NEGOTIATED AGREEMENT

| | BETWEEN ) |
©THE ADJUTANT GENERAL, STATE OF HAWAIT
S © an
© THE'AMERICAN FEDERATION OF GOVERNMENT EMPLOYEES
i | LOCAL 882

For a bargaining unit consisting
of non-supervisory employees of

the Hawaii .Army National Guard




MEMORANDUM OF AGREEMENT
) BETWEEN
A‘ THE ADJUTANT GENERAL, STATE OF HAWATTI
T (THE EMPLOVER)
AND
THE AMERICAN FEDERATION OF GOVERNMENT EMPLOYEES, LOCAL 882
(THE UNION)

SUBJECT: Administrative Modification of Negotiated
Agreement

1. Purpose. This agreement provides administrative relief
for the Employer in processing letters of reprimand affect-
ing members of the bargaining unit.

2. Reference. Article XXI, Section 1, of the negotiated
agreement between the Adjutant General, State of Hawaii and
the American Federation of Government Employees, Local 882,
pertinent to non-supervisory employees of the Hawaii Army
National Guard as approved 13 February 1979.

3. Problem. That portion of the negotiated agreement re-
ferred to above requires the processing of letters of
reprimand in the same manner as suspensions and removals.
Letters of reprimand are appropriately categorized as disci-
. plinary actions. Suspensions and removals are adverse
/" - actions. Understandably, adverse actions warrant more
2 / formal procedures requiring issuances of proposed notices of
action, reply periods, notices of original decision, effect-
ing actions, and appeal processes. Such procedures are
cumbersome and redundant for letters of reprimand.

4. Scope. It is agreed that letters of reprimand will no
longer be processed like adverse actions.

5. The undersigned agree that letters of reprimand will be
processed in compliance with National Guard Technician
Personnel Regulation (TPR) 752, Chapter 1, paragraph 1-3,
dated 23 February 1987. An extract copy of the directive
is enclosed. :

6. Effective date. This agreement will become effective.
‘when signed by both the Employer and the Union.

Encl

FOR THE EMPLOYER: FOR THE UNION:

_End- Iy




MEMORANDUM OF AGREEMENT

"::”hls Memorandum of Agreement by and between the Ad]utant Ceneral, State
- of Hawaii (for the Hawaii Army National Guard) herein after referred to
as the Fmployer, and Local 882 of the American Federation of Government
Employees, AFL-CIO, hercin after referred to as the Uniony constitutes
the hasis of settlewrn? for a new negotiated Agreement pursuant to
‘Section 2 of Article XXVITI (Duratlon of Agreement) ‘
It is rurther Lnder tood and agreed that terms and condltlons of the
Agreement approved by the National Guard Bureau on 14 July 1975 shall
. be incorporated into the new Agreement except as amended below:
.’,a.A‘Artiélé'V:e Rights of“thexunion.
:”"'b. Article VI.;I,-—'UnioanePers’enj;ation.~
;é. ﬁrticle VfII 4 Hoﬁrs of Work and Tours‘of Duty..
od. ,Artlcle XVI - Uniforms and’ Protectlve Clothlng and Equlpment.
- ,Artlcle KVII-n Safety and Health. | |
‘,f; £, ,Artlcle XYV - Fmployer Unaon Communlcatlon.
N g,"Slgnature Page.
vih@ terms of the Agreement approved by the National Guard Bureau ¢n 14 July
'1875 shall remain in effect until the new Agveement is approved by the

) Natmnal Guard Bureau.

IN WITHESS WHEP?OF the partles hereto have caused this Memorandum- of
Agreement to be executed this ch day of January 1979.

iFOR'TH‘ ENPLOYER: FOR THE UNION:

. FOR THE HAWAIL ARMY NATIONAL GUARD:

 A?PRcha§ 13 FEB 1979

'FOR JHE CHIEF, NATIONAL GUARD BUREAU
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This Agreement is made by and betwesn the Adjutant Gemeral, State of i '

Hawail, hereinafter referred to as the Employer, and Local 882 of the f;fj:' Rt

VAmerican Federatlon of Government Employees AFLwCIO hereinaftar
raferred to as the Union.‘

 WITNESSETH )
waEREAS Executive Ordér 11491 as amended provides for greater employee.
perticipation in formulating and implementing the personnel policies and
practices and other matters affecting the conditlons of their employment
in order to contribute to the effactive conduct of public business; and

WHEREAS in furtherance of the above principle and ‘the desire of both the
Employer and the Union to foster labor-management cooperation in such -

matters of mutual concern and interest as the well-being of the employees
in the unit &s &n ald in accomplishment of the missio1 of the. Employer,

. the parties hereto agree as follows' _
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ARTICLE I

RECOGNI&ION AND UNIT DETERMINATION |

SECTION 1. ‘The Employer recognizes the Union as the exclusive repre— '
sentative of ‘all non-supervisory, non—managerial and non—proreasionai;w
employees in the Hawaii Axmy National Guard (Statewide) to which thia B
Agreement appliea.., , ‘ _ P o .

SECTION 2. The term “employee". means competitive and axcepted techni-~
cians employed under the provisions of Section 709 of Title 32 Unitea.
States Code, to perform the following functions' ” . ‘

a. The administration and training of the National Guard and

b. " The maintenance and repair of supplies issued to the National
Guard or the Armed Forces, :

1 .. AFGE--HARNG
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ARTICLE II

PRECEDENCE OF LAW AHD REGULATIONS

CSECTION 1. TIa. the administration of all matters covered'by_this'Agreaw_
ment, officials and employees are governed by existing or future laws and
the regulations of appropriate authorities, including policies set fo:th
in the Federal Personnel Manual; by published agency policies and vegula— -
tions in existemce at the time this Agreement was approved; and by
subsequently published sgency policies and regulations required by law or
by the regulations of appropriate suthorities, or authorized by the Lerms
of a controlling agreement at a higher agency level, . : _

2 ~ " APGE~-HARNG -
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ARTICLE III

RIGHTS OF THE EMPLOYER

SECTION 1. It is recognized that management officiala retain the right,
in accordance with applicable laws and regulations, (a) to direct -
employees of the agency; (b) to hire, promote, transfer, assign, and
retain employees in. positions within the agency, and to ‘suspend, dercte,
discharge, or take other disciplinary action against employees; (¢} to
.relieve employeaa from duties becsuse of lack of work or for other
Jegitimate reasons; (d) to maintain the efficiency of the Government
operations entrusted to them: (e) to determine the method, means, and
-personnel by which such operations are to be conducted; and (f) to take
whatevex actions may be necessary to carry. out the misaion of the agancy
in situationa of emergency.

