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MEMORANDUM OF AGREEMENT 
BETWEEN 

THE ADJUTANT GENERAL, STATE OF HAWAII 
( THE EMPLOYER) . 

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 
formal procedures requiring issuances of proposed notices of 
action, reply periods, notices of original decis_ion, 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 Empioyer and the Union. 

Encl 

FOR THE EMPLOYER: FOR THE UNION: 
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MEMORANDUM OF AGREEMENT 

This Memorandum of Agreement by and between the Adjutant General, State 
of Hawaii (for.the Hawaii Army National Guard) herein after referred to 
as the Employer., and Local 882 of the American Federation of-Government 
£:nrJloyees, AF'L-CIO ~ herdn after referred to as the Union; constitutes 
the liasi~; of settle,mcnt for a new negotiated Agreement pursuant to 
S!?ct:ion '2 of Article XX'!III (Duration of Agreement). 

1t · i~.; further under.stood and ar;reed that terms and conditions of the 
Agreement approved by the National Guard Bureau on 14- lluly 1975 shall 
be inco~porated into the new Agreement except as amended below: 

a •. Article V ,.. Rir,hts of the lJnion. 

b. Article VII -·union Representation. 

c. Article VIII - Hours of Work and Tours o.f Duty .• 

d. Article XVI - Uniforms and.Protective Clothing and Equipment. . . 

e .. Article XVII·--:- Safety and Health. 

f. Article XXV - Bmployer-Union Cqmmunication. 

g. Signature Page. 

The terms of the Agreement approved by the National Guard Bureau on 14- July 
·1975 shall remain in effect until the.new Agreement is approved by the 
National·Guai'd Bureau. 

IN WITNESS WHEREOF, the parties hereto have caused this Memorandum-of 
Agr·eement to be execut~d this 9th day of January 1979. 

roR TH): . EMPLOYER: FOR THE: UNION: 

. . . . 

·. TOR THE HAWAII ARMY .NATIONAL GUARD: 

APPROVED: 1 :J ff B 1979 
, . 

. ' 
i 
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PREAMBLE. 

This Agreement is made by and between. the Adjutant General, State of 
Hawaii, hereinafter referred t.o as. the Employer, and Loc·a1 882 of the 
American Federation of Govenunent Employees, AFL-Cio; hereinafter 
referred to as the U.nion, · 

WITNESS ETH 

WHEREAS Executive Order 11491 as amended provides for greater employee 
participation in formulating and implementing the personnel policies and 
practices and other matters affecting the conditions of their employment 
in order to contribute to the effective conduct of public.business; and 

WHEREAS in furtherance of the above principle and ·ehe desire of both the 
Employer and the Union to foster labor-management cooperation in such 
matters of mut.ual concern and interest. as the well-being of the employees 
in the unit as an aid in accomplishment of. the mission of the Employer, 
the parties hereto agree as follows: 

ii AFGE--HARNG 
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ARTICLE I 

RECOGNITION AND UNIT DETERMINATION 

SECTION 1. The Employer recognizes the Union as the exclusive repre­
sentative. of all 1;1on-supervisory, non-manage.rial, and non-professional 
employees in the Hawaii ~my National Guard (Statewide) t.o which this 
Agreement ap.plies, . · 

SECTION 2. The term "employeell means .competitive and excepted techni­
cians employed under the provisions of Section 709 e>f Title 32, . United . 
. States Code, to perform the following functions: 

a. The administration and training of the National Guard; and 

b. · The maintenance and repair of supplies '.Ls.sued .to the National· 
Guard or the Armed Forces, 

1 AFGE.--HARNG 
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ARTICLE I.I .. 

PRECEDENCE OF LAW AND REGULATIONS 

SECTION l. In the administrat.ion of all matters covered by this Agre,,­
ment, officials and employees are governed by existing or future laws and 
the regu·lations of appropriate authorities, including policies set fo '. th 
in the Fe.deral Personnel Manual; by published agency policies and regula­
tion.s. in existence at the ti.me th.is Agreement was approved; and by 
subsequently published agency policies and regulations required by li.w or 
by the regulations of appropriate authorities, or authorized by the terms 
of a controlling.agreement at a higher agency level, 
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ARTICLE III 

RIGHTS OF THE EMPLOYER 

SECTION 1. It is recognized that management officials retain the right, 
in accordance with applicable laws .and regulations, (a) to direct 
employees·of the agency; (b) to hire, pranote, transfer, assign, and 
retain employees in positions .within the agency, and to suspend, demote, 
discharge, or take other disciplinary action against employel!a; (c) to 
relieve employees from dut.ies because of lack of work or for other 
legitimate 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 
whatever·actions may be necessary to carry out the mission of the agency 
in situations of emergency. 

SECTION 2. In exercising authority to make rules and regulations 
relating to personnel policies and practices and working conditions, the 
Employer shall give .due regard to the obligations imposed by this Agree­
ment, by Executive Order 11491 as amended, and by established past 
practices. While nothing in this Agreement shall prevent the changing or 
modifying of an established past practice, the Employer agrees that such 

·action on matters subject to thia Agreement and Executive Order 11491 ua 
amended shall not be taken without prior consultation or negotiation with 
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 employees; the number, types and grades of positions 
and employees assigned to an organizational unit, work project or tour of 
duty; the technology of performing the work; or internal security 
practices. · · 
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ARTICLE IV . 

. RIGHTS OF THE EMPLOYEE 

SECTION 1, The Employer and the Union agree t.hat employees .shall have, 
and shall be protected in the exercise of, the righ.t to freely and with­
out fear of penalty and reprisal, to form, join and. assist any employee 
organization or to re.frein from such activity. Tha right to asa:l.st ;mch 
an organization shall extend to participation in the management th@raof 
and acting &!!I a representative of the organization except where euch 
participation or activity would result in a conflict of interest or 
otherwise be inco.mpatible with law or with the offi.cial duties of the 
employee. 

SECTION 2. The Employer agrees to take action necessary to assure and 
inform employees of their rights under this.Article and to ascertain that 
no int:erference, .r.eatrsint, coercion or discrimin.atio11 is practiced by 
any management official to limit or impair these ri.ghts, 

SECTION 3, · The Employer agrees to advise employees, in writing, of their 
. constitutional rights t:o. obtain counsel· prior to any interview, interrc,­
gation or other proceedings conducted by any Employer-appointed investi­
gator or investigative body when the Employer .has reason to believe that 
such proceedings may lead to the initiation of criminal charges ag,~fo·,, 
the employees. The Employer further agrees that threats of· job dis,hi," ,al 
shall not be used. to coerce employees to ans.war que13tions that might >,, 
self-'incriminating. The rights of employees under this Section relative 
to the use of polygraphs (1:le detectors) shall.be in accordance with DOD 
Instructions 5210,48 series, or other applicable procedures. 

