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PREAMBLE 

This contract constitutes total Agreement by and between the Department of the 
Interior, Bureau of Land Management, Lakeview District Office, hereinafter 
referred to as the LOO, and Local 642 of the National Federation of Federal 
Employees, hereinafter referred to as the Local, for the employees of the the 
Lakeview District, hereinafter referred to aa the Employees. Should, after 
review and approval in accordance with 5 USC 7114 (cl, any part of this 
agree• ent be found by FLRA or Court decision to be in violation of the Lav, 
the remaining portions of the contract will stay in effect. 

ARTICLE 1 

RECOGNITION AND UNIT DESIGNATION 

Section 1. RECOGNITION. The LOO, whose designated office head is the 
District Manager, hereinafter referred to as the LD", recognizes that the 
Local is the exclusive representative of all employees in the bargaining unit 
described in Section 2 below. 

Section 2. BARGAINING UNIT, Thie agreeaent is applicable to the bargaining 
unit consisting of all professional and non-professional employees of the 
Bureau of Land Management, Lakeview District Office, including temporary or 
seasonal employees, but excluding aanageMent offici~le; supervisors; and 
employees described in 5 USC 7112 (bl (2), (3), <4> , (6) and (7). 

ARTICLE 2 

NANAGE"ENT RIGHTS 

Section 1, GOVERN"ENT REGULATIONS: In the ·administration of all matters 
covered by this agree•ent, the LDO the Local and the Employees are governed by 
existing or future laws or regulations of appropriate authorities, to the 
extent not prohibited by 5 USC 7116 (al <7). 
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Section 2. KAHAGEKENT RIGHTS: The LDO retains the right, 

<al to determine the mission, budget, organization, number of employees, 
and internal secur.Uy practices of the agency; and 

(b l in accordance with applicable laws, 

1. to hire, aaaign, direct, layoff, and retain employees in the 
LOO, or to suspend, remove, reduce in grade or pay, or take other 
disciplinary action against such employees; 

2, to assign work, to •ake deter~inations with respect to 
contracting out, and to determine the peraonnel by which agency operations 
shall be conducted; 

3. with respect to filling positions, to make selections for 
appointments from: 

i. among properly ranked and certified candidates for 
pro•otions; or 

ii. any other appropriate source; and 

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

Section 3: At the election of the agency, the LOO and the Local may negotiate 
to determine the numbers, types, and grades of employees or positions assigned 
to any organizational subdivision, work project, or tour of duty, or on the 
technology, methods, and means of performing work. 

Section 4. FUTURE AGREENENTS. The require• ents of this article shall apply 
to all future agreements under this Agree• ent between the LDK and the Local , 

ARTICLE 3 

ENPLOYEE RIGHTS AND RESPONSIBILITIES 

Section 1. Each Employee shall have the right to form, join or assist any 
labor organization, or ~o refrain from any such activity, freely and without 
fear of penalty or reprisal, and each Emp!oyee shall be protected in the 
exercise of such right. Except as otherwise provided, such right includes the 
right: 

(al To act for the Local in the capacity of a representative and the 
right, in that capacity, to present the views o~ the Local to heads of 
agencies and other officials of the Executive Branch of OovernMent, the 
Congress, or other appropriate authorities. 
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(b) To engage in collective bargaini ng with respect to conditions of 
employment through representatives chosen by Employees. 

<c> To invest their personal time end money, donate to charity, and 
participate in similar types of activities freely and without coercion. 

(dl Nothing in this agreement shall require an Employee to become or 
remain a member of a labor organization or to pay money to the organization 
except pursuant to a voluntary written authorization by a member for the 
payment of dues through payroll deduction. 

Section 2, An Employee has the right to bring matters of a personal concern 
directly to the attention of his im� ediate supervisor or other appropriate 
officials of the LDO, without involving the local. When an Employee raises a 
matter of personal concern, due consideration will be given to the matter. 

Section 3. Each Employee has the right to have the LDO and the Local apply 
all provisions of this agreement fairly and equitably to all Employees without 
regard to race, color, religion, sex, age, � arital status, national origin, 
physical or mental handicap, or labor organization Membership as prescribed in 
existing regulations. 

Section 4. Employees are responsible for the work assigned the• by their 
supervisors. 

Section 5. Employee Orientation; All new E� ployees will be informed by the 
LDO that they are members of a bargaining unit and that Local 642 of the 
National Federation of Federal Employees is the exclusive bargaining agent. 
If provided by the Local, the LDO will include a copy of the contract and a 
list of the Local officers and stewards in all orie~tation packets. 

Section 6. In the event an employee is subject to physical threat or 
violence, it will be immediately brought to the attention of the supervisor. 
If, in the opinion of the Employee and/or supervisor, the assault and/or 
threat is sufficiently severe, the proper law enforcement officials may be 
notified. 

Section 7. Temporary E� ployees will be informed of the Bureau's authority for 
non-competitive rehire as authorized by OPN et the time of their orientation 
when entering on duty. . 

6 



ARTICLE 4 

RIGMTS AND RESPONSIBILITIES OF THE LOCAL 

Section 1. RECOGNITION 

Cal The LOO recognizes the Local and its duly elected officers as the 
exclusive representative of the bargaining unit members. 

<bl The LOK recognizes the duly elected Employee officers of the Local. 
The Local shell provide to the LOK a list of names and titles of such officers 
on an annual basis. In addition, the Local shall maintain a up to date copy 
of this list posted on the Locel's bulletin board area. 

<cl The LOO will recognize a District Leed Steward selected by the 
Local. This steward is recognized as the official spokesperson with authority 
to act on behalf of the Local in formal discussions, grievances, •Weingarten 
right• matters, and es the foraal contact point point for changes in working 
conditions. The Local shall provide to the LDO, post, and update the name of 
the District Chief Steward. 

(dl The LOO will recognize two stewards selected by the Local. These 
stewards are recognized es official spokespersons with authority to act on 
behalf of the Local in formal discussions, grievances, and •Weingarten right• 
matters. The Local shell provide to the LOO, poet, and update the neffles of 
the stewards end the organizational units they represent. 

Ce) The LOK will recognize representative of the NFFE only if the LOO is 
provided 5 days notice of any visit by a NFFE national representative. Upon 
such notice, NFFE national representatives may represent Employees and 
participate in meetings between the LON and the Local. Under no circumstances 
shall these visits interfere with LON operations and work. All Bargaining 
Unit members involved in these visits during work hours shall be on annual 
leave unless explicitly allowed for in Section 5. 

Section 2. REPRESENTATION: 

<al The LOK will afford the Local the opportunity to be represented at 
formal discussions between one or more representatives of the LON and one or 
more Employees in the unit or their representatives when the topic of the 
discussion is a for• al grievance or any personnel policy or practices or other 
general condition of employment, except when the discussions are conducted 
pursuant to Title VII of the 1964 Civil Rights Act, as amended and related 
statutes. The Local!s representative will be allowed to ask questions, and 
present the views of the Local on the iss~e -at hand, but shall not dominate or 
otherwise interfere with managements conduct of the meeting. 

