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!'he p.u:pose of this Agreenent is to docurrent the procedures egrem to by 
llanagenent ard the Olion for: 

1. The pronotion of enployee-mnagenent relations which foster efficiency 
of operations in the plblic interest: 

2. Enployee participation in matters affecting con:Utions of erployment as 
provided in 5 us: 71, '1'he Federal Service Labor-Managenent Relations Statute; 

3. Joint consultation or negotiations between Ml.nagenent and the Union. 
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ARI'ICLE 2 

R!XDGNITION AID UNIT DESIGN\TION 

m:TTQN 1, Parties to th; Agreenent 

!his Agreenent is 1lllde and entered into, by and between the Miami Laboratory, of 
the SE Fisheries Center, !H'S, hereinafter called .Managenent, and ~ M.mber 
2875, AnErican Federation of Government Enployees, AFI.rCIO, hereinafter referred 
to as the Parties. Within this Agreement, Enployee and Enployees refer to 
Enployee and Enployees within the bargaining unit. 

Managenent recognizes the Onion as the exclusive bargaining representative for 
all enployees included within the bargaining unit. 

SEX:TION 2. The Unit is conprised os follQW5; 

Included: 	 All nonsupervisory professional and nonprofessional 

enployees who hold career, career-conditional 

atp:>intnents or tenporary full-tine ta.ir of duty 

not to exceed one ~ar ai:POintrrents, a.Jreau of 

Comrercial Fisheries, Tropical Atlantic BiolOC;Jical 

Laboratory, Miami, Florida. l/ 


Excluded; 	 Managenent officials, supervisors, enployees eB,;Jaged 

in Federal Personnel Work other than in a purely 

clerical capacity and guards. 


11 RM known as the National Marine Fisheries Service, Southeast Fisheries 
Center, Miami Laboratory, Miami, Florida. 



AR'.l'ICU: 3 

RIGRI'S AK> OBLIGl\TIONS Cf' '1'BE UNION 

e1•@ 1. The Onion agrees to accept enployees in the unit of rcognition as 
wd:>ers of AFGE without discrimination as to race, color, creed, national origin, 
aex, age, preferential or non-preferential Civil Service status, political 
affiliation, marital status, or haOOicapping corrlition. 

SFX.AION 2. The Union is entitled to act for an:3 to negotiate agreerrents covering 
all unit enployees. It is resJ;X>nsible for representing the interests of all 
errployees without discrimination and withcut rf!9ard to dues paying nenbership in 
AFGE. 

Sft'TIOf 3. The Onion shall be given the opp:>rtunity to be represents:'! at an~ 
formal discussion between Management an:3 errployees or enployee representatives 
concerning any grievance or any personnel policy or practice, or other genera] 
corrlition of enployment. 

SfC'I'ION 4. An enployee may ha.rifle his/her own grievance, or nay be represente:: 
by the Union. However, the Union shall be given the opportunity to be 
represented at discussions between rnanagerrent and enploJif?es concerning grieVCL~ce 
processing, arX3 at the appropriate tirre to make the vie"' of the Union knCMJ"., The 
right of the Union to be present does not exterrl to infornal prcblems between tbe 
enployee arrl supervisory officials. However, if such discussions involve · · 
decisions on personnel policies or other matters which Managenent is cbliga'tee to 
discuss or negotiate with the Union, such decisions will not be na:le by 
Managenent until this cbligation is dischargec1, arw3 such decisions will not 
conflict with this Agreenent. 

SECTION 5. The Union shall not call or eD3age in a strike, work stq>page or slov: 
down, or cordone any such activity, a.rd shall take affinretive action to prevent 
or stop such activity. 

SEt'TION 6. The Parties agree that all officials of the Union an:3 Managenent will 
endeavor to settle differences inforue.lly at the lowest level possible. 
Therefore, all issues will be initially discussed with the first line sup:rvisor 
arw3 the Steward. 

S,EX;TION 7. Managenent agrees that where copies of requested material, which r.cy 
be required by the Onion to perform its representational duties, are not 
available at the Laboratory, Managenent will attenpt to secure them, a.rd furnisr. 
at cc:.t, through other sources. 'l'he Onion agrees that Managenent (1) mst honor 
1111 Privacy Act Ee<JJirenents w (2) is not to be held responsible for delays in 
respcnUng to such requests, i.e., out-of-print or not-in-stack aterial. The 
Parties agree that where time limits of the Agreenent may be affected by a delay 
in furnishing the requested material, auch tine limits will te llltclmtically 
extended by Managenent for five (5) calendar days after receipt by the Onion. 
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SfX;TION B. Stewards shall provide personal representation for aenters of the 
bargaining unit, assist in admmistration of the Agreenent, am perform other 
duties as awropriately assigned by the IAx:al. 

RC!70N 9. Managenent will permit prq>erly labeled Union files in the offices of 
the designated Onion officers/Stewards. 

' 




&TXON 1. Each enployee in the unit shall have the right to fom, join, or 
M&ist any labor organization, or to refrain from any such activity, freely art:1 
without fear of penalty or reprisal, and each enployee shall be protected in the 
aercise of such right. '1'he rights of ea:h such enployee include the right: 

A. 'l'o act for a labor organization in the capacity of a representative aro 

the right, in that capacity, to present the views of the labor organization to 

heads of agencies an:3 other officials of the executive branch of the Govemnent, 

the Ccmgress, or other ai:propriate authorities; an:3 


. B. 'l'o engage in collective bargaining with respect to conUtions of enploynent
thrcugh their exclusive representative if the enployees are in a bargaining
unit. (5 us: 7102] 

ax:TION 2. The provisions of this Agreement shall not be construed to preclude 
an enployee from being represented by an attorney or other representative, other 
than the Union, of the enployee's own chx>sing in any grievance or appeal action 
or exercising grievance or appellate rights established by la~, rule or 
rE!(JUlation, except as specifically negotiated in this Agreenent. 

S!C'ION 3. 

A. If an enployee reasonably believes that an exmr.ination by a representative 
of Management in connection with an investigation 11111}' result in disciplinary
action against hi.Jn/her an:3 the enployee req.JeSts representation, the enployee 
shall be given the opportunity to be represented. 

B. When a nenber of the bargaining unit invokes his/her right to 
representation as described above, the onion agrees to provide such 
representation in a proapt an:3 timely nmner so as to preclude unreasonable 
delays. No neeting for the above stated p.irpcse will be delayed in excess of 
twenty-four (24) hours without 1Utual agreement frOltl the established neeting date 
and hour in order for the Onion to fulfill its representational ci>ligations. 

SfX;TION 4. Enployees have the right, either individually or collectively, to 
petition Congress, or any narber thereof, and this right shall not be denied or 
interfered with by Managenent or the Onion. 

R"TION S, Each enployee shall have the right to bring aetters of personal 
concern to the attention of their inllediate supervisor. 

RCl'ICli 6. Bnployees •Y confer with the Stewrd assigned to their duty station,
for the p.u:poae of obtaining assistance in connection with their ccmplaint,
9rievanc:e or llJPAl. 
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SEC'IPN 7. An enployee has the right to have both Managenent and the Onion apply 
all applicable provisions of this Agreement fairly aid equitably to all enployees 
of the Unit withcut regard to race, creed, color, natiooal origin, RX, age, 
•rital status, hlndicai;ping condition, lawful political affil.iation, 
preferential or nonpreferential Civil Service status or neni:lerahip in a lawful 
ISlicn [SOS: 7116{b)(4)). 

&"1'ION 8. F.nployees wh> wish to review their Official Personnel Folder {OPF) 
•Y sW:>mit a written request to the servicing personnel office through their 
supervisor. The OPF will be sent to the supervisor. The supervisor will arrange 
for the enployee to review the OPF and return it to the servicing personnel 
office. &lbsequent requests for copies of the sane information will be subject 
to the Privacy Act Fee schedule, in accordance with Departnent of Cormerce 
regulations. 



ARI'ICLE 5 

~ RIGHI'S 

• TJON 1. In the administration of all natters covered by this Agreement,

officials and enployees are governed by existing or future laws an:! regulations 

of awropriate authorities; by existing published agency policies and 

regulations; and by st.i>sequently pt>lisbed agency policies an:! regulations

required by law or by regulations of appropriate authorities, except as JIDdified 

by this Agreement or any mterdnents thereto. 


SEX:'TIQN 2. In accordance with the Act, 7106, nothing in this Agreenent shall 

affect the authority of Managerrent: 


A. 'l'o determine the mission, budget, organization, nurrber of errployees, an::J 
internal security practices of the agency; and in accordance with applicable 
laws; 

B. 'l'o hire, assign, direct, layoff, and retain enployees in the agency, or 

to suspend, renove, reduce in grade or pay, or take other disciplinary action 

against such enployees; 


c. 'l'o assign work, to mke determinations with respect to contracting out, 

and to determine the personnel by which agency operations shall be comucted; 


D. With respect to filling positions, to nake selections for app:>int:Jrents

from: 


l. Am:mg properly ranked an:! certified cardidates for proaDtion or, 

2. Any other appropriate sa.irce. 

E. 'l'o take whatever actions ny be necessary to carry out the agercy missior: 
during energencies; 

F. 'l'o determine the nunters, types, am grades of eaployees or positions 
assigned to any organizational sd::ldivision, 1110rk project, or tour of duty, or on 
the tecmology, aethods and neans of performing 1110rk. 

ax:TlON 3. fllanagenent shall provide the Onion the OffJOrtunity to negotiate or 
consult on the ilpact and ilplenentation of actions Management takes in 
exercising its rights. 

•TJQN f. Management reserves the right to camunicate directly or indirectly 
with mly/all e.aployee{s) on any lni>ject deemed awropriate by Jlanagenent unless 
mch camunication "10Uld violate rights accordm the Dlion by lav or this 
Agreement. 
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ARI'ICLE 6 

M.\'rl'ERS APPK)PRIATE POR !EXDTIATIONS AM:> a>NS.JLTM.'IONS 

acnoN 1. Managenent and the Union agree to enter into consultation or 
negotiation before inplenenting or changing any personnel policy or procedure 
llff>licable to the Miami Laboratory pertaining to matters that affect corxUtions 
of enploynent. 

SEX:TION 2. 'l'he Parties agree that matters appropriate for consultation or 
negotiations are personnel policies and practices related to working conditions 
which fall within the scope of authority of Managenent, and for which Managenent 
is required to neet and confer by Federal law. 

Bg"l'ION 3. 

A. Where during the life of this Agreement, Managenent proposes to act on a 
condition of enployment which substantially ilrpacts enployees of the bargaining 
W'lit, in accordance with the Act, Managenent will dispatch each proposed change 
no later than 20 calendar days prior to the proposed illplenentation date. Within 
10 calendar da:ys after receipt of the proposal, the Union shall notify Managerrent 
in writing of its desire to either (l) consult or (2) negotiate on the proposea 
action. Union notification of election to negotiate shall be acconpanied by
written specific proposals. 'l'he Parties shall neet within 10 calerdar da:ys from 
receipt of the Union's proposals to negotiate. 

B. Should the Union elect to consult, a si;ecial labor-managenent neeting 
shall be convened with ten (10) calendar days of notification to consult, for the 
plrpose of giving due regard to the Union's views on the proposed action, 
carefully reviewing Union input with the intent to illplement where appropriate. 

c. It is agreed that when the Union requests negotiations in accordance 
with this Article, the following procedures will govern the negotiations. 

1. Negotiations will be held in facilities arranged for by Managenent
within the general COllllllting area of the enployees within the bargaining W'lit. 

2. F.ach Party shall be represented at the n990tiations by not ll'Ore than 
three (3) negotiators, one of which will be designated as the chief negotiator. 

3. Prqioeed changes in conditions of employment shall not be inplenented
prior to good faith negotiations, provided negotiations were requested by the 
Diica. 

•· Services of the ncs ancVor the PSIP will be utilized as appropriate 
to resolve inpasses which •Y occur during the negotiations. 



RJ:TTON 4. Should a dispJte between the Parties occur over the negotiability of 
any mtter, the Parties will request a determination be llll!llde by the Federal Labor 
Jelaticns Authority (FLRA} •. 

P"T1'* 5. It is agreed that when, during the negotiations process, either Party
declares an inpasse ard neither Party has requested the service of the Federal 
Service Inpasse Panel (FSIP) within five (5} cale.rdar days, Managenent may effect 
the proposed change in accordance with the last proposal .me by Managenent ard 
appropriate notice is given to the Olion, as to when the changes are intended to 
be p.tt into effect. 

m:TION 6. Managenent acknowledges that enployees in the bargaining unit 
shall not be included in den'Onstration projects provided for by Title VI of 
Public Law 95-454 unless there is a written agreement with respect to the project
between Managenent ard the Union through negotiations. 

:;gx:wr1QN 7. Policies, regulations ard procedures established urder ard decisions 
issued under E. o. 11491, 11616, 11636, 11787, ard 11838, or under any other 
Executive Order, as in effect on January 11, 1979, shall retrain in full force an:3 
effect until revised or revoked by the President, or unless superseded by
specific provisions of S OS: 71 or by regulations or decisions issued pursuant to 
SUS: 71. [SOS: 7135(b}] 



&i®N 1. A joint Labor-Managenent Colmdttee shall be established consisting of 
not 11>re than three (3) representatives from the onion local an3 three (3) from 
.Managenent. Additional participants my be invited to atteril by nutual 
egreenent. '1'his carrnittee shall normally aeet J10nthly for the consideration of 
prablenE &ft! the inprovenent of camunications and cooperation betwen the 
Parties. The Comnittee shall give consideration to such •tters as: the 
interpretation &ft! application of this Agreenent1 the interpretation and 
awlication of rules, regulations, an:3 policies; correction of comitions making 
for grievances and misurderstandings: the prOll'Otion of education and trainin3: 
the safeguarding of health, and advise on the safety effectiveness program; am 
the strengthening of the mrale of the unit. Sessions will normally not exceed a 
two (2) hour period. spcial meetings will be held at the request of either 
Party. Enployees who are onion representatives will be on official tine if on 
duty at the tine of the meeting. If neither Party has an agema, a neeting will 
not be held. Action or nonaction by the Ccmnittee is not grievable. 

SECTION 2. Agema itenE will be exchanged at least three (3) workdays before 
each regularly scheduled camdttee meeting date. Agema items will be ·exchange0 
at least t-wo (2) workdays before each nonregularly scher.iuled neetin3 date. One 
designated Union local representative an:3 one designated Managenent
representative will be resp:>nsible for maintainin;1 orderly discussions. 
!i:>nageooa items will be discussed if agreed to by both Parties. 

SEX:TION 3. A surmery will be made of any urderstanding reached at these 
neetings. ManageJIY!nt an:3 the onion will sign the Surmllry. Only a jointly signee 
swmary may be posted or distributed. 

SEX:.'TlON 4. Matters will ordinarily not be considered by the Coltlnittee until 
every effort has been Rade to reach agreenent at lower levels. Individual 
grievances will not be considered by the C<mnittee. 

SEC'ION 5. The Union agrees to cooperate with Managenent an:3 lends its SlJRX'rt 
in the Cont:iined Federal Canpaign. Enployees will be notified of the voluntary 
nature of any contributions and that they are encouraged, but not conpelled to 
participate. Management agrees that no lists will be kept shewing names of 
contributors and mrounts of their CCXltributions except thc6e needed to comuct 
the canpaign. Any such lists will be destroyed after the canpaign i.6 closed. 
fllanagenent will report the results of each canpaign. 



ARI'Ic:..t e 
tJmON REPRESENI'ATION 

.,,aN 1. Managenent will recognir.e one (1) Steward for each 15 bargaining unit 
employees or fraction thereof. Each Steward will be designat«J an area to 
represent. 

Errployees seeking Union representation or assistance will seek it fron, the 
Stewards designated for their area. 

The Union will provide the Mian"i Laboratory Director with a roster containing the 
narres, mailing addresses, arxJ work phones of all Stewards am their designated 
areas of representation within five (5) calemar days after the effective date of 
the Agreerrent or the date the roster changes. 

Onli' those Stewards whose nar.es have been provided to Managenent on the roster 
will be recognized as Stewards in their respective areas. Where no Steward hat 
been properly designated, J.lanagerrent has no cbligation to the Union. 

M~ger.ent will provide the Onion President with a roster containing the narres, 
nailing addresses, and work pl-ales of all first line supervisors an3 their 
organizational location, within five (5) calendar days after the effective date 
of the Agreerrent or the date the roster changes. 

SEX:TION 2. 

A. The Union will be granted a block of tine per leave year, 2000 hourf:., 

for official representational duties in accordance with this Agreerrent. All 

unused tine shall expire at the end of each year. 'l'he Onion shall apportion the 

use of these hours. 


B. Onion participation at Managerrent initiated meetings, including 
Labor-Managenent cam1ittee rreetings, etc., are includeC in this block of tirrE. 
N:>rbargaining unit enployees are not authorized to use the above referenced 
•block of tirre.• 

SEt'TION 3. Sl'alld it be necessary for the Stewards to leave their work area, the 
Stewards shall ct>tain the permission of their supervisor and the sup?rvisor of 
the section they intend to visit, citing briefly the specific action to be 
acccriplished, where, and by whit teens. Where Lllbor-l'.anagenent busines6 ll: sud1 
that use of the phone system to talk with Managenent officials or bargair:ing unit 
enployees will facilitate actions at no ccrmercial cost, sud1 use is author izf<'! 
provided prior approval of the supervisor has been abtained. 
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SEx:'J:'ION 4. In the interest of efficient comuct of governnent business an::3 th: 
econorr.i.cal use of govemrrent tine, activities related to the internal affairs of 
the Union may not be con:3ucted within the working l'alrs or work!n1 areas of the 
employees. These activities include, but are not limited to: 

A. Activities connected with organizing efforts mi! the internal managenent 
of the Onion; 

B. Solicitation of menbership; 

C. Collection of dues or other assessnents; 

D. Circulation of authorization cards or petitions; 

E. Solicitation of signatures on dues wit.hlx:>lding authorization forns 
or forns revoking dues withholding authorization; 

F. Qmpaigning for Union office; arrl 

G. Distribution of literature. 

SEX:;TION S. When th: Stewards are performing their official representational
duties arrl th: need for privacy arises, up:>n request, Managenent agrees to 
provide awropriate space, if available, to neet this need. 

