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- PREAMBLE

Thie contract constitutes total Agreement by and between the Department of the
Interior, Bureau of Land Henagement, Lakeview Diatrict Office, hereinefter
raeferred to as the LDO, and Local 642 of the Nationml Federation of Federal
Employees, hereinafter referred to as the Local, for the employese of the the
Lakeviev Dietrict, hereilnafter referred to as the Employees. Should, after
reviev and approval in accordance with 5 USC 7114 (c), any part of this
agreement be found by FLRA or Court decieion to be in vielation of the Law,
the remaining portions of the contract wvill stay in effect.

ARTICLE 1

RECOGNITION AND UNIT DESIGNATION

Section 1. RECOGHNITION. The LDO, whosBe designated office head is the
District Manager, hereinafter referred to ag the LDM, recognizes that the
Local 1e the exclusive representative of all employees in the bargaining unit
described in Section 2 belaw,

Section 2. BARGAINING UNIT. This agreewment is applicable to the bargaining
unit coneisting of all profeasional and non-profeassional employees of the
Bureau of Land Management, Lakeview Digtrict Office, including temporary or
geasonal employees, but excluding wmenagement officimels; supervisors; Bnd
employeee described in 5 USC 7112 (b) (2), (3}, (4}, (&) and (7).

ARTICLE 2

MANAGEMENT RIGHTS

Section 1. GOYERNMENT REGULATIONS: In the administretion of all mattera
covered by this agreemsent, the LDU the Locel and the Employess are governed by
existing or future lewe or regulations of appropriate authorities, to the
extent not prohibited by S USC 711& (a) (7).



Section 2. MANAGEMENT RIGHTS5: The LDO retains the right,

(a} to determine the migeion, budget, organization, number of employees,
and internal securiity practicee of the agency; and

(b} in accordance vith applicable lavs,

1. to hire, aassign, direct, layoff, and retain employeeas in the
LDO, or to suapend, rewmove, reduce in grade or pay, or take other
diaciplinery action against such employees;

2. to asseign vork, to make determinations with respect to
contracting out, and to determine the peraonnel by which agency operations
ehall be conducted;

3. with reaspect to filling positions, to make selections for
appointemente from:
1. among properly ranked and certified candidates for
promotions; or
ii. any other sppropriate socurce; and

4, +to take wvhatever actions may be neceasaery to carry out the
agency mission during emergencies;

Section 3: At the election of the agency, the LDO and the Local may negotimte
to determine the nuwmbers, types, and grades of ewployees or positions assigned
to any orgenizational subdivision, vork project, or tour of duty, or on the
technology, methods, and means of performing work,

Section 4. FUTURE AGREEMENTS. The requirements of thie article shall apply
to all future agreements under this Agreement between the LDM and the Local.

ARTICLE 3

EMPLOYEE RIGHTS AND RESPONSIBILITIES

Section 1. Each Employee shall have the right to form, join or eseist any
labor organization, or to refraein from any such ectivity, freely and wvithout
fear of penalty or reprisal, and each Employee shall be protected in the
exerciee of such right. Except as othervise provided, such right includes the
right:

(a) To act for the Local in the capacity of s representative and the
right, in thaet capacity, to present the vievs of the Local to heads of
agencies and other officiale of the Executive Branch of Government, the
Congress, or other appropriate authorities.


http:secur.Uy

(b} To engage in collective bargaining with respect to conditione of
employment through representatives chosen by Employees.

(c} To invest their personal time and money, donate to charity, and
participate in similer typese of activitiee freely and without coercion.

(d} HNothing in this agreement shall require an Employee to become or
remaln a member of a labor orgenization or to pay money to the organization
except pursuant to & voluntary written authorization by a member for the
payment of dues through payroll deduction.

Section 2. An Employee hss the right to bring matters of a personal concern
directly to the attention of his immediate supervisor or other appropriate
officiels of the LDO, without involving the local. When an Employee raiees a
matter of personal concern, due conaideratior will be given to the matter.

Section 3. Each Employee has the right to have the LDC and the Local apply
all provieions of this agreement fairly and equitably to all Employeeg without
regard to race, color, religion, sex, age, marital status, national origin,
phyeical or mental handicap, or labor organization membership es preacribed in
existing regulationa.

Section 4. Esployees aere regpongible for the work aesigned them by their
supervisors.

Section 3. Employee Orientation; All nev Employees will be informed by the
LDO that they ere members of a bargeining unit and that Local €42 of the
Kational Federation of Federal Employeee is the exclusive bargaining agent.
If provided by the Local, the LDO will include & copy of the contrect end a
list of the Local officers and stewvards in all orientation packets.

Section 6. In the event an employee is subject to physical threat or
vioclence, 1t vill be immedietely brought to the attention of the supervisor.
If, in the opinion of the Employee and/or supervisor, the asseult end/or
threat ie suffieiently severe, the proper lav enforcement officiele may be
notified.

Section 7. Temporary Eeployees vill be informed of the Buresu’s euthority for
non-competitive rehire ss suthorized by OPM et the time of theilr orientation
vhen entering on duty. .



ARTICLE 4

RIGHTS AND RESPONSIBILITIES OF THE LOCAL

Section 1. RECOGNITION

(a) The LDO recognizem the Local and ite duly elected officers ae the
excluaive representative of the bargaining unit members.

(b} The LDM recognizee the duly elected Employee officers of the Local.
The Local shall provide to the LDM a list of names and titlee of such officers
on an annual bagils. In addition, the Local shall maintain a up to date copy
of thie list posted on the Local’es bulletin board area.

(c) The LDO will recognize & District Lead Steverd selected by the
Local. This stevaerd ie recognized as the official spokesperson with authority
to act on behalf of the Local in formal diecuesions, grievances, "Weingarten
right" matters, and as the formal contact point point for changes in working
conditionas. The Local shall provide to the LDO, post, and update the name of
the District Chief Steward.

(d? The LDD will recognize tvo stewards selected by the Local. These
stevarde are recognized aa official spokespersona with suthority to act on
behalf of the Local in formal discusaions, grievences, asnd "Weingarten right"®
matters. The Locsal shall provide to the LDO, post, and update the nameg of
the stevards and the organizational unite they represent.

(e} The LDM vill recognize representative of the NFFE only if the LDOD ie
provided 5 days notice of any visit by e NFFE netional repreeentative. Upon
such notice, NFFE national representatives may represent Employees and
participate in meetinges between the LDNM and the Local. Under no circumstances
shall theee visits interfere with LDM operations and work. All Bargaining
Unit members involved in theee visits during work hours shall be on annual
leave unlesg explicitly alloved for in Section 5,

Section 2. REPRESENTATION:

{a) The LDM will afford the Local the opportunity to be represented at
formal discusasions between one or more representatives of the LDH and one or
more Employees in the unit or their representatives when the topic of the
discussiaon is a forwal grievance or any personnel policy or practices or ather
general condition of employment, except wvhen the discuesione are conducted
purguant to Title VII of the 1964 Civil Rights Act, asa emended and related
statuteas. The Local’s representative will be aellowed to aak queetione, and
present the viewvs of the Local on the issue at hand, but ehall not dominate or
othervise interfere vith menagements conduct of the meeting.

{b) Hot withstanding {(a) above, the LDNM will not accept responsibility
for notifying the Local of grievance meeting’se that the LDN does not initiate
or other meetinga such as Orgenizational Develcopment wmeetings.



tc) If, during an examination of an Employee in the unit by a
reprepentative of the LDN in the course of an inveatigation, the Employee
reagsonably believes that the exsmination could result in diaciplinary action
against that Employee, and the Employee requeets representation by the Local
during the meeting in accordance with S USC 7114(a}(2)(B); the LDM will
terminate or suspend the meeting, and, if the meeting continued, arrange for
the premence of the firmt availleble steward. The Local‘s representative will
be alloved to apk questions and state the views of the Local on the issue at
hand, but will not dictate angvere or othervige interfere with the conduct of
the inveatigation.

