilities for the arbitration hearing. If either party
provides for averbatim transcript to be made, that party shall bear the expenses of the
transcript process. Either Party desiring a copy of the transcript will bear only the expense of
reproduction of the copy or copies obtained. The Parties will share equally the cost of the
transcript, if any, supplied to the arbitrator.

i. The arbitrator shall confine himself/herself to the precise issue submitted for
arbitration and shall have no authority to determine any other issues not so submitted to him/her.
In matters covered under 5 USC 4303 and 7512, which have been raised under the negotiated
grievance procedures of this article, an arbitrator shall be governed by 5 USC 770I(c)(l). With
regard to cases involving disciplinary action, the arbitrator may mitigate the penalty to conform
to his/her decision provided it is consistent with law, rule, government wide regulation.

J.  The arbitrator will be requested to enter an opinion and award to the Union and

Management, as quickly as possible, within thirty (30) calendar days after the conclusion of
the hearing unless the parties agree otherwise. The arbitrator’s decision is final and binding.

18



Acrbitrators shall have no power to add to, subtract from, or modify any of the terms of this
Agreement; such right is invested in the contracting parties only.

k. Should either party refuse to participate in the arbitration process, the other party may
present the case to an arbitrator, who shall have the authority to render a binding decision.

1. Either party to this Agreement may file exceptions to an arbitrator's award under
regulations prescribed by the Federal Labor Relations Authority for the purpose.

Section 15. Failure of Management to meet the time limits prescribed in this Article shall permit
the employee, or the Union, or the grievant, to move the grievance to the next step of the
procedure. Failure of the employee or the Union to meet the time limits prescribed in this
Atrticle shall constitute withdrawal and termination of the grievance. Termination of said
grievance shall have no bearing on future grievances of similar nature. Extension of time limits
in this Article may be mutually agreed upon by the Parties.

Section 16. Management shall, upon written request, provide the Union with payroll and other
records, normally maintained by Management, pertinent to any grievance or prospective
grievance for the purpose of substantiating the contentions or claims of the parties regarding a
specific grievance or to determine whether a grievance should be filed, insofar as permissible
without violating applicable laws or regulations. Requests by the Union for copies of such
records shall be reasonable and related to the resolution or substantiation or claim of the
grievance. In cases where a grievance has been filed, requests for records should be furnished as
soon as possible after requested, but normally not later than three (3) workdays. When records
are requested at least three (3) workdays prior to a scheduled hearing and the records are not
readily available prior to the hearing, the hearing will be delayed upon request of the Union until
the records are made available. If the records are not available within ten (10) workdays, the
Union may request a hearing without delay.

Section 17. An international representative of the Union may participate in grievance hearings,
provided such participation does not result in any cost to the Agency.

Section 18. A Management grievance concerning the interpretation or application of provisions
of this Agreement shall be submitted, in writing, by the Commanding General, or his/her
designee, to the Union President. Such grievances must be delivered within the time limit
outlined in Section 2 and contain the minimum information required for grievances submitted
under Section 10. The time frame in Section 11, Step 2, apply. Any issue not resolved by the
Union decision may be referred to arbitration provided the referral is made within ten (10)
workdays of the Commanding General's or his/her designee, receipt of the Union decision. Any
time limits in this Section may be extended by mutual agreement of the parties.

Section 19.  Time limits in this article may be extended only by mutual agreement of the Parties.

Section 20. The Parties retain their rights under 5 USC 7122 and 7123.
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ARTICLE6

DISCIPLINARY ACTION

Section 1. The purpose of discipline is to correct the offending action of the employee. For the
purpose of this Article, a disciplinary action is defined as a written reprimand or suspension of
fourteen (14) days or less. An oral admonishment, oral reprimand, letter of requirement, or letter
of caution/warning are not considered formal discipline and are not maintained in the employee's
Official Personnel Folder (OPF). These actions are grievable in accordance with Article 5,
Grievance Procedure, and Section 6 of this Article. Where formal discipline is not required to
effect needed corrections, a non-disciplinary action, such as counseling or letter of caution may
be given. In each instance it is the intent of the parties that discipline be imposed in a fair and
equitable manner and that like remedies for like offenses will be imposed except where the
circumstances between cases are sufficiently different.

Section 2. Management shall stay a disciplinary action defined in Section 1 of this Article upon
written notification by the Union or employee of intent to grieve the matter through the
negotiated grievance procedure. Notification of intent to grieve a disciplinary action must be
submitted within five (5) workdays of receipt of disciplinary action and/or decision on proposed
disciplinary action. This Section excludes all actions taken under the "crime provision" of 5
USC 7513(b)(1).

Section 3. Disciplinary actions shall be taken only for just cause and be fair and equitable. They
shall be governed by 5 USC Chapter 75. A complete pre-action investigation will be made by
Management prior to initiating a contemplated formal disciplinary action against an employee.
At least five (5) calendar days prior to any pre-action investigative discussion or questioning
with any employee on a matter relating to a disciplinary action, the employee will be advised in
writing of such and of the right to be represented by a Union representative. Upon request, the
employee shall be granted time to seek Union representation, and the employee's Union
representative will be given an opportunity to fully represent the employee in accordance with
applicable law and government-wide rule and regulation regarding the matter. In addition, the
following employee rights shall apply to all fact finding investigations conducted by the Agency:

a. When the person being interviewed is accompanied by a Union representative, the
role of the representative includes, but is not limited to, the following rights:

(1) toclarify questions;
(2) to clarifyanswers;
(3) to assist the employee in providing favorable or extenuating facts;

(4) tosuggest other employees who have knowledge of relevant facts; and
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(5) to advise the employee.

b. When a pre-action investigation is being conducted and where the employee is a
potential recipient of disciplinary action, the employee shall be advised by the investigator of the
general nature of the interview, and may request to be represented by the Union prior to making
any oral or written statement at any time during the investigation.

c. Inan interview involving possible criminal conduct where prosecution has been
declined by appropriate authority, at the beginning of the interview the employee shall be
advised that failure to participate in the interview could lead to administrative action being taken
against them.

d. The employee and/or his/her representative, upon request, shall receive all evidence
relied upon by Management in proposing any disciplinary action. Management shall also
provide the employee, upon request, all evidence that is favorable to the employee and related to
the reasons for the proposed action. After a disciplinary action has been proposed, any new
evidence which will amend or create a new allegation or reason for the proposed action, will
require a new proposed action, if such action is to be relied upon by Management. If
Management is to rely upon any other evidence after proposing a disciplinary or adverse action,
the employee or his/her representative will be provided an opportunity to respond to such new
evidence. In all third party proceedings, Management will make all witnesses within their
cognizance available, upon request by the Union, for participation in such proceedings.

e. Ifasupervisor keeps a personal log containing entries which are filed by personal
identification, the supervisor shall inform the employee that such a log is being kept and the
nature of the entries.

(1) Supervisory records and notes that are filed by personal identification and used to
support a disciplinary action will be made available to the employee at the earliest practicable
time but no later than ten (10) workdays after such documents are made. A copy of the
documents will be furnished to the employee upon request.

(2) If supervisors make a personal decision to keep documents on employees,
these documents will be maintained in a secure fashion and will not be circulated or reviewed
outside the employee's chain of command.

Nothing in this section is intended to impede any investigation.

Section 4. Disciplinary actions shall be effected in a prompt, fair, and equitable manner, only
for just cause, and with the employee's rights fully protected. In deciding what, if any penalty is
appropriate, Management must give consideration to all factors involved, including gravity and
frequency of the offense; the existence of mitigating circumstances, and the employee's previous
disciplinary record. To the extent applicable, Management shall consider whether action agrees
with the justice in a particular situation, the nature of the position occupied by the employee, and
the years of service with the Agency. Management will propose disciplinary action promptly;
only for specific cause; and with the employees rights protected. Additionally, should
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From:

Sent:

To:

Cc: -
Subject: Notification

To: Commanding Officer, Marine Corps Air Station Cherry Point, NC

Subj: Intent to Grieve, Proposed Suspension from Employment.
Ref: (a). Negotiated Agreement between PASS-250 and Marine Corps Air Station, Cherry
Point, NC.
(b). Decision on notification of proposed suspension from employment, Itr 12751 dtd
10 Jan 07.

1. This is to inform Management that we intend to grieve said "Proposal™ (Ref. b.) in
accordance with the Collective Bargaining Agreement, Art. 6, sec. 2.

R1

PASS 250/252



Management propose disciplinary action more than twenty (20) days from the date of the
infraction or from when Management first became aware of the infraction, Management shall
provide written reason(s) to the Union for exceeding this reasonable timeframe; however,
nothing shall preclude Management from initiating discipline. The employee may grieve such
an action under Article 5, Grievance Procedure.

Section 5. The effective date of any disciplinary action shall not be less than seven (7) workdays
from the receipt by the employee of the decision on the proposed discipline. Nothing shall
prevent management from continuing to hold an employee accountable for meeting the standards
established for their work performance.

Section 6. Letters of reprimand shall be retained in the OPF not to exceed one (1) year. In no
case will Management base disciplinary action on prior misconduct or derelictions which have
not been made known to the employee through formal or informal disciplinary action. When an
oral reprimand/admonishment is received, the employee shall have the right to grieve exceptions
to the content of such actions in accordance with Article 5.

Section 7. In all formal disciplinary actions employees shall have the right to raise any defense
allowed by applicable law, government-wide rule, regulation or this Agreement.

Section 8. In addition, the following procedures will be applied to suspensions of fourteen (14)
days duration or less. These procedures do not apply to suspensions governed by 5 CFR
752.404.

a. The employee must receive written notice of the proposed action ten (10) calendar
days prior to the effective date of the disciplinary action. This notification will detail the specific
reasons for any proposed suspensions in a manner which will enable the employee to understand
and defend himself against all charges made. Upon request, the employee will also be furnished
with copies of all pertinent portions of all written documents which contain evidence relied on
by Management and/or which form the basis for the charges.

b. Anemployee may make an oral or written reply within five (5) workdays of receipt
of the proposed disciplinary action, a summary of which will be included in the decision letter.

c. Seven (7) workdays before discipline is effected, the employee shall receive a copy of
the written decision, stating the specific reasons for the suspension. This decision shall be based
solely upon the reasons and grounds specified in the notice of the proposed action. All
information presented to deciding official, including medical documentation, will be considered
when rendering decision.

Nothing in this section shall preclude Management from initiating or effecting disciplinary
actions.

Section 9. In order to promote due process and fairness, the proposmg official anddeciding
official shall be different in adisciplinary case.
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Section 10. Grievances pertaining to disciplinary actions described in Section 1 of this Article
can only be processed through the Negotiated Grievance Procedure, Article 5, of this Agreement,
andwill be introduced at the appropriate next level above where the action was effected, but not
higherthanthe Directorate. When grieving suspensions, the lastday of the suspension shall be
used to compute the time frame for filing agrievance. For all other disciplinary actions receipt
ofthe notification of the action shall be used to compute the time frame for filing agrievance.

ARTICLETY

ADVERSE ACTION

Section 1. Under regulations prescribed by the Office of Personnel Management (OPM), an
agency may take an adverse action against an employee only for such cause as will promote the
efficiency of the service. Adverse actions shall be taken only for just cause, shall show a nexus
to employment, when applicable, and shall be fair and equitable in administration. Any such
action taken against an employee also must meet all statutory requirements imposed by
Subchapter 11 of Chapter 75 of Title 5 USC, the implementing regulations of OPM, and the terms
and conditions of this Agreement. The term "adverse action" as used in this Agreement has the
same meaning and application to employees as provided in5 USC, Section 7511 and 7512, as
amended by Public Law 95-454; and except as otherwise provided in Section 7512, includes the

following actions:

a. Aremoval;

b. Asuspension of morethan fourteen (14) days;

¢. Areductioningrade;

d. Areductioninpay;and

e. Afurlough of thirty (30) daysor less.
These adverse action procedures apply only to those employees in the Unit who are in the
competitive service and notserving aprobationary or trial period under the initial appointment
or who have completed one (1) year of current continuous employment under other than a
temporary appointment limited toone (1) year or less. However, any employee, while working
inthe Unit, may be represented by the Union in other matters covered by this Agreement.

Reductionsingrade orremovalsunder5USC4303 (unacceptable performance) areexcluded
fromthis Article and are governed by the provisions of Article 12 of this Agreement.

Section 2. Acomplete pre-action investigation will be made by management prior to initiating a

contemplated formal adverse action againstanemployee. At leastfive (5) calendar days priorto
the pre-action investigation discussion or questioning with any employee onamatter relating to
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an adverse action, the employee will be advised in writing of such and of the right to be
represented by aunion representative. Onrequest, the employee shall be granted time to seek
Unionrepresentation, and theemployee's union representative will be given an opportunity to
fully representtheemployee inaccordance with applicable lawand government-wideruleand
regulation regarding the matter. In addition the following employee rights shall apply toall
investigations, including criminal investigations, conducted by the Agency, within the
boundaries of law, ruleand government-wideregulations:

a. Whentheperson beinginterviewed isaccompanied by aunion representative, inboth
criminal and non-criminal cases, the role of the representative includes, butis not limited to, the
following rights:

(1) to clarify questions;

(2) to clarify answers;

(3) toassisttheemployeeinproviding favorable or extenuating facts;

(4) tosuggest other employees who have knowledge of relevant facts; and
(5) to advisetheemployee.

b. When an investigation is being conducted and where the employee is a potential
recipient of adverse action, the employee shall be advised by the investigator of the general
nature ofthe interview, and may request to be represented by the Union in accordance with this
section prior to taking any oral or written statement at any time during the investigation.

c. Inan interview involving possible criminal conduct where prosecution has been
declined by appropriate authority, at the beginning of the interview the employee shall be given
his/her rights inaccordance with applicable law, rule and government-wide regulation. They
shall be warned that failure to participate inthe interview could lead to possible administrative
actionbeingtakenagainstthem.

d. Theemployeeand/or his/her representative, upon request, shall receive all evidence
relied upon by Management in proposing any adverse action. Management shall also provide
the employee, upon request, all evidence that is favorable to the employee and related to the
reasons for the proposed action. After anadverse action has been proposed, any new evidence
which will amend or create a new allegation or reason for the proposed action, will require anew
proposed action, if such action isto be relied upon by Management. If Management isto rely
upon any other evidence after proposing an adverse action, the employee or his/her
representative will be provided an opportunity to respond to such new evidence. Inthird party
proceedings, such as MSPB and/or arbitration, at the request of the Union, Management will
makeavailableanywitnesses identified by the Union, thatare within Management's cognizance.
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e. |If asupervisor keeps a personal log containing entries which are filed by personal
identification, the supervisor shall inform the employee that such a log is being kept and the
nature of the entries. Supervisory records and notes that are filed by personal identification and
used to support an adverse action will be made available to the employee, upon request. If

supervisors make a personal decision to keep documents on employees these documents Will be
maintained in a secure fashion and will not be circulated or reviewed outside the employee's
chainof command.

Nothing in this section is intended to impede any investigation.

Section 3. Adverse actions shall be effected in a prompt, fair, and equitable manner, only for
just cause; and with the employee’s rights fully protected. The preferment of more than one
charge for a single instance of misconduct is prohibited, except when the instance involves two
or more separate offenses. In deciding what, if any penalty is appropriate, Management must
give consideration to all factors involved, including gravity and frequency of the offense; the
existence of mitigating circumstances, and the employee's previous disciplinary record. To the
extent applicable, Management shall consider whether action agrees with the justice in a
particular situation, the nature of the position occupied by the employee, and the years of service
with the Agency. Management will propose adverse actions promptly; only for specific cause;
and with the employees rights protected. Additionally, should Management propose an adverse
action more than twenty (20) days from the date of the infraction or from when Management
first became aware of the infraction, Management shall provide written reason(s) to the Union
for exceeding this reasonable timeframe; however, nothing shall preclude Management from
initiating an adverse action.

Section 4. In all formal adverse actions employees shall have the right to raise any
defense allowed by applicable law, government-wide rule, regulations or this Agreement.

Section S. Upon request Management will make available for review to the employee and/or
his/her union representative, or other representative, the complete file relied upon by
Management to prepare a timely reply. A copy of the records which are or may be pertinent to
the case relied upon to support the adverse action will be made available upon request in a timely
manner, consistent with applicable laws.

Section 6. The following procedures will be applied to adverse actions.

a. An employee must receive written notice of the proposed action at least thirty (30)
calendar days prior to the proposed effective date of the adverse action (unless there is
reasonable cause to believe the employee has committed a crime for which a sentence of
imprisonment may be imposed, or for other reasons authorized by 5 USC 7513(b) and
regulations of OPM). The written notice must state specifically the reasons for the proposed
action and with what the employee is being charged; must inform the employee of his/her right
to review all pertinent material; must advise the employee of his/her right to answer orally and/or
in writing within ten (10) calendar days of the adverse action; and must advise the employee of
his/her rights to be represented by an attorney or other representative of their choice.

25



b. Employees shall be given a reasonable amount of official time to prepare an answer
and to secure affidavits.

c. The employee shall receive a copy of the written decision, stating specific reasons for

theactionandasummary oftheoral reply ifanoralreplywasgiven. Thisdecisionshallbe
based solely upon the reasons and grounds specified in the notice of the proposed action.

Section 7. In order to promote due process and fairness, the proposing official and deciding
official shall be different.

Section 8. Under provisions of 5 USC 7513(d), an employee against whom an adverse action is
taken is entitled to either, but not both:

a. make atimely appeal to the Merit Systems Protection Board (MSPB), or

b. consistent with provisions of 5 USC 7121(e)(1), use the negotiated grievance
procedure, and with the concurrence of the Union, may elect to have the Union process a timely
appeal to binding arbitration under Article 5 of this Agreement.

Once a written appeal is initiated under either procedure, the election may not be changed. The
Union may represent a unit employee in processing an adverse action appeal either to binding
arbitration under Article 5 or to the Merit Systems Protection Board. In grieving adverse action,
the grievance must be filed at the Commanding General level no later than fifteen (15) days after
the last day of suspension. In appealing an adverse action to the MSPB, the employee or his/her
representative must file the appeal within the applicable time limits allowed by 5 CFR 1201 after
the effective date of the action (the first day of the suspension is the effective date). Official
time shall be granted for processing appeals as provided above in accordance with Article 8.

ARTICLES

UNION REPRESENTATION

Section 1. Management will recognize the Union officers, representatives, and PASS
International Representatives designated by the Union to represent the Union in dealing with
Management concerning representational matters.

Section 2. Designation of the Union representatives will be patterned from the following:

a. First Level Supervision = Chapter 250 Vice President or designee;

b. Second Level Supervision, Department/Directorate and Command Level =Chapter
250 President or designee.
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Any representative may designate an alternate to act in his/her behalfin the representative's
absence. Representatives or designees specified in this Article shall be the only persons
authorized to represent the Unionin any dealings with Management at the levels designated.
Where a Union representative is designated to represent more than one organizational level,
he/she shall initially deal at the lowest level appropriate to the issues involved.

Section 3. The Union shall provide Management, onacurrentbasis, the namesof the
authorized Union representatives. IfaUnion representativeis unavailable, the Union will
designate an alternate Union representative for the interim period.

Section 4. For purposesofthis Agreement, officialtimeisdefinedasthattimegrantedforan
employee to perform representational duties during which the employee would otherwise be in a
duty status.

Section 5. Designated Union Representatives will be allowed official time to discuss grievances
andother appropriate representational matters withemployees orManagement officials. Itis
understood thatin accordance with law, official time willnot be granted for lobbying purposes.
Official time granted to Union representatives shall not be used for discussion ofany matter
connectedwiththeinternalmanagementoroperationof the Unionorthesolicitationof
membership. Thepartieswillensurethatofficialtime used by Unionrepresentativesfor
activities authorized by this Agreementis properly documented. The following official timeis
authorized:

a. TheChapter 250 President will be entitled up to forty percent (40%) official time to
perform representational duties.

b. TheChapter 250 Vice President will be entitled up to twenty percent (20%) official
time to performrepresentational duties.

. Therewillbefive (5) representatives identified by the Union, notincluding the
President and Vice President, who will be allowed 10 percent (10%) official time each to
perform representational duties on a case by case basis. Designees for the President and Vice
Presidentwillbe selectedfromthese five representatives. Adesignee acting onbehalfof
the primary representative insection2(a) and (b) will be entitled to the official time
identifiedin sectionS(a)and (b).

d. Whenaunion representative who is an employee of TISD is involved in formal
grievance discussions, arbitration hearings, or other official meetings with Management that
- extend beyond the time limits provided above, upon request, he/she shall be granted the
additional time required to complete those discussions, hearings, or meetings.

e. Additionally, the abovetimelimitationsforthe UnionRepresentativesmay be
extended in the following way:

1) The Union may request additional time as considered appropriate. Such requests
will be directed to CHRO-E, Labor and Employee Relations Office. Atelephone call or other
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expedient means of communication may be used by the Union for such a request. This is to be
followed by a written request such as electronic mail, memorandum, or letter.

(2) Ifthe Union representative isauthorized additional time, the Union and the Union
representative's immediate supervisor will be informed by CHRO-E, Labor and Employee
Relations Office, within twenty-four (24) hours of the amount of time granted. If the Union
Representative is denied the additional time, the CHRO-E, Labor and Employee Relations Office,
will provide, within twenty-four (24) hours, the reason for denial. In either case a telephone call or
other expedient means of communication may be used by CHRO-E, Labor and Employee Relations
Office, for such notification. This is to be followed by written notification from the denying official
such as electronic mail, memorandum, or letter.

f.  Time spent by Union officers or representatives in scheduled negotiation sessions
with Management, subject to the conditions of Article (74), will not be charged against the above
time limitations.

g. A Union official or Union representative of an employee in any matter that is subject
to a statutory appeal procedure may represent employee(s) at any hearing involving such appeals
and will be granted all benefits authorized by law for such time as the representative would
otherwise be in a duty status. Such time will not be charged against the above time limitations.