(b ) Not withstanding <a> above, the LOK will not accept responsibility 
for notifying the Local of grievance meeting's that the LON does not initiate 
or other meetings such as Organizational Oevelop~ent •eetings. 
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<c> If, during an examination of an Employee in the unit by a 
representative of the LD" in the course of an investigation, the Employee 
reasonably believes that the exa~ination could result in disciplinary action 
against that Emplo)l'Pe, and the Employee requests representation by the Local 
during the meeting in accordance with 5 USC 7114(a)(2)(8); the LDN will 
terminate or suspend the meeting, and, if the meeting continued, arrange for 
the presence of the first available steward. The Local's representative will 
be allowed to ask qu~stions and state the views of the Local on the issue at 
hand, but will not dictate answers or otherwise interfere with the conduct of 
the investigation. 

Section 3. STEWARDS: 

(al It is agreed by the LOO and the Local that their common interests will 
be best served by developing a climate of mutual respect and good working 
relationships within the ranks of their respective representatives. 

Cb) The steward will function as the representative of the Employees in 
his/her representational area for labor manage•ent ~atters, and shall be 
selected from the employees in that area. ENployee Local officers are 
permitted to perfor• steward duties, only if a steward is unavailable. 

Section 4. RESPONSIBILITIES: Internal union business, such as, soliciting 
membership, collecting dues, campaigning and electing officers, posting and 
distributing literature, and union • eetings will be conducted in non-work 
areas during non-duty hours of the Efflployees involved. For this purpose, 
lunch is considered non-duty time. 

Section S. USE OF TIKE FOR LABOR KANAGENENT RELATIONS: 

(al To the extent to which the Local's representatives from the 
bargaining unit do not exceed the number of the LON representatives, Local 
representatives will be allowed official time to meet with LDK representatives 
for negotiations of a collective bargaining agreement, and to attend impasse 
proceedings in accordance -with federal regulations. The official time shall 
be limited to the time the E~ployee otherwise vould be in a duty status. No 
overtime will be paid for any such activities under this article. 

(bl When the Federal Labor Relations Authority <FLRA> determines that 
Local representatives fro• the bargaining unit must appear before the FLRA on 
matters concerning the LDO, they will be authorized official time during the 
time the Employee otherwise would be· in a duty status. No overtime will be 
paid for any such activities under this article. 

<c> A reasonable amount of off'icial ti,ne may be granted for Employees to 
accomplish the following. No overtime vill be paid for any such activities 
under this article. 

1. Stewards, elected officials of the Local and other 
representatives appointed by the Local to represent the Local on committees 
established by the LDN and to which the Local is invited to 
send a representative(sl. 
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2. For a steward and/or Employee to present a grievance at Steps 1, 
and 2 of the grievance procedure. 

3. For grievant, a steward functioning as a representative, and 
Employee<s> serving as witness in an arbitration. 

4. For an appellant, steward functioning as a representative, and 
Employee<s> serving as a witness in a statutory appeal. 

5 . For a steward or elected official assigned in the district to 
represent the Local at non-grievance meetings under 5 USC 7114<a><2><A>. 

6 . For a steward to act as representative of the Local in 
examinations pursuant to 5 USC 7114 (al(2l(Bl. 

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

(dl Up to 72 hou~s of official time may be granted each fiscal year for 
Employees to accomplish the following. No overtime will be paid for any such 
activities under this article, For the first year of this contract, an 
additional 58 hours, not subject to accumulation, will be available. 

1. For Employees who are stewards or elected officials of the Local 
to be excused from duty, workload permitting, to attend training approved by 
the LDM in the annual training plan which is designed to advise 
representatives on matter relating to their representational duties within the 
scope of the 5 USC 71, and is of mutual benefit to the LDO and Local. The LOO 
will not pay course fees and any other costs incidental to this training. The 
Local will submit an agenda of the proposed t r aining normally at least six 
weeks in advance so that the LOO can determine whether such training consists 
of matters which are of mutual benefit. 

2. For a steward to investigate a grievance by reviewing relevant 
documents or interrogating witnesses and managers, and to prepare 
presentations for grievance meetings. 

3. For a steward to serve as a silent observer at a grievance 
meeting when an employee<sl chooses to represent him/herself, if the stewards 
chooses to be present. 

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

Unused portions of thia time may be accumulated up to a ceiling of 120 hours . 
At the end of each fiscal year, a review of the total time used will be made. 
SOY. of the time not used may be carried o~e~ i nto the next fiscal year, up to 
the ceiling limit. 

(el Reasonable time will be that minimum time, consistent with LOM 
needs, available to efficiently accomplish the task. 

(fl The Local and the LDM mutually agree that the efficient use of 
official time for labor management relations activities is in the best 
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interest of both parties. Local stewards and officers and other Employees 
engaged in authorized labor management relations activities will confine their 
activities to only the business for which their temporary absence from duties 
was authorized. Thay will return to normal duties immediately upon completion 
of labor manage~ent relations activities. 

(gl For the mutual benefit of the LDM and the Local, all stewards and 
officers and other Employees requiring time away from their normal duties for 
authorized labor management relations activi t ies will request such time in 
advance from their immediate supervisor; or in their absence, the District 
Manager or designee. Upon request by stewards and officers and other 
Employees and approval by the immediate supervisor or designee, the immediate 
supervisor or designee will request approval from the immediate supervisor or 
designee of the steward or officer or Employee to be contacted . Such 
approvals will be granted subject to the requirements of work/ job 
accomplishments, as determined by the supervi sors or designees. Denial of 
either such requests will be based solely on workload considerations and will 
include an alternate scheduled time within five (5) work days. In order to 
maintain a record of the use of official time used in labor management 
relations, stewards ang officers and Employees requesting and receiving 
approval for time away fro~ normal duties for labor management relations 
activities will complete the Authorized Absence Prom Duty Form <see Appendix 
ll . 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 user. 

ARTICLE 5 

GRIEVANCE PROCEDURE 

Section 1. COMMON GOALS: Both the LON and the Local strongly endorse the 
concept that individual grievance~ should be resolved fairly and at the 
earliest possible step in the grievance procedure. In order to achieve this 
end, the following procedure is established as the sole procedure available 
for the processing of matters covered by this grievance procedure for 
Employees, the LO" and the Local. 

Section 2. LOCAL REPRESENTATIONAL RIGHTS: 

<al Consonant ~ith the Local's responsibility to represent all 
Employees, it will be the responsibility qf the Local to counsel Employees in 
a fair and objective manner as to the validity of potential grievances, 
whether the grievance is warranted and whether the relief sought is believed 
by the Local to be legal, feasible and appropriate. The Local will make every 
effort to discourage grievances of a frivolous or capricious nature, and has 
no obligation to represent an Employee whose grievance is without merit. 
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(bl In order to accomplish the objectives of the grievance procedure, 
the Local shall be afforded the opportunity to be present at any meeting under 
this grievance procedure. Only the Local may represent an EmployeeCs> in this 
procedure. However. any Employee(sl may personally present a grievance and 
have it adjusted. 

Section 3. SCOPE: 

<al A grievance will be accepted from: 

1. Any Employee or the Local concerning any matter related to the 
employment of the Employee(s). 

2. Any Employee, group of Employees, the Local or the LDM 
concerning; 

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

b. a claimed violation, misinterpretation, or misapplication of 
any law, rule or regulation affecting conditions of employment. 

(bl A grievance will be in writing and shall contain a request for the 
personal relief of the grievant(s>. Personal relief means a remedy subject to 
the control of the LDM appropriate to the matter being grieved, benefiting the 
grievant<sl, and may not include a request for disciplinary or any other 
action affecting another employee or manager . The exceptions to this 
grievance procedure are as follows: 

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 (5 USC 7121); 

3. Suspensions or removals for national security reasons under 5 
USC 7532; 

4. The process of examination, certification or appointment 
<5 use 33�1>; 

5 . The classification of any position which does not result in the 
reduction in grade or pay of an Employee <5 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 funds, or for 
lack of work . 