SECTION 2, In exercising authority to make rulea and regulations
relating to personnel policies and practices and working conditions, the
Employer shall gilve due regard to the obligations imposed by this Agree-
ment, by Executive Order 1149]1 as amended, and by established past
practices. While nothing in this Agreemant shall prevent the changing or
modifving of an established past practice, the Employer agrees that such
‘action on matters subject to this Agreement and Executive Order 11401
amended shall not be taken without prior comsultation or negotiation v“-b'
the Union. The obligations stated above shall not be construed to extend
to such matters as the mission of the Employer; the budget; the organiza-
tion; the number of employeea; the number, types and grades of positions.
and emplcyees agsigned to an organizational unit, work project or tour of
- duty; the technology of performing the work, or internal security
practices. . ’ e
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' : : 1979



"ARTICLE zv':'=~

RIGHTS OF THE EMPLOYEE

':SECTION‘I.‘ The Employer and tha Tnion agree that employaes shall have,
. -and ghall be protected in the exercise of, the right to freely and with-
- out fear .of penalty and reprisal, to form, join and sesist any emplojyee

: . organizdtion or to vefrain from such activity. The right to assist such

‘an organization shall extend to participation in the management thevuof
and acting a8 a representative of the organization except wharae suchk
pariticipation or activity would result in a conflict of interest or

. -otherwlés be - incompatibla with law or with the official dutiaa of the
‘employae, o

SECTION 2. The Employer agrees to take action necessary to assure and
inform employees of their rights under this Article and to ascertsin that
- no interference, reatraint coercion or diacrhmination is practicad by
.any management official to limit or impair these righta.

SECTION 3,  The Employer agrees to advisa emplqyees, in welting, of zhedir
-constitutional rights to obtain counsel prior to any interview, interrow
getion or other proceedings conducted by any Fmployer-appointed imvesti.
gator or investigarive body when the Employer has reason to believe that
such proceedings may lead to the initiation of eriminal charges agai
‘the employees. The Employer further agrees.that threate of job disu
shall not be used to coerce employees to answer questions that wmight ;
~ self-incriminacing. The rights of employees under this Section relative
to the use of polygraphs (lie detactors) shall be in accordance with DOD

Instructions 5210 48 series, or other applicable proaedures

SECTION 4. Nothing in this. Agreement shall require an employee to becomc
or to remaln a member of ‘& labor organization, or to pay money to that
organization except pursuant to a voluntary, written authorization by 2
member for the payment of dues through payroll deduction :

G APGE--HARNG
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g RféHTS*bFfTHEIUNidN:'L.fjsg-fﬁ?fﬂfu;\1¥~

ISECTTON:! The Employer'adrees To give ?he Unlon adequaTe advance noflﬁe
and the oppor#unify to negotiate ‘on-any proposed changes in personnel
poticies and practices and matters affecting worksng conditions in the

unit within the prov:slons of Sectlons 11 and 12, Executive Order 11491%,

" as amended. This nofification shall be given to The Chief Steward or
“the Business Manager. - Should the. Union respond with a request for the
proposal in writing, if ofherwlse submitted, a stay on implementation

. -pending s+udy by the Union .or negotiation on tha matter shall follow.

Such responhse must be given within three working days following the noti-
fication. No change(s) shall be made unless agreed upon by ?he parties;
- or rasolved by third par#y proceedlngs.. _ :

SECTION 2. 1t is recognized.fhaf changes in taw or regulations of appro-
priate authorities may necessitate changes in personnel policies, practices
or other matters affecting working conditions, 1f the change l!eaves The
Employer no discretion in the matter, the Union shall be consulted

- regarding the implementation of the change. When the law or regulatic

_leaves administrative discretion to the Employer, any proposed change 3&
‘. these dlscretlionary areas will be negotiated between the parties within
“.The provisions of Sections 1| and 12, Execu?tve Order 11491, as amended.

SECTION 3. The Union shall be'givenjfhe oppdrTuany.fO‘be fepresen?ed at

. formal discussions. between management and empioyees or employee represenfa-

" fives concerning grievances, personnel pollcles and practices, or other
matters affecting general working conditions of employees in the unl? in
~ accordance with the prov151ons of Secfion IOe, Execu+!ve Order 11491,

. amended. . : :

5 . AFGE--HARNG
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CARTICLE VI

MATTERS APPROPRIATE FOR CONSULTATION OR NEGOTI&TION

 SECTION 1.. It ia agreed that matters appropriate for consultation or
,_negotiation between the Employer and the Union are policies, progrema and
- procedures relating to personnel mattars and working conditions whicl are
~ within the authority of the Employer 1ncluding, but not limited to, such
matters ae labor-management cooperation, promotion plane, hours of wo-!

" leave, safety, training, methods of adjusting grievances, appesals,

raduccion in forca practicea, and employae sarvices.

6 : AFGE~—HARNG
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o  uNmON.REPRESENTAT{oN"

S¢CTION I The Empioyer agrees To recognlze +he offlcers, stewards and
duly designated representatives of the Unlon and assure that all tevels
of management shall accord them respect, dignity and courtesy as appro-
priate. The Unléon shall furnish and maintain with the Employer s current
fist of all stewards, tisting the group of employees and work area each
steward. is assigned to represent. The Employer further agrees to the
‘appointment of the number of s?ewards for the areas and/or activities
desm’xa“ﬁ‘ed hereaf'l'er :

Number  Titte . - Actlvity and/or Location
'1 | Chief STewardrl Hawail Army National Gﬁardnwide
‘l o Sfeward S Whealer AFB |
| ‘ Steward © - Wahlawa (excluding Wheeler AFB}
- sfeward  Pear! Clty |
.i - Steward - Aii OM§s,‘ForT‘Rugér
| . Steward - CSMS #1, Fort Ruger
1 steward " USPFO, Fort Ruger
1 stevard Al 29th fnf Bde and HIC units,
Fort Ruger, Kaneohe, Waimanalo
Steward ' AtY other activities at Fort Ruger
: not previously covered
L  Steward | ts!and‘of'Hawa;i  |
! s STewar& _ {siaﬁd of Maui
| Steward - " Island of Mofokal
I Steward: | "f-rtsiand of Kaual

SECTION 2. The steward must be an ehp!oyee in an'acfivify or location
which he represents and will lose his right of representation as a steward
when he is transferred or relocated to another activify and/or locatien.

7 - AFGE=~HARNG
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SECTION 3. The Emp!oyor agrees To afford stewards and duly designated
represantatives who are employees with a reasonable amount of time during
duty hours to conduct represenfautpnaj duties with appropriate management
“officials and/or. aggrieved employees. Stewards and designated representa-
Tives witl secure permission for such absence from their immediate super-
visors, indicating the nature of the business to be conducted dnd tThe
approximate period of abuence. The steward or representative will provide
the superviscr with sufficient information to make a determinaTion that
the matter is appropriate. The Employer reserves the right to determine
the duration and specific duty hours tThat representational duties witl be
conducted, * Stewards and representatives will report to the appropriate
suparviscr when entering and leaving a work location on off:v|d! Union
business, and will report to their immediate supervisor upon return 70O
their own work area.

- SECTION 4, The Union éqrees that all activities concernihq the 1

nternal
managsment of its organization, membership meetings, soliciting of member-
shipg, collection of dues, campaigning for office, conduct of elecTions,
and distribution of f1fera?ure for organizing purposes will be conducied
cutside of regular: workanq hours.
SECTICH 5. The Empioyer agrees that Union représen+a+ives wiil not sufi-

discrimination or refaliation because of participation in legitimate Urio:
activities.  Under neormal circumstances, designated stewards and Union

representatives shall not be fransferred without prior notification fo The
Union. towever, the lmp!oyer reserves the right to make such transfers -
under abnormal or emergency circumstances without prior noTification and
agrees fogpromple”no+ify the Union of such transfers.