Section 6. When a Union representative exercises the use of official time as authorized by this
agreement, he/she shall notify his/her supervisor of the location where the business will be
conducted, the general nature of the matter and the estimated time of absence. Should workload
necessitate that the representative cannot be released at that time, the supervisor shall notify the
representative of the reason for denial and provide a time when he/she can reasonably expect to
be released. Prior to contacting an employee when conducting affairs covered in this
Agreement, the Union representative shall first contact the employee's immediate supervisor. In
each instance, the supervisor's permission will be granted unless compelling work commitments
dictate otherwise. If permission is denied, the supervisor shall state the reason for denial and the
time at which the Union representative can reasonably expect to be permitted to contact the
employee.

Section 7. Union representatives will be allowed time during working hours without loss of
leave or pay to attend meetings with Management.

Section 8. Designated representatives may be allowed to odd shift on a case basis to conduct
representation functions. Prior permission must be obtained from their immediate supervisor.
The supervisor shall grant such permission unless workload necessitates otherwise.

Section 9. A Union representative's work shift or workweek will not be changed for arbitrary or
capricious reasons. Whenever it becomes necessary to change a representative's shift or
workweek, Management will notify and discuss the case with the affected representative prior to
implementing thechange.
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Section 10. When a Union representative is assigned to a non-bargaining position, that
representative’s alternate shall act in his/her stead for the duration of the assignment

Section 11. Management agrees to notify the Union when designated Union representatives are
transferred from one work section to another.

Section 12. Union representatives shall be permitted to visit the installations of Management.

Section 13. Management will make necessary arrangements for authorized local and
international representatives of Union affiliates to visit the Air Station at reasonable times on
appropriate business subject to applicable regulations provided such representatives advise
CHRO-E, Labor and Employee Relations Office, of the purpose of any intended visit in advance.
Arrangements will include temporary base driving privileges and temporary parking to the extent
that space is available.

Section 14. Pursuant to the provisions of this Agreement and the intent of the Civil Service
Reform Act (CSRA), the Union agrees to represent all employees of the unit covered by this
Agreement. Consistent with applicable laws and regulations, Management agrees that no Union
official will be denied any right or privilege to which he/she is otherwise entitled under the law
solely because of his/her service as a Union official.

Section 15. Any designated Bargaining Unit representative will be authorized official time,
when collecting data associated with changes in personnel policies, practices and working
conditions affecting Bargaining Unit employees, and on negotiable subjects as provided under

Executive Order 12871.

Section 16. Union members who are elected or appointed to serve in an official capacity as a
national representative of the Union shall, upon request, be entitled to a leave of absence of up
to the duration of their terms of office or appointment A Union member on such leave of
absence shall be entitled to all benefits provided by law.

Section 17. Union representatives who attend local Management sponsored Labor-Management
training shall be granted official time. Union representatives who attend Management sponsored

off-site Labor-Management training will be authorized official time, travel, and per diem.
Management determines the number of Union attendees.

ARTICILEQ

SPECIAL GOVERNMENT OPERATIONS PROGRAM

Section 1. Bargaining Unit employees working at other government installations shall be
covered by this Agreement
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Section 2. The Union's national, regional and local officers, as well as the employee's
representative shall have access to facilities where Bargaining Unit employees are assigned,
within the constraints of government security requirements. If the employee is not allowed, due
to security; to meet Union officers and/or representatives at his/her assigned facility,
Management shall provide asuitable location nearby where such ameeting may take place on
official time.

ARTICLE 10

RECORDS AND OFFICIAL PERSONNEL FOLDER {OPF

Section 1. OPFs will be maintained in accordance with applicable laws and regulations. Only
information authorized by law or regulation will be maintained in the OPF.

Section 2. Each employee or his/her personal representative designated in writing will, upon
request, be provided a copy or photocopy of any document contained in his/her OPP in
accordance with applicable regulations.

Section 3. Information contained in an employee's OPP will not be made available to any
unauthorized person for inspection or photocopy.

Section 4. Records, Notes or Diaries.

a. Records, notes, or diaries maintained bya supervisor with regard to his/her work unit
or employees are merely extensions of the supervisor's memory.

b. Records, notes, or diaries, to the extent that they contain personal observations on
individual employees, must be maintained in a secure and private manner and will not be
disclosed to any unauthorizedperson.

c. These notes and diaries may not be used as documentary evidence in a disciplinaryor
adverse action unless the employee, and at the employee's option, the Union, has been provided
with a complete copy of all records, notes, and diaries used.

d. Records, notes, or diaries shall not be used as documentary evidence or a basis to
support:

(1) a performance evaluation of unacceptable;
(2) the denial of a career ladder promotion;

(3) the denial of a within-grade increase; and/or
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(4) disciplinary oradverse actions;

unless the employee and, at the employee's option the Union has been provided with acomplete
copy of all records, notes and diaries pertaining to that one employee.

(5) The HRSC will forward the OPFs for Bargaining Unit Employees (BUES) within
two (2) workdays of receipt of written request from the BUE. The procedures for requesting the
OPF or information in the OPF will be administered in accordance with the HR.SC Operating

Manual,Chapter 293.

ARTICLE 11

POSITION DESCRIPTIONS

Section 1. The program for determining the classifications of positions of employees in the
Bargaining Unit will be conducted in accordance with applicable regulations. Employees shall
be provided a written position description which accurately reflects the major duties and
responsibilities of the position to which he/she is assigned. To ensure that position descriptions
properly reflect the work currently being performed by employees in the unit, Management will
conduct periodic reviews. Position reviews will take place in conjunction with performance
reviews. Position descriptions shall be made available at the time of the Performance Appraisal

Review.

Section 2. Where modifications of a unit position description or classification/grading standard
are proposed to the extent that either the rating, title, series, pay level, bargaining unit status, or
qualification requirements for the rating will be affected, the Union will be notified fifteen (15)
days prior to the effective date of the change and extended all rights as afforded by law and
Executive Order 12871.

Section 3. If a unit employee believes that his/her position description does not properly
describe the duties being performed, (i.e., the employee feels that he/she is performing work on a
regular and recurring basis or is required to have the necessary knowledge, skills and abilities to
perform work that is not described in the position description), he/she has the right to request
that the work assignments and/or position description be reviewed by the supervisor. Ifa
satisfactory resolution of the employee's complaint is not reached with his/her supervisor, the
employee may initiate a grievance at the second step of the negotiated Grievance Procedure.
The grievance will state the reason the employee feels the position description does not properly
describe the duties being performed.

Section 4. If a unit employee believes that his/her position description properly describes the
duties he/she is performing but that the series, grade or title (i.e., the classification) is incorrect,
the employee first will discuss the matter with his/her immediate supervisor. The supervisor will
attempt to correct and/or submit a written request and arrange for a review of the employee's
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classification by the Civilian Human Resources Office-East (CHRO-E). Management agrees to
consider all pertinent facts including those presented by the employee. If the employee’s
complaint is not resolved to his/her satisfaction, the CHRO-E shall notify the employee of
his/her classification appeal rights. For discussions with his/her immediate supervisor and with
personnel of the CHRO-E, the employee may request the assistance of his/her Union
representative.

Section 5. A unit employee whose grade or pay is adversely affected by a position classification
action may file an adverse action appeal on issues other than the classification of his/her position,
as provided in Article 7, or through the statutory appeal procedure, but not both.

Section 6. The term "other duties as assigned" or its equivalent shall not be used arbitrarily or
capriciously to assign work to an employee which is not reasonably related to his/her primary
duties. This does not preclude Management from their rights to assign work as cited under 5
USC 7106(a)(2)(B).

ARTICLE 12

PERFORMANCE MANAGEMENT PROGRAM

Section 1. Itisthe intent of both Parties to comply with the Performance Management Program
as established by the current MCO 12430. The purpose of the Performance Management
Program is to provide Management with an efficient way of determining employee performance,
as it relates to the technology, methods, and means of performing work.

Section 2. The following definitions are applied for the purpose of this Article.

a. Acceptable Performance: Performance of an employee which meets the established
performance requirement(s) or standards above the "Unacceptable” level in all critical elements
of an employee's position.

b. Performance. The accomplishment of the assigned work or responsibilities as
specified in the critical elements and standards of the employee's position.

c. Critical Element. A work assignment or responsibility of such importance that
unacceptable performance of the element would result in a determination that an employee's
overall performance is unacceptable.

d. Performance Standard. The management approved expression of the performance
threshold(s), requirement(s), or expectation(s) that must be appraised at a particular level of
performance. A performance standard may include, but is not limited to, factors such as
quantity, quality, timeliness, and manner of performance.
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e. Performance Appraisal. Comparison of an employee's performance against the
described performance standards established for that position.

f. Progress Review. Communicating with the employee about performance compared
to the performance standards of critical elements.

g. Performance Appraisal Review Form. (NAVMC 11408)

h. Unacceptable Performance. Performance of an employee which fails to meet
established performance standards in one or more critical elements of an employee’s position.

Section 3. Program Requirements and Procedures. Employee participation in establishing
performance plans shall be encouraged. This may be accomplished by means including, but not
limited to, the following:

a. Employee and supervisor discuss and develop performance plan together;
b. Employee provides to supervisor a draft performance plan;
c. Employee comments on draft performance plan prepared by supervisor; and

d. Performance plan is prepared by agroup of employees occupying similar positions,
withsupervisor'sapproval.

Final authority for establishing such plans rests with the supervising officials.

Section 4. Management will identify critical performance elements and performance standards,
in writing, for all of the employees. Each element must be consistent and directly related with
the duties and responsibilities of the employee's position description. Each*critical element
identified will have a performance standard identified in writing for the acceptable level.

Section 5. Employees will be provided copies of their approved written performance plans on the
current performance appraisal form within thirty (30) days after the beginning of each appraisal
period, and for each detail or temporary promotion expected to last one-hundred twenty

(120) days orlonger.

Section 6. When work requirements change, performance elements and standards may be
modified. These modifications must be in writing on the proper Performance Appraisal Form
as identified in Section 2(g), and given to the employee during the appraisal period. Employees
may not be rated on these modified elements and standards for at least ninety (90) days.

Section 7. Each employee shall be given a copy of his/her current position description at the

time he/she is given his/her performance appraisal plan at the beginning of a performance
appraisal period.
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Section 8. Supervisors will conduct a progress review as appropriate, but not less than one (1) at
mid-cycle, to discuss employee’s performance.

Section 9. At any time an employee's performance falls below the acceptable level for any
critical element a special progress review will be held to advise the employee of the deficiencies
in his/her performance. The appraiser shall notify the employee in writing of:

a. the critical element for which performance is unacceptable;

b. the fair and equitable performance standard that must be obtained to demonstrate
acceptable performance; and

c. aplan of action, which shall include training and assistance by Management to
improve this performance to an acceptable level.

If requested by the employee a copy shall be provided to the Union.

Section 10. The appraisal period will run from 1 June through 31 May. Employees on extended
assignments/appointments (120 days or longer) will be appraised on their performance during
that period of time. Employees who are detailed or temporarily promoted 120 days or longer
will have their critical elements and standards established, in accordance with this Article, by the
receiving supervisor to cover the job to which they are temporarily assigned.

Section 11. A written rating of record shall be completed within thirty (30) days following the
completion of the annual performance cycle unless the employee has not completed ninety (90)
days under approved performance standards. When the activity cannot prepare a rating of record
at the end of the appraisal period, the period shall be extended to allow ninety (90) days under
approved standard at which time a rating will be conducted.

Section 12. Employees will be provided a copy of their rating of record within sixty (60) days of
the end of the annual appraisal cycle.

Section 13. At any time an employee's performance in any critical element falls below the
acceptable level, the appraiser must notify the employee and must conduct a progress review.
Management shall offer assistance, which may include but is not limited to formal training, on-
the-job training, counseling, and closer supervision, to bring about improvement in the
employee's performance. The employee will be given at least thirty (30) days to demonstrate
acceptable performance, commensurate with the employee's duties and responsibilities and to
meet at least the level of acceptable performance. The annual rating will be deferred for an
employee during the period established as the opportunity to improve unacceptable performance.

If, at the conclusion of the opportunity to demonstrate acceptable performance, the employee's
performance is "Unacceptable,” the agency may reassign, reduce-in-grade, or remove the
employee, as provided by 5 USC 4302(b)(6) and 4303(a). The employee is entitled to thirty (30)
days advance written notice which identifies the specific instance(s) of unacceptable
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performance and the critical elements involved and shall inform the employee of his appeal

and/or grievance rights. The employee is also entitled to representation and may respond orally
and/or in writing and must receive a written decision within thirty (30) days after the expiration
of the notice period from the agency. All documentation relied upon to effect the action will be

available for review by the employee and/or employee's representative and a copy will be
provided upon request.

Section 14. Denial of a within grade increase is considered an adverse action and shall be
processed in accordance with applicable regulations and Article 7 of this Agreement. If the
within grade increase of a graded employee in the unit is disapproved because of failure to meet
an acceptable level of competence, the employee may be represented by any representative of
his/her choosing during the reconsideration.

Section 15. Close-out ratings will be conducted when:

a. Anemployee completes a detail or temporary promotion of one-hundred twenty (120)
days or longer under established performance standards; or

b. An employee changes positions after being under established standards a minimum of
ninety (90) days; or

c. Anemployee moves to a new agency/activity or organization after being under
established standards a minimum of ninety (90) days; or

d. The first level supervisor leaves the position after the employee is under established
standards a minimum of ninety (90-) days.

ARTICLE 13

PERFORMANCE AWARDS PROGRAM

Section 1. Management agrees that quality step increases, or other awards based entirely upon
job performance, shall be used exclusively for rewarding employees for the performance of
assigned duties, including On the Job Training (OJT) duties. This program shall not be used to
discriminate among employees or to show favoritism.

Section 2. Management shall notify the appropriate Union representative in writing, upon
notification to the employee, of any award to be granted.
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ARTICLE 14

TIME-OFF AWARDS

Section 1. The Federal Employees Pay Comparability Actof 1990 (FEPCA), Public Law 101-
509, provides Federal agencies authority to grant employees tinle-off from duty, without loss of
pay or charge to leave, as an incentive award. Called time-off awards, this incentive may be
used to encourage and reward superior accomplishments or other personal efforts that contribute
to the quality, efficiency, or economy of Government operations.

Section 2. Nature and Relationships to other Awards.

a. Time-off Awards can be used alone or in combination with monetary or non-
monetary awards. They are not to be used to replace other awards.

b. As with other incentive awards, Management is required to give due weight to time-
off awards when rating and ranking an employee for promotion in accordance with law (5 USC
3362) and regulation.

Section 3. Eligibility. All Bargaining Unit employees.
Section 4. Program Design.

a. Management will integrate time-off awards into their incentive awards program as
another means of effectively encouraging and recognizing exceptional employee and team
contributions that benefit the Government. The following are examples of employee
contributions that could merit a time-off award; they are not intended to be exhaustive nor to

limit Management from adding to the identifying criteria for granting time-off awards:

(1) Employee(s) making a high quality contribution involving a difficult or important
project or assignment;

(2) Employee(s) displaying initiative and skill in completing an assignment or project
before thedeadline;

(3) Employee(s) ensuring that the mission of the unit is accomplished during a
difficult period by successfully completing additional work or a project assignment while
maintaining the employee's own workload,;

(4) Employee(s) using initiative and creativity by suggesting or making
improvements in a product, activity, program, or service; or

(5) Employee(s) sustaining a high level of performance for an extended period.
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Section 5. Granting Time-Off Awards.

a. Immediate supervisors are authorized to grant time-off awards without further review for
periods NOt to exceed one (1) workday. Thus, supervisors can provide immediate recognition for a
job well done or for an idea that benefits the Government when authorizing a time-off award
under this Section.

b. When an employee's award exceeds one (1) workday, the decision to grant time-off
awards and the amount of the award shall be reviewed and approved within six (6) work days of
the award initiation by an official of the Agency who is at a higher level than the official who
made the initial decision unless the initial decision was made at the Directorate Head level.

c. Anemployee may be granted up to forty (40) hours of time-off from duty as an
incentive award for a single contribution. No more than eighty (80) hours of time-off shall be
awarded to an employee in any one (l) leaveyear.

d. For part-time employees or employees with an uncommon tour of duty, the average
number of hours in the employee's biweekly scheduled tour of duty over a period of one year
will be used to determine the total amount of hours that the employee may be granted for a time-
off award. For a single contribution, a part-time employee or an employee with an uncommon
tour of duty may be awarded up to one half of the maximum number of hours that could be granted

during the leave year.
Section 6. Scheduling and Use of Time-Off Awards.

a. Management shall permit the employee to schedule the use of time-off award time
and shall not deny this time-off request unless workload necessitates otherwise. The use of a
time-off award is subject to approval by the employee's immediate supervisor. Management
shall allow the use of this time to occur so as to not adversely affect an employee who is in an
annual leave "use or lose" situation. The employee's Leave and Earnings Statement (LES) will
reflect all credited and debited time-off hours so as to allow the employee a record of availability
and usage. Should an employee become physically incapacitated during the period of a time-off
award, Management will grant sick leave for the period of incapacitation.

b. Time-off awards must be used within one (1) calendar year of the receipt of the
award. If the total amount of a time-off award is not used within one (1) year after its approval,
any unused time-off is forfeited and may not be restored.

c. A time-off award does not convert to cash under any circumstances. Time-off award
-hours can only be transferred within the Department of the Navy. Employees who transfer to non-
Navy agencies will forfeit any unused time-off hours. In addition, since time-off award balances
are not annual leave, the hours cannot be transferred to approved leave recipients under the
Voluntary Leave Transfer Program.
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d. Theamountoftime-offaward should be proportionate to the value of the contribution
beingrecognized. Assuch, the following scale shall be utilized toassure consistency of awarded
time:

VALUE TO ORGANIZATION NUMBER OF
HOURS
Moderate 1to 10

Acontribution to the value of aproduct, activity, program, or service
to the public or customer, which is of sufficient value to merit formal
recognition

Example: Beneficial change ormodification of operating principlesor
procedures

Substantial 11 to20

Animportant contribution to the value ofaproduct, activity, program,
or service to the public or customer, which is of sufficient value to
merit formal recognition

Example: Significantchange ormodification ofoperatingorprinciples
or procedures

High 21 t0 30

Anhighly significant contribution to the value ofaproduct, activity,
program, or service to the public or customer, which is of sufficient
value to merit formal recognition

Example: Completerevisionofoperatingprinciplesorprocedures,
withconsiderableimpacttothe customer

Exceptional 31to040

Asuperior contribution to the value of aproduct, activity, program, or
service tothe public or customer, which is of sufficient value to merit
formal recognition

Example: Initiation ofanew principle ormajor procedure, with
significant impact
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Section 7. Documentation

a. Uponrequest, Managementshall providetothe Unionacopy of all time-off awards
granted by Management for Bargaining Unit employees.

b. UponUnionrequest, Management and the Unionwill meetatleastannually to
review all time-off awards granted.

ARTICLE 15

TECHNOLOGICAL CHANGES AND ORGANIZATIONAL
RESTRUCTURING/CLOSINGS AFFECTING THE WORK FORCE

Section 1. The Agency agrees there is a duty to bargain in good faith in accordance with
applicable laws.

Section 2. Management agrees to notify the Union:

a. fifteen (15) calendar days prior to the proposed implementation of any pled
changes in the technology, methods, and means of performing work.

b. fifteen(15)calendardayspriortotheproposed implementationofany planned
changes:

(1) inthemeans of performing work remaining, transferred, consolidated, migrated,
capitalized, down-sized, or contracted out, or

(2) in any organizational restructuring/closing that affects the size, composition, or
duty station of the Bargaining Unit work force.

The above time frames may be waived upon mutual agreement of both parties or when dictated
otherwise by law,orgovernment-wideruleorregulation.

Section 3. Upon receipt of the Union's request to negotiate, Management will meet with the
union withinone hundred and twenty (120) calendar daysto begin negotiations, inaccordance
with applicable law and executive orders. Changes, as described above, shall not normally
be implemented priortoreaching fullagreement by the partiesunless law, or government-wide
rule or regulation dictates otherwise.

Section4. Management will provide the Union with a copy of any proposed, current, or updated

plans pertaining to above cited situations seven (7) working days prior to meeting with the
Union.
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ARTICLE 16

CONTRACTING OUT

Section 1. Management agrees to notify the Union prior to any permanent or temporary
contracting out, as a result of Agency ventures (to include public/private ventures, A-76, and
other studies), of those services currently performed by Bargaining Unit employees that results
in adverse impact on unit employees. Management agrees to comply with all provisions of
OMB Circular A-76, Federal Acquisition Regulations, this Agreement, government-wide
regulations, and any other applicable laws and regulations.

Section 2. In the event it is decided to contract out work currently performed by bargaining unit
employees that results in adverse impact on unit employees, Management agrees to provide -
written notice to the Union when a request for proposals is issued. Management further agrees
to provide written notice to the Union at the time that a contract is let.

Section 3. Upon request and, to the extent not prohibited by law, rule government-wide
regulation, and any other applicable regulations, Management agrees to provide the Union with
any cost comparison data and other documents utilized in making its determination to contract
out services performed by bargaining unit employees. The Union recognizes that releasable
documentation can only be provided after the opening bids, to avoid a breach in procurement
confidentiality. Upon Union request, Management shall allow two (2) Union representatives to
attend on Official time, pre-bid and bid opening meetings, to include preliminary site surveys, if
offered to private/public vendors. Bids will be accepted from all sources, including the Union,
as long as the bid is allowed in accordance with existing laws, rules and regulations governing
the contracting out process.