Section 3. STEWARDS:

fa) It is egreed by the LDO and the Local that their common interests will
be best served by developing a climate of mutual respect end good working
relationshipa vithin the ranke of their respective representatives.

(b} The atevard vwill function ae the representative of the Employees in
hia/her representational area for labor managewent matters, and shall be
selected from the employees in that area. Emplayee Local officers are
permitted to perform stevard dutieg, only if a steward is unavailable.

Section 4. RESPONSIBILITIES: Internal union buesiness, such a8, soliciting
membership, collecting dues, campaigning and electing officers, posting and
distributing literature, and union weetinge vill be conducted in non-work
areas during non-duty houra of the Employeee involved. For thie purpose,
lunch ig considered non-duty time.

Section 3. USE OF TIME FOR LABOR MNANAGEMENT RELATIONS:

{8) To the extent to which the Local'’s representatives from the
bargaining unit do not exceed the number of the LDH representatives, Local
representativea will be alloved official time to meet vith LDH representatives
for negotiationz of s collective bargeining agreewent, and to attend impasse
proceedings in accordance vith federal reguletiona. The official time shall
be limited to the time the Employee othervise would be in e duty status. No
overtime will be paid for any such activities under thim article.

{b) When the Federasl Labor Relationa Authority (FLRA) determines thst
Locel representatives from the bargeining unit must appear before the FLRA on
matters concerning the LDO, they vill be suthorized official time during the
time the Employee otherwise would be in & duty statua. No overtime will be
paid for any such activities under this article.

{c} A reasonable amount of official time may be granted for Employees to
accomplish the folloving. No overtime will bhe paid for any such activitiea
under this article.

l. Stevards, elected officials of the Local and other
repregentatives appointed by the Local to repreeent the Local on committees
eatablished by the LDM and to which the Local is invited to
gend a representativel(s).



2. For a stevard and/or Employee to present a grievance at Steps 1,
and 2 of the grievance procedure.

3. For grlevant, a stevard functioning as s representative, and
Employee{s}) gerving se vitneas in an aerbitration.

4. For an appellant, stevard functioning am a representative, and
Employee(a) serving es a vitness in a statutcry eppeal.

9. For a steverd or elected official assigned in the district to
repregsent the Local at non-grievance meetings under 5 USC 7114(e){2)(A).

6. For a etevard to act as representative of the Local in
examinaetione pursuant to 5 USC 7114 (a)(2)(B},

7. For a etevard and/or Employee to travel to/from and present
their position to a PIPR Reviev Panel under BLM manual 1400-430 procedures.

(d} Up to 72 hours of official time may be granted each fiscal year for
Employees to accomplish the following. Ho cvertime will be paid for any such
activities under thie erticle. For the first year of this contract, an
additionel 58 hours, not aubject to accumulation, will be avallable.

l. For Employeea vho are stevards or elected officiasle of the Local
to be excused from duty, vorkload permitting, to attend training approved by
the LDH in the annual treining plan vhich ie designed to adviee
repreaentatives on matter relating to their representational duties within the
scope of the S USC 71, and is of mutuasl benefit to the LDO and Local. The LDO
vill not pay course fees end any other costs incidental tec this training. The
Local will submit an agenda of the proposed training normally at least six
veeks in advence so that the LDO can determine vhether such treining conegiste
of matters vhich are of mutual benefit.

2. For a stevard to investigate a grievance by revieving relevant
documentsz or interrogating witnesses and managers, and to prepare
preaentations for grievence meetings.

3. For a stevard to merve as a silent observer at & grievance
meeting vhen an employee{s) chooses to represent him/herself, if the stevards
chooses to be present.

4. For elected officials of the Local to prepare financial reports
and other reportse required by lav or regulatory agencies.

Unused portions of this time may be accumulated up to a ceilling of 120 hours.
At the end of each fiscal year, a review of the total time used will be made.
50% of the time not used may be carried over into the next fiscal year, up to
the ceiling limit.

{e) Reasonable time will be thet minimum time, coneistent with LDH
needs, available to efficiently accomplish the task.

(f) The Locel and the LDM mutually agree that the efficient use of
official time for labor management relations activities is in the beat



interest of both parties. Local stevards and officere end other Employeea
engaged in authorized lebor management relationg activities will confine their
activities to only the buginess for vhich their temporary absence from duties
vas authorized. They will return to normal duties immediately upon completion
of labor management relations activities.

{g) For the mutual benefit of the LDHM and the Local, all steverde and
officere and other Employees requiring time avay from their normal duties for
authorized lsbor management relations activities will request Buch time in
advance from thelr immediate supervisor; or in their abgence, the Diatrict
Manasger or designee. Upon request by stevards and officers and other
Employees and spproval by the immediate supervisor or designee, the immediate
gupervigor or designee vill request approval Irom the immediate supervisor or
designee of the atevard or officer or Employee to be contacted. Such
approvals vill be granted subject to the requirements of work/job
accomplishmente, as determined by the supervisores or deeignees. Denisl of
either such requests will be based solely on vorklosd considerations and will
include an alternate scheduled time within five (5) vork daye. In order to
maintain a record of the use of official time ueed in labor management
relationse, stevards and officerg and Employees requesting and receiving
approval for time avay from normal duties for labor managewent relations
activities will complete the Authorized Abeence From Duty Form (Bee Appendix
1}, This form will be left on the Employee desk during their absence. Upon
return to duty, the original of the completed form shall be kept by the
supervisor and the copy retained by the uger.

ARTICLE 5
GRIEVANCE PROCEDURE

Section 1. COMMON GOALS: Both the LDM and the Local etrongly endorse the
concept that individual grievances should be reeolved fairly and at the
earllest poesible step in the grievance procedure. 1In order to achieve this
end, the following procedure is established as the sole procedure avallable
for the processing of matters covered by thig grievance procedure for
Employees, the LDM and the Local.

Section 2. LOCAL REPRESENTATIONAL RIGHTS:

{a) Consonant vith the Local’s responsibility to represent asll
Employees, it vwill be the responsibility of the Local to counsel Employees in
a8 fair and objective manner s to the velidity of potential grievances,
vhether the grievance is wvarranted and vhether the relief sought 1s believed
by the Local to be legal, feasible and appropriate. The Local will make every
effort to discourage grievances of a frivelous or capricious nature, and has
no obligation to represent an Employee vhose grievance is without merit.
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(b} In order to accomplish the objectives of the grievance procedure,
the Local ehall be sfforded the opportunity to be present at any meeting under
thie grievance procedure. 0Only the Local may repreaent an Employee(s} in this
procedure. Hovever, any Employee(s! may personally present a grievance and
have it adjuasted.

Section 3. SCOPE:
(a) A grievance vill be accepted from:

1. Any Employee or the Local concerning any matter related to the
employment of the Employee{al.

2. Any Employee, group of Employeea, the Local or the LDY
concerning;

a. the effect or interpretation, or & claimed breach of this
agreement; or

b. & claimed violation, misinterpretation, or misapplication of
any lav, rule or regulation affecting conditiona of employment.

{b} A grievance vill be in ¥riting end shall contain 8 request for the
personal relief of the grievant(a). Pergonal relief meang a remedy subject to
the control of the LDM appropriate to the metter being grilieved, benefiting the
grievanti{g), and may not include a request for disciplinary or any other
action affecting another employee or manager. The exceptions to this
grievance procedure are sg follovs:

1. Any claimed violation of the prohibited political activities
contained in Subchapter III, Chapter 73 of 5 USC;

2. Retirement, Life Insurance or Health Benefits Insurance
determinations (S5 USC 7121);

3. Suspensiongs or removals for national security reasons under 5
UsSC 7532; ' )

4, The process of examination, certification or appointment
(5 USC 3301);

5. The claggification of any position vhich doesz not result in the
reduction in grade or pay of an Employee (3 USC 5112 and 5346);

6. The termination of a temporary appointment or promotion at the
end of the temporary appointment or promotion, or for lack of funde, or for
lack of work. -

7. A preliminary warning or notice of an action, wvhich, if
effected, would be covered by the grievance procedure, an appeal procedure or
vould be excluded from such coverage;

8. MNonadoption of a suggestion or disapproval of a quality
increase, performance avard or other kind of honorary or discretionary avard;
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9. A decilsion which ie appealable to the Merit Syetem Protection
Board, except for such matters as those covered by Section 4 of thils article.