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

8 . Honadoption of a suggestion or disapproval of a quality 
increase, performance award or other kind of honorary or discretionary award; 
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9. A decision which is appealable to the "erit System Protection 
Board, except for such matters as those covered by Section 4 of this article. 

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

11 . The termination of a probationer. CS CFR 315). 

12. The content and application of performance appraisals. 

Section 4. STATUTORY APPEALS: An aggrieved Employee affected by a prohibited 
personnel action <5 USC 2302(bl(lll, unacceptable performance (5 USC 4303), or 
adverse action <5 USC 7512) may raise the issue under this negotiated 
grievance procedure or the statutory procedures outlined below, but not both. 

(al "atters relating to prohibited personnel practices may be processed, 
at the Employee's dis cretion, through the EEO statutory appeal procedure or 
under this negotiated grievance procedure. The Employee will enter the 
grievance procedure at the first step grievance stage or the Employee may 
e nter the EEO complaint procedure at the informal counseling procedure stage. 
This does not preclude an Employee from discussing with an EEO Counselor or 
steward the available options before entering either process. 

(b) Natters relating to unacceptable performance or adverse action may 
be processed, at the Employee's discretion, through appeal to the NSPB within 
the Boards 20 day time limit, or under this negotiated grievance procedure, 
within 15 days of the notice of such action from the State Director. The 
grievant shall enter the grievance procedure at the request for •arbitration• 
stage. 

Section 5. PROCEDURES: The following procedures are establis hed for the prompt 
and orderly resolution of grievances. The Employee<s>, Local or LDN will prom­
ptly initiate any grievances, no later than 14 days from the occurrence of the 
matter out of which the grievance arose, or the time the party became aware or 
should reasonably have become aware of being aggrieved. For continuing prac­
tices, the party may grieve anytime during the life of the practice. During all 
meetings scheduled under this article, all participants will deport themselves 
respectfully towards all other participants, listening attentively to opposing 
views. All •days• referred to in this article are calendar days, excluding 
Federal holidays. All time limits may be extended by mutual agreement of the 
Local and LON. The initiator of a grievance may terminate it by written notifi­
cation to the other party unless the Local and the LD" mutually agree to pro­
ceed. Failure of the initiating party to comply with any time limit shall 
constitute grounds fpr denying or terminating the grievance. Failure by the 
respondent to respond within any time limtt •will allow the grievant to proceed 
to the next level. No new issues will be raised by either the Local or Em­
ployees after the second step has been initiated. If similar grievances are 
presented at approximately the same time, they may be treated as a group griev­
ance. No precedent will be established by any settleMent made or offered in the 
first step of this grievance procedure. The official record of the grievance 
will be the written record; oral representations will be used to explain and 
supplement the record, but will not expand or add to the grievance. 
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(a) First Step Grievance: An Employee(a) alleging a grievance as 
specified in Section 3 above, shall initiate the grievance by timely 
presenting the matwr and the relief sought. The presentation will be oral 
and written; and to the First Level Supervisor. The supervisor will give full 
consideration to all available facts, consult with any other personnel who may 
be able to assist in resolving the matter and shall respond orally and in 
writing within 14 days with a decision to the Employee<s> and any Local 
Representative, if designated. The decision will include its rationale and 
any alternate solutions offered. This decision will indicate the grievants 
option to proceed to the second step of the grievance procedure, if 
dissatisfied with the first step decision. Ho new issues may be raised by 
the grievant after beginning the grievance. 

<bl Second Step Grievance: If the Employee is dissatisfied with the 
solution proposed at the first step, the grievant may, within 14 days of receipt 
of the first step decision, present the grievance in writing to the District 
Manager, who will assign the grievance to a Supervisor in the district, other 
than the supervisor who received the grievance in the first step. The second 
step grievance shall i~clude all known and relevant information and specify 
the provisions of the agreement or law, rule or regulation alleged to have 
been violated, the result of the first step settlement atte~pts and the relief 
sought. The supervisor or designee may interview any personnel who have 
relevant information. The supervisor will issue a written response to the 
grievance within 14 days of the formal presentation of the grievance. The 
written response will include rationale and any alternate solutions offered. 
The decision will indicate the grievant's option to proceed to the third step 
of the grievance procedure, if dissatisfied with the second step decision. A 
grievance by the Local will be initially filed at this step of the grievance 
process. Management will have 28 days to respond to a Local grievance first 
filed at this step. 

(cl Third Step Grievance Procedure: If dissatisfied with the decision 
reached in step two, the Employee or the Local may, within 14 days refer the 
grievance to the District Manager. The District Manager will review the case. 
A decision will be rendered in writing to the Employee or Local within 28 days 
of receipt of the written grievance. This reply shall contain the reasons 
used to substantiate the decisioff. 

(dl Management Grievance: If the LOO lS dissatisfied with some matter 
within the scope of the grievance procedure, it may initiate a complaint by 
stating the matter at issue and any relief requested in writing to the Local 
President, A aeeting vill be scheduled at the earliest mutually agreeable 
time, but no latter then 14 days from the request, between an equal number of 
representatives of the Local and LOO. The Local President will render a 
decision on the grievance within 14 days of the meeting. If the LOO is not 
satisfied with the decision, within 14 days the LOO may request a review of the 
decision in writing, giving the basis for _its requesting that review. The 
President of the Local shall respond to that request within 28 days of receipt 
of the request . No new issues may be raised by the LDM after beginning the 
grievance. 

Section 6. RIGHT TO ARBITRATION: If the decision on a grievance processed 
under the negotiated grievance procedure is not satisfactory, the Local or the 
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LON either as grievant or as representative of the Employee<s>, may refer the 
issue to arbitration within 14 days of the final decision of the respondent. 
The request to refer an issue to arbitration must be in writing, signed by the 
President of the L~al or designee; or the District 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 
an arbitrator. If the parties are unable to agree upon an arbitrator, they 
shall immediately request the rederal Mediation and Conciliation Service to 
submit a list of 7 impartial persons qualified to act as arbitrators. A brief 
statement of the nature of the issues in dispute will accompany the request to 
enable the Service to submit the names of arbitrators 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 listed persons, the LON and the Local will each strike one Cl) 
arbitrator's name from the list of seven (7) and shall repeat this procedure 
until only one <l> name remains. The remaining name shall be the only and 
duly selected arbitrator. A flip of a coin called by the Local will determine 
who shall strike the first name. 

Section 8 . . FEES AND EXPENSES: Each party shall bear the expense of preparing 
and presenting its own case. The arbitrator's fees and expenses shall be 
shared equally by the parties, except for the first arbitration during the 
life of this contract, the fees shall be borne 25X by the Local and 75X by the 
LOO. The cost of a transcript shall be borne by the party or parties 
requesting one. 

Section 9. ARBITRATION PROCESS: 

(al The process to be utilized by the arbitrator may be one of the 
following: 

1. A •stipulation of facts to the arbitrator• can be used when both 
parties agree to the facts of the issue and a hearing would serve no purpose. 
In this case, all facts, data, documentation, etc . , are jointly submitted to 
the arbitrator with a request for a decision based upon the facts presented. 