CSECTION 6. The rmpioyor aarees that each new employee in the unit will be
advis ¢ by his supervisor as to the name of his des IQ”BTEd steward within
The rst two weeks after employment. '

!

8 AFGE——HARNG
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- ARTICLE VIIT

" HOURS OF WORK AND TOURS OF DUTY

SECTION l The Employer aqrees Tha? the basic workweek for si! employses
in the unit will consist of flve (5) consecutive 8-hour workdays, Monday

+hrough Friday, with 2 45-minute lunch period. Changes in the work hours

anc/or workwesk shall be a matter for negoTiaTion between The pariies is

‘accordance with Arficie V. of this Agreement, Those limited anber¢ of

employees whose duties must be performed during hours outside of
regular work hours and tours of duty may be assigned for short dh :
to those work hours or fours of duty necessary to accompilsh the work.

o SECTION 2,  When impiemenflng any approved changes In the days or hours
of work of an employee's basic workweek, the employse shail be notifiad
of such change at least seven calendar days prior to the start of the

'f1r51 adminas:rafive workweek In which the change will take place.

SECTION 3., The Employer agrees fhaT, unless an emergency situation arises

~which would warrant employees to work on thelr scheduled lfunch period,

lunch periods shall be granted as scheduled, and employees shall not bo

required to perform duties during this perlod When employees are

required to work on their requiar scheduled lunch period fo meeT emerge:nly

" needs, lunch periods will then be granfed immedfa+e!y after The emergency
-5|?uafsen has been corrected. :

SECT!ON 4, The Employer agrees that rest periods of not more than I3
minutes duration during each 4 hours of continuous work shall be granted
employees of the unit within the following criteria and policy established
by the National Guard Bureau: (a) Protection of techniclans' health by
reliaf from hazardous work or that which requires continual and/or consid-

“erable physical exertion; (b) Reduction of accident rate by removal of

fatigue potentlal; (c) WOrklnc in confined spaces or In areas where normal
nersonal activities are restricted; ; {d)Y Increase in, or malntenance of,
high quality and/or quantity production fraceasble To the rest peried.

SECTION 5, _THe Employer agrees to permit adequate cleanup tTime before
funch and prior to the end of. the shift for employees who have besn
handting toxic or hazardous substances or who have besen subjecied to

- excessive soi! of body or clothing, The Employer also agrees To permiT
. rﬂasonable time at the start of the shifft To draw necessary tools and

9 . AFGE ~HARNG
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equlpment and reasonable time prior ¥o the end of the shift to turn In
. such items, -GCleaning up the work area and equipment shall be accompiished
. prior to the end of the shiff. ~ .. .o T

o - AFGE--HARNG o
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ARTICLE IX

OVERTIME

_SECTION 1., Overtime shall be restricted to work which is &dﬁlﬂLStT&ﬁively

uncontyollable and shall be limited to the maximum extent pogsible.

SECTION 2. When overtiwe work is required the Employer shall assign puch
work based on the skill, ability, attendance record, job performauce and

- availabililty of employees. Within such considerations, overtime work will
‘be assigned fairly and equitably among all employees in the crganizational

segment in which such overtime is required., Employees assgigned to aver-
time work shall be given as much advance notice as possible. #n smployee
who requests to be released from an overtime work assigoment shall be so

‘released provided ancther qualified employee is available.

SECTION 3. . No employee in the unitishall be reéuired to work mors than a
maximum of 16 hours overtime per pay perxlod, except when necessary o peet

_an unavoidable production schedule., The Employer shall make every effort

to prevent abuses of this exception.

* SECTION 4. When an employee is called back to perform overtime work, the

employee shall be given a minimum of two hours compensatory time, whether
the work 1s performed or not, . .

SECTION 5, “Compengatory time off shall be scheduled by the employee with
the supervisor and normally must be utilized within the four pay periods

- following the pay period in which it was accrued. Failure to so utilize
. such time off for reasons beyond the control of the employee will not
]kiwarrant forfeiture of acerued compensatory time,

SECTION 6. Gvertime records shall be maintained by the immediate super-

visor snd may be reviewed by the Unlon steward or employse concerned.

4 July 1975 11 o - AFGE--HARNG
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ARTiCLE-X,=f

ANNUAL LEAVE

- féECTIO& I The Employer agreaa to establish, post and ‘tnecfar as DGBSi*
_.'ble, adhere to a leave schedule which will" permit each employee. two
~consecutive weeks of annual leave during the year, - Employeass wild b

,,ﬂ,fconsulted in the establighment of such schedule and full considersgion
© . will be given to each employee’s desired leava parioda with preference

to those leave requesis necaasitatad by military ‘commictments or child-~

.o blrth; provided however, that the Employer may make any adjustment to

-~ the schedule required to meet workload requirements. When such aa

" adjustment becomes necessary, affected employees will be given &s much
- advance notice as possible, The provisions of .this Section shall wnot
preclude employees in the same rating and work area from exchanging
their scheduled leave periods by mutual consent. . The supervisor will

‘Q'normally epprove such changes.

SECTION 2. Thn Employer agrees that employees requests for amnunual
leave, if made prior to the day on which leave is desired, will normally
be granted if workload requirements permit. The Employer agrees to main-—
tain a liberal leave policy in circumstances such as, but not limited to,
death or illness in the enployee's immediate family, religioua observ-
ances. : '

SECTION 3, Whenever the need to limit the number of employees grauted
annual leave during a particular period of time avises, due consideration
will be given to such factors as the operating needs, the skille of
employees, length of time since last vacation period and the length of
Federal service. Where all other factors are ‘relatively equal, the
employee with the greatest length of creditable service ‘will be given
preference for the degired period.. : .

SECTION 4. the Employer will make every effort to avoid a forced leave
situarion. However, if forced leave becomes necessary for amny reason oY
.a liberal leave policy is established, the Employer will make every
#ffort to find work for employees not having #ny annual leave to thelr

. ecredit. If no such work is available, the Employer agrees to grant
advance annual leave, not to exceed five days, within the policies estab-
lished, Should forced annual leave be required, the Employer agress £o
notify the Union as far in advance as posaible and to comsult with the
Unlan concern ing the method of implementing the forced leave

12 ' o . APGE~-HARNG
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ARTICLE XI

SICK LEAVE

SECTION 1. Employees ahall“bé:grahted"aiﬁk{leave-updn-proper gotification
to thelr supervisor, except under extenuating circumstances, (a) when they

are unable to perform their regular duties because of sickness, injury, or
hospitalization; (b) for medical, dental, or thical examination oy frasi-

‘ment; (¢) when a member of the immediate family of the ewployee ie
cafflicted with a contagious disease and requires the ceve and attendsnce
. of the employee, or when, through exposure to contagious disszse, the
' presence of the employee at his post of duty would jeopardize the health
- -of others; {(d) for hospitalization or inmcapacitation beyond the inirisl
training periom when injury is incurred or disease is contracted while
"engaged in military duty, even though entitlement to militayy pay apd

allowances exists for the same period.