SECTION 4. Nothing in this Agreement shall require an employee to become 
or to remain a member of a labor organization, or to.pay money to that 
organization except pursuant to a voluntary, w.ritten authorization by a 
member for the payment pf dues through payroll deduction. 

4 AFG E-·-l!/1.RNG 
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.. ••.· ..• · ARTJCLEV•···. 

RIGHTS OF. THE. UNI ON 
::':.·_ ::. ' -.-_:·, __ ,_\_,:_ ·_,··>, . .: _: .· .: .- :· '·., . .· ,_•" _._ ... -- . 

SECTION I; The Empl;yer agrees t~ g Ive the U~ioh adequate advance notice 
· and th.e oppOrtun·1 ty to negotiate on any proposed changes in personne I 
policies and practl.ces and matters affecting wor·king conditions in the 
unit w.ithin the provisions of Sections II and 12; .Executive Order I 1~91, 
as amended. This notification shal I be given +o the Chief Steward or 
the Business Manager. • Should the Union·resporid with a request for the 
proposal in writing, it otherwise. submitted, a stay on implementation 
pending study by the Union· or negotiation on .the matter. sha.l I fol low. 
Such response must be given within three working days fol lowing the noti­
fication., No change(s) shal I ·be made unless agreed upon by the parties; 
or reso I ve.d by third party proceed I ngs. 

SECT I ON 2. It Is recognized that changes in I aw or regulations of appro­
priate authorities may necessitate changes in personnel policies, practices 
or o·rher matters affecting working conditions. If the change leaves the 
Employer no ·discretion in the matter, the Union shal I ·be consulted 
regarding the implementation of the change. When the law or regulatic 

. leaves admlnlstrat.ive discretion to the Employer, any proposed change ,,, 
these discretionary areas wi 11 .be negotiated between the parties within 
the provisions of Sections 11 and 12; Execu.tlve Order 11491, as amended. 

SECTION 3. The Union shal I be given the opportunity. to be represented at 
formal discussions. between management and employees or employee representa­
tives concerning grievances, personnel. poUcles and. practices, or other 
matter? affecting general· working conditions of employees In the unit in 
accordance with the provi·sions of Section IOe, Executive Order 11491, as 
amended. 
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. •: .. 
. ,, · .. 

ARTl.C:LE Vl 

MATTERS APPROPRIATE FOR CONSULTATION· OR NEGOTIATION 

SECTION l; It te agreed that matte.re appropriate for consultation or 
negotiation between the Employe·r and the Union a.re policies, p:cogr"'1la and 
procedures relating to personnel iliatters and working condition@ whic!, a,e 
within the authority of the Employer including, but not limited tD, ,,,.,ch 
mattere a.a labor-management cooperation, promotion pl&n®,. hour0 of ., .. · 
leave, 111a·fety, t·reining, me.thods of adjusting grievancem, appeal@, 
reduction in force practices, and employee servic.ee, 
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ARTICLE VII 

UNION.REPRESENTATION 

SECT I ON I • ·· The Emp 1 oyer agrees to recogn I ze the officers, stewards and 
duly designated representatives of the Union and assure that al I levels, 
of management sha 1.1 accord them respect, dignity and courtesy as appro­
priate. The Union shal I furnlsJ1 and maintain with the Employer a current 
I i st of a I I stewards, I i sting the group of emp I oyees and work area each 
ste1vard is assigned to represent. The Emp I oyer 'further agrees to the 
appoi nt,nent of the number of stewards for the areas and/or activities 
designated hereafter: 

Number 

I. 

I 

.1 

Title 

Ch·ief Steward 

Steward 

Steward 

Steward 

Steward 

Steward 

Steward 

Steward 

Steward 

Steward 

Steward 

Steward 

Steward· 

Activity and/or Location 

Hawal i Army National Guard-wide 

Wheeler AFB 

Wahlawa (excluding Wheeler AFB) 

Pearl City 

Al I OMSs,. Fort Ruger 

CSMS #1, Fort Ruger 

USPFO, Fort Ruger · 

Al I 29th Inf Bde and HIC units, 
Fort Ruger, Kaneohe, Waimanalo 

Al I other activities at Fort Ruger 
not previously covered 

Island of Hawai l 

Island ot Maui 

Island ot Molokai 

Island of Kauai 

SECTION 2. The steward must be an employee in an activity or location 
which he represents and vii 11 lose his right of reprcesentation as a steward 
When he is transferred or relocated to another activity and/or locatlon. 

7 AFGE--HARNG 
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SECTION 3. The Employer agrees to afford stewards and duly designEJted 
reprGsentatlves who are employees wit.h a reasonable amount of time during 
duty hours to conduct representat i.ona I duties with appropr i ,;te rnan,;gement 
officials and/or aggrieved employees. Stewards and designated representa­
tives vii 11 secure permission for· such a.bsence from their immediate super­
visors, indicating the nature of the. business to be conducted and the 
opprox.imate period of at,::ence. The steward or representative ,,i I I provide 
the supervisor with sufficient information to make a determina·J-ion tha·:· 
the ma Her is app.ropr i ate. The Emp I eyer res.erves the right to determine 
the duration and specific duty hours that representational duties wi I I be 
conductecJ. Stewa,·ds and representatives wi 11 report to the approp,·iate 
supervisor when .entering and I eav i ng a work I ocat ion on off i c i a I Un l on 
business, and wil I report to their immediate supervisor upon return to 
their own work area. 

SECT I ON 4. The Uni on aqrees that a 11 activities concerning the, T n·,·erna I 
mana,1ement of its ·organization, membership meetings, sol iching of member­
ship, collection of dues, campaigning for office, conduct of elections, 
and distribution of I iterature for organizing purposes wi I I be conducted 
outside of regular working hours. · 

SECTION 5. The Employer agrees that Union representatives wi 11 not su: 
discrimination or retaliation because of participation in legitimate Unic:, 
activities.· Under normal circumstances, designated stewards and Union 
representatives shal I not be transferred without prior notification to the 
Union. fiowovc1r, tho Employer reserves the r·ight to make such trnnsfers 
under abnormal or emergc>ncy circumstances without prior notificntion and 
agrees to fromptly notify ihe Union of such transfers. 

SECT! o:; 6. The Emp I eyer a:::i rees that each new emp I oyee in the un It w i I I be 
advised by his supervisor as to the name of his designated steward within 
the first two weeks ,ifter· ernp I oyment. 