2. An •arbitrator inquiry• can be used when a formal hearing would 
serve no purpose. In this case, the arbitrator would make such inquiries as 
he or she dee~ed necessary (e.g., inspecting work sites, taking statements.> 

3, An •arbitration hearing• should be used when a formal hearing is 
necessary to develop and establish the facts relevant to the issue. In this 
case, a formal hearing is convened and co~ducted by the arbitrator. 

(bl The parties may mutually agree on •stipulation of facts to the 
arbitrator• or they may request an •inquiry• or •hearing• . 

(c) An arbitration •inquiry• or •hearing• will be held at a place 
selected by the LON within the District headquarters town, or Klamath Falls, 
as appropriate, during the regular work hours of the basic work week. 
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Questions concerning whether or not a vitness (es l i s necessary will be 
resolved by the arbitrator. 

Section 10. TI"E LI"IT : The arbi trator will be requested t o render his or 
her decision to the LON and the Local as quickly as possible, after submi ssion 
of the stipulation of facts t o the a r bitrator or receipt of the transcr i pt, as 
applicable, unless the parties otherwi se agree. 

Section 11 . ARBITRATOR'S AUTHORITY: 

(a l The arbitrator ' s decision<s> shall be in writing and shall be final 
and binding. The arbitrator ' s authority sha-1 be limited to determining 
whether or not there ar e valid grounds for the grievance and whether or not 
the personal r el i ef requested is appropriate for the facts of the grievance. 
If the arbitrator determines that there are valid grounds, but that the 
personal r elief initially requested .is inappropri at•, the arbitrator may 
substitute for it any compromise relief offer ed anytime during the processing 
of the grievance. The arbitrator shall have no authority to add to or to 
modify any terms of the Agreement or any law, rule or regulation of the Bureau 
of Land Nanagement, Department of the Interior, Office of Personnel 
Nanagement , Gener al Services Administration, General Accounting Office, 
Department of Labor, Equal Employment Opportunity Commission, Federal Labor 
Relations Authority, or any other agency of the Executive Branch of the 
Federal Government having rule making authority affecting the LON. 

<b > In considering grievances, the arbitra t or will hold the respondent 
to the gri e vance to the fol l owing burden of proof, consistent vith 5 USC 7701 
(c) ( ll : 

1. For matters of unacceptable performance or other matters not 
appealable to the "SPB, a burden of substantial e vidence vill be used. 
Substantial evidence is that degree of relevant e vidence which a reasonable 
mind, considering the record as a whole, might accept as adequate t o support a 
conclusion that the matter asserted is true. 

2. F'or 111atters ·concern·ing adverse actions or other matters 
appealable to the MSPB, a burden of the preponderance of the e vidence will be 
used. The preponderance of the evidence is t hat degree of relevant evidenc e 
which a reasonable mind, considering the record as a whole, might accept as 
sufficient to support a conclusion that the matter asserted is more likely to 
be true than not true. 

(c l The arbitrator shall have the authority t o make all grievability 
and/ or arbitrability determinations. Questions of grievability and / or 
arbitr ability shell pe submitted by either party to the arbitrator in writing, 
to be decided in a separate hearing unles~ otherwise mutually agreed upon. 

Cd ) The arbitrator may award reasonable attorney fees in accordance ~ith 
standards established under section 5 USC 770l(g l . 

Section 12. EXCEPTIONS: Within twenty (20 > calendar days after receipt of 
the arbitrator's decision, the parties to the arbitration will notify one 
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another in writing whether or not they are filing for an exception to the 
Federal Labor Relations Authority <rLRAl in accordance with Authority 
procedures. An exception to the arbitrator's decision must be filed, within 
thirty <30) days b9iinning on the date of the award, with the rLRA. If no 
exception is filed, the arbitrator's decision and remedy will be effected as 
quickly as possible. If an exception is filed, i t shall automatically act as 
a stay of the remedy. 

ARTICLE 6 

LABOR-NANAGENEHT RELATIONS CONNITTEE 

Section 1. GENERAL: The LOO and the Local agree to establish a Labor­
Management Relations Cqmmittee <LHR Comaitteel. The purpose of the Committee 
is to provide for an exchange of views between the Local and the LDO and 
discuss various situations in the District, but it will not be a formal 
negotiation session. The LNR Committee meetings will not normally be used to 
discuss individual grievances, but discussions may cover problems that 
have or may lead to grievances. 

Section 2. MEMBERSHIP: The LNR Committee will consist of six (6) members, 
three (3) each appointed by the LDO end the Local. · The LDO's members will 
consist of at least three managers, one of which will be an experienced 
negotiator or person trained in LftR. The Local's members will consist of at 
least the District Lead Steward, one experienced negotiator or steward and 
one other. One person may fulfill more than one of these criterias. 

Section 3. CONSULTATION: 

(al In the event of a change in personnel policies, practices or 
matters affecting working conditions not explicitly covered by this agreement, 
the LNR Committee will constitute the basis for consultation between the LOO 
and the Local. It will act in an advisory capacity to discuss aspects of 
these changes and atte•pt to resolve any differences. Should consensus be 
achieved, the comaittee will present its written recommendations to the LON. 
Should the LOK agree to the committee's recommendations, the policy shall be 
implemented as approved by the LDM, without negotiations. 

(bl The Loc~l may refer the matter to negotiations in accordance with · 
Article 7 of this contract if the L"R Committee can not reach a consensus or 
if the LDN does not agree to the recommendations in whole or in part. If the 
LOK does not agree with the recommendations, he may provide to the District 
Lead Steward a written explanation for not accepting them, 

(c) The LOO and the Local mutually recognize the prerogative of the 
LDO to institute, upon notice to the Local, changes in personnel policies, 
practices and working conditions to the extent that they do not contradict 

16 



this contract. The LOO will notify the District Steward prior to 
implementation of those changes es soon as possible after becoming aware of 
any change to be made. The Local will be given a reasonable period, 
consistent with tha,.circumstances, to respond. Both the LOO and the Local may 
refer matters to negotiations without reference to this procedure. 

Section 4. MEETINGS: The LMR Committee will normally meet during the second 
week of the month, at the Lakeview District Headquarters. This schedule may 
be changed by mutual agreement. Specific items for discussion will normally 
be provided by the first monday of the month so that everyone may be fully 
prepared. If no matters are present for discussion by either the Local or the 
LOO by the first Nonday, no regularly scheduled meeting will take place. 
However, if either party presents items for discussion later in the month, 
that months meeting will take place within ten days. Addition meetings may 
occur by mutual agreement. "eetings will not normally exceed tvo <2> hours, 
but may be extended by mutual agreement. 

Section 5. OFFICIAL TIME: Co• mittee members will be on official time. 
Meetings will nor~ally take place at the District Office during regular duty 
hours, although they may extend beyond. The meetings will be conducted in as 
short a time as the agenda perfflits. 

Section 6. CHARGES OF UNFAIR LABOR PRACTICES : The LOO and the Local agree 
that the prompt resolution of Unfair Labor Practice charges is in the best 
interest of the public, the Local and the LDO. Therefore, the parties will 
use the following 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 LNR Committee.. Efforts at informal 
resolution of the ULP will continue after the charge is filed. 

ARTICLE 7 

NID-TERN BARGAINING 

Section 1. POLICY: In accordance with 5 USC 7116 (a) (7), during the duration 
of this agree• ent, no r~le or regulation, other than those implementing 
government-wide policy against prohibited personnel practices, shall be 
enforced if it conflicts with any portion 0£ this agreement and was not in 
effect on the date this agreement takes effect. 