SECTION 2 Employees may be granted advance s;ck leave, not to gxces
thirty days, in cases of serious iliness or dieability, providing that

 such requests ave supported by a medical certificate and all available

accumulated sick leave will have been exhausted and excess annuzl lesve

that would otherwise be forfeited is used, and subject to a reasonchble
- expectation of the return to duty of the employee. The granting of
. such sick leave shall not be denied because the employee has annual leave

to his credit,

SECTION 3. A medical certificate will not be required in support of an

'-application for mick leave of three workdays or less, However, such a

certificate may be required in imdividusl cases 1f the Fuployer has ade-

. quate reason to believe the employee is misusing the sick leave privilege.

In such cases the employee shall be advised orally that his sick leave

" record is questionable and advised that if his record does not show

lmprovement within a specified period of time, not to exceed sixm months,
he will be reguired to substantlete all future requests for sick leave due
to ¢lzimed illness vegardless of duvration, I this does not result im the
necessary lmprovement, the employee will be advised in writing that &ll
future requests for sick leave must be suppoiied by a medical certificate.
This written notice will also fully explain why the employee is suspected

- of misusing the sick leave privilege. The requirement for a mediecal
~certificate will be reviewed at lesst semi-annually and will be rescinded

in writing when the employee’s sick leave record warrants.

SECTION 4, Mmployees who fail to- submit a medical certifica*e &g provided
by this Agreement will determine whether such absencea will be charged to
annual leave or lzave without pay. :

14 July 1975 i3 T AFGE~-ARTG
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© . and/or leave without pay when an employeas in the unit has baen aln

: .ARTICLE XII.

LBAVES OF- ABSENCE

. SECTION l,_ The Employer agrees that employees may be gr&nted leave with-
- out pay on the condition that there is reasonable expectation that the
 employee will return to duty at the end of the approved period. Lasv:

“without pay shall not exceed one year for esch application,

fSECTION 2. It is facogniﬁed thas the improvenment of a Union TEPLEBAnIE™
tiva's capabilities in that capacity will benefit the Fedaral ssrvice as
© well es the Unlon. Therefore, the Employer agrees to grant enfual i““va

appointed to a Union office or &p a delegata to any Union acgivicy
- ‘requiring leave of absence unless such absence would serlously hawper the
- sccomplishment of the mission of the Employer.

© SECTION 3. It is agreed that sn employee on leave without pay shail

receive and vetain all rights and privileges authorized under governing

laws and regulations. It is further agreed that such employees on leave

shall be officlally notified in writing of any significant matters which

Cwill affect them to the same extent as provided other employees who sre

- on leave. The official responsible for rating the employae {HGE Form Z}
'will be reaponsibla for informing the amployee of such mattarae

14 ' : .' ' : . AFGE-~-HARNG
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ARTICLE XIII
HOLIDAYS

 SECTION 1. Holidays will be observed as:non-workdays,'unless'unforeseen
- “contlngencies require an employee to work on a holiday., Whenever an

. employee entitled to holiday benefits is required to work on a holiday,
he shall receive such benefits as provided in appropriate National Guard

- regulationsa

- SECTION 2. The Employer agreas. to giva as much -advance notice as pozsible
to employees- required to: work cn a holiday.

SECTION 3. Consistent with workload and manpower requiremeuts, asgigmment
of employees to work on a holiday shall be kept to the minimum extent
. possible. .

15 AR " AFGE-~HARNG
S 1879



" ARTICLE. xxv-

POSITION CLASSIFICATION AND JOB GRADIEG

,SEETION'l. The Emplcyer agrees to permit the Union to review and cotmment »
on prcposed Civil Servicas Commisaion classification end job grading
" gtandards for positions in the unit on which comments are requested Ly

. higher headquarters, and to advise the Union whan. any changes in such

‘watanéarda will sffect employeas in the unit.

" BECTION 2, Any employee in the unit who believes that his poaition is
improperly classified or graded may discuss the matter with his auper~
vigor who will, upon requaat, arrange for review of the employee's ‘
classification or grading by appropriate specialists from the servicing
pargonnel office.  The review shaell include discussions with the employee
" end the supervieor to determine the employee's actual, regular wexk =
assignments over & represaentative current period of time and cowparison
of such assignments with the applicable position classification or job
greding standards. The employee and the supervisor will be adviged
verbally of the results of the review, If the employee is dissatlsfisd,
he ahsll be advised of the procedure and time 1limits (if applicable) for
 appealing the classification or job grade of his position. ,

16 o AFGE~-HARNG
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'*t ARTICtE xv

FACILETIES AND PUBLILITY

- SECTION 1, The: Employer agreea to provide reaerved deaignated Bpace on
bulletin boards where mutually deemed appropriate within the uvnit fo: the’
purpose of posting Union notices and similar informational material, The
Unfon will be responsible for posting and removing material and for rain-—
taining its’ ‘bulletin board spaca in orderly condition.'

o SECTION'Z, 'Thefﬁmployer agrees that, when circumstances warrant, official
Unfon matters which are pre-psackaged and addressed may be disseminated
“throughout the unit on Oahu via the Employer B message center system,
subject to regulations and other psrtinent factors. It 18 agreed and
understood that the use of the message center system does not extend to
matters concerning the internal management or oparations of tha Union,
Permission to use the message center system for disseminating Union Infor- -
mation must be obtained in advance from the Civilian Personnel Officer.

SECTION 3. The Employer agrees to make available appropriate facilities9
including utilities, for Unlon meetings outside of: ‘regular working hours
vhen such scheduling does not conflict with training and schedules of the
tenant unit. The Union agrees that use of such facilities will be subject
to the feea and custodial arrangements normally assessed for such use.

17 Lo " AFGE-—HARNG
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ARTICLE XVI

| UNiPORMQ AWD PPOTECTiVE CLOTHING AND EQUIPMENT

CSECTICN 1 Exc_p? as ind:ca+ed in Secfron 2 Technlclans may wear A!oha
~attire on Frndays and during Aloha Week. Aioha attire 1% defined to mean
“a garment. {(shirt or dress! of PoiyneSsan print that 1s consistent wifh

- the Joarl? ang fnT@nT of the Trad;ftonal ‘Aloha Fr;days and Alcha Week.:
~Shoes will be. worn. Trousers WIi “be full 1enq+h and skzrfs/dresses w&ll
bu knue~iunq+h or !onqe: : ,

;_CLuTIUN 2 The mtiaTdry unzTorm wtil be worn whbn par+tcipa+:ng in The.
;'foilowinq acT;v'ftes e . :

- B, Wnen selv:ng as a crew member, noncrew member or passenger on' '
A msl:Tary a:rcraf? : ; ‘ e

C g, When parficaoaflnq in ceremonies or acTav1?ses requar:nq The
uccrlﬁq of he uniform :

: C;. when aT end&ng a'mibi?éry service Schoo1 in & Technician'sfafusg

L d. When pcrformlnq offaclai du?:es as an operafor or passenger in
T a m&ll.ary vehncle

SELT10N 3:3'fhé Fmployer dqrepr To furnish appropriate PFOTECTive cio+h5n0
anofor equipmnent +o emplo»res perrormunq work which reqUIres quch proTecfxve

mea U!"@S

s AFGE--HARNG
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CCrepart o the

- ARTiGLE X1

'SAEEfY;ANG-HEALTHa,.J“**'”“”

- SECTION 3:' Tnp &mpioyer w1|l make every reasonable efforf To provade and
‘maintsin Jafe,wprkywr condltions -ang. fo compiy with. appitcable Federal
taws and reqguiations relating to The safefy and health of employees.