8 AFGE--HARNG 
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ARTICLE .VIII 

HOURS OF WORK AND TOURS OF DUTY 

SECT I ON I • The Emp I ayer agrees that the bas l c workweek for a I I emp i oy,3es 
in the unit wi 11 consist of five (5) consecutive 8-hour workdays, Monoay 
through Friday, witl) a 45-minute lunc.h period. Changes in the wo,·k 
and/or workwe.ek shal 1. be a matter for negotiat.lon between the parties in 
accordance with Article V of this Agreement, Those I lmlted numbers of 
emp I oyees whose duties must be performed dur Ing hours outs l de of the 
regu I ar work hou.rs and tours of duty may be ass l gned for short du,·:oi' i ans 
to those work hours or tours of duty necessary to accompl tsh the r✓o1·k, 

SECTION 2. Whan Implementing any approved changes In the days or hours 
of work of an employee's basic workweek, the employee shai I be notlfi0d 
of such change at I east seven ca I endar days pr I or to the stad of the 
firsi· administrative workweek ln which the change wl 11 take place. 

SECTION 3. The Employer agrees that, unless an emergency situation er·i2.,3s 
which would warrant employees to work on their scheduled lunch period, 
lunch periods shall be granted as scheduled, and employees shal i not'· 
required to perform duties during this period, When employees ar-e 
required to work on their regular scheduled lunch period -to meet emergc,cy 
needs, lunch periods wi I I then be granted immedlateiy after the emergency 
situation has been corrected. 

SECT I ON 4. The Emp I ayer agrees that rest periods of not more ·rhan 15 
minutes duration during each 4 hours of continuous work sha 11 be granted 
employ.ees of the unit within the fol lowing criteria and pol icy establ !shed 
by the National Gu'ard Bureau: (a) Protection of technicians' health by 
relief from hazardous work or that which requires continual and/or consid­
erab I e phys i ca I exert l on; ( b) Reduct! on of ace I dent rate by rernova I of 
fati,:1ue potential; Cc) Working In confined spaces or In areas where normal 
perssonal activities are restricted; (d) Increase in, or maintenance of, 
high qua I ity and/or quantity production traceable to the rest period. 

SECT I ON 5. The Emp I oyer agrees to permit adequate c I eanup ti me before 
lunch and prior to the end of the shift for employees who have been 
handling toxic or hazardous substances or who have been subjected to 
excessive soi I of body or clothing, The Employer also agrees i'o permit 
reasonable.time ai" the stad of the shift to draw necessary tools and 

9 AFGE··-HARNG 
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equl,pment and reasonable time prior to the end of the shift to turn ln 
such items. Cleaning up the work area and equipment shal I be accompi lshed 
prior to the end of the s.h I ft. 

10 AFGE--HARNG 
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ARTICLE IX 

OVERTIME 

SECTION L Overtime shall be restricted to work which is administratively 
uncontrollable and shall be limited t.o the maximum extent possible. 

SECTION 2. When overtime work 'ts requiredp the Employer shall assign e,uch 
work based on the skill~ ability, attendance record, job per:formanc.e ,:1.nd 
availability of employees.. Within such conaiderat;ions 9 overtime work will 

·be·aeaigned fairly and equitably among all employees in the organi2e.tiOnnl 
segment in which such overtime is required. Employees assigned to over­
time work shall be given as much advance notice as possible" An ,1mployee 
who requests to be released from a.n overtime work assignment shall be so 
released provided another qualified employee is availa~le. 

SECTION 3 •. No employee in the unit shall be required to work mora than a 
maximum of 16 hours overtime per pay period, except when :necessary to meet 
an unavoidable production schedule. The Employer shall make ei/ery effort 
to prevent abuses of this exceptionc 

SECTION 4. Wl:ten an employee is called back to perform overtime work~ the 
employee shall be given a minimum of two hours compensatory time, whether 
the work is performed or not~ 

SECTION 5. Compensatory time off shall be echeduled·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 
warrant forfeiture of accrued compensatory timeo 

SECTION 6. overtime records shall be maintained by the immediate super­
visor and may be reviewed by the Union steward or employee concerned. 

·14 July 1975 11 AFGE--HARNG 
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ARTICLE X 

ANNUAL LEAVE 

SECTION I. The Employer agrees to establish, post. and, insofar as possi­
ble, adhere to a leave schedule which wi:1.1 permit each employee two 
consecutive weeks of annua.l leave during the year, Employees wi11. b.,., 

• con.sulted in the establi.shment of such s.chedule and .full considerat!.m.i, 
. wilL ~e given to each employee's desired leave periods w:l..th preference 

t.o those le11ve requests necessitated by niilita-ry commitment.a or child­
birth; provided, however, that t·he Employer inay make any adjustment to 
the schedule required to meet wo.rkload requirement a. When such an 
adjustment becomes necessary, affected employees will be given as much 

· advance notice as possible, The provisions of t.his Section shall not 
preclude employees in the same rating and. work area from eltchanging 
their scheduled leave periods by mutual conaen.t •. · The· supervisor will 

· normally approve such changes. · 

SECTION 2. The Employer agrees.that employees' requests for annual 
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 aa, . but no.t limited to, 
death or illness in the employee's immediate family, religious observ­
ances. 

SECTION 3. Whenever the need to limit th.e number of employees granted 
annual leave during ·a particular period of .time arises, due consideration 
will be given to such factors as the operating needs, the skills 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 givei:'l 
preference for the .<lei.ired .period, 

SECT JON 4. The. Employer will make every effort to avoid a forced leave 
situation. However, if forced leave becomes necessary for any reason or 

. a liberal leave policy is established, the Employer will make. every 
,,ffort to find work for employees not having any annual leave to their 
c.redi.t. 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 agrees to . 
notify the Union as far in advance as possible and to consult with the 
Union. concerning the method of implementing the forced .leave. 

12 AFGE-1',J\RNG 
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ARTICLE XI 

SICK LEAVE. 

SECTION l. Employees shall be granted sick leave upon proper not:lfication 
to their supervisor, except under extenuating circumstances, (ai when they 
are unable .to perform their regular duties because of sickness, injur'.\', or 
hospitalization; (b) for medical, dental, or optical examination or t/•aat-· 
ment; (c) when a member of the immediate familyof the employee is 
afflicted with a contagious disease and· requires the care and attendc,nce 
of the employee, or when, through exposure to contagious diseese, the 
presence of the employee at his post: of duty would jeopardize the health 
of others; (d) for hospitalization or incap;1.citation' beyond the :l.ni.t:LgJ. 

·training period when injury is incurred or disease is contracted while 
engaged in military duty, even though entitlement to military pay atJ,d 
allowances exists for t.he same period. 