Section 4. In the event it is decided to contract out work currently performed by the Bargaining
Unit employees, the Parties agree to minimize the impact on the employees. Maximum retention
of career employees shall be achieved by attrition patterns and other existing applicable
programs, such as VSIPNERA programs (Voluntary Separation Incentive PayNoluntary Early
Retirement Authorization), PPP (Priority Placement Program), PCL (Prior Consideration Lists),
and fully consider station-wide hiring freezes. In the interest of minimizing the adverse impact

.on unit employees resulting from a decision to contract out Management agrees to the following
procedures:

a. Any unit employee adversely affected as a result of the decision to contract out, shall
be given prior consideration for positions Management intends to fill, within the command,
which are at the same or lower grade and for which the employee is qualified.

(1) Management shall post a notice in a prominent place requesting volunteers. The

notice shall include a listing of unit positions that Management intends to fill which are of equal
or lower grade for which the employees are qualified. The closing date for applications from
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volunteers shall be included in the notice. A copy of the notice shall be provided to the Union
representativesinaccordancewithapplicable laws, rules, and government-wideregulation.

(2) If there are two (2) or more equally qualified applicants for a particular position
and all bargaining unit employees can be accommodated by reassignment, Management shall
select the employees to fill these positions in the following manner: When the employees possess
the same skills and qualifications, Service Computation Date (SCD) will be the determining
factor. Should a second tiebreaker be required, the employee with the longest service within
TISO will be reassigned. As a third tiebreaker, the employee with the greater time in grade shall
be reassigned.

(3) If Management determines that the changes in work force requirements are of
such magnitude that all employees affected cannot be accommodated by reassignment, then RIP
procedures willapply.

b. Forany unitemployee displaced as a result of contracting out, Management shall pay
reasonable cost of any training, providing funding exists, in accordance with applicable laws and
government-wide regulations.

c. Management shall, to the extent possible, schedule conversion to contract
performance to minimize economic and personal hardship and to maximize opportunity for
attritionand placement.

d. Management shall assure that any contract awarded shall include a provision that the
contractor shall give Bargaining Unit members, displaced as a result of the conversion to
contract personnel, the right of first refusal of employment to fulfill the employment needs of the
contract in positions for which they are qualified. Inclusion of this information in this Section
does not grant the right of grievance through the Negotiated Grievance Procedure for contracts
awarded under OMB Circular A-76.

ARTICLE 17

EEFICIENCY REVIEWS

Section 1. Management agrees to thoroughly brief the Union forty-five (45) days prior to any
proposed Efficiency Review (ER) it desires to undertake concerning job functions of bargaining
unit employees. At least ten (10) days prior to any ER being initiated, Management will provide
the Union copy of the ER Study Plan, including the methods to be used in conducting the ER.
ER studies will be conducted using methods and techniques prescribed by law and applicable
regulations. Management will provide the Union with monthly updates on the progress of the
ER, and a copy of the ER Report when it is completed. Upon request, Management will meet
with the Union and, if requested, the Parties will negotiate in accordance with law and
government -wide rules andregulations.
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Section 2. Within 45 days of completion of the efficiency review, the Union will be briefed on
the study findings, recommendations, and final decision of the Commanding General (or
designee). Within ten (10) calendar days of receiving the brief/presentation, the Union may
request and will be provided a copy of any releasable data gathered during the review. Personnel
actions initiated as a result of the efficiency review will be taken in accordance with applicable
law, regulations, instructions, and this Agreement. The Union may request to bargain the impact
and implementation of changes in working conditions if not otherwise covered by this
Agreement. Such requests must be made within thirty (30) calendar days of receiving releasable
data from the review.

ARTICLE 18

REDUCTION IN FORCE (RIF)

Section 1. Subject to the requirements of Article 75, Sections 2 and 4, all RIF actions will be
carried out in compliance with applicable laws, regulations, and this Article.

Section 2. Whenever Management has determined to initiate a RIF within the Bargaining Unit,
it shall notify the Union in writing. Such notice shall be provided as soon possible, but in no

event less than fifteen (15) days prior to the issuance of RIF notices, and shall include a copy of
the dated RIF Requesting Package and the approval documents associated with each RIF action.

Section 3. Management shall issue RIF notices at least sixty (60) days prior to the RIF effective
date. The Parties recognize that the original RIF effective date may be extended in accordance
with government wide regulation. As such, the Union shall be notified in writing prior to the
original RIF effective date of Management's desire to extend the effective date. This notice shall
include all information required by this article and the proposed "new" effective date. All
employees will be extended, for the full extended period, if the original effective date is
extended.

Section 4. Prior to specific RIF notice to the employees the employees shall be counseled and
offered Voluntary Early Retirement (VERA) and Voluntary Separation Incentive Pay (VSIP) if
approved and if all regulatory requirements are met. Management may issue a Certificate of
Expected Separation to an employee who Management believes, with a reasonable degree of
certainty, will be separated from Federal employment by RIF procedures under this article. A
certificate may be issued up to six (6) months prior to the effective date of the RIF, making
employees eligible for the Job Training Partnership Act {JTPA) programs, Priority Placement
Program (PPP), Prior Consideration List (PCL), and Re-employment Priority List {RPL). Upon
specific RIF notice to the employee, the employees will be eligible for and counseled concerning
their rightsunder:

a. the Priority Placement Program (PPP),
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b. the Re-employment Priority List (RPL),

c. theInteragency Career Transition Plan (ICTAP),

d. theJobTraining Partnership Act(JTPA),asamended

e. the Discontinued Service Retirement Program (DSRP),

f. the Prior Consideration List (PCL), and

g. the Voluntary Separation Incentive Pay (VSIP), Phase Il.

Eligible employees will be registered in these programs and will be referred, in accordance with
the provisions of each program, for placement in temporary and permanent positions for which
they qualify. Registration in some of the programs listed above is voluntary, i.e., Re-
Employment Priority List Program, Interagency Career Transition Plan, Job Training Partnership
Act, Prior Consideration List, Voluntary Separation Incentive Pay (VSIP). Registration in the
Priority Placement Program (PPP) requires that individuals be well qualified. Employees are
cautioned to insure they understand future placement rights if they accept a temporary or term
appointment. Furthermore, Management shall counsel those employees who have received
specific or proposed notice of change to lower grade about their rights under the priority
placement programs, and shall register eligible employees in the program. If the RIF status of an
employee changes after the specific notice is issued, the employee will be notified in writing,
and the Union shall be provided a copy concurrent with this notification.

Section 5. The Human Resources Office (HRO) will insure job placement programs are made
available, to the maximum extent possible, in accordance with Department of Defense policies
and procedures to find employment in federal agencies, within or outside the commuting area,
for those RIF notified employees.

Section 6. Employees in receipt of a RIF notice shall have the right to review pertinent retention
registers and applicable RIF regulations. In viewing these documents, the employees shall have
the right to be accompanied by a representative of the Bargaining Unit, and both persons shall be
afforded official time for this purpose. The Union shall be provided the following by HRO
within 24 hours after they are received in the HRO, unless an extension is requested:

a. acopy of themaster retention registers;

b. alist of all Bargaining Unit positions proposed to be affected during the RIF
action;

c. alist of all Bargaining Unit employees proposed to be affected by the RIF.
Section 7. The Union shall have the right to review retention registers, official personnel

records and other pertinent records and data relative to RIF actions affecting employees in the
unit to the extent permitted by law or government-wide regulations.
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Section 8. Management will maintain an up-to-date prior consideration list of employees
downgraded without personal cause. Employees will remain on the list until repromoted,
separated, entitlement to pay/salary retention terminates, or they decline a valid offer. The
Union, upon request, shall have the right to review prior consideration lists to the extent

permitted by law or government-wide regulations.

Section 9. Anemployee who is demoted in lieu of separation because of a RIF action and who
is on grade or pay retention will receive prior consideration for placement/repromotion in
accordance with applicable regulations; such consideration shall take place prior to initiating
action to fill vacancies in any manner other than by priority consideration.

Section 10. Any eligible Bargaining Unit employees who accept positions with other Federal
Agencies outside the commuting area will be entitled to any and all reimbursements required by
government-wide regulations to include maximum permanent change of station (PCS)
entitlements for such acceptance.

Section 11. The minimum competitive area for RIF purposes will be MCAS, Cherry Point.

Section 12. Management shall maintain RIF records for at least two (2) years from the date of
the personnel RIF action.

ARTICLE 19

GRADE AND PAY RETENTION

Section 1. An employee who has been placed in a lower grade position shall be entitled to pay
and grade retention to the extent permissible under 5 USC 5361-5366 and all applicable laws and
regulations.

ARTICLE20

MERIT STAFFING AND STANDARD AUTOMATED INVENTORY
REFERRAL SYSTEM (STAIRS)

Section 1. General.

a. Itisthe policy of Management to fill all positions with the best qualified
candidates for the positions and to ensure that employees receive fair and appropriate
consideration for advancement and developmental opportunities.
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b. All positions in the Bargaining Unit will be staffed subject to governing laws and
regulations; Executive Order 12871 and in accordance with the Human Resources Service Center-
East (HRSC-E) Operating Manual, Chapter 335, Subchapter 1A, Change 3 (dated 3 Sep
98) and HRSC Supplemental letter dated 9 Nov 99. The Parties agree that merit staffing will be
administered as set forth by this manual. Outside promotional applicants who apply for
positions in the unit must be evaluated by the same criteria as Bargaining Unitemployees.

Section 2. Competitive procedures apply to the following:
a. temporary promotion for more than 120 days in a 12-month period;

b. selection for detail for more than 120 days ina 12-month period to either a higher
graded position or to a position with higher known promotion potential,

c. selection for training required for promotion;

d. reassignment or demotion to a position with more potential than a position
previously held on a permanent basis in the competitive service (except as permitted by

Reduction in Force (RIF) regulations);

e. transfer from another Agency to a higher graded position or to a position with
more promotion potential than a position previously held on a permanent basis in the competitive
service;

f. reinstatement to a permanent or temporary position at a higher grade or with more
promotion potential than a position previously held on a permanent basis in the competitive
service;

g. selection of a person from the Re-employment Priority List for a position at a
higher grade than that from which separated; and

h. all permanent promotions to positions unless made under one of the exceptions or
exclusions in Section 3.

Section 3. Non-competitive procedures apply to the following:

a. apromotion resulting from the upgrading of a position (providing the upgrade
occurs without significant changes in the duties and responsibilities of the position) due to the
issuance of a new classification standard or the correction of a classification error-,

b. aposition change permitted by RIF regulations;

c. promotion resulting from upgrading of a position due to the accretion of duties;

d. career promotions when competition was held at an earlier date (e.g., apprentice,
trainee, understudy, developmental, or career ladder positions):
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e. temporary promotions of 120 days or less;

t details of not more than 120 days to higher grade positions or to positions with
known promotion potential;

g. selection of a permanent government employee from Office of Personnel
Management (OPM)/delegation of authority registers for higher graded positions or positions
with known promotion potential,;

h. promotion of an employee to any grade which the employee formerly held on a
permanent basis, provided the employee was not demoted for personal cause;

i. promotion of an employee which, because of pay setting policies, results in a
technical promotiononly;

j. reinstatement of a former federal employee to a position having promotion
potential no greater than the potential of a position the employee previously held on a permanent
basis in the competitive service;

k. the position change (either reassignment, demotion, or promotion) of any
permanent employee from a position having known promotion potential to a position having no
higherpotential,

1. thereassignment of a permanent employee to a position having no higher
promotion potential, to include job swaps;

m. selection of an individual accorded prior consideration as a result of a third party
decision;

. n. consideration of a candidate not given proper consideration in a competitive
promotion action;

0. selections from the Priority Placement Program (PPP);
p. selections from OPM/delegation of authority registers;

g. selection from the Re-employment Priority List at the same or lower grade level
than the position from which separated,;

r. selection under special appointing authorities (e.g., Veterans Readjustment
Appointment, handicapped applicants, 30 percent disabled veterans, Student Employment
Program); or

s. transfers from other federal agencies to the same or lower level with no higher

potential than the position from which transferred or than position which employee previously
held on a permanent basis.
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Section 4. Prior Consideration and Re-promotion. Before advertising a vacancy, the Human
Resources Office (HRO) will provide the selecting official with a list of individuals entitled to
priority or prior consideration for positions in the Bargaining Unit. Individuals will be referred inthe
following order:

a. Priority considerations resulting from third party decisions.

b. Bargaining Unit employees under grade and pay retention due to demotion for
reasons not stemming from personal cause or request. Such employees will be afforded first
consideration for re-promotion to positions from which they were downgraded. Grade and/or

pay retention terminate upon the conditions set forth in 5 CFR 536. When grade and pay
retention terminate, placement on the Prior Consideration List will also terminate.

c. Bargaining Unit employees who failed to receive proper consideration for promotion
in a prior case due to a procedural, regulatory, or program violation. Eligibility will terminate
when selected.

d. Other prior consideration employees.
e. Priority Placement Program registrants as appropriate.

Section 5. Vacancy Announcements.

a. Vacancies will be advertised and posted on official civilian bulletin boards. A copy
of the vacancy announcement for positions will be distributed via the HRSC-East Faxback
system. Announcements will be open for not less than five (5) days. Management shall ensure

that all announcements are posted on the official bulletin board in the Bargaining Unit at least
five (5) days prior to the closing date. Open continuously announcements will also be posted.

b. Cancellation of an announcement will be publicized in the same manner as
announcements.

c. A copy of vacancy announcements and cancellation notices will be provided to the
local Union.

d. The area of consideration in announcing vacancies will be no less than allowed by

regulation (5 CFR 335.103). If sufficient highly qualified candidates are not found or the
selecting official does not select from the certificate, the initial area of consideration may be
expanded.

Section 6. Contents of Vacancy Announcements. Vacancy announcements Will include at a
minimum:

a. announcement number, if used, and opening and closing date;

b. title, series and grade of position;
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c. organizational and geographic location of the position or positions;
d. minimum qualification requirements and any special requirements;

e. statement of Equal Employment Opportunity;

f.  knowledge, skills, and abilities (KSAs) against which candidates will be evaluated, if
identified;

g. statement of known promotion potential, (KPP), ifany;
h. area for consideration;
I.  brief statement of duties; and
J. where and how toapply.
Section 7. Acceptance of Resumes.

a. The HR.SC-East is using acomputerized resume processing system called Standard
Automated Inventory and Referral System or STAIRS. Properly completed resumes will be
accepted from all eligible candidates provided they are received on or before the close of
business on the closing date at the location designated in the vacancy announcement or
postmarked on or before the closing date.

b. Employees, including those who expect to be absent on authorized leave or temporary
duty, may authorize another employee to submit resumes on their behalf for announced
vacancies, provided that such resumes are completed by the applicant.

Section 8. Applying for Positions

a. The Parties agree that employees will be required to prepare their applications in
resume form as identified in the job kit and submit to the HR.SC-East in response to a specific
announcement or under the Voluntary Applicant File (VAF). Job Kits may be picked up at the
CHR.0-East, requested from the HRSC-East via the Faxback Toll Free number {I-888-407-
6711), or downloaded from the HR.SC Internet address at http://www.donhr.navy.mil. Resumes
may be mailed to HR.SC-East (postmarked by the closing date of the announcement), placed ina
designated drop box (stamped by the closing date and time indicated under filing instructions on
the announcement) or sent by E-mail to wantajob@east.hroc.navy.mil (received by midnight of
the closing date). The Parties agree and understand that resumes cannot be prepared during duty
time and government equipment may not be used to fax and/or reproduce applications/resumes.

b. An applicant's resume will remain on file for a period of one (1) year from the date of
receipt or the expiration of a standing register, whichever is later. Applicants can request one (1)
six-month extension, during the last thirty (30) days of the one (1) year period of eligibility, for
their resume to remain on file in the database.
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c. Applicants who wish to apply for another vacancy may elect to utilize their current resume
on file by contacting the HRSC-E. Applicants should ensure that their resumes address the
specific skill requirements of the vacancy for which they desire consideration. If an employee's
current resunle on file does not address the specific skills required for the vacancy, the
employee may elect to file another resume. Self nomination requests fromtheapplicant will be
confirmed by the HRSC-East.

d. Itisunderstood and agreed by the Parties that Notices of Ratings will not be issued to
applicants. Applicants will receive Resume Receipt Notices, Non Referral Notices, and for those
applicants referred for selection consideration, Select/Nonselect Notices. The non selection
notice will not provide the name of the selectee. Additionally, rating, standing and numerical
score are no longer utilized in the STAIRS process and cannot be provided. However, if the
employee files a merit staffing grievance (informal or formal), the employee may request and
will be provided information regarding the number of skill matches (hits) the employee received
and also the number of skill matches that constituted the natural break.

e. The Parties understand and agree that the actual number of candidates referred for
selection will be determined by the natural break in the number of skills matched with a
minimum number of five (5) candidates being referred. If there are not five (5) candidates above
the first natural break, then a second natural break will be determined and all those above that
natural break will be certified. In situations where there are less than five (5) eligible candidates
for certification, management will be given the opportunity to consider those eligible candidates.

Section 9. Evaluation, Certification and Selection of Applicants Under Competitive Procedures.

a. Applicants who are eligible to respond to a vacancy announcement and who submit the
required information will be evaluated by the HRSC-East to determine if the applicants meet the
minimum requirements for the vacant position. Applicants who have not yet satisfied the time-in-
grade requirements may be considered provided they meet the requirements by the closing date of
the announcement.

b. Minimum qualifications standards will be those prescribed or approved by the OPM.
Special qualifications requirements may be used when they are determined by management to be
essential to the successful performance of the position to be filled. When determining those
special qualifications, the Union's suggestions, comments, and input concerning said
qualifications and their impact on Telecommunications and Information Systems Directorate
(TISD) operations will be fully considered. If special qualifications requirements are used, they
will be listed in the vacancy announcement.

c. Applicants who meet the basic eligibility requirements will be evaluated as to the
degree to which they possess the skills needed to meet the requirements of the job to be filled.

d. When a merit promotion certificate is to be issued, the crediting plan will be applied
by the HRSC East by conducting a resume search in the STAIRS database using required/desired
skins developed from the job analysis. The resume search identifies applicants who have all the
required skills and also indicates the total number of desired skills each applicant possesses. The
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number of desired skills forms the basis for distinguishing applicants to be referred. The actual number
of candidates referred for the selections will be determined by a natural break in the number of
skills matched with a minimum number of five (5) candidates being referred. If there are not five
(5) candidates above the first natural break, then asecond break will be certified. In rarecases
where no natural break existsand the referral of ail eligible candidates would exceed fifteen (15)
candidates, only the top ten candidates, and all those tied with the top tenth

candidate, will be referred.

e. Inthe event that the HR.SC East Staff cannot access the STAIRS program to produce
certificates due to reasons such as hardware, software, power failure, flooding, or other destructive
acts of God, after three (3) consecutive business days, the alternative plan as outlined in HRSC East
Director letter dtd 9 Nov 99 will be utilized.

f. Personal interviews, if conducted, shall be in accordance with Chapter 30, Air Station
Order (ASO) PI2000.6D.

g. HRSC-East or selecting official will notify the selectee after the final decision has
been made. HRSC-East will also notify, inwriting, all applicants listed on the certificate but not
selected.

Section 10. Effective Dates of Promotion.

a. Provided all legal, regulatory, and administrative requirements have been met,
promotions to positions within the unit shall be effected on the beginning of the first full pay
period after the employee is selected. Management and the Human Resources Office (HRO) shall
ensure that the administrative requirements are consistently administered and HRSC-East advised
sufficiently in advance to accomplish the promotion action to meet this requirement.

b. If an employee is nearing the end of a waiting period for a within-grade increase,
consideration should be given to effecting a promotion at the beginning of a pay period on or
after the effective date of the within-grade increase if such action benefits the employee and
would not delay the promotion for more than thirty (30) days.

Section 11. Information Available to Employees.

a. At the time the certificate is issued to the selecting official, applicants will be notified
if they have not been referred for consideration.

b. Upon request, an employee applicant will be shown any record of supervisory
appraisal of past performance which has been used in considering the employee for promotion. An
applicant is not entitled to see records of another applicant(s) except as authorized by law or
regulation.

Section 12. The Parties understand a.t1d agree that grievances concerning merit staffing will be
processed in accordance with the HRSC-East Operating Manual.
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ARTICLE 21

TEMPORARY PROMOTIONS AND DETAILS

Section 1. When a higher grade supervisory or staff position will be unoccupied for a period of
fifteen (15) consecutive days or more and Management assigns a Bargaining Unit employee to
perform the full range of supervisory duties for a period of 15 consecutive days or more, that
employee shall be given a temporary promotion effective on the 15th day. Management will
notify the employee of whether he/she is expected to perform the full range of supervisory duties
or not. This notification will be verbal or will be in writing upon request of the employee to be
assigned the duties. Temporary promotions shall be affected in accordance with the regulations
governing such promotions. The terms of this section shall not be construed to prevent
Management from making temporary promotions, at their election, of less than fifteen (15) days.
It is understood that Management reserves the right to assign work to either employees or
supervisors at any time.

Section 2. The Union recognizes the right of Management to decide to temporarily promote or
detail Bargaining Unit employees. When periodic details of less than one hundred twenty
(120) days are made, Management will give first consideration for the detail to employees in
the immediate work area where the detail will be carried out. Management will rotate periodic
details in a fair and impartial manner using skills and qualifications as the number one
determining factor. When employees possess the same skills and qualifications, Service
Computation Dates (SCD) will be the determining factor; and when SCD's are equal, the
employee with the higher performance rating value shall be detailed. Should a second tie
breaker be required, the employee with the longest service within Telecommunications and
Information System Directorate (TISD) will be detailed. As a third tie breaker, the

employee with the greater time in grade shall be detailed.