Each supervison: shall take nrompt and appropriate action fo correct, or.
ippropriate management: official, any unsafe cond|+|on or

”xwaiac+son which -8 reporfed to or observed. by him.

SLCTIO\ 2 T order that ?he Union wnii have an Opporfun|+y to join with
.. The gmployer ina Joan? effort fo :nsure that safety is practiced +hrough=
out the unit, the Union shall have a member of the unit on any Safety - -

“;l‘unmmxfiep esf:blished or appo:n{ed by the Employer.

- secr

_ FON J.E-Ihg Unton rucogﬂlZuS that the observance of safe work pr;ciices
Tand the wearing of prescribed protective clothing is primarily the respon-

S sibitity of each ir;dlwouai All employees will observe sate working

praciices, wear protective clothing and/or equipment prescribed by. The
._Empﬂoyer and prompfly correr? ar. repor* any unsafe’ cond|+|ons or acts.

7£ECT!ﬁM 4. MﬁdiLa| examinations reqUIred by 1ho Employer and frea+men?

“for on-the-job injuries will be provided in accordance with approprxafe_
regula?uon%.* bn” fhose cases where an employee is gompelled to teave his/her
place of rp!oymen+ due to seérious iliness or injury and has no transpor-

fation or is incapacitated; the Employer shall arrange transportation to-
Cenable *PP Omﬁlovve to reach hus/her abode or med!cal facitity for ?reafmen%

19 o " AFGE--HARNG
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ARTICLE XVII1

FMPLOYEE UTILIZATION

SECTION 1. The Employer agrees that employees will be fully utilized for
work appropriate to their job or position and at & level commensurate with-
their pay, except when the Employer finds it necessary to temporarily
detail or assign employees to other duties or positionsew The Employex
agrees to minimize such details.

SECTION 2, The FEmployer agrees that agsignment of other duties to
employees in the unit shall be made only 4if such duty is directly related
to the position for which they are employed, unless circumstances dictate
othervise. Temporary gsesignments shall be of a nature that closely
associates them with that of the employee's normal duty and pay level,

" unless compelling circumstances exiet, In all cases; such temporary
aasignments will be kept to a minimum, and an attempt ‘will be made to meet
these needs on a voluntary basis. The Employer further agrees to take
into consideration when making these assignments the employee's health and
ability to perform the duties of the position. = The Employer and the Union
support and encouraga participation in civic and coﬁmunity pPrograms.

SECTION 3. The Employer agrees that utilization of employees to partic
pate at military funeral ceremonies as members of firing squads and/oc¥
active pallbearers shall be limited to funeral services for members of

the Armed Forces, provided that such ceremonies are conducted during the
rormal work hours and will not extend beyond the end of the normal workday
without the concurrence of the employee. ' '

SECTION 4, The Pmployer and the Union recognize that employees who are
members of the National Guard are an essential force in rescue or protec-—
tion work in connection with floods, fires, or other acts of God, and in
performing emergency duty in connection with civil disturbances; there~
fore, they support utilization of employees for these purposes,
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_ ARTICLE XX
PROMOTION AND DETAILS _‘ ’

SECTION 1. The Employer agrees that all vacanc1es ‘are to be filled on the
basis of merit and efficiency with the objective of selecting from among
the best qualified persons available. Such selections shall be made under
systematic and equitable procedures as provided'in:thiS’Agreement as w3ll
as the Employer's regulations. The Employer agrees that, in order to
fully utilize the skills and potential of all employees, and in the best
interest of the morale of all employees, the area of consideration for
promotions. to vacancies will be Statewide and lnclude all employees who
are ellgzble and quallfled :

QFCTION 2. The Employer ‘may fill vacancies by reassignment or transfer
between positions at the same grade lJevel without competition or by non-
competitive promotion as provided in Chapter 8, TPP 911. The Employer
aprees to require the posting of notices of . vacancié% ‘on. appropriate
builetin boards for a period of not less than five worklng days when -
competitive placement actions are utilized to fill vacancies. When the
selecting official does not select any of the qualified applicants, the
of ficial shall state the reasons. for hls action on the promotion certifi-

cate.

SECTION 3. The Employer agrees.that when a perscnal interview is a
criterion to selection for promotion to fill a vacancy, a personal inter-
view of each referral on the promotion certificate shall be made by the
selecting official prior to making a selection, except when a candidate
was previously interviewed for a similar promotion by the same official
within a 90-day nerlod immediately preceding the current promotlon action,

SECTION 4, An employee (competitive or excepted) who is demoted w1thout
personal cause will he entitled to special consideration for repromotion.
Although, he is not guaranteed repromotion, ordinarily, he should he
repromoted when a vacancy occurs in a position at his former grade {or
any intervening prade) for which he is eligible and has demonstrated that
he is well qualified, unless there are persuasive reasons for not doing

. so. If a selecting official considers an employee entitled to special
censideration for repromotion, but does not select him and then the
eWﬁlowee is referred as one of the best qualified under competitive promo-
tion procedures for the same position and again is not selected, the

of ficial must state his reasons for the record in writing and furnlsh the
emplovee a copy.  The Employer will determine who is to be repromoted.

The provisions of this section do not apply to a.demotion initiated at

- the request and for the convenience of the emplovee.

SECTION &,  The Fmpiover agrees that, at the request of an employee who
was referred for consideration for a particular vacancy but was not
selected, the employee and/or designated representative will be permitted
to review the prometion or selection procedures utilized, except for pro-
cedures and material of a confidential nature. The employee will be

oy | . AFGE--HARNG
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counseled whenever possible a8 to ways in. which he might improve his

chances for selection in the future, It is further agreed that candi-

~ dates may review any supervisory appraisal made of thelr past performance
~and considered in the current promotion action. . The Union recognizes
that selecting officials are not rEquired to justify their selection to
nonwselected candidates. ‘ o

,SECTZON'ﬁ° _The.Employer ‘agrees to temporarily promote eligible and

qualified employees within the unit who are directed to perform the _

 duties of higher level positiona for 30 days or more; however, in thoss
cases where the incumbent of a position is sbgent in a non-pay status o

the position is vacant pending filling of the position and a qualified

snd eligible employee is assigned to perform the major duties of the.

-jtemporarily vacant position, he ahall be temporarily promoted for the non-

. pay status period or the position vacancy period in accordance with the
Employer's Merit Promotion Plam. The Employar agrees to procees these

' remporary promotions expeditiously. :

SECTION 7. The Employer recognizes the baaic principle that an employese
should be assigned to duties of the position in which he is employed.
However, to meat temporary workload requiremente when necessary services
cannot be obtained by temporary promotion or other mears, employees may
. be detailed to other positions, If a detail is made for the purpose of
training or evaluaoing & possible sBuccessor to a position which is ov =
about to become vacant, the Employer agrees that such detail shall be
. made in accordance with the Merit Promotion Plan. Details of 30 calendar
'days or longer will be documented in the employees® persomnel folders.
In cases of intermittent details of less than 30 days, the assignment
shall be rotsted among all qualified employeea and the cognizant super-
" visor shall keep a record of such detalls for consideration when -
considering employees for promotion.
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ARTICLE XX -

REDUCTION IN. FORCE

. BECTION 1, The Employer agrees to notify the Union of directed or pro—
‘poaed reauctiona in force affecting employees in the unit as far in
‘advance asg possible, giving the reasons for the reduction. When‘infc:m
mation concarning the date the action 1s to be taken, the nusber of
-employees involved and the competitive levels to be affected 18 knowm,
this information shall also be provided to the Union as expeditiously as

- .possible. The Union shall be invited to diacuas and present it views to

tha Emplover for considaration.