10. MNonselection for promotion from a group of properly ranked and
certified candidates.

11. The termination of a probationer. {5 CFR 3i5).

12. The content and application of performance appraimsals.

Section 4, STATUTORY APPEALS: An aggrieved Employee affected by a prohibited
personnel actlon (5 USC 2302(b}(1)}, unacceptable performance (5 USC 4303}, or
adverse action (3 USC 7512) may raise the imsue under thla negotiated
grievance procedure or the statutory procedures cutlined below, but not both.

(a) MHatters relating to prohibited perscnnel practices may be processed,
at the Employee’s discretion, through the EE0 statutory appeal procedure or
under this negotiated grievance procedure. The Employee will enter the
grievance procedure at the first step grievance atage or the Employee may
enter the EEOD complaint procedure at the informal counseling procedure stage.
Thig does not preclude an Employee from discuseing with an EEO Counseelor or
sBtevard the availlable options before entering either procees.

(b} Matters relating to unecceptable performance or adveree action may
be proceesed, at the Employee's discretion, through appeal to the MSPB within
the Boards 20 day time limit, or under thie negotiated grievance procedure,
vithin 15 days of the notice of such action from the State Director. The
grievant shall enter the grievance procedure at the request for "arbitration*
Btage.

Section 5. PROCEDURES: The folloving proceduree are established for the prompt
and orderly resclution of grievencea. The Employee{s), Locel or LDM will prom-
ptly initiate any grievancee, no later than 14 days from the occurrence of the
matter out of which the grievance &rosge, or the time the party became avare or
should reagonably have become aware of being aggrieved. For continuing prac-
tices, the party may grieve anytime during the life of the practice. During all
meetinga scheduled under this article, all participants will deport themselves
regpectfully tovards all other perticipants, listening attentively to opposing
viewvs. All *daye" referred to in this article are celendar days, excluding
Federal holidays. All time limits may be extended by mutual asgreement of the
Local and LDM. The initietor of a grievance may terminate it by written notifi-
cation to the other party unlees the Local and the LDN mutually agree to pro-
ceed. Failure of the initiating party to comply with any time limit shall
constitute grounds for denying or terminating the grievance. Fallure by the
respondent to reepond within any time limit vill ellov the grievant to proceed
to the next level. Ho nev issues will be raised by either the Local or Em-
ployees after the second step has been initiated. If gimilar grievances are
presented at approximately the same time, they may be treasted es a group griev-
ance. Ho precedent vill be established by any settlement made or offered in the
first step of this grievance procedure. The officisl record of the grievance
vill be the written record; oral representations vill be used to explaln and
aupplement the record, but will not expand cor edd to the grievance.
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{a) Firet Step Grievance: An Employeei(s! mlleging a grievance as
gspecified in Section 3 above, shall initiate the grievance by timely
presenting the matter and the relief sought. The presentation vill be aral
and vritten; and to the Firat Level Supervisor. The supervigor v¥ill give full
congideration to all availeble facts, consult vith any other personnel vho may
be able to assist in resolving the matter and shell respond orally and in
vriting vithin 14 daye with a decipion to the Employee(a} and any Local
Representative, if deaignated. The decielon vill include ita rationale and
any alternate solutiong offered. This decision vill indicate the grievaents
option to proceed to the second step of the grievance procedure, if
diggsatisfied with the firat step decilaion. No nev lssues may be raised by
the grievant after beginning the grievance.

{b} Second Step Grievance: If the Employee ie dissatisfied with the
golution propoaed at the first step, the grievent may, within 14 deys of receipt
of the first step decision, pre=ent the grievance in writing to the District
Hanager, who will essign the grievance to e Supervisor in the district, other
than the supervisor vho recelved the grievance in the first step. The second
gstep grievance shell include all known end relevent information and specify
the provimions of the agreement or lav, rule or regulation alleged to have
been violeted, the result of the first step settlement attempte and the relief
gought. The supervisor or designee may interviev any personnel vho have
relevant information. The aupervisor will lssue a written response to the
grievance within 14 deys of the formal presentation of the grievance. The
written responee will include rationale and any alternate solutione offered.
The decision will indicate the grievent’a option to proceed to the third step
of the grievance procedure, if diessatiefied with the second step decision. A
grievance by the Local vill be initielly filed at this step of the grievance
process. Management vill have 28 days to respond to a Local grievance first
filed at this astep.

(c) Third Step Grievance Procedure: If dissatisfied with the decieion
reached in step two, the Employee or the Locel may, within 14 deys refer the
grievance to the District Manager. The District Meneger vill review the case.
A decision will be rendered in writing to the Employee or Local within 28 days
of receipt of the written grievance. Thie reply shell contein the reseons
used to substantiate the decieion.

{d) Management Grievance: If the LDO :e dissatigfied wvith some matter
vithin the scope of the grievence procedure, it wmay initiate e complaint by
stating the matter at issue and any relief requested in writing to the Local
President. A weeting vill be scheduled at the eerliest mutually agreeable
time, but no latter than 14 days from the request, between an equal number of
representatives of the Local end LDO. The Locel President will render a
decision on the grievance within 14 daye of the meeting. If the LDD ie not
satisfied wvith the deciaion, within 14 daye the LDO may request a reviev of the
decigion in writing, giving the besis for ite requesting that reviev. The
President of the Local shall respond to that request within 28 dayes of receipt

of the request. Ho nev issues may be raised by the LD¥ after beginning the
grievance.

Section 6. RIGHT TO ARBITRATION: 1If the decision on a grievance processed
under the negotiated grievance procedure ia not satisfactory, the Local or the
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LDH either ae grievant or as representative of the Employee(s}, may refer the
issue to arbitration within 14 daye of the final decision of the respondent.
The requeet to refer an ipaue to arbitration must be in writing, signed by the
President of the Logsl or designee; or the Diastrict Manager or designee,.

Section 7. SELECTING THE ARBITRATOR: Within 20 calendar days from the date
of receipt of a valid arbitration request, the parties shall attempt to select
en arbitrator. If the parties are unable to agree upon en arbitrator, they
ghall immediately request the Federal Mediation and Conciliation Service to
gubmit a list of 7 impartial persons qualified to act ag arbitrators. A brief
statement of the nature of the issues in dispute vill accompany the request to
enable the Service to gubmit the names of arbitretora qualified for the issues
involved. The request shall also include a copy of the collective bargaining
agreement. The parties shall meet within ten (10} calendar days after the
receipt of such list to select an arbitrator. If they cannot agree upon one
{1) of the liated persona, the LDM and the Local vwill each atrike one (1}
arbitrator’s name from the list of seven (7) and shall repeat this procedure
until only one (1) name remains, The remalning neme shall be the only and
duly selected arbitrator. A flip of a coiln called by the Local will determine
vho shall atrike the first name.

Section 8. FEES AND EXPENSES: Each party shell beer the expense of preparing
and presenting its ovn case. The erbitrator’e fees and expenses shall be
shared equally by the parties, except for the first arbitration during the
life of thie contract, the fees shall be borne 25% by the Local and 753X by the
LDO. The coet of a tranacript shall be borne by the party or parties
requesating one.

Section 9, ARBITRATION PROCESS:

{a} The proceas to be utilized by the arbitrator may be one of the
follovwing:

1. A "stipulation of facte to the arbitrator® can be used when both
partieg agree to the facts of the issue and e hearing vould serve no purpose.
In this case, sll facte, data, documentation, etc., are jointly submitted to
the arbitretor with e request for a decieion based upon the facts presented.