Section 3. Nothing in this Article is intended to preclude an employee from being temporarily
promoted two (2) grades, provided that the employee meets all statutory and regulatory
requirements for such temporary promotion.

Section 4. All temporary promotions will be by Standard Form 50, Notification of Personnel
Action.

Section 5. Where employees are equally qualified for a given detail, Union officials shall be
selected last in order to avoid interfering with the performance of representational duties. This
section will not apply in matters of promotion and when the representative agrees to the detail.
Management agrees to notify the Union prior to placing any designated Union representative on
detail away from the representative's normal duty station.

Section 6. Prior to making any temporary promotion, Management shall advise the Union and
meet, at the Union's request, to discuss the potential impact of said promotion.
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ARTICLE22

EMPLOYEE DEVELOPMENT, EDUCATION AND TRAINING

Section 1. Training programs shall be provided for the training of employees in the performance
of their official duties, upward mobility development, and in any other areas that are appropriate
to enhance the productivity and efficiency of the government. This is to include formal training
and On-the-Job Training (OJT).

Section 2. Job training required by Management shall be accomplished on official time. Official
time shall be considered for employees who volunteer for non-required training. Employees will
be given the opportunity to receive training in a fair and equitable manner.

Section 3. When Management determines that training is required for current job performance or
to meet the requirements of new technology, those employees whose duties require, or will

require training, will be given the training as requirements necessitate.

Section 4. In considering and selecting employees for training, Management shall be guided by
the following criteria:

a. established courseprerequisites;
b. employees' jobqualifications;

employees' career developmentneeds;

o

d. employees' availability.
e. Telecommunications and Information System Directorate (TISD) operational needs.

In the event all other factors are equal, Service Computation Date (SCD) seniority will prevail,
in accordance with the following: an initial list will be established based on the most senior
permanent employee being first. New permanent TISD employees will be placed on the bottom
of the existing list. Training assignments shall be rotated thereby, allowing each employee an
opportunity to avail himself/herself of these assignments. An alternate shall also be selected at
this time in the event an emergency should arise. This alternate shall be the next employee
listed, utilizing the above procedure. Records shall be maintained by Management based on
offers, denials, and training taken. Copies of these records shall be provided to the Union.

Section 5. Management shall notify employees selected for training, when possible, at least

twenty (20) days prior to the start of formal off-site training and ten (10) days prior to the start of
formal on-site training.

52



Section 6. Employees shall be allowed to change work schedules for short periods of time for
training purposes unless workload necessitates. (Article 50, Section 9).

Section 7. On-the-Job Training

a. OJT is a planned training program provided to the employee at the work site to gain
direct experience in the work environment.

b. Management recognizes the value of OJT; therefore, when it is determined that
specialized OJT is needed, Management agrees to negotiate to the full extent of the law, the
implementation of the OJT program.

¢. Management agrees to notify the Union at least twenty (20) days in advance of any
proposed change to any established OIT program. At the request of the Union, the parties shall
arrange to meet within fifteen (15) days of the date of the request to negotiate the proposed
changes. The parties retain their rights under 5 USC, Chapter 71.

Section 8. It is recognized that training may be impacted by the environment in which it is
accomplished. Therefore, management will endeavor to provide an environment conducive to

the learning process.

Section 9. Annual leave of five (5) days or more which has been approved and scheduled in
advance will not normally be cancelled by Management, to accommodate attendance at a
training course, unless special training dictates otherwise.

Section 10. Employees desiring to pursue self-development activities in job related subjects
may request administrative leave, leave without pay, annual leave, or an adjusted work schedule
for this purpose. Administrative leave requests will be considered on a case basis. In
accordance with law, rule, or regulation, requests for leave without pay, annual leave, or adjusted
work schedules for this purpose shall be approved unless workload necessitates otherwise. A
record will be maintained of all government provided training in the individual's official
personnel folder. Records of self development training will be maintained upon receipt from
employee.

Section 11. An individual's request for shift or work schedule adjustments for the purpose of
continuing off-duty education or professional training shall be handled on an individual basis
and will not be arbitrarily denied. However, the parties agree that in no instance shall shift or
work schedule adjustments for this purpose interfere with the work schedule rotation of any
other employee without the consent of the employee so affected. The employee requesting work
schedule or shift adjustments, to accommodate his/her pursuit of his/her education, shall be
responsible for obtaining the consent of all other employees affected. (Article 53 )

Section 12. Employees engaged in job related off-duty education or professional training shall
be entitled to all benefits as provided by applicable law and regulation.
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Section 13. Tuition Assistance Program and other employee development related material will
be made available in the Training and Education Support Department upon request.

Section 14. Employees who are unable to complete a mandated course within the allotted time,
due to operational requirements, may request an extension from the issuing agency through their
supervisor. A copy of the request for extension is to be returned to the employee. If an
extension is not granted, the course shall not be entered into the employee's official training
record.

ARTICLE 23

TEMPORARY ASSIGNED DUTY (TAD) WITH ASSOCIATED TRAVEL

Section 1. Selection of personnel for temporary non-training assignments will be accomplished
in accordance with the requirements of the job to be done. These assignments will be made on
an equitable basis.

Section 2. In considering and selecting employees for temporary duty, Management shall be
guided by the following criteria:

a. requirements of the position;

b. jobcontinuity;

C. course prerequisites;

d. employees' job qualifications; and
e. employee availability.

In the event all other factors are equal, the employee having the most Telecommunications and
Information Systems Directorate (TISD) seniority of the qualified candidates shall be given the
first opportunity to decline or accept the temporary duty assignment. In the event of identical
TISD seniority, Service Computation Date (SCD) seniority will prevail. Initially, records will be
compiled in TISD seniority order with most senior person first. Trip assignments shall be
rotated, thereby allowing each employee an opportunity to avail himself of these assignments.
An alternate shall also be selected at this time in the event an emergency should arise. This
alternate shall be the next employee utilizing the above procedure. Records shall be maintained
by Management based on offers, denials, and trips taken. Copies of these records shall be
provided to the Union.
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Section 3. An employee on temporary duty, or consecutive orders that exceed four (4) weeks
total, shall be authorized, at Management's expense, one round trip home for each four (4)

weeks.

Section 4. The Parties understand that it is DOD/DON/USMC policy that mandates use and
compliance by all bargaining unit employees of the government sponsored contractor issued
travel cardforall expensesarising fromofficial governmenttravel, unless otherwise exempt.

All Bargaining Unit employees, prior to their first TAD trip will apply for a government issued
travel card which is issued to government employees solely for the purpose of use while in a
travel status for the United States government. All bargaining unit employees agree to comply
with the regulations for the government sponsored contractor issued travel card. Failure to use
the travel card may subject the employee to appropriate administrative or disciplinary action.
Only allowable expenses for official travel will be reimbursed. The government issued travel
card is to be used only for expenses directly related to travel on official government business.

a. The maximum amount of advance cash authorized on the government issued travel card
will not exceed 80% of meals and incidentals for any one particular trip. Meals and incidentals
vary with the location. Lodging and car rentals will be paid for using the government issued travel
card.

b. Employees can voluntarily have their card deactivated between trips. This keeps the
account in place but prevents any charges until the account is re-activated at the employee's
request. Deactivation and/or activation of the government issued travel card will normally be
accomplished within two (2) workdays of the submission of a written request by the bargaining
unit employee to the Comptroller. In addition, this deactivation shall not be viewed by
Management as a "refusal” of the travel card for purposes of restricting any future cash advances
or travel card use by the employee.

c. There will be no interest accrued on the government issued travel card; however,

cardholders who fail to pay their travel card bills and exceed 120 days past due will have
negative credit information reported to the credit bureau and will incur a $20 a month late fee.

d. Employees who are TAD for more than 30 days are responsible for filing interim
claims (usually by the month). Employees on TAD in very remote areas may request to have
special arrangements made to delay filing of their travel claim.

e. Normally travel claims will be processed within five (5) to ten (10) workdays of
receipt of accurately completed claim.

f. The government issued travel card bill is due upon receipt and must be paid by the
duedate.

Section 5. In order to prevent an undue financial burden upon the employee, travel vouchers shall
be paid within thirty (30) calendar days after submission. In the case of a questionable item
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or items on a submitted travel voucher, except in cases of fraud and falsification, only that
guestionable amount may be withheld by Management pending certification. The balance ofthe
claim isto be paid within the agreed time constraints. The employee shall be notified in writing
of disallowed items. These items may be reclaimed after darificatiorl, if allowed by
government-wide regulations.

Section6. Where Privately Owned Vehicles (POV) mileage isreimbursed for enmpaayduty
situations, mileage will be paid in accordance with the Defense Table of Official Distances

(DTOD).

Section 7. For any TAD assignment, authorization for use of POV or rental vehicle, shall be
granted based onwhatis more advantageous/cost effective tothe government. Employeesshall
not be required to use theirown POV.

Section 8. Theemployee shall be fully compensated, inaccordance with JTR Chapter 4, in
instances where actual expenses are higher than allowed by JTR Appendix AorE.

Section 9. Employees who are ordered to report for duty at other than his/her normal duty
station shall be considered inan official duty status for the purpose of travel inaccordance with
applicable government-wide regulations.

Section 10. Ifallowed by the JTR, anemployee shall be compensated for time awaiting
transportation to or from his TAD station outside of his normal working hours.

Section 11. Upon request, in advance of preparation of travel orders, employees will be
reimbursed up to $7.00 for telephone calls to notify family of safe arrival, to inform or inquire of
medical conditions, and for notification of itinerary changes.

Section 12. Employees shall be compensated for any travel thatiscompensable under law and
government-wide regulation. All matters not specified above relating to temporary assignments
and associated per diemshall be administered uniformly by government-wide directives and
shall not be supplemented.

ARTICILE 24

OFFICIAL TIME FOR REQUIRED DIRECTED STUDY

Section 1. The parties recognize that Directed Study should resultin either improved employee
performance or increased employee ability or, ideally, both. It is understood, that work time

shall be utilized for work related study when it does not interfere with the accomplishment of the
mission.
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Section 2, Employees who are unable to complete a mandated course within the allotted time,
due to operational requirements, may request an extension from the issuing Agency through their
supervisor. A copy of the request for extension is to be returned to the employee. If an extension
isnotgranted, the courseshall not be entered into the employee's official training record.

ARTICLE?5

WAGE

Section 1. Employees shall be paid in accordance with applicable laws and government-wide
regulations.

Section 2. The provisions of Section 1 apply to, but are not limited to, the following: basic rate
of pay; overtime pay; night differential; Sunday premium pay; holiday premium pay.

Section 3. Eligible employees shall earn a premium of twenty-five (25) percent of their basic
rate of pay for each hour of Sunday work excluding overtime work or for each hour while in a
paid leave or excused absence status on Sunday and which is not in excess of the number of
hours the employee is scheduled to work on Sunday for each regularly scheduled tour of duty
which begins or ends on Sunday.

Section 4. Night differential at the rate of ten (10) percent of basic pay will be paid for regularly
scheduled work performed by eligible employees between the hours of 6 p.m. and 6 a.m.
Payment of night differential continues for regularly scheduled night hours when an employee is
absent due to a holiday or other non-workday and when travel is performed during the night
hours of his/her regularly scheduled tour of duty. Night differential continues during short
periods of paid leave but only if the total amount of leave (including both night and day hours)
taken during the pay period is less than eight (8) hours.

Section S. If an employee does not receive his/her salary on the regular delivery date, he/she
may advise his/her supervisor, who will promptly notify the Customer Service Representative
(CSR) office, and otherwise assist him/ her in tracing or obtaining the pay. The CSR office shall
give priority assistance to lost payment cases and shall inform the employee or employee's
supervisor, as soon as possible, of the status of the search or reissuance. Replacement pay is
normally issued on Wednesday following Friday payday.

Section 6. If an employee does not receive the correct sum in his/her pay because of an error or
oversight attributed to the administration which causes the employee to receive less than 90
percent of his or her regular biweekly pay and allowances, the named employee shall receive
these monies due, without justification of need, upon notification to the CSR office that the error
has occurred. When special payments are required, payment shall be released by the close of
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business on the workday following receipt, by the civilian payroll office, of documentation
required to substantiate payments. Underpayments which are not less than 90 percent of the
employee's regular biweekly pay and allowances will be processed on the first payroll prepared
after the error is discovered.

Section 7. W-2 Forms, Wage and Tax Statements, shall be distributed to Bargaining Unit
employees as promptly as possible after January 1 of each year.

Section 8. Provided all legal, regulatory, and administrative requirements have been met, and
provided that no disciplinary/adverse action is pending, promotions to positions within the unit
shall be effected on the beginning of the first full pay period after the employee is due the grade
or status change. Management shall ensure that the administrative requirements are consistently
administered and the personnel management division is advised sufficiently in advance to
accomplish the promotion action to meet this requirement.

Section 9. Except where specifically precluded by law or regulations, such as in the case of
statutory salary/pay increases, when an employee becomes entitled to two (2) salary/pay benefits

at the same time, the changes shall be effected in the order which provides the maximum
salary/pay benefit to the employee.

ARTICL E26

COMPENSATION

Section 1. Job-Related Disability Compensation.

a. Counseling of employees. When a supervisor becomes aware that an employee under
his/her supervision has suffered a disabling industrial illness or traumatic injury, the supervisor
or other Management representative will, in accordance with all applicable regulations and
directives:

(1) authorize medical care for the employee;

(2) notify Safety Office and G-1, Injury Compensation Office;

(3) provide the employee with Form CAIl or CA2;

(4) advise the employee of his/her right to elect continuation of regular pay, or to

use annual or sick leave, provided the traumatic injury renders the employee incapable of
performing the assigned duties and the employee is otherwise entitled to receive continuation of

pay (COP); and
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(5) ensure that any claims for benefits submitted by the employee are forwarded
promptly to the G-1, Injury Compensation Office, for forwarding to Office of Workers'
Compensation Programs (OWCP) of the Department of Labor. Management also is responsible
to expedite the processing of the claim and keep the employee informed of the status on a

monthlybasis.

ARTICIL E27

OVERTIME

Section 1. Employees shall be compensated for overtime work performed in accordance with
the applicable laws and regulations.

Section 2. Whenever scheduled overtime work is to be performed, it shall be made available to
qualified employees on an equitable basis.

Section 3. An employee who performs call-back overtime work shall be compensated a
minimum of two (2) hours for each separate occurrence in accordance with applicable law. Call-
back overtime is irregular or occasional overtime work performed by an employee; not in
conjunction with his/her normal work shift and/or on a day when work was not scheduled for
him/her, and/or for which he/she is required to return to his/her place of employment.

Section 4. Whenever an employee is held on duty beyond his/her regular shift, full
consideration shall be given to the employee’s request to work two (2) additional hours.
When an employee is called in for duty in advance of and in conjunction with his/her
regular shift, full consideration shall be given to the employee's request to work an
additional two (2) hours.

Section 5. Annual leave may be granted to any employee even during periods of overtime work
in Telecommunication and Information System Directorate (TISD), unless work requirements
necessitate otherwise.

Section 6. Management shall maintain a current, accessible record of overtime usage and
distribution for review by the Union.

Section 7. When an employee's work schedule cannot be adjusted to fulfill administrative,
medical or other work related business associated with his/her job, the employee shall be
compensated for time spent conducting such business.

Section 8. Employees shall be notified of scheduled overtime assignments when practical at

least twenty-four (24) hours in advance. However, lack of notification by Management does not
excuse the employee from being required to work the overtime assignment.
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Section 9. Overtime assignnlents will be made in.afair and impartial man.11.er within each work
section. When determining availability for overtime, Service Computation Date (SCD) will be
used for tie breakers. Use of SCD will not interfere with the fair and impartial basis in
assignment of overtime. When there is a situation of having to force someone to work a
particular overtime assignment, after considering equability, service computation dates will be
used, by order of reversed seniority.

Section 10. When an employee's assistance is needed outside of that particular employee's
normal work hours, the employee will be called, by the supervisor in charge, and directed to
report to work. The employee will be compensated at a minimum of two (2) hours. If actual
time spent assisting exceeds two (2) hours, the employee will be compensated accordingly.
Compensation will be made in accordance with applicable law.

Section 11. When standby duty is required, Management will ensure the employee is
compensated in accordance with applicable law.

Section 12. If an employee is unable to work scheduled overtime, du to unforeseen
circumstances, he/she shall notify the supervisor as soon as possible. Additionally, the
employee, if requested by Management, will be required to provide administratively
acceptable documentation to support their reason for not being able to work the assigned
overtime.

ARTICLE 28

HAZARDOUS/ENVIRONMENTAL DIFFERENTIAL PAY {EDP)

Section 1. Employees who perform duty involving exposure to hazards or physical hardships
shall be paid hazardous/environmental differential pay inaccordance with applicable laws and
regulations.

Section 2. It is the intention of Management that any Bargaining Unit employee, working in an
area where hazardous/environmental materials are scheduled for removal shall not be
furloughed, or forced to take annual leave during the removal. He/she shall remain in
Telecommunications and Information System Directorate (TISD) provided a designated safe site
is located where G-6 related work can still be performed.

Section 3. It is the practice of Management that any bodily fluids submitted or withdrawn in the
course of hazardous duty physicals shall be limited to test only for possible hazardous duty
health risks and that all test requirements, upon request, shall be provided in writing to the
employee prior to testing.
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ARTICLE?29

OCCUPATIONAL HEALTH. SAFETY AND ENVIRONMENT

Section 1. It shall be the responsibility of Management to establish and maintain an effective
and comprehensive occupational safety and health program in accordance with Public Law 91-
596, the Occupational Safety and Health Act (OSHA) of 1970, (hereinafter, the Act), Executive
Order 12196, dated February 26, 1980, and Department of Labor Regulation 29 CFR 1960,
(hereinafter, Part 1960), and any future laws and government-wide regulations relating to safety
in the workplace. The Agency agrees to recognize the Union's rights under Title VI of the Civil
Service Reform Act (CSRA) in administering this program. Management shall provide safe and
healthful working conditions with an environment free of hazards and any conditions that are
likely to cause death or serious physical harm to the employee. Healthful conditions shall
include, but not be limited to, providing work areas conducive to the work performed and based
on architectural design for optimum productivity of the worker.

Section 2. Annual safety and occupational health inspections shall be performed by the Joint
Safety Office of all Telecommunications and Information System Directorate (TISD) facilities
where Bargaining Unitemployees are located.

Section 3. Management shall notify the Union when known in advance of any safety meetings,
inspections, or training, and the Union shall be afforded the opportunity to have a representative
present. Unless workload necessitates otherwise, the Union representative shall be released to
attend meetings, training, and/or inspections on official time.

Section 4. Any discrepancies found shall be eliminated by Management within fifteen (15)
working days. If the discrepancy cannot be corrected in fifteen (15) working days, notification
of the safety condition and a time frame within which the condition is expected to be corrected
shall be provided to the Union and all personnel that work in the affected area. In cases of
critical or serious discrepancies where injury or loss of life is possible, an obvious notice or
placard shall immediately be posted at the area of the violation. The discrepancy shall be
eliminated by Management within five (5) working days. If the discrepancy cannot be corrected
in five (5) working days, notification of the safety condition and a time frame within which the
condition is expected to be corrected shall be provided to the Union and all personnel that work
in the affected area. -

Section 5. In the course of performing their normally assigned work, employees will be alert to
observe unsafe practices, equipment and conditions and when such is observed, report it to the
cognizant immediate supervisor.

Section 6. Each supervisor will abide by the Marine Corps Air Station Order P5I 00.8A dtd 23
May 1991 w/Change #1 in conducting safety meetings.
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Section 7. Management agrees that no employee will be subject to restraint, interference,
coercion, discrimination. or reprisal for filingareportofan unsafe orunhealthful working
condition, or other participation in agency occupational safety and health program activities, or
because of the exercise by an employee, on behalf of himself/herself or others, of any right
afforded by Section 19 of OSHA, Executive Order 12196, Part 1960; or any future laws and
government-wide regulations relating to safety in the workplace. The parties agree that an
employee will not normally report a matter covered by Part 1960 to the Department of Labor
without having first reported the matter to the Civilian Safety Officer and a reasonable attempt
has been made to resolve the matter internally.

Section 8. Each employee should report to their supervisor any mishap or injury or evidence of
impaired health in the course of work, regardless of how minor. Injuries or mishaps not reported
within thirty (30) days, and any associated claims thereof are subject to be denied. The
supervisor will take appropriate action to insure that:

a. the employee has an opportunity to report to the Agency Medical Officer or his/her
personal physician for treatment, completion of necessary reports, etc.,

b. Human Resources Office (HRO) is promptly notified to ensure timely processingof
necessary reports and employee claims.

Management agrees that assistance will be given to employees in preparing necessary forms and
documents for submission to Office of Workers' Compensation Programs (OWCP) and that
employees will be informed of their rights under the Federal Employees' Compensation Act as
amended in 1974. Management agrees, if there are light duty assignments available, to place an
employee who has returned to their duty station for limited duty on a type of work that will not
aggravate his/her illness or injury. Administratively acceptable medical evidence may be
required to substantiate the nature and the duration of the medical limitations. The
recommendation of the agency medical officer in these situations will be accepted”

Section 9. Management agrees to provide proper protective equipment and safety devices when
an employee is assigned to work in areas where conditions are detrimental to health in an effort
to "practically eliminate™ any hazard. All employees will be instructed in appropriate safety
rules and the use of protective equipment.