SEX:TION 6. There shall be no restraint, interference, coercion or discrimination 
against the Stewards because of the performance of their official 
representational duties. Bo\ilever, if the Stewards' use of official ti.ne for 
representati~l duties interferes with the proper performance of official duties 
as an ertployee, the netter will be discussed with the Steward in order to fW a 
satisfactory solution. The initial discussion will be between the supervisor an:l 
the Steward. If this discussion does not resolve this issue, Management ney 
p.irsue it through the negotiated grievance procedure. 

z:'TION 7. 

A. t«l official tine other than that provided for in this Agreerent shall be 
authorized. 

B. Management is umer no d:>ligation to pay O\ion representatives for repre­
sentational ti.Ire spent when they are not scheduled to work nor is Managenent
d:>ligated to incur any other Union expenses in connection with representational 
duties. 
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SEX:TIQN 8. Managenent agrees that the OU.on President is authorized to consult 
with the Laboratory Director on IDl!ltters which nay be of unit-wide concern. 
Meetings with the Director shall be arranged in advance, specifying the 11&tters 
to be discussed. 'l'he President and the Director my request atta'llSance by 
appropriate Management ard onion representatives•

.,,Cli 9. Managenent will upon the Dnion 's rec;pest provide on a IOnthly basis, 
a list of bargaining unit gains and losses. 

13 




llClON 1. A grievance means any caiplaint ­

A. By any enployee calCeming any matter relating to the enployment of the 
employee; 

B. By the Union cor:ceming any matter relating to the enploynent of any 

enployee; or 


c. By any enployee, the Union, or Managenent con::eming ­

1. The effect or interpretation, or a clai.Jn of breach of a collective 
bargaining agreement; · 

2. Any clained violation, misinterpretation, or misapplication of any 
law, rule, or regulation affecting caiditions of enploynent. 

SEX:TION 2. The purpose of this article is to provide for a 111.1tually acceptable 
netb::ld for the prarpt and equitable setUenent of enployee, Union, and Management
grievances over the inteq)retation or application of this agreenent and other 

. eIJl)loyee dissatisfactions over natters slbject to the control of Management.
Unless otherwise provided for, this procedure will be the sole procedure 
available to the Union, Management or bargaining unit enployees for resolving 
grievances. 

Excluded frorn this negotiated grievance procedure are the following: 

A. Actions resulting from involvement in prohibited political activities; 

B. Actions relating to retirement, life or health insurance; 

c. Actions relating to any examination, certification, or appointnent; 

D. A suspension or raroval predicated or acconplished in the interests of 
natiCllal aecurity; 

E. '1'he receipt or failure to receive an incentive award. ~er, the 

application of procedures (KlAA Personnel Bardbook, Chapter 10) would be 

9ri.eYllble. C.On::ems of the Union regarding application of procedures in the 

incentive awards area will be addressed at the Labor-Managenent camii.ttee 

..tings. . 

r. '1'he classification of any position which does not rt&Ult in the 

reductic:m-UHirllde or ~y of an employee; 


G. Non-ldoption of euggestion; 
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B. Termination of prcbaticnacy, term and tarp:>rary enployees; 

l. Pilling of positicms outside the bargaining unitJ 

J. Oral .:Jnonishrent.s an3 a notice of prq:csed mverse action. 

llX."l'ICJi 3. Si.nee dissatisfactions am disagreements my occasionally arise with 
eare people in any work situation, the filing of a grievance shall not be 
construed as reflecting unfavorably on a grievant's good starK3ing, performance, 
loyalty or desirability, nor will any reprisal be taken for initiating such 
grievance. Similarly, the occurrence of grievances shall not be construed as 
reflecting unfavorably upon mnagenent's q.Jl!ll.ity of· supervision or general 
management, nor upon the Onion's conpetence or good intentims. 

SfX:TION 4. All tine limits in this Article ay be extended by nutual consent. 
&Jch extension will be documented prior to the expiration of the tine limit. 
Failure of Manage.nent to ct>serve the tine limits shall be cause to advance the 
grievance to the next step. Failure of the Union or the aggrieved to ct>serve 
tine limits shall be cause for denial of any further remedy. 

SD:TIQN S. Grievmx:es, based on final decisions on unacceptable performance, 
rerrovals, suspensions for nore than fourteen (14) calendar days or less where tte 
statutory review procedures have not been selected by the &11ployee, will be 
initiated at step 3 of the negotiated grievance procedure (Section 6c below, 
Article 09). Grievances over reprimm3s &rd suspensions for fourteen (14) 
calendar days or less will be initiated at step 2 of the negotiated grievance 
procedure (Section 6b below, Article 09). · 

sa;:noN 6. Enplo,yee grieunces 

A. Step 1: The grievance shall be s\i:>mitted in writing to the innediate 
supervisor within fifteen (15) calendar days of retum fran a pericd of 
continuous ai;:proved leave begun prior to the date of the grieved actions or 
condition. The written presentation will contain: 

l. The identity, title an3 duty station of the aggrieved; 

2. A specific and clear statement of the grievance; 

3. A stateuent of the iten&, regulations or agreenent allf!9ed to have 
been violated citing specific paragraphs or articles, 

4. The corrective actions desired: 

5. Designation by name of a representative or statanent of 
aelf-representation. 

Qi receipt of the written grievance, the supervisor or the enployee my request a 
meting on a mtually agreeable mrkday within fifteen (15} calendar days for 
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discussion of the grievance. Arrangenents for the representative to be present 

is the responsibility of the grievant. Following the Clate of this discussion or 

receipt of the grievance, whichever is later, the supervisor shall give a 

written decision to the enpl~ within fifteen (15) calendar days. '1'he 

8ff>ropriate Steward, if not the grievant or representative, will be given the 

cpporbmity to be present during any adjusting neeting. It is agreed such 

.:Sjustment will not be inconsistent with the teIDE of this Agreenent. 


B. Step 2: (1) If the matter has not been satisfactorily resolved at Step 

(1), then the grievant •Y submit the grievance to the Director of the Miami 

Laboratory within fifteen (15) calendar Clays. '.l'his written presentation will 

include the requirenents outlined in Step 1 above, refer to any neeting between 

the supervisor and the grievant·, am include a ccv.r of the supervisor's written 

decision. (2) Within fifteen (15) calendar days following receipt of the Step 2 

grievance, the grievance shall be reviewed and the secorXJ step deciding official 

shall render to the grievant a.written decision which is not inconsistent with 

this Agreenent. 


c. Step 3: The enployee nay advance the grievance within fifteen (15)

calendar days by submission with a copy of all docunents developed during the 1st 

and 200 steps to the Center Director whose decision shall be rendered within 

fifteen (15) calendar days after date of receipt of the 3rd step grievance. 


D, If the matter is still Wlresolved, only the onion or Managerrent may

invoke arbitration ul'Xler the provisiai.s of Article 10, Arbitration. 


SEX:'TION 7. 

A. An enployee or groops of enployees tray present their grievances to Manage­
ment arrl have them adjusted with.or without the services of the union. If 
presented without union representation, such grievances may be adjusted without 
union intervention, provided the adjustnent is not inconsistent with teI'Jl'6 of 
this Agreenent and the Union has been given reasonable advance notice of the 
grievance w an opportunity to be present at the adjust:Jrent. 

B. Enployees who choose to present their own grievances without intervention 
by the Onion are not entitled to further review or consideration beyorx3 the 
opportW'lity to present their grievance an:1 have it adjusted, affirmatively or 
negatively. The decision of the Center Director is final as to the enplo:yee or 
esrployees who choose to present their grievance without the intervention of tl"w:: 
Onion. 

C. Should either perty question the grievability of a •tter presented 
t.mder the terns of this Agreement, such will be presented to an arbitrator in 
accordance with Article 10, Arbitration. 
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D. In adverse act.ions (5 US: 7512), DD discriminaticn carplaints, and 
reoval or reduct.ion in gr.:te for unacceptable perfo~ (5 US: 003), the 
llJPloyee •Y use either the l\89C)tiated grievance procedure or the statutory 
8ff!NlS procedure, but not both. '1'he employee shall be deenred to haw exercised 
his/her option at such tille as the enployee tilrely initiates an act.ion un:ler the 
ll?Plicable statutory procedure or tinely files a grievance in writing, in 
.x:ordance with the provisions of the negotiated procedure, whichever event 
occurs first. 

E. Should a Managenent official or the grievant raise a new issue or reneC!y 
not previously presented at the aA?ropriate level in the grievance procedure, 

' 	 such new issue or remedy will cause the grievance to revert to the lower level 
for consideration/action within five (5) calendar ~ys, in the interest of 
resolving the grievance at the lowest possible level. 

SEX:TION 8. Grievances may be filed by Management or the Union based on an action 
that c~erns an alleged violation of the provisions of this Agreement, or any 
SlJR'lenent thereto. '!'his is the sole vehicle for review of such actions. 

A. Managenent grievances shall be initiated in writing by the Director, 
Southeast Fisheries Center, and presented to the Union President within thirty 
(30) calendar days of the action or cordition giving rise to the grievance. 
Decisions by the Union President shall be rendered in writing no later than 
thirty (30) calendar days following receipt of the grievance. Should the issue 
remain unresolved, arbitration my be invoked by managenent. 

B. Union grievances shall be initiated in writing by the Union President 
and presented to the Director, ttFS, Southeast Fisheries Center within thirty · 
(30) calendar days of the action or condition giving rise to the grievance. 
Decisions by the Director, ttFS/SOUtheast Fisheries Center, shall be rendered in 
writing no later than thirty (30) calendar days follc:Ming receipt of the griev­
ance. Should the issue remain unresolved, arbitration may be invoked by the 
Onion. · 

SEX.nQN 9. If any enployee resigns, dies, or otherwise leaves the bargaining 
unit enploynent rolls by any action before a decision is reached on a grievance 
which is being processed and no ccxrpensation ·issue is involved, action may be 
stepped by mtual consent and the case closed without decision. A copy of this 
action will be nlde a part of the case file. 

&B:TI0N 10. Dnit enployees participating as witnesses in a grievance will be 
considered to be in a duty status during each participation except that no 
overt.be is authorized. 

•TJQN 11. If at any step the parties to the grievance agree that no 
111.ainterpretatlon or lftisaR>lication occurred, or they agree to the 1HnS of 
lldjuating an acknowledged agreenient violation, they shall state their agreetrent 
in writing signed by all parties. This will constitute the final r880lution of 
the grievance. 
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SEJ;l'ION 12. Management, on written request by the Union, will permit the Union 
to review all pertinent records for the purpose of s\tlstantiating the contentions 
or clam of the grievance, except those prohibited by statute or regulations 
cut.side of Management's CCXltrol. 'J'he Union, on written request by Managenent, 
will permit ManageJrent to review all pertinent records in possession of the Onion 
concerning the grievance. 

S1Q'ION 13. It is agreed that every effort will be nde by Managenent, the 
Onion, ard the aggrieved party{s) to settle grievances at the lowest possible 
level. Unfair labor practices (5 US: 7116) shall not be utilized to resolve 
issues in dispute involving the interpretation ard awlication of this Agreenent •. 

SE>:TION 14. Seo Duty Grievonce Procedure 

When a unit enployee at sea considers hiJrself/herself aggrieved over a matter 
covered by this Agreenent, that enployee shall, within fifteen (15) calendar days 
after conpletion of the voyage, initiate a grievance at Step 1 by filing with tre 
Executive Director, SEFC. If the natter is not satisfactorily resolved at Step
1, the enployee my advance the griev~e within fifteen (15) calerrlar days to 
Step 3 by submission of a oopy of all docwrents to the Center Director. The 
grievant shall follC'1ti all other requirenents of this Article. 

:¥X:TIQN 15. 

A. A pending or proposed personnel action which has been nade the slbject 
of a grievance or arbitration will be stayed pending the final decision of t~ 
matter. 

B. 'l'he Parties agree that in order to preclude urrlue delay, the tine l:iJr.its 
within the Grievance and Arbitration Articles will be reduced as follows only in 
the case of proposed adverse actions. · 

Adverse Actions are defined as (1) a renoval: (2) a suspension for 
mre than fourteen (14) calendar days; (3} a reduction in grade: 
(4) a reduction in pay; ard (5) a furlough of thirty (30) calendar 
days or less. In these instances all referenced tine limits in 
Section 6, &Jployee Grievance Procedure, this Article, are reduced 
to not nore than five {5) calendar days, lft3 the tine limit to 
invoke arbitration, Article 10, 6rbitratipp, is reduced to {10) 
calendar days. 
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ARl'ICU 10 

ARBITRATION 

..,,.,.. 1. The Parties agree that prior to considering amitration, evecy 
reaacnable effort shall be mde to resol\ie aroitreble grievances and will direct 
their efforts and resources toward achieving that goal. If such efforts fail, 
the grievances Diily, or the question of grievability/art>itrability my, on 
written request of Managenent or the onion, whichever Party is desiring 
aroitration, be referred to an Arbitrator. Ad::>itration •Y be invoked only by 
the tklion or Managenent. 

SEX.'TION 2. Arbitration will be invoked ~ s\tm'.ission of a written stataient so 
stating to the other Party not later than thirty (30) calendar days after receipt 
of a f ina.1 decision on a natter grieved through the required steps of Article 09 
which will not require the Arbitrator to consider any new issues that were not 
considered during the grievance procedure. ()Jestions of grievability/ 
a?bitrability will be slt>mitted in a joint statement, if po6Sible, in accordarce 
with Section 4 below, to the Arbitrator. Within seven (7) calendar days of 
issuance of a written statement invoking a?bitration, the initiating Party will 
request from the Federal Mediation and Conciliation Service a list of five (5) 
illpartial persons qualified to serve as aroitrators. A copy of this request will 
be provided the other Party. Inmediately on receipt of this list, the receiving 
Party will provide one Cl) copy of the list to the other Party. 

SfX."TION 3. If Parties cannot nutually select an a?bitrator from the list within 
ten (10) calerdar days, then Managenent and the onion will alternately strike a 
name from the list until one remains. The reNining person will be the duly 
selected Arbitrator. The striking order will be decided by a toss of the coin. 

SfX."TION 4. Following selection of the a?bitrator and indications of his/her 
availability, the Parties will attenpt to agree in writing upon the precise 
issue(s) to be decided and will submit a joint statement to that effect in 
advance of any a?bitration proceedings. The statenent will present in question 
form the natter upon which the aroitration is sought and ahall include the 
agreement provisions governing a?bitration•. If the Parties are unable to ccn:ur, 
each Party will specify the issue in writing with copies to each other and the 
Arbitrator. The initiating Party shall include with its atat.eaent of issues, the 
redress it expects from arbitration. The Arbitrator shall determine the issue {s) 
to be heard. The Arbitrator will limit the award 80lely to the resolution of the 
iasue(s) as specified in writing by the initial statement or atatenents as 
specified by the Parties, and nothing further. 

•:TJQ9 5. '1'he arbitration hearing will nornally be held on Managenent 's 
pradaes during the regular mrk hours, Morday through Friday. !'be Dlion agrees 
to notify Managesnent, in writing, at leaat aeven (7) calendar days before the 
hearing date, of miy employee witnesses it intel1ds to call, 80 that arrangesrent.s 
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ay be made for the use of official time if possible. However, under no 
circunstences will overtime or corrpensatory time off be authorized under this 
aection for either participants or witnesses called. 

artION 6. At the arbitration hearing, the Party requesting ai:bitr•tion will 
preeent its case first an3 will have the burden of proving it;s case. r.ach Party 
bu the right to submit evidence in rebuttal. Post-hearing briefs ay be 
IRDnitted. 

SEX."TION 7. In fashioning an award, the Arbitrator shall not IK3d to, s\btract 
from, or otherwise JIDdify any of the ternE of this Agreenent; nor shall the 
Arbitrator substitute his/her discretion for that of Managenent or the Onion 
wtere either Party has such discretion by virtu~ of the terns of this Agreement. 
'1'he Arbitrator shall anly interpret the existing provision(s) of the Agreement 
an3 awly them to the specific facts of the grievance. '1'he award shall conform 
to law, Executive Orders and rules and requlaticns of ai;:propriate authorities. 

SE&"TION B. The cost of arbitration, if any, shall be shared as follows: 

A. Arbitrator's fees and expenses shall be shared equally by the Parties. 

B. If a transcript is required by the Arbitrator, or s\bsequently by MSPP. 
or EEXX, the cost shall be shared equally by the Parties. When a transcript is 
not required by the Arbitrator, but either Party desires a transcript, the 
requesting Party shall bear the cost. If both Parties desire a transcript, the 
costs shall be shared equally. The transcripts, where required by the Arbitrator 
or by nutual agreement of the Parties, shall be executed by a certified court 
reporter. 

C. All other costs which the Parties nutually agree to incur shall be shara::3 
equally. 

D. Travel and other costs for Management representatives an3 witnesses: 
paid by Management. . 

E. Travel Md other costs specifically authorized for Onion representatives 
and witnesses: paid by the Onion. 

SEC'ION 9. Any di&p.Jte over the awlication of an Arbitrator's award shall be 
returned to the Arbitrator for aettleaent, including r&M.11ded awards. 

SEX:'TION 10. The Arbitrator will be reg.JeSted to render bis/her award as quickly 
as possible, but in no event later than thirty (30) calencJar days after the 
conclusion of the hearing, the period during which the Arbitrator will accept 
evidence or the filing of J:X)St-hearing briefs, whichever occurs later, but not 
IDre than fifteen (15) calendar days, miles& the Parties agree to a longer tine. 
In rermring hi.a/her anerd, the Arbitrator will present to both Parties • written 
cpinicn stating clearly his/her award, the Arbitrator will pr.._t to both 
Parties a written opinion stating clearly his/her decision, Men! md urderlying 
reascning. The opinion will state specifically what iasue(s) the Arbitrator 
decided. 
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SfXil'ION 11. Either Party •Y file ex~ians to an arbitration award with th: 
Federal labor Relations Authority under regulations prescribed by the Alltoority.
'1'he filing of such an exception shall act to stay the effect of an award until 
final adjudication by the FLRA. 