Section 2. SCOPE: "atters appropriate for negotiations are personnel 
policies, practices and general working condition, the procedures that the LOO 
will use in exercising it's management rights and arrangements for employees 
adversely affected by the exercise of manageaents rights. The extent to which 
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these areas may be negotiated, pursuant to 5 USC 7117, is governed by Lav, 
Executive Orders, government-wide regulations (i.e. GSA, OPM> and published 
agency policies and regulations of the Department ·of Interior and Bureau of 
Land Management fon-which a compelling need exists as determined under the 
criteria established by the rLRA. 

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 (cl. The LOO and the Local may mutually 
agree to refer the matter to the LMR Committee, refer the matter for 
negotiations if consultation does not reach consensus, or either party may 
immediately refer the matter to negotiations. If agreement is reached in such 
negotiations, they will be reduced to writing and signed by the LDM and the 
Local President as a supplement to this agreement. This Supplemental 
Agreement will be final and binding on the parties upon its review by Bureau 
Headquarters in accordance with 5 USC 7114 <c>. Such supplemental agreements 
shall not change, alter or modify this Basic Agreement. 

ARTICLE 8 

SAFETY AND HEALTH 

Section 1. The LDO shall continue its effort to carry out its Occupational 
Health and Safety Program. 

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

Section 3. LIGHT DUTY ASSIGNMENTS. An Employee vho is temporarily unable to 
perform hie/her regular assigned duties because of illness or injury, but may 
be capable of returning to or remaining in a duty status, may be considered by 
the LDM for other work assignments compatible with the Employee's physical 
condition, and consistent with the LDO's work needs and budget. Thia would 
not restrict management's right to fill or not fill a position from any 
appropriate source. 

Section 4 . SAFETY EQUIPMENT. In accordance with Bureau policies and 
practices the LDM agrees to provide and m~intain safety equipment, personal 
protective equipment, and devices that are reasonably necessary to protect 
Employees, and consistent with applicable Federal lave and government-wide 
rules or regulations. 

Section 5. SMOKING: The present District Smoking policy will continue in 
effect, pending the issuing of new GSA regulations. Following the issuance of 
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such regulations, the LOO and the Local will refer the matter to the LMR 
committee for discussion, and, if appropriate , negotiate over the matter. 
When an Employee is under Doctor's orders to work in a smoke-free environment , 
the LOO will make r~asonable efforts to accommodate the Employee. 

ARTICLE 9 

POSITION DESCRIPTIONS 

Section 1. Each Employee will be provided with a position description, and 
any changes thereto. The LOO is responsible for insuring that position 
descriptions contain an accurate statement of the grade controlling duties of 
the position. 

Section 2. Whenever action is proposed to modify or change an Employee's 
position description, the Employee who will be afforded an opportunity to 
comment on the proposed position description or modification. 

Section 3. Employees who believe that their position description no longer 
adequately reflects their assigned duties, classification series or grade are 
encouraged to discuss the matter with their supervisor, and may prepare a 
draft revision of their position description in accordance with appropriate 
guidelines for writing position descriptions. After the LOO has reviewed the 
proposal and made any necessary changes or revisions, the LDO may, if 
appropriate, forward it to the State Office for classification action. 

Section 4. When Employees believe that their job title, series or grade are 
in error, and they are are not satisfied by LOO efforts to remedy the 
situation, they will be furnished, upon request, information 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 LOO to evaluate the performance of all Employees in 
accordance with 5 CFR 43, applicable Department and Bureau regulations, and 
this article. 
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Section 2. PERFORNAHCE STANDARDS: The identification of job elements and the 
establishment of performance standards and levels of performance will be done 
by the LOO. Emplo>--es may participate in the process of establishment of the 
performance standards and levels of performance through supervisory 
discussions or written comments. The performance elements and standards will 
be documented on the PIPR form, signed by the supervisor and offered to the 
Employee for signature, with a copy for the Employee. Performance elements 
identified as critical elements will be so noted. Further amendments may be 
made during the rating year, and those amendments will be noted with the 
supervisors initials and offered to the Employee for initialing. 

Section 3. CHANGES: The LOO may modify PIPR's during the course of the year. 
If Employees receive assignments during the course of the year that they would 
like to have added to their PIPR, or which they feel would adversely affect 
their ability to meet their PIPR standards, Employees may request in writing 
such c hanges and modifications. 

Section 4. PERF• RnANCE REVIEW AND STANDARD APPLICATION 

<a> The evaluation given Employees by their supervisor will be prepared in 
accordance with the following: 

1. The supervisor will discuss the Employee's job performance with 
the Employee in private surroundings. 

2. If the supervisor has identified shortcomings in the Employee's 
performance, the Employee will be notified when the problem is perceived as 
well as at the 6 month or mid-point discussion. The supervisor will suggest 
ways for the Employee to improve the quantity, quality and/or timeliness of 
work, and /or the Employee's courtesy to the public, in order to more 
satisfactorily perform the duties at expected levels. 

3. The annual performance evaluation will be documented and a copy 
provided to the Employee. 

(bl If the Employee is dissatisfied vith the performance evaluation, s/he 
may request a PIPR Review Panel. 

Section 5. The performance of temporary Employees will be appraised in 
accordance with Bureau ~anual 1400-430 and this contract. If a temporary 
Employee disputes the rating, a/he will be informed of the available recourse. 
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ARTICLE 11 

TRAINING 

Section 1. GENERAL PROCEDURES: It is the Employee's responsibility to 
maintain proficiency in connection with assigned duties. The efficiency 
of operation and conduct of training and development activities for Employees 
are the responsibilities of the LDO. When a need is determined by the LOO, 
training may involve such approaches as cross training, directed reading, 
learning center usage, correspondence, on- the-job training, formal classroom 
training, and resident and non-resident courses available in Government and 
non-Government activities. The LOO will consider the views presented in 
writing by the Local. Employees 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 assigned to train an 
Employee, the supervisQr may, if necessary, provide additional help in the 
position to compensate for the time spent training the Employee. If an 
Employee's work falls behind due to training another Employee, the LDK may 
provide help to bring the vork up-to-date, modify the Employee's PIPR to 
reflect the nev level, or take other appropriate actions to assure that a 
training assignment does not reflect poorly on the overall vork assignment of 
an Employee. 

Section 3. AFTER HOUR TRAINING EXPENSES: Employees share responsibility for 
their ovn career development and are encouraged to take advantage of such 
courses on their ovn time. Requests for tuition reimbursement of such training 
must be submitted 30 days prior to registration if the employee vents advance 
tuition assistance and vill be approved or disapproved within seven (7) days of 
registration whenever possible. This program is dependent on the availability 
of funds, and the job-relatedness of the courses. 

Section 4. USE OF EQUIPKENT: Th·e LO" agrees to make available to all 
Employees enrolled in approved training courses academic aids such as desk 
calculators, or standard electric typewriters, if available within their vork 
areas, for use on the premises of the LOO at mutually agreeable times during 
the Employee's non-duty hours. 