2. An Tarbitrator inquiry" can be used vhen a formal hearing would
gerve no purpoee. In this case, the erbitrator would make such ingquiries as
he or she deemed necessary (e.g., inapecting vork sitea, taking statements. )

3. An "arbitration hearing" should be used vhen a formal hearing is
necegsary to develop and establish the facts relevant to the issue. In this
cage, 8 formael heering is convened and conducted by the arbitrator.

(b} The parties may mutually sgree on °stipulstion of facte to the
arbitrator® or they may request an "inquiry" or *"hearing®.

{(c} An arbitretion “inquiry® or "hearing® vill be held at = place

gselected by the LDM vithin the District headquarters town, or Klamath Falls,
as appropriate, during the regular vork hours of the basic wvork veek.
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Questione concerning whether or not & vitneas(es) 18 necegsary will be
resolved by the arbitrator.

Section 10. TIME LINMIT: The erbitrator will be requested to render his or
her deciglon to the LDM and the Locel aa quickly ae posailble, after submission
of the etipulation of factes to the arbitrator or receipt of the transcript, as
applicable, unless the parties othervise agree.

Section 11. ARBITRATOR'S AUTHORITY:

{a) The arbitrator’'s decision{s) shall be in vriting and shall be finel
and binding. The arbitretor’s authority aha.l be limited to determining
vhether or not there are valid grounde for the grievence and whether or not
the personal relief requested ls appropriate for the facts of the grievance.
If the arbitrator determines that there are valid grounds, but that the
personal relief initielly requested is inappropriate, the arbitrator may
gubstitute for it any compromise relief offered anytime during the processing
of the grievance. The arbitrator shall have no suthority to add to or to
modify eny terma of the Agreement or any lav, rule or regulation of the Bureau
of Land Management, Department of the Interior, 0ffice of Personnel
Hanagement, General Services Administration, General Accounting Office,
Department of Labor, Equal Employment Opportunity Commieeion, Federal Labor
Relationg Authority, or any other agency of the Executive Branch of the
Federal Government having rule meking authority effecting the LDA.

(b} In coneidering grievances, the arbitrator vill hold the reapondent
to the grievance to the fclloving burden of proof, coneilistent with 5 USC 7701
(citld:

1. For matters of unacceptable performance or other matters not
appealable to the MSPB, a burden of subatantial evidence will be uged.
Substantial evidence is that degree of relevant evidence which a reasonable
mind, coneidering the record as a whole, might accept as adequate to support a
conclusion that the matter asserted is true.

2. For matters concerning adverse actions or other matters
appealable to the MSPB, a burden of the preponderance of the evidence will be
used. The preponderance of the evidence is that degree of relevant evidence
vhich a reasonable mind, congidering the record as a vhole, might accept as
gufficlent to support a conclusion that the matter asserted is more likely to
be true than not true.

(c} The arbitrator shall have the authority to make all grievability
and/or arbitrability determinstione. GQuestions of grievabllity and/er
arbitrability shall be pubmitted by either party to the arbitrator in writing,
to be decided in a separate hearing unleas cthervise mutuelly agreed upon.

{(d) The arbitrator may avard ressonable attorney feee in accordance vith
standarde established under section 5 USC 7701(g).

Section 12. EXCEPTIONS: Within twenty (20} calendar days after recelpt of
the arbitrator’s decision, the parties to the arbitration will notify one
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another in writing vhether or not they are filing for an exception to the
Federal Labor Relations Authority (FLRA) in accordance with Authority
procedures. An exception to the arbitrator’s declsion must be filed, wvwithin
thirty (30) days beginning on the dete of the award, with the FLRA. If no
exception is filed, the arbitrator’s decision and remedy will be effected as

quickly as poseible. If an exception is filed, it shall agutomaticelly act as
a stay of the remedy.

ARTICLE &
LABOR-NANAGENENT RELATIONS COMMITTEE

Section 1. GEHERAL: The LDO end the Local agree to eatablish a Labor-
Management Relsationas Committee (LMR Committee). The purpose of the Committee
ia to provide for an exchange of views between the Local and the LDQ snd
discuse various situations in the District, but it will not be a formsl
negotiation seasion. The LNR Committee meetings will not normally be used to
discuse individual grievances, but discussions may cover problems that

have or may lead to grievencea.

Section 2. HMEKMBERSHIP: The LMR Committee vwill congiat of six (&) mewbers,
three (3} each appointed by the LDOD and the Local, The LDO's members will
coneist of at least three managers, one of which will be an experienced
negotiator or person trained in LMR. The Local’s members will consist of at
least the Diptrict Leed Steward, one experienced negotiator or steverd and
one other. O0One person may fulfill more than one of these criterias.

Section 3. CONSULTATION:

{a) In the event of a change in pergonnel policies, practices or
metters affecting vorking conditions not explicitly covered by thie agreement,
the LMR Committee will constitute the basis for consultation between the LDO
and the Local. Tt will act in an advisory capacity to discuas aapects of
theee changes and attempt to resolve eny differences. Should consensus be
achieved, the committee vill preasent its written recommendatione to the LDH.
Should the LDM agree to the committee’as recommendatione, the policy shall be
implemented as approved by the LDM, without negotiations.

{b) The Local may refer the matter to negotiations in accordance with
Article 7 of thie contract if the LMR Committee can not reach a consensus or
if the LDM doee not agree to the recommendations in vhole or in part. If the
LDM does not agree vith the recommendations, he may provide to the District
Lead Stevard s vritten explanation for not accepting them.

{c) The LDO snd the Local mutually recognize the prerogative of the

LDO to institute, upon notice to the Local, changee in personnel policies,
practices and vorking conditions to the extent that they do not contradict
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thie contrect. The LDO will notify the District Stewerd prior to
implementation of thoee changes es soon sa pogsible after becoming avare of
any change to be made. The Local will be given a reasonable period,
coneistent with tha,circumatances, to reapond. Both the LDO and the Local may
refer matters to negotiations without reference to thie procedure.

Section 4. MHMEETINGS: The LHMR Committee will normelly meet during the second
veek of the month, at the Lakeviev District Headquarters. This schedule may
be changed by mutual sgreement. Specific iteme for discuesion will normelly
be provided by the firat monday of the month so that everyone may be fully
prepared. If no matters are present for disecuseion by either the Local or the
LDO by the first Monday, no regulerly acheduled meeting will take place.
Hovever, 1if either party presents items for discussion later in the month,
that monthe meeting vill take place within ten deays. Addition meetinga may
occur by mutual agreement. MNeetinga vill not normaslly exceed two (2) hours,
but may be extended by mwutusl agreement.

Section 5. OFFICIAL TIME: Committee members will be on officiml time.
Meetings will normally take place at the District Qffice during regular duty
hourse, although they may extend beyond. The meetinga will be conducted in as
short a time as the agenda permits.

Section 6. CHARGES OF UNFAIR LABOR PRACTICES: The LDO and the Local agree
that the prompt resolution of Unfair Labor Practice cherges is in the beet
interest of the public, the Local and the LDO. Therefore, the parties vill
uee the folloving procedure: Before either party formally presents a ULP
charge to the FLRA, the matter will be fully presented to the other party.

The matter may be mutually referred to the LMR Committee. Efforts st informal
resolution of the ULP vill continue after the charge is filed.

ARTICLE 7
MID-TERM BARGAINING

Section 1. POLICY: In accordance with 5 USC 7116 (a) {7), during the duration
of this agreement, no rule or regulation, other than those implementing
government-wide policy againet prohibited personnel practices, shall be
enforced if it conflicte with any portion of this agreement and was not in
effect on the date thim agreement takes effect.

Section 2. SCOPE: Matters appropriste for negotiations are personnel
policies, practices and general vorking condition, the procedures that the LDO
vill use in exercising it‘’e management righta and arrangemente for employees
adversely affected by the exercise of wmanagemwents righte. The extent to which
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these areas may be negotiated, pursuent to 5 USC 7117, is governed by Law,

Executive Orders, government-vlde regulatione (i.e. GSA, OPM) and publighed
agency policies and regulations of the Department of Interior and Buresu of
Land Management for=vwhich s compelling need exigte as determined under the

criteria established by the FLRA.