• 
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ARTICLE 11 


IMPASSES AR> MEDIATION 


SEX:TJON 1. It is nutually agreed that an inpasse occurs after both Parties have 
presented proposals am counterproposa.ls in good faith am both Parties have 
considered the proposals and counterproposals of the other Party in good faith, 
and, despite honest am diligent efforts to reach a nutually satisfactory 
agrearent, no agreement can be reached on the subject being negotiated. 

SEX:TION 2, When it has been determined that an inpasse has been reached, either 
Party may request the use of nediation by the Federal Mediation and Cori:iliation 
Service (FICS). 

strrION 3. If the FfCS cannot provide nediation service, they shall be requestec1 
to provide a list of five (5) qualified nediators from which a selection may be 
made. The cost of the services of the nediator, if any, shall.be shared equally 
by the Parties. 

SEX;TION 4. If the FfCS provides such a list, the Parties will neet for ttE 
purpose of selecting the nediator within five (5) calendar days of receiving th:: 
list. The nediator will be selected by mtual agreement or by alternately 
striking narres until one (l) remains. SUch person shall be the duly selectee 
l'l'ec:Hator. 

SEX;l'ION 5. If these efforts fail, either party may request the Federal Service 
Irrpasses Panel to co~ider the matter urx3er the regulations it prescribes. 
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ARrla.E 12 

USE CF CFFICIAL FACILI'l'IES 

•VON 1. Managenent agrees that rocnE will be provided when avail.Ible for 
metings of the O'lion during the ncrduty hcurs of the euployees. 

flCl'lON 2. fllanagenent agrees to grant the {)lion reasonable access to customary 
agency p.t>lications, nterials and eqJipnent for discharging its representational 
functions under this Agreement Md the Act. A written request DUSt be submitted 
to the Laboratory Director prior to the use of said equipnent, mterial, etc. 
The O'lion bears the responsibility for providing the need for the requested item 
to perform its representational functions. 
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ARTICLE 13 

CXIMJNICATION 

'IQ'ION 1. ailletin board spice shall be ade available in the designated area 

for the display of Onion literature, corresp:mdence, notices, etc. 


'IQ'ION 2. 9.lch literature will not contain itenE relating to partisan political 
mtters or propagama against or attacks on Managerrent, individuals, or other 
activities of the Federal Govemnent. The Onion assunes total and ex>ntinuing
responsibility for the content, views, an3 staterrents contained in all materials 
posted urder Union auspices in the Miami Facility or concerning the agency, 
including individuals or groop:; representing Managerrent. 

SEX;TION 3. Managenent ny post audit am notify the Onion to inrrediately rerrove 
objectionable material. Continued posting of objectionable material my result 
in the loss of posting privileges. Management agrees to discuss any objection to 
posted material with the Onion. 

SEX:TION 4. On request, but not Jll':)re often than each calendar quarter, ~.anagerrent 
will furnish the Onion a list containing the nanes, positions, titles, gra::les of 
enployees in the unit. 

SEX;TION S. Managenent will prepare and print a sufficient nlm'ber of copies of 
this A9reenent for the use of the Onion ari! .Managenent. 

SEX:TION 6. Managenent agrees that the AFGE Health Benefits broctures, When made 
available by AFGE, will be distributed to unit enployees. 

SEX;TION 7. Copies of this A9reenent shall be provided to each unit enployee on 
duty by the Onion. 

QX.'TION B. 

A. The Union agrees to provide the Laboratory Director with a current roster 
containing the nanes and addresses of all duly elected officers on an annual 
basis an::J when it changes. 

B. 'l'he initial list will be furnished by the Onion within two (2) calerdar 
days after the effective date of this A9reement. When notification is not tilrelj' 
received, Ma.nagenent has no obligation to the Onion until such list is received. 
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s;,:noN 1, 'l'his Agreenent is for the purpose of permitting eligible errployees 

vb> are mellbers of the Onion to pay dues through the authorization of voluntary 

allot:nents from their conpensations. This Agreenent covers all eligible 

eaployees: 


A. WOO are nenbers ill good st..aming in the thion; 

E. Who voluntarily C011plete Standard Fom 1187, ReQuest for PA,yroll Deductions 
for t;IDQr Organization Dues; 

c. Who receive conpensation sufficient to cover the total airount of the 

allotnent~ an;3 


D. Who are in an exclusive bargaining unit, an3 are menbers of a local 

union holding exclusive recognition in that unit. · 


The Parties agree that the provisions of this Agreement are sl.bject to, aro 

will be governed by, applicable Federal laws, rules and regulations issued by tiie 

Office of Personnel Managenent, Federal Labor Relations Authority, an3 Departlilent 

of CoJmerce regulations, and will be m:>dified by any future anerdrrents thereto. 


SOCTION 2· The Onion is responsible for: 

A. Informi.ng its menbers on the voluntary nature of the system for the allot­

nent of enployee organization dues including the cor.ditiCXlS under which the 

allotnent n-.ay be revoked once a year; 


E. Purchasing an3 distributing to its menbers stan3ard Fom 1187; 

C. lt:>~ifying the servicing Labor Relations Office, in writing of: 

l. current authorized naires an3 titles of officials vb:> will make the 
necessary certification of Standard FOI'll 1187 ill accordance with this Agreenent. 

2. Any change ill the mrcunt of dues to be deducted. 

3. Any enployee vb:> is no lon;ier ill good st..aming wiUdn fifteen (15) 
calendar days of the date of such determination. 

D. Forwarding prq>erly executed and certified Standard PoI'll 1187 to the 
•rvici.q Labor Relaticns Office en a tilely basis. ~ •s internal 
distrib.tion system will not be used for this p.irpose. 

E. Prcaptly forwrcUng an employee's revocation (narorlnlml or Standard 
Fomt 1188, Revocation of Yoluntar;y Auttorir.ation for Allot:ant of Coag:nytion 
for Pa~t of lnplo,yee Oiganigtion Pueal to the Rrvicing Labor ~lations 
Office \hen auch revocation is ad:>mitted to the O'lion: and 



P. Keeping the servicing labor Relations Office informed of the nane, title 
anC! a::ldress of the allottee to whom remittance sh>uld be sent. DJtil further . 
notice this will be: 

APGE I.ocal 2875 

Key Biscayne Bank 

95 w. Mcintire Street 

Miami, FL 3314 9 


Keeping the servicing labor Relations Office inforned of the allottee to whom 
checks shall be payable. Until further notice this will be: 

AFGE Local 2875 

SEX:TION 3. Managenent is responsible for: 

A. Permitting an:3 processing voluntary allotr.ent of dues in accordance with 
this Agreerrent; 

B. Withholding duer. on a biweekly basis; 

c. R>tifying the Union when an enployee is not eligible for an allotr.ent. · 
The servicing Labor Relations Office is resp:>nsible for this notification; 

D. Withholding new a.Jl'[)Unts of dues on certification fron the authorizec1 
Union official; 

E. Transmitting remittance checks to the allottee designated by the Union, 
together with a listing of enployees for whom deductions were nade; 

F. Forwarding, as a separate sl.i:>mission each pay period, a copy of all 
revocation notices received in the Payroll office to the allottee designated by 
the Onion; an:3 

G. Providing the following infonnation on the rerr.ittance listing: 

l. The name of each errployee for wtan the deduction has been authorized 
to be rrade during the current pay period. 

2. For each enployee or group of enployees the following infonietion 
will be given to the extent applicable: 

a. Anount withheld; 

· b. tt> deduction because eaployees' conpensation ws insufficient to 
permit a deduction. 
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prrIQN 4. tDINl' S'l'IPUJATlONS 

A. '1'tle anamt of the dues to be deducted as allotnents frOll'I ce11pensation 
•Y n:>t be changed JJDre frequently than once each twelve (12) llXltm. 

B. Managenent may remind errployees of the Ann.lal Revcx:ation Period anj of 
the minim.Dr. initial allotnent period of 12 DDnths. 

c. Administrative errors in remittance checks will be corrected anj adjustea 
in the next remittance check to be issued to the errployee organization. If the 
Union i£ not scheduled to receive a remittance check after discovery of an 
error, the gaining Party agrees to prOll'ptly refund the erroneous remittance. 

SEC"J'ION 5. The servicing Labor Relations Office will be resp:msible for coorai­
nating th: actions described under this Agreement prior to payroll processing. 
The effective dates for actions under this Agreenent are as follows: 

Starting dues withh::>lding First pay period after date of receipt of pr~rly 
executed an:3 certified Standard Fonr 1187 by
Payroll Office; no ncre than once every 12 m:mtbs. 
An errplo}'ee nust remain on payroll deductions for 
one year after camencer:ent of dues withh::>lding. 

Changes in anoonts of dues First pay period after receipt of certificatior. 
in Payroll Office. 

Revocatior. by enployee; 
revocation may be nade by 
use of SF 1188 or by 
menoran:3urr: 

First pay period following foiarct, l or each year.
Notice nust be reached by Payroll Off ice no later 
than c.o.B. March l of each year. 

Termination due to loss 
of ment:>ership in good 
standing. 

First pay period after date of receipt of 
notification in Payroll Office. 

Termination due to loss of 
exclusive recognition on 
1it'hich allotnent was based. 

First pay period after date of receipt of 
notification in Payroll Office. 

Termination due to separa­
tian or aovenent to 
recognition area not 
covered by this Agreesrent. 

First pay i:-eriod after date of receipt of 
notification in Payroll Office. 
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ARTICLE 15 

.AMFX>MENTS 'JD AGREfMENT 

,.,.,.XON 1. Unit enployees representing the Union aid participating in 
negotiations pursuant to this Agreement shall be on official tine for the nllllber 
of hours agreed upon. 

StX,'TION 2, Artleuiment to this Agreement my be required because of changes in 
awlicable laws, rules, regulations, or policies issued by higher authority after 
the effective date of this Agreement. In this event, the Parties will neet for 
the purpose of negotiating new language that will neet the requirenents of suct1 
higher authority. Qlch mrendments will be duly executed mX3 will becorre 
effective on a date determined to be appropriate urder the circumstances. 
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..,,cay 1. 'J'his Agreement shall be in full force and effect for a period of 
three (3) years from the date of approval, effective March 27 , 1986. It shall 
be autanatically renewed fran year to year thereafter unless written notice of a 
desire to cancel or terminate the Agreennt is aerved by either Party on the 
other between the 105 and 60 calenlar day period prior to the date of expiration 
Of the Agreenent. 

SEX:TION 2. Where no such cancellation or termination notice is served and the 
Parties desire to continue said Agreement, but also desire to negotiate changes 
or revisions in this Agreement, either Party ny serve en the other a notice 
between the 60 and 105 calendar day period prior to the date of expiration of tre 
oontract, advising that such Party desires to revise or change terns or 
conditions such Agreement. 

Any such notice shall be acconpanied by a CCP.f of the prqx>sed new Agreement, 
changes or revisions. The Party receiving such notice may deliver a 
counterprqx>sal to the other Party within thirty (30) calendar days after receipt 

. of such notice. In the event of failure of the respondent Party to submit a 
.:ounterprq:iosal within the Jo-day period herein provided, the existing Labor 
Managenent Agreenent shall be considered as having been filed as said Party's 
counterprq;:iosal. 

SEX:TION 3. A Ment>remum of understanding shall be executed by the Parties that 
will specify the ground rules to be used in the renegotiation or revision of this 
Agreement. 

m:TION 4. The Parties agree that on termination of this Agreement, all the 
terns and conditions agreed herein shall cease to accrue, except that the 
Agreement will resrein in full force and effect during the period of renegotiation 
which shall not exceed 180 calendar from the date of expiration. 

SfC'ION 5. It is agreed that any procedures or past practices not in accordance 
with goverrment laws, rules or regulations and not carried forward in this 
Agreement or amendnents will be tenninated in its entirety. 
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ARrICLE 17 

LEAVE 

ax:nON 1. REXlJESl'I?N Am USX?N I..EAVE CF AN/ JOO 

Dployees are responsible for requesting an! using leave of any kind in 
aocordanc:e with the leave requlatiCl'IS of the tna.A Persomel Bard:>ook, Chapter 
12. Auth:>rized kinds of leave include annual leave, sick leave, leave witrout 

pay, absence for maternity or paternity reasons, military leave, court leave, 

shore leave, excused absence including administrative leave arx3 h:>lidays. 


SEX:TION 2. ANN.1AL Lr.AYE 

A. Errployees shall earn and be granted annual leave in accordance with 

applicable laws and regulations. careful consideration shall be given the 

desires arx3 needs of the eirployees in granting annual leave, slbject to 

operational requirements. Errployees will be given an opportunity to discharge 

all annual leave earned during the leave year. 


B. When a supervisor charges leave for tardiness, the enployee will be so 
notified and will not be required to work during the charged leave period. 
Unavoidable or necessary tardiness may be excused at the supervisor's discretion. 

c. When sickness occurs during a period of annual leave, at the eJ?Floyee's 
request, the period of illness will be charged to sick leave and the charge to 
annual leave will be reduced accordingly. 

D. The accU1TUlation of annual or sick leave or lack thereof will not be 

used as a factor in the rating or ranking of applicants in a nerit prom:>tior. 

action. 


sg'TION 3. qrHER WYE 

A. Leave without pay may be granted to not mre than one of the unit 
Jl'eJl'bers to serve with Af'GE for cne year if requested, in writing, by the Union. 
An extension may be considered for a seccn:s year on request. 

When an enployee is on leave witl:aJt pay (UDP) un:3er the provisions of the 
~reenent, the enployee shall be entiUed to return to a jc:b of like seniority, 
status and pay. 

B. Managenent agrees to grant Olien officers an3/or Stewards, who are full ­
tbe employees in the bargaining unit, excused absences not to exceed 24 work 
lairs per JNr, in the aggregate, to receive inforntion, briefing, or 
orientation relating to •tters of nutual concern to the tlanagellent mid the 
Diion. Aequesta for me of this excused llbsence will be ccnsider.cl on a case by 
case basis. '1'he Olion bears the responsibility for sloiing mat wy the 
representative's participatiCl'l in the Olion 11eeting, confermce or CCl'lYention 
will have the required benefit for Manageaent. It is further agreed that for 
these pirpoees, the 1axinlln period of excused llbaence for each separate meeting, 
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conference or cawention, normally, will not exceed eight (8) hcurs per 
individual. 

c.. Managenent an:3 the Onion recognize that there are energen::y arr3 huardous 
wet.her conditions which ay prevent arployees frcm rep:>rting to work or my 
require that enployees leave the work area before the en:3 of the nornal workday 
or tour of duty. Enployees • cUsmissals or excused ab6ences shall be granted 
uniformly to all enployees and no individual. shall be granted administrative 
leave privileges based on differences in camuting distances to work, location of 
residence, or any other factor. '1'hose carplications in getting to wrk that 
affect selected enployees, and not the njority of the workforce, are considered 
personal energencies an:3 charged to annual leave. Enployees are to presune, 
unless otherwise notified, that facilities will be qen each regular workday. 
Errployees are expected to be prepared to cope with difficult driving corditions 
an:J minor disruptions of p.iblic transp:>rtation facilities. 

D. The issuance of a Hurricane warning by the National Weather Service 

shall automatically excuse enployees frcm duty, and they shall re112in excused 

for 4 hours after warnings are discontinued. Errployees will not be charged 

leave when excused frcm duty by proper authorities in accordance with 

awlicable policy in effect at that tine. '!'hose on regular leave during the 

period of excused absences will continue on regular leave until the tine they 

.ere scheduled to return to duty. 


SEX:'l'ION 4. LEAVE WITjW,l' PAY (IH'.)pl 

Leave without pay is a te11?0rary nonpay status ard absence from duty on the 
enployee's request an:J which is approved by the SUp!rvisor. Leave without pay 
covers only those hours which an enployee would otherwise work ard be paid. It 
does not include nonpey status on days for which the enpl0l1ff wculd be 
conpensated an overtine basis ard does not include days on which the enployee is 
not scheduled to work. IK>P is granted in accordance with ~ Personnel 
Handbook, Chapter 12.04. 

SEX'..'TION 5. ABSEJCE wmnJr I.EAVE (IH)Ll 

MDL is defined as absence from duty without prior awrovaJ.. The enployee JlllSt 
give the &Up!rvisor an explanation for not having requested such absence. If the 
explanation is unsatisfactory, the tine lost will be charged to A'hDL, err3 tre 
enplo:;ee will not be paid for such period. Disciplinary action (oral or written 
repri.nan:J, suspension, raroval, whichever is ai:prq>riate) nust be taken for all 
periods of AN>L. AN>L is applied in accordance with the ~ Personnel Barr3book, 
Qwpter 12.os. 

A. An enplo:;ee who is pregnant has an d:>ligation to her 111plo:aier to report 
her intent to request leave for mtemity reasons, including the type of leave, 
approxinate date, w anticipation of duration, in order that the necessary
etaffinr3 ldjustnent:.s my be -se. 

B. When there is any cp!Stion about the pregnant enployee's physical ability 
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to perform her jcX> without hazard to her health or the health of the urix>rn 
child, the e.nployee should consult her own physician on this •tter, arXS notify 
Nanagenent in writing of any specific restrictions. 

11Q'ION 7. !B§EfJl'. POR PA'I'ERNITX RF.W)NS 

A -.J.e eaployee may request annual leave, conpensatory leave, shore leave, or 
l•ve without pay to assist or care for his mi.nor children or the IDther of his 
nl!!Wx>rn child while she is incapacitated for mtemity reasons. Approval of 
leave for this reason n.ist be in accordance with the granting of leave in other 
situations (leave schedules of other staff, etc.), and each leave request will be 
considered on its own merits. Under no circu:rrstances ay sick leave be approved 
for paternity reasons. 