SECTION 2. All reductions in force shall be carriad out in:accordance
with applicable Iaws and regulations. The Employer agrees that, in order
~-to minimize the impact of & reduction in force, existing vacancies will be
“filled to the extent possible through placement of -qualified employees who
might otherwise be adversely affected by . the reductian in force actiono

SECTION 3. The Employer agrees ‘that, at the time & reduction in force is
announced, &ll promotions to positions known to be affected by the action
will be held in abeyance until a review of the records of all affected
employees has been made, placement rights determined,. and reduction in
force notices issued.

SECTION 4, The Union agrees to render assistance in communicating to
employeea the reasons for any reduction in force. '
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CARTICLE XXI

'DiSCIPLINARY.ACTIONS.AND APPEALS:

SECTION L. The Fuployer agrees that disciplinary actions will only be
teken for just and sufficient cazuse and will normally be initiated only

. .aftey, informal-methods, such as counseling, warning, or oral admonishrent,
have falled and an investigation indicates that formal action is nece.sary.
Such investigation shall include an informal discussion with the emploves,
at which time he will be permitted to present his side of the matter.

1f in the process of the informal discussion the supervisor determines
that there is sufficlernt cause to impose formal disciplinary action, he
will suspend the discussion and permit the employee to obtain appropriate
‘counsel or vepresentation, unless the supervisor deems it urgent that
immediate corrective actlion be taken. At the conclusion of the discussion
the employee will be Informed as to whether or not the matter will be
dropped. In the event the matter is not terminated and formal discipii-
nary action {(written reprimand, suspension, and vemoval) iIs considered,
the employee will be igsued a written notice of the proposed action in
which he will be advised of hie right to reply orally or in writing, or
both, within 7 calendar days after the discussion. The employee will alesc
be advised of his right to be represented by the Union, a person of his
own choosing, or by himself, whichever the situation may apply. A copy

of the notice shall be furmished to his representative. A letter of
decision will be provided the employee at the earliest practicable date.

SECTION 2. An employee who I8 made the subject of a disciplinary action
will be advised of his right to appeal the action, the procedure to
follow, and the time limit for filing the appeal.. He will be gdvised
that adverse actions, that is, removal, suspension, furlough without pay,
and reduction in rank or pay, may be appealed in accordance with appli-
cable regulations or through the provisions of Article XXIII of this
Agreement. Appeals of letters of reprimand will be aubmitted as provided
in Section 6 Article IXIT.

SECTION 3. Im the event the employee decidea not to apply the negotilated
procadure, or does not select the Union to represent him, the Union is
entitled to have an cbserver at any formal hesring on a disciplinary
action not within the meaning of adverse action as defined in the pre-
vious Section. This will likewise apply at any adverse action appeal
hazring, provided that the employee does not object to the presence of a
Union representative, end if he does object, the hearing examiner will
make the decilsion on the question of the Union's,presence.

SECTION 4. When the mployer determines that the employee's continued
presence at work constitutes a serious detriment to life, government

14 July 1975 ' 2 L - AFGE-~HARNG
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S

_:‘propeity;'gdvgfnméntjinterests,3or-to himself and other employees, the

- .employee may be suspended from duty by separate sction until a final
- decision is madé on the appeal. D _—
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3 GRIEV&NCE ?ROCEBURE

5VSBGTION l. Thia Articla providas for am otd@rly m&thﬂ& fer the pram?v<':
Cand mquit&bl& sattlement of smployee or Uniomn grievances ovér tha It g
Upratation oz appiimtion of this Agreement end of agency policlas amc

reguiations. It is the scle procadure that may be usad dy the parties ©b

- this Agreewent. and the employses in the uait in processing such grigve
Lianges. Thisg Aripicle may also be used to resolve griasvances inmvolving
o ’#mﬁ“uy@e ‘diseatisfactions over some sspect of the employment relation-
Ehip ow werking vondition which is beyond the comtrol of the employne bt
within the contvol and authority of the Employaz. Notwithatanding ehe
provisions of this Section, thie proceduze shall not ba used to process
“such matters for which a statutory sppeal proca&ure existe or when it ls

in conflict with stetute or Executive Order 11491, as am@nded‘ nor will

L thie pfﬁcaduva ba appliceblae to any matter which limita or impairs
“managenenit's rights contained in Article III, or involvas the sypenditure
_ of unpragr&mm@* funds and resources; OF requiV@@ changaa go’ astabliahed
B pal¢ciae angd proa@éurea; ' : : .

;ﬁLFTIGN 2.  In the event of disagreement as to whether or.not a griaevance
... can be proceaged under thie grievance procedure, or is subject to arbitra-
©oi'tion under this Agreement, the parties may &ingularly or jointly submit
' ghe matter &0 the Assistant Secretary of Labor for Labor-Management
+ Relations for & determinstion. On singular rafarralag the othav party
- Bhell be furniﬁh@d 2 copy of the referral,

SGECTION 3. Most 3riavancea arise from miaunderntandinga ot diaput@a
~which can be settled promptly and satisfactorily on an informal basls at.

the immediste supervisory lsvel. The Employsz and the Union agree that

~every effort will be made to settla grievances at tha lowast pogaibla -
devel; therefore, the parties urge that @mployeas discusg thelr problems

with thefr immediate supervisors on 'a person~-to-person basis first hefore
calling upon the servic@e of a Unilon representative.

ECTION. 4. The following procedure will be followad in proceasing any
grisvances o whlch this Article applies:

Srep 1. The grievance shall first be taken up orally By the concerned

f;matﬂwea and steward with the sppropriaste supervisor who has discretion in
the matter, Crievances must be submitted within 15 calendar days fyom the

date the esmployee or the Unlon became aware of the action or event which’

lad to the grisvance. At every step of the grievance the employee is

entitled to Unilon representation; however, if he is presenting his griev-

Cance directly to management for adjustment consistent with the terms of

Agreement without the intervention of the Union, the Union shall have the

oo pight fo be present et the adjustment. The supervisor shall advise the
"w_@grievﬁnt of his decision within 3 working daya.
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Sten 2. At thia Szep th& graavance must ba submiteed in wziting to
the next eppropriate supervisory level within. 7 celendar days. follswing
yesaipt of the Step 1 decision. The grievance lettetr must iﬁantify the
apecific nature of the . grievanca, why the Step 1 d@cision 1s not aceept- -

:jfable, gnd the remedy desired., Within 3 working days after receipt of tha

*grievance, the supervisor will meet with the grievant. ‘the: deaign&ted

ﬁﬂrenreaentative ‘and other appropriate PEYsSons. HWithin 3 working days

- after the meeting, the supervisor shall render his decision in writ1 Eo

the grievant with a copy to the Umion. 1f the decision is not sat
‘faceory it .shall be submitted to Step 3 of this procedura within 15

" “faJm“dar days attér receipt of the decision,

teE 3° This 1eve1 of the procedure shall be ueed for submission of
Union initiated grievances and for employees to have thelr grievances
 referred to arbitration. The Union will submit a letter to the Employer
1 adesiﬁg that arbitraticn 1s being invoked and’ requesting that the parties
“meet Lo arrange for an arbitrator. The letter will contain a brief
‘qtatement of ‘the nature of the grievance, why the Step 2 decision (if
applicable) was not ac;eptable, and what remedial action is sought. If,
Lpon réceipt of the letter, the Employer decides to adjudicate the issue

it favor of the grievant or modifies the Step 2 decisfon (if applicable)

to the satisfaction of the grievant, the grievance wili not be referred

B ‘to arbitration.