Section 10. Management shall in accordance with OSHA, Executive Order 12196, and Part
1960 acquire and maintain approved personal protective equipment, safety equipment and other
devices as necessary to provide protection of employees from hazardous conditions encountered
during the performance of their official duties.

Section 11. Management will ensure that employees have been oriented on the use of new
equipment or machinery and will ensure that this equipment or machinery has been inspected,
when required, for safety before initial use.

Section 12. Management agrees that it is not intended that employees be exposed to hazardous
conditions beyond requirements imposed by the inherent nature of the job. Such conditions shall
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be regulated by OSHA regulations, Environmental Protection Agency (EPA) regulations, and the
current Commandant of the Marine Corps/Department of the Navy/Department of Defense,

(CMC/DON/DOQOD) orders on file. Under certain circumstances the presence of another qualified

employee may be required. This determination shall be made by the Parties.

Section 13. Anemployee hasthe righttodecline to perform his or her assigned task because of
areasonable beliefthat, under the circumstances the task poses an imminent risk of death or
serious bodily harm coupled withareasonable beliefthat there isinsufficient time to seek
effective redress through normal hazard reporting and abatement procedures established in
accordance with CFR 1960.

Section 14. Management will maintainrecords required by OSHA. Accesstothese records by
employees and the Union will be provided in accordance with applicable statutes and

regulations.

Section 15. Management agreestofurnish the Unionacopy of any monitoring datacollected
concerning occupational safety and health.

Section 16. Managementagreestomaintainanemployee occupational healthprogramandto
provide the following services:

a. Emergencydiagnosisand initial treatmentofinjuryorillnessthatbecomesnecessary
during working hoursand thatis within the competency of the professional staff and facilities of
the health service unit. Ifthe injury orillness is job related and the above described services are
notavailable, theemployee will be transported within the commuting area toan appropriate
medical facility of his/her choice.

b. Requiredperiodic healthexaminations forspecific categoriesofemployeeswhose
work environment presents peculiar health hazards and/or employees who have been identified
as having worked in environments that presented identified health hazards.

c. Diagnosis and/or screening tests and health educational programs for unit employees
asahealthservice, subjecttoManagement's determination ofavailableresources.

d: Referral, uponthe employee's request, to private physicians, dentists, and other
community health resources. An employee will be expected to notify his/her supervisor
of his/her intention toseek medical treatmentinahealth unit.
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ARTICLE 30

FAIR L ABOR STANDARDS ACT (FLSA)

Section 1. Determination of exempt/non-exempt status of Bargaining Unit members shall be
accomplished in accordance with 5 CFR, Part 551.

Section 2. FLSA Amendments of 1974 (Public Law 93-259) extends coverage to all non-
exempt members of this Bargaining Unit.

Section 3. Non-exempt employees shall be compensated solely under the FLSA.

Section 4. Overtime paid under the provisions of the FLSA is not subject to the aggregate salary
limitations otherwise imposed under 5 USC 5547.

Section 5. If an employee has any entitlement to overtime pay under FLSA at the end of the
workweek, Management cannot require the employee to take compensatory time instead of
overtime pay. However, upon written request, the employee may elect compensatory time in
lieu of overtime.

Section 6. All non-exempt members of the unit are entitled to the expanded benefits pertaining
to travel time as "hours of work," in accordance with government-wide rules and regulations.

Section 7. With regard to matters relating to overtime entitlement under the FLSA, as amended,
the grievance procedures outlined under Article 5 of this Agreement shall be utilized.

Section 8. Any misapplication or misinterpretation of FLSA coverage by Management shall
authorize the employee to seek full "backpay" awards for the full timeframe of misapplication or
misinterpretation in accordance with applicable government-wide regulations.

ARTICLE3]

RETIREMENT AND BENEFITS

Section 1. The Human Resources Service Center - East (HRSC East) shall inform employees
of the Bargaining Unit of the benefits for which they may be eligible and assist them in initiating
claims for these benefits.

Section 2. The HRSC East shall provide retirement planning information to all employees. It
shall include, but not be limited to, individual counseling, assistance, information, and materials.
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Section 3. The HRSC East shall notify the next of kin promptly of benefits to which they may
be entitled and assist them in filing an appropriate claim. To every extent possible, Management
shall make every effort to have a representative visit with a deceased employee’s next of kin.

Section 4. The HRSC East shall ensure that personnel actions related to the claims of an
employee are processed promptly and followed up so that there is no loss of benefits or undue
delay.

Section 5. Management and the Civilian Human Resources Office (CHRO) Cherry Point shall
provide a copy of brochures and pamphlets to the local office of the Union.

Section 6. The HRSC East agrees to inform employees during the Annual Federal Employees
Health Benefits "Open Season” of their right to enroll in a plan, change options within a plan, or
change to a different plan.

Section 7. The HRSC East will advise employees about the Federal Employees Health Benefits
Program and the Federal Employees Group Life Insurance Program. Additional information,
including forms and brochures are available for employees at the Office of Personnel
Management (OPM) web site (www.opm.gov).

Section 8. If the employee has not received his/her first check within forty (40) days of the date
OPM received his/her retirement package, the HR.SC East shall, upon request of the employee,
coordinate with OPM to secure interim payments. Interim payments are usually about 90% of
the regular monthly payment; however, individual employee circumstances may cause the partial
interim payment to be less than 90%.

Section 9. The HR.SC East shall assure that all appropriate paperwork is forwarded to OPM
within thirty (30) days of the actual separation of the employee. If possible, the employee shall
provide thirty (30) days notice of his/her intent to retire.

ARTICLE32

UNION BENEFITS

Section 1. In the event the Union enters into any agreement establishing a service or benefit,
employee allotments of pay shall be authorized to the limits established by Treasury regulations.
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ARTICLE33

EMPL OVEE'S PRIVATE TEL EPHONE NUMBER AND CONTACT

Section 1. The employee's private telephone number shall not be disclosed unless authorized for
release by the employee and/or the supervisor for use by the supervisor's designee for work
related matters.

Section 2. The employee's private telephone number shall not be disclosed to the public or
published in a public directory without written authorization from the employee.

Section 3. Management recognizes that employees should not be contacted at home, except by
an authorized Management official or their designee, for work related matters, which include
emergencies, callback assignments and overtime assignments. When employees meet the
criteria for being compensated, he/she will be so compensated in accordance with applicable

law.

ARTICLE34

USE OF OFFICIAL GOVERNMENT TELEPHONES AND RECORDED LINES

Section 1. The use of government telephone systems (including calls over commercial systems
which will be paid for by the government) shall be limited to the conduct of official business.
Such official business calls may include emergency calls and calls which the agency determines
are necessary in the interest of the government.

Section 2. If an employee is required to be held over for official business, Management agrees
to permit the employee to notify a family member via government telephone at no expense to the

employee.

Section 3. During a telephone call between Management and a Union representative in his/her
official Union capacity, before the conversation starts or proceeds, if one or more persons come
onto the line for any reason, the other party to the call shall be advised immediately of the fact.
This requirement applies to persons listening on telephone extensions or to speakerphones.

Section 4. The employee shall have reasonable access to government telephones for personal
calls that are defined as being.in the interest of the government, including but not limited to the

following:

he ioh a. Calls to notify family, doctor, etc., when an employee is injured or becomes sick on
the job.
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b. Anemployee traveling on government business is delayed due to official business or
transportation delay, and calls to notify family of a schedule change.

c. Anemployee is required to work overtime without advance notice and calls within the

local commutingarea (theareafromwhich theemployee regularly commutes) toadvise
his/her family of the change in schedule or to make alternate transportation or childcare
arrangements.

d. An employee makes a brief daily call to locations within the local calling area to
speak to spouse or minor children (or those responsible for them, e.g. school or day care center)
to see how they are.

e. Anemployee makes brief calls to locations within the local calling area that can be
reached only during working hours, such as local government agency or physician.

f.  Anemployee makes brief calls to locations within the local calling area to arrange for
emergency repairs to his or her residence or automobile.

In addition, calls which are not defined as being in the interest of the government shall be
authorized at the employee's expense.

Section 5. Where required by law, all telephone lines which are being recorded will be equipped
with such warning devices as specified by law.

ARTICLE35

SECURITY

Section 1. Management shall provide adequate security for its employees in the performance of
their duties.

Section 2. Management shall provide security lighting around the building and parking areas
utilized by Bargaining Unit employees to assure safe passage from work to transportation.

ARTICILE36

CIVILIAN EMPLOYEE ASSISTANCE PROGRAM: (CEAP)

Section 1. It is the Department of Defense (DOD) policy to assist employees in overcoming
performance or conduct deficiencies caused by misuse of drugs or alcohol or by other personal
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problems. Whenanemployee voluntarily requests assistance, the CEAP Administrator will,
provide problem identification and preventive counseling and referral to local community
agencies for treatment, rehabilitation, or other assistance. Management may refer anemployee
tothe CEAP Administrator ifinstances of deficient work or behavioral changes are identified
anddocumented.

Section 2. Totheextent feasible, CEAP assistance will be made available to family members
an employee for personal problems and to an employee with a family member who has a
personal problem.

Section 3. Management recognizes its obligation to fully inform employees of all current
CEAPs by publicizing them annually. The activity CEAP Administrator will ensure that
employees are informed on CEAP topics through such means asmemorandums, seminars,
articles,and Activity publications. Thenameand location ofthe CEAP Administrator will be
listedinthetelephonedirectoryand displayed onemployee bulletin boards.

Section 4. Thesupport and active participation of labor organizations is akey elementin the
success of the CEAP. As such, Union representatives shall be included in training and
orientation programsto insure mutual understanding of CEAP policy, referral procedures,
and other program elements.

Section 5. Management shall make every reasonable effort to assure that the individual
contractorsdonotintimidate, harass, orotherwise cause mental hardshiptoemployees either
before,duringorafterenrollmentinany program.

Section 6. Management will not use the fact that a Bargaining Unit member has been or
currentlyisenrolled in CEAP asevidence to take any disciplinary oradverse action against the
employee.

Section 7. Under the Privacy Act, Management shall assure that all information about the
employee's use of CEAP and reasons for such assistance is not released to anyone other thana
CEAPagent. All medical and/or rehabilitation records concerning theemployee's problem,
including CEAP recordsoftheidentity, diagnosis, prognosis, ortreatmentare confidential and
may be disclosed only asauthorized by 42 CFR Part 2, including the provision of written
consent by the employee.

ARTICL E37

CULTURAL DIVERSITY AND EQUAL EMPLOYMENT OPPORTUNITY (EEO}

Section 1. The Parties are committed to the principles of Equal Employment Opportunity
(EEO), whichincludes seeking cultural diversity inthe workforce. Tothatend, the Parties will
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supportpositive programsthathaveastheirobjectivestherealizationand manifestation oftheir
commitment.

Section 2. The Parties are committed to administering this Agreement and administering the full range
oftheirlabor-managementactivitiesinafair manner, consistent with applicable civil rights laws.
Therefore, in administering this Agreement, conducting Union activities and Management operations, and
engaging in joint Union/Management endeavors, the Parties shall notdiscriminate againstany employeeon
accountofsex, race, religion, color, national origin, age, and/or handicapping condition.

ARTICLE38

HANDICAPPED EMPLOYEE

Section 1. Theemploymentof handicapped applicantsshall be inaccordance withapplicable
regulations of higher authority. Management andthe Union agree not to discriminate against

handicapped- employees.

ARTICLE39
ANNUAL LEAVE

Section 1. Annual leave is a right afforded by law. The approval of annual leave is the
responsibilityof Management, therefore, Managementwill schedule the useofannual leave with
due consideration to the workload requirements of the G-6 and will not restrict the granting of
annual leave to the extent thatan employee forfeits earned leave because of the restrictions on
leave accumulation. Management will make every effort consistent with workload requirements

tograntemployee'srequestsforannual leave, uponrequest.

Section 2. The prime vacation time periods are those periods requested by eachemployee, in
each branch, for the periods 0f20 May through 15 September; 20 November through 1
December; and 21 December through 3January. Non-prime timesare all other times.

Section 3. Unless agreed upon by the parties, employees will submit their prime time annual
leave requests no later than 31 March of each calendar year so that Management may complete
the prime vacation time leave schedules by 30 April. If conflict of schedules arises between two
ormore employees desiring the same prime time leave dates, the affected employees and their .
supervisors will attempt toresolve the conflict informally. 1fthe Parties cannot reach agreement
informally, the conflict will be resolved by individual Service Computation Date (SCD). Prime
vacation time schedules will be posted on or before 30 April of each calendar year. Once prime
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time vacation schedules have been established, Management officials will make every
reasonable effort consistent with workload and work schedule requirements to adhere to the
established schedules. Once an employee has made his selection of prime vacation time annual
leave, he will not be permitted to change his schedule if by doing so it will interfere with the

selected dates chosen by another employee. Management may require a change because Of
unforeseen circumstances.  In such cases, the employee shall have as much notice as is possible
and shall have the right to have his prime time vacation leave rescheduled. As long as conflicts
do not exist, disapproval of leave will not be based on failure of an employee to predict leave
usage needs prior to 30 March.

Section 4. In regard to non-prime time annual leave, Management agrees that the cognizant
supervisor shall notify the employee within two working days of request for annual leave as to
whether or not his/her leave has been approved. In the case of "on the spot™" annual leave request
such request Will be approved or disapproved as soon as practicable. A supervisor denying a
request for annual leave will return the Standard Form 71, Application for Leave, to the employee
indicating on same the reason for the denial. Provided annual leave requests are in accordance
with the provisions of this Article, requests may be denied only for just cause.

Section 5. When operational requirements necessitate Management to restrict or limit the
number of employees being granted leave during any particular time frame, the affected
employees will attempt to resolve the conflict informally. If conflict cannot be resolved
informally, the Parties agree the employees' SCD will be used. Inthe event of identical SCDs,
Telecommunications and Information System Directorate (TISD) seniority date will prevail.

Section 6. Employees shall accrue leave at the rate established by 5 USC 6303. Supervisors
shall have the right to require and set the dates for employees to use excess annual leave,
provided the employees do not make acceptable arrangements for scheduling of this excess

leave.

Section 7. Restored Annual Leave. When employees are unable to use "use or lose" leave due
to an administrative error, exigency for public business, or illness, the leave can be credited to a .
restored leave account for use during the next two (2) years. Exigency is a declared state of
operational emergency during which it is of major importance to continue activity operations.
When TISD is declared to be in an exigency status, Management shall notify the Union in
advance in writing, including the reason for the exigency, and shall take the necessary steps to
ensure no loss of the employee(s) "use or lose" leave. To be considered for restoration leave
that is forfeited because of the exigency or illness must have been scheduled for use at least three
pay periods prior to the end of the leave year.

Section 8. Itis the responsibility of the employee and Management to plan leave in a manner
that will avoid the Joss of leave at the end of the leave year.

Section 9. Management should announce any planned shutdowns or reduction of operations to
employees as far in advance as practicable. Prior to announcing any planned shutdowns or
reduction of operations, Management shall first inform the Union.
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Section 10. An employee may cancel annual leave at any time, When an employee cancels
scheduled annual leave and returns to duty, he/she may be assigned to work the shift that he/she
would have worked, if annual leave had not been scheduled, unless, operational requirements
necessitate or allow assignment to adifferent shift. Any different shift assignment shall be
temporary and only for the duration of the initially proposed leave.

Section 11. Employees on annual leave who become sick shall have the right to convert the
annual leave to sick leave in accordance with applicable laws and regulations, and provided
their absence meets at least one of the requirements cited in Article 40 (Sick Leave).

Section 12. Upon written request an employee may be advanced annual leave, workload
permitting, provided his need for such meets the requirements set forth in law on this same
matter.

Section 13. The established minimum charge to annual leave shall be one-tenth (1/10) of an
hour unless, law dictates otherwise.

Section 14. Emergency Annual Leave Requests and/or Call-In Annual Leave Requests must
receive approval from the first line supervisor or his designee. If the first line supervisor or his
designee is not available, the employee should talk to his/her second line supervisor to receive
approval for his/her annual leave request. If the employee is unable to reach his/her second line
supervisor, he/she should either call back and/or leave a number where the employee may be
reached. If verbal approval is not received via one of the above methods, the request for annual
leave may not be approved.

ICK I EAVE

Section 1. Employees shall earn sick leave in accordance with applicable laws and regulations.
The Union joins Management in recognizing the insurance value of sick leave and encourages
conservation.

Section 2. Sick leave shall be granted in accordance with applicable statutes and regulations
when the employee:

a. receives medical, dental, or optical examination or treatment;

b. isincapacitated for the performance of duties by physical or mental illness, injury,
pregnancy, or childbirth;

c. provides care for a family member as a result of physical or mental illness; injury;
pregnancy; childbirth; or medical, dental, or optical examination or treatment;
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d. makesarrangements necessitated by the death ofafamily member or attends the
funeralofafamily member;

e. would, asdetermined by the health authorities having jurisdiction or by a health care
provider, jeopardize the health of others by his or her presence on the job because of
exposure to a communicable disease; suchascaring forafamily member afflicted with a
contagious disease; (restriction on the number of hours to care for family members does not
apply); or

f. mustbe absent from duty for purposes relating to the adoption ofa sonor daughter
including appointments with adoption agencies, social workers, and attorneys; court
proceedings; requiredtravel;andany other activities necessary toallowthe adoption to proceed,
such as periods during whichan adoptive parent is requested by the adoption agency or bya
courtto be absent from work to care for the adopted son or

daughter. For these purposes, "family member" means:
@ spouse and parents thereof;

@ sonordaughter,includingadopted sonordaughter, and spouses thereof;

@ parents;
@ brothersandsisters,andspouses thereof; and

® anyindividual related by blood or affinity whose close association with the
employeeistheequivalentofafamily relationship.

section 3, The amount of sick leave authorized to an employee during any leave year for the
purposes described in 2cand 2d above may not be more than that allowed by5 CFR 630.401.

Uponwritten application of theemployee, sick leave, nottoexceed five (5) daysattime, may be
advanced for family care purposes, provided the employee isnotexpected to be separated from

service prior to repayment of advance leave. All available accumulated sick leave to the
employee'screditmustbeexhausted.

Section 4. An employee shall request advance approval for sick leave for the purposes of
receiving medical, dental, oroptical appointmentswhenkn-Owninadvanceand, totheextent
possible, for the purposes described in Section 2, paragraphs ¢, dand f.

Section 5. It is the responsibility of each employee to promptly notify his/her supervisor or
second level supervisor, ifimmediate supervisor is notavailable; and/or aco-worker, if neither
supervisor isavailable, (leaving atelephone number where they can be reached), when he/she is
unable to report to work due to reasons cited in Section 2. This notification shall normally be
done within the firsttwo (2) hours of employee’s scheduled shift. Notification inany instance by
telephone or third party shall constitute compliance. Notificationby mail will only be used when
notification by telephone or third party is not possible. The employee should provide follow up
notification every week thereafter, if the need continues. Employeeswho have notified their
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supervisors inadvance ofapredictable length ofabsence will not be required to provide follow
up notification, unless their absence exceeds the expected time frame.

Section 6. Except as hereinafter provided, an employee shall not be required to furnish a
medical certificate to substantiate a requests for sick leave unless such absence exceeds five (5)
working days continuous duration. If requested by Management, anemployee will be required
to furnish amedical certificate for absences of more than five (5) workdays. Theemployee will
be notified of this requirement within two (2) workdays of return toduty. Employee shall be
given fifteen (15) days to provide required documentation. In lieu of amedical certificate, the
employee'ssignedstatementmay beadministrativelyaccepted whenitisunreasonable torequire
amedical certificate because of shortage of physicians, remoteness of locality or because the
illnessdoes notrequire the services ofaphysician.

Section 7. When Management has evidence of sick leave abuse, an employee may first be
counseled concerning his/her sick leave record and may be required to provide a medical
certificate for future sick leave requests. In cases where an employee is required to submit a
medical certificate, Managementwill reviewtherequirementannually,andupontheemployee's
request, may review the requirement semiannually. If theemployee's sick leave record does not
indicate continued sick leave abuse and showssignificant improvement at thetime of review,
the employee will be notified inwriting that medical certification asspecified by thissection
will no longerberequiredforeachabsence.

Section 8. Anemployee who, because of incapacitation, isreleased from duty, shall not be
required tofurnishamedical certificate for the day released from duty.

Section 9. Whenever anemployee's request for sick leave isdisapproved, he/she will be givena
signed writtenreason, usually onStandard Form 71 (SF-71).

Section 10. Because a request for sick leave may involve business of a personal nature, the
employee may not wish to divulge the complete details of such personal medical business. The
employee mustprovideadequate informationtosupportthe need (suchas, surgery, examination,
test, and medical consultation).

Section 11. Theestablished minimum charge to sick leave shall be one-tenth (1/10) ofan hour
andadditional chargesareinmultiplesthereof.

Section 12. Requests for sick leave or individual sick leave records shall not be available nor
distributed as general information nor publicized.

Section 13. Sick leave usage will not be used as a factor in promotions or other non-disciplinary
personnel actions.

Section 14. Advance Sick Leave.

a. Up to thirty (30) days of sick leave at a time may be advanced upon written
application oftheemployee, provided the employee isnotexpected to be separated fromservice

73



prior to repayment of advance leave; except that no advance shall be made to an employee
holding a limited appointment or one expiring on a specific date, in excess of the amount sick
leave which would be accrued by the employee during the remainder of the appointment.

b. Foradvanced sick leave for family care purposes, Section 3 applies.

c. Beginning immediately upon the employee’s return to duty, the advanced sick leave
will be paid back by charging off sick leave accrued each biweekly pay period and continue until
such time as the advance is liquidated.

d. If the employee has excess annual leave which must be forfeited at the end of the
leave year, the excess annual leave may be applied to pay back an equivalent amount of
advanced sick leave. Such conversion of leave must be made before the actual forfeiture of
annual leaveoccurs.

e. Approval of applications for advanced sick leave is the responsibility of the Director
of Telecommunications and Information Systems Directorate (TISD); however, this approval
authority may be delegated to the department head level.