SEX:TION B. <DtJRl' WYE NJ? JURY SERYICE 

Regulations governing requests for ccurt leave All3 jury service may be found ir. 
H:lAA Personnel Handbook Chapter 12.09. 

Sf&TION 9. SJDRE U'AV'E 

Errployees who are regularly required to serve aboard on ocean going vesE>els on ari 
extended voyage are eligible for shore leave. Enployees assigned once e year, 
every year are considered to be regularly assigned. Tenporary assigrme.nts of 
shorebased errployees, such as for limited M>rk projects or training, do not 
constitute regular assignnents. 1ul extencled voyage is one which is of at least 
seven (7) consecutive calenc1ar days duration. Shore leave is earned and taken in 
whOle days only. 

H)AA Personnel Handbook, Chapter 12.10, covers eligibility, corrputation and 
administration of shore leave. 
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ARrla.E 18 

AK> AtDITIONN.. PAY PRJVISIONS 

BTTO!V 1. DEFDltTIQNS 

WorJcdAY: A duty period of eight (8) haurs in which the duty is performed in no 
mre thin nine (9) consecutive haurs. 

ft'fiC worlcM:ek: ·A period of forty (40) haurs, conprised of five (5) eight (8) 
hour workdays. 

Administrative wrkweek: A period of seven (7) consecutive calendar days, &mday 
through SaturdaY, within which the basic 1110rkweek is included. 

OVertine: work authorized and perforned in excess of the basic workweek or 
workday, regardless of whether coapensated for by cash or COJl1?enSl'tory tine. 

Regularly scheduled oyertine: Overtilre scheduled in advance consisting of 
iefinite hours and days in excess of the administrative workweek, (1) for a 
;eriod of at lea.St two ex>nsecutive workweeks, or (2) at regularly recurring 
intervals, such as overtime scheduled every other week. 

Irregular or occasional Overti.R: work which was not scheduled prior to the 
beginning of the administrative workweek in which it occurs, but which is 
determined by Management to be necessary. 

Bcliday wprk: R:>navertime duty performed on days designated as holidays and 
conpensated at holiday rates of pay. 

Wotk schedules: Specific hours for scheduled workdays within the administrative 
workweek. 

fiX:TION 2. CM;RTIME 

A. Overtilre 1110rk assignnent.s shall be distributed equitably mtOJ"M3 qualified 
enployees, consistent with 1110rkload requirements. First consideration shall be 
given to these enployees who are currently assigned to the jd). Managenent 
agrees to make a reasonable effort to give enployees as lllCh notice as possible 
tlberl overtine is required, and further agrees to give due consideration to the 
lilpl.oyee's perSClnal circunstances, 8Ubject to fulfilling the llis&ion of the Miami 
Llboratory. 

B. ~t agrees that an effort vill be llllt1e to relieve-. 911Ployee of 
an overti1re assigrment to aet a peraanal aergency, provided that -.ployee has, 
in Managenent '• cpinicn, a legitbate rwcn, am a qualifiecS r11pl.,.er•t is 
available to take the enployee'a place. &Dwever, if Managemnt is unable to find 
a replaoesrent, the eaployee mst wrk thl overtine. 

c. Por the p.irpase of overtia records (~it.able distribution) when an 
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enployee declines an overtime assigment, which is agreed to by the supervisor, 
equitable distribution requirements are considered to have been •t. 

D. O'lertine work shall not be assigned to enployees as a rewrd or penalty. 

E. An employee shall be carpensated for every minute of regularly scheduled 
overtillE work. A CJ.l&rter of an hour shall be the largest fraction of an k>ur 
used for crediting irreqular or cxx:asional overtilre work. When irregular or 
occasional overtime work is perforned in other t:.han a full fraction, cdd minutes 
shall be rourded up or down to the nearest q.mrter hour. Corrpensatory tine off 
is not awropriate for regularly scheduled overtine work. &rployees whose rate 
of basic pay is below the muinum rate for GS-10 may not be required to take 
corrpensatory time instead of payment for irregular or occasional overti.Jre work. 
Conpensatocy time mJst be used within six pay periods following the pay period in 
which it is earned. Where an enployee is prevented by Manageirent fran taking 
corrpensatory time off within the six pay periods, the time limit will be extended 
by the supervisor for an additional six pay pericds. 

F. Managenent shall, up:m request, provide the Onion e semi-annual overti?rE: 
rep:>rt by tasks and k>urs paid during the current fiscal year. 

SECXION 3. &rployees are not authorized to perform official duties outside of 

their established taJr witlalt the specific approval of their supervisor. 


SEX:;TION 4. The basic workday will be 0800 to 1630 ES'I'/EDT, 8 continuous ha.Jrs of 
work an3 a 30 minute lunch period. 

SEX..1'ION 5. Errployees will be allowed an unencunt>ered lunch period. The lunch 

pericd will occur between 11:30 am 1300. It will normally occur after no rore 

than 4 hour of work. The Parties recognize that unpaid lunch periods are tines 

in which enployees are entirely free of duty in conneetion with their jabs•. l«> 

restrictions on the use of this time shall be nade. 


SECJON 6 I li\7ARXXJS Dl1l'X 

A. D'rployees who perfom work involving unusual physical hardship or hazaro 
on an irregular or intermittent basis shall be eligible for hazard pa:r 
differential for the hours in a pay status on the day on whicti hazardous duty is 
performed. The differential is a percentage of regular pay and is in addition to 
any other pay. Hazard pay differential my not be paid an enployee when the 
hazardous duty is a regular 8Cheduled duty, has been taken into account in the 
classification of the position, and is ao at.at.ad on the Position Description. 

B. Specific criteria for additic::ml hazardous duty aituations applicable to 
bargaining unit nenbers will be announced as they are established. 

C. Exuples of hazardous pay differentials authorized for irregular or 
intemittent hazardous cl.lty which cculd "WlY to bargaining unit 11 tJera are 
contained 1n 5 Q'R 550.901 Appenelix A as follows: 
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APPEN>IX A-OCHIDULE CF PM DIFFERENTIALS At1l'H)RlZED FOR IRR!DL\R OR IN'l'EHU'ITENr 

li\ZNIXXJS Dt1lY UN:>ER SUBPARr l 

8'ZAR:> P'AY DIFFEREttl'IAL, OF PAR!' 550 P'AY AI»tINISl"RATION (Gm£RAL) 

Rate of 
hazard 

Irre<3\)lar or intermittent duty pay Effective 
differen­ date 

tial 
(percent) 

Exposure to Hazardous Weather or Terrain: 

(1) Work in rough an:3 rE!ll"Ote terrain. When working 
on cliffs, narrow ledges, or near wrtical 
nountainous slopes where a loss of footing 
would result in serious injury or death, or 
when working in areas where there is danger of 
rock falls or avalanches. 

25 First pay period 
be9inning after 
July l, 1969. 

(2) 
(a) 

(b) 

Traveling under hazardous conditions. 
When travel over secondary or unil1proved roads 
to isolated irountain top installations is 
required at night, or under adverse weather 
conditions (such as snow, rain, or fog) whict1 
limits visibility to less than 100 feet, when 
there is danger of rock, IUd, or anew slides. 
When travel in the wintertime, either on foot 
or by neans of vehicle, over seconaary or un­
iltproved roads or snow trails, in sparsely
settled or isolated areas to isolated instal­

25 

25 

Do. 

Do. 

(c) 

lations is required when there is danger of 
avalanches, or during •whiteaJt• phencnenon 
which limits visibility to less than 10 feet. 
When work or travel in sparsely aettled or , 
isolated areas results in exposure to taper­
•tures anC!/or wind wlocity sh1wn to be of 
ccnsiderable danger, or wry great danger, on 
the windchill chart (Appendix A-1), and shel­
ter (other than teaporary shelter) or assist ­
ance is not readily available. 
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APPEX>IX A-s:mDULE OF PAY DIFF~ AtJIH)RlZED - (Continued) 

Rate of 
hazard 

Irregular or intermittent duty pay Effective 
differen- date 
tial 

(percent) 

(3) 	 Snow or ice rerroval q:erations. When parti- 25 Do. 

cipeting in snowplowing or snow or ice re­
noval operations, regardless of whether on 

prine.ry, secordary or other class of roads, 

when (a) there is danger of avalanche, or 

(b) there is danger of missing the road and 

falling down steep Jl'OUJ'ltainous slopes because 

of lack of snow stakes, •whiteout• conditions, 

or sloping ice-pack covering the s~. 


(4) 	 Water search and rescue q:erations. Parti- 25 Do. 

cipeting as a menber of a water search and 

rescue tear.1 in adverse weather calditions 

when wirxls are blowing at 35 m.p.h. (classi ­
f ied as gale winds) or in tater search and 

rescue operations corducted at night.


(5} 	 Travel on Lake Pontchartrain. 
(a) 	 When errbark ing, diserrbark ing or traveling in 

small craft (boat} on Lake Pontchartrain when 
wind direction is from north, northeast, or 
northwest, and wind velocity is over 15 knots; or 

(b} 	 When traveling in small crafts, where craft 25 Do. 
is·not radar equii;p!d, on Lake Pontchartrain 
is necessary due to energency or unavoidable 
ccn:Htions and the trip is nade in a dense 
fog UJ'Xler fog run procedures.

(6) 	 Hazardous boarding or leaving of vessels. 
When duties (a), (b), or (c) are perforned 
W'Jder adverse conditions of foul tieather, 
ice, or night and when the see state is 
high (3 feet and above):

(a) 	 Boarding or leaving vessels at sea or stand- 25 First pay 
ing offshore during lightering or personnel period
transfer operations. beginning

(b) 	 Boarding, leaving, or transferring equipnent after May
between stre.ll boats or rafts and steep, 7, l97C. 
rocky, or coral surrounded shorelines. 

(c) 	 'l'ransferring equipnent bebleen a snall boat 
IU'ld rudimentary dock by inprovised or tenp­
orary facility such as an unfastened plank
leading from .boat to dock. 
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(7) 

(S) 

(l) 
(a) 

(b) 

(c) 

(Continued)APP!M'.>IX Atw-s:::HEIXU CF Pia DIF.P"ER:ml'IALS M1l'IDRIZID ­

1'ate of 
hazard 

Irregular or intennittent duty pay Effective 
differen- date 

tial 
(percent) 

Exposure to Hazardous weather or 'l'errain: 

arall craft texts under unsafe aea ccn:Utions. 25 First pay 
c.onducting craft tests to determine the sea- peri<XI 
keeping characteristics of small craft in a beginning 
seaway when u.s. storn1 warnings normally in- on or after 
dicate unsafe seas for a particular size Sept.28, 
craft. 1972. 

working on a drifting sea ice floe. When 25 First pay period 
the jcb requires that the lilDrk be perfomed beginning after 
out on sea ice, e.g., installing scientific March 16, 1973. 
instrurrents and nking cbservatiav; for re­
search pu!JX.6es. 

Exposure to Physiological Hazards: 

Pressurechanber &I.Eject. 25 Do. 
Participating as a subject in diving re­
search tests which seek to establish limits 
for safe pressure prOfiles by Wt>rking in a 
pressure charrber si.llulating diving or, u an 
observer to the test or u a tecmician 
usenbling undeneter IOCk-up conponents for 
the test, when the d:>server or tecmician is 
exposed to high pressure gas piping aystens, 
gas cylinders, and p.mping devices which are 
susceptible to explosive ruptures. 
Nork ing in pressurized SCl'Mlr dc:lles. Perfonn- B First pay period 
ing checkout of sonar system after aonar done beginning after 
has been pressurized. 'Ibis •Y include such Feb. 16, 1975. 
duties u changing transducer elemnta, Rt­
ing of transducer turntables, checking of 
albles, piping, valves, circuits, undenater 
telephone, an3 pressurization plugs. 
M>rking in ncnpressurized aonar dcaea that ' Pirst pay period 
are a part of an underwater ayst:s. Per- begiming after 
forming certification pretrial 1napections, hb. 16, 1975. 
involving such duties as ml:lbrating, -3­
justing, and photographing tqiipmt, ill 
limited 8pece with limited egras. 
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APPEIDIX A-s:m>ULE OF PAY DlFFERmI'IALS Atn'IDRIZID - (Continued) 

Rate of 
hazard 

Irregular or intermittent duty pay 
differen­

tial 
(percent) 

Exposure to Physiological Hazards: 

(2) 

(3) 

Sinulated altitude chmtber subjects. O>serv­
ers participating in sinulated altitude 
studies ranging from 18,000 to 150,000 feet 
either as subject or as observer exposed to 
the sane corrlitions as the subject. 
Centrifuge subjects. Participating as sub­
ject in centrifuge studies involving ele­
vated G forces above the level of 5 G's 

25 

25 

whether or not at reduced at.Jrospheric 

(4) 

(5) 

pressure.
Rotational flight siriulator subject. Parti­
cipating as subject in a Rotational Flight 
Sirt1.llator in stueies involving continuous 
rotation in one axis through 360 degrees or 
in a corrbination of any axes through 360 
degrees at rotation rates 9reater than 15 
r.p.m. for periods exceeding three minutes. 
Bot Work-working in confined spaces wherein 
the e11ployee is slt>ject to tenperatures 
in excess of 110 degrees F. 

25 

4 

Exposure to Hazardous Agents, work with 
or in close proximity to: 

(1) 

(2) 

Explosive or inceOOiary materials. Explosive 
or incendiary materials which are unstable 
and highly sensitive. 
At-sea shock am vibration tests. Arming ex­

25 

25 
plosive charges an:3/or working with, or in 
close proximity to, explosive armed charges 
in connect.ion with at-sea shock ard vibration 

(3) 

tests of naval vessels, machinery, equiprent 
ard supplies.
Toxic chemical mterials when there is a 25 

(C) 
possibility of leakage or spillage. 
Pire retardant •terials tests. Comueting 
tests en fire retardant •terials whl!n the 

25 

Effective date 

Do. 

Do. 

First pay period 
beginning after 
July l, 1969. 

First pay period 
beg inning after 
Feb. 16, 1975. 

First pay period 
beginning after 
July l, 1969. 

Do. 

Do. 

Do. 

tests are performed in ventilation r•tricted 
room; where the atnosphere is cantimoualy can­
taminated by obnoxious odors and BllDke which 
c.auses irritation to the eyes and respiratory 
tract. 
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(5) 

Cl> 

(2) 

(3) 

(4) 

(5) 

(6) 

(7) 

(8) 

APffX>IX A.,s::lE>ULE OF PKr Dll'l''ERENI'W.S AtmDRIZfD - (Continued) 

Rate of 

tests vhere the specinen is nonstandard 

hazard 
Irregular or intermittent duty pay 

differen-
Effective date 

tial 
(percent) 

Exp:>sure to Hazardous Agents, work with 
or in close proximity to: 

Virulent biologicals. Materials of micro­
organic nature which when introduced into 
the bc:dy are likely to cause serious dis­
ease or fatality arr.9 for which protective
devices do not afford conplete protectior.• 

25 Do. 

Participating in Liquid Missile Pro­
pulsion Tests and Certain Solid 
PropulsiCl"I Operations: 

Tanking am detanking. Tanking or det.ank­
ing operations of a missile or the test 
stand •run" bottles with liCJJid propellants.
Hoisting a tanked missile. Hoisting a tank­
ed missile or a solid propellant propulsion 
system into and/or over the test stand. 
Pressure tests. Pressure tests on loaded 
lllissles, rn:issile tanks, or run bottles 
during prefire preparations.
Test st:W tests. Test stam q:>erations on 
loaded missles under enviromental. cordi­

25 

25 

25 

Do. 

First pay pericXl
bec;iming after 
July 1, 1969. 

Do. 

tions where the high or lO'trl tenperatures
could cause a failure of a critical ~nt. 
Disassenbly and breakdown. Disassen'bly arr.9 
breakdown of a contaminated missile system 
or test stam pl\Dlbing after test. 
•Go• COl'Diticn test stand wrk. Working on 
any test stam above the 50-f oot level or 
any stand work while the system is in a
•go• caldition. 
Arming and deerming propulsion systen&. 
Anning, dearming or the installation ar¥\/or
rlllDVal of any squib, explosive device, or 

25 

25 

25 

Do. 

Do. 

Do. 

a ccaponent thereof connected to, or part 
of, any live or potentially expended liquid 
or eolid prc:p.ilsion system.
Den>litim and destruct tests. Denoliticm, 25 Do. 
hazards claasification, or destruct type 

~ 
or mJproven mid the test t.ecmiques do not 
C<lnform to star.sard or proven procedures. 
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APPDDIX A-s::HEDULE CF PM DIFFERENl'IAtS At1.l'HJRIZFD - (Continued) 

Irregular or intermittent duty 

P.ate of 
hazard 

pay 
diff eren­

tial 
(percent) 

Bffective date 

Work in Fuel Storage Tanks: 

When inspecting, cleaning or repairing fuel 
storage tanks where there is no ready access 
to an exit, urder conditions requiring a 
breathing apparatus because all or part of 
the oxygen in Ue atm::>sphere has been dis­
placed by toxic vapors or gas, and failure 
of the breathing apparatus would result in 
serioos injury or death within the time re­
quired to leave the tank. 

25 Do. 

Firefighting: 

(1) 

(2) 

(3) 

Forest and range fires. Participating as a 
nerrber of a f irefighti.ng crew in fighting
forest and range fires on the fireline. 
F.quiprent, installation, or building fires. 
Participating as an energency Jnell'ber of a 
firefighting crew in fighting fires of 
equiprent, installations, or buildings. 
In-water under-pier firefighting eJEerations 
(involving hazards beyond t.OOse normally en­
countered in firefighting on land, e.9., 
strong currents, cold water tenperature, 
etc). 

25 

25 

25 

Do. 

Do. 

Do. 

Work in Open Trenches: 

Work in an CJEen trench 15 feet or mre deep 
until prqer shoring has been installed. 