: bﬁcllcﬁ 5. It is agxeed that at any step of the negotiated griavancL
' procedure and at any arbitration proceedings, the Unlon may requast the

:j'wattendance of & reasonable number of relevant witnesses, Such witnesses,
" if emplovees, shall not suffer any loss of pay or leave while testifying

:'durlng scheduled tours of duty. It is furtheyr agreed that all time limits
established herein may be extended for good cause and upon written notifim
cetion pr*or to the end of the prescribed time limits° ‘ :

" SECTION 6 Grievances resulting from letters of reprimend will be aub~

¥ mwitted to the supervisor of the official who made the original decisicn,

.jp;oviéea that official is not the Employer, dn which case the grievance
“will be submitted directly to arbitratioﬁb

GECTION 7, Nothing in this Agreement shall be so interpreted as to
require the Union to represent an sggrieved employee in his grievence, or
to continue to represent him if the Union considers the grievance o be
imvelid or without merit. This Article shall not be construed in any
wanner to diminish or impair any rights which would otherwise be available
to an emwioy@e in the Unit, including the right of the employee to further
Y oprocesg a grievance filed under this procedure if the 'Union exercises its
rizght to W1thdr aw, except that the employee shall not have the right to

request &rbitraﬁion.
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SEUTION 8. If, &t any step of the grievance procedure sat fort‘n above,
. the grievant decides.to accept the decision of the deciding official but
' ‘the Union feels that a aignificant issue of geneml application still’
requires resolution, the Union may pursue the matter as a separate action
11f it; is applicable ‘under the provia:lona of this Article. -




ARTxCLE XKIII o

ADVERSE AETION APPEALS :

SECTION 1. This Article provides for adviaory arb!tration in cennection
with an appeal from an adverse action (removal, demotion, suspension,
reduction in rank or compensation, or furlough without pay) tahen agsinst
~.an employee in the unit. The provisions of this Article do not apply tc
employvees who are serving probationary or trial periods, and temporary o
limited term appointments; or to. adverse actlons resulting from changus
in military Btatus as a military member of the National Guard

SECTION 2. Upcn recelpt of a daciaion to take adverse action the
employee may elect to appeal through the established Employer's appeal
channel or through the procedure set forth in this Article. TIf the
employee alects to appeal under the proviasions of this Article, he shail
submit a written appeal to the State Adjutant General at any time after
rveceipt of the decision but not later than within 15 days of the effective
date of the adverse action.. The appeal must be accompanled by 2 letter
from the Union concurring in the use of advisory arbitration. The lstter
of appeal should state the basis for the appeal, the corrective action
desired and any additlonsl information deemed pertinento

SECTION 3. If the employee requesta, and the. Union concurs in the reier—
ral of the appeal to advisory arbitratiom, the procedures set forth in
Article XXIV, Arbitvation, shall be followed.

_BECTION 4., The decision rendered by the State Adjutant General following
receipt of the arbitrator's award on the appeal represents the final level
of appeal. The letter of decision, 1if not granting the appeal,; shall
-inform the appellant of the reasons for the decision and that he has
exhausted his appeal rights within the Civil Service system, A copy of
the decision shall be furnished to the Union. ‘ :
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ARTICLE XXIV
ARBITRATTON

SECTION 1. .The following procedure eshall be followed whenever a matter
is submitted to arbitration in accordance with the provisions of this
Agreement. Arbitration in connection with appeals of adverse gctions asa
defined in Section 2, Article XXI, shall be advisory in nature. A&xhiica-
tion of all other grievances filed under the negotiated grievence proce-
dure shall be binding on the parties; however, either party may file
exceptions to an award with the Federal Lsbor Relations Council under
regulations prescribed by the Council. The provisions of Title 32,
United States Code, Sectlon 709e, are expressly excluded from binding
arbitration. '

SECTION 2. Within 15 calendar days after the date the Employer raceives
written notice from the Union to invoke arbitration, the parties ghall
meet to select an arbictrator. If agreeméent cannot be reached at thie
initial meeting, either party may submit a request to the Federal Med
tion and Conciliation Service for a list of names of five Oahu residar
who are qualified to act as arbitrators. Within five calendar days of
receipt of the list of nemes, the parties will meet again. If wmuruel
agreement cannot be reached on one of the pames on the list, the U ¥
and the Employer will each strike onme name from the list in rotation
untili only one name remains. The remaining person shall be the duly
geiected arbitrator. The order of striking shall be determined by the
~flip of a coin. If for any reasson the Employer refuses to participate in
the selection of an arbitrator, the Federal Mediation and Concilistion
Servide shall be empowered to meke a direct designation of an arbitrstor

~to hear the case.

T

SECTTON 3. Following the selection of the arbitrator and his acceptance,
the parties will prepare a joint letter submitting the matter in dispuce.
The letter shall present; in question form, the matter on which arbitra-
tion 18 sought. The Joint letter of submission shall stipulate that the
arbitrator, in arriving at his award, shall be limited to the inte;p;&*q»
tion or application of this Agreement or to the intexpretation or =applica-
tion of National Guard Bureau policies and regulations if the grievance
involves issues pertaining to such matters, On other matters involving
employee dissatiafactions over some aspect of the employment relationship
“oy working condition as provided in Article XXII, the arbitrator wiil noct
be limiged in his determination including consideration of precedentisl
1ike cases, The letter to the arbitrator may be accompanied by any docu-
ments the parties mutually agree should be submitted to the arbitrator
prior to the hearing., Disagreements on submigsion of documents at this
time will not preclude submission at the time of the hearing., Eltharv
party may subwic pre-hearing and/or post-hearing briefs, provided & copy
of such briefs Is furnished to the other party.
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“SECTTON 4. - TheHérbitfatioﬁ‘ﬁééring-sh81l be held during the regular day
. shift working Hours, Mondey through Friday:’ ~Employee participation
requirad by the arbitrator ahall be in pay. status without charge to leave.

SECTION 5. The arbitrator shall be)requas:ed to submit his award to the

. parties aa-aoon as posaible. but, in sny event, not later than 30 calendar

days’ aft@r CO“CIUﬂiOﬂ of the hearing, unless’ tha parties mutually agv.s
otharwisa.[ The Employer and the Unionm shall be provided copies of ti :

+ award., Within 10 calendar days after r@ceipt of the arbitrator’s awerd,
the Employer shall render a written decision to the amployae, with a copy

fiﬂVtc tha Union, except when an excaption to the arhitrator 8 awsrd has baen .
- appeaaled to an: appropriata highmr authority.

SECTION 6. Feaa, per diem,'and travel expansaa df'tﬁé arbitrator shall be
shared equally by the parties. Travel and per diem expenses will be paid

-+ at the maximum rate payable under the Standardized Government Travel
Regulations. It 1is understood that, as a general rule, arbitrators take

their own notes and do not require a stenographic or other record of the

- proceedinge., However, should the arbitrator tequire an electronic

recording, the party requesting arbitration shall provide the necessary
equipment tharefor. The cost of a shorthand reporter, if requested b the
arbitrator, shall be borne aqually by the Employer and the Union.
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ARTICLE XXV

lM“lOYih_UNION FOMMUNILAT!ON

,£CTION I, -The primary point of confac* befween The Unton and the Empiove
for the purpose .of d15ru551ng questions that may. arise concernlng The
"|nf@;prefafion or applaca+|on of this: Aqreemen+ or. ofher ‘matters involvecd
- in.the day~to-day relations between the parties shall ‘be: for the Union,
the President of the (ocal, the Chief Steward and/or- Na+lonai Representa-
tive or his deaiqnee; for %he Employer, the Civilian Personnel Of¢icer or
Chief of Staff, Hawaii Army National Guard. Nothing.in this Article shall
“preclude any manaqemenr or Union’ OffiClal from arrangnng for meetings on
,.ma++ﬂrs of muTual .concern, : :
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ARTICLE XXVI

ENVIRONMENTAL DIFFERENTIAL PAY

.SECTLON l When the Union believes'that a work situation in the uni

"frwarrants coverage under payable categories of Appendix J, FPM Sugu?%w
~ment 532-1, it will notify the supervisor of the work unit of the vit'a,

" location and nature of the situation which may support payment of env.ron-
mental differential. Within 20 working days of receipt of the Union's
_positién;‘the parties shall meot fcr'the purpose of discussing the matter.

‘SECTION 2. When the Employer determines or proposes that a work situzation
in the unit is such that it should be included or deleted from coverags
under payable categories of Appendix J, FPM Supplement 532-1, he wiil
‘notify the Union of the title, location and nature of the situation witich
indicates or fails to indicate entitlement to environmental differential
pEY. Within 7 working days of receipt of the Employer 8 position, the
.parties shall meet to discuss the matter,

SECTION 3. When the Union belleves that there is a need to request the
establishment of categories or percentages in addition to those iﬁ
Appendix J, FPM Supplement 532-1, it will advise the Employer of =uoh
proposed changes. Within 20 working days of receipt of the proposa
parties will meet for the purpose of discussing the proposal(s) and the
"1preparation of a request to establish such categories or percentages which
are mutually agreeable to both parties, The request will be forwarded to
_ the National Guard Bureau for consideration and forwarding to the Civil
Service Commission, through Department of Defense channels, if the
circumstances warrant. . . :
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| SECTION 1. The Employer agrees to have sufficlent copiea of this Agrus- .

~ “hired employse in the unit. The Employer further agrees to consult w-ih
- the Union concerning the general format before printing the Agresment..

ARTICLE XXVII

GENERAL PROVISIONS

ment printad and distributed to each employea in the unit and each 1

SECTION 2, The Employer agrees that each newly hired employ@@ in the uﬁia

. ghall be informed by his auperviaor of the Union's status as euclusive

xepreaentative during the employee 8 orientation..

',SEGTTON 3. Tha Employer agrees that each ghop or mffice will post an

organizational chart showing the supervisery chain of - IGQPGRSLbiiitj of
employeds in the shop or office. -Changes affecting the supervisery chain
of'ra@poneibility will be postad as soon as practicable.

SECTION 4, ‘The Employer agreea that - the Civiiian Personnel Office will
provide the Union a monthly listing of the names, iob titles end work
locationa of all newly hired employees and of all employees leaving
employment within the unit,

SECTI ON 5. As soon aa poésible after approval of this Agreement, the
Employer agreess that the Civiliasn Personmnel Office will furnish the Ualon

‘with a listing showing the namea, job titles and ‘work locations of all

employees ‘in the unit, The Civilian Personnel Office shall provide the

“Union a similar listing on each anniversary date of this Agream@nt.

SECTION 6. The Employer agrees to furnish speclal toola necasgsary for
performing work but which are not normally required by the trade within

: equipment allowances and funds. The Employer agrees to provide suitable

secored space whers avallable for storage of employee 8- tools.

. SECTION 7. The Employer agrees to-place the Union on diétrihution for
- 'all regulations, notices, and other publications, publisghed by the
© Bmployer, dealing with personnel matters and maintain such distribution

to tiie Union on a current baais,
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ARTICLE XXVIII

DURATION oF AGREEMENT

' ‘SECTION 1. This Agreement shall remain in full force and effect for three
years: ‘from the date of approval by the National Guard Bureau, Either
party shall notify the other party ‘in writing no more than 90 days nor
_less than 60 days prior to the termination of the initial three-yeav
3jperiod of that party -8 desire ‘to -terminate or renegotiate this Agreement.,

"-“SECTION 2 In the event either party providee hotice of -a desire to

_terminate of renegotiate this Agreement in accordance with Section 1 .of
this Article, the parties agrée to commence negotlation of a new Agree-
ment within 30 calendar days of receipt of the notice. This Agreement
“will remain in: full force and effect for an additional’ period of alxty

(60) calendar daya, or until a new Agreament is: signed whichever ile
'earlier. : : :

SECTION 3.. ‘It is recognized that amendments to this Agreement may be
required because of changes in applicable laws or regulations issued by
higher authority after execution of this Agreement. In this event the
parties will meet for the purpose of negotiating new language that will
bring the Agreement into conformity with such laws or regulatioms. The
initial meeting to negotiate new language will be held not later than
" 30 calendar days after receipt by the Fmployer of the law or regulation
H'hich required the amendment, Such amendments as.agreed to will be duly
executed by the parties and will become effective upon approval by the
National Guard Bureau,

SECTION 4. Following approval of this Agreement, either party may propose
the negotistion of amendments or supplements hereto after the Agreement
has been Iin force for at least six months. Any asuch proposal must be in
writing and must contain a summary of the amendment or supplement pro-
posed, Within 20 calendar days after the receipt of such a proposal,
representatives of the parties shall meet to discuss the matter. Any
cemendment or supplement on which agreemant is reached will be duly
executed by both parties and will become effective upon approval by the
National Guard Butreau.

SFCTION‘Su"All proviqions of the Agreement not currently in effect
will become effective upon the date of approval by the National Guard
Bureau,
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;rgned this 91‘h day of January 1979 at Hono!u!u, Hawau, for the Hawalli
Army Mational Guard and for the American Federahon of Governmen‘l'
'fmﬂf\/f‘@s - P\F'L—"'I(J, Local 882, :

FORTWE EMPLOYER: . - . - FOR THE UNION:

APPROVED: 13 FEB 1979
" FORTHE CHIEF, NATIONAL GUARD BUREAU _
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