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ARTICLET
RECOGNITION AND UNIT DESIGNATION

Section I. RECOGNITION. The CBDO, whosc designated office head is the District Manager, hereinafier
referred to as the CBDM, recognizes that the Local s the exclusive representative of all employecs in the
bargaining unil described in Section 2 below.

Scction 2. BARGAINING UNIT. The unit to which this agreement is applicable is composcd of all professional
and non-professional employees of the Coos Bay District Office, Bureau of Land Management, Coaos Ray, Oregon,
on appointments exceeding 130 days, excluding supervisors and management olficials and others as defined in 5

USC T112(b)(2), (3), (4}, (6), und (7).
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ATRTICTE 2
MANAGEMENT RIGHTS AND RESPONSIBILITIES
Section 1. GOVERNMENT REGULATIONS. In thc administration of all matters covered by this agreement, the
CBDO the Local and the Employees are governed by existing or future federal taws or repulations of appropriate
authority to the extent not prohibited by Title 5 USC, Chapter 71.
Section 2. MANAGEMENT RIGHTS.

{a) Nothing in this agreement shall affect the authority of Management:

(1) to determine the mission, budget, organization, number of employces and intcrnal security
practices of the agency, and

(2) in accordance with epplicable laws:

(A) to hire, assign, direct, layoll, and retain employees in the agency, or to suspend, remove,
reduce in grade or pay, or take other disciplinary action apainst such employccs,

{B) 1o assign work, to make detcrminations with respect to contracting out, and to determine
the personnel by which agency operations shall be conducted;

{C)  make selections for appointments to 7l positions from:
(#y among properly ranked and certificd candidates for promotion; or
{ii)any other eppropriatc sourccs; and

(D}  take whatever actions may be necessary (o carTy out the agency mission during
cmergencies.

Section 3. Negotiations may teke place at the election of the CBDM on the numbers, types and grades of
Employces or positions assigned to any organizational subdivision, work project, or tour of duty or on the
technology, methods, and means of performing work.

Section 4. Nothing i this article shall preclude the CBDO and the Local from ncgotiating
(a) the procedures the CBDO will observe in exereising any authority under this article; or

{b) appropriatc arrangements for Employees adversely affected by the excrcise of any authority under this
article by the CBDO,

Section 5. Thc Labor relations statute defines Supervisor as an individual employed by an agency having authority
in the inierest ol the agency to hire, dircet, assign, promote, reward, transfer furlough, layo<¥, recall, suspend,
discipline, or remove employees, to recommend such action, if the exercisc of the authority is not merely routine or
clerical in naturc but requires the consistent cxercise of independent judgment, cxcept that, with respect to any unit
which includes firefighters or nurses, the term “supervisor” includes only those individuris who devote a
preponderance of their employment time to cxercising such authonity™ (5 USC 7103{(a){10;}.

Scction 6. Management Responsihilities
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{a) The CBDO aprees to respect the privacy of all emplovees during thc prievance process. The
crecibility, privacy, and inlegrity of the grievance process will be protecled to the extenl possible,
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ARTICLE 3
EMPLOYEE RIGHTS AND RESPONSIBILITIES

Section 1. Each Emplovee may clect to bring matters of personal concern direcily to their supervisor or other
appropriate oflicials in inforrnal discussions without union representation or notification to the union of such a
meeting.

Scetion 2. Lach Emplovee shall have the right to form, join or assist any labar organization, or to refrain from any
such activily, freely and wilhout fear of penalty or reprisal, and each Emplovee shall be protecied in the cxercise of
such right. Except as otherwisc provided, such ripht includes the right:

(a) To act for the Local in the capacily of & representative and the right, in that capacity, to present the
views of the Local to heads of agencies and other officials of the Executive Branch of Government, the
Cuongress, or other appropriate authorities,

(b To engage in colleclive bargaining with respect to conditions of cmployment through representatives
chosen by Employees.

{c) To invest their money, donate to charity, and participate in similar types of activities freely and
without coercion,

{d) Nothing in this agreement shall require an Employcc 10 become ot remain a member of a labor
organizalion or 1o pay money Lo the organization except nursuant to a voluntary written authorization
by a member for the payment of dues through payroii de  ection.

Section 3. Each Employee may he represented by a representative other than the Local of histher own choosing in
statutory appeals actions or gricvances not covered under the ncgotiated grievance procedure.

Scction 4. Each Employec has the right to be represented by the Local at any examination of the Emplovee by 4
representative of management in commection with an investigation, if the Employee reasonably believes that the
examination may result in disciplinary action against the Employee and the Employee requests represcntation.

Fach Bmployee shall be provided annua!l notification of this right.

Section 5. Employees are responsible for accomplishing work assigned to them in support of the Bureau’s mission.
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ARTICLE 4

TUNTON RIGHTS AND RESPONSIBILITIES

Section 1. RECOGNITION.

(a)

(b}

(d}

The Locul is the cxclusive representative of the Employees in the bargaining unit and is entitled to act
for these Employees. The Local is responsible for representing the interests of bargaiming unit
Eniployees without regard to union membership.

The CI3IO recognizes the following, duly elected officers of the Local: President, Vice President,
Sccrctary, Treasurcr and Chief Steward. The Local shall provade to the CBDO a list of names and
titles of such officers on an annuai basis or more [requently, if changes occur. Tn addition, a copy of
this list may be posted on the Local's bulletin board.

The CBDO recognices stewards selecled by the Locul. These stewards are recognized as official
spokespersons with authority to act on behalf of the Local in fonmal discussions, gricvances, and
"Weingarten right" matters. ‘The Local may select up to six {6) stewards. One (1) additional steward
may be added for each increase of thiry-five {35} Employees in the bargaining unit. As in {b} above,
the Local shall provide to the CBDO and updatc a list of names of stewards, the organizational units
they represent, and the location or phone where they can be reached. [n addition, a copy of this list
may be posted on the Local's bulictin board.

The CBDO recognizes authorized national and regional representatives of NFFE, Upon arrival al the
district the visiting NFFE representative will sign the official visitor register. Under no circumstances
shall these visits interfere with district operations and work. All bargaining unit members involved in
these visits during work hours shall be on annual [cave unicss cxplicitiy allowed for in Article 4,
Scction 3.

Section 2. REPRESENTATION

(a)

(b)

(c)

(d

{e)

The CBDO agrees to meet with the T.ocal and negotiate with the Local regarding impact and
implementation of any new policy or change in policy affecting the Employees or their conditions of
employment.

The Local wili be given the opporlunity 1o be represented at any [ormal discussion between onc or
mare vepresentatives of the CBDO and one or more Cmployees or their representatives concerning any
grievance or personnel policy or praciice or other general condition of employment. The CBDO will
notily the Local President betore such discussions are held. The T.ocal shall be allowed four (4) hours
to provide a representative.

If, during an examination of a unit Empioyee(s) by a representative of the CBDO in the course of an
investigation, the Empioyee reasonably believes that the examination could result in disciplinary
action against thut Employee, and the Employec requests representation by the Loeal during the
meeting in accordance with 5 USC 7114(2)(2)B); the CBDQ will terminate, or suspend the meeting
and, i the meeting is cortinued, arrange for the presence of the first available steward. The Local
shal! bc aliowed four {4) haurs to providc a representative. The steward will be allowed to ask
questions and slate the views of the Local, but wil} not dictatc answers or otherwisc interfore with the
conduct of the investigation. {("WEINGARTEN RIGHTS")

The Local shall have the right to submit the views of the Local dircetly ta the Orcgon State Director,
Director of the BLM, Secretary of Interior and other officials of the Execulive Branch of the

Government, the Congress, or ather appropriate avthorities.

The Tocal has the right to represent an Employec or & group of Employcces in presenting and
processing grievances.
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Scction 3. STEWARIDS,
fa) A steward will function as the representative of the Employees in their designated units. Only
stewards will perform the dutics of stewards, except that the President and Vice Presidents may stand
in for stewards under Section 2 (b} and (¢) above in case of the absence of all stewards.
Scction 4. RESPONSIBILITIES.
{(a) Internal Union business, such as soliciling membership, collecting dues, campaigning snd clecting
officers, posting and distributing litcrature, and urion meetings, will be conducted during non-duty

hour of the Employees involved. For this purpose, lunch periods are considered non-duty hours.

(b} The Local agrees to promote safc work attitudes, productive use of time and high quality performance
among Employees in the unit,

{c) When gathering infonmation for a member of the Bargaining Unit, Union Representatives will disciosc
to the invoived parties the official nature of their business.

(5)] The Union agrees to respect the privacy of al! ecmployces during the pricvanec process. The credibility,
privacy, and integrity of the grievance process will be prolecied to the exienl possible,

Section 5. USE OF TIME FOR LABOR MANAGEMENT RELATIONS:
(a) Focal representatives will be allowed reasonable official time to:

() Mecet with CBDO represcntatives for negotiation of a collective bargaining agreement and
attend impasse ptoceedings as provided for in 53 USC 7131 (&),

{2) Impact and implementation bargaining.
(3) Cenduct formal negotiations.

(4) Attend and participate in meerings of commitrees identified in this contract or where the
CBDO invites Local representation.

b. A reasonable amount of oflicial tiime, not to exceed 500 hours per liscal year is available for:

(1) A steward to initially discuss with an Employee a matter of dissatisfaction, malte inquiries,
comtact pertinent witncsscs, and preparc presentations for pricvance meetings.

2) A steward to represent an Employee(s) in prescnting grievances;
{3} A steward(s) serving as a representalive in an arbitration hearing;
{4) A steward functioning as a representative in a statutory appeal hearing.

{5) A stewuard to act as representative of the Local in examinations pursuant to 5 USC
7114(a)(2)(B).

(0) Elecled union officers and stewards to be excused from duty, workload permitling, to attend
union sponsored training which is of mutual benefit for the performance of their
representationa’ duties. A written request will be submitted through the supervisor to the
Associate District Manager at teast 15 calendar days in advance.

)] A steward to act as representative to assist an Employee with an OWCP case where requesied,

Representational activitics on official time will be limited to where the control is within the
Agency,
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(&) Stewards, officers, and other Local representatives engaged in other authorized labor
manapcement relations activities.

Employces will be ailowed up to two hours per grievance to initially discuss with a stcward the
allegations of a potential grievance.

Stewazrds, officers, and other Local representatives engaged in authorized labor management relations
activilies for more than two conseculive hours during the time they would otherwise be in duly status,
will notify their supervisor and come to an agreement with the supcrvisor as to the duration and
workload impact of the time allocation agreed upon,

¥, in the event the tota! official time availuble for the activitics listed in Section 5(b) is deplcted, and
the Local can demonstrate mutual benefit for additional official time, the CBDO agrees to negotiate for
the additional time.

The CBDO will contact the T.ocal President 1o discuss any perceived conllict between Labor-
Managemen{ activitics and CBDO-asstpgned work. While it is the responsibility of CBDO 1u initiate
discussions rcgurding impacts of labor-management activities on achieving the mission, it is agreed
that it is to both purtics benefit to bring to each others” attention any potential conllicts, as early as
possible.

G
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(c)

If thc Employee{s) chooscs to present hissher own grievance, the Local shall be afforded the right to
have an observer present, in accordance with (b} above. The observer shall remmain silent during the
meeting, If the Local believes that any settlement offered is not consistent with the terms of this
agreement, the President of the Local will request, in writing, that the CBDM stay the remedy offered.
If the request is received wilhin three {3) work days of the resolution mecting, the CBDM will consider
such a stay, and will provide the Local with a written explanation of the decision. In no event will a
remedy offered to any grievant not represented by the Local be immplemented sooncr than four (4} work
days after the resolution meeting at which it is accepted unless the heglth and safely of Emplovees is
involved.

Scction 4. STATUTORY APPEALS. An apgrieved Emplovee affected by a prohibited personnel action [3 USC
2302(b)T)]. unacceplable performance (5 USC 4303), adverse action (5 USC 7512), or Whistleblower Protection
Act (PL 130-424) may raise thc issue under this negotiated grievance procedure or the statutory procedures
outlined below, but not hoth.

{2

(b}

Malters relating to prohibited personne! practices may be processed, at the Employee's discretion,
through the EE(} statutory appeal procedure or under this negotiated gricvance procedure. The
Employce may cnter the grievance procedure at the first step or the Employee may enter the EEO
complainl procedure at the informal counscling procedure stage. This does not preclude an Emplovee
from discussing with an EEQ Counselor or steward the available options before entering cither
process.

Matters releting 1o unacceptable perfermance, adverse action, or Whistleblower Protection Act may be
processed, at the Employee's discretion, through appeal 10 the Mcrit Systems Protection Board (MSPB)
or undcr this ncgotiated grievance procedure within fifteen (13) days of the notice of such action from

the State Director. TL shall enter the grievance procedure at the request for arbitration "stage”.

Scction 5. PROCEDURES FOR EMPILLOYEE GRTEVANCES.

(a)

(b)

First Step: The Employee alleging a gricvance under Scction 2 above will present the grievance
personaily {and/or with a representative or steward, if he/she elects to have one) and in writing en the
negotialed grievance form (sce Appendix 2) to hissher first or second line supervisor within fifteen
{15) work days from the occurrence of the matter out of which the grievance arosc or the time the
Employee becainc aware of, or should reasonably have been aware of, being aggrieved. For continuing
practices the Employee may grieve anytime during the life of the practice. The Emnployee may
approach hisfmer sccond line supervisor if: (1} the grievance personally invalves the first line
supervisor, (2) he/she first personally informs hissher first line superviser, and {3) the sccond line
supervisor 1s not the CBDM. In the extended absence of the first line supervisor the Emplovee may
present the grievance directly to the sccond line supervisor. The negetiated gricvance form will
inciude a!l known and relevant information available at thal time and specily the desired remedy.
FEmployee is allocated a maximum of two hours of official time to complete the negotiated grievance
form for submission to the supervisor. Within ten (10) work days, the supervisor will complete a full
mvestigation of the facts of the grievance and provide 2 written decision to the grievant. ‘The decision
will includc rationafc and any aiternate solutions offered. The decision will indicate the grievant's
option to proceed o the second slep of the grievance procedure, i dissatisficd with the Orst step
deeision.

Sccond Step: If the Employee is not satisfied with the decision given at the [irst siep, the grievance
may he presented {o the CRIDM within ten (10) work days following receipt of the first step decision.
The entire file, including the initial decision, will be presented. 1f the President of the Local
delermines that the matter concems a question of proper interpretation of a higher level regulation, it
shall be noted on the grievance form, 1f the CBDM determinces that the matter concems a question af
proper interpretation of a higher level regn  on, the CBDO will inform the President of the Local
within five (5) work days of receipt of the grievance. The CBDQ and the President of the Local will
immediately attempt to arrive at a mutually agreeable interpretation ol the (regulation. Ifthey de se, it
will be reduced to writing, signed and nadec a part of the grievance record. 1 a mutual agreement
cannot be reached on the appropriate interpretation, a request will be made by the CBDM and the
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President of the Local (v the originator of the higher level repulation for an cxpedited opinion of the
proper interpretation of the regulations based upon the facts of the case. The facts may be mutually
stipulated to the onginator, or separate statcments of facts by either party may be appended to the
mutual Tequest. The CBDM will review the grievance file and conduct any nccessary investigation. If
the remedy requested by the grievani(s) has been modified in the second step, the CBDM may retumn
the prievance to the initigl deciding official for a review of the original deeision. This review will not
exceed five (5) work days. The CBDM will provide a written and personal decision within twenty (20)
work days of receint of the prievance or from the retumn of the grievance from review by the initial
deciding oflicial. Any inlerpretations availuble at that time will also be attached,

Section 6. GRIEVANCES BY THE 1.OCAL. Any grievance filed by the Local will be processed through the steps
established in Section 5. Thc first step grievance will be filed with the ADM, Division of Field Services.

Scction 7. GRIEVANCES BY THE CBDQ. The CBDO will notify the Local President in writing of any
grievance within ten {10) work days of the occurrence of the marter out of which the grievance arose or the time
the CBDO should reasonably have been aware of being aggricved, or for continuing pructices anytime during the
life of the practicc. The CBDO and the Local will mcet within seven (7} work days at a time and place mutually
agreed upon to discuss the facts of the grievance and 1o atlempt Lo informally resolve the grievance. [f the
gricvance is not scttled informally, the Local will respond In writing o the CBDO within fiftcen (15) work days of
the meeting.

Section 8. RIGHT TO ARBITRATION. If the decision on a grievance processed under the negotiated grievance
pracedurc is not satisfactory, the Local or the CBDO either as grievant or as represer:tative of the Employee(s)
{grievant) may reler the 1ssue to arbitration. The request to refer an issue to arbitration must be in writing, signed
by the President of the Local, or the CBDM. The reguest for arbitration must be filed within fifleen (13) work deys
of the decision of the CBDM or the President of the Local.

Section 9. SELECTING TIHE ARBITRATOR. Within twenty (20) calcndar days of receipt of a valid arbitration
roquest, the parties shall atteinpt to select an arbitrator. If the parties are unable to agree upon an arbitrator, they
shall immediately tequest the Federal Mediation and Conciliation Service (FMCS) to submit a list of nine (9)
impartial persons qualified to acl as arbitrators. A brief statement of the nature of the issues in disputc will
accompany thea request to enable the FMCS to submit the namcs of arbitrators qualified for the issues involved.
The request shall also include a copy of the collective bargaining agreement. In the event that the entire agreement
is not available, a verbatim copy of any provision relating Lo arbitration of the gricvance shall accompany the
request. I'he partics shall mect within ton (10) calendar days after the receipt of such list (o select an arhitrator. TF
they cannot agree upon one of the listed persons, the CBDO and the Local will each strikc one arbitralor's name
from Lhe list of ninc and shall repeat this procedure until only onc nume remains. The remaining name shall he
the only and duly selected arbitrator. A flip of a coin will determine who sball strike the first name. The gricvant
may withdraw his‘her grievance at any time prior to the actua! convening of a hearing or submission of the case to
the arbitrator.

Scction 10. FEES AND EXPENSES. Each party shall bear the expense of preparing and presenting its own case.
The arbitrator's fees and exnenses shall be borne equally by the CBDO and the Local, cxcept that for the first two
arbitrattons during the lifc of this contract the fees shall be borne 25 percent by the Local and 75 percent by the
CBDO and Yor the third arbitration during the lifc of this contract, the fees shall be borne 35 percent hy the Local
and 63 percen: by the CBIDO.

Scction 11, ARBITRATICN PROCESS.

(2) Within three (3} work days of the sclection of an arbitrator, the parties will meet and attempt to clarify
the specific issues for arbitration that have been raised during the gricvance procedure.

(o) The process to be utilized by (he arbitrator may be one of the following:
(1 A "stipulation of facts to the Arbitrator” can be used when both parties agree to the facis of the

tssue and a hearing would serve no purposc. [n this case, all facts, data, documentation, etc.
are jointly submitlled to the arbitrator wilh a reguest for a decision based upon the facts
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(c)

(d)

Sectiont 12,

presented.

(2} An "arbitrator inguiry” can be used when a formal hearing would serve no purposc. [n this
casc, the arbitrator would muke such inquirics as he or she deemed necessary {c.g., inspecting
work sites, taking statements).

(2 An "arbitration hearing” should be used when a formal hearing is necessary to develop and
establish the fucts relevant to the issue. In this case, & Tormal hesring is convened and

conducted by the arbitrator.

The parties may mutually agree on "stipulation of facts to the arbitrator”, or either party may request
an "inquiry" ot "hearing".

An arbitration "mmquiry"” or "hearing” will be held at a place selecied and provided hy the CBDO
within the Coos Bay/North Bend area, during the regular work hours of the basic work weck.

TIME LIMIT. The arbitrator will be requested to render his or her decision and remedy to the CBDO

and the Local as quickly as possible after submission of the stipulation of facts to the arbitrator or receipt of the
transcript, as applicable, unless the parties othcrwise apree.

Section 3.

(a)

(b)

(c}

(d)

Section 14,

ARBITRATOR'S AUTHORITY.

The arbitratar's decision shall be in writing and shall be final and binding. The arbitrator shall
contine himselfherself to the precise i1ssuefs) submutted for arbitration.

The urbitrator shall not have authority to add to, subtract [rom, or modily {1} any of the terms of this
agreement or any supplement thereto, or {2) any law, rule, or government-wide regulation. The
arbitrator shall have the full bencfit of review of taws, federal regulations, Department of the Interior
und Bureau of Land Manugement published policies and regulations including any interpretations
contained in the grievance {ile. Interpretations will be added to the file immediately upon their reccipt.

In considering gricvances, the arbitrator will hold the respondent fo the pricvance to the following
burden of prool, consistent with 5 USC 7701(e) 1)

)] For matters of unacceptable performance or other matters not appeatable to the MSPB, o
burden of substantial evidence will be used. Substantial evidence 15 that degree of relevant
evidence which a reasonable imind, considering the record as a whole, might accept as adequate
to support a conclusion that the matter asserted is true.

{2) [or matters concerring adversc sctions or other matters appealable to the MSPS, a2 burden of
ihe preponderance of the evidence wiil be used, The preponderance of the evidence is that
depree of reievant evidence which a reasonable mind, considering the record as a whole, might
accept as sulficient to support a conclusion that the matter asserted 1s more Hiely 10 be true
than not true.

The arbitrator shail have the authority to make all gricvability and/or arbitrability determinations,
Questions of grievabilily and/or arbitrability shall be submitled by either party to the arbitrator in
writing, to be decided in a separate hcaring or at the arbitration hearing, unlcss otherwise muluuily
agreed upon.

EXCEPTIONS. Within thirty (30} calendar days after receipt of the arbitrator's decision, the parties to

the arbitration will notify one another in writing whether or not they are filing for an exception to the FLRA in
accordance with Authority procedures. An cxccption to the arbitrator's decision must be [iied with FI.RA within
thirty (30} calendar days following receipl of the award, Tf no exception is filed, the arbitrator's decision and
remedy will be cffected as quickiy as possibic.

()

An agerieved Employee may seek judicia! review of the arbitrator's decision on matters which could
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have been appealed to the MSPB within thitty (30) days of the issuance of the decision. Such review
will be sought in the Court of Claims or a United States Court of Appcals in accordance with the
provisions of 5 USC 7703,

Section 15, CORRECTION OF UNJUSTIFIED OR UNWARRANTED PERSONNEL ACTIONS. An Employee
whao is found to have been affected by an unjustified or unwarranted personnel action which has resulted in the
withdrawal or reduction of all or part of the pay, allowances, or differentials of the Employcc is cntitled to
correction of the personnct action, and to reecive reasonable attorney {ees related to the personnel action award in
accordance wilh standards established under 5 USC 7701{g).

Section 16, NECESSITY OF WITNESSES. Questions raised as to whether a witness(es) is necessary will be
resolved by the arbitrator.

Section 17. GENERAL PROCEDURES,

(a)

(b)

{c)

Time limits in this article nay be extended by mutual consent of the CBDO and the Local. The CRDO
and the Local agree 10 respond 1o @ grievance within the time frames allowed. However, it the CBDO
or Lthe Local is unable to do so, the grievant will be notified of the reason for the delay and an
extension of time will be requested. Failure by the grievant to meet the time limits or to request and
receive an extension of time shall automaricaily cancel the grievance. Failurc by the responding
olficial to mecet the time limits, or to request and teceive an extension of time shall entitle the grievant
to process the grievance to the next step.

Providing that all other requirements of this articlc arc net the CBDO will only cancel an Enplayee's
grievance: (1) at the Emplovee's request; (2) upon termination of the Employee's employment with the
agency, unless corrective action fo the Employce may be granted after termination of employment, and
{3) upon the death of the Emplovee unless the grievance involves a guestion of pay, or the grievance
involved an unsafe practice resulting in the death of the Employee.

It sizmilar grievances are presenled at approximately the same time, they may be trcated as a group
grievance.

Page - 14


http:GENER.AL

ARTICLE G
MID-TERM BARGAINING

Scetion 1. During the lite of this agreement no rule or regulation, other than those implementing government-wide
policy against prohibited personnel practices, shall be enforced if it conflicts with any portion of this agrecment
and was not in eftect on the datc this apreement takes cffcct.

Scclion 2, In accordance with Section 1 ahove, the parties agree that the CBDO retains the right to make
reasonable work rules and policics if they arc not in direct conflict with this agreement.

{a) The parties recognize the mutual advantages of frank and open information exchange. It 15 aprecd that
CBDO may scck and consider the views of the Local before finalizing proposals for any new or
modified policies, practices, procedures or general working conditions which arc not in direct confliet
with this agrcement. The CBDO may provide to the Locul a draft policy proposat and the name of a
contact persen with whom a Local representative may discuss the draft proposal.

() A final proposal for new or modified policies, practices, procedures and general working conditions
will he provided to the Local along with a proposcd date of implementation and the nume of a contact
person with whom the Local may discuss the proposal. The Local will review the proposal for impact
and implemeniation effects and may request negotiations on same. The Local will provide ncgotiation
proposals to the CBDO with this request.

Scetion 3. Pending the resotution of possible negotiability disputes, mid-term bargaining will be scheduled at a
mutually acceptable date and time at a place designated and provided by the CBDM.

Section 4.

(a) When the CBDO and the Local cannot agree on a matier thal is negotiabie and an impasse has been
reached, (he item will be set aside. After all negotiable items on which agreement can be reached have
been disposed of, the C3DO and the Local wil! again attempt to resolve any impasscs. The CBDO or
the T.ocal may seek the services of the FMCS.

{b} In the cvent impassc 1s invoked during negolialions, no change in personnel policies, practices, or
conditions of employment will be implemented cxcept it order to take whatever actions may be
necessary [or the [unctioning of the CBDO,

Section 3. The effective date of any Supplemental Apgreentent(s) negotiated through mid-term bargaining will be
the date of approval by the Washington Officc of the Burcau of Land Manugement or thirly (30) days following
signaturc by the CBDO and The Local, whichever comes first. Any mid-term barpaining pursuant to 5 USC
7106(b)(2} and (3) resulting in a Supplemental Agrecment(s) shall not change, alter, or modify this Basic
Agresment.

b2
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ARTICLE 7
POSITION DESCRIPTIONS

Seciion 1. Policy: Each Employee will have a position deseription which is aceuratc as to title, scrics and grade
and clearly states the major dutics which are reflected in the performance elements. A position description {PD) is
deemed to be accurate when the principle duties, knowledge, work requirements and supervisory rclutionships are
described and it covers 80 percent or more of the work situation. Al major dutics must be covered in the 80
percent or more of the work situation. The term “major” mesns a task Lhal is grade or series-controliing and is
cssential Lo the position. The PD will be reviewed annually by the employee and the work supervisor.
Standardized position descriptions will be used where appropriate.

Section 2. Changing Posilion Descriptions: Any Employee who feels that he/she is performing duties outside the
scope of the assigned PI3, or that it is otherwise inaccurate, may make a written request to the immediate
supervisor ta have the PD be reviewed. The Employee will make a summuary of the inaccuracies or duties not
described. The request will be reviewed by the supervisor and the findings prescnted to the emplovee within 60
days of the Emplayee’s request for review. In conducting such reviews the supcrvisor will consider the Employce’s
written and oral comments.

‘The CBDO will revisc an Employee’s PD to reflect substantive changes when an Employec is assigned additionel,
major, en-going duties which are not reflected in the PD. The supervisor will discuss proposcd changes with the
Employee. When a new PD has been agreed upon, it will De sent to the classifier to be classilied which delermines
and establishcs the title, series, and grade.

Section 3. Position Classification Review: When the Employee believes the position is not properly classified,
hefshe may request a classification review. I granted the CBDO will give the Empioyee an estimate of the time it
will talee to complete the review; nonmally the goal is to complete the review in less than 90 davs, Tf the reqnest for
a classification review is denied, the employee will be given an explanation.

1f the employce docs not agree with the decision of the classifier, the employee will be given the appeal rights
proccss. The employee will be promptly notified of the results of the review and will be kept informed of the stulus
ol the review during the process.

Section 4. Non-competitive Promotions: [T a desk audit reveuls thal there has been en zccretion of duties which
would result in & higher prade, the CBDO may choose to eliminate or redistribute the higher graded dutics.
However, if it is CBDO’s decision that the Ermployee perform these higher graded duties, the cmployee will be
promoted and the Local will be notified.

Section 3. L.ocal Representation: Upon request, un Employee may have Local representation during discussions
between the Employec and the supervisor concerning a revisicn of the Employcce’s position description.

Section 6. Carcer Counsciing: At cither the Employee’s or supervisor’s request, the first line supervisor will
discuss witn the Enployee that Cmployee's career goals, personal potential, and general prospects for achieving
thosc goals. As appropriate, the Employee may he referrcd to other CBDO officials fo discuss the Employee’s
career goals when those goals cross over to another olficial’s specialization area. Bmployees may also be referred
Lo any career counsehing program which the CBDO may cstablish,

Scection 7. Fire Assignments: Employees qualified and electing to participate in wildfire suppression shall be given
the opportunity, contingent upon workload needs and being made available by thc Area Manager or Division
Chief. The CBIO agrees that the personal needs of the employec witl be considered when determining
availability. The Local recognizes that in an emergency CBDO has the right to assign any qualified employcc to
firc-related duties.
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ARTICLE 8
PERFORMANCE STANDARDS

Section 1. MANAGEMENT RIGHT AND OBLIGATION. The CBIDO and the Local recognize the right and
obligation of the CBDO 1o evaluate the performance of ali Employces in accordance with 5 CIR 43, applicable
Department and Bureau rcgulations, und this article.

Scction 2. DEFINITIONS,

(a) Performance Indicators: The pre-determined quality, teamwork and customer satisfaction measures by
which the Employee's performance in cuch criticel rcsuit will be assessed. Performance indicators will
be "fair and equitable" and in consonance with the duties and responsibilities of the position. The
application of the performance indicators will be made in a fair and cquitablc manner.

(b) Critical Result: A comporent of an Employce's job which 15 critical to the accomplishment of
organizational gouls and objectives, essential 1o overall success in the position, and of such importunce
that performance below the minimal standard cstablished by management requires remedial action
(and denial of a within-grade increase for Employees not under merit pay). Failure to mect a critical
tesult may be the besis for removing an Employee, reducing the grade Ievel of that Employee, ot
reassigning the Employce. Such action may be taken without regard to performance in other
components ol the job.

{c) Other definitions are contained in 370 DM 430,

Section 3. IDENTIFICATION OF CRITICAL RESULTS. The identification of critical results and the
establishment ol performance indicaiors wiil be done by the CBDO. Empioyees will participate in the process of
cstablishment of criticaf resulis and performance indicators through group mectings, individual meetings or written
comments.

(a) The CBDO will communicate to each Employee the critical results and performance indicators of their
individual position no Jatcr thar. November 30th or within sixty (60) days of 2 change 1n position.

(b The critical results and performance indicators will bc documented an the U.8. Department of Intericr
Empioyee Performance Plan and Results Report signed by the supervisor and offered to the Einployee
for signature. Further amendments may be made during the rating year, and thesc atnendiments will
be noted with the supcrvisor's initials and offered to the Employee for initialing.

Seclion 4. PERFORMANCE REVIEW AND PERFORMANCE PLAN APPLICATION

(a) The cvaluation given an Cmployee by his‘her supervisor will be prepared in accordance with the

following:

(1) The supervigor will discuss the Fmployee's job performance with thc Employcc ir: private
surroundings at least twicc between the itial planning session and the end of the rating
period.

(2) L[ the supervisor has identified shortcomings i the Employee's performance, the Employee will
be notified when the problem is perceived as well us al the progress reviews. The supervisor
will sugpest ways for the Employee to improve the Employee's progress toward achicving
critical results and developmental needs it order to morc satisfactorily perform duties at
cxpected levels.

(3 The annual performance ¢valuation will be documented on the Employee Performance Plan
and Results Report.

{ If the Empioyee is not satisfied with any aspect of the performance appraisal procedures, the Employee



may taige the matter as follows:

(D

Performence Appraisal Review. Employees are entitled 1o a review of their disputes regarding
any aspects of the performance appraisal procedures, including thc method of devclopment of
critical resulls and performanee indicators. The substance of ¢ritical results and performance
indicators established by munugement is not cligible for review. 10 the dispuic concems the
summary rating, the request for review must be submitted within ten working days after receipt
of the rating. 1f the dispute concems the development of the criticat results, a request for
review must be submitted within ten working days after receipt of the new Employee
Performance Plan and Results Report,

{a)

Request for Review. An Employee who has a dispute may request a review by a higher
level management panel composed of three management officials. The Employee may
choose a representative to aid him/her in preparation for and at the review. Tf the
representative is an Employee of the Department of the Interior, the cheice is subject to
agency review and may be disallowed if the representative is an mdividual whose
activitics us a representailive would cause a conflict of interest, position, or give rise to
unreasonable cosl.

(1) The request for a review should he submitted in writing to the CBDM. Upon
Teceipt, a copy of the request for review will be forwarded 1o the management
official involved in the dispute (1.e., the Rating or Reviewing official) and to the

Local.

(2) Bath management and the Lmployee are afforded the opportunity to submit
any additional written material for the panel's review before the panel convenes.

(3} The DM asseimbles the panel within ten working days after rceeipt of the
written Tequest, and notifics the Employce and the management officials involved
of the date and time of the panel. The DM shall appoint to the panel:

(2)

(b)

(c)

(d)

(o)

A non-voting personnel specialist as a technical representative.

Three management officials, at least one of which shall be selected from a
fist of five nominces submitted by the Local. The list of nominces will be
submitled within four working days of notification {0 the Local of the
request for review.

Composition of Review Panel. No panel mecmber may occupy 4 position
subordinale (o any official who recommended, decided or was otherwise
involved in the establishment of the critical results, performance
indicators, or the assignment or approval of the summary rating. Each
panel member should be familiar with the requirements for successful
accomplishment of the duties of the position.

Materials subjeet to review. The panel member's revicw includes, but is
not limiled to, the following documents; the Employee's officially
approved and classified position description, the  Employee's current
Employee Performunce Plan and Results Form, the Employec's wrilten
response stating the reasons and justification for the request for review as
well as the rating/reviewing ofticial’s recsponse if ary.

Interview. Lfthc pane! is unable to make a sound or vaiid dceision based
on the writlen information alone, or if requested by the Empioyee, the
panel will conduct interviews. [ intcrviews are conducted, the panc! will
mterview bath the Employee, his/her representative and the appropriate
management official involved in the dispute.
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{(£)

The Panel's Decision. The pane! decides on the dispute within fifteen
working days after its assembly, and provides the CBDM with the results
ol its dcliberations. At its discretion the pancl may, by majority vote,
change the summary rating, or recommend adjustments in the eritical
results and performance indicalors, according to the nature of the dispute,
sustain, change and/or substitute a new summary rating and document,
annotate, or expurgatc thc Employce Performance Plan and Results Form
as the pancl deems appropriate. In the casc of a request for review of the
arocess, the panel may, by majority vote, direct the rating and/or
reviewing official to mect his/her responsibilitics as outlined in 370 DM
430. The servicing panel's decision in writing within ten days ot the date
of receipt of the panel's decision. The notice of decision must include:

(1) the datc and place of the panel's deliberations.
(2) the names of the panel menibers.
3 the panel's reasons for its dectsion.

Appcal Rights. Within ten working days after the receipt of the panel's
decision, the Employee has the right to make a written rebuttal. The
panel shall exatnine the rebuttal and review their decision. Within ten
waorking days the pancl will issuc the inal decision which concludes the
review and is not subject 10 additional review at any level.
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ARTICLE 10
DISCIPLINE
Section 1. GENERAL:

a. The CBI30 and the Local agree that discipline apainst all Employees will be in accordance with applicable
rules, laws, regulations, and this Article (including DM 370 7523, Appendix A) and will be [or such causc as will
promote the elficiency of the federal service.

b. A disciplinary action for the purposcs of this Article is defincd as a written warning, written reprimnand, or
a suspension [rom cmployment for 14 calender days or less that is documented in the Official Persannel Folder.

C. The CBDO will nol allow instances of misconduct to continue solely for the purpose of increasing the
severity of a potential penalty.

Section 2. PROCEDURES: Tfthe CBDO proposes to suspend an Employee (The definition of Employee tor
purposes of this Section is contained in 5 CI'R 752.201.) for 14 calendar days or lcss, the following procedurcs
shall apply:

4. The CBDO shall provide the Empioyee with advance written notice, stating the reasons for the proposed
action with sufficient specificity to enable the Employee to prepare a response.

b. The Employee may respond orally and/or in writing, including the opportunity to furnish affidavits and/or
other documentary evidence in support of the response. Wormally the Employce will be allowed scven days, or
other amount of timc which is rcasonable, to prepure 4 tesponse. Extensions of this tiime period may be granted if
requesicd In writing by an Employee for demonstrated and valid reason. The CBDO will decide on a case-by-case
basis depending on the merits.

¢. 'The notice will advise the Employee of the opportunity to be represented, as appropriate, by @ steward of
the Local, or by an attomey.

d. The appropriate management official will issue a final written deeision as soon as practicable, stuting the
specific reasons, including a statement of the Employec's entitlement Lo grieve as provided for in this Agreement.

Section 3. Written Warnings will be maintained in the OPF for a period not to exceed ome year. Letters of
Reprimand will be maintained in the OPF not to exceed two years. The Employce’s responsc to cither of these
letters will be also be maintained in the QPF. A statcment informing the cmployee how long the fetier will be
maintaincd in the OPT and the Employee's entillement 1o grieve as provided for in this Agreement will be specified
in the Letler of Waming or Reprimand.

Section 4. Copics of the notice of proposcd action, the answer of the Employee if writlen, a summary thereof if
madc orally, ‘he notice of decision and reasons therefore, and any order affecting the reprimand or suspension,
together with any supporting material, shall be maintained by the CBDO consistent with file retention dircction
and shall be furmnished to the Employee affected upon requcst.

Seclion 5. NOTICE OF INVESTIGATION. When 2 supervisor or other management official beging documenting
and analyzing in writing facts which may be used to lake disciplinary or adverse action against an Employee(s), the
Employee(s) will be notified o the investigation within ten (10) business days of the beginping of the investigation,
unless it is a criminal investigation.

Section 6. SET ASIDE PROHIBITIONS. An arbitrator will not sct aside 4 disciplinary or adverse action based
upon procedural grounds unless the Broployee(s) shows harmful error in the application of the BLM procedures in
arriving al the decision, Harmfu! error is that error by the BLM in the application of its procedures which, in the
ahsence or cure of the error, might have causcd the BLM to reach a conclugion different than the one reached. The
burden is on the grievant Lo show thal, based upon the record as a whole, the error was harmful - i.e, caused
substaatial harm or prejudice to the grievant's rights.
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ARTICLE 11
ADVERSE ACTIONS
Section 1. GENERAT.:

a. The CBDO and the Locul ngree that Adverse Actions against Employees will be in accordance with
applicable rules, regulations, and this Article (inctuding DM 370 752,3, Appendix A), and wil! only be
taken for such cause as will promote the efficicney of the service. Employees covered by this Article
arc dcfined in 5 CFR 752 401,

b. An adverse action for the purposcs of this Articlc {5 defined as:

(1) aremoval;
{2) a suspcnsion for more than 14 calendar days;

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

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

c. In addition to other statutory and regulatory cxclusions, this Articlc does not apply to actions hased on
unacceptable performance which is covered under 5 USC 4303, or Reduction in Force under 5 CFR
251,

d. The CBDO will not ullow instances of misconduct to continue solely for the purposc of increasing the

severily of a polential penalty.

Section 2. PROCEDURES: In all cuses of adverse actions, an Employcc is cntitled to:

]

At least 30 cajendar days advance written notice of the proposed action, unless therc is rcasonablc
cause to believe the Employee hag committed a ¢rime for which a sentence of imprisonment may be
imposed. This noticc shall state the reasons for the proposed action with sufficient spectticity to enable
the Employee lo prepare a tesponse,

b. 'the Employee may respond orally and/or in writing, inciuding the opporunity to fumish affidavits andior
other documcntary cvidence in support of the response. Normally the Employcc will be allowed seven days, or
other amount of time which is reasonable, to prepare a response, Extensions of this time perfod may be granted if
requesied in writing by an Employcc for demonstrated and valid reason. The CBDO will decide on a casc-by-case
basis depending on the merits,

¢. Thenotice will advise the Employee of the opportunity to be rcpresented, as appropriate, by a steward of
the Local or by an attorney.

d. Upon request, the Employee and/or representative will he given access 10 copies of all the material relied
on to support the reasons in the advance noticc of proposed adverse ection. This material will be provided to the
MSPB upon its request.

c. A writtcn decision and the specific rcasons therefore at the earliest practicable date.

Section 3. APPEAL RIGHTS: An Employec against whom an adverse action is taken under this Article is entitled
to appeal to the MSPB or file a grievance under the nepotiated grievance procedure, but not both.

Section 4. NOTICE OF INYESTIGATION. When a supervisor or other management official begins documenting
and unalyzing in wriling facts which may be used to takc disciplinary or adverse action against an Employcc(s), the
Employee(s) will be notified of the investigation within len (10) work days of the beginning of the investigation,
unless it is a criminal investigalion,
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Scction 5. SET ASIDE PROHIBITIONS. An arbitrator will not set aside a disciplinary or adverse action based
upon procedurai grounds unless the Cmplovee(s) shows harmful error in the application of the BLM procedures in
arriving at the decision. Harmful error is that error by the BLM 1in the application of its procedures which, in the
absence or cure ol the crror, might have caused the BLM to reach a conclusion different than the one reached. "The
Burden is on the grievant to show that, based upon the record as a whole, the crror was harmful - ie., caused
substantial harm or prejudice to the grievant's rights.

Page - 23



ARTICLE 12
INCENTIVE AWARDS
Section 1. The goal of the Incentive Awards Program is to cncourage Emplovees to maximize their individual

efforts in contributing to the mission of the CBDO. 'The Local may make recommendations to the CBDO in this
matter.



ARTICLE 13
MERIT SYSTEM, PROMOTION AND DETAIL

Section 1. The Local and the CBDO mutually agree that all promotion and detail actions will be in accordance
with the merit system (5 USC 23 as revised by the CSRA) us implemented by Departmental and Bureau
regulations, All positions the CBDO chooses to fill by merit promotion procedures will be announced in
accordance with Departmental and Burcau rcgulations. All such positions will be publicized to cnsurc that all
Emiployces have sufficient und equal opportunity to participate in the merit promortion plan.

Section 2. The qualification requiremnents {X-118) and selective placement factors considered n tilling positions
by merit promation will be appropriate for the position and shall be published in the vacancy snnouncement.

Section 3. The Local and the CBDO mutually agree on the importance of the Empiayees being well-informed and
knowledgeable on all matters reiating to their employment.

Section 4. Details are intended for meeting temporary needs of the CBDO's work program, cmergencies, cross
training, or pending the selection of an incumbent or classification of new dutics. Details of more than thirty (30)
days shall be recorded in an Employece's official records.

Scction 5. Non-selected employvees have the right to cortain information regarding sclection as defined in BILM
Manual 1400-335, A non-selected Employec may request representation by the Local. In case of a gricvancc, the
Employcce and representative will be furnished the aggrieved Employee's qualifications sheet and 4 sanitized copy
of the rating panel's evaluation, if utilized, on all qualified applicants. The CBDO will make available to an
arbitrator any sanitized employment application of 4 person certilied to the posilion in question for which the
CBDO receives permission to provide from the Lmployee originating the employment application. Non-sclection
for promotion where proper promotion procedires have been followed is niot, in and of itgelf, grounds for a
grievance.

Section 6. Qucstions rclated Lo the selection of personnel to fill positions outside the bargaining unit may be raised
under the Depurlmental grievance procedure. The Local may, at the election of the Employee, and subject to 370
Dv 771, represent the Employee in all related proccedings.

Scction 7. TEMPORARY PROMOTIONS: Employees assigned to higher graded positions in the Bargaining Unit
may be noncompetitively, temporarily promoted in accordance with OPM and DOI policy. Competitive procedures
will be used for assignments of more than 120 days.
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ARTICLE 14
EMPLOYEE ORIENTATION
All new Employees will be informed by the CBD(/Union of their Bargatning Unit status with Local 1966 of the
Nationul Federation of Federal Employees and thut the union is the exclusive bargaining agent. The Local will

provide to the CBDO a list prepered by the Local of all officers, stewards, and any other representatives designated
by the Local. This list will be included in all orientation packets which are provided to new employees.
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ARTICLE 15
EQUAL EMPLOYMENT OPPORTUNITY
Scction |. Employcces believing that they have an EED complaint may process their complaint through the
Depurtimentat EEQ complaint process or through the negotiated gricvance procedure, but not both.

Section 2. The CBDO will provide the Local with a copy of the Foual Employment complaint procedure.
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ARTICLE 16
EMPLOYEE ASSISTANCE PROGRAM

Section 1. Thc CBDO and the Local mutually recognize the benedits of the Employvee Assistance Program. The
CBDG will publicize the program on an annual basis. The CBDO will use & memorandum to all Employees. The
CBDO will provide the Local with content and updated information regarding this program.

Section 2. The Employees Assistance Program (EAP) 1s designed to assist cmployees and family members with a
variety of situations that impact quality of life, such as: alcohol or other drug abuse, farmily or other relationships,
lcgal or [inanciul situations, emotional or psychological problems, and critical incident or other stresses. The
same consideration, offer of assistancc and speeilie services will be provided irrespective of the naturc of the
emplovee’s problem,

Secrion 3. Employees arc cncouraged Lo vohuntarily use the CAP to identify and manage problems before they
reach a crisis levcl.
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ARTICLE 17
HOURS OF WORK

Section 1. It is the policy of (he CBDO to utilize various types of work schedules permilied by Bureau policy and
procedures for the purpose of maintaining and improving work force efficiency, productivity and service to the
public; reducing costs; and providing flexibility for meeting employees' needs and enhancing or improving morale.

Scction 2. The CBDO cndorses the work schedule opportunities for cmployccs described in BLM Manual 1400-
610 - Hours of Duty. Employees are encouraged 1o become familiar with this manual section. Work schedules of
individual cmployces and/or groups of cmployces will be bascd or the overall work unit objectives and needs, and
Employees’ preferences will be accommodated to the extent pogsible, All Employees may upply for any work
schedwe presently described in this manual section. The CBDO may not deny an Employee the opportunity to
participate in an altcrmarive work schedule without adequate justification. The CBDO will approve work schedules
on a work unit basis for individual emplovees and/or groups of employces based on the work unit objectives and
cmployee preference, unless such a work schedule would:

a. reduce productivity;
b. diminish scrvice;
c. increasc cost; or
d. othctwise hamper operations (e.g., place unfair workload on another employee(s), pose a health hazard).
A scheduled tour of duty is required for each employee regardless of which work schedule is nsed and must be
approved in advance by ibe employee's supervisor. The scheduled tour of duty and any subsequent changes are
authorized on BLM Form 1400-72,
Section 3. The CBDO may be required to limil work 10 8 hours or change work schiedules on @ given day when
weather, worl: load, public needs or other conditions warrant the change. Every effort will be made to plan work to
minimize disruption to an employee’s work schedule.
a. The CBDO rctains the right to assign emplovees to particular shifts and determine the length of the shifts.
The CIRDO may, in some siluations, require an employce to convert to a basic work schedule for work rclated
reasons or to curb abuses. The CBDO will provide the employee the reason(s) for the schedule change at least one
pay period before the chunge would be itnpleinented. The Union will be notified if such a decision is necessary.
b. The CBDX) may tenminate Alternate Work Schedules at any time if it determines that they are:
{1 reducing productivity;
{2) diminishing service;,
(3) inereasing costs; or

{(4) otherwise hampering operations {e.g., place unfair workload on another employee(s), pose a health
harard).

The Union rectains the right to Impact and Impiementation Bargain.

Section 4. The CBDO has approved the use of two types of alternate work schedules: flexible and compressed
work schedules. Approved flexible schedules are gliding, vanable day, variable week, and maxiflex. Approved
compressed schedules arc the 4-10 schedule and the 5/4-9 schedule.

Traditional work schedules are those which were available prior Lo the passing of altermate work schedule

legisiation and includc the basic work schedule and the first 40 hours of duty. The basic work schedule shall
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consist of 40 hours normally spread over consecutive days Monday through Friday, The CBDO's olfice hours start
at 7:43 a.m. and cnd vt 4:30 p.an.

Care time consists of desipnated hours and days during the biweekly pay period when an employee on an alternate
work schedule must be present [or work, or working in a pay status at an authorized location. The core time band
hours for the CBDO are Tuesday through Thursday, 9:00 a.m.-2:30 p.m. with a lunch period from g minmuom of
one-hull bour to one hour scheduled approximalely at the niidpoint of the work shift. The iunch period may be
waived only for employees working less than a full shifl (6 hours or less). Employees may extend the lunch period
subject to their supervisor's approval as long as the work requiremnents are met. Exceptions to the CBDO core time
bands may he granted by the supervisor ot: a case-by-case basis as long as the work requirements are miet and B0
hours arc accountable during the pay period.

Flexible time bands arc that part of the working hours during which cmployces may choosc their time of arrival
andfor departure from the work site or other authorized location, The normal flexible time bands for the CBOO
are Monday through Friday, 6:00 a.m. to 9:00 a.m. and 2:30 p.m. to 6:00 p.m. Exceptions to the CI310 flexible
time bands may be granted by the supervisor on a case-hy-case basis as long as the work requirements are met and
80 hours are accountablc during the pay period.

Section 5. BREAKS: Employces will be allowed 2 13 minute work break cach moining and altermoon. These
breaks wili not be used 1o extend the lunch period or shorten the work day so as to leave before the normal
dismissal time, but wili be arranged around the mid-point of moming and afternoon. Field Bimployees nmiay use
commercial establishments for hreaks if:

a. the establishmenl ig on the direct route to or from the job site; and
b. no more than the allotted 15 minutes 1s taken,

Scction 6. When per diem is required to acconplish a work schedule, the CBDO will attempt to give Employccs
enough advance notice to obtain a travel advance for the travel, or mueke other arrangements, Emplayees are
responsible for requesting any necessary travel advances.

Scction 7. Employces are required to perform overtime work when directed by the CBDO. The first consideration
for overtime will ordinarily be given to those Employees who are normally assigned to do the work. In the event
the Employee does not desire to work overtime, the CBDO will attemipt to accommodate his/her request.
Empiloyees authorized overtime will be compensated in accordance with applicable laws and regulations. The
Local may request from the CBDO a list of overtime distribution for Cmployces showiny their overtime for the
year.

Section 8, Travel to and from training and job sitcs will be governed by taws and regulations. Compensation will
be according to upplicablc regulations.

Section 9. COMPENSATORY TIME: GS Enployees will not be required to work for compensatory time il their
basic rate of pay is equal to or fess than that of a GS-10, step 10. Il thelr basic rale of pay is higher than a G§-10,
step 10, the CBDO may cleet to require them to work for overtime or compensatory time. {See FI'M Letter 551-6.)

Section 10, TARIANESS:

Y] Enmployees who are late for worlc may be excused at the supervisor’s discretion. However, habitual
tardiness will be treated in accordance with appropriate regulations.

(b) Ficid-going personnc! will not be delayed from iraveling to field job sites because an Employce is late
for work. They will leave immediatcly for the ficld when ready. The Employee’s lateness will be
treated according to the above procedures, Tf supervisors have no office work for an Employee who
has missed the ride to the field, the supervisor may place the Emplovee on annual leave or leave
without pay, at the Fmployee's election, far the day.
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ARTICLE 18
LEAVE

Section 1. ANNUAIL ILEAVE: The decision to grant annual leave will be made in light of the needs of the service
with due consideration ulso given to the necds of the Employee.

‘I'he Employee has the responsihility to wark with his/her supervisor to determine when # responsc to un annual
lcave request will be forthcoming in order to make appropriate plans. 1f no written approvat has becn granted in a
reasonable time, the Employee may regucst consideration of the maiter by the second level supervisor.

Notification of denial of annual leave will be made in writing as soon as thc supervisor is aware of the work
sttuation that would require it to be denied. The Employee may request reconsideration of this decision by the next
level supcrvisor.

If the Employee is not satisfied with a detertnination regarding the request for annual leave, the Employee may
ericve the issue under the negotiated grnievance procedurc.

Section 2. SICK LEAVYLE: May be used to provide carc for a family member who require help with illncss; injury;
pregnancy; childbirth or medical, dental or optical examination or treatment, Sick leave may also be used to make
arrangements as a result of the death of 4 family member or te attend the funeral of a family member. Details on
the amount of sick leave available can be found in the appropriate regulations.

Section 3. FAMILY AND MEDICAL LEAVE (Act): Employees are entitled to up to 12 weeks of unpaid leave
during any 12 month period for chiidbirth, audoption, the care of a spouse, child or parent with a scrious health
condilion, or a serious health condition of the employee which males the employee unable to perform the cssential
functions of his‘her position (5 CFR 630.1203). This fcave must be requested in writing and approved in advance.

An employce may clect to substitute annual leave, sick leave, or other available leave for any or all of the 12 week
unpaid leave period, hut the CBDO will not reguire the employee to make any such substitution.

Scction 4. MATERNITY, PATERNITY, AND ADOPTIVE LEAVE: Annual Leave, sick lcave, or LWOP may he
granled, n accordance with appropriate regulations, to Employces requesting absence for these purposes,

Scction 5. LEAVE WITHOUT PAY (LWOP): Employees who do not have leave to their credit and deinonstrate a
need to take leave for emergencies ar other nceessary purposes, and Employecs who do have leave to their credit,
but for some reason, choosc not ta usc it, may request LWOP. The decision 1o grant LWOP will be made in
accordance with applicable regulations.

Sectien 6. ADMINISTRATIVE LEAVE: May be granted in accordance with appropriate regulations and
procedures at the CBDO's discretion for such activities as: blood donation, civil defense drills, registering to vote,
voting, as well as when thc CBDO shuts down duc to circumstances bevond its control.

Scction 7. ABSENT WITHOUT LEAVE {AWOL): Anr abscnce from duty that is not authorized or approved or
for which a leave request has heen denied is property charged as AWOL, AWOL is not considered a disciplinary
action nor does it mean that the Employee has no reason for requesting leave. It means that the Employec's
presence is required and the reason for requesting leave is one for which approval is not mandatory, Disciplinary
action may be taken, but is not rcquired.
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ARTICLE 1§
FLEXIBLE WORKPLACE

Section 1. General: Both the CBDO and the Local agree that under certain conditions the flexible workplace
concept can be advantageous to both the Federal Govermment and Emiployces of the CBDO. Working at home or
other alternative work sites must be in accordance with OPM and other General Accounting Office requirements,

Section 2. Criteria: Proposals submitted by the employee for consideration must demonstrate that the following
criterta arc met:

4. The performance of the work at homne or other altemate worlkplace must be advantugeous to the Fedceral
Governnent and not salely for personal choice or convenience.

b. Performance of duties does not require close supervision.

¢. 1t must be deteninined that the usc of an alternate workplace will not reduce productivity, diminish
customer service, merease cosl, or olherwise hamper operalions,

d. A schedule of work time must be developed.

¢. For periods exceeding five {5) business days a4 work agreement conlract or form in conformance with
DOT/BLM guidetines must be signed by the supervisor znd the Employee and approved by the Manager.

Scetion 3. Other Guidance: Existing rules regarding hours of duty, scheduling work, and overtime apply to the
flexible workplace. Cstablished standards regarding pay, leave, and allowances must be followed. Work schedules
need to be established to identify the days and times the employee will work in each work setring. [t is assumed
that part of thc work schedule wilf oceur at the official duty station. Standards must be cstablished to provide
reasonable assurance thal employees are working when scheduled and actual wark performance can be measured
against established quantity and quality norms. Manapers, supervisors, and cmployces must clearly deline specific
tasks and expectations.

Equipment requited and whether this equipment is to be furnished by the Federa! Government or the Frplayee,
including maintenance and servicing of the equipment, must be spelled out in the flexiplacc agrcement.

Scction 4. Procedures: When required, the employee is responsible for initiating a written request for usc of un
altenate workplace. The request must address items identificd in scctions 2 and 3, ubove. The approved
agrecinent will specify the length of time the agreement would be i force. The agreement may be canceled or
modified by the manager/supervisor if in the opinion of the mmanager/supervisor, the conditions of the agreement
are not being met. Uhe agreement ¢an be canceled by the Employee at any time. A “Flexible Workplacc Work
Agreement” form may be established by the CBDO and the Union to documcnt requests. Requests may also be
submitted that address the above requitements plus other administrative nceds. Acdministrative concerns Lo be
addressed in the agreement includes such things as cost 1o the Federal Government, liability, home inspections,
accident or injuries, etc.
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ARTICLE 20
VOLUNTARY ALLOTMENT OF UNTON DUES

Scction 1. PROCEDURES: The I3I.M shall continuc to deduct Union dues from the pay ol Employees in the
hargaining unit, subject to the following provisions:

a. The Local agrees {0 procure form SF-1187, "Request and Authorization for Voluntary Allotment of
Compensation for Payment of Employee Organization Dues,™ and furnish thcm to eligible members desiring to
authorize an allotment for withholding of dues [rom their pay.

b. The Lacal President or other authorized officer of the Local will certify on each SF-1187 that the Employee
is a member in good standing in the Local, insert the amount to be withheld, and submit completed SF-11587 ta the
payroll servicing officer of the BLM.

c. The Local President or other authorized officer of the Local shail notify the payroll servicing officer of the
BLM when the T.ocal's dues strucrure changes. The change will normally be elfccted at the beginning of the [rst
full pay period after receipt of such notice. Such a chanse may be cffected no more than once in a 12 month
period.

d. Allotments will nonmally be effective at the beginning of the first full pay period after receipt of SF-1187's
by the payroll servicing oflicer.

€. The T.ocal will promptly notily the payroll servicing officer in writing when a member of the Local is
expelled.

f. The BLM agrees to have the payrolt servicing officer prepare a bi-weekiy remittance check ai the close of
each pay period for which deductions arc made and [orward it to the officer designated by the Local. The check
will be for the total amount of dues withheld for that pay period.

g. The BL.LM will submit with the remittance check a Tisting of the Employces from whom deductions were
withheld and the amounts withheld. The Employee is responsibie for notifying the CBDO of any dues allotment
that should be stopped becausce the Employee is no longer included in the Bargaining Unit due to specific exclusion
as stated n Article 1, Section 2. This does not preclude the employer from initiating this action on its own. The
cimployer will notify the Local if and when such action is initiated.

h. A member may voluntarily revoke an ailotment for the payment of dues by filling out a form SF-1188,
"Revocation of Voluntary Authorization for Aliotment of Compensation [or Payment of Employee Organization
Ducs," and submitling it directly to the payroll servicing officer. Afier reccipt of such notice by the payroll
servicing officer, revocation will become effective as soon as possible toliowing the anniversary date of the
Emplayee's original autharization (3F-1187). The CBDO will make cvery cllort to apprise the Local of revocation
of allotments for paymcnt of dues,
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ARTICLE 21
CONTRACTING OUT OF WORK
Section 1. The CBDO and the Local agreg that the CBDO hag the vight under 5 TISC 7106 to defermine how work
may he dong to accomplish the mission of the agency. The CBDO will follow the uppropriate laws, rules and

regulations when making decisions on contracting out.

Section 2. The CBDO will inform the Local when the CBDO proposes contracting activities which will causc the
scparation of a current Employec or adversely affcet the grade and pay of a current Employee.

Section 3. If contracting out adverseiy impacts on bargaining unit Erployees, the Local and the CBDM may
ncgotiate on appropriale arrangements for these Employees,
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ARTICLE 22
REDUCTION-IN-FORCE; OUTPLACEMENT

Section 1. GENERATL INFORMATION. The decision to conduct a reduction-in-force {RIF) is a management
right under 5 USC 7106{a). The implecmentation of a RIF will be administered by management in accordance with
FPM Chapter 351, 370 OM 351 and BLM Manua! 1400-351. Recognizing the CBDO and the Local's mutual
interest in protecting Emplovees and the Local's inlerest in representing Employees, the Local will be afforded the
opportunity to request negotiations on appropriate airangements for Employees adversely affected.

Scction 2. NOTIFICATION PROCEDURES, The CBDO will notify the Local of the proposed RIF at Teast Torty-
five {45) calendar days beforc the proposed cffective date. The CBDO will advisc the Locai of the reason for the
RIF; the number, title, series, und grades ol Enployees affecled; and the measures the CBDO proposes to lake to
reduce the adverse impact on Employees as soon after the initial forty-five-day notice as possible.

Section 3. AVAILABILITY OF RIF DOCUMENTS. Retention registers and other RIF documents will he made
available to the affected Employee(s) and his/her Local representative. The CBDO and the Local will cncourage
each Employcc 1o review their OPE for complctencss.

Section 4. OUTPLACEMENT. The CBDO agrees that in the cvent of a reduction in force where Enployees are
separated, an aclive outplacemeni program will be timplemented. The primary aim of this program will be to find a
position in the I'ederal Scrvice for each affected Employee commensurate with that Employee's skills and
experience. The CBDO and the Local will jointly encourage cach Employec to sce that hissher employment
application is up to date as svon 4s a RIF is announced. Employment applications will be used to match
Employees wilh vacancies. Employees possessing skills in more than one area will designate those areas in which
they wish to be matched for consideration for vacancics. This scetion applics only to carcer or carcer-conditional
Employecs.
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ARTICLE 23
SAFETY AND HEATTH

Scection 1. The CBDO shall conlinue 1ts effort Lo carry out its Qccupational Health and Safety Program and will
meet applicable laws and regulations.

The CBDO witl, Lo the extent feasible, eliminate identified safety and health hazards. Whencver such conditions
cannot be readily abated, the CRIQ will notify the T.ocal and the two pamies will amange a time table for
abatement, including a schedule of interim steps to protcct cmployecs.

The CBDO will, to the extent feasible, provide safe and sanitary working conditions and cquipmicnt, in consonance
with standards promulgaled under all applicable federal laws; e.g., the Qccupational Safety and Health Act of
1870,

Employces will fully comply with Federal Salety Laws {e.g., OS11A) and District, Siate and Bureau safely policies.
Scction 2. The District Sulety Committee shall include 4 Locul representative.

Section 3. [f an emplovee believes that the assigned duties endanger hcalth or well-being he/she shall iimmediately
notify the supervisor. The supervisor shall promptly investigate and ascerain the validity of the hazard. The
supervisor will take corrective action if neccssary.

When an employee reasonably believes there is an imminent risk of death or serious bodily harm, coupled with a
reasonablc beticf that there is insufficient timic to scek redress through normal hazard reporting, the employee may
refuse 1o carry oul the supervisor’s insiructions, The employee acknowtedges that if subsequent investigalion
reveals that there is no basis for refusing to perform the duties, disciplinary action may be taken.

Scction 4. The CBDO will continuc its First Aid Training program Tor Employces as applicable to their work
situation.

Scction 5. The CBDO will provide safety and personal protective cquipment gs tdentificd in Job Huzard Analysis
und in accordance with salety regulations und related District policies.

Section 6. Supervisors may authorize varied lunch periods in accordance with Article 21, Hours of Work, of this
Agrecement to allow Employccs to engage in physical activitics designed 1o improve fitness and promote well-
being, The authorization may be on a day-by-day basis or longer period of time, based on ensuring that the
activity docs not interfere with workloads or the work of other employecs.

Section 7. The CBDO may use overt electronic surveillance systems, such as video carneras, for security purposes.
The CBDO will not use such systems to monitor empioyees, except for just cause.

Scection B. The CBDO wili continuc in its cffort to make the work place free of threatening, violent or intimidating
acls. Supervisors will actively investigale und atlempt Lo reconcile complainis received by employees.

Scection 9. Check out/in system: The Local and CBDO support the Coos Bay District Check-Out/In Policy.
Consistent or Celiberale refusal to follow the policy can lead 1o discaplinary action,

Section 10. The CBDO will expeditiousiy process and forward to the Office of Workman’s Compensation Program
(OWCP) all documentation required when an Employee sustains an on-the-job injury or contracts an occupational
disease. Upon request, the CBDO will fumish to the Employec copies of all documentution retuting Lo his‘her
OWCP claim. The CBDO agrees to assist Emptoyee(s) in processing claims under the Federal Employees
Compensution Act (FECA).

When an emnployce is temporarily unable 1o perform his/her regularly assigned duties because of an OWCP related

illness or injury, bt may be capable of retuming o or remaining in a duty status, the CBDO will make every effort
to dctail the cmployec to work assignments compatibie with the employee's physical condition or temporarily tailor
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ARTICLE 24

TRAINING

Section 1. GENERAIL PROCEDURES: Tt is the Employee's responsibilily to maintain proficiency in connection
with essigned duties. The cfficicncy of operation and conduct of training and development activitics for Employees
are the responsibility of the CBDO.

When a need 1s suggested by an Employee or otherwise determined by the CBD(, training may involve such
approuaches as cross iraining, directed reading, learning center usage, comrespondence, on-the-job training, formal
classroom training, and resident and non-resident courscs. Training recommendations, including attendance at
Government expense, will be based on needs identified when developing the annual training plan, however,
additional training needs may be evaluated as they occur. When maining is provided at Gavernment expense,
Employees are expected to take full advantage of opportunities presented to further their proficicncy,

Scetion 2. ON-THE-JOB-TRAINING: If an employee is assigned to train an Employee, the appropriate
management official may, if necessary, provide additional help in the position to compensate for the time spent
tratning the Employcc. 1f an Einplovee's work falls behind duc to training ancther Employee, the appropriate
management official may provide help to bring the work up-to-date, modify the Employee's EPPR to reflect the
new level, or take other appropriate actions to assure that a training assignment does not rellect poorly on the
ovcrall work assignment of an Employcc.

Section 3. SCIHLEDULING: When practical, thc CBDO may schedule work rclated maining courses, seminars,
conferences, and meetings during working hours to allow Employces to attend and gain information, education,
and training. Ollicial timc may be provided to empioyees attending muhally beneficial training for which the
CBDO is not providing tuition andfor travel.

Section 4. AFTER HOUR TRAINING EXPENSHS: Employees share responsibility Tor their own career
development and are encouraged to take advantape of such courscs on their own time. Requests for tuition
reimbursement of stich training must be submitted 30 days prior Lo registration if the employee wants advance
tuition assistance and wil! bc approved or disapproved within 7 days of registration whenever possible. This
program is dependen? on the availability of funds.

Section 5. TUBLICITY: The CBDO will publish availablc training opportunities for all Employees. Employees
are ercouraged to review the published apportunities and to bring to their supervisor's attention those that would
improve their job performance. All employces will be equally considered against CBDO identificd needs when
applying for training.

Section 6. USE OF EQUIPMENT: The CBDO agrees to make available to all Employees enrolied in approved
job-related training courses academic aids such as desk caleulators and computers, for use on the premiscs of the
CBDO at mutuatly agreeable times during the Employec’s non-duty hours.
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Section 7. TRAVEL TO TRAINING. To the maximum extent practicable, the CBDM will schedule the time
spent traveling 1o and from training within the regularly scheduled work week of the Einployee. Tt is recognized
that in some eascs, no wmount of planning by the CBDO will prevent an Employee from being required to travel
outside the regularly scheduled workweek; but, when this is necessary, the Employvee will be paid in accordance
with their overtime enntlement under 5 USC or FLSA, as appropeiate. 'When the CBDM determines that it is
cssential that the Employcee be present for the entire training course, and the Employce may not be paid overtime,
the CBDM will, upon reguest, provide the Employee concemned with the rcasons for ordering the travel at those
hours in accordance with 3 USC and FLSA.
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ARTICLE 25
USH OF OFFICTAT. FACILITIES BY AND SERVICES TO THE LOCAL

Section 1. TNTERNAL MAIL SERVICES: The Local may present mail addressed to the CI3DM to the mailroom,
who will datc-stamp it, and route it routinely. All mail addressed to the Local will be delivered to the Local’s mail
hox.

Section 2, BULTETIN BOARD: The T.ocai will be assipned the use of one bulletin board for the posting of Union
notices and literature. All material will be in good tastc and contuin no personal attacks. The Local will muintain
the builetin bourd in a timely fashion, assuring that out-of-date material is removed.

Section 3. SPACE: The CBDO agrees 1o allow the Local the usc of the District Office conference toom and coffee
room or like space for Union meetings after hours, as long as these facilities are available in the office.

Section 4. EQUIPMENT; The Local may use afl technological equipment available in the office in the
conmunission of Union business. [f use is not mutuaily beneficial, the T.ocal may be required ta hear related
expenses.

Scelion 5. USE OF GOVERNMENT-OWNED OR TLEASED VEHICLES: Normally stewards will conduct their
business withoul the use of a Government-owned ot leased vehicle. In unusual circumstances, with the written
approval of the Assistant District Manager, Division ol Ficld Scrvices, use of a Government-owned or leased
vehicle by the Local may be granted,

Section 6. COPIES OF THE AGREEMENT: The CBDO will provide 3 copies of this agrecment to the Local. A
copy of the contract will be kept availablc for the usc of Employecs in cuch Arca and Division,

Section 7. BARGATNING UNIT LISTING: The CBDO will fumish to the Local annually on October 15 a lisling,
as of October 1, of ull cinployees n the bargaining unil showing name, official title, grade, and organizational unit.
In addition, a listing of changes affecting the bargaining unit, in the same format as the annual listing, will he
furnished to the Local upon request.
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ARTICLE 26
PAST PRACTICES

Section 1. [t is agreed and understood that this Agreement supersedes any past practices and understanding which
were in effect on the effective date of this Agreement at any level {District, Resource Area, Division) and which arc
specifically covered by this Agreement.

Section 2. Privileges ol Employcecs which arc pust practices and have become an integral part of working
conditions shall remain in effect unless the CBDO moves to modify them, The Local will be afforded the
opportunity to negotiate, as appropriate, and the practice shall be maintained in status quo pending the conclusion
of the ncgotiation, unless 1t becomes necessary to implement 1t prior to the conclusion of said negotiation.

Section 3. For a past practice to be hinding on the CBDQ, it must concern a condition of employment, be ciear, he
known und consistently [oilowed by both partics for an extended period of time und followed by both partics or
tollowed by one party amd not chailenged by the other over a substantially long duration, and be comsislent with
law and Government-wide regulations.
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ARTICLE 27
DURATION AND EXTENT OF AGREEMENT

Section 1. EFFECTIVE DATE AND TERM., The effective date of this agreement shall be the date of approval by
the Office of the Sceretary of the Tnterier or 30 days following the date itis signed by thc partics, whichcver comes
first unless disapproved. It shall remain in effect for three (3) ycars. Thc agreement shall be renewed for an
additional three (3) yeur period on cach third anniversary datc thereafler unless between 60 and 105 calendar days
prior to any such date either party gives written notice to the other party of its desire to modity the agreement. The
notice must be acknowledged by the other party within 10 work days.

The undersigned havc caused this agreement to bc cnacted.

FOR THE EMPLOYLER: FOR THE UNION:

/S! Redacted /S/ Redacted

Member, Negotiating Team Member, Negotiating
Team

/S/ Redacted /S/ Redacted

Member, Nepotiating Team Member, Negotiating Team

/S! Redacted

Mcmbecr, Negotizting Tcam Member, Negotiating Team
APPROVAL.:
/S/ Redacted 28 Julv 1997 /Si Redacted 28 July 1997
District Manager Date Union President Date
APPROVAL:
/S/ Redacted
_Director of Personnel Date
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APPENDIX 1

AUTHORIZED ABSENCE FROM DUTY FORM
FCR
LABOR-MANAGEMENT RELATIONS ACTIVITIES

FROM s AM/PM TO - AM/PM
Year - Month - Day  Time (Minute) Year - Month - Day Timc {Minute)
Supervisor Signature Supervisor Signature

NAME (Print}
Lust - First - M.I. Employee Signature

FUNCTION (Circle One) UNION POSITION
Employee  Steward
Grievant  Elected Olficial
Appeliant  Representative

ESTIMATED TIME ABSENT
Hours and Minutcs

Purpose (Coniract Referencs) Timne Code User
Union/Trmp.

[nitial Grievunce Discussion {3 6310-0112-LRED XXF
Silent Observer {5dla} 6310-0112-LRED i, 9.9.0.6.4
Recetve Grievance (5d1B) 6310-0112-LRED . 0.9.9.9.4
Investigute and Prepare Grievance *

ar Step 1 (5413) 6310-0112-LRED 19.9.9.9,9.4
Present Grievance at Step | {5¢2) 6310-0112-LRED ¥
Investigate and Prepare Grievance *

al Step 2 (3d1B) 6310-0112-LRED .9.9.9.9.4
Present Grievance al Step 2 (3e2) 6310-0112-LRED -
Prepare Arbitrulion {3d1E} 6310-0112-LRED i 0.0.9.6.4
Arbitration {5c3) 6310-0112-LRED *
Statutorv Appeal {3cd) 6310-0112-LRED a
Prepare Mid-Contract Negotiations {5d1D) 6310-0112-LRED i0.9.9.9.9.4
Negotiations - Basic Contract {58} 6310-0112-LREA 15.9.9.9,9.4
Negatiations - Mid-Contract (5a) 6310-0112-LREB (9. €.9.9.0.4
[mpasse Procecdings {5a) 0310-0112-LREA/B* . 0.9.9.9.4
FLRA Anncaranccs {5b}) 0310-0112-T.REC 19.9.9.9.9.4
Formal Discussions {5ch) 6310-G112-LREC .9.9.0.9.¢
Weingarten (5d1C) 63!10-0112-LREC FAXXXX
Commitiees - Safety (5ch) 6318-0116-LREC . 0:.0.9.9. ¢
Committees - Other (5c1) 6310-01i2-LREC D.0.0.0.8.¢
Training SdZA) 63 10-0113-.LREC _ AXXXXX
Review Propascd Revisions (3d2B) 6310-N12-1RTC FAXNXX
Prepare Reparts (342C) 63 18-0112-LREC .0.0.9.9.¢

* A for basgic contract and B for wmid-contract

INSTRUCTIONS

1} User Lo complete form except "bto" datas, secure supervisory place form on
user*s degk during absence, cocrplete "to" data upon returning to duly, retain
copy and give original to superviscr.

2) Enter tLtime to mnearest hour on T. and A. reportc.

UsDI-BLM
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APPERDIX 2
NEGOTIATED GRIEVANCE FORM
Section T Tor Use By The Grievant (Employee or Local;)

{1} Name of the Aggrieved {if several attacn list):
Position Title:
Organizational Titcle:
Grade:
Crganizational Unit:

{z) Thies Grievance involves {(check all appropriate, at least one}:
[y iR The effect or interpretation, or a claimed breach cf this
agreerent {Article{s), Section({s} Number: i
(B} (Y (B) A ¢laimed viclatien, misinterprectaktion, or miszapplication of
any law, rule or reculationsg affecting conditiens of
aemployment .

‘Citation Number: )
(Y {C) L matter related tc the employment ofthe employee(s) .

{Cite basic agreement article{s), law, rule, regulation, etg.}
(3) My cpinion of the proper interpretation or application of Lthe above is:

(A)

(B)
{4} HWature of grievance as it affects the employee(s) or the Lccal. {Include
all known and relevant informaiion, descrikbe the occurrence or conbtinuing
practice (s} out of wihich the grievance arose - including dates, personi{s)
involved, witnesses, locations, etc. Describhe the way in which the agreemen:s
or law, rule, regulation has been violated, misinterpreted, or misapplied
which gave rise to Lhe grievance. include the name of the responsible
management official (s}, if known. Additional pages may be used and
documentzation and evidence should be attached as necessary.)

{5) Remedy desired:

{6} I designate as my representative in this grievance:

Nams Title Adcress Phone Number

Aggrieved Slgnature Date

USZIZ-ELM
0-12-1400-721 2 (0Oct 138513
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APPENDIX Z

SECTZCN II
For Use By The CRDO

t1) Date CGrievancce Received:
{2; AlLached is my ceciszsion and rationale on the grievance described in
Section I cf this form.
{3) I propose the following alternate soluticns {if any).
{4} This grievance involves (check all appropriate):
{ }{A) Citations oflered by the grievant (list exceptions it any}.
{ Y(B} The effect or interpretatior of this agreement {Articieis),
Section{s) Number: 1.
{ }{C) The interpretacion or application of the following law, rule or
requlations affectirg conditions c¢f employment.
{Citation Number: i
{Cite basic agreemcnt article(s), Zaw, rule, regulation, etc.;
{3) My opinion of the proper interpretation or appiicatbion of the above is:
(A)
(B)
(<
(6} If disgsatiefied with my decision, you may proceed to the second step.
Signature Date
Position Title
T8O -BLM

0-12-1400-712-2 [0co 18281
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SECTION ITTI

{A) For Use By the Grievant

I find the resolution offered in Secticn II unacceptable for the fellowing
reason{s). I request the consideration of the CBDM.

Z modify the remedy desired as fZollows:

Aggrieved gignature Date

{B} (1) For Use By the President

{fo be f£:1led ocut in the casc of a guestion of proper interpretation of a
igher level regulatiocrn.}

This matlber concerns a guesticn of Lhe proper interpretation of the foliowing
higher level regulation{sj.

Theze regulationz should be interpreted in the following manner:

Local President Signature Date

{B] {(?) For Use By the CEDM

I ¢oncur with your interpretation. ¥
I do mot concur wikth your imterpretation. ¥__ ¥
My interpretation is as follows:

CBDM Signakbturc Late

UEhI-ELM
0-12-14C0-711-2 {Oct 1981)
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SECTION IIT (Ccnt.}
(C) (1) For Use By the CEOM

[To be filled out in the case of a guestion of proper interpretation of a
nigher level regulation.)

This matter concerns a gquosticn of the proper interpretaticon of the following
higher level regulationi{s}.

These regulations should be interprsted in the following manner:

CBDM Signature Date

{C} {2} For Use By the Prcsident

I concur with your interprecation. #_*
T do not zeoncur with your interpretation. *_*

My interpretation is as follows:

Local FPresident Signature Date

(D) For Mutually Agreed InlLerpretatiocns

We agree to the following interpretation(s} of the cited regulation(s).

Local President Signalkure CBDM Signature

Date Date

LSDI-ELM
G-12-1400-711-2 (Jcn 1381)
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SECTION IV
For Use 3By the CRBDM

Date grievance received:

Attached is my decisiorn on the grievance.

CBDNM Signalure Cate

UsSDI BLM
0-12-14100-721-2 (Cct 1981)
ifagc b of ¥ coges)



SECTION WV

For Use By The Grievant In Third Step Alterralbe Grievance Procedure

I find the resclution offered irn Secbion IV unacgeptable for Lthe following

-

reason(s}). I reguest consideration by the State Director.

bggrieved Signature Dake

CS8DI-2LM
0-12-1430-721-2 [Cct 1981}
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SECTION VI

For Jee By the Local President

The decision is not acceptable for reasons given in the attachrent., The
grievance shall be submitbed to arbilration in accordange with Article 5 of
thatbt Basic Agrcoment.

Local President Signakturs TDate
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