25 Do. 

tmdergra.ud Work: 

Work W'ldergra.ud performed in the calBtruct­
ion of tunnels and shafts, and the in­
apection of such urdergra.ud construction, 
until the necessary lining of the shaft 
or tunnel has eliminated the hazard. 
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APPFX>IX A"s::HEDULE Cf' PAY DJFFERQ1.l'IAI.S M1l'IDRIZED - (Continued) 

Rate of 
hazard 

Irregular or intennittent duty pay
differen-

Effective date 

tial 
(percent) 

Underwater Duty: 

(l) 

(2) 

(a) 

SUbnerged sl.bmarine or deep research ve­
hicle. Duty aboerd a submarine or deep 
research vehicle when it s\t:merges.
Diving. Diving including 9:.'UBA (self
contained un:3erwater breathing apparatus) 
diving, required in scientific and engi­
neering p.Jrsuits, or search am rescue 
operations, when: 
at a depth of 20 feet or nore below the 
surface; or, 

2S 

25 

Do. 

Do. 

(b) 
(c) 
(d) 

visibility is restricted; or, 
in rapidly flall'ing or cold water; or, 
vertical access to the surface is re­
stricted by ice, rock, or other 

(e) 
structures or, 
testing or \llOrking with hardware which 
presents special hazards (such as \llOrk 

· with high voltage equipient or \llOrk 
with un:3erwater no:kup conponents in 
an underwater space sinllation study). 

Sea Duty Aboard Deep Research Vessels: 

Participating in sea duty wherein the team 25 Do. 
menber is engaged in handling equipient on 
or over the side of the vessel when the sea-
state is high (12-k.not winds and 3-foot 
waves) am the \llOrk is done on deck in rel­
atively unprotected areas. 

Collecting of Aircraft Approach and 
Lending Envirormental Data: 

When operating or llDnitoring cuera e<JJipaent 25 First pay period
lldjacent to flight deck in the area of beginning after 
-.xin.un hazard during · 1w eecprnce ~y 1, 1969. 
while ccrducting photographic auneys
.tx:lerd aircraft carriers during periods 
of t.avy aircraft cperatian. 
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AP.Pm:>IX A-s:HEDULE Cf' PAY DIFFEREN.rIALS AI1l'R).RIZEJ:> - (Continued} 

Rate of 
hazard 

Irregular or intermittent duty pay Effective date 
differen­

tial 
(percent) 

Exper inental I.an:Ung/Recovery F.guip­
11ent Tests: 


Participating in tests of experi.nental or 25 Do. 
prototype landing and recovery equiprent 
where personnel are required to serve as 
test subjects in spacecraft being drOR?ed 
into the sea or laboratory ~s. 

Land 	IJrpact or Pad Abort of Space Vehicle: 

Actual participating in deanning an:3 safing 25 Do. 
explosive ordinance, toxic propellant and 
high pressure vessels on vehicles that have 
land inpacted or on vehicles on the launch 
pad that have reached a point in the count­
down where no renc>te means are available for 
returning th: vehicle to a safe cordition. 

Height Work: 

Working on any structure of at least SO feet 25 Do. 
above the base level, ground, deck, floor, 
roof, etc., under open conditions, if the 
structure is W'lStable or if scaffolding
guards or other suitable protective f acili ­
ties are not used, or if perfonred under ad­
verse conditions such as snow, sleet, ice on 
walking surfaces, darkness, lightning, steady 
rain, or high wi.rd velocity. 

Flying, participating in: 

(l) 	 Pilot proficiency training. Flights for 25 Do. 
pilot proficiency training in aircraft' 
new to the pilot under sinuleted emergency
oanditicns which i:erallel ccn:Utians en­
countered in performing flight tests. 

(2) 	 Delivery of new aircraft for flight testing. 25 Do. 
Plights to deliver aircraft which his been 
prepared for one-tine flight without being 
test flown prior to delivery flight. 
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APPEX>IX ATs:::HEDlU.E CF PAY. DIFFERENTIALS Atml)RIZED - (Continued) 

Irregular or :lnt.ennittent duty 

Flying, participating in: 

(3) 	 'l'est flights of new D'Odified, or repaired 
aircraft. Test flights of a new or repair­
ed aircraft or Jl'Odif ied aircraft when the 
111Cldification may affect the flight charac­
teristics of the aircraft. 

(4) 	 Reduced gravity-parabolic arc flights-sub­
jects/ooservers. Je:luced gravity flight
testing in an aircraft flying a parabolic 
flight path and providing a testing environ­
nent ranging from weightlessness up through 
+2 gravity con3itions. 

(5) 	 Launch and recovery. Test flights involving 
launch and recovery aboard an aircraft 
carrier. 

(6) 	 Limited control flights. Flights undertaken 
under unusual and adverse conditions (such 
as extreme weather, maxinurn load or owr­
load, limited visibility, extreme turbu­
lence, or low level flights involving fixed 
or tactical patterns) which threaten or 
severely limit control of the aircraft. 

(7) 	 Flight tests of expandable aircraft tires. 
Landing to test aircraft tires designed 
to deflate up:m retraction, urdert.aken to 
awraise the normal deflate-reinflate cycle 
and also to evaluate the capability to 118.ke 
a satisfactory landing with the tires de­
flated. 

(S) 	 Landing and taking-off in polar areas. 
Landing in polar areas on unprepared snow 
or ice surfaces and/or taking-off W115er the 
same ccnditions. 

Experimental Parach.ate .Junps: 

Participating as a junper in field aerciaes 
to test an:! evaluate new types of jmrping 
191ipN!!nt and/or junp:lng tectniCJ19S. 

Rate of 
hazard 

pey
differen­

Effective date 

tial 
(percent) 

25 Do. 

25 Do. 

25 Do. 

25 Do. 

25 Do. 

25 	 Do. 



APPEN:>IX A-!CJEXJLE OF PAY DIFFERENI'IALS JWl'll)RlZ!D - (Continued) 

(1) 

(2) 

(3) 

(4) 

(5) 

P.ate of 
hazard 

Irregular or intermittent duty pay 
differen­

tial 
(percent) 

Ground Work Beneath R:>vering Helicopter: 

Participating in ground operations to attach 25 
external load to helicopter hovering just 
overhead. 
Sling-suspemed transfers. When perfornance 25 
of duties requires transfer from helicopter 
to a ship via a sling on th! end of a steel 
cable or f rorn a ship to anotl'er ship via a 
chair harness hanging f rotr, a highline be­
tween the shi~ when both vessels are under­
way.
carrier suitability trails aboard aircraft 25 
carriers. Participating in carrier suita­
bility trials aboard aircraft carriers when 
work is performed on the flight cleck during
launch, recovery, and refueling operations. 
cargo handling during lightering operations. 25 
Off-loading of cargo and s~lies from sur­
face shi~ to Landing Craft-Medium (u::M) 
boats involving exposure not orily to falling
cargo but such other hazards as shifting · 
cargo within the u::M, swinging cargo hooks, 
and possibility of falling between the u::M 
and cargo vessel. · 
Work in unsafe structures: Working within or 25 
irmediately adjacent to a building or 
structure which has been severely &maged 
by earUq.iake, fire, tornado, flood, or 
similar cause, when t!E structure has been 
declared unsafe by carpetent tecmical 
authority, am when such work is considered 
necessary for the safety of persannel or 
r:ecovery of valuable aaterials or tqlip­
11ent, and the work is authorized by ccape­
tent authority. 

Effective date 

Do. 

First pay period
beginning after 
Oct. 11, 1969. 

Do. 

Do. 

First pay period
beginning on or 
after Apr. 11, 
1976. 

(5 D.s.c. 55951 E.O. 112571 3 CPR 1964-1965 Corrp., p.357) 

[34 PR 11083, .July l, 19691 34 PR 12623, .Aug. 2, 1969, as mnBl.cled at 34 FR 15747, 

Oct. 11, 1969; 35 FR 7172, May 7, 19701 37 FR 20248, Sept. 28, lf721 39 FR 7115 

Mar. 16, 1973; 40 FR 7437, Feb. 20, 1975; 41PR12635, Mar. 26, 19761 FR 14165,

Apr. 2, 11976] 
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11.t'.l'I'li 1. Managenent and the Olion recognir.e that the training ariS developYent
of aployees is an inportant part of RFS's program for efficient operations. 
'1'he choice of IU>ject •tter, areas for trainiJ'wa, selection and assignment of 
training priorities is a function of Managenent, as is the responsibility for 
etia)Uraging leamiJ'wa, providing on the jct> training ana off the jct> assistance, 
to develop skills, stinulate and encourage enployees' efforts at 
self-develq:ment. 

strnON 2. Managenent and the tklion recognize that each enployee is responsible 
for applying reasonable effort, tine, and initiative toward increasing hiS/her 
potential value through self"i.ievelq:ment training. The Parties, therefore, agree 
to encourage enployees to take advantage of training and educational 
~rtunities which will add to the skills and qualificatiau; needed to increase 
their efficiency in the performance of their duties and for possible advancement. 

SEX:TION 3. Managenent and the Onion agree that the I.abor-Managenent Carrr.ittee 
will serve as an advisory forl.D'r. on training recamel"dations. 

SECT!ON 4. Management agrees that, sli:>ject to the availability of furlls, 
selection for training will be based on the following factors: 

A. Need for training in relation to the jct>; 

B. Extent to which knowledge, skill, attitude or performance is likely to 
be inproved by training; · 

c. Length of tine and degree to which RlV., Ni!FS, Miami laboratory expect 

to benefit fron1 training; · 


D. Interest and efforts toward self~eveloprent and work inprovenent: 

E. Potential for advancement; 

F. Ability to pass the training on to others; and 

G. Probability of successful ccripletion of training. 

Selection for career-oriented training required for pronotion shall be in 

eccordance with the caipetitive procaSures in the Rl\A Merit Assigrment Prograin. 


· pcn'QN S. Enployees shall at least annually advise the Persomel Office of 
ad&Uticnal skills attained during the preceding year for incluaion of this 
infonmtion in the enployee'a Official Personnel Folder (OPF). 

•s 



sex;TlON 6. Management agrees to make available to unit enployees, the available 
current listings, brochlres, or announcement of the job-related training 
courses. Managenent further agrees to Jlllke available announceaents of available 
correspadence courses and after hours educational courses to assist employees 
in their self-developnent plans. · 

pcnON 7. All new arid reassigned enployees will be provided with training, to 
the extent deerred necessary by Management, whose deeis ion is final, to .et the 
requirenent.s of their jcb assignnents. If an employee does not feel training is 
sufficient, he/she can make this known to Management who will Jlllke a 
detennination and whose decision will be final. 

SEX:TION 8. In instances where enployees were invited .to awly by Managenent
and did ai:J>ly for consideration to attend external job-related training courses, 
management agrees to notify the •i:J>licants of their selection or nonselection for 
the training. In cases of naiselection Ue reasons will be given to the enployee 
when requested. · 

SEX:I'IQN 9. Managerrent agrees to fully consider the utilization of the training 
and experience of enployees gained through the provided training. 



llC1'ICI! 1. Managenent mx3 the Qlion agree to cooperate in providing equal 
q:iportunity for all qualified persons, to prohibit discrimination because of age, 
HX, race, creed, color, lawful political affiliation, union Jll!ll'bership, 
handicapping conditions, •rital st.atus or national origin. Through the Labor­
Managenent Comnittee, each Party agrees to .Wise the other of outstanding equal 
CllJ:PC>rtunity problenE of which tley are aware and possible avenues of solution. 

s:x:TION 2. The Onion will be furnished cq>ies of the rm Affimetive Action 
plans which apply to enployees covered by this Agreenent. 

SECTION 3. A unit enployee, in pursuing a carplaint of alleged discrimination 
with an EID C'.ounselor, or at any step of the rm cc::mplaint procedure, has the 
right to be acconpanied by a Onion representative or other representative of 
his/her choosing, if he/she so desires. 

SEX:TION 4. My enployee who wishes or has filed an egual CllJ:PC>rtunity carplaint 
shall be free from coercion, interference, or reprisal. Any eaployee who seeks 
to file a conplaint shall do so in accordance with the negotiated grievance 
procedure contained in Article 09 of this Agreement or in accordance with Chapter 
19.03, M:ll\A Personnel Handbook, but not both. Once a review procedure has been 
initiated, the conplaining enployee may not change to another procedure. 

SEX:.'TION 5. The Onion recognizes and agrees that Managenent is required to takf 
corrective or remedial action when leeming of violations of EID law or 
regulation. It is further understood that rm ocnplaint.s are subject to 
statutory adjudicatory procedures and are resolved under ttose procedures
specified by the f.qual Enploynent Opportunity Camdssion (EEXX). Managenent 
agrees that when, at any stage of the coaplaint process, it determines it is 
necessary to make changes with respect to cxn:Utions of employment of unit 
enployees in order to: (a) inplenent a decision by higher authority, (b) correct 
a conflicting discriminatory provision of this Agreenent, or (c) a provision 
violated an applicable law, order or regulation, as interpreted by the 
appropriate authority, the Onion will be notified as appropriate. 

Sfl.'TION 6. The tlnion will ad:>mit to the Laboratory Direct.or the names of up to 
three (3) t.mit enployees for consideration for awc>int:nent to the EID C.onrnittef. 
FrClll the nanes slbnitted, the Direct.or will appoint ane (1) as a regular nenber 
on the EID Comnittee to represent the Olien. '1'he rm CClrmittee aenber 
representing the Qlion will have the sane representational rights mx3 privilege; 
u other lll!!llbers of the Camdttee • .,,<Ii 7. The NmeS 81d telephone nunbers of f;qual Drployment Opportunity 
Counselors w Office of Civil Rights staff will be posted on the DD bulletin 
board. · 

http:Direct.or
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•TXON 1. Managenent shall provide an:3 •intain safe an:3 healthful wrki.ng 
oanUtions in accordance with controlling laws an:3 Executive Orders. The Union 
will cocperate by encouraging eaployee.s to abide by good safety practices. 

f!CrIQN 2. Managenent am the Olion insist on the Clbservance of safety rules arrl 
safe procedures by enployees am insist on correction of unsafe con:Utions. It 
shall be the enployees' responsibility to advise Managenent when they feel that a 
condition has arisen within their wrk area which they believe is hazardous to 
their welfare arrl general well~ing. Management shall investi9ate and if 
necessary take steps to correct any such unsafe wrk.ing condition. 

SEt'lON 3. Managenent will, st.i>ject to Rlil\A requlations, furn.ish enployees with 
special tools, safety clothing an:3 it.ems necessary for performing wrk. Enployee
failure to use provided safety items could result in disciplinary action. 

Sf.X:TION 4. Whenever it is suspected that unsafe an:Vor unhealthy conditions pose 
a danger to the enployees, such conditions will be reported directly to the 
laboratory Director for corrective action. If the conditions cannot be 
imnediately corrected, a report shall be sent to the Labor-Management Comnittee. 

SEX:TION 5, Enployees may voluntarily participate in imrunization programs when 
HllV\ can provide such services. Arrangenents for these programs will be made 
locally. 

SEX:."TION 6. When the offices of the Mimni Laboratory are repainted, enployees 
will be given the opportunity to express their preference for color from a color 
display presented by M.anage:rrent. The preference expressed by the majority of 
enployees will be considered. The final selection of color shall be made by
Managenent. Office occupants shall be inforned not later than two weeks prior to 
being DDved to a different space. 
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ARTICLE 22 

ACCEPTABLE IBVEL CF a:>MPE"I'EX'.E 

ETION 1. When the sui;ervisor 's evaluation leads to a conclusion that the 
aployee's work may not be of an acceptable level of carpetenoe for within-grcr:1e 
pn:poses, the sui;ervisor shall provide the following to the enployee in writing 
at least 60 calerdar days before the enployee is eligible for a step increase, 
except as provided in Section 2 below. 

A. An e>cflanation of each aspect of perfornance in which the er.ployee 's 
services fall below an acceptable level and hc:1w this renders the perfonnance on 
the job as a whole below an acceptable level. 

P.. A staterent of the acceptable level of performance on each of tbo5E \.Ork 
aspects. 

C. Advice as to what the enployee l!USt do to bring the perforr.a.nce \Jf to ari 
acceptable level. 

D. 'A state:JTent that the etrfloyee: has 60 ca1en:lar days in which to bring ttit 
perfornance up to an acceptable level. 

SEX:TION 2. When Managenent makes a negative determination witrout the enployeE: 
having received the above information 60 calerdar days in advance, as require:: 
above, Managerrent shall make another determination not later than 60 calendar 
days after the date on which the enployee carpleted the 1'i1Biting period for the 
stei:; increase. 'h1ler. an acceptable level of conpetence is achE::ived at sone tir.e 
after a negative determination, the effective date of the pay increase is the 
first day of the first pay period after the acceptable detenr.:i.nation has beer 
made. 

SD:TION 3. 'A negative determination may be raised un::ler the provisions of 
Article 09 of this Agreerrent. 



ARI'ICLE 23 

FLEXITIME 

£'flOti 1. Managenent agrees to reopen negotiations on flexitille when am if 
Alternative Work schedule is terminated. .r 

so 




ARI'ICLE 24 

lillL"TION 1. Managenent shall consider enployees' written recpests to 1«>rk at 
boae. '!'hose requests meeting the DA Personnel Handbook criteria •Y be 
granted. 

51 




ARTICLE 25 


MCTION L Managenent agrees to provide all information not prohibited by law or 
regulation concerning the contenplated contracting out, up::>n request. 