Section 15. Sick leave is in addition to anemployee's entitlement to unpaid leave under the
Family and Medical Leave Act (FMLA) of 1993 (Article 42 applies).

ARTICLEA4]

LEAVE FOR SPECIAL CIRCUMSTANCES

Section 1. Administrative leave is an excused absence from duty administratively authorized
without loss of pay or benefits, and without charge to leave. The types of absences for which
administrative leave may be granted and included in the Article are those which have been
provided by law, regulations, and other situations recognized by the Comptroller General as
being appropriate for excused absence for brief periods of time.

Section 2. Decisions regarding the approval of excused absences will be made by those officials
and/or supervisors authorized to do so. Local command authority to excuse shall be used
sparingly in all cases and shall not in any case exceed five (5) workdays. Emergency situations
that exceed five (5) days must be approved by higher authority. Excused leave in excess of 59
minutes must be initiated at the Commanding General level.

Section 3. In the event of mass excusals, absences of employees who are on scheduled annual
leave or sick leave at the time of the excusal will remain charged to leave (employees must be
either actually at their place of duty, or scheduled to report to duty in order to be excused unless
law dictates otherwise). Employees who are on duty when formal notification of the scheduled
early dismissal occurs, may be granted leave in conjunction with excused leave.
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Section 4. The Parties agree that when administrative excusal resulting from hazardous weather
or other emergency conditions is being considered the following will apply:

a. Administrative excusal should be coordinated so far as practicable with a release of
employees from other federal agencies located within the Marine Corps Air Station (MCAS)
facilities.

b. In making the determination to administratively excuse employees for conditions
cited above, Management should consider current meteorological, state and local police reports,
and other available legitimate sources of information. Additionally Management shall make
every effort to release the affected employees far enough in advance to avoid an unsafe threat to
the employee's health and well being.

¢c. When Management determines that hazardous weather conditions exist, employees
shall be administratively excused as workload permits.

d. When it becomes necessary to close an office because of hazardous weather or other
emergency conditions and to administratively excuse Bargaining Unit employees, Management
shall notify the employee via the Severe Weather Information line (252-466-3093).

e. Inthe event of a bomb threat or when Management determines a similar hazardous
condition exists in Telecommunications and Information Systems Directorate (T1SO), affected
Bargaining Unit employees shall immediately be administratively released and/or relocated to a
similar facility, until it has been determined that the hazard no longer exists. Management will
make the determination as to whether to relocate the affected Bargaining Unit employees and/or
administratively excusethem.

Section 5. Administrative excusal may be granted for Civil Defense pre-emergency training
programs. Bargaining Unit employees may be assigned by the Command to participate in Civil
Defense pre-emergency training programs or test exercises without charge to leave for a period
normally not to exceed atotal of forty (40) working hours during a calendar year. (Exceptions
will be addressed on a case basis.)

Section 6. Administrative excusal may be granted for emergency rescue or protective work.
Bargaining Unit employees shall be excused for rescue or protective work with the National
Guard, State Guard, or Civil Air Patrol; and may be excused at the discretion of Director of
TISD for other rescue or protective work (i.e., volunteer fire, rescue or police work), in
accordance with law, rule or regulation.

Section 7. When it is in the public interest to relieve employees from work to participate in civil
activities which the government is interested in encouraging, a reasonable amount of time will be
allowed on a case basis, workload permitting.

Section 8. Administrative excusal may be granted for tests and interviews. Bargaining Unit

employees who compete in written or oral tests or who are interviewed shall be excused for this
purpose without charge to leave or loss of pay in the following circumstances:
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a. Whensuch tests or interviews required under the Merit Promotion Program are
conducted duringregularly scheduled working hoursandare heldlocally, excused leave as

necessary shall be granted.

b. When the competition is for a Navy or non-Navy position outside of this command
and the individual is under notice of separation by reduction-in-force, excused leave for required
testsand/or interviews shall be granted nottoexceed eight (8) hours.

c. Employees will be excused, without charge to leave or loss of pay, for all
examinations required for converting Temporary Appointment Pending Establishment of
Register to career-conditional, or for noncompetitive examinations required locally.

d. Timespentinexaminationsorinterviews incircumstances other thanthosecitedin
paragraphs (a) and (b) above will be charged toannual leave or leave without pay.

Section 9. Federal employees are entitled up to seven (7) days of paid leave in a calendar year
(inaddition to sick or annual leave) to serve as a bone-marrow donor and up to 30 days of paid
leave inacalendar year to serve as organ donors, inaccordance with 5 USC 6327 and Public
Law 106-56. Additional leave may be granted on a case basis.

Section 10. To the extent that modifications in work schedules do not interfere with
accomplishing the mission of TISD, Management shall approve aBargaining Unitemployee's
requestto adjust work schedules for the purpose of taking time off without charge to leave when
employees' personal religious beliefsrequire thatthey abstain fromwork during certain periods
ofaworkday orworkweek.

Section 11. Funeral Leave. In the event of a death of an employee's immediate relative who
died as aresult of wounds, disease, or injury incurred while serving asa member of the armed
forces inacombat zone, the employee will be granted funeral leave as is needed and requested,
not to exceed three (3) workdays. Immediate relative is defined as the spouse and parents
thereof; children, including adopted children and spouses thereof; parents; brothers and sisters
andspouses thereof; and any individual related by blood or affinity whose close association with
the deceased was such as to have been the equivalent of a family member of the deceased
memberofthearmed forces.

Section 12. In the event of a death in an employee's family, a policy of liberal leave will be in
effect for the time necessary for bereavement, normally not to exceed seven (7) days. In
accordance with the provisions of 5 CFR 630.401, an employee may use sick leave to make
arrangements necessitated by the death of afamily member or to attend the funeral of a family
member.

Section 13. Leave for Maternity/Paternity Purposes. Upon request, Leave Without Pay
(LWOP) may be granted toemployees to care for their newborn infant.

Section 14. Leave Without Pay.
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a. Requestsforleave of absence without pay will be considered inaccordance with_
applicable lawsandregulations. 1t may be granted even whenthe employee hasannual or sick
leave to theircredit.

b. Inaccordance with existing regulations, Management agrees to provide
employment within the grade held by the employee at the time theemployee isgranted leave
without pay and inthe current pay status of such rating upon theemployee's return to duty

provided:

() Theemployee returnstoduty no later thanthe end of the approved leave period,
and

(2) Theemployee hasnot been affected by areduction-in-force procedure during the
leave period which would subsequently affect the employee's retention rights.

c. Employeesinanapproved leave of absence without pay status accrue all rights and
privilegesinrespecttoretirement statusand coverage under thegroup life insurance and Federal
Employees Health Benefits Program inaccordance with provisions ofexisting laws, rules, and

regulations.

d. Exceptforabsenceduetomilitary service or because of compensable injury, whenan
employee has been on LWOP for six months or less during any calendar year, he/sheis given
service credit for that period and the service computation date is not affected. No credit for
government service will be given for any portion of LWOP in excess of six months during the

same calendar year.

Section 15. Ifan employee inany leave status becomes incapacitated or isunable to perform
his/her duties, he/she shall have the right to convert annual leave or LWOP tosick leave, in

accordance with applicable regulations.

Section 16. Annual leave, sick leave, or LWOP will be granted to an employee to care for a

diagnosedterminally illmemberoftheemployee's family inaccordance withapplicable lawand
regulation. (Articles 39,40,42.)

ARTICLE42

FAMILY ANDMEDICALLEAVE

Section 1. As provided by the Family and Medical Leave Act (FMLA) of 1993, an employee is
entitled u to twelve (12) administrative work weeks of unpaid leave during any twelve (12)
month period for one (1) or more of the following reasons:

a. Birth of a son or daughter of the employee and the care of such son or daughter
within one (1) year of birth;
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b. Placement of a son or daughter with the employee for
adoption or foster care within one (1) year after placement

c. Care for a spouse, son or daughter, or parent of employee with a serious
health condition; or

d. Serious health condition of an employee that makes the employee unable to perform
essential functions of his or her position.

The administration of this Section shall be in accordance with the "Family and Medical Leave
Actof1993."

Section 2. L eave may be taken in intermittent, separate blocks of time. It may be scheduled in
periods as brief as one hour to blocks of several weeks.

Section 3. All requests for FMLA leave shall be made in writing. The employee will provide
written medical certification on Form WH-380 when requesting leave for serious health
conditions as listed in Section |, paragraphs c and d.

Section 4. During the period of leave under this Section, certain benefits, including but not
limited to, retirement, time-in-grade coverage, health care benefits, and life insurance shall be
continued to the extent permitted by applicable law.

Section 5. The provisions of this Article shall apply to each instance of childbirth, adoption, or
serious health condition. An employee is not entitled to 12 additional work weeks of leave until
the previous twelve (12) month period ends and an event or situation occurs that entitles the
employee to another period of family medical leave. Additional leave (annual, sick, LWOP,
compensatory time, etc.) beyond the FMLA leave of twelve (12) weeks shall be granted if the
case warrants such additional time.

Section 6. FMLA leave is in addition to the employee's paid annual and sick leave or any
compensatory time off available to the employee. An employee may elect to substitute paid time
off, as appropriate, for any or all of the unpaid leave taken under FMLA consistent with
government-wide regulations if the election is made prior to the date such paid time off
commences. If paid leave is substituted for unpaid leave, the employee should indicate if he/she
does not wish to designate this leave as FMLA leave.
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ARTICLEA43

JURY DUTY AND COURT LEA VE

Section 1. Performance of jury duty is considered a basic civic responsibility of all employees.
Although temporary loss of the employee's service may impair operating capabilities, the
employee's civic duty is of overriding importance and Management shall grant excused leave.

Section 2. Absences and fee entitlements for employees performing court or court-related
service in a federal, state, or local court shall be in accordance with applicable laws, rules, and
regulations. When an employee is called for jury duty, or as a court witness he/she shall notify
Management and provide appropriate documentation so that arrangements may be made for
his/her absence from the activity. Upon completion of his/her services, the employee shall
present to Management the signed documentation or other satisfactory evidence of the time

covered on such service.

Section 3. An employee on court leave shall be entitled to the same premium pay he/she would
have received had he/she worked his/her regular shift. Employees assigned to night duty shall be
granted court leave on days on which court duty is to be performed.

Section 4. At the request of the employee who has been granted court leave, his/her regular days
off shall be changed, to coincide with his/her jury service regular days off, unless workload

necessitates otherwise.

Section 5. When no hardship would result, Management may require an employee entitled to
court leave to return to duty or be charged annual leave if he/she is excused from the court-
related service for one day or a substantial part of a day. The employee shall not be required to
return to duty if it would work a hardship to h i m /her.

Section 6. Federal employees called to court as witnesses on behalf of the U.S. Government, the
District of Columbia, or a state or local government, or to serve on a jury, are authorized to
receive pay during such absence from work status without charge to leave. Effective October 1,
1976, court leave was extended to include periods of absence in which employees are summoned
to appear as witnesses on behalf of a private party in a judicial proceeding to which the United
States, the District of Columbia, or a state or local government is a party. Any fees payable for
such service must be collected and turned in to the employing agency (witness program).

Any payments designated as expenses by the court or other appropriate authority may be

retained (jury duty).
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ARTICLE44

VOTING POLICY

Section 1. Administrative excused time will be given to eligible employees to vote in national,
state, or municipal elections or referendums consistent with applicable federal rules and
regulations, workload permitting. In this connection, eligible employees will be excused without
charge to leave for the purpose of voting on the following basis. Employees whose voting
residence is within forty (40) road miles of the Marine Corps Air Station (MCAS) will be
excused to vote for a period of three (3) hours after the polls open or three (3) hours before the
polls close, whichever will cause the lesser period of absence from the activity; employees
whose voting residence is from forty (40) to eighty (80) road miles from MCAS will be excused
to vote for a period of four (4) hours after the polls open or four (4) hours before the polls close,
whichever will cause the lesser period of absence from the activity. From eighty (80) to one
hundred twenty (120) road miles, five (5) hours will be allowed on the above basis. For any
distance over one hundred twenty (120) road miles, additional time will be allowed, not to
exceed a total of eight (8) hours. If the employee's voting residence is in a state other than North
Carolina, time will be allowed only if voting by absentee ballot is not permitted. Upon request
of Management, employees will provide proof of eligibility to vote.

Section 2. Department heads shall arrange work schedules for employees required to maintain
continuous service to assure that they are afforded time for voting as provided by Section 1.
Additional leave may be granted in individual cases as provided in Section 1. Absentee ballots
may be utilized in North Carolina general elections by those persons holding voting residences in
counties other than the county of present residence. Voting by absentee ballot is not permitted in
Party primary elections.

Section 3. When other election or referendums are held on regular scheduled workdays,
employees shall be granted leave for voting purposes in accordance with Section I. However,
each request for leave in such cases shall be considered on an individual basis and only those
employees eligible to vote in the particular election or referendum in question shall be granted
administrative leave.

Section 4. Registration in North Carolina must be in person. When registration can not be

accomplished on a non-working day, administrative leave shall be granted for this purpose on
the same basis as voting.
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ARTICLEA45

MILITARY LEAVE

Section 1. Employees in the Bargaining Unit serving permanent, temporary appointments

pending establishment of a register or term appointment who are members of the National Guard

or Reserve components of the Armed Forces must be granted military leave not to exceed fifteen
(15) calendar days in any one fiscal year when official orders are presented, unless an employee
has carried over any military leave from the previous fiscal year. Employees may carry over a
maximum oOf fifteen (15) days from one fiscal year to another. Military leave may be taken
intermittently, a day at a time, or as otherwise directed under orders issued by competent military

authority.

Section 2. Non-workdays falling within a period of absence on military training duty are
charged against the fifteen (15) days of military leave allowed during the year; however, non-
workdays occurring at the beginning or end of the training period are not charged. On return to

duty from military leave, employees shall submit a certified copy of their orders indicating
inclusive dates of training duty.

Section 3. When called to duty for purposes of enforcing the law or for providing assistance to
civil authorities in the protection or saving of life or property or prevention of injury, an
employee is also entitled to leave, not to exceed an additional twenty-two (22) workdays in any
calendar year, with military pay for any portion of the twenty-two (22) days so used being offset
against civilian pay for the same period. Employees may choose to use annual leave instead of
military leave for any of the twenty-two (22) workdays, and no set off against civilian pay will
be made.

Section 4. When an employee's tour of duty permits payment of night differential pay, he/she is
entitled to night differential pay during the period he/she is on military leave.

ARTICIL E46

BLOOD DONOR LEAVE

Section 1. Participation in blood donor programs is strongly encouraged and employees who
serve as blood donors during their normal working hours may be excused from work without
charge to leave or loss of pay. Normally, the maximum excusal time shall not exceed four (4)
hours. In unusual cases involving traveling an abnormal distance or where medically certified
that f%ditional recuperation time is required, additional time not to exceed one (1) day may be
granted.
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ARTICLE 47

VO LUNTARY LEA VE TRANSFER PROGRAM

w. The purpose of this Article is to set forth procedures and requirements in accordance
with 5 CFR 630, Voluntary Leave Transfer Program. Under this program, the unused accrued annual
leave of a Bargaining Unit employee may be transferred to,or received from, other

federal employees.

Section 2. Definitions.

a. uleave Deciding Official" (LDO): The Commanding General or designee. It shall be
understood that the designation of the LDO is a right of Management as set forth in 5 USC
7106(a)(2)(B) and nothing herein shall interfere with this right.

b. "Leave Donor": A Bargaining Unit employee whose voluntary written request for
transfer of annual leave to the annual leave account of a leave recipient is approved by
Management.

c. "Leave Recipient”: A current employee for whom Management has approved an
application to receive annual leave from the annual leave accounts of one or more leave donors.

d. "Medical Emergency": A medical condition of an employee or family member of
such employee that is likely to require an employee's absence from duty for at least twenty-four
(24) hours and is expected to result in a substantial loss of income to the employee because of
unavailability of paid leave. The twenty-four (24) hours of absence from duty without available
paid leave because of the medical emergency need not be consecutive, but must have resulted
from the same medical emergency for which the employee made application for leave.

e. "Family Member": A "family member" as defined in5 CFR630.902.
Section 3. Application to become a leave recipient.

a. A Bargaining Unit employee who has been affected by a personal or family medical
emergency on or after January 31, 1989, may make a written application to the LDO to become a
leave recipient. If the employee is not capable of making the application on his or her own

behalf, another Bargaining Unit employee, the Union, or other personal representative may make
the written application on his or her behalf.

b. Each application shall be accompanied by the following information concerning each
potential leaverecipient:

(1) The name, position title, and grade or pay level of the potential leave recipient.
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(2) Reason why transferred leave is needed, including a brief description of the
nature, severity, and anticipated duration of the personal or family medical emergency affecting
the potential leave recipient, and if it is a recurring one, the approximate frequency of the
medical emergency affecting the potential leave recipient.

(3) Certification from one or more physicians, or other appropriate experts with
respect to the medical emergency. If the LDO requires certification from two or more sources,
Management ensures, either by direct payment to the expert involved or by reimbursement,
that the potential leave recipient is not required to pay for the expenses associated with
obtaining certification from more than one source.

(4) Leave balance of recipient (attach the most recent leave and earning statement).
(5) Signature and date of application.

Section 4. Approval of application to become leave recipient.

a. Management shall review an application to become a leave recipient for the
following purposes:

(1) Todetermine that the potential leave recipient is or has been affected, on or after
January 31, 1989, by a "medical emergency".

(2) Before approving an application to become a leave recipient, Management shall
determine that the absence from the duty without available paid leave because of a medical
emergency is (or is expected to be) at least twenty-four (24) hours.

(3) In making the determination as to whether a "medical emergency" is likely to
result in a substantial loss of income, the agency shall not consider factors other than whether the

absence from duty without available paid leave is (or is expected to be) at least twenty-four (24)
hours.

(4) If the application is approved, the leave recipient must provide documentation
monthly (unless a more frequent time period is determined to be necessary) to support the
continuation of the "medical emergency."

(5) Ifthe application is approved, the employee, or person who made application on
behalf of the employee, shall be notified in writing of such approval within ten (10) days
(excluding Saturdays, Sundays, and legal public holidays) after the date the application was
received by Management.

Section 5. Disapproval of the application to become a leave recipient.

a. If the application is not approved, Management shall notify, in writing, the potential
leave recipient (or other person or Union Representative who made the application on behalf of
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the potential leave recipient), within ten (10) days (excluding Saturdays, Sundays, and legal
public holiday(s)) after the date the application was received by Management:

(1) That theapplication was not approved;

(2) The reasons for its disapproval;and

(3) That the decision to disapprove an application to receive leave is a grievable
matter under Article 5 of this Agreement.

Section 6. Transfer of annual leave.

a. A Bargaining Unit employee may submit a voluntary application to the LDO that
specified number of hours of his/her accrued annual leave be transferred from his/her annual
leave account to the annual leave account of a specified leave recipient. This application shall be

approved or disapproved by the LDO within ten (10) days (excluding Saturday and Sundays, and
public holidays) after receipt.

b. If the leave donor's application is approved, he/she shall be notified, in writing,
- within ten (10) calendar days of:

(1) The limitations on donations of annual leave as described inSection 9 of this
Article.

(2) The number of hours of his/her annual leave which will be transferred.
(3) His/her entitlement to have a portion of the unused transferred annual leave

restored to his/her annual leave account at the termination of the leave recipient’s medical
emergency.

c. Management shall not transfer annual leave to a leave donor's immediate supervisor.

d. Bargaining Unit employees may donate leave to employees of other agencies. Their
approved application (excluding the leave and earnings statement) shall be forwarded by the
leave donor's LDO to the leave recipient's employing agency, following the procedures
established by the recipients employing agency; and to the leave donor's servicing payroll office.

e. The LDO shall accept donations of annual leave from donors employed by other
agencies if one of the conditions of 5 CFR 630.906(f) is met.

f. If the leave donor's application is disapproved, he or she shall be notified of:

(1) the reason for the disapproval; and

(2) that the decision to disapprove donations is a grievable matter under Article 5 of
this Agreement.
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g. Transferred annual leave may be substituted by the leave recipient retroactively for
periods of leave without pay (LWOP), or used to liquidate an indebtedness for advance annual or
sick leave granted on or after the date designated by the LDO as the beginning of the medical
emergency. Transferred annual leave shall not be used to liquidate indebtedness unless requested
by the leave recipient.

Section 7. Use of transferred annual leave.

a. An approved leave recipient may use annual leave transferred to his/her annual leave
account under 5 CFR 630.906 in the same manner and for the same purposes as if he/she had
accrued the annual leave under 5 USC 6303.

b. Any transferred annual leave that is not used shall be returned to the donors in
accordance with 5 CFR 630.911. The minimum restoration is one (1) hour.

(1) The restoration of transferred annual leave shall be in accordance with 5 CFR
630.911.

c. Transferred annual leave shall not be transferred to another leave recipient other than
one designated by the leave donor.

Section 8. Limitations on donations of annual leave.

a. In accordance with 5 CPR 630.908 (a) and (b), request for waivers shall be a separate
written statement signed by the donor which certifies that the donor is aware that the request
exceeds the limitations, and describes the unusual circumstances inherent in the request. The
approved waiver request shall be forwarded (along with the donor's application) by the donor's
LDO to the donor's servicing payroll office and the leave recipient's LDO.