Section 3. CONTRACT ADMINISTRATION: In event of a change covered by the
scope of negotiations, the LDO will notify the District Lead Steward,
pursuant to Article 6, Section 3 (c}. The LDO and the Local may mutually
agree to refer the matter to the LMR Committee, refer the matter for
negotiationz if consultation doea not reach =onsensus, or either party may
immediately refer the matter to negotiationa. If agreement ie reached in guch
negotiationa, they will be reduced to writing end aigned by the LDN and the
Local President as s supplement to this agreement. This Supplemental
Agreement vill be final and binding on the perties upon ite review by Bureau
Headquarters in accordance with 5 USC 7114 (c}. Such supplemental agreements
shall not chaenge, alter or modify this Basic Agreement.

ARTICLE 8
SAFETY AKD HEALTH

Section 1, The LDO shall continue its effort to carry out its Occupationsl
Health and Safety Program,

Section 2. The Local may nominate three Employees, and the LDO vill sgelect
one to appoint to the District Safety Committee.

Section 3. LIGHT DUTY ASSIGHMENTS. An Employee who is temporarily unable to
perform his/her reguler asgigned dutiee because of illness or injury, but may
be capable of returning to or remaining in a duty status, may be considered by
the LDN for other vork asaignments compatible with the Employee’s physical
condition, and consistent v¥ith the LDO'e vork needs snd budget. Thie would
not restrict management’s right to £fill or not fill & position from any
appropriate gource.

Section 4. SAFETY EQUIPMENT. In accordance with Bureau policies and
practicea the LDM agreee to provide and mairtasin safety equipment, personal
protective equipment, and devices that are reasonably neceasary to protect
Employees, and consistent with appliceble Federal lavs and government-wide
rulee or regulations.

Section 5. SHOKING: The present Dietrict Smoking policy will continue in
effect, pending the issuing of new GSA regulations. Following the issuance of

1a



guch regulations, the LDO and the Local will refer the matter to the LHMR
committee for discuesion, and, if appropriate, negotiate over the matter.

When an Employee ie under Doctor’s orders to vork in a smoke-free environment,
the LDQ will meke reasoneble efforts to accommodate the Employee.

ARTICLE 9
POSITION DESCRIPTIONS

Section 1. Each Employee vill be provided vith & poegition descriptien, and
any changes thereto. The LDO is responeible for insuring that positien

descriptiona contain an accurate statement of the grade controlling duties of
the position.

Section 2. V¥henever action iz proposed to modify or change an Employee’s
position deecription, the Employee vho vill be afforded an opportunity to
comment on the proposed position description or modification.

Section 3. Employees vho believe that their poeition description no longer
adequately reflecta their aessigned duties, clesaificestion series or grade are
encouraged to discugs the matter with their supervigor, and may prepare a
draft revision of their position description in eccordance with sppropriate
guidelines for ¥riting position descriptiona. After the LDO has reviewed the
proposal and made any necessary changes or revisionsa, the LDQ may, if
appropriate, forwvard it to the Stete Office for clasgification sction.

Section 4. When Employeeg believe that their job title, series or grade are
in error, and they are are not satiefied by LDQ efforte to remedy the
sltuation, they will be furnished, upon request, infaormation on statutory
appeal procedures set forth in applicable regulations.

ARTICLE 10
PERFORMANCE STANDARDS

Section 1. GENERAL POLICY: The LDO and the Local recognize the right and
obligation of the LDO to evaluate the performance of all Employees in
aecordance with S CFR 43, applicable Department snd Bureau regulations, and
thie article.
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Section 2. PERFORMANCE STANDARDS: The identification of job elements and the
eetebllahment of performance etandarde and levels of performence vill be done
by the LDO. Employpees may participate in the process of estsblishment of the
performance standards and levels of performance through eupervisory
diacuaslons or yritten comments. The performance elements and standardse will
be documented on the PIPR form, signed by the supervisor and offered to the
Employee for eignature, with a copy for the Employee. Performance elements
identified ag critical element=z will be zo noted. Further emendments may be
made during the rating year, end thoBe amendmente wil]l be noted with the
supervigors initiale end offered to the Employee for initialing.

Section 3. CHAKGES: The LDO mey modify PIPR’s during the course of the year.
If Employeee receive asasignmente during the course of the yeer that they would
like to have added to their PIPR, or which they feel would adveraely affect
their abllity to meet their PIPR standards, Employees may request in writing
such changes and modificetions.

Section 4. PERFORMANCE REVYIEW AND STANDARD APPLICATIOR

(a}) The evaluation given Employeea by their supervisor will be prepared in
accordance with the following:

1. The aupervisor will discuss the Employee’s job performance with
the Employee in private surroundings.

2. If the supervisor hae identified shortcomings in the Employee’'s
performance, the Employee will bhe notified vhen the prohlem ia perceived as
vell as at the 6 month or mid-point diecussion. The supervisor wlll suggest
vayse for the Employee to improve the quantity, quality end/or timeliness of
vork, and/or the Employee’s courtesy to the public, in order to more
satisfactorily perform the dutiee at expected levels.

3. The annuael performance evaluation vill be documented and a copy

praovided to the Employee.

{(b) If the Employee 13 digsatimfied with the performance evaluation, s/he
may request a PIPR Review Panel.

Section 5. The performance of temporary Employees vill be appraiged in
accordance with Bureau manual 1400-430 and thie contract. If e temporary
Employee disputes the rating, B/he will be informed of the available recouree.
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ARTICLE 11

- TRAINING

Section 1. GENERAL PROCEDURES: 1t is the Employee’s responeibility to
maintain proficiency in connection vith assigned duties. The efficiency

of operation and conduct of training and development mctivities for Employees
are the responsgibilities of the LDO. Wwhen a need 18 determined by the LDO,
training may involve such approachea as cross training, directed reading,
learning center usage, correapondence, on- the-job training, formal clagercom
training, and resident and non-resldent courses available in Government and
non-Government activities. The LDO vill conmeider the views presented in
vriting by the Local. Employeee are expected to take full advantage of
opportunities presented by the LDO to further their proficiency.

Section 2. ON-THE-JOB-TRAINING: If an Employee is aesigned to train an
Employee, the supervisor may, if necessary, provide additional help in the
pogition to compensate for the time epent training the Employee. If an
Employee’s vork felle behind due to training another Employee, the LDM may
provide help to bring the work up-to-date, modify the Employee’s PIPR to
reflect the nev level, or take other appropriate actions to asmgure that s
training aseignment does not reflect poorly on the overall work aseignment of
an Employee.

Section 3. AFTER HOUR TRAINING EXPENSES: Employeea share respongibility for
their ovn career development and are encouraged to take advantage of such
couraea on their ovn time. Requests for tuition reimbursement of such training
must be eubmitted 30 dsys prior to regiastration if the employee wants advance
tuition mesistence and will be approved or disapproved within aeven (7) daye of
registration wvhenever possible. Thie program is dependent on the availability
of funde, and the job-relatedneas of the courases.

Section 4. USE QF EQUIPMENT: The LDH agrees to make available to all
Employees enrolled in approved training coursee academic aids euch ae desk
calculators, or standard electric typewriters, if available within their work
areas, for uee on the premises of the LDO at mutually agreeable times during
the Empioyee’s non-duty haurs.

Section 5. TRAVEL TO TRAINING. When the LDM requiree an Employee to travel
cutside the regularly scheduled workveek, the Employee vill be paid in
accordance with vhatever overtime entitlement the Employee hes under 5 USC or
FLSA, as appropriate.
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ARTICLE 12
ACTIONS BASED OM UNACCEPTABLE PERFDRMANCE

Section 1. GENERAL PROCEDURES: In accordance with the appraisal syatem
required by 5 USC 4302, an Employee may be removed, or demoted for
unacceptable performance under S5 USC 4303, appropriate Departmentsl and Bureau
regulations, and this article. The LDD will give Employees a reassoneble time
to demongtrate acceptable performance before initiating any action under this
article.