SEXj'ION 2. Both Parties urr3erstaro that it is against federal policy to have 
personal service contracts which might establish an enployee-enployer 
relationship. 
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ARl'ICLt 26 


POSITION DESOUPrION 


m:rxcz; 1. Errployees will be provided an adequate Position Description (PD)
cantaining the principal duties, resp:>nSibilities and supervisory relationships. 
llanagement shall prepare a PD for each position and classify it before it is 
filled. PD's will be prepared in fol111!lts prescribed by the Department of 
Corrmerce and/or the Office of Personnel Managenent. When changes in the duties, 
responsibilities or supervisory relationships so warrant, the PD will be anended 
or rewritten. Each enployee and his/her supervisor shall be furnished a copy of 
his/her PD and any stbsequent changes. .An enployee may be asked to review 
his/her PD and to sign it to certify its accuracy. '!'he enployee's signature is 
optional. 

gx;TION 2. .Any enployee who believes that his/her position is inproperly
classified is encouraged to first discuss the matter witb his/her supervisor. 
Enployees will be notified in advance when a final decision has been nede that 
affects the classification of their position. Appeals can be directed to th: 
Chief, Personnel Division, Central Administrative 9.JR;>ort Center; the Director, 
Office of Personnel, DA; the Director of Personnel, Departnent of Camerce; or 
the Off ice of Personnel Management. One continuing appeal can be instituted if 
the ~al contains the specific request to continue the a~llate review througr. 
the various levels. Appeals may be filed directly with the Office of Personnel 
Management. If this is done, no other ~al may be filed. 
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ARI'ICLE 27 

POSITION CA$IFICATION REVIDVS 

.,,ON 1. In cases where Managenent decides to comuct a special ·classification 
mrvey or audit of • 9rcup of positions, Managenent shall notify the Onion 
sufficiently in advance of the survey. M1Jla9errent will neet with a Steward on 
request to discuss the concerns of the employees in the area scheduled to be 
surveyed or audited. 

... 




81D'ION 1. Enployees will be notified of reassignnents one pey period before 
tlw! effective date. If the reassignnent causes hardship to the employee, the 
employee may meet with the supervisor to express his/her concerns. 

m:TION 2. Managerrent agrees to consider enployee rec:pests for reassigrment 
providing the enployee makes his/her request with pertinent reasons in writing to 
his/her supervisor. 

SEtTION 3. A detail is the tenporary assignnent of an employee to a different 
positioo for a specified period of tine with the errployee returning to his/her
regular duties at the end of the detail. Details will be docunented on !§'-52 
or by me:rrorandl.DTI as ai;;:plicable. 
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ARTICLE 29 

PR'.K1.l'IONS 

.,,.ON 1. On written request from the Union or an enployee, Managenent will 
supply the following infornetiai about a prcm::>tion action: 

A. Nine of the individual selected. 

B. TiUe of the position. 

c. Location of the position. 

D. Rating Panel with the nane of the inquiring enployee. Other nanes will 
be omitted for Privacy Act protection. 

E. Whether the inquiring errployee's nane was on the list from which 
selection to fill the position was made. 

F. Rating plan am/or past potential appraisals. 

G. The nunbers of qualified applicants. 

B. Whether the enployee was found to be qualified on the basis of miniJ!l.lr 
standards. 

I. In what areas, if any, the errployee nay irrprove in order to increase tb? 
chances of future selection for vacancies. 

J. Telephonic career counselling shall be available to the errployee or. 
advance request to the personnel office. 
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-.,,mt 1. vacari:ies will be advertised according to the requirements of the 
Rlt\A Personnel Rardbock, Chapter 6, Merit Assigrment Program. Managenent retains 
the right to detennine the level of recruitment and designate so on the Vacancy 
Annooncenent at the tine the vacancy Annauncenent is issued. 

Staffing of research positions will be acconplished in accordan:e with Office of 
Persomel Management Standards - recamendations for pronotion to research 
positions beyorX! journeynan level will be considered by the Personnel Managenent
Advisory Corrrnittee (PMAC). Assessment of progress and potential for pronr:>tion
below journeynen level shall be considered at the annual perfornanc:e appraisal 
neeti.ng. 
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ARI'ICLE 31 

TRAVEL 

c:noN 1. Travel will be performed in accordan:e with Rli\A travel regulations 
mid applicable travel order shall be prepared in advance of the travel. 

SEXil'IQN 2. A travel order will be prepared for each enployee authorized to 
travel. lidvance travel pay nay be ct>tained by s\tnnission of a prqierly signed 
request and for an mrount within the limits established by the 10A '!'ravel 
Bandbook. Retention of travel advance shall be governed by the H:»\A '!'ravel 
Bandbook. 

SEX:T!ON 3. 'l"he per diem rate for travel to and from vessels shall be at t!Y: 
prevailing rate and in accordance with the H:»\A '!'ravel Handbook. For tenporary 
duty aboard government or contract vessels, where neals and quarters are 
available, the per diem paid enployees will be in accordance with a~licable 
regulations. 

SEX:TION 4. Managerrent agrees to have available, for review by bargaining unil 
mrployees, at a designated place, information relative to current fiscal year
travel activities. 
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ARrICU: 32 

SEA DUlY 

81Q'ION 1. Management agrees to provide the clothing am eq.iipent, as 
deteani.ned necessary by Managenent, to "1Drk at sea. 

ax:T!ON 2. All enployees assigned to overnight sea duty will be issued travel 
orders which shall state the approxinate beginning arx3 erding dates of the 
cruise, including the allowances to be paid. For Hli\A vessels, a copy of the 
cruise instructions will be made available for the review of enployees assigned 
to sea duty. Errployees assigned to sea duty aboard non-govern:nent vessels will 
be provided project instructions. Infornetion about the cruise will also be 
provided, if available. Errployees assigned to sea duty will be providee a 
pre-cruise briefing wit:h as nuch lead tine as possible. 
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ARI'Ia.E 33 


JMAR:>S 


&'!'ION 1. Management agrees to en::curage the use of incentive awards. Awards 
will be announced in q:en enployee meetings am when possible, presented to tte 
aployee. In the cpen neetings the awards justification will be announced to the 
attendees. 
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SUPPLEMENTAL (1) ­

NOAA General Workforce Performance Appraisal System 



c-n-:: ... • ':",:=1�-' 'T ( �v. r��l'·--��- 1) -

NOAh General �orkforce Performance Appraisal Syste� 

The '-ia�! Laboratory, South
. 

e
. 

ast Fisheries Center. Nat1ona1 

Narine F1iher1es Service and the Amer1can Federat1on or. Goverrur.e�� 

Employees Local 2875 have negotiated the attached Appen�1x to 

repre!ent changes or additions to the National Oceanic and 

l.trnospheric Adn:1n1strat1on's General Workforce Performance 

Appraisal. Syste= (G�PAS), dated April 15, 1961. Otherwise, tt1s 

syste� 1s accepted as written. 

This ·Asreement shell be attached to all copies or the 

arorment!oned Syste�, distributed to all un!t employees as en 

Ap?end1x, an: shall remain 1n force as long as the N�AA Syste� 

1s !n effect in the ,.!a�1 Laboratory. 

Sis�atoriu: 

Director, tuai 1.abontory

t•te: ?/,"'7/f'/ 

lirector, Sou��.eau filheriu Ceater 

late : If J,'1) f"1

POI TllE UNION 

Chief Me1otiator, A1GI Local 2875 

l>ate: 24;/'rl 

,re•i•••t, Afc.E Local 217S 

»•t.: q /Lw/BI

http:Governrr.er


1: Management agrees to initially provide each unit employee w!th 

a copy of the General Workforce Performance Appraisal System (GWP~S) 

Document, his/her current position description and the designated 

rating official by September l~, 1981. 

2: The Laboratory Director will hold a General Starr Meeting on 


September 17, 1981, to explain time frames and logistics or the 


GWPAS implementation. There will not be a general discussion 


on details and interpretations or. the appraisal system. 


Questions concerning this system may be submitted in writing 

by unit employees to the Laboratory Director's office by 

September 17, 1981. Management agrees to respond by September 25, 

1981, to questions submitted in a memorandum to all unit employees. 

The parties agree this will be an initial procedure only; 

additional questions will be discussed individually between each 

unit employee and his/her rating official. 

3: Management agrees that each rating official will hold a 

scheduled meeting with each or his/her unit employees for the 

purpose or reviewing and discussing his/her Performance Plan 

prior to final signing and dating or the Plan. The unit employee 

shall receive a copy or the signed Performance Plan within 

30 days or approval. 

-= No formal personnel actions to deny a within grade increase, 

reassign, reduce-in-grade, or remove an employee, resulting from 

perrormance below the satisfactory level, will be 1n1tiated until 

the employee has received written notice or the apec1r1c performance 

der1c1encies. 



5: New unit employees shall receive a copy of the NOAA General 

Workforce Performance Appraisal System Document and this appendix 

rrom the Union. Management shall provide each new unit employee 

with his/her current position description, the name or the 

designated rating official, and a performance plan within 

60 days of entry to the position. 

6: Scheduled appraisal meetings and progress review meetings 

will take place during core hours at the beginning of the work 

week. 



U.S. Department of Commerce 

PERFORMANCE PLAN, 

PROGRESS REVIEW 


& APPRAISAL RECORD 

For 


Senior Executive Service, 

Merit Pay, and General Work.Force Employees 


,.,~.,,.~ 

IV_\

\ ~;

~~/ 


,f FORM RECORDS: 

(1) an understanding between the rating official and employee of what is to be 
accomplished during the appraisal period; 

(2) how those accomplishments will be evaluated; 
(3) the employee's interim progress toward achieving the specified accomplishments; 
(4) the employee's actual accomplishments during the rating period; and 
(5) the final performance rating assigned the employee. 

Name of Employee 

Position Title/Series/Grade 

Organization -------------------- ­

Rating Period-------------------- ­

Covered By: D Senior Executive Service D Merit Pay 

D General Work force 

WATUM OF MftlQ OfRCIAL (llMl1 •111 WAW OF ...,.,YING OFPICW.IGMAT'UM • ....ova (an•••••• •................, 
 ......., 
 .......,..... ..........., 


-·­



Instructions for Completing the Performance Plan, Progress Review and Appraisal Record 

A. 	 PmormaKt Plani1t1. Co~pleac the performance plan in 
collaboration with the employee. The performance plan con­
sists of hems I. 2. and 3 of Section I and rcquira the 
following 1even steps: 

Step I. ldcntif) the performance clements of the employ· 
ec·s job (Item I). Performance clcmcnu are brief. 
... or three-word descriptions or major ni:sponsibili­
lics. (fill out a separate Section I for each per· 
formance clement.) 

Step ::!. 	 ldentif~ each clement as critical or non-critical 
and r.pecif) whether it is being tracked at the 
Departmental level. (If i1 is being tracked at the 
Dcpanment level. it must be designated as cntic:al.) 

Sier J 	Stolt: the objective of the clement The i>bjcctivc 
)hould be a brief statement that defines what the 
element is intended 10 accomplish. it focuses on 
the overall res.uh An eumple of an objt:ctivc miJht 
be ..To carr~ out or1an1zational responsibilities b) 
de\ eloping and implement1n1 effective. adm1n1s· 
trat1\'e procedures .. 

Sier .i ·\~sign a v.eight to the element to show. its impon.ance 
ond ·or the 11me devoted to accomplish1n1 the ele· 
ment The total v.c11h1 of all performance elements in 
the plan must equal 100 

S1ep ~ 	 lden11r~ the ma1or acttvities (Item 2' or results 
needed to accomplish the performance element. e.g.. 
de\elop an operating bud1e1 for the office. com· 
plete perrormance plans for all staff 

St.:r t> 	 Complete Item ) ...Criteria for Evaluation:· b\ 
h~11ng an~ perrormance standard~ that 11oill be used 
w ~upplement the Gentrn: Performance Standard> 
1GPS1 listed in .\ppend1~ A. The GPS must be used 
to e\'aluate emplo~ee performance. Supplemental 
~t:indard> are opuonal 

Step 7 	 The emplo~ee. rat1n1 official. approvini orricial. 
and appo1n11ng authorny (required for SES plans) 
must sign the ..ackno11olcdgement of the develop­
ment anJ receipt or the performance plan:· which 
ilppe:in. on the cover page of this form 

B. 	 PrQ1rH~ R~tM-•. A1 lea~t once. near the mid-point or the 
appra1!tol period. the rating official must conduct a prog­
re)~ rev1e111 wnh the emplo)·ee (Some operatin1 units ma:, 
require additional prl)fress rcvie•s.) To complete the prog· 
res> reue11o( q, the rating official must do the followinr 
three steps 

Step I. For each element in the performance plan. discuss 
•·ith the employee: 	 . 

(II) the employee·s progress toward accomplishing 
the element: 

(bl the need for any chan1es 10 the plan: and 

(cl ;an) f)Crformance dcricicncies noticed. along 
•ith recommendations on how to improve 
them 

Step 2 Complete Item 4...Protms Review ... of Section I. 
noting the area• disaaucd in Step I. 

Step 3. Initial and date the appropriate block in hem 4 
(rar each performance clement) and have the cmplo}'· 
tc do the same IO indicate that the progress review 
laOk place. 

c. 	 ,.,,...., ~ Near • end or the appraisal period, 
the cmployec"s performance duri111 the year will be appr.1ised 
rormally on the basis or the pcrrormance elements. the 
acneric 11.1ndarck and any supplemental standarck contained 
in the performance plan. To complete the formal perfor· 
mance appraisal. the following steps. must be carried out· 

Step I. The rating orricial formally notifies the employee 
or the date and time for the appraisal meeting 

Step 2. The employee may participate in a pre-appra12al 
meeting with the rating official to present hi>/her 
aucument of has/her own performance during the 
appraisal period 

Step l 	The rating official completes Item 5. "Element Rat· 
inf and Justification." of Section I for each per· 
formance element. no1ing specific accomplishments 
mulling from the cmployec·s performance and rclat· 
ing them to the appropriate rating le\'el (~-Out· 
standing. 4-Commendable. 3-Full~ Successful. 
2-Mar1inal. 1-Linsatisfactory J 

Step 4 	The ratin1 official assigns an element rating to each 
performance element 

Step ~.The rating ofrical completes Item l of Section II. 
"Performance Summary and Rating." b! trans· 
ferring the appropriate ratinf informauon from each 
performance element to the summary sheet 

Step 6 	Item 2 • ..Recommended Summa~ Ratins:· of Sec· 
uon II ir. completed b) the rating official SOTE 
Failurt to mttt tlit fulh surctnf1.1/ sta,uJards in 

ont 	'"' mor'1 rritical tltmtnl's 1 m1.1s1 rtsu/z in a 
ltss tlian /111/y surctssful nrmmor.r ro11rig 

Step 7. All of the information documented 1n Steps 3-6 
abon is discussed with the emplojee at the rormal 
apprau.al meeting. 

Step 8. The employee ma) comment an 11o riung .:in his her 
recommended rat1n1 

Step 9a. For Gtntro/ N'or' Foret or Jfrm Pa.1 Emrl.:H · 
tts On/J·-Thc ratina official completes Item 3a or 
b.• if appropriate. and submiu the entire form 111o 11h 
an) employee comments) to the approvini 0Hil'.1al 
who then assign• a rinal performance rating in 
hem .t. or Section II A copy or the nnal ra11n1 
mull be 1ivcn to the emplo)·ee 

Step 9b. For SES £111ploy~ts Ort(l·-The rating official 
and/or rnni• all'icial completes hem le and 
wbmits tbc c•il'I r..., (and any employee com· 
mcnts) to lite ..,.....,.,c Performance Rev10 
..rd (PRB) ,_iii~ and rec:ommcndations 
The PRB claair •ii• the correct block in Item 
Jc. and ronrard1 Ille recommendations and the 
ronn to the SES Appointin1 Atathorit)· who then 
-C• the r.1 ratil'll by c:ampleting lc.4. A copy 
or the final ratina must be 1ivcn 10 the emplO)·ce. 

http:apprau.al


-s lN II-PERFORMANCE SUMMARY AND RATING -
~ame: 'Date: 

Item 1. Instructions: 
l. Li,1 c;u:h clcnwnt from f\l'rform.incc plan. indicate v.hcther il is critical/non-critical and what weight hu been aHigncd lo 11 

:. "'"ign .1 rat1n~ lc\d for each clement (!il Outstand1n~ (41 Commendable (31 Fully Successful (2) Marginal I 11 L.n,a11,fac10r: 

3. ~ur.- each clcmcn1 b~ mulurl: m~ the "'eight b} the ratin1 level 

4 Af1cr c.ich clement h;" been i.corcd. compute total w:orc b) summing all individual s.c:orcs Total score can range from 100 to SOO 

Being Weight ElementCritical or 
(Sum of Tracked At"'-on-critical ScoreRatm'Pcrform.1ncc f lemcnl Individual Weight~Departmental Cl-5)((or NCJ 

must total JOO;Level 

Item 2 Recommended Summa•; Rating (Check appropriate rating based on total score received.) TOTAL 
SCORE=Ou1,.1andin~ C Commendable 0 Full\ Succcr.sful 0 Marginal 0 Unsatisfactory-Must be assigned if ( I ()(). !i()(JI

i .at- i . :'00) (3~0-4601 (29Q.J79J (200-~89) employee is given an unsatisfactor) 
rating on one or more critical element( s) •fl.,11n1 OH1~wl Clmmccha1r Supcn1.on 0d'l 

I:: mrhi' cc commcnh attJChed C Ye, 0 'l' 
tmrkncL' TC'QUC\ICd h•Fhcr le\CI re\'lc~ 0 Ye~ 0 1'.o (for SES emrto)ecs onl) l l:mpioytt CS1r;na1urr u11hcate•lppra1r..tl mcrn111 htld l [);:, 

(II ~ c'. ,cc J .c ~ on rncN: l 
l111~rm.-G1.11.- !l>UJ'I.'" 1...ir 10,.11<JnJIJ 1> .. 1. 

Item 3a. General Work Force Employees Only: hem lb. Merh Pay Employees Only:
If rating official wishes to recommend con- If rating official wishes to recommend con­
sideration for a performance award or quality sideration for a merit pay cash award at this 
1tep increase at this time. complete C[)..326 time, complete C[)..326 and attach 
and attach. 

hem 3c. SES Eq>toyees Only. See Reverse Side. -
t .. Final Sclnmary Rating (General Work force and Merit Pay Employees. See Item 3c.4 on reverse for SES 

Employees.) 

D Outstanding 0 Commendable 0 Fully Succeuful D Marainal D Unsatisfactory 

Approvina Official Sianaturc I Date 



TitleName 
ftem 3c. SES Employees Only 

J. Rating Official Recommendalion(s}. Check appropriate block(s). 

0 Retain 0 Bonus (percentage) 

0 Reassign 0 Performance related pay adjustment (rate) 

ORemove 

Rating Official Signature Date Second Level Reviewer Signature 

2. Optional Higher Level Review (at employee's request) 

Comments: 

Recommendations. 