Section 9. Termination of medical emergency.
a. The medical emergency affecting a leave recipient shall terminate:
(1) when the leave recipient's federal service is terminated;

(2) at the end of the biweekly pay period in which Management receives written
notice from leave recipient or personal representatives of leave recipient that the leave recipient
is no longer affected by the medical emergency;

(3) at the end of the biweekly pay period in which Management determines, after
written notice and opportunity for leave recipient to answer orally or in writing, that the leave
recipient is no longer affected by a medical emergency. Management will give written
notification to the leave recipient, Union representative, or personal representative, of the
termination of leave transfer. Management will give the reasons for the determination to
terminate transferred leave. Termination is a grievable matter under Article 5 of this Agreement;
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(4) atthe end of the biweekly pay period inwhich the leave recipient'semploying
agency receives notice that the Office of Personnel Management (OPM) has approved an
applicationfordisability retirement forthe leaverecipientunder Civil Service Retirementor
Federal Employee's Retirement System.

Section 10. The Union shall be notified of the following:
a. the name and title of the LDO;
b. themailingaddress ofthe LOO;
c. anychangeintheLOOQ;

d. uponwrittenrequest by theemployee, any action taken by the LOO affecting any
Bargaining Unit employee's application including:

(1) approval, disapproval, or termination;
(2) listofadditional information requested under Section 3b (5) ofthis Article.
Section 11. Medical information confidentiality.

a. Becauseapplicationsforleave, undertheauspicesofthe VVoluntary Leave Transfer
Program, contain medical information which the affected employee expects tobe maintained
with the strictest of confidence, applicants shall dispatch, via certified mail, the completed
application addressed to:

Voluntary Leave Transfer Program
ATTENTION DELIVER ONLY TO:
Miss/Mrs/Ms/Mr XXXX X XXXXX, Leave Deciding Official
CivilianHumanResources Office-East(CHRO-E)

PSC 8032
MCAS Cherry Point, NC 28533-0032

b. The LOO andtheadministratorsof the VVoluntary Leave Transfer Program shall take
any and all appropriate actions to ensure that all medical information germane to this programis
kept confidential.

c. Uponreceivingawritten request fromthe leave applicant, he/she shall beadvised in
writing of the person(s), other than the LOO who processed the application. Such information
shall be provided within five (5) days excluding Saturdays, Sundays, and legal public holidays.

d. Medical information gathered under this program shall not be disclosed or utilized
for any purpose other than that dictated by the confines of this program.
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e. Anyunauthorized use of information gat.11.ered under this Article, without the
employee ‘s written consent, is strictly prohibited.

ARTICL E48

ASSIGNMENT OF TEMPORARILY DISABLED EMPLOYEES

Section 1. An employee recuperating from illness or injury and temporarily unable to perform
the duties of his/her assigned position may submit a written request to his/her supervisor for
temporary assignment to productive duties commensurate with the disability and the employee's
qualifications.

Section 2. The employee shall provide administratively acceptable medical documentation of
restriction and probable duration of incapacitation upon request from Management.

Section 3. Thesupervisor shall fully consider the employee for an appropriate productive
assignmentwhenavailable.

Section 4. A pregnant employee shall be afforded the opportunity to have her work duties
modified if her working conditions may have a detrimental effect on the employee or the unborn
child, when administratively acceptable medical documentation has been provided supporting
the need.

ARTICLE49

HOLIDAYS

Section 1. When a holiday falls on an employee’s regular day off, the following days shall be
observed in lieu of the actual holidays:
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SCHEDULED
DAYS OFF

WHEN ACTUAL
HOLIDAY FALLS ON

DAY OBSERVED
IN LIEU OF THE

ACTUAL HOLIDAY

Saturday-Sunday Saturday Preceding Friday
Sunday Following Monday
Sunday-Monday Sunday Following Tuesday
Monday Preceding Saturday
Monday-Tuesday Monday Preceding Sunday
Tuesday Preceding Sunday
Tuesday-\Wednesday Tuesday Preceding Monday
\Wednesday Preceding Monday
\Wednesday-Thursday \Wednesday Preceding Tuesday
Thursday Preceding Tuesday
Thursday-Friday Thursday Preceding \Wednesday
Friday Preceding \Wednesday
Friday-Saturday Friday Preceding Thursday
Saturday Preceding Thursday
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SCHEDULED DAYS OFF \V'HEN ACTUAL DAY OBSERVED IN LIEU

FOR THREE DAY HOLIDAY FALLS ON OF THE ACTUAL
WEEKEND HOLIDAY
Sunday-Tuesday Sunday Following Wednesday
Monday Preceding Saturday
Tuesday Preceding Saturday
Monday-Wednesday Monday Preceding Sunday
Tuesday Preceding Sunday
Wednesday Preceding Sunday
Tuesday-Thursday Tuesday Preceding Monday
Wednesday Preceding Monday
Thursday Preceding Monday
Wednesday-Friday Wednesday Preceding Tuesday
Thursday Preceding Tuesday
Friday Preceding Tuesday
Thursday-Saturday Thursday Preceding Wednesday
Friday Preceding Wednesday
Saturday Preceding Wednesday
Friday-Sunday Friday Preceding Thursday
Saturday Preceding Thursday
Sunday Following Monday
Saturday-Monday Saturday Preceding Friday
Sunday Following Tuesday
Monday Preceding Friday
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Section 2. Totheextentthat operational requirements permit, employees scheduled towork on
anactual established legal holiday or day observed in lieu of such holiday, shall be givensuch
day off if he/she so request. Such requests should be made at least ten (10) days prior to the
holiday. The request shall be approved/disapproved not later than four (4) days prior to the
holiday. Anon-response by Management will be considered anapproval of the request.

Section 3. Ifthe legal holiday falls in the middle of the employee's workweek, Management, at
an employee’s request, will change the employee’s regular days off to provide three (3) days off
insuccession, unlessworkload necessitates denial of the request. Such requests mustbe made at
least ten (10) days prior toadministrative workweek in which schedule change isto occur. The
request shall be approved/disapproved not later than four (4) days prior to the holiday. A non-
response by Managementwill be considered anapproval of the request.

ARTICILE 50

WORK SCHEDULES

Section 1. The work schedule is defined as the days of the week, hours of the day, rotation of
shifts, and change in regular days off. The work schedule shall not be changed except whenitis
determined that the Agency would be seriously handicapped in carrying out its functions or that
costs would be substantially increased (5 CFR 610.121). Management shall notify the Unionin
advance of any proposed change to the work schedule and shall afford the Union an opportunity
to meetand, upon request, to negotiate to the fullest extent in accordance with applicable law,
rulesand government-wideregulationstoinclude Executive Order 12871.

Section 2. When Management desires to change an employee's work schedule, the employee
will be provided at least fourteen (14) calendar days of advance notice unless waived by the
employee or workload necessitates otherwise.

Section 3. As provided by Department of the Navy (DON) regulations, the administrative
workweek typically begins at0001 hours Sunday and ends at 2400 hours the following Saturday.
The basic workday shall consist of eight (8) hours, and the basic forty (40) hour workweek shall
consist of five (5) consecutive workdays followed by two (2) consecutive days off. The working
hoursineach day in the basic workweek shall be the same.

Section 4. The basic workweek will not be scheduled for more than five (5) consecutive days.
However, the Parties recognize that special temporary conditions may exist in unique work
situationswhich may require variations fromnormal workday and/or workweek.

Section 5. The basic workday shall consist of eight (8) hours of work, with an unpaid lunch

period. As provided by the DON regulations, the length of the workday will be extended by the
length of the unpaid lunch period.
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Section 6. Management agrees to permit employees breaks; two ten-minute breaks in the
morning andtwo ten-minute breaks intheafternoon, for reliefinwork routines, not inclusive of
refreshments or restroom relief. Breaks are to be taken at employee's discretion, workload
permitting: These breaks are to be inclusive of smoke breaks addressed in Article 51. Noone

break shall exceed 10 minutes in duration.

Section 7. At either Party’s request, the Parties shall meet to discuss implementation of alternate
work schedules, such as flexible or compressed schedules. The existing alternate work schedule
shall remain in effect until otherwise agreed upon by the Parties.

Section 8. Employees within the Unit who may be required to work on Sunday as part of their
basic workweek shall be compensated in accordance with applicable laws, rules and

government-wide regulations.

Section 9. Employees shall be allowed to change work schedules for personal development
training which has been determined to be beneficial to the government, unless workload
necessitates otherwise, and forshort periods of time for such purposes assponsored training
(including indoctrinationin changes intechnology and work practices); toattend grievance
meetings, hearings, appeals; to participate in TQL Groupactivities; orto take care of decals,
identification badges, etc., asfollows:

a. Whenanemployee performs such duties and the duties begin orend within one-half
(1/2) hour of theemployee's scheduled shift, the employee will not be required to report/return to
his/her regular work site.

b. Whenever possible, Management will schedule dutiessoasnottorequire changesin
the employee's regular shift times.

c. Whensuchdutiesarescheduledoutsideanemployee'sregularshift, theemployee
shall be permitted toadjust his/her work schedule toaccommodate the hours of duty.

ARTICLES]

SMOKING AND TOBACCO PRODUCTS POLICY

Section 1. The Surgeon General of the United States has determined that quitting smoking now
greatl7 reduces serious risks to your health. Assuch, the parties agree to pursue a policy of no
smoking or use of other tobacco productsinthe work environment.

4 ta. Smoking isdefined asa lighted cigar, cigarette, pipe, or any other litsmoking
product.
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b. Smokingandthe use of other tobacco products shall be permitted incurrently
designated areas outside the building.

c. Supervisorswill give careful consideration to those employeesdesiringtoleavetheir
workplace for smoking privileges. Smoke breaks will be authorized at the convenience of the
workload requirements and taken within the same time frame as regular breaks (Article 50,
Section 6).

d. Participationinasmoking cessation programwill be voluntary and liberal leave shall
be authorized.

Section 2. Violations of this article may result in disciplinary action.

ARTICLES2

TARDINESS AND UNAVOIDABLE ABSENCE

Section 1. Allemployees have a basic responsibility to report to work promptly at the beginning
of theirassigned work shifts. Both partiesencourage employees to make every reasonable effort
to beattheirassigned areas, ready for work at the specified time.

Section 2. Employees may be granted excused absence for brief tardiness or unavoidable
absence of uptofifty-nine (59) minutes. Management should normally excuse anemployee for
tardiness or unavoidable absence occurring within the work shift in accordance with the
allowable limits of applicable regulations when such tardiness or unavoidable absence isthe
resultofcircumstances beyond the control oftheemployee. Such circumstances would include,
butare notrestricted to, unusually hazardous weather, traffic accidents, vehicular breakdown or
failure, and acts of God. If the supervisor considers tardiness or unavoidable absences to be
excessive or habitual, the employee will be counseled. If tardiness or unavoidable absences
continue to beaproblem after counseling, disciplinary action may be taken.

ARTICLES3 ASSIGNMENTS

JTO THE WORK SCHEDULE

Section 1. Assignment to the work schedule shall be posted and Bargaining Unit employees
notified at least thirty (30) days inadvance. Management recognizes that changes of individual
assignmentstotheworkschedule are undesirable; therefore, Management agrees to makeevery
reasonable effortto avoid such changes. Ifcircumstances arise which will requireachange to
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the posted schedule, Management shall give bonafide consideration toall of the following
alternatives, notnecessarily inthisorder, prior to making the change:

a. overtime;

b. personnel ondetail assignments;

c. personnel whose positions include relief duties;

d. linesupervisorsorstaff;

e. rescheduling of training.
Afterconsideration of the above andifcircumstances are still notsatisfied, the method of
determining employee(s) whose schedule is to be changed shall be determined by
Telecommunicationsand Information Systems Directorate (TISD) seniority date. Thesenior

individual shall be given the first opportunity to accept or refuse the assignment within required
grade/series and qualifications.

Section 2. Management shall approve the temporary or permanent exchange of work schedules

and/or days off by employees of equal, required qualifications. The employee requesting work
schedule exchange shall be responsible for obtaining the consent of the other employee affected.

Section 3. Unless workload necessitates, Management will approve awork schedule change to
anexisting schedule when requested by anemployee. Suchwork schedule changes will
normally notexceed more than two (2) inacalendar year.

Section 4. Anindividual's request for shift or work schedule adjustments for the purpose of

continuing off-duty education or professional training shall be handled onanindividual basis
andwill not bearbitrarily denied.

ARTICLES4

ALTERNATIVE WORKPLACE ARRANGEMENTS

Section 1. Atthe Union's request, the Parties shall meet to negotiate over alternative workplace
arrangements, within forty-five (45) daysoftherequest.
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ARTICLESS

EMPLOYEE MEETINGS

Section 1. Management shall make every reasonable effort to provide a one (1) day notice, with
agenda, before holding unscheduled meetings with members of the Bargaining Unit unless
workload dictates otherwise. This will allow Bargaining Unit employees to schedule their
workday appropriately, provide adequate inputduring discussions, and provide minimum
interruptions to work scheduled with customers. Discussion of negotiable subjects or surveys
shall not be authorized prior to/during such meetings.

ARTICILES6

UNION/MANAGEMENT MEETINGS

Section 1. The Parties agree that meetings may be requested on an ad hoc basis by either party
to discuss policy related concerns and general interests of Bargaining Unit employees. Subject
or agenda shall be provided in advance. Three (3) Union representatives shall be allowed
official time to attend such general information meetings except in cases where a need for
additional attendees is made known. Management shall grant three (3) Bargaining Unit
representatives a reasonable amount of official time to prepare for such meetings and adjust
schedules accordingly as requested by the Union. Upon request, additional representatives may
be released on a case basis, workload permitting.

Section 2. Should Management decide to hold meetings outside the duty station, Union
representatives shall be considered to be in an official duty status. Management agrees, if travel
regulations apply for particular location of said meeting, no more than three (3) Bargaining Unit
employees will be authorized to be in a travel status.

Section 3. Attendance at such meetings does not waive any Union rights as provided in 5 USC
Chapter 71 and Executive Order 12871 concerning the subjects discussed.
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ARTICLE 57

EXCUSED ABSENCE FOR UNION MEETINGS, ACTIVITIES AND TRAINING

Section 1. Bargaining Unit representatives shall be granted annual leave, compensatory time off,
or leave without pay, at their option, unless workload necessitates otherwise, to attend Union

meetings and activities.

Section 2. Other Bargaining Unit employees who attend Union meetings and activities shall be
granted annual leave, compensatory time off, or leave without pay, at their option, unless
workload necessitates.

Section 3. Union delegates, alternates and National Committee members shall be granted annual
leave, compensatory time off, or leave without pay, at their option, unless workload necessitates
otherwise, to attend the national convention of the Union.

Section 4. Each Bargaining Unit representative or his/her alternate shall be granted excused
absence, unless workload necessitates otherwise, for short periods of time normally not to
exceed eight (8) hours per representative annually to receive information, briefings, or
orientation by the Union relating to the Federal Labor Relations Program.

Section 5. Each Bargaining Unit representative and his/her alternate shall be granted, ona one
time only basis, eight (8) hours excused absence to receive orientation on the meaning of this
Agreement. Inthe event the Bargaining Unit representative or his/her alternate is permanently
replaced, his/her successor shall likewise be granted, on a one time only basis, eight (8) hours
excused absence to receive orientation on the meaning of the Articles of this Agreement.

Section 6. Each Bargaining Unit employee along with a Union representative shall be granted
one (1) hour of excused absence to receive orientation on this agreement.

Section 7.  Upon request, the Union shall be granted up to one hundred twenty (120) work hours
of official time annually, to be used by all unit employees collectively to attend Union-sponsored
training that has been determined to be beneficial in producing @ mOre conducive labor-
management relationship. The Union will notify Management in writing at least fifteen (15) days
in advance, if possible, and provide an itinerary with the duration, location, andpurpose of the
training along with the name(s) of the representative(s) to attend.
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ARTICLESS8

COMMUNICATIONS

Section 1. Management will post on the Telecommunications and Information Systems
Directorate (TISD) web site notice that PASS 250 is the "exclusive representative: of all TISD
Bargaining Unit employees and has the right and the responsibility under the Civil Service
Reform Act, as amended, to represent all employees in the Bargaining Unit.

Section 2. Union representatives shall be allowed one (1) hour official time for a private
orientation meeting with an employee who is either newly hired or who has recently transferred

to the Bargaining Unit to introduce them to the Union, Union representatives, and Union
responsibilities.

Section 3. Management shall post on the TISD web site TISD Bargaining Unit employees rights

as set forth under 5 USC 7102, 7114(a), and inform all employees of their right to be
accompanied by a Union representative during investigative meetings, including "Brookhaven"

safeguard.

ARTICLE 59

NEW EMPLOYEE ORIENTATION

Section 1. Management will provide each new employee in Telecommunications and
Information Systems Directorate (TI1SO) with an orientation package and session which will
consist of but not be limited to the following:

a. Map of Cherry Point showing Credit Union, Dispensary, Civilian Personnel Office,
and any other pertinent buildings.

b. List of TISD employees and work phonenumbers.
c. Tour of workareas.

d. Notification of location of restrooms, canteen, all parking spaces, smoking areas and
all common areas, and unrecorded telephones available for personal calls within their facility.

e. Overview briefof TISO organization, structure, mission, and customers.
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ARTICI E60

CHARITABLE CONTRIBUTIONS AND SAVINGS BOND CAMPAIGNS

Section 1. Management and the Union will encourage employees in the Bargaining Unit to
participate in worthwhile charity drives and savings bond campaigns, however, in no instance
hall Management or the Union exercise undue pressure on any employee to contribute to a
charity to which the employee does not wish to contribute nor will any reprisal action be made
against any employee who refrains from contributing.

- ARTICLE 61

TECHNICAL DATA ANDDIRECTIVES

Section 1. Management will make their best effort to provide and maintain reference manuals
for equipment, hardware, and software, and all pertinent regulations. Any discrepancies noted
by an employee will be reported to Management and Management shall exercise reasonable
effort to rectify the discrepancy.

ARTICLE 62

ORDERS, INSTRUCTIONS AND DIRECTIVES

Section 1. Management agrees that the Agency orders, instructions and directives maintained at
Marine Corps Air Station (MCAS), Cherry Point, which relate to the personnel policies,
practices and working conditions of the employees of the Bargaining Unit, shall be made
available for review by the Union upon advance notice to Labor and Employee Relations Office,

CHR.0-E.
Section 2. Management agrees to provide to the Chairman of PASS, Chapter 250, and one

copy of any orders, instructions, or directives affecting the personnel policies, practices and
working conditions of the employees of the Bargaining Unit.
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ARTICLE 63

TECHNICAL INSPECTION REPORTS/SURVEYS

Section 1. Management agrees to provide the Union with notification fifteen (15) days prior to a
pending survey/inspection, and shall provide a copy of all materials to be used to inspect or
survey the Bargaining Unit employees or their area of work.

Section 2. Management agrees to provide the Union with the results of the survey/inspection
within forty-five (45) days of receipt.

Section 3. Any questionnaire/survey/inspection conducted of Bargaining Unit employees shall
be done on duty time.

Section 4. The Parties shall negotiate the appropriate procedures for the Bargaining Unit
employees to utilize in fulfilling the requirements of the survey/questionnaire/inspection.

Section 5. Questionnaires/Surveys/Inspections, either written and/or verbal, affecting

Bargaining Unit employees, shall be processed in accordance with mid-term bargaining
procedures as contained in this Agreement.

ARTICILE64

PARKING

Section 1. Management agrees to identify and reserve adequate G-6 parking in close proximity
to Telecommunications and Information Systems Directorate (TISD) facilities. Such parking
arrangements will be made in accordance with Air Station policy and procedures.

Section 2. At parking areas under control of the government, adequate lighting and security
shall be provided for the safety of the vehicles and personnel.

ARTICIL E65

VEHICLE REGISTRATION

Section 1. Bargaining Unit employees shall be allowed to register an unlimited number of
privately owned vehicles aboard Marine Corps Air Station, Cherry Point, North Carolina subject
tosubsequent security requirement that would dictate otherwise. .-
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ARTICLE66

GOVERNMENT FURNISHED VEHICLES

Section 1. Vehicle Distribution, Usage, and Purpose.

a. Inthe interests of providing support and quality of service to Telecommunications
and Information Systems Directorate (TISD) employees, the Parties agree that Management is
responsible for providing transportation to employees in the performance of their work.
Management will ensure that four vehicles are available for transportation in the form of Class
B/C assigned vehicles. Vehicles will be equipped with automatic transmission and air
conditioning, if available, for use by Bargaining Unit employees in TISO. Operational
requirements and availability will dictate quantity of vehicles requested and made available.
Accountability and usage data will be maintained in accordance with Motor Transport
Department procedures.

b. Management will insure the keys and forms are maintained together in a central
location. Bargaining unit employees will ensure that they return keys to the central location
upon completion of a trip.

Section 2. Utilization.

a. Utilization rates will be monitored and vehicles will be reassigned if usage rates do
not meet minimum local standards. Prior to any steps taken to reassign the vehicles, the Union
will be notified.

b. Additional transportation requests will be entertained in accordance with past
practice, i.e., if submitted with forty-eight (48) hours prior notice, subject to equipment
availability. Special requests will be addressed on a case-by-case basis by the Motor Transport
Officer or Operations Supervisor.

Section 3. Maintenance will be done in accordance with current regulations.

Section 4. Government furnished vehicles shall be the primary means of transportation.
However, if a government vehicle is not available, an employee may use his/her privately owned
vehicle. Mileage must be carefully recorded on the local mileage receipt (to include the trouble
ticket number) and may be turned in for payment, quarterly. Employees using their privately
owned vehicles should check with their insurance companies to ensure they are properly covered.
The government is not liable for damages or injuries resulting from any accident involving
privately owned vehicles.
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ARTICLE 67

USE OF EMPLOYER’S FACILITIES AND SUPPORT

Section 1. Management shall provide one secured bulletin board for the posting of Union
material at facilities where employees regularly report within the unit. There shall be no
restriction, in accordance with applicable law, on the content of publications or announcements
placed on the Union's bulletin board by the Union.