Section 5. TRAVEL TO TRAINING. When the LO" requires an Employee to travel 
outside the regularly scheduled workweek, the Employee will be paid in 
accordance vith whatever overtime entitlement the Employee has under 5 USC or 
FLSA, as appropriate. 
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ARTICLE 12 

ACT:r..JNS BASED ON UNACCEPTABLE PERFORMANCE 

Section 1. GENERAL PROCEDURES: In accordance with the appraisal system 
required by 5 USC 4302, an Employee may be removed, or demoted for 
unacceptable performance under 5 USC 4303, appropriate Departmental and Bureau 
regulations, and this article. The LDO vill give Employees a reasonable time 
to demonstrate acceptable performance before initiating any action under this 
article. 

Section 2. PROCEDURES: 

Cal An Employee whose removal or demotion, based on unacceptable 
performance, is proposed by the LDO will receive a 30 days advance written 
notice which informs the Employee: 

Cl) of the nature of the proposed action. 

(2) of the specific instances of unacceptable performance by the 
employee on which the action is based. 

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

(4) the time to reply 

(5) that the Employee's performance will be evaluated at the end of 
the 30 days notice; 

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

(7) that the Employee will have the right to prepare and present an 
oral and/or written response, and will receive a written decision with appeal 
rights. 

Cb) If the evaluation at the end of the period is unfavorable to the 
Employee, the LDO will proceed to take appropriate action. 

Cc) The decision will be concurred with by an official who is in a higher 
position than the official who proposed and decided the action. 

Section 2. Any decision letter to an Emeloyee, stating that action under 
lCb) of this article will be taken, will inform the Employee of the 
opportunity to appeal the action to the Meri t Systems Protection Board, or be 
grieved under the negotiated grievance procedure of this Agreement, but not 
both. 
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ARTICLE 13 

DISCIPLINE 

Section 1. GENERAL: A disciplinary action for the purposes of this Article 
is defined as a written warning, reprimand, or a suspension from employment 
for fourteen (14) calendar days or less that is documented in the Official 
Personnel Folder. 

Section 2. PROCEDURES: If the LOO proposes to suspend an Empl oyee f or 
fourteen (14> calendar days or less t he following procedures shall apply: 

Ca ) The LOO shall provide the Employee with advance written notice, 
stating the reasons for the proposed action wi th sufficient specificity so as 
to enable the Employee to prepare a response. 

(bl The Employee m~y respond orally and / or in writing, including the 
opportunity to furnish affidavits and/or other documentary evidence in support 
of the response. The Employee will be allowed a reasonable amount of time, 
normally working 3 days, to prepare a response. Extensions of this time 
period may be granted if requested in writing by an Employee for demonstrated 
and valid reason. The LOO will decide on a case-by- case basis depending on 
the merits. 

<c l The notice will advise the Efflpl oyee of the opportunity to be 
represented, as appropriate, by a steward of the Local or by another 
representative. 

<di The appropriate management official will issue a final written 
decision as soon as practicable, stating the specific reasons, including a 
statement of the Employee ' s entitlement to grieve as provided for in this 
Agreement. 

Section 3. Written Warnings and ~etters of Reprimand will contain a statement 
informing the Employee how long it will be maintained in the OPF, from six 
months to two years. 

Section 4. Copies of the notice of proposed action, the answer of the 
Employee if written, a summary thereof if made orally, the notice of decision 
and reasons therefore, and any order affecting the reprimand or suspension, 
together with any supporting material, shall be maintained by the LOO and 
shall be furnished to the Employee affected upon request . Copies shall be 
furnished to the Merit System Protection ~card upon its request. 

Section S. EXCLUSIONS : This Article does not apply to Employees who are 
serving a probationary or trial period under an initial appointment or who are 
in a temporary appointment limited to one (1 1 year or less. 
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ARTICLE 14 

ADVERSE ACTIONS 

Section 1. GENERAL: The LOO and the Local agree that Adverse Actions 
against all Employees will be in accordance with applicable rules, regulations 
and this article, and will only be taken for such cause as will promote the 
efficiency of the service. 

<a> An adverse action for the purposes of this Article is 
defined as: 

Cl) a removal; 

(2> a suspension for more than fourteen (14) calendar days; 

<3> a reduction in grade or pay where 5 USC 5362 and 
5363 are not applicable; 

(4> a furlough of thirty <30> calendar days or less. 

(b) In addition to other statutory and regulatory exclusions, this Article 
does not apply to actions based on unacceptable performance which is covered 
under 5 USC 4303. 

Section 2. PROCEDURES: In all cases of adverse actions, an Employee is 
entitled to: 

(a) At least thirty (30) calendar days advance written notice of the 
proposed action, unless there is reasonable cause to believe the Employee has 
committed a crime for which a sentence of imprisonment may be imposed. Thia 
notice shall state the reasons for the proposed action with sufficient 
specificity so as to enable the Employee to prepare a response. 

(bl At least seven (7> calendar days to respond orally and/or in writing, 
including the opportunity to furnish affidavits and other documentary evidence 
in support of the response. Extensions to this time period may be granted if 
requested in writing by an Employee or designated representative for 
demonstrated and valid reason. Management will decide on a case-by-case basis 
depending on the merits. 

(cl Be assisted by the Local in preparing a response. 

<d> Upon request~ access to copies of all the material relied on to 
support the reasons in the advance notice_o! proposed adverse action. 

<e> A written decision and the specific reasons therefore, at the earliest 
practicable date. 

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

Section 4. Termination of Probationary Employees: 

a. The Local and the LOO recognize that the probationary period is an 
extension of the examining process. 

b. A proposed notice of termination containing the reasons for the action 
will be given to the employee. The Employee ~ay request a review of the 
decision to terminate from the District "anager. 

Section 5. Termination of temporary employees: 

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

b. Terminations of temporary employees will be made for such cause as 
will promote the efficiency of the Service. 

c. Notice of termination will be provided to the employee in writing 
and will contain the reasons for the action. The notice will also inform the 
employee of his or her grievance rights. 

ARTICLE 15 

INCENTIVE AWARDS 

Section 1. The goal of the Incentive Awards Program is to encourage Employees 
to maximize their individual efforts in contributing to the mission of the 
LOO. The LOO agrees to make available to all EMployees who seek it, 
information which outlines the goals and procedures of the Incentive Awards 
Program. 

Section 2. The L"R committee will be the avenue for the Local to review the 
accomplishments of the Incentive Awards Program. The Local may offer 
recommendations to improve consistency in the program, Employee awareness of 
the program and Employee participation in the program. 
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ARTICLE 16 

Ki:RIT SYSTEMS--PROKOTION AND DETAIL 

Section 1. GENERAL POLICY: The Local and t he LDO mutually agree that 
promotion actions will be in accordance with the merit system principles of 5 
USC 23 and implementing Departmental and Bureau regulations. All positions 
which the LDO determines to fill by internal merit promotion procedures will 
be announced in accordance with the appropriate rules and regulations and will 
be publicized within the LOO to ensure that all Employees have sufficient 
opportunity to participate in the merit promotion plan . 

Section 2. DETAILS: Details will normally be based on LOO needs in the 
interest of economy, efficiency, or effective employee utilization. 

Section 3. TEKPORARY PROMOTIONS: Employees assigned to higher graded 
positions in the bargaining unit may be noncompetitively temporarily promoted 
in accordance with BLM policy. Competitive procedures will be used for 
assignments of more than 120 days. 

Section 4. Non- selected Employees have the right to information regarding 
selection as defined in BLK Kanual 1400-335. In grievances alleging that non­
selection for promotion resulted from an improperly ordered certificate, the 
LOO will make available to the Local the aggrieved Employee's qualifications 
sheet and a sanitized copy of the rating panel's evaluation of all qualified 
applicants. The LON will make available to an arbitr ator any sanitized SF-
171's of a person certified to the position in question for which the LOK 
receives permission to provide from the Employee originating the SF-171. 
Non-selection for promotion where proper pro~otion procedures have been 
followed is not grounds for a grievance. 