Section 2. PROCEDURES:

(a) An Employee whoee removal or demotion, based on unacceptable
performance, 18 proposed by the LDO will receive & 30 days advance vritten
notice which informs the Employee:

{1) of the nature of the proposed action.

{2} of the specific instancea of unacceptable performance by the
employee on which the action ia based.

(3) of the critical elements of the Employee’s position involved in
each instance of unacceptehle performance.

{4) the time to reply

(5} that the Employee’'es performance vill be evaluated at the end of
the 30 daye notice;

{(6) that the Employee has the opportunity to be represented by a
stevard or other representative.

{7) that the Employee will have the right to prepare and present an

oral and/or vritten response, and will receive a vritten decigion with appeal
righta.

(b) If the evaluation at the end of the period ie unfavorable to the
Employee, the LDO will proceed to take approprieste action.

(c) The decision vill be concurred with by an official vho is in a higher
position than the official vho proposed snd decided the action.

Section 2. Any deciaion letter to en Employee, stating that action under
1¢(b} of this article will be tsken, will inform the Employee of the
opportunity to appesl the action to the Merit Systems Protection Board, or be

grieved under the negotisted grievance procedure of this Agreement, but not
both.
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ARTICLE 13
- DISCIPLINE

Section 1. GEKERAL: A diaciplinary action for the purposea of this Article
lg defined am a written werning, reprimand, or a suspension from employment
for fourteen (14) calendar days or lese that ie documented in the Official
Pergonnel Folder.

Section 2. PROCEDURES: If the LDO proposea to suspend an Employee for
fourteen (14} calendar daye or leses the folloving procedures shal}l apply:

{a) The LDO shall provide the Employee with advence vritten notice,
stating the remsona for the proposed action vith sufficient specificity so as
to enable the Employee to prepare a response.

(b} The Employee may resepond orally end/or in writing, including the
opportunity to furnisgh affidevits and/or other documentary evidence 1in aupport
of the reeponse. The Employee will be alloved a reasonable amount of time,
normally vorking 3 dayse, to prepsre a response. Extensiona of this time
period may be granted if requeeted in vriting by an Employee for demonatrated
and valid reason. The LDO vwill decide on a case-by-case basis depending on
the merits.

{c) The notice vill adviee the Employee cf the opportunity to be
represented, ag appropriste, by a stevard of the Local or by another
repregentative.

{d) The appropriate management official will issue a final written
decieion as scon as practicable, stating the speciiic reasona, including a
gtetement of the Employee’s entitlement to grieve as provided for inmn thie
Agreement. -

Section 3. Written Warnings and Letters of Keprimand will contain s statement
informing the Employee hov long it vwill be mainteined in the OPF, from six
montha to tvo years.

Section 4. Coplee of the notice of proposed action, the answer of the
Employee 1f written, a summary therecf 1f made orally, the notice of decisgicn
and reasong therefore, and any order affecting the reprimand or euaspeneion,
together with any supporting waterial, shall be maintained by the LDO and
shall be furnished to the Employee affected upon request. Copiea shall be
furnished to the Merit System Protection Board upon ite request.

Section 3. EXCLUSIONS: Thias Article doee not apply to Employees who are
serving a probationary or trial period under an initial appointment or vho are
in a temporaery sppointment limited to one (l) year or lees.
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ARTICLE 14
- ADVERSE ACTIONS

Section 1. GENERAL: The LDO and the Local agree that Adverse Actions
againat sll Employees will be in accordance with applicable rules, regulations
and thisg article, and will only be taken for such cause as will promote the
efficlency of the mservice.

{a) An adverae action for the purposea of this Article 1=
defined a\s:

(1) a removal;
(2) a suapension for more than fourteen (14) calendar days;

(3) a reduction in grade or pay where 5 USC 5362 and
3363 are not applicable;

{4) a furlough of thirty (30} calendar days or less.

(b} In addition to other satatutory and regulstory exclusions, this Article
does not apply to actions based on unacceptable performance which is covered
under 3 USC 4303.

Section 2. PROCEDURES: 1In all cases of edverze actions, an Employee iz
entitled to:

{a) At least thirty (30) calendar days advance ¥ritten notice of the
proposed action, unleas there is reassonable ceuse to believe the Employee has
committed 8 crime for which a sentence of iamprisonment may be imposed. This
notice shall state the reasong for the proposed action with sufficient
gpecificity eo ss to enable the Employee to prepare s response.

(b} At least seven (7} calendar days to respond orally asnd/or in writing,
including the opportunity to furnish sffidevits and other documentary evidence
in support of the response. Extenslons to thie time period may be granted if
requested in vriting by sn Employee or designated representative for
demongtrated and velid reason. Management vwill decide on a case-by-case basis
depending on the merita.

(c) Be aspisted by the Local in preparing a responge.

{d} Upon request, accees to coples of all the material relied on to
gupport the reasons in the advance notice of proposed sdverse action.

(e) A written declision and the specific resaone therefore, at the earliest
practicaeble date.

Section 3. APPEAL RIGHTS: An Employee againet vhom an adverse action is
taken under this Article 1s entitled to appeal to the Merit Systems Protection
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Board, or grieve under the negotiated grievance procedure of this Agreement,
but not both,

Section 4. Termination of Probationary Emplovees:

a. The Local snd the LDO recognize that the probationery period is en
extenaion of the examining procesa.

b. A proposed notice of termination containing the reasons for the action
vill be given to the employee. The Employee mey request a review of the
decision to terminate from the Dietrict Manager.

Section 5. Terminetion of temporary employees:

a. The provisiona of this section do not apply to terminations due tag
lack of work or funds.

b. Terminationg of temporary employees vwill be made for such cause am
¥ill promote the efficiency of the Service.

c. Hotice of termination will be provided to the employee in writing
and ¥v1ll contain the reasons for the action. The notice vill also inform the
employee of hig or her grievance righte.

ARTICLE 15
INCENTIYE AWARDS

Section 1. The goal of the Incentive Avards Program 1e to encourage Employees
to maximize their individual efforte in contributing to the mission of the
LDO. The LDO agrees to make available tc all Employees wvho seek it,
information vhich outlines the gosls and procedures of the Incentive Avardse
Program.

Section 2. The LMR committee will be the amvenue for the Local to review the
accompliahmenta of the Incentive Avards Program. The Local may offer
recommendations to improve consistency in the program, Employee awarenesg of
the program and Employee participation in the program.
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ARTICLE 16

BERIT SYSTEMS--PROMOTIOH AND DETAIL

Section 1. GENERAL POLICY: The Local and the LDO mutually agree that
promotion actionz vill be in accordance with the merit system principles of 5
USC 23 and implementing Departmental and Buresu regulations. All positions
vhich the LDO determines to fill by internal merit promotion procedures will
be anncunced in accordence with the appropriate rulea and regulations and w¥ill
be publicized within the LDO to ensure that all Employees have asufficient
opportunity to participate in the merit promotion plen.

Section 2. DETAILS: Details will normally be besed on LDO needs in the
interest of economy, efficlency, or effective employee utilization.

Section 3. TEMFORARY PROMOTIONS: Employees aegigned to higher graded
pogitions in the bargeining unit may be noncompetitively temporarily promoted
in accordance with BLM policy. Competitive procedureg vill be used for
agsignmente of more than 120 days.

Section 4. Hon-gelected Employees have the right to information regarding
eelection as defined in BLM Manual 1400-335, 1In grievaences alleging that non-
gelection for promotion resulted from an improperly ordered certificate, the
LDO will make available to the Local the aggrieved Employee’s qualifications
sheet and a manitized copy of the rating panel’s evaluation of all qualified
applicants. The LDM vwill make availeble te an arbitrator any sanitized SF-
171'a of a person certified to the poaition in queastion for vhich the LDH
receives permigsion to provide from the Employee originating the SF-171.
Non-gelection for promotion vhere proper promotion procedures have been
followed is not grounda for a grievance.