Date 

I 

' 

Higher Level Reviewer Signature Date 

3. 	 PRB Review 

PRB concurs with initial rating D Yes D No (Explain Below) 

PRB concurs with other recommendations D Yes D 1'10 (Explain Below.) 

PRB Members Signature (optional) 

PRB Chairperson Signature Date 

Appointing Authority 

0 Agree D Disagree with PRB recommendations. If disagree, explain. 

-4. 


Final Rating of Senior Executive: 


D Outstanding D Commendable D Ful1y Successful D Mariinal D Unsatisfactory 


\ppointing Authority Signature Date 



Appendix A 


GENERIC PERFORMANCE STANDARDS 


'fl!'Ml•C pertormanc:t sllndlrOs CGPSi 11e ll'lr pimary bl51S tor as51g11111g ellment rltlngs 11 lht Oept!1menl ot Cormttrct The GPS art 10 be IPl)lied to uell etlhell (lllC 
··~llllCll1flemenl11 lht perfOlllllllCf plln (SiiniNry llll'lgS llt ISsigned by llllllg • pont sc:ale Iller Uc;t\ IW!menl his Deel\ llltO J 

!!II evMJllflg en ellment lht rltlf lllOIACI 

1 RHO weUy tlch penorl!llnte 11111£1110 lfvet beQIMllg di lht Uy rucc:enf\i one c•" COftlldeftO lie blse ltvtf Slll'ICllro l 

• .Dettrl'lft! wt11et1 11we1 best ClrSae>es tit emp10ree·s penorm111Ct on lie llefnft'I! CEo Ind t¥tfr crilerion 11 lie _.OS - llDI lllft to be met by lie trnPloytt 11 
~ ll!tm tor lie rmei to nsign 1 f1111Ciiir r111ng lfwet Tiie lllTl of lie .._ytt's peftOl'ftlll"ICt ol lht eement .,_,, 11'1 .. ,..., ~t. meet lie UsigneO lfvel's 
!1"11 I . . 

I flflMlle II "'*'11 Oii lht app!llSll lonn. spec:llte eumpifs of ICCompistmlnlS whCtt llCIPOfl lie lll9'IO rlllng lfvtl 

,..,,1 111119 DI U)' IUCtef.SIUi 00 not ll!QU!ft .., trf~ OOW'nenllll()t. ... lht emplOytt requests II T0 nsign • ..~ tueteSSlli l4ll'nerll r111ng. lie r1111g oftlcill llllO 
r ~1 ri llf*'Q t111 111 ll'lr fulr successlul s11nc1aros we1t met llld 1211111lht1111ng •15 discussed 111 Cll!11t' With lht emplOytt 

ktlsiorll•y .iirn r111ng some etements 1 r11tng Ollar ft'll~ Cll!lt'mwnt 1111 en emplOyet's perlormanc:t on 1n ei!menl •" no1 consisten1 For tllfl'IPle ll'lr ~Yet ma, 
" ~tormro 11 !ht cOl'llllll!!'ICI lfvet on seve111 n'llfO! 1c11vt1ies w1lhn • cn1a1 t1tmtn1 ll'IC! 11 ll'lr 11111gine1 lfvel on seve111 oiners In such 1 cne. ll'lr riling oflat l'lllSt 
lSIOE" the OV!flt tlltCI or lht emp!Oyff'l> wor~ on ll'lr t1tmtn1 •ncl mekf • JJClc1'11enl IS 10 "' IPP'Ollflllt flllng lfvtl lle!Sht ... ISSlgfl Tiie llllOl'llle tor lie OfCISIOI\ llUSI 
.aoci.me111to on lllt 111mg torm. Cllllg specil1c 1tcGnl*stvnen1s which llC>POl'l lht aecis1on 

an, 100111oria1 s11nda,ds !hat 1rt ll'ICluell!O m ttir performance pan must 1tso be COl'l$lOtltd by tilt r111ng off1c111 Sucti standlrels 11e 11ctu0eo 11 e>ertormance pllns to 
:ipemfl\I !tie GPS nor Sl.C>Plalll ttirm Rating otl!Cil~ StlOIJid C01'151de' SUCl'I SllnCSllOS wllPWI ll'lr C~ll Ol lt!e GPS Ind ralf tlfme!llS ICCOfOl!lgl) 

General Work Force Generic Performance Standards 
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SES/MERIT PAY GENERIC PERFORMANCE STANDARDS 


IDTSTAIDllG 
1'11ts is a tewl of rare. hlgh·QIJlhty performance 
1'ne employee has performed so well that or­
garuza11onal pis have been acM!ved Iha! woud 
not nave been otherwise. The emp1oyee·s mas· 
ieoiy 01 tec:tra lldls nl florougti llldel'Standlng 
'Of 1he IT'ISSIOl'I 111\'e been Uldlmental 10 k com 
l)le11on of program ot>;ect1ves 

1'ne employee has exerted a ma1or positive 
mfluence on management prachces. operaltng 
.procedures. and program implementation wtuch 
nas contributed sut>stanhally 10 organ1za11ona1 
-growth and recogn1110n Preparing for the une~· 
lM?Cled !tie empioyee has planned and used alter· 
nalf wa1s of reac111ng goals Oiff1cut1 assignments 
nave been handled 1ntel1tgentl1 and el1ec1tvel1 
111e employee has producec an excepttona 
tiuant1ty of work often ahead of estabhsneo 
.schedules ano w1tr lrtt1e supervision 

The emplol(ee is a strong leade1 who works 
wet w1tr othe•s and handles d1tl1cutt s1tua1ions 
w1tt. d1gn11y and e11ect1veness II a supervisor. 
1tie emoioyee encO\J!ages independence and ns• · 
1~mg amo"lg suoord1nates yet ta~es respons. 
Dtl11) to~ ltle1' ac11ons Open to Ille views ot others 
'!If ern:::iiove!:' promotes coopera11on among peers 
l"lC sub0rd1nates wn11e gutd1ng mollwahng. and 
wm.u1a11ng pos1hve respons:!s The employee's 
"'or• w1tr. Olhe'S shows a strong commitment 10 
a1· trea1ment and equal opportunity 

tn writing ano speaking the employee pres· 
nls complex ideas clearly m a wide range of 
11tk:u11 commur11ca11ons Sllualtons Desned resuhs 
rf .a1lal!\eC 

OMMEIDABLE 
rus is a level of ll'IUSU?.lly good performance h 
's exceeoed expectations 11"1 critical areas and 
iows sustained 514>por1 of organizational goals 
!if ~yee has stiown a CM1)1'ehenSIYe lllder · 
lrOng Of k oqecMs 0( k ~ Sid k PfO· 
·!lures tor meeting them 

The effective pllnneng of lhe employee has 
proved the QUllity ot management practices. 
•erahng proctdufts, lask 1ssignmer.ts. or 
>gram ldivilles. The 11'11)1oyee has developed 
implemented workable and cos1-ettect1ve 

proaches lo meeWlg orgll'llllhOl'lll golls 

The t!ft11k>ree has demonstrated an llbilily to 
tie ~ done wet ll more '*' one way, while 

\dkng dltf1CU1 and lllPfeOcleCS prOblems The 
ployee proelJc:e$ •• ~ d wart\, Clllen 
!ad of estlbhshed scnedules wiltl less hn 
mat superVISIOn 

The ~yee IS a good leader who establishes 
sound working re1a11onstups and shows good 
judgment I\ dealing wilh otners and cons1Cter1ng 
fleir views The employee has a strong sense of 
ll'llSSIOf\ and seel<.s DUI ~ty. The eft1llOY· 
ee's work Wl!i1 Olhers Shows ~ for fair 1rea1 
ment and eQUal opPOrtun1ty 

The employee vmtes and speaks clearly on 
dlff1cull Sl.lbfects to 1 wide range of audiences 

FULLY SUCCESSFUL 
Ttus is the !eve! of good. sound performance 
The employee has responded positively to or· 
gan1za11ona1 goals All cri11ca1 element' ac11v111es 
Iha! couic be completed are The employee eltec 
lively applies tecnnica1skills and organ1za11on 
knowledge 10 ge1 the JOb done 

The employee successlully carries out regu· 
lar duties while also handling any d1ll1cul1 spe 
c1a1 assignments The employee plans and per· 
forms wor~ according to organiza11ona1 prtonties 
and sctiedules 

Ttie emp1oyee 1s a capable leade· whO works 
successful!; w11n others and listens 10 sugges· 
t1ons Tne employee also works well as ·a ream 
membe' ~por11ng the group·s efforts and Sh0111t 
1ng an abilitv lo handle a variety ot inrerpersona! 
Sllualions The f!Tl)loyee s work witr otiers ShOws 
an unders1and1ng of the importance of fair !real· 
men1 and equal opportun11y 

The employee commun1ca1es clearly ind ellec· 
lively 

All employees at this level and above have 

• fOlloweCl a management system by when work 
is planned &asks 11e assgned. and oeadlllles 
are me1 

• If a 51.C)ervisor. reweroed good performance 
and corrected poor performance lhroug"> 
so..m use of pertorl'l'llllCt appraisal systems 
performance-based incenhves and. when 
needed. adverse actions. and selected and 
assigned employees i'I ways lhll u&ed their 
slulls ettect1vefy 

llAl811Al 
This tS Ile level ot performance that is minrnllly 
ICcepllble bul Shows 19'ificanl Oetoencies lhl1 
require correcllon. The eqlloyee's work is mar· 
gine1 on one or more major lldMties of Ile etll1· 
car element 

On ont or more occasions important work 
rtQutrtd unusually dose supervision 10 meet 
orgll'mllanll gDllS. or needed so nu:t1 fl'¥ilion 
lhl1 oeldlines Wife milled or imperieCI 

Mos1 ot the following Clel1ctenctes are typ1ca1 
ly. bu1 not always. Chlracte11s11c ot the employ 
ee·s work 

• 	Laci< of awareness of policy rnpl1ca11ons ot 
1ssignmen1s; 

• 11appropn11e or ft:omplete use of programs 
or roerv1ces. 

• 	Circum11enhon of estebhshed procedures 
resulting m11mecessar~ expend11ures 

• Reluclance 10 accept respons11:>1111y 
• Oisorgat'llZlllOI'\ 11 carrying out assviments 
• 	Incomplete understanding of one or more 

important areas ot the ltelO of work 
• 	Unreliable metnods for completing ass•g'· 

men1s anc 
• 	Lac~ of c1ar1t' 1n Wft!1n; anc spea• r; 

If a supe•VISO' most 01 the foti0111t1n; O!.'I :·~-· 

cies are typ1ca1., commor, ou: no: a: .... a, s 
common. charac1e11s11cs of tne empioyee s ~':!" 

• 	Fa1lu•e 10 mo11~a1e suoorc:11na1es o· p·:r:ote 
learr. sp•· •l 

• 	Providing unctea• assignments anj pe•to· 
mance reQu1rements 10 subo•c:11nates 

• 	Providing msuff1c1ent 1nstruc11ons to su::io· 
d1na1es on now to carry out programs a"lc 

• failure 	10 pro¥ide sulf1t•ent exp:anal.o" o1 

organ1za11ona: needs ano his 'he' suoo· o 
nates · rotes 1n meeting ltl:>se neeos 

UNSATISFACTORY 
This is the level of unaccep1ao1e perto•mance 
Wor• products do not mee1 the ll'llnrmurr requ1•e 
menrs of rne cri11ca: element 

Most of the following deficiencies are 1yp1ca:. 
1~ Dul no1 always characteris11c of rne emp10). 
ee s work 

• Lillie 	or no contribulion lo organ,zat1ona· 
goals 

• 	Failure 10 meet work ol:ljechves 
• 	lnallen11on to organ1za1iona1 prtoM1es an:: 

admtn1s1r1t1ve requremenrs 
• 	Poor work hab1ls resulting in m1ssec oea: 

Anes. "Complete work proauc1s 
• 	Sir~ wor11 re1at1onsh1ps 
• Failure to respono to Client needs. anc or 
• 	Lack of response IO ac>erv1Sor's correc11ve 

ettons 

n • supervisor • ..,., of lhe following Clef1cien· 
ces are frpiclly. 11111 not always. ct111actenst1c 
ofthe~'sworti.: 

• tnaoequate guidlnce IO ILC>ordlnates 
• Inattention lo work progress. and 
• 	Failure 10 stimulate subordinates to mee1 
pis 
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SUPPLEMENTAL (2) ­

ALTERNATIVE WORK SCHEDULE EXPERl MENT 

Agreement between NMPS, SEFC, Miami Laboratory, Miam1, Florida a~d 

AFGE 	 Local 2875. 

Changes to agreement dated 09/27/79 1n items ~. 6, 7, 9, and 10 

as follows: 

~- The work day shall cons1st of the hours of 0600a.m. to 06DOp.rr.. 
and the maximum hours worked in one day shall not exceed 
10 hours unless planned and approved in advance. As an 
experiment a maximum of 11.5 regular hours may ·be worked. 
An employee who wants to work 1n excess of 10 hours per day 
shall contact his/her supervisor and outline clearly what 
he/she intends to do. The supervisor w111 authorize the 
experiment and evaluate the progress daily. If the supervisor
finds that the volume and quality of work are not of normal 
acceptable standards, the employee shall be notified that the 
experiment is concluded. This may occur as early as the 
completion of one day of work. 

6. 	 Core hours are designated hours during which an employee 

must be present for work. The core hours shall occur each 

day Monday through Friday and will be 93Da.m. to ll30a.m. 

and l OOp. m. to 230p. m. , 


7. 	 Flexible hours are designated hours during which an employee 
may elect the times of arrival at and departure from work. 
The flexible hours shall occur each day Monday througn Friday 
and shall be 0600a.m. to 93Da.m., ll30a.m. to lOOp.m., and 
230p.m. to 600p.m. 

9. 	 Annual and sick leave and compensatory (leave) time may be 

taken and charged 1n multiples of one-quarter hour. 


10. 	 All employees must take a legally required one half hour 
period for lunch. The lunch period shall be taken between 
ll30a.m. and lOOp.m. 1n flex1ble time. 

Changes agreed to May 19, 1981 by: 

, Laboratory Director 

 	 , President, Local 2875 Jlay 21, 1981 

Concur with changes: 

 	  Center Director 

c. ('\ 
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ALTERNATIVE WORK SCHEDULE EXPERIMENT 


1. 

2. 

• 

4. 

5. 

6. 

The Employer (NMP'S, SEFC, Miami Laboratory) and the Union 

(AFGE Local 2875) agree to participate in an Alternative Work 

Schedule Experiment (Experiment) as authorized by Public 

Law 95-390. The purpose of this experiment is to determine 

the benefits both positive and negative of permitting

employees to work a basic 80 hours per pay period with as 

few fixed requirements as to hours and days as possible.

Another purpose is to provide employees greater freedom and 
control in their personal and working environments. Another 
purpose is to permit the maximum degree or personal flexibility
consistent with the accomplishment or work. The critical 
standard to be met is that a total of 80 hours must be worked 
per pay period or be accounted for by credit time or approved
leave. 

The Experiment shall begin the first day of the beginning

of the first full pay period after September 29, 1979. 

It shall end on the last day or the 1981 leave year. It 

may be terminated sooner by mutual agreement. Should the 

Employer decide to terminate the experiment early it shall 

notify and consult with the Union. 


The work week shall be five consecutive days Monday through

Friday. 


The work day shall consist of the hours of 0600a.m. to 
600 p.m. and the maximum hours worked in one day shall not 
exceed 10 hours unless planned and approved in advance. 
As an experiment a maximum of 11.5 regular hours may be 
worked. An employee who wants to work in excess of 10 hours 
per day shall contact his/her supervisor and outline clearly
what he/she intends to do. 'l"he auperviaor will authorize the 
experiment and evaluate the progress daily. If the supervisor
finds that the volume and quality of work are not of normal 
acceptable standards, the employee shall be notified that 
the experiment is concluded. This may occur as early as the 
completion of one day or work. 

The basic work requirements tor each tull-time employee is 
80 hours in a pay period. The baaic work required for each 
part-time employee 11 the maximum number of hours each pay
period the emplo1ee 11 permitted to work by b11 appointment. 

Core boura are designated hours during which an employee
111.1at be present tor work. The core hours aball occur each 
daJ Monday through Priday and will be 930a.m. to 1130a.m. 
and lOOp.m. to 230p.m. 
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1. 

8. 

10. 

11. 

12. 

13. 

14. 

15. 

16. 

Flexible hours are designated hours during which an employee 

may elect the times or arrival at and departure from work. 

The flexible hours shall occur each day Monday through

Friday and shall be 0600a.m. to 930a.m., ll30a.m. to lOOp.m., 
and 230p.m. to 600p.m. 

Credit hours are those hours which are in excess of an 
employee's basic work requirement and which the employee
selects to work so as to vary the length or another workday 
or workweek. Full-time employees may carry over a maximum 
or 10 hours credit from one pay period to the next. Part-time 
employees may carry over a maximum of 1/8 or the biweekly
work requirement rounded up to the nearest whole hour. Credit 
hours may be carried over to the end of the experiment and 
must be used before the end or the experiment. An employee
shall not be compensated for credit hours except (1) as part 
or the basic work requirements in the biweekly pay period in 
which taken, or (2) for accumulated credit hours when the 
employee is no longer sub-ject to an experiment. 

Annual and sick leave and compensatory (leave) time may be 

taken and charged in multiples or one-quarter hour. 


All employees must take a legally required one half hour 

period for lunch. The lunch period shall be taken between 

ll30a.m. and lOOp.m. in flexible time. 


The official office hours shall remain 0800a.m. to 430p.m. 

Ir the Employer authorizes administrative leave during the 
course of a workday, all employees may leave work at _the time 

that authorized leave begins. The number or hours or 

administrative leave grantd to employees will depend on their 

start times so that hours worked plus administrative leave 

does not exceed 8 hours. 