SECTION 2. Employees may be granted advance sick leave, not to exccoe,d 
thirty days, in cases of serious illness or disability, providir,g that 
such requests are supported by a medical certificate and all available 
accumulated sick leave will have been exhaus.ted and excess annual leave 
that would otherwise be forfeited is used, and subject. to a reasonable 
expectation of the return to duty of the employee, The granting of 
such sick leave shall not be denied because the .employe.e has ,mnual leave. 
to his credit, 

SECTION 3. A medical certificate will not be required in support of an 
application for sick leave of three workdays or less. Uowever, such a 
certificate may be required in individual cases if the Employer has ade­
quate reason to believe the employee is misusing the ai.ck leave pd.vi.lege, 
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 
improvement within a specified period of time, not to exceed six months, 
he will be required to substantiate all future requests for sick leave due 
to claimed illness regardless or duration, If this does not result in the 
necessary improvement, the employee will be advised in writing that all 
future :requests for sick leave must be supported 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 medical 
certificate will be reviewed at least semi-annually and will be rescinded 
in writing when the employee's sick leave record warrants. 

SECTION 4, Employees who fail to submit a medical certificate as provided 
by this Agreement will determine.whether such absences will be charged to 
annual leave or leave without pay. 

14 July 1975 13 AFGll--BARNG 
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ARTICLE X.II 

LEAVES OF ABSENCE 

SECTION 1. The Employer agrees tha.t .employees may be granted leave with­
out pay on the condition that there .:I.a reasonable expectation that tha 
employee wil.1 return to duty a.t the end of the approved period, Lea,n 
without; pay ehall not exceed .one year for each application. 

SECTION 2, It ie recognbed that .the improveinent of a Union raprl!la;e,:.te,. 
tive 'e capal:>ilit:!.ea in tha.t capacity will benefit the Federsl a01:Vic<il ,rn 
well ae the Union. Therefore, the Employer agrees to grant ,umu&i1 la&ve 
and/or leave without pay when an employea ::l.n the unit has been e1ec,ecl or 
appointed to a Unior, office or ae a delegate to any Union activity 
requiring laave of absence unless wuch absence would seriouraly ha.mpcsr thi" 
accomplishment of the mission of the Employer •. · 

SECTION 3. It :I.a agreed that an employee on .leave without. pay shall 
receive and retain all rights and privileges authorized under governing 
laws and regulations. It is further agreed that such employees on '.Leave 
shall be officially notified in writing of any significant matters whJ.ch 
will affect them to the same extent as provided other employees who are 
on leave. The official responsible for rating the employee (NGB Form 2) 
w:1.11 b.e responsible for informing the employee of such matters. 

14 AFGE--ll.ARNG 
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ARTICLE XIII 

HOLIDAYS 

SECTION 1. Holidays will be observed as. non..:workdays, unless unforeseen 
contingencies r·equire an employee to work on a holiday. Whenever an 
employee entitled to holiday benefits is required to work· on a holid,,y, 
he shall receive .such benefits as prov.ided in appropriate National Guard 
regulations, 

SECTION 2, The Employer agrees .to give as much advance notice as possible 
to employees required to work on a holiday, 

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

15 AFGE--HARNG 
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ARTICLE XIV 

POSITION CLASSIFICATION AND JOB GRADING. 

SECTION 1. . The Employer agrees to permit the Union to review and coument 
·on proposed Civil Service Colllll\iesion classification and job grading 
standards for positions in the unit on which col1!illente are requested ty 
higher headquarters, and to advise the Union when any changes in such 
standards will effect employees in the unit, 

SECTION 2. Any employee in the unit who believes that hi.a position is 
improperly classified or graded may discuss the matter with his super­
visor who will, upon request, arrange for review of the employee's 

· clsssi:ficati.on or grading by appropriate specialists from the servicing 
personnel office. The review ahell include discussions with the employee 
.and the supervisor to determine the employee's actual, regular wo,k 
assignments over a representative current period of time end comparison 
of such assignments with the applicable position classification or job 
grading standards, The employee and the supervisor will be advised 
verbally of the results of the review, lf the employee is dissatisfied, 
he shall be advised of the procedure and time limits (if applicable) for 
appealing the classification or job grade of his position. 
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ARTICLE XV 

FACILITIES AND PUBLICITY 

SECTION 1. The Einployer agrees to provide reserved designated space on 
bulletin boards where mutually deemed appropriat.e within the unit fo,: the 
purpose of posting Union notices and similar informational ma,terial. The 
Union will be responsible for posting end removing material ii.nd for :.sin-

. taining its bulletin board space in orderly condition. · 

SECTION 2. The Employer agrees that, when circumstances warrant, official 
Union matter.a which are pre-packaged and address·ed may be disseminated 
throughout the unit on Oahu vis the Employer's message center system, 
subject to regulations and other pertinent factor.,;, It is agreed and 
understood that the use of the message center system· does not extend to 
matters concerning the internal management or operations of the. Union, 
Permission to use th.e 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 facilities, 
including utilities, for Union meetings outside of regular working hours 
when such scheduling does not conflict with training and schedules of the 
tenant unit. The Union sgreea that use of such facilities will be subject 
to the fees and custodial arrangements notJUally assessed for such uae. 
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ART I CLE XVI 

UN I FOR/v1S AND PROTECT I VE CLOTH I NG AND EQUIPMENT· 
.' ' :. ')· . . ' ·-<.:. . .. . ·:· ,' , . .:· · __ -.: ... _ . 

SECTION F. Exceb:t as indicated in Section 2, technicians may wear Aloha 
attire on Fridays and during Aloh.a vleek. Aloha attire is defined to mean 
a g;;rment (shir,t or dr-ess) of Polynesian print that ls consistent· with 
i·he ::;pirrt and intent of the tradi.tiqnal Aloha Fridays and Aloha \'/eek. 
Shoes w i I I be worn. Trousers w i l I be fu I I I ength. and. skirts/dresses w.i I I 
bt! knee~teng1:H or- I on~1e, ... 

. SCCTIOI✓ 2 •. The military uniform w_i.11 be. worn when·participating in the 
fo I I 01✓ i ng act iv i.t iias: 

. a. lfhen serving as a crew member, noncr.ew msimbe.r, or passenger on 
a rni I itary a i rcraf;t. 

· b. \>/hen part re i pat i ng in ce;remon i es or act ivi ti es requiring the 
viearing of Jh<;J un;Jorm. 

c. \1hen attendJng il military service school in a technician status. 

d. When pprforming official duties as an operator or passenger in 
a m1 I i ta ry vefijc le .• 

$ECTiON 3. ,The En,ployer ,,grees to furnish appro riate protective clothing 
ahd/or equipment to employees performing work wh ch requires such protective 
rnSbsur:es. 
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ART'ICLE XVII 

SAFETY AND HEALTH 

l •. . -· .. ,.__ . . ·. 
SCCTiON 1, The. Employer wi 11 make every reasonable effort to. provide and 
maintain safe working conditions an.d to comply with appl icabl.eFederai 
I aws and regu I ati ons re I ,it i ng to the safety and hea I th of emp I oyees. 
Eecb supervisor. shal I take prompt and appropriai·e action to correct, ,or 
report tr., the appropriate management official, any unsafe condition or 
action 1vhich is reported to or observed by h.im. 