ARTICLE 16

EQUAL EMPLOYEE OPPORTUNITY

Section 1. The LDO and the Local, in fulfilling their resepective
respongibilitiens, subscribe fully to the principle of Equal Employment
Opportunity, ss stipulated in Section 717 of the Civil Rights Act of 1964 and
other lews, rules and reguletions governing Federal Ewployees, and, in the
adminigtration of thig Agreement shall not discriminete againgt any Employee
becauae of age, race, color, religion, sex, naticnal origin, mental or
phyeical handicap.
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Section 2. The LDO and the Locel agree that no article in this contract shall
be effective in a manner to preclude the LDO from satisfying its Federal Equal
Opportunity Recruitment Program responsibility as set forth in Section 310,
Public Lay 95-454 which calle for the use of external and internal applicant
poola to redresa the underrepresentation of minority groups and women. The
Local agrees to aseist the LDO in achieving the goals established for the
bargaining unit positions,

Section 3. The Local may nominate Employees for the LDO to conaider
appointing as EEQ Counselors.

Section 4. The Local snd the LDO may diecuss in the LMR Committee vays to
improve the quality of the EEQ program.

Section 5. SEXUAL HARASSMEKT: (a}) The Local and the LDO mutually
acknovledges that eexual harassment undermines the integrity of the vork place
and may not be condoned. Employees should have a vork environment free of
gexual harassment. Further, sexual haragsment 1s a prohibited personnel
practice when it results in discrimination for or against an employee on the
basis of conduct not related to performance, such as the teking or refusal to
take a personnel action, including promotion of employees vho submit to sexual
advance or refusal to promote employees vho resist or protest sexusl
overtures.

{b) Sexual haragswent vill be defined in the LDQ aa: Unvelcome sexual
advances, requests for sexual favors, and other verbal or physlcal conduct of a
sexual nsture congtitute sexual haragament wvhen:

l. submigsion to guch conduct is made either explicitly or implicitly
a term or condition of an individual’s employment;

2. submieesion to or rejection of such conduct by an individual is used
ag the bmgie for employment decisions affecting =such individuel; or

3. such conduct has the purpoae or effect of unreasonably interfering
vith an individual’g vork performance or creating an intimidating,
hostile, or offensive working environment.

{c) If an individual believes he/she has a problem of sexusl harassment,
the Equal Employment Opportunity complaint proceseg or the appropriate
grievance or appeal process can be folloved. The affected individual may
contact either the EEO Officer or a Personnel Asaistant for further
information,
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ARTICLE 18

- EMPLOYEE ASSISTANCE

Section 1. The LDO and the Local mutually recognize the benefits of the
Employee Aseilstance Program.

Section 2. The Local v¥ill support the Employee Asslatance Program and
actively encourage Employees vho sre known to be troubled vith aslcoholism,

or drug abuge problems affecting job performence and efficiency to eeek
sgsigtance through the program,

Section 3. Employeea having an ilinesa or other problems relating to the use
of slcohol or druga will receive the same consideration and offer of
agelstance that 1s extended to Employees having any other illnesa. In
addition, they vill receive the specific aervices and aesimstance vhich this
program may provide.

Section 4. Employeee vho suspect that they may have alcohol or drug problema
are encouraged by the Locsl and the LD0O to voluntarily seek couneeling.

Section 5. All expenses incurred in the program for the direct benefit of an
Employee will be borne by that Employee, except any expensee resulting from
the diagnostic couneeling procese that may be paid by the program.

Section &. Employees undergoing an acceptable preecribed program of treatment
¥ill be granted sick lesve, annual leave, or leave without pay or any
combination thereof in accordance vith appropriete regulations.

ARTICLE 19

HOURS OF WORK

Pending the determination on the LDO’s allegation of non-negotiability with
reference to the Local’s Section 3 relating to Alternate Work Schedules,

both parties mutually agree to delay further negotiations on all their
proposale in this Article. When a decieion ia rendered on the LDO’s
sllegation, the partieg agree to meet at a mutually agreeable time to conglude
negotiations on all proposals in thie article.
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ARTICLE 20

LEAVE
Section 1. Annual leave; sick leave; maternity end paternity leave, military
leave; adminietrative leave; holidey leave; leave vithout pay; court leave;
and compensatory time vill be granted, and/or earned in accordance with
applicable stetutes and regulations - i.e., FPH 630 and implementing
Departmental (370 DM 630) and Bureau (1400-630) regulationa.

Section 2: Annual Leave; Annual Leave is provided to allov each Employee an
annual vacation period, and to provide for periods of absence for personal and
emergency reasona. Supervisors will not denied or cenceled leave for
arbitrary or capricious reasons.

Section 3: Maternity and Paternity Leave;

a. Employees vho are pregnant will be alloved to work as long as they
and their doctors feel it 18 vise prior to delivery. By the middle of the
gecond trimester, the LDO will be provided vith a signed doctor’as statewment
outlining any restrictions that may be placed on the Employee, and a request
for gick leave for the expected period of incapacitation. Sick leave may be
uged for physical examinations and the period of incapacitation. Annual leave
or Leave Without Pay may be used by the Employee for & period of adjustwent or
making arrangemente for child care.

b. Following maternity leave an Employee vill be assured continued
employment in her position or & position of _ike status and pay provided the
Employee’s termination was not required by expiration of appointment, RIF,
Cauge, or other reasons not related to maternity. Employees who do not wigh
to return to vork vill advise the LDO of their plans prior to incapacitation.

c. Annual leave or Leave Without Pay may be requested for Paternity
purposes. Paternity leave will be requested at least 3 monthse in advance.

Section 4: Military Leave; Career Employees vho are members of the Hational
Guard or Reserves may request 15 calendar days each calendar year for active
duty or training, provided the Employee wvould othervise be in a pay statua.
Military absences vhich are not chargeable to militery leave can be charged to
Annual Leave or Leave Without Pay.

Section 5: Court Leave; Employeea, who would othervise be in a pay status,
and vho are properly summoned by a court to serve as a juror, may be granted
court leave of abeence with pay for the entire period. Employees shall return
to vork if diemissed for a day or a part of a day that vould allow for 2 hours
of work., Jury fees ghall be collected and forvarded to the DSC. The Employee
can keep any exceas of the jury fees over the amount of compensation due.
Employees called as witnesses in their official capacity or on behalf of the
Federal, State or Local government or vhen the Federal, State or Local
government is a party to the court action shall be on official time.
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ARTICLE 21

- CONTRACTING OUT GF WORK

Section 1. The LDO and the Local sgree that the LDO has the right under 5 USC
7106 to determine how vark may be done to accomplish the mission of the
agency., The LDO will follov the appropriate lsws, ruleg and requlations when
making decisions on contracting out.

Section 2. The LDO will inform the Dietrict Lead Steward when the LDO
determines that it will contract out activitiee which vwill cause the
separation of a current Full Time Permanent Employee or advergely affect the
grade and pay of a current Full Time Permanent Employee.

Section 3. The LDD will inform the Local vhen the LDO leerns that s function
ie acheduled for an A-76 reviev. The Local vill inform the LDO if it is
notified through the NFFE consultation process that s function is scheduled
for an A-76 reviev. Contracting mey be further diacussed in the LHR
committee. The Local is encouraged to submit recommendations as to the moat
efficient and effective organization for the function under review within the
time frame of the management study.

Section 4. The Local vwill be given a copy of the performance work statement
vhen an Invitetion for Bid or Request for Proposale is isesued to the LDOD for
posting, or a@ Boon ag posaible thereafter. The LDQ will aleo inform the
Local of how Employees will be affected and what the LDO may do to minimize
the adverse effects on Employees.

Seection 5. These matters may be further discussed in the LMR committee and/or
referred to negotiatione es appropriete.