ARTICLE 16 

EQUAL EMPLOYEE OPPORTUNITY 

Section 1. The LOO and the Local, in fulfilling their respective 
responsibilities, subscribe fully to the· principle of Equal Employment 
Opportunity, ea stipulated in Section 717_of the Civil Rights Act of 1964 and 
other lava, rules and regulations governing Federal Employees, and, in the 
administration of this Agreement shall not discriminate against any Employee 
because of age, race, color, religion, sex, national origin, mental or 
physical handicap. 
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Section 2. The LOO and the Local agree that no article in this contract shall 
be effective in a manner to preclude the LOO from satisfying its Federal Equal 
Opportunity Recruitment Program responsibility as set forth in Section 310, 
Public Lav 95-454 1Wlich calls for the use of external and internal applicant 
pools to redress the underrepresentation of minority groups and women . The 
Local agrees to assist the LOO in achieving the goals established for the 
bargaining unit positions. 

Section 3. The Local may nominate Employees for the LOO to consider 
appointing as EEO Counselors. 

Section 4. The Local and the LOO may discuss in the LNR Committee ways to 
improve the quality of the EEO program. 

Section 5. SEXUAL HARASSMENT: <a> The Local and the LOO mutually 
acknowledges that sexual harassment undermines the integrity of the work place 
and may not be condoneq. Employees should have a work environment free of 
sexual harassment. Further, sexual harassment is 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 taking or refusal to 
take a personnel action, including promotion of employees who submit to sexual 
advance or refusal to promote employees who resist or protest sexual 
overtures. 

(bl Sexual harassment will be defined in the LOO as: Unwelcome sexual 
advances, requests for sexual favors, and other verbal or physical conduct of a 
sexual nature constitute sexual harassment when : 

1. submission to such conduct is aade either explicitly or implicitly 
a term or condition of an individual's employment; 

2. submission to or rejection of such conduct by an individual is used 
as the basis for employment decisions affecting such individual; or 

3. such conduct has the purpose or effect of unreasonably interfering 
with an individual's work performance or creating an intimidating, 
hostile, or offensive working environment. 

Cc) If an individual believes he/she has a problem of sexual harassment, 
the Equal Employment Opportunity complaint process or the appropriate 
grievance or appeal process can be followed. The affected individual may 
contact either the EEO Officer or a Personnel Assistant 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 Assistance Program. 

Section 2. The Local vill support the Employee Assistance Program and 
actively encourage Employees vho are knovn to be troubled vith alcoholism, 
or drug abuse problems affecting job performance and efficiency to seek 
assistance through the program. 

Section 3 . Employees having an illness or other problems relating to the use 
of alcohol or drugs vill receive the same consideration and offer of 
assistance that is extended to Employees having any other illness. In 
addition, they vill receive the specific services and assistance vhich this 
program may provide. 

Section 4. Employees vho suspect that they ~ay have alcohol or drug problems 
are encouraged by the Local and the LDO to voluntarily seek counseling. 

Section 5. All expenses incurred in the program for the direct benefit of an 
Employee vill be borne by that Employee, except any expenses resulting from 
the diagnostic counseling process that may be paid by the program. 

Section 6. Employees undergoing an acceptable prescribed program of treatment 
vill be granted sick leave, annual leave, or leave vithout pay or any 
combination thereof in accordance vith appropriate regulations. 

ARTICLE 19 

HOURS OF WORK 

Pending the determination on the LDO's allegation of non-negotiability vith 
reference to the Local's Section 3 relating to Alternate Work Schedules, 
both parties mutually agree to delay further negotiations on all their 
proposals in this Article. When a decision is rendered on the LDO's 
allegation, the parties agree to meet at a mutually agreeable time to conclude 
negotiations on all proposals in this article. 
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ARTICLE 20 

LEAVE 

Section 1. Annual leave; sick leave; maternity and paternity leave, military 
leave; administrative leave; holiday leave; leave without pay; court leave; 
and compensatory time will be granted, and/or earned in accordance vith 
applicable statutes and regulations - i.e., FPK 630 and implementing 
Departmental (370 DK 630) and Bureau (1400-630) regulations. 

Section 2: Annual Leave; Annual Leave is provided to allow each Employee an 
annual vacation period, and to provide for periods of absence for personal and 
emergency reasons. Supervisors vill not den i ed or canceled leave for 
arbitrary or capricious reasons. 

Section 3: Maternity and Paternity Leave; 

a. Employees who .are pregnant will be allowed to work as long as they 
and their doctors feel it is vise prior to delivery. By the middle of the 
second trimester, the LD0 will be provided with a signed doctor's statement 
outlining any restrictions that may be placed on the Employee, and a request 
for sick leave for the expected period of incapacitation. Sick leave may be 
used for physical examinations and the period of incapacitation. Annual leave 
or Leave Without Pay may be used by the Employee for a period of adjustment or 
making arrangements for child care. 

b. Following maternity leave an Employee will be assured continued 
employment in her position or a position of l ike status and pay provided the 
Employee's termination was not required by expiration of appointment, RIF, 
Cause, or other reasons not related to maternity. Employees who do not wish 
to return to work will advise the LD0 Qf the i r plans prior to incapacitation. 

C , Annual leave or Leave Without Pay may be requested for Paternity 
purposes. Paternity leave will be requested at leaat 3 months in advance. 

Section 4: Kilitary Leave; Career Employees who are members of the National 
Guard or Reserves may request 15 calendar days each calendar year for active 
duty or training, provided the Employee would otherwise be in a pay status. 
Military absences which are not chargeable to military leave can be charged to 
Annual Leave or Leave Without Pay. 

Section 5: Court Leave; Employees, who would otherwise be in a pay status, 
and who are properly summoned by a court to serve as a juror, may be granted 
court leave of absence with pay for the eQtt re period. Employees shall return 
to vork if dismissed for a day or a part of a day that would allow for 2 hours 
of work. Jury fees shall be collected and forwarded to the DSC. The Employee 
can keep any excess 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 when 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 OF WORK 

Section 1. The LOO and the Local agree that the LOO has the right under 5 USC 
7106 to determine how work may be done to accomplish the mission of the 
agency. The LOO will follow the appropriate laws, rules and regulations when 
making decisions on contracting out. 

Section 2. The LOO will inform the District Lead Steward when the LOO 
determines that it will contract out activities which will cause the 
separation of a current Full Time Permanent Employee or adversely affect the 
grade and pay of a current Full Time Permanent Employee. 

Section 3. The LOO will inform the Local when the LOO learns that a function 
is scheduled for an A-76 review. The Local will inform the LOO if it is 
notified through the NFFE consultation process that a function is scheduled 
for an A-76 review. Contracting may be further discussed in the LMR 
committee. The Local is encouraged to submit recommendations as to the most 
efficient and effective organization for the function under review within the 
time frame of the management study. 

Section 4, The Local will be given a copy of the performance work statement 
when an Invitation for Bid or Request for Proposals is issued to the LOO for 
posting, or as soon as possible thereafter. The LOO will also inform the 
Local of how Employees will be affected and what the LOO may do to minimize 
the adverse effects on Employees. 