Holidays for full-t1me employees will be counted as 8 hours 
paid absence towards the employee's 80 hour requirement.
Holidays for part-time employees w1ll be counted for the 
number of hours normally scheduled but not more than 8. 

Hours or work orf1c1ally ordered in advance and in excess 
or 8 hours in a day or 40 hours 1n a week are overtime work. 

Employees may request compensatory (leave) t1me in lieu of 
overtime pay tor regular acheduled overtime work aa well as 
irregular or occasional overtime work. 

~ravel •hall be planned aa earl7 aa poaaible and at least 
a month in advance. Emergency travel requirement• do exist 
from time to time and those trips which occur during a pay
period and which will require work 1n exceaa or 80 hours in a 
pay period 1hall be compensated aa overtime, compensatory
t1me. or credit houra aa the employee ahall apecify. 



17. 	 All employees, full-time and part-t1me, may part1c1pate 1n the 
experiment. Employees who have duties that must be performed 
at a particular time are expected to be on duty at that time. 
It 1s necessary to provide office coverage during the otf1cial 
office hours. Employees and supervisors may have to coordinate 
hours to make sure someone is present during this time. The 
Experiment shall apply to the office situation at Miami and 
to each instance Of travel in Which the duty Of tour can be 
performed within the confines or the Experiment. lt shall 
not apply to vessel cruises. Violations of the Experiment's
rules by employees shall be cause for disciplinary action. 

18. 	 All rull-time employees will be required to account for a 

basic 80 hour pay period. All part-time employees will be 

required to account tor their basic work requirement. This 

will include regular hours, leave hours and credit hours. 

All actual starting and quitting times must be recorded on 

Time and Attendance Reports, NOAA Form 34-8. Supervisors 

will continue to certify the accuracy or those Reports. 


As part or the Experiment tests will be conducted on various 
time accounting systems. For the first four months or the 
experiment, employees will maintain on a weekly basis a 
facsimile of the Time and Attendance Report form. 

During the second tour months employees will prepare work 
plans weekly using forms developed for that purpose.
Employees will provide a copy or the work plan in advance 
to the supervisor. 

During the third ~ month period employees will record times 
or arrival and departure and leave on a sign in/out log
maintained 1n a place specified by a supervisor. The work 
plan preparation shall continue tor this third ~ month 
period. 

At the end or 12 months, an evaluation shall be made or the 
: forms and· procedures used ror time accounting and a standard 
· procedure shall be agreed to which shall remain in effect 
ror the remainder or the experiment. 

19. 	 Supervisors muat approve all torms or leave and credit time 
in advance. Requests tor leave during core time not previously
planned ahall be received bJ the •uperv1aor before lOa.m. each 
day. 

20. 	 Bvaluationa w111 be performed during the course or the 
Experiment. At least three evaluations using queat1onnaires
•hall be performed: at the beginning, arter 6 •ontha,
and at the end or the Exper1ment. 
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21. 	 Any evaluation report or information request shall clearly 
reflect the position, input and conclusions or both the 
Union and the Employer. In those situations where the 
position, input or conclusions of the Union and the Employer 
differ, all evaluation reports shall equally state the . 
parties respective positions, input, or conclusions •eparately.
The parties agree that the Union shall be given equal access 
to all core and research studies by whomever conducted. 

22. 	 Each employee shall receive a copy or this agreement and shall 
have access in the Library to all other materials which 
explain the concept, rules, and procedures. During the first 
three months of the Experiment, monthly meetings will be 
held with employees to explain the procedures and answer 
questions. After this initial period meetings will be held 
as the Employer and the Union shall agree to. The Experiment 
will be discussed at each regular staff meeting. 

23. 	 This Contract will be reopened for negotiation on those 
issues declared nonnegotiable by the Employer in the follo~ing 
circumstances: (l) the Employer or the head of the Agency
withdraws their claim of nonnegotiability (section 2424.5, 
(l) FLRA Rules), or (2) the FLRA declares the issue negotiable
(section 2424.B, FLRA Rules). Negotiation shall commence 
within 30 days of a decision in (l) or (2) above. Negotiations 
shall be conducted under the ground rules used for negotiating
this contract. Agreements reached will be included as part
of this contract and will have the same duration. This 
procedure does not preclude the parties from revising the 
proposals to overcome questions of nonnegotiability. 

24. 	 Individual flexibility may not always be possible for some 
employees. Supervisors who must limit flexibility must file 
an Exception to the Rules request with the Laboratory 
Director. This memorandum shall state specifically the 
reasons the employee cannot function under the terms of 
the Experiment and state what alternatives have been considered. 
Only the Center Director may approve an Exception to the Rules. 
If employees and supervisors can coordinate their working
schedules among themselves to meet the requirements of the 
office, no request tor an exception need be made. Any time 
1t 1a proposed to deny employees flexibility without employees' 
assent, then a Request for Exception must be filed. The 
Union shall be furnished with a copy or eacD Request for 
Exception forwarded to the Center Director. 

Items 1-2'4 agreed to Septembe!u• &7 • 1979. 

Items ~. 6, 1. 9. and 10 changed May 19, 1981. 
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MEMORANDUM FOR: 

FROM: 

SUBJECT: 

 
Labor Relations Officer 
Central Ad/Ji,n~~~;ative~port Center 

  
Assistant Generalf.Counsel 

for Administra~ion 
j 

Approval of Negotiated Agreement Between AFGE 
Local 2875 and NMFS Miami Laboratory 

Pursuant to Department Administrative Order 202-771, we have 
reviewed the attached changes to the negotiated agreement between 
American Federation of Government Employees Local 2875 and the 
National Marine Fisheries Service Miami Laboratory for legal form 
and effect. The changes are consistent with applicable laws, 
rules and regulations. 

Attachment 

cc: 	    
 



CHANGES TO AGREEMENT BETWEEN AFGE LOCAL 2875 

AND NMFS, MIAMI LABORATORY 

NEGOTIATED NOVEMBER 6, 1985 

Article 3, Section 4 - Delete the last part of the first sentence. The sentence 

would then read: "An employee may handle his/her own grievance, or may be 

represented by the Union." 

Delete a phrase on the first part of the second sentence. The sentence 

would then read: "However, the Union shall be given the opportunity to be 

represented at discussions between management and employees concerning grievance 

processing, and at the appropriate time to make the.view of the Union kn.own." 

Article 8, Section 1 - Delete the last paragraph• J 

...rticle 22, Section 2 - Substitute the last sentence for the following: "When 

an acceptable level of competence is achieved at some time after a negative 

determination, the effective date of the pay increase is the f:l.rst day of the 

first pay period after the acceptable determination has been made.· 

Article 25, Section 3 - Delete the entire section. 

Change.a are highlighted in the attached pages pertinent to relevant articles and 

sections. 

For tQ..e Union: -For Management: 

z-7-IJS.  



----·-··. J).Jif; ftYV-l:t~.:Ja 
AR!'ICLE 3 

RIGHI'S AID OBLIGATIONS OF THE UNION 

· $CTION 1. ·The Union agrees to accept errployees in the unit of recognition as 
. nenbers of AFGE without discrimination as to race, color, creed, national origin, 

sex, age, preferential or non-preferential Civil Service status, political 

affiliation, marital status, or haOOicawing cordition. 


SEX:TIQN 2. The Union is entitled to act for cuXi to negotiate agreenents covering 

all unit errployees. It is responsible for representing the interests of all 

enployees without discrimination cuXi without regard to dues paying ueubership in 

AFGE. 


SEX:TION 3. The Union shall be given the opportunity to be represente3 at any 

fornal discussion between Managenent cuXi errployees or enployee representatives 


. concerning any grievance or ,any personnel policy or practice, or other general 

cordition of enploynent. · 

SfX:.'TION 4. An errployee nay handle his/her own grievance, or my be represented ­
by the Onion, Lg 21 2£211& I L£ :al ht A£l&h2; ts de &d .. However, the · 
Onion shall be given the ewortunity to be represented at disalsJions between 
nanagenent and errployees : concem.inq··'the grievan:e 

. processing, and at the awropriate tine to rrake the view of 1:he Onion know. The 
right of the Union to be present does not exterxi to infornal prct>lens between the 
enployee and supervisory officials. Ebwever, if such discussicns involve 
decisions on personnel policies or other rratters which Mana.genent is cbligated to 
discuss or negotiate with the Onion, such decisions will not be nade by 
.Managenent until. this cbligation is discharged, and such decisions will not 
conflict with this Agreenent. 

SEC!'ION 5. The Union shall not call or engage in a strike, work stoppage or slow 

down_, or corrlone any such activity, and shall take affinrative action to prevent 

or stop such activity. · 


SE&"TION 6. The Parties agree that all officials of the Onion and Mana.ge:aent will ... 

eroeavor to settle differences informally at the lowest level possible. 

Therefore, all issues will· be initially discussed with the first line supervisor 

and the steward.· 


SEX;TION 7. Managenent agrees that where copies of requested Jiaterial, which DBY 
·be required by the Union to perform its r'epresentational duties, are not 
available at the Laboratory, Management will attenpt to secure them, am furnish . 
at cost, through other sources. The Union agrees that Managenent (1) nust honor 
all Privacy Act requirements arx3 (2) is not to be held responsible for delays in 
resporrling to such requests, i.e., out-of-print or not-in-stock material. The 
Parties agree that where tine limits of the Agreenent my be affected by a delay 
in furnishing the requested rraterial, such tine limits will be autaoatically 
extended by Management for five (5) cal.erdar days after receipt by the Onion. 
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ARrICLE 8 

SECI'IQN 1. Managenent will recognize one (1) Steward for each 15 bargainin9· unit 
enployees or· fraction thereof. E:ach Steward will be designated an area to 
represent. 

Errployees seeking Onion representation or assistance will seek it from the 
stewards designated for their area. 

The Union will provide the Miami Laboratory Director with a roster containing the 
names, mailing addresses, and work phones of all stewards and their designated 
areas of representation within five (5) calendar days after the effective date 
of the Agreement or the date the roster changes. 

Only those st:ewards whose names have been provided to Managenent on tl:e roster 
will be recognized as stewards in their respective areas. Wllere no steward has 
been properly designated, Managenent has no obligation to the Union. 

Managenent will provide the Onion President with a roster containing the names, 
mailing addresses, and work phones of all first line supervisors md their · · 
organizational location, within five (S} caleroar days after tl:e ,~fective date 
of the Agreement or the date the roster changes. ·· · · 

I 7& 1I a z 1hns s:b?Fs ssss t·w tan pmdi P bd l!!I! ISJ 1 a a ltisa·"awts ii& 
5I ·n Ls as gs .• a es )iQ!Pfh05? in th#& sesprti'r er·= Bbcsg 116 wpezc:l!AJL; 

tm ISiS&i p;epatlJ Jsst;:at•; I' 1 Fkhc bn m ± 1 ;inti1 IN lka;1 at "' 

m:TIQN 2. 

A. The Union will be granted a block of tine per leave year,, 2000 hours, 
for official representational duties in accordance with this Agreement. All 
unused tine ·shall expire. at the errl of each :year. The Union shal1 apportion the 
use of tl:ese hours. 

B. Union participation at Managenent initiated meeti.Dgs, inc1uding 

Labor-Managenent Corrmittee treetings, etc., are inclooed in this block of t.lle. 

Nonbargaining unit errployees are not authorized to use the above referenced 

•block of time.• 


SECTION 3. Should it be necessary for the Stewards to leave their w:>rk area, the 
Stewards shall obtain tre permission Of tl:eir SUJ;ervisor azx3 the supervisor of 

. · ~ section they intend to visit, citing briefly the specific action to be 
acconplished, where, a.rd by what means. Where Labor-Management business is such 
that use of. the phone system to talk with Ma1la9enent officials or bargainin:J unit 
enployees will facilitate actions at no COD11Ercial cost, such use is authorized 
provided prior approval of the supervisor has been obtained. 

11 



ARI'ICLE 22 


ACCEPTABLE LEVEL CP a::MPETE?a 


sex::TION 1. When the. supervisor 's evaluation leads to a corx::lusion that the 
enployee's M:>rk may not be of an acceptable level of conpeten:e for within-<Jrade 
purposes, the su~rvisor shall provide the followin; to the enployee in writing 
at least 60 calerx:iar days before the euployee is eligible for a step increase, 
except as provided in Section 2 below. 

A. ·An explanation of each aspect of ~rformance in which the enployee's 
services fall below an acceptable level and how this renders the performance on 
the job as a wb:>le below an acceptable level. 

B. A statement of the acceptable level of ~rformnce on each of those work 
aspects. 

c. Advice as to what the enployee nust do to bring the perfonnance up to an 
acceptable level. -D. A statement that the enployee has 60 calerdar days in which to bring the 
~rformance up to an acceptable level. J 
SfX:TION 2. When Management IIBkes a negative determination wi,thout the enployee
having received the above information 60 calendar days in advance, as required 
above, Manageirent shall IIBke another determination not later than 60 calendar 
days after the date on which the enployee carpleted the waiting period for the 

1 
00$ 1 

Istep increase. •• I• HCA J&kZE& i I f2· fzrrblc; at I ate; ii I sb',.,. 
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SEX::µON 3. A ne<.?ative determination my be raised un:1er provisions of 
Art1c1e·o9 of this Agreenent. 
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ARI'ICLE 25 


sa'TIQN l. Managenent agrees to provide all infomation not prohibited by law 
or regulation concerning the conteplated contracting out, upon request. 

SEC'ION 2. ·Both Parties urrlerstand that it is against federal policy to have 
personal service contracts which might establish an enployee-enployer 
relationship. 

SEX;TIQN 3. ,. § b ?lsggg $2 ?• ' t)· ,7 j5 r'fSW" J14 •5 Ill I SI Ii KA • 
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UNITED STATES DEPARTMENT OF COMMERCE 
The Assistant Secretary for Administration 
Washington, D.C. 20230 

FEB 	i ... 1 r -0) 1986 

MEMORANDUM FOR 	  
Personnel Officer, CASC 

_ 
From: 	

1rector of Personnel 

subject: Negotiated Agreement Between NMFS 
(Miami Lab) and AFGE Local 2875 

Except as noted in paragraphs a. through d. below, the 
collective bargaining agreement negotiated between National 
Marine Fisheries Service (Miami Laboratory) and AFGE Local 
2875 is approved. 

a. 	 A grievant under a negotiated grievance procedure has a 
statutory right to represent himself or herself and 
forego other representation. Except for this 
self-representation, only the union, and no other, may 
represent a grievant under the negotiated grievance 
procedure. Contract provisions to the contrary are 
inconsistent with the statute. [See 5 u.s.c. 7114(a)(5)J. 
In Section 4 of Article 3, the contract provides that a 
grievant may handle his or her own grievance, or be 
represented by the union o~ an individual approved by 
the union. The portion of this section that provides for 
representation by a union-approved individual is 
inconsistent with the statute [See 15 FLRA No. 1541. 

b. 	 Article 8, Section 1, contains provisions relating to 
agency supervisors being "recognized" as supervisors. 
[Section 1, paragraph 61. Paragraph 6 provides that 
only those supervisors named on a roster given to the 
union will be "recognized as supervisors in their 
respective areas." The provision goes on to state that 
"Where no supervisor has been properly designated, the 
Union has no obligation to Management." The intent of 
this provision is not clear from a literal reading. 
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If the parties' interpretation is that management has 
the right to assign supervisory duties, but in doing so 
is obligated to notify the union of individuals who are 
supervisors, it would appear that paragraph 6 does not 
conflict with the statute. However, to the extent the 
language concerning supervisors means that the 
assignment of supervisory duties, .including LMR duties, 
to an individual is without effect unless that person's 
name is on the roster, the contract would interfere with 
management's right to direct employees and assign work 
and would be inconsistent with the statute. [See 5 u.s.c. 
7106(a) (2) (A) and (B), and 20 FLRA No. 64.l 

c. 	 Article 22 contains provisions relating to the 
granting of within-grade step increases. Section 1 
provides for a warning period of at least 60 days before 
a negative acceptable level of competence determination 
is made. Section 2 pertains to situations where a 
negative determination is made without management having 
satisfied the requirements of Section 1. In such an 
event, management is obligated to make a second 
determination. Section 2 also provides that if the 
second determination is favorable, the step increase 
"shall be made effective (retroactively if necessary) on 
the date on which the employee completed the waiting 
period for the step increase." This language is 
inconsistent with a government-wide regulation issued by 
the Office of Personnel Management at 5 CFR 531.412(b). 
This regulation provides that, when an acceptable level 
of competence is achieved after a negative 
determination, the effective date·of the step increase 
"is the first day of the first pay period after the 
acceptable determination has been _made." 

d. 	 Article 25, entitled "Contracting Out" provides in 
Section 3 (second sentence) that unit employees 
"normally shall not be required to perform any work for 
which a contractor is responsible." The right to direct 
employees and assign work is reserved to management.
[See 5 u.s.c. 7106(a) (2) (A) and (B)J. Therefore, this 
sentence is inconsistent with the statute. [See 9 FLRA 
No. 83J. 

The first sentence in Section 3 also is inconsistent 
with these statutory provisions. This sentence requires 
management "to separate the work performed under 
contract and the work performed by bargaining unit 
employees, including the supervision of such work." 
Since the right to direct employees and assign work, 
including the assignment of supervisory duties, is 
reserved to management, that portion of this sentence 
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referring to "supervision of such work" is in.consistent 
with the statute. In addition, if the intent of the 
term "separate" in the first sentence is to place 
restrictions on management's right to direct and assign 
work to unit employees, this provision would further 
conflict with these statutory provisions. 

Contractual provisions which are not in accordance with the 
statute or applicable regulations are invalid and 
unenforceable parts of agreement. [See 5 FLRA NO• 80 and 
5 u.s.c. 7114Cc)l. If the parties decide to renegotiate the 
provisions identified in paragraph a. through d. above, 
please provide a copy of the proposals for review.. If 
further negotiations do not result in conforming these 
provisions to the statute and regulations, the agency should 
consider these provisions as having no enforceable effect. 

Any questions you may have should be directed to Tom Johnson, 
Room H5108, in the Main Commerce building (377-4861). 
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