ARTICLE 22

REDUCTION IN FORCE AND OQUTPLACEMENT

Section 1. GENERAL IMNFORMATIOM: The decision to conduct a reduction-in-
force (RIF) ia a management right under 5 _USC 7106(a). The implementation of
a RIF will be administered by the LDO in accordance with appropriate
regulations. Recognizing the LDO’s and the Local’a mutual interest in
protecting Employees and the Local’s interest in representing Employees, the
Local will be afforded the opportunity te request negotistions on appropriate
arrangementg for Employees adversely affected.
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Section 2. NOTIFICATIOH PROCEDURES. The LDO will notify the District Lead
Stevard of a proposed RIF prior toc notifying the employees.

Section 3. CONSULTATION: Recognizing that RIF 18 s stresaful gltuation for
all parties involved, the LHR committee is recognized ae the principle medium
for pagsage of information from the LDO the Local, and Employees. Information
concerning vhere the LD0’s budget may not support positions, vhat positions
may be targeted for RIF, what efforts can be made to agsist Employees who may
be effected, verifying that employees gquestions concerning proper
interpretation of the regulations have been enavered, and vhat outplacement
efforte are in progrese are examples of topice which may be discuesed 1in the
LMR Cammittee. The LMR committee will reviev retention registers upon the
igsuing of RIF notices.

Section 4. AYAILABILITY OF RIF DOCUMEHTS: Retention registera and other RIF

documente will be made avallable to the affected Employeei(e@) and hia/her Local
representative.

Section 5. OUTPLACEMENT. In the event of a RIF, vhere Employees are
aeparated, the LDO will implement an outplecement program. The primary aim of
thig program will be to find a position in the Federal Service for each
affected Employee commensurate ¥ith that Employee’s skills and experience.

The LDO and the Local will jointly encourage each Employee to see that his/her
SF-171 ie up to date 8s soon as a RIF i1s announced, and aaeist them in doing
go. SF-171’es will be usmed to match Employees with vacancles. Employees
poeseasing skilles in more than one area vill deeignate those job arees in
vhich they wigh to be matched for consideration for vacencies. This section
applies only to career or career-conditionasl Employees.

ARTICLE 23
YOLUNTEERS

Section 1: Recognizing that America is a nation of volunteers, and that it is
in the mutual intereat of the LDO and the Local to encourage Americans to take
a personal interest in their Public Landa, the LDD and the Local agree to
encourage Employees to encourage citizens with vhom they are involved on a
voluntary basis to include the Public Lande in their voluntary activities.

Section 2: The LDO and the Local mutuaslly recognize that vhen velunteers are
uged in a manner inconsistent with the intent of the governing lav and
regulationa, the conditions of employment for Employees can be adversely
affected. For this reesson, the LDO and the Local agree to express their
concerng over the operstion of the program in the LER Committee. Employees
¥ill not be required to perform in the Yolunteer Program without compensation.

e}l



ARTICLE 23
- PER DIEM AND COMPENSATORY TIME

Section 1. Per Diem: Under normel conditions, Management will try to plan
trip msssignments far enough in advance so that if the employee needa a per
diem advance, sufficient time will be aveilable to requeat and receive the
advance from the DSC. If an employee 1ls not notified of travel in time to
receive an advance from the DSC, an advance of mppropriate funds will be
alloved from Imprest Funds not ta exceed the Imprest Fund limit and
avallability of funds.

Section 2. Compensatory Time: Employees may be granted compensatory time off
in lieu of overtime paymente if they are not covered by the Feir Laber
Standarde Act, or 1if they are covered by the Act and their entitlement under
Title 5 ie as great as the entitlement under the Act. For a Non-Exempt
Employee to receive compensatory time off in lieu of overtime payments the
Employee muet request it.

ARTICLE 25
USE OF OFFICIAL FACILITIES AND SERVICES

Section 1. SPACE: The LDH agrees to allov the Local the use of the District
Office conference rocom and the coffee room, or like space, for Local meetinge
after hours sc long as these facilities are available in the office and
cleaned up ufter use. On a case by cese basis space may be made available to
stevarda for holding private confidential conversatione, so long ese 1t does
not interfere or disrupt office routine.

Section 2. ITHTERNAL MAIL SERVICES: The Local may present to the meilroom
mail addressed to the LDO.

Section 3. BULLETIN BOARD. The Local will be permitted the use of a 2’ by 4’
gpace on the bulletin board located in the coffee room for the poeting of
Local notices and literature. A similar space v¥ill be made availlsble in the
Klamath Falls Resource Area. All material displayed will be in good taste,
and contain no personal attacka. The Local will meintain the bulletin board

in a timely feshion, assuring that out-of-date notices and literature are
removed.

Section 4. EQUIPMENT: The Local may, vwith prior approval, use after hours
office equipment normally available to the employee using them. The Local may
uege photo-copy machines which are evailable for common official uge by
Employees; the Local will provide the paper for their copy neede. The
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Diptrict Leed Steward will be aslloved use of the WATTS line, as available, to
contact the Federal Labor Relationa Authority, the Federal Mediation and
Concilistion Service, the Federal Services Impasse Panel, the Office of
Pergonnel Managemerd, and the Oregon State Office, BLM. As avallable, the LDO
vill allov the Local the uee of one two draver file cabinet, lockable if
poesible, or eguivelent, and the space for i-.

Section 5. COPIES OF THIS AGREEMERT: The LDO vill provide one copy of this
agreement to the Local. One copy of the egreement vill be maintained in each
Resource Area or Division in B conspicuoues location by the LDO.

Section 6. POLICIES AND REGULATIONS: The basic rules and regulations
covering Employees vhich are on hend in the LDO will be made evaeilable to
repregentatives of the Local. The Local vill make every effort to amvoid
disrupting normal vork procesees vhen using this material.

Section 7. LIST OF ENPLOYEES: The LDM agreea to furnish to the Local an up-
to-date list of Employees in the Unit shoving names, poeitions, title, and
official duty station, vwhen we distribute e similar liet to the Employees.

ARTICLE 26
YOLUNTARY ALLOTHMENT OF UNION DUES

Section 1. PROCEDURES: The BLNM shall continue to deduct Union duee from the
pay of employees in the bargaining unit, subject to the folloving provisions:

(a) The Local agreee to procure SF-1:87’a, "Request and Authorization for
Yoluntery Allotment of Compensation for Payment of Employee Orgenization
Dues, ® and furnish them to eligible members desiring to authorize an allotment
for withholding of dues from their pay.

{b} The President or other authorized officer of the Local will certify on
each SF-1187 that the employee is & member in good standing in the Local,
insert the amount to be withheld, and submit completed SF-1187's to the
payroll servicing officer of the BLHN.

{c} The Preeident or other authorized officer of the Local ehall notify
the payroll servicing officer of the BLM vhen the Locel's duee structure
changes. The change will normelly be effected at the beginning of the first
full pay period after receipt of such notice. Such a change may be effected
no more than once in a twelve (12} month period.

(d} Allotments will normally be effective at the beginning of the first
full pay period after receipt of SF-1187’'s by the payroll servicing officer.
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(e} The Local will promptly notify the payroll servicing officer in
¥riting vhen a member of the Local is expelled.

{f} The BLM agrees to have the payroll eervicing officer prepare a bi-
veekly remittance check at the clope of each pay pericd for which
deductione are made and forvard it to the office designated by the Local. The
check will be for the total amount of dues withheld for that pay pericd.

(g} The President will immediately notify the appropriate payroll
gervicing officer in vriting of any change in the name and/or address of the
payee.

th}) The BLM will submit with the remittance check a listing of the
employeee from vhom deductione were withheld, end the amounts withheld. The
Local v¥ill promptly notify the Employer of any due allotments that should be
stopped because the employee is no longer in the bargaining unit.

(i} A member may volunterily revoke an allotment for the payment of dues
by filling out an SF-1188, "Revocation of Voluntary Authorization for
Allotment of Compenmation for Payment of Employee Organization Duem, " and
submitting it directly to the payroll servicing cfficer. After receipt of
such notice by the payroll servicing officer, revocation will become effective
ag of the firat full pay period felloving the anniversery date of the
employee’s original authorization. The payroll servicing officer shall
provide the Local sppropriate notification of the revocation.
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