Section 2. Management shall approve the Union's use of facility space, subject to availability at
no cost to the Union, for periodic meetings with employees in the unit.

Section 3. Management agrees that a confidential meeting space within Telecommunications
and Information Systems Directorate (TISD), when it can be made available, may be used by
Union representatives, upon request for meetings regarding matters pertinent to this agreement.

Section 4. Mail privileges at TISD (interoffice and U.S. Postal).

a. Management shall furnish the Union with a mailbox. Mail shall be placed in the
mailbox in accordance with normal office procedures.

b. The Union may send, at Union's expense, or receive mail by use of the mail facilities
used by Management.

c. Union literature for the employee will be delivered to TISD's incoming mailbox for
distribution and will be distributed in a timely manner, in accordance with normal office
procedures. During working hours, the Union or its representative is not allowed to make mass
distribution of mail to the individual employees' desks.

d. The Union may distribute Union literature during non-working hours, in non-working
areas.

e. Mail addressed to individuals in the Bargaining Unit will be opened only by the
addressee or a representative authorized by the addressee.

f. Inaccordance with applicable law, personal mail will not be processed through the
TISD mail system.

Section 5. Management agrees to provide suitable office space in the TISD area for exclusive
utilization by the Union. The space authorized shall be private and securable. Management will
furnish, at no cost to the Union, electrical power, lighting, air conditioning, and heating. The
Union agrees to maintain this space in a clean, orderly, and safe condition. On request, office
furniture, office equipment, and a telephone shall be furnished by Management for use by the
Union, subject to availability.
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a. The Union shall designate by name, in writings a representative who shall be
authorized asa"Responsible Officer" (RO) for custodianship of government equipment for
representational duties. The Union will certify that the equipment is accounted for and the
Union representative assumes responsibility for such equipment.

b. At Management’s request for a Consolidated Memorandum Receipt (CMR)
reconciliation, the Union will inventory the equipment, verify the serial numbers, and notify
Management in writing that the Union maintains custody of such equipment, listed by serial
number.

c. Prudent homeowner care shall be taken of the equipment. Normal w expected to occur
and places no burden of depreciation of asset on the Union. Management will provide maintenance
and repair/replacement as needed to maintain continuous service from the equipment at the Union's
request in writing or via the help desk.

d. The Union may request that an investigation be conducted by management if
discrepancies are found such as missing equipment or serial number discrepancies.

Section 6. The Union shall be granted the use of facility space for ballot box elections and
referenda.

Section 7. Security will be maintained in accordance with all applicable laws.
Section 8. Management shall not examine the contents of any of the Union's storage devices.

Section 9. Management agrees to permit bargaining unit employees to utilize available agency-
owned equipment existing within the TISD provided it is for representational duties.

Section 10. Office and work space shall be provided to ensure that:
a. Employees shall be provided adequate work space to complete the mission.
b. Ordinary office supplies shall be stocked and easily accessible; and
c. Office or work center temperatures and noise decibel levels will be in accordance

with Occupational Safety and Health ACT (OSHA\) regulations and General Accounting Office
(GAO) guidelines.

d. For those employees who due to the nature of their duties are required to be exposed
to the outside elements during inclement weather and/or exposure to other than ordinary "dirty"
conditions, Management agrees to make protective clothing and/or foul weather gear available to
the employee. Such clothing and gear will be maintained in the Telecommunications and
Information Systems Directorate (T1SO) and can be obtained on an as needed basis.

Section 11. Management shall take whatever action is necessary to ensure that food service
prices are offered at a fair price. If a decision is made to change food services (i.e., prices,
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a. The Union shall designate by name, in writing, a representative who s all be
authorized as a "Responsible Officer" (RO) for custodianship of government equipment for
representational duties. The Union will certify that the equipment is accounted for and the
Union representative assumes responsibility for such equipment.

b. At Management's request for a Consolidated Memorandum Receipt (CMR)
reconciliation, the Union will inventory the equipment, verify the serial numbers, and notify
Management in writing that the Union maintains custody of such equipment, listed by serial

number.

c. Prudent homeowner care shall be taken of the equipment. Normal wear from use is
expected to occur and places no burden of depreciation of asset on the Union. Managementwill
provide maintenance and repair/replacement as needed to maintain continuous service from the
equipment at the Union's request in writing or via the help desk.

d. The Union may request that an investigation be conducted by management if
discrepancies are found such as missing equipment or serial number discrepancies.

Section 6. The Union shall be granted the use of facility space for ballot box elections and
referenda.

Section 7. Security will be maintained in accordance with all applicable laws.
- Section 8. Management shall not examine the contents of any of the Union's storage devices.

Section 9. Management agrees to permit bargaining unit employees to utilize available agency-
owned equipment existing within the TISD provided it is for representational duties.

Section 10. Office and work space shall be provided to ensure that:
a. Employees shall be provided adequate work space to complete the mission.
b. Ordinary office supplies shall be stocked and easily accessible; and

c. Office or work center temperatures and noise decibel levels will be in accordance
with Occupational Safety and Health ACT (OSHA) regulations and General Accounting Office
(GAO) guidelines.

d. For those employees who due to the nature of their duties are required to be exposed
to the outside elements during inclement weather and/or exposure to other than ordinary "dirty"
conditions, Management agrees to make protective clothing and/or foul weather gear available to
the employee. Such clothing and gear will be maintained in the Telecommunications and
Information Systems Directorate (TISO) and can be obtained on an as needed basis.

Section 11. Management shall take whatever action is necessary to ensure that food service
prices are offered at a fair price. If a decision is made to change food services (i.e., prices,

101



renovations, modifications, etc.) thatexistinclose proximity to TISD facilities, the Union will
be notified and given opportunity to negotiate in accordance with applicable regulations,

Section12. TheUnionmay useelectronic mail (E-Mail.) inthe performance of
representational duties inaccordance with5USC 7114. Atnotimeiselectronic mail to be
used for submitting grievances. Time spent conducting Union business viaelectronic mail
during working hours shall beofficial uniontime according to the provisions of Article 8.

Section 13. Toensure thatemployee representatives have an opportunity to communicate with
employees and other local Union representatives and Management, Management agrees to
designate one (1) telephone line for the use of the Union. This includes local access and 800
service. Future needs for additional telephone lines will be considered on a case basis. Long

distance service shall be provided upon request by the Unionto TISD. The Union agrees to pay
- forlongdistance chargeswhichare notforrepresentational purposes.

ARTICL E68

IMMUNITY AND WHISTLEBLOWER PROGRAM

Section 1. Management agrees that employees shall be protected against reprisal for the lawful
disclosure of information which the employee reasonably believes evidences:

a. aviolation ofany law, rule, or regulation or

: b. mismanagement, agross waste of funds, an abuse of authority, or asubstantial and
specific danger to public health or safety. :

ARTICIL E69

DRESS CODE

Section 1. Employees of the Bargaining Unit shall groom and attire themselves in an

appropriate manner. Suits, sport coats, or neckties are not mandatory. Dress that is permitted
wl1thm government agencies shall be deemed appropriate.
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ARTICLEY0

WORK RELATED TOOLS AND CLOTHING

Section 1. Subject to the provisions of applicable regulations, Management agrees to bear the
full expense of all work related tools, clothing and equipment employees may be required to use.

ARTICLE 71,

PERSONAL PROPERTY CLAIMS

Section 1. Employees may make claims for damage to or loss of personal property resulting
from incidents related to their performance of duties and/or conditions of employment.

Section 2. Management agrees to assist a claimant in the proper filing of any such  claim.

ARTICLE 72

DUES WITHHOLDING

Section 1. Management shall deduct Union dues (the regular periodic amounts required to
maintain an employee in good standing in the Union, excluding initiation fees, special
assessments, back dues, fines and similar items) from the pay of all employees who are
employed within the Bargaining Unit, in accordance with the following conditions:

a. The employee either isa member in good standing of the Union or has signed up for
membership in the Union, subject to the payment of his first month's dues through voluntary
allotment.

b. The employee's salary for the payroll period involved is sufficient to cover the dues
after legal and required deductions have been made.

c. Theemployee has voluntarily authorized such a deduction on Standard Form 1187, or
equivalent, Request and Authorization for Voluntary Allotment of Compensation for Payment of
Employee Organization Dues, hereafter referred to as SF-1187, supplied by the Union.

d. Section A of SF-1187 has been completed and signed, on behalf of the Union, by an

official authorized by the Union, certifying the current amount of the Union's regular dues to be
deducted each payroll period.

103



e. The SF-1187, completed as in paragraph (d) above, is transmitted to the Civilian
Human Resources Office-East (CHR.0-E) for certification of eligibility to have dues withheld so
as to reach the office no later than 4 p.m. on the Tuesday preceding the payroll period during
whichtheinitial deductionistobe made.

f. Certification of the SF-1187 shall be completed no later than 11 a.m. the following
day (Wednesday). The completed and certified SF-1187 must be delivered by the Union official
to the Customer Service Representative (CSR) office no later than noon the same day.

Section 2. The amount of the Union dues to be deducted each payroll period from an employee's
salary shall remain unchanged unless a request to add, delete or change existing information has
been submitted by the labor organization two week prior to the desired effective date of the
action. These requests should be submitted to: Systems Engineering Organization, Attn:
Customer Service Support, 250 Raby Avenue, Pensacola, FL 32509-5128; Email Address:
fsape.customer.support@dfas.mil.

Section 3. When a change in the amount of the employee's regular dues results in a change in
the amount of the allotment deduction, it shall become effective the first payroll period after the
receipt of the notice of change by the CSR office, or a later date if requested by the Union.
Changes in Union dues allotments may not be made more frequently than once every twelve (12)
months, measured from the date of the first change made by the Union.

Section 4. An employee's Union dues allotment shall be terminated under the
following conditions:

a. Loss of exclusive recognition by the Union.

b. Permanent transfer of the employee to an organizational segment outside the Union's
recognized Bargaining Unit.

c. Separation of the employee for any reason including death or retirement.
d. The employee has been expelled or has ceased to be a member in good standing.

Note: Cancellation of dues allotment will be effective the first payroll period following
receipt of notice by the CSR office of any of the above occurrences.

Section 5. Dues allotment may also be cancelled by the employee personally submitting to the
CSR office Standard Form SF-1188, Cancellation of Payroll Deductions for Labor Organization
Dues (supplied by Management) or individual substitute. The SF-1188 must be properly
executed in duplicate by the employee. Such cancellation of dues is subject to the following
conditions:

a. Employees may have their dues allotment cancelled beginning with the first full pay
period following completion of the first year of withholding provided the SF-1188 is received by
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the CSR office during the payroll period immediately preceding that with which the revocation is
to beeffective.

EXAMPLE:

Dues withholding started withthe payrdll period beginning 2 January 2000. One

calendar year would end on 1 January 2001. The next full pay period following 1
January 2001 would begin on 14 January 2001. The SF-1188 must be received in the
CSR office during the payroll period preceding 14 January 2001, which would be from
31 December through 13 January 2001. Cancellation of the dues allotment would be
effective with the payroll period beginning on 14 January 2001.

b. Employees with more than one (1) year of dues allotment may only cancel their
allotment by submission of an SF-1188 to the CSR office during the payroll period preceding 1
September of any year. Cancellation of the allotment will be effective the first full pay period
beginning on or after 1 September.

c. Receipt of an SF-1188 in the CSR office must be during normal working hours of the
CSR office and excludes non workdays and holidays, regardless of the calendar date(s) on which
they may occur.

Section 6. Management, through the CSR office, shall transmit to the authorized Union official
all the following within three (3) working days after each payday:

a. An alphabetical list which shall contain the name and employee number of each
member of the Union on voluntary allotment and the amount of the deduction made for each
such member. This list shall include the total amount of all cancelled deductions within the
payroll period covered and the reason for cancellation. Inaddition, this list shall identify any
employee member whose salary, for any reason, is not sufficient to cover legal and required
deductions and Union dues. This list shall be sent to PASS National Headquarters and to the
Chapter 250address.

b. A check drawn on the Treasury of the United States and made payable to the Union
in the amount equal to the total of all such allotment deductions made.

c. The above check shall be made payable to PASS and mailed to District No. 6,
MEBAINMU, PASS Division, 1150 17th Street, Suite 702, Washington, D.C. 20036.
Administrative errors in remittance checks will be corrected and adjusted in the next remittance
check to be issued to the Union. The Union shall notify the Head, Labor and Employee
Relations Office, Civilian Human Resources Office-East (CHRO-E), of any change in the
mailing addressabove.
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ARTICLE 73

DRUG/ALCOHOL AND BLOOD TESTING

Section 1. The Parties agree that Management has no Testing Designated Positions (TDP)
policy established. Should Management decide to change this past practice, Ma_tlagementagrees
to notify the Union one-hundred eighty (180) days prior to any proposed change of this policy
concerning these matters and meet within one-hundred twenty (120) days with the Union to
negotiate to the fullest extent of the law and Executive Order 12871 any changes affecting
Bargaining Unit Employees on these matters. Additionally, Management's past practice has
been not to randomly test any Bargaining Unit employees for alcohol, or drug usage, or take
blood withdrawals for contagious diseases without probable cause; however, this does not
restrict Management's right to non-randomly test for reasonable suspicion/probable cause.

ARTICLE 74

OFFICIAL TIME FOR NEGOTIATIONS OF MID-TERM
AND SUCCESSOR AGREEMENT

Section 1. Employees representing the Union in negotiations, including negotiations specifically
called for in this Agreement, mid-term negotiations requested by either Party, attendance at
impasse or interest arbitration proceedings, shall be authorized official time, including travel and
per diem expenses. The number of employees authorized under this Section shall be equal to the
number representing Management, and in no circumstances shall this number be less than two

(2).
Section 2. For preparation of a successor collective bargaining agreement, employees

designated as representing the Union in the development of this proposal shall be entitled up to
forty (40) hours each official time six (6) months prior to expiration of this Agreement.

ARTICLE 75

EFFECT OF THE AGREEMENT

Section 1. It is agreed and understood by the Parties that this Agreement is subject to the
provisions of any existing or future laws and government-wide regulations, including policies set
forth by published department policies and regulations in existence at the time of this
Agreement's approval, and by subsequently published department policies and regulations
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required by law. The provisions of this section shall apply to all supplemental, implementing,
subsidiary or informal agreements betweenthe Parties.

Section 2. Itis understood by both Parties that in the event of a conflict between the terms of
th.is Agreement and my subsequently published regulations of the Department of the Navy
(DON) or any subdivision thereof not required by law or by those authorities outside the
Department of Defense (DOD) who are empowered to issue regulations and policies binding on
DOD, terms of this agreement shall govern.

Section 3. The Parties have negotiated a comprehensive agreement that constitutes the entire
agreement between them. No separate local, Commandant Marine Corps, or DON agreements
are authorized.

Section 4. In the event Management at any level proposes to change a personnel policy,
practice, or matter affecting working conditions not covered by this Agreement, Management
shall provide forty-five (45) calendar days advance written notice to the appropriate Union
official. The Union shall, within fourteen (14) calendar days of receipt of this notice, notify
Management in writing of its intent to negotiate regarding the proposed change. The Parties
shall arrange to meet within thirty (30) calendar days to attempt to reach agreement. Either party
desiring or having a requirement to negotiate will give advance notice to the other party. Such
notice shall include a statement of the subject matter to be discussed and the problem, if any,
which generated the cause for discussion. Official contacts for such meeting shall be
coordinated through Labor and Employee Relations Office, CHRO-E and the Union.

Section 5. If the Parties are unable to reach an agreement within one hundred twenty (120) days
of commencing negotiations, the Parties, by mutual consent may agree to extend the negotiation
period. If the matter has reached impasse, the Party declaring impasse must request assistance
from the Federal Mediation and Conciliation Service (FMCS) within thirty (30) days. If
mediation does not resolve the dispute, the Parties shall request assistance from the Federal
Service Impasses Panel (FSIP) within thirty (30) days of mediation failure or a mutually agreed
upon extended time frame.

Section 6. The Parties may have any dispute arising under this article submitted to an arbitrator
for resolution. Only the National Chairman of the Union may enter into an agreement to invoke
binding arbitration.

Section 7. This Agreement does not alter the responsibility of either party to meet with the other
to advise, discuss, or negotiate and conscientiously seek mutually satisfactory solutions to
matters not covered by this Agreement.

Section 8. The Parties recognize and agree that all Management officials and the Union are
responsible for ensuring compliance with the spirit and intent, as well as the letter of this
Agreement, and each will cooperate to the fullest extent possible to attain such compliance. The
Parties agree to exert every effort to make this process an effective and productive part of their
relationship.

107



Section 9. Management agrees to furnish a copy of this Agreement to each employee in the Bargaining Unit.

ARTICLE 76

PUBLICIZING THE AGREEMENT

Section 1. Management will provide, at no cost to the Union, pocket sized booklet copies of this agreement,
printed intypethat can be easily read, to each employee in the Bargaining Unit.

Management will also provide abooklet copy to all employees entering the Bargaining Unit after the
effective date.

Section 2. Management will provide twelve (12) copies to the Union's National Office.

ARTICLETY

DURATION

Section 1. This agreement is for a period of three (3) years and shall become effective on the date itis
approved by Department of Defense (DOD) and ratified by the Union. Itisnot the intentofthis
language, orthe Union, thatratification/nonratificationwill take place subsequent tothethirty day
approval/disapproval periodafforded Management by law.

Section 2. The contract shall automatically renew for a period of three (3) years, provided provisions are
brought into conformance with law, rule and/or government-wide regulation, unless either Party gives
written notice to the other of its desire to amend the agreement. On the request of either Party, the Party shall
give written notice of its desire to amend the agreement at least sixty (60) calendar days, but no more than
ninety (90) calendar days, preceding the expiration of this agreement. Within thirty (30) days after
receipt of the written notice, the Parties will meet and commence negotiations. If negotiations are not
requested, or are not completed, prior to the expiration date, thisagreement shall remain in full force and
effectuntil a new agreement is reached.
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ARTICLE7S

REOPENER

. Inthe eventdiscretionary legislation or government-wide rules or regulations are
enacted which affect any provision of this Agreement, the Parties, when mutually agreeable,
shall reopen that provision and renegotiate.

Section 2. In the event that any law or action of the Government of the United States renders
null and void any provisions of this Agreement, the remaining provisions of the Agreement shall
continue in affect for the term of the Agreement.
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GRIEVANCE FORM

g gri 25 betv in ofession BYS Y8 Specialists anc herry P
General Instructions: A grievance must be filed within fifteen (15) calendar days after the event giving rise to the grievance or within ﬁﬁeqn (15) calendsr days after
the date the aggrieved had knowledge of the event giving rise to the grievance; a grievance conceming an ongoing matter is not subject to this restriction. A grievance
or response may be filed by certified U.S. Mail, facsimile, or by personal delivery. if certified mail is used, the postmark date must not be later than the deadline date.
1f more space is nceded, attach a separate sheet of paper. Refer to Anticle S, Grievance Procedure, of the contract between the parties for specific instructions.

0 jal Al

1. Name of Aggrieved Employee (or party) T ORAGENCY USE ONLY ]
2. Home Address 3. Work Address
Work Phone
4. Name of Union Representative
5. Representative's Home Address 6. Representative's Work Address

Work Phone

7. STEP 1 Submission: Description of Grievance (include summary of facts and provisions of agreement violated, if
any, and whether representation is desired).

8. Corrective Action Desired

9. Signature of Aggrieved or Representative |Date 10. Receipt Acknowledged By Date

11. STEP 1 Decision: Forward copy of decision to CHRO-E, Labor and Employee Relations Dept.

12. Signature of Management Official Date 13. Receipt Acknowledged By Date

14. STEP 2 Submission: Submit to second-level supervisor.

15. Signature of Aggrieved or Representative | Date 16. Receipt Acknowledged By Date




GRIEVANCE FORM

17. STEP 2 Decision: Forward copy of decision 1o CHRO-E, Labor and Employee Relations Dept.

24. Signature of Management Official

18. Signature of Management Official Date 19. Receipt Acknowledged By Date
20. STEP 3 Submission: Submit to TISD Director including additional but relvent issues
21. Signature of Aggrieved or Representative |Date 22. Receipt Acknowledged By Date
23. STEP 3 Decision: Forward copy of written decision to CHRO-E, Labor and Employee Relations Dept.

Date " |25. Receipt Acknowledged By Date

discussed at Step 3 will not be considered.

26. STEP 4 Submission: Submit to Commanding General via CHRO-E, Labor and Employee Relations Dept. Issues not

27. Signature of Management Official Date 28. Receipt Acknowledged By Date
29. STEP 4 Decision: Forward copy of written decision to CHRO-E, Labor and Employee Relations Dept.
30. Signature of Management Official Date 31. Receipt Acknowledged By Date




DAY OF __F €6RvARY 2001.

SIGNED THIS
OR ON: FOR MANAGEMENT:
~ Chief Negotiator Chief Neg’q/tiator
Team Member LTCOL USMC
Team Member
Team Member
Team Member
93 FEB 200
APPROVED BY DEPARTMENT OF DEFENSE ON
: 21 MAR 2001
RAT]FIED BY PASS CHAPTER 250 ON
- | 200
THIS AGREEMENT IS APPROVED AND IS EFFECTIVE ON 23 FEB
President, Professional Major General
Airways Systems Specialist U.S. Marine Corps
' Marine Corps Air Station

Cherry Point, N.C. 28533
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