Section 5. These matters may be further discussed in the LMR committee and/or 
referred to negotiations as appropriate. 

ARTICLE 22 

REDUCTION IN FORCE AND OUTPLACEMENT 

Section 1. GENERAL IHFORMATION: The decision to conduct a reduction-in­
force (RIF> is a management right under S_USC 7106(al . The implementation of 
a RIF will be administered by the LOO in accordance with appropriate 
regulations. Recognizing the LDO's and the Local's mutual interest in 
protecting Employees and the Local ' s interes~ in representing Employees, the 
Local will be afforded the opportunity to request negotiations on appropriate 
arrangements for Employees adversely affected. 
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Section 2. NOTIFICATION PROCEDURES. The LOO will notify the District Lead 
Steward of a proposed RIF prior to notifying the employees. 

Section 3. CONSULTATION: Recognizing that RIF is a stressful situation f or 
all parties involved, the LKR committee is recognized as the principle medium 
for passage of information from the LDO the Local, and Employees. Information 
concerning where the LDO's budget may not support positions, what positions 
may be targeted for RIF, what efforts can be made to assist Employees who may 
be effected, verifying that employees questions concerning proper 
interpretation of the regulations have been answered , and what outplacement 
efforts are in progress are examples of topics which may be discussed in the 
LKR Committee. The LKR committee will review retention registers upon the 
issuing of RIF notices. 

Section 4. AVAILABILITY OF RIF DOCUKENTS: Retention registers and other RIF 
documents will be made available to the affected Employee(sl and his/her Local 
representative. 

Section 5. OUTPLACEKENT. In the event of a RIF, where Employees are 
separated, the LOO will iaple~ent an outplaceMent program. The primary aim of 
this program will be to find a position in the Federal Service for each 
affected Employee commensurate with that Employee's skills and experience. 
The LOO and the Local will jointly encourage each Employee to see that his/her 
SF-171 is up to date as soon as a RIF is announced, and assist them in doing 
so. SF-171's will be used to match Employees with vacancies. Employees 
possessing skills in more than one area will designate those job areas in 
which they wish to be matched for consideration for vacancies. This section 
applies only to career or career-conditional E~ployees. 

ARTICLE 23 

VOLUNTEERS 

Section 1: Recognizing that America is a nation of volunteers, and that it is 
in the mutual interest of the LDO and the Local to encourage Americans to take 
a personal interest in their Public Lands, the LOO and the Local agree to 
encourage Employees to encourage citizens with whom they are involved on a 
voluntary basis to inciude the Public Lands in their voluntary activities. 

-
Section 2: The LOO and the Local mutually recognize that when volunteers are 
used in a manner inconsistent with the intent of the governing law and 
regulations, the conditions of employment for Employees can be adversely 
affected. For this reason, the LDO and the Local agree to express their 
concerns over the operation of the program in the LMR Committee. Employees 
will not be required to perform in the Volunteer Program ~ithout compensation. 
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ARTICLE 23 

PER DIEN AND COMPENSATORY TINE 

Section 1. Per Diem: Under normal conditions, Management will try to plan 
trip assignments far enough in advance so that if the employee needs a per 
diem advance, sufficient time will be available to request and receive the 
advance from the DSC. If an employee is not notified of travel in time to 
receive an advance from the DSC, an advance of appropriate funds will be 
allowed from Imprest Funds not to exceed the Imprest Fund limit and 
availability of funds. 

Section 2. Compensatory Time: Employees may be granted compensatory time off 
in lieu of overtime payments if they are not covered by the Fair Labor 
Standards Act, or if they are covered by the Act and their entitlement under 
Title 5 is 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 must request it. 

ARTICLE 25 

USE OF OFFICIAL FACILITIES AND SERVICES 

Section 1. SPACE: The LON agrees to allow the Local the use of the District 
Office conference room and the coffee room, or like space, for Local meetings 
after hours so long as these facilities are available in the office and 
cleaned up after use. On a case by case basi s space may be made available to 
stewards for holding private confidential conversations, so long as it does 
not interfere or disrupt office routine. 

Section 2 . INTERNAL NAIL SERVICES: The Local may present to the mailroom 
mail addressed to the LOO. 

Section 3. BULLETIN BOARD. The Local vill be permitted the use of a 2' by 4' 
space on the bulletin board located in the coffee room for the posting of 
Local notices and literature. A similar space will be made available in the 
Klamath Falls Resource Area. All material displayed will be in good taste, 
and contain no personal. attacks. The Local will maintain the bulletin board 
in a timely fashion, assuring that out-of:date notices and literature are 
removed. 

Section 4. EQUIPMENT: The Local ~ay, with prior approval, use after hours 
office equipment normally available to the employee using them. The Local may 
use photo-copy machines which are available for common official use by 
Employees; the Local will provide the paper for their copy needs. The 
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District Lead Steward will be allowed use of the WATTS line, as available, to 
contact the Federal Labor Relations Authority, the federal Mediation and 
Conciliation Service, the Federal Services Impasse Panel, the Office of 
Personnel Management, and the Oregon State Office, BLM. As available, the LDO 
will allow the Local the use of one two drawer file cabinet, lockable if 
possible, or equivalent, and the space for i~. 

Section 5. COPIES OF THIS AGREEMENT: The LOO will provide one copy of this 
agree ment to the Local. One copy of the agreement will be maintained in each 
Resource Area or Division in a conspicuous location by the LOO. 

Section 6. POLICIES AND REGULATIONS: The basic rules and regulations 
covering Employees which are on hand in the LOO will be made available to 
representatives of the Local. The Local will make every effort to avoid 
disrupting normal work processes when using this material . 

Section 7. LIST OF EMPLOYEES: The LOM agrees to furnish to the Local an up­
to-date list of Employees in the Unit shoving names, positions, title, and 
official duty station, when we distribute a similar list to the Employees, 

ARTICLE 26 

VOLUNTARY ALLOTMENT OF UNION DUES 

Section 1. PROCEDURES: The BLM shall continue to deduct Union dues from the 
pay of employees in the bargaining unit, subject to the following provisions: 

<a> The Local agrees to procure SF-1187's, •Request and Authorization for 
Voluntary Allotment of Compensation for Payment of Employee Organization 
Dues,• and furnish them to eligi~le 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 a 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 BLM. 

<c> The President or other authorized officer of the Local shall notify 
the payroll servicing officer of the BLM· when the Local'e dues structure 
changes. The change will normally be eff~cted 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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(el The Local will promptly notify the payroll servicing officer in 
writing when a member of the Local is expelled. 

(f) The BLK ag~es to have the payroll servicing officer prepare a bi­
weekly remittance check at the close of each pay period for which 
deductions are made and forward it to the office designated by the Local. The 
check will be for the total amount of dues withheld for that pay period. 

(gl The President will immediately notify the appropriate payroll 
servicing officer in writing of any change in the name and/or address of the 
payee. 

(hl The BLK will submit with the remittance check a listing of the 
employees from whom deductions were withheld, and the amounts withheld. The 
Local will 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 voluntarily revoke an allotment for the payment of dues 
by filling out an SF-1188, •Revocation of Voluntary Authorization for 
Allotment of Compensation for Payment of Employee Organization Dues,• and 
submitting it directly to the payroll servicing officer. After receipt of 
such notice by the payroll servicing officer, revocation will become effective 
as of the first full pay period following the anniversary date of the 
employee's original authorization. The payroll servicing officer shall 
provide the Local appropriate notification of the revocation. 
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