SECTIO'.✓ ?, In ,order that the Union 1,i 11. have un opportunity to join with 
the E,mployer in a Jo.int effort to insure that safety is practiced through­
out the unit, the Uni on ;;ha I I have a member of the unit on any Sa fe"l'y 
Commi Hee es tab I i shed oc appointed by the Emp I oyer. 

SECTlrn, 3 •.. The un'fon recognizes that the observance of safe 1vork practices 
and The wearing of. prescribed protective clothing is primarily the respon­
sibi I ii'y of each individual. Al I employees wi 11 observe safe working 
prac1ices, wear .protective clothing and/or equipment prescribed by the 
Emp.loyer, and promptly correct or report any unsafe·conditions or acts 

SECT i ON 4. Medi ca I .e:,.am i m,·1· i ans required by the Emp I oyer and treatment 
for.on-the-jotr inJ.yries 1vi Ii be provided in accordance with appropriate 
regu ID ti ons, In those c21ses 1vhere an emp I oyee is compe I I ed to I eave his/her 
·p!ace of employment due to serious i 11 ness or injury and has no transpor­
i'ation or is incapaciiaied, the Employer shall rJrrang·e transportation to 
enable the employ,,e to reach hJs/her abode or medical faci I ity for tre1;tmant. 
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ARTICLE XVIII 

EMPLOYEE UTILIZATION 

SECTION 1. The Employer agrees that employees will be fully utilized for 
work appropriate to their job or position and at a level commensurate with 
their pay, except when the Employer finds it necessa~y to temporarily 
detail or assign employees to other duties or positions. The EmployeT 
agrees to minimize such details. 

SECTION 2, The Employer agrees that assignment of other duties to 
employees in the unit shall be made only if such duty is directly related 
to the position for which they are employed, unless circumstances dictate 
othen,iae. Temporary assignments shall be of a nature that closely 
associates them with that of the employee's normal duty and pay level, 
unless compelling circumstances exist. In all cases; such temporary 
assignments 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 encourage pnrticipation in civic and community programs. 

SSCTION 3. The Employer agrees that utilization of employees to pardd .. 
pate at military funeral ceremonies as members of firing squads and/or 
active pallbearers shall be limited to funeral services for members of 
the Armed Forces, provided that such ceremonies are co1\ducted during the 
normal work hours and will not extend beyond the end of the normal workday 
without the concurrence of the employee, 

SECTION 4. The 1:.'mployer 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 XIX 

PROMOTION AND DETAILS 

SECTION l. The Employer agrees that all vacancies 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 1-:sll 
as the Employer's regulations, The Employer agrees _that, in order to 
fully utilize the skills and potential of all employees, and in the be,st 
i_nterest of the mora_le of all employees, the area of consideration for 
promotions to vacancies will be Statewide and include all employees who 
are eligible and qualified. 

SECTION 2. The I:mployer · may fill vacancies by reassignment or transfer 
between positions at the same grade level without competition or by non­
competitive promotion as provided in Chapter 3, TPP 911. The Employer 
ap;rees to require the posting of notices of vacancies on. appropriate 
bulletin boards for a period of not less than five working days when 
competitive placement actfons are utilized to fill vacancies. When the 
selecting official does not select any of the qualified applicants, the 
official shall state the reasons for his action on the promotion certifi­
cate, 

SECTION 3, The Employe!' agrees that when a personal interview is a 
criterion to selection for promotion to fill a vacancy, a personal intc·­
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 
withiti a 90-day period immediately preceding the current promotion action, 

srcn ON '', An employE!e (competitive or excepted) who is demoted without 
personal cc1use will h0 0ntitled to special considePation for repromotion. 
Although, he is not f,Uilranteed repromotion, oPdinarily, he should he 
repromoted when· a vacancy occurs in a position ·at his former grade (or 
any intervening r,rc1de) for which he i.s elip;ihle and has demonstrated that 
he is well qualified, unless there are persuasive reas;ons for not doing 
so, If a selecting official considers an employee entitled to special 
cons 1 der,at ion for reprornot ion, hut does not se·le~t him and then the 
employee is referred as one of the best qualified under competitive promo­
tion procedures for the same position and again is not selected, the 
official must state his reasons for the record in writing and furnish the 
employee a copy.· The Employer will determine who is to be repromoted. 
The p1'ovi sions of thi.,; ,;ection do not apply to a. demotion initiated at 
the request and for the convenience of the employee. 

SI:CTH'N t,., The f'.mpl oyer arrees that, at the request of an employee who 
was referrt?d for con~.; idf'rat ion for a particular vacancy but was not 
selected, 1 he employees and /or designated representative will be permitted 
to re,view th1: 11romotion or selection procedures utilized, except for pro­
cedurc.-"s and nMteriol of a confidential nature. ~he employee will be 
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cou.nseled whenever possible as to waye in which he might improve his 
chances for selection in the future, It is fuxther agreed that candi.­
dat.es may review any supervisory appraisal made of their p·ast performance 
and considered in the current promotion action, The Union recognizes 
that selecting officials are not required to justify .their selection to 
non-selected candidates. 

SECTION 6, The Employer agrees to temporarily promote ·eligible and 
qualified i,mployees within the unit who a.re directed to perform the 
dut1es of higher level positions for 30 days or more; however, in those• 
cases where the incumbent of a position is absent in a non-pay. status 01· 

the position is vacant pending filling of the position and a qualified 
and eligible employee is assigned to perform the major duties of the 
temporarily vacant position, he shall be. temporarily· promoted for the non­
pay status period or the position vacancy perfod in accordance with the 
Employer's Merit Promotion Plan, The Employer agrees to process these 
temporary promotions expeditiously, 

SECTION 7. The Employer recognizes the basic principle that an employee 
should be assigned to duties of the position in which he is employed. 
However, to meet temporary workload requirements when necessary services 
cannot b.e obtained by temporary promotion or other means, employees may 
be detailed to other positions, If a detail is made for the purpose of 
.training or evaluating a possible successor to a position which is o·c· ... 
about to become vacant, the Employer agrees that. such detail shall b~ 

. made in accordance with the Merit Promotion Plan. Details of 30 calendar 
days or longer will be documented in the. employees' personnel folders. 
In. cases of intermittent details of less than.JO days., the assignment 
shall be rotated among all qualified employees and the cognizant super­
visor shall keep a record of such details fo.r consideration when 
considering employees.for promotion, 
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ARTICLE XX 

REDUCTION IN FORCE 

SECTION 1. The Employer agrees to notify the Union of directed or pro­
posed reductions in force affecting employees in the unit as far in 

· advance as possible, giving the reasons for the. reduct:f.on, · When· info;:•­
mation concerning the date the action is to be taken, the nu111ber of 

• employees involved and the competitive levels to be affected is known, 
this information shall also be provided to the Union as expeditiously ae, 
possiblfll. The Union shall be invited to discuss and present its views to 
the Employer for consideration. 

SECTION. 2. All reductions in force shall be carried out in .accordance 
with applicable laws and regulations" The Employer agrees that, in order 
to minimize the impact of a 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 reduction in force action" 

SECTION 3. The Employer agrees that, at the time a reduction in force is 
announced, all 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 
employees the reasons for any reduction in force. 
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ARTICLE XXI 

DISCIPLINARY ACTIONS AND APPEALS 

SECTION 1. The Employer agrees that disciplinary actions 1-lill only be 
taken for just and suff:f.cient cause and will normally be initiated only 
after; informal -methods, such as counseling, warning, or oral admonishcoent, 
have failed and an investigation indicates that formal action ia nece .. ssry. 
Such investigation shall include an informal discussion with the employee, 
at whi.ch time he will be permitted to present his side of the matter. 
If in_ the process of the informal discussion the supervisor determines 
that there fa sufffc-Jerit cau'se to impose formal disciplinary action, he 
will suspend the discussion and permit the employee to obtain appropriate 
counsel or representation, unless the supervisor deems it urgent that 
illllllediate corrective action 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 discipli­
nary action (written reprimand, suspension, and removal) is considered, 
the employee will be issued a 1-lritten notice of the proposed· _action in 
which he will be advised of his right to reply orally or in writing, or 
both, within 7 calendar days after the discussion. The employee will also 
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 furnished to his representative. A letter of 
decision will be provided the employee at the earliest practicable date. 

SECTION 2. An employee who is 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 advised 
that adverse actions, that is, removal, suspension, furlough without pay, 
and reduction in rank or pay, may be appealed in accordance with appli­
cable regulati.ons or through the provisions of Article XXIII of this 
Agreement. Appeals of letters of reprimand will be submitted as provided 
in Section 6, Article XXII. 

SECTION 3. In the event the employee decides not to apply the negotiated 
procedure, or does not select the Union to represent him, the Union is 
enti.tled to have an observer at any formal hearing on a disciplinary 
action not within the meaning of adverse action as defined in the pre­
vious Section. This 1-lill likewise apply at any adverse_ action appeal 
hearing, provided that the employee does not object to the presence of a 
Union representative, and if he does object, the hearing examiner will 
make the decision on the question of the Union's presence. 

SECTION 4. When the Employer determines that the employee's continued 
presence at work constitutes a serious detriment to life, government 
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property, government interests, or to himself and other employees, the 
employee may be suspended from duty by separate action until a final 
decision is made on the appeal. 
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ARTICLE XXII 

GlllEVANCE l'llOCEDURE 
. .. . 

SECTION 1. This Article provides for an orderly lllillthod for the prompt 
oo<i requitable s@ttl®lllant of <!llliploye@ or Union grievances. ovtr tht1 int 1r­
pret.11..t ion or illppl:!.cation of thie Agrellllll11nt and of agency p6liciea an{ 
rsgulill!:ion,;;. It is th® -sol® procaclµre that may be Ulll!lid by thfil patti&e to 

.. th:1.ll ,¾;rl!llll!ll©!'l;. ood th® ol®ploy®eS in th<!! unit in !)rOC<!ll!lll!ing lilUCh griillv­
lllll-C©S_, Thi@ A1:tic1e uy also be_ us111d to remolve _ gr:!.evanct111 involving 
employee di11eati!lfactions over some e.spect of the •ployment relation­
/ship or w6rking conclieion which is beyond th@ _control of the amployll!I@ but 
withi:1 t:he control and authority of the Employer. Notw:!.th11t&nd:!.ng the 
pi;ovil!ionm of thie Section,· thi!!l procedure shell not bs used to proce.H 
such ll!&ttsn for which a statutory appeel procedure exists or.when it ill 
in .conflict with eutute· or Executive Order 11491, as amemded; nor will 
th.iis procedura ba applicable to sny matter which limits or impairs 
marisgsmsnt'e right!!l contained in Article III, or involveli the expenditure 
of unpro1p:&llmled funda and resources, or requires cha.ngee to established 
polic:!.e11 end proeeduree. · 

SECTION 2. In the event of disagreement as to whether o;:.not a grievance 
ce.n be processed under this grievance procedure, or is subject to arbit:rc:.-­
t:!.on under this Asreement, the parties may singularly or jointly submit 
the IDStter to the Aasistant Secretary of Labor for Labor-Management 
Relations for. a determination, On singular referrals, the other party 
shell be furnished• a copy of the referral. 

SECTION 3. Most grievances arise from mieunderstsndings or disput:llle 
which can be _settled promptly and s&tiafactorily on an informal basis at 
the ill's!l\ed"iete supe'.-rv:tsory lev.el. The Employ&r and ths Union agree that 
every effort will be mads to settle grievances &t ths lowest poee:!.bls 
level; therefore, .the parties urge that employees diecuss their problems 
with their ilTmioi,diate supervisors on a person-to-person basis first before 
ca1Hng upon the services of a Union representative, 

SECTION 4. The following procedure will be followed. in processing any 
.gt::lev,mces to which this Article applies: 

Jt~ . ..l.· The grievance shall first be taken up orally by the concerned 
employee and steward with the appropriate supervisor who has· discretion in 
the matter. Grievances must be submitted within 15 calendar days from the 
date the employee or the Union became aware of the action or event which 
led to the grievance. _At every step of the grievance the employee is 
entitled to Union representation, however, if he_ is presenting his griev-

. ence directly to management for adjustment consi_stent with the terms of 
/1.greement without the intervention of.the Unfon, the Union shall have the 
right to be present at the. adjustment. The supervisor shall advise the 
grievant of hie decision within 3 working days, 
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Ste1> 2.. At thi.a Step the grievance muet .be aubmitted in writing to 
the nel"t appropriate supervisory lavel within 7 calendar daya following 
receipt of the Step 1 decision.•··.· The grievance letter. muat identify the 

. specific nature of the grievsmce, Why th~ Step l decision b1 not accept­
able, and the' remedy des.ired. Within 3 working days after receipt of the 
grievance, the aup'erviaor will meet with the grievant, the deai:11:nateq. 
representative, and other appropriate persons, Within. 3 working days 
after the meeting, the supervisor shall render h.is decision in writi,,g, to 
the grievant s;;Hh a copy to the Union. If the decision .is not 1oatis··· 
fa,~tory it .shall be submitted to Step 3 of this procedure withiti. 15 
calendar days. aftJr receipt of the dec.:l.aion. · 

~::e12 _3. This level of the procedure shall be used for submission of 
Union initiated grievances end for employees to have their grieva,,ces 
ref.erred to arbitration. The Union will submit. a le.tter to the Employer 
advising that arbitration is being invoked and requesting that the parties 

· meet .to arrange for an arbitrator. The letter will contain a brief 
statement of the nature of the grievance, why the Step 2 decision (if 
applicable) was not acceptable, and what remedial action is sought. If, 
upon receipt of the letter, the Employer decides to adjudicate the issue 
in favor of the gdevimt or modifies the Step 2 decision (if applicable) 
to the satisfaction of the grievant, the grievance will.not be referred 
to arbitration. 

SECTION 5. n is agreed that at any step of the negotiated grievance 
procedure and at any arbitration proceedings, the Union may re.quest the 
attendance of a reasonable number of relevant witnesses. Such witnesses, 
if employees, shall not suffer any loss of pay or leave while testifying 
during scheduled tours of duty, It is further agreed that all time limits 
established herein may be extended for good cause and upon written.notifi­
cation prior to the end of the prescribed time limits. · 

SECTlON 6. Grievances resulting from letters of reprimand w::1.11 be sub­
mitted to the supervi.sor of the official who mada the origi.nal decision, 
provided that official is not the Employer, in which case the grievance 
will be submitted directly to arbitration. 

SECTION 7. Nothing in this Agreement shall be so interpreted as to 
n,quire the Union to represent an aggrieved employee in his grievance, or 
to continue to represent him if the Union considers the grievance to be 
invalid or without merit. Thia Article shall not be .construed in any 
manner to cUminish or impair any rights which would otherwise be available 
to an employee in the Unit, including the right of the employee to further 
process a grievance filed under this procedure if the'Union exercises its 
right to withdraw, except that the employee shall not have the right to 
requeet arbitration, · 
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SECTION 8. If, at. any step of the gr;!.evance proc~dure set forth above, 
the grievant decides .to accept the decision of the deciding official but 
the Union feels .that a significant .issue of general application etill · 
requires resolution, the Union may pursue .the matter ae a separa,te action 
if it i.s applicable under the provisions of t.his Article. 
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ARTICLE XXIII 

ADVERSE ACTION APPEALS 

SECTION 1. This Article provides for advisory arbltrati.on in connection 
with an appeal from an adverse action (removal, demotion, suspension, 
reduction in rank or compensation, or fu:rlough w.ithout pay) taken ageinst 
an employee in the unit. The provisions of this Article do not apply to 
employees who are serving probationary or trial periods, and temporary o:c· 
limited term appointments; or to adverse actions resulting from chsngss 
in military .status as " mili.tary member of the National .Guard. 

SECTION 2. Upon rece.lpt of a decision 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. If the 
employee elects to appeal under the provisions of this Article, he shall 
submit a written appeal to the State Adjutant .General at any time after 
receipt of the decision but not later than wi.thin 15 days of the effect:J.ve 
date of the adverse action, The appeal must'be accompanied by a letter 
from the Union concurring in the use of advisory arbitration, The letter 
of appeal should state the basis for the appeal, .the corrective act;ion 
desired and any additional information deemed pertinent, 

SECTION 3, If the employee requests, and. the Union concurs in t:he rete,-­
ral of the appeal to advisory arbitration, .the procedures set forth in 
Article XXIV, Arbitration, shall be followed. 

SECTION 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, if not grant.ing 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 

ARBITRATION 

SECTION l. The following procedure shall be followed whenever a matter 
is submitted to arbitration in accordance with the provisions of thia 
Agreement. Arbi.tration in connection with appeals of adverse actione as 
defined in Section 2, Article XXI, shall be advisory in nature. Arbi.ce·,t--­
tion of ell otht>r grievances filed under the negotiated grievance proe:e­
dure shall be binding on the parties; however, either par_ty may fHe 
exceptions to an award with the Federal Labor Relations Council under 
regulations prescribed by the Council. The provisions of Title 32, 
United States Code, Section 709e, are expressly excluded from binding 
arbitration. 

SECTION 2. Within 15 calendar days after the date the Employer receivc1, 
written notice from the Union to invoke arbitration, the parties shall 
meet to select an arbitrator. If agreement cannot be reached at this 
initial meeting, either party may submit a request to the Federal Media­
tion and Conciliation Service for a list of names of five Oahu resident:,s 
who are qualified to act as arbitrators, Within five calendar days of 
receipt of the list of names, the parties will meet again. If mutv.a"L 
agreement cannot he reached on one of the names on the list, the Unic-ec 
and the Employer will each strike one name from the list in rot:atiot, 
until only one name remains. The remaining person shall be the duly 
eetected arbitrator. The order of striking shall be determined by the 
flip of a coin, If for any reason the Employer refuses to participate in 
the selection of an arbitrator, the Federal Mediation and Conc1liati011 
Service shall be empowered to make a direct designation of an arbitrator 
to hear the case. 

SECTION 3. F0llowing the selection of the arbitrator and hia acceptance, 
the parties will prepare a joint letter submitting the matter in dispute. 
The lettet shall present, in question form, the matter on which arbitz·a•· 
tlon is Rought. The joint letter of submission shall stipulate that the 
ar\Jitrstor, in arriving at his award, shall be limited to the interprets--• 
tion or application of this Agreement or to the interpretation or applica-· 
tion of National Guard Bureau policies and regulations if the grievance 
involves issues pertaining to such matters, On other matters involving 
P.mpl.0 yee dissatisfactions over some aspect of the employment relationship 
or ,,orking condition as provided in Article XXII, the arbitrator will not 
be 1Jm1t.ed in hi!S determination including consideration of precedential 
like ca;aes, The letter to the arbitrator may he accompanied by any docu­
ments the parties mutually agree should be submitted to the arbitrator 
priot to the hearing. Disagreements on submission of documents at this 
time wil1 not preclude submission at the time of the hearing. Either 
party may m1bml c. pre-hearing and/or post-hearing briefs, provided a copy 
of such briefs is furnished to the other party. 
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SECTION 4, The arbttration hearing shAll .be held during the regular day 
shift working hours, Monday through Friday .. Employee participation 
required by the arbitrator shall be in pay sta.tua without charge to leave. 

SECTION 5 •. The &rbitrato.r eha.11 b• requuted to submit hil!J award to t:ha 
par.tiaa .ae eo.on as poeaible but, in any e:vent·, not let.er than 30 calandar 
days Qfter concludon •Of the heari.ng, unleaa the parties mutually agT •<e 
otherwise,· The Employer and the. Unfon eha).l be .provided copiea of ts, 
award. Within 10 cabnd.ar daya ·sifter niceipt of the arbitrator'a awerd, 
tha Employer shall re.nder a written decis.ion to the employee, with a copy 
to the .Union, except when an exception to the arbitrator's award hae b<!len 
appealed to an appropriate. higher authority, 

S.ECTION 6.. Fees., pe.r diem, and travel expenses of the arbitrator shall be 
shared equally by the parties.· Travel end per: diem expenses will be paid 
at the maximum rate payable under the Standardized Government Travel 

· Regulations. It is understood that, aa a general rule, arbitrators take 
their own notes and do not require a stenographic or .other record of the 
proceedings, However, should the arbitrator require an electronic 
recording, the party requesting arbitration shall provide the necessary 
equipment therefor. The cost of a shorthand reporter, if requested c·, the 
arbitrator, shall be borne equally by the F,mployer and the Union. 
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ARTICLE XXV 

FMf'L.OYt:1,-UN I ON COMMUN I CAT I ON 

'..;ECTIO~i I. The·prirnary point of contact between the Union and the Emp!oycr· 
tor the purp.ose of discussing questions that may .. arise concerning the 
inte,-pretation or application of this. Agreement or.other matters involvec 
in. 1·he day-to-day re I at i.ons between the parties· sha.l .1 bff: for the Uni on, 
the President of the !.oca I , .the Chief Steward· and/or Nati ona I Representa-
t i •10 or hi.s designee; for the Employer, the CiVi I ian Personnel Officer or 
Chief of Staff, Hawaii Anny National Guard. Nothing in this Article sha! I 
preclude any management or Union official fro~ arranging for meetings on 
matters of mutual concern. 
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ARTICLE XXVI 

ENVIRONMENTAL DIFFERENTIAL PAY 

SECTION 1. When the Union b.elieves that a work situation in the unit 
warrants coverage under payable categories of Appendix J, FPM Supph.,-

· ment 532-1, it will notify the supervisor of the work unit of the tit'e, 
locatioI). and nature of the situation which may support payment of env, ,·,,:,­
l!len.tal differential. Within 20 working days of receipt of the Union's 
position, the parties shall meet for the purpose of discussing the matter. 

SECTION 2. When the Employer determines or, proposes that a work situation 
in the unit is such that it should be included or deleted from coverage 
under payable categories of Appendix J, FPM Supplement 532-1, he will 
notify the Union. of the title, location and nature of the situation which 
indicates or fails to indicate entitlement to environmental differential 
pay. Wi.thin 7 working days of receipt of• the Employer's position, the 
parties shall meet to discuss .the matter. 

SECTION 3. Whe.n the Union believes that there is a need to request the 
establishment of categories or percentages in addition to those in 
Appendix J, FPM Supplement 532-1, it will advise the Employer of m.•c'· 
proposed changes. Within 20 working days of receipt of the proposs'c the 
parties will meet for the purpose of discussing the proposal(s) and the 
:preparation 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 Civ.il 
Servic.e Commis.s.ion, through Department of Defense channels, if the 
circums.tances warrant. 
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ARTIC_LE XXVII 

GENERAL PROVISIONS 

SECTION 1. The Elllployer agrees to have. aufficierit copiee of this Agrei,-­
ment printed and distributed to each employee in the unit end eech 
hired employee in the unit. The Employer further agreea to conamlt w · ;:·:i 
the Union concerning the general format before printing the Agreement, 

SECTION 2. The Employer agrees that each newly .hired employee in the 1.mit 
shail be informed by h.is supervisor of the Union's statue es e:i;:cltisive 
representative during the employee's.orientation. 

SECTION 3, The Employer agrees that each shop or pffice will pPst an 
organizational chart showing the supervisory cha:!.n of·reap@ns:!.bi1ity of 
employees in the shop or office. Changes affecting the suparvi8,;;ey chain 
of responsibility will be posted as·soon as practicable, 

SECTION 4, The Employer agrees that·the Civilian Personnel Office will 
provide the Union a monthly listing of the names, job titles and work 
locations of all newly hired employees and of all employees leaving 
employment within the unit, 

SECTION 5. As soon as possible after approval of this Agreement, the 
Employer agrees that the Civilian Personnel Office will furn1sh the Union 
with a listing showing the names, 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 Agreement. 

SECTION 6. The Employer agrees to furnish special tools necessary for· 
performing work but which are not normally required by the trade within 
equipment allowances and funds. The Employer agrees to provide suitable 
secured. space where available for storage of employee's- .tools. 

SECTION 7.. The Employer agrees to place the Union on distr·:!.bution for 
all regulations, notices, and other publications, published by the 
Employer, dealing with personnel matters and maintain such distributi.on 
to the Union on a current basis. 
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ARTICLE XXVIII 
.- . . 

DURATION. OF AGREEMENT 

SECTION L This Agreement shall remain in full force and effect for three 
years fx:om the date of approval by the Na.tional Guard Bureau. Either 
par.ty · shalI notify the other party in writing no more than 90 days no,· 

. le-ss than 60 day.a· pri,or to the termi.nation of the initial three-year 
period of that party's de.sire ·to terminate_ or renegotiate this Agreement. 

. SECTION 2. In the event either party provides notice of ·a desire to 
· terminate or renegotiat<:> t.his Agreement in. accordance wit.h Section 1 of 
thiR Article, the parties agree to commence ·negotiation of a new Agree­
ment wit.hin 30 calendar .days of -recei.pt of the· notice. This Agreement 
will r.emain in full· force and effect for an add:1.tional p~riod of ebty 
(60) calendar days, or until a new Agreement Ia··signed, whichever ie 
earl.ier • 

SECTION 3 .. Tt is recognized that. amendments to this Agr.eement may be 
reqt1.i red because of clianges· .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 Agreen,ent into conformity with such laws o"r regulations, The 
initial meeting to negotiate new language will be held not later than 
30 calendar days after·receipt by the Employer of the law or regulation 
which required the amendment, Such amendments as .a.greed to will be duly 
executed by the parties and will become effective upon approval by the 
National Guard Bureau. 

SECTION 4. Following approval of thiR Agreement, either party may propose 
the negotiation of amendments or supplements hereto after. the Agreement 
has been in force for st least six months. Any such proposal muat be in 
writing and must contain a summary of the aniendmimt or supplement pro­
posed, Within 20 calendar days after .the receipt of such a proposal, 
repreaentativea of the parties shall meet to discuss ·the.matter, Any 
amendment or supplement on which agreement is reached will be duly 
executed by both parties and will become effective upon approval by the 
National Guard Bureau. · 

SECTION 5" All provisions of the Agreement not cu-X:rently in effect 
will become effective upon the date of approval by the National Guard 
Bureau. 
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Signed this-9th day of January 1979 at Honolulu, Hawaii, for the Hawali 
Army Na·t·ional Guard an(j for the American Federation.of Government 
fmplcyees - AFL-CIU, Local 882. 

FOR TH[ UNION: 

APPROVED: l 3 FEB 1979 
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