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PREAMBLE 

Pursuant to the policy set forth by the Civil Service Reform Act of 1978 (CSRA) regarding Federal labor­

management reiations, the following articles of this basic agreement, together with any and all SLipplemental 

Agreeme:1ts which may be agreed to at later dates, constitute a total agreement by and between the United Slates 

Depart ment of the Interior, Bureau of Land Management, Coos Bay District Office, hereinafter referred to as the 

CBDO, and the !\ational Federation of Federal Employees, Local 1966, hereiniifter referred to as the Local, 

representing the employees in the unit described below, hereinaii<;,,-r referred to as Employee or the Employees. 

Thi~ agreement is entered into pursuant to the Cer tificate of Representation, dated January 30, 1980. 

[t is the intent and purpose of the parties l1ereto to promote and improve the efiicient administration of the Federal 

Service and the well being of employees w ithin the meaning of the Civil Service Reform Act, to establish a basic 

understanding relative to the personnel policies, practices, proeedLarcs and matters affecting genen:l conditions of 

employment within the jurisdiction ofthe CBDO, and to provide means for amicable discussion and adjustment of 

matters ofmutual interest.. 

The parties to this agreement, intending to be bound hereby, agree as follows. 
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ARTICLE I 

RECOG~JTIO::< AND UNIT DESIGN A T!ON 

Se<.:tion I. R.ECOGNlTlO:\". The CBDO, whose designated office l1ead is tl1e District Manager, hereinafteT 
referred to as the CBDM, recognize~ that the I ,ocal is the exclusive representative of all employees in the 
bargaining unit <le~cribed in Section 2 below. 

Scctior. 2. BARGAINING UNIT. The unit to \Vhich thi& agreement is applicable is composed of all prnfessional 
and non-professional employees of the Coos Bay District Office, Bureau of Land 'vfanagement, Coos Ray, Oregon, 
on appointments exceeding 130 days, excluding supervisors and management officials and others as defined in 5 
USC 7112(b)(2), (3), (4), (6), and (7). 
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ARTICLE 2 

MA>iAGEMENT RIGHTS AND RESPONSIBILITIES 

Section 1. GOVERNMENT REGULATIONS. ln the administration of all matters covered by this agreement, the 
CBDO tl1e Local and the Employees are govemed by existing or future federal laws or regulations ofappropriate 
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 tl1e mission, budget, organization, number of employees and internal security 
practices ofthc agency, and 

(2) in accordance with applicable laws: 

(A) to hire, assign, din:d, layoff, and retain employees h1 the agency, or to suspend, remove, 
reciuce in grade or pay, or take other disciplinary action against such employees, 

(B) to assign work, to make determinations with respect to contracting out, and to determine 
the personnel by which agency operations shall be conducted; 

(C) make ~elections for appointments to fill positions from: 

(:) among properly ranked and certified candidates for promotion; or 

{ii)any other appropriate sources; and 

(D) take whatever actions may be necessary to carry out the agency mission during 
cmergen ci es. 

Section 3. Negotiations may take place at the dection of the CBDM on the numbers, types and grades of 
Employees or positions assigned to any organizational subdivision, work project, or tour ofduty or on the 
technology, methods, and means ofperfom1ing work. 

Section 4 , Nothing in this article shall preclude the CBDO and the Local from negotiating 

(a) the procedures the CilDO will observe in exercising any authority under this a:-ticle; or 

(b) appropriate anangcmcnts for Employees adversely affected by the exercise of any authority under this 
~rtic!e by the CBDO. 

Section 5. The Labor relations statute defines Supervisor as an individual employed by an agency having authority 
in the interest. of the agency to hire, direct, assign, promote, reward, transfer furlough, layoff, recall, suspend, 
discipline, or remove employees, to recommend st,ch action, if the exercise of the aathority is not merely routine or 
clerical in nature but requires the consistent exercise of independent judgment, except that, with respect to any unit 
which includes firefighters or nurses, the term "supervisor" includes only those individuais who devote a 
preponderance of their employment time to exercising such authority" (5 USC 7103(a)(I 0)). 

Section 6. Management Responsibilities 
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(a) The CBDO agrees to respect the privacy of all employees during the grievance process. TI,e 
l-Tedibility, privacy, and integrity of the grievance process will be protected to Lhe extent possible. 
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ARTICLE 3 

EMPLOYEE RTGHTS AND RESPO'JSJHII .ITIES 

Sec:io!1 1. Each Employee may elect to bring matters of personal concern directly to their supervisor or other 
appropriate officiab in infonnal discussions without union representation or notificatior. to the union of such a 
meeting. 

Sect:on 2. Each Employee shall have the right to fonn, join or assist any Jahor organintion, or to refrain from any 
such activity, freely and without fear ofper:mlly or reprisal, ,md each Employee shall be protected in the exercise of 
such right. Except as otherwise provided, such right includes the right: 

(a) To act for the Local in the capacity ofa representative ,md the right, in that capacity, to present the 
views of the Local to heads of agencies and other officials of the Exewtivc Branch of Govcmm<..-nt, the 
Co:1gress, or other appropriate authorities. 

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

le) To invest their money, donate to charity, and pmticipate in similar types of activities freely and 
without coercion. 

(d) Nothing in this agreement shall require an Employee to become or remain a member of a labor 
organizalion or to pay mo11ey to the org~nization except pursuant to a voluntary written authorization 
by a member for the payment of dues through payrull deduction. 

Section 3. Each Employee may he represented by a representative other than the Local of his/her own choosing in 
statL1tory appeals actions or grievances not covered under the negotiated grievance procedure. 

Section 4. Each Employee has the rigl1t to be repre~ented by the Local at any examination of tl1e Employee by a 
represenla'.ive ofmanagcmtnt in com~cction with an investigation, if the Employee reasonably believes that the 
examination may result in disciplinary action against the Employee and the Employee rcque~:s rcprtsc.,-ntation. 
Each Employee shall be provided a11nua! notification of this right. 

Section 5. Employees are responsible for aecomplish;ng work assigned to them in support oftl1e Bureau's mission. 

Section 6. lf a temporary or probationary employee is terminated for misconduct or poor perfonnance, he/she may 
seek reconsideration ofthe decision to terminate by submitting a written request to the second level supervisor 
within five (5) business days ofbeing notified. The second level supervisor will respond within five (5) business 
days of receipt of the request for reconsideration. The decision derived through the reconsideration process will be 
final. The employee will have the right to Union representation during this process. 
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1\Ri'ICLE4 

UNTON RIGHTS ANO RBSPONSJlllLlTlES 

Section 1. RECOG.\JTION. 

(a) The Local is the exclusive representative of the Employees in the bargaining unit and is entitled to act 
for the~~ Employees. The Local is responsible for representing the interests of bargaining unit 
Employees without regard to union membership. 

(b) The CJlDO recognizes the following duly elected officers of the Local: President, Vice President, 
Secretary, Treasurer and Chief Steward. The Local shall provide to the CilDO a list of names and 
titles of such officers on an annuai basis or mun: frequently, if changes occur. In addition, a copy of 
this list may be posted or: the Loca!'s bulletin board. 

(c) The CBDO recognizes stewards seb.:kd by the Local. These stewards are recognized as official 
spokespersons with authority to act on behalfof the Local in fonnal discussions, gricvanccs, and 
"\Veingarten right" matters. 'lhc Local may select up to six (6) stewards. One (1) additional steward 
t1,ay be added for each i11crease ofthirty-frve (35) Employees in the bargaining unit. As in (b) above, 
the Loe!!! sh!!ll provide to the CBDO and update a list ofnames of stewards, the organizational units 
they represent, and the location or phone where they can be rc!lchcd. In addition, a copy ofthis list 
may be posted on the Local's bulletin board. 

(d) The CBDO recognizes authorized national and regional representatives of:\IFFE. Upon arrival al the 
district tl1e visiting- "\"FFE representative will sign the official visitor register. Under no circumstatices 
sh1i.ll these visits interfere with district operations a11d work. All bargaining unit members involved in 
these visits during work hours sh!lll be on annual leave uniess explicitly allowed for in Article 4, 
Section 5. 

Section 2. REPRESENTATION 

(a) The CBDO agrees to meenvith the Local 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. 

(b) The Local wili be given the opportunity to be reprt:st:nlt:<l at any fo1mal discussion between one or 
more representatives oftI1c C13DO a,"1d one or more Employees or their representatives :.:onceming any 
grievar.ce or personnel po:icy or praC!ice or other general condition of employment. The CBDO will 
notify the Local President before sach discussions are held. The Local shall be allowed four (4) hot.:rs 
tu provide a r<;,-pre,cntativc. 

(c) If, during an exa:ninat:on of a unit Ernpioyee(s) by a representative of the CBDO ir. t.1c course of an 
investigation, the Emp:oyee reasonably believes that tl1e examination could result in disciplinary 
action against that Employee, and the Employee requests representation by the Local during the 
meetir.g in accordance ,vith 5 LSC 7114(a)(2)(B); the CBDO will tem1inate, or s:.ispend the meeting 
anc::, if the meeting is continued, arrange for the presence ofthe first available steward. The Local 
shall be aliO\vcd four (4) hours to provide a re?resentative. The steward will be allowed to ask 
questions and slalt: the: vic:ws uf the Luca!, but will not di elate answers or otherwise interfcre with the 
conduct ofthe investigaticr.. ("WEINGARTEN RIGHTS") 

(d) l11e Local slrnll have the right to ~ubmit the views of the Local directly to the Oregon State Director, 
Directot· of the BLM, Secretary of Interior and other officials of the fa.eculivc Brnm.:h of the 
Government, the Congress, or other appropriate authorities. 

(e) The f ,ocal has the right to rcprc~cnt an Employee or a group of Employees in presenting and 
processing grievances. 
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Section 3. STEWARDS. 

(a) A steward will function as the representative of the Employees in their designated units. Only 
stewards will perform the duties of stewfilds, except that the President and Vice Presidents may stand 
in for stewards under Section 2 (b) and (c) above in case of the absence of all stewards. 

Section 4. RESPONSIBILITIES. 

(a) Tmemal Union business, Sl.!Ch as soliciting membership, collecting due~, campaigning imd electing 
officers, posting and distributing literature, and union meetings, will be conducted during non-duty 
hour of the Employees involved. For this pLffpose, hLnch periods are considt:re<l non-duty hours. 

(b) The Local agrees to promote safe work attitudes, productive use oftime and high quality perfonnance 
among Employees in the unit 

(c) \\,11en gatheiing infonnation for a men1btor of the Bargaining Cnit, Union Representatives will disciosc 
to the invoived pmties the official nature oftheir business. 

(d) The Union agrees to n:spcct the privacy of all employees during the grievance process. The credibility, 
privacy, and integrity of the gnevance process w11l be protected lo the extent possible. 

Section 5. USE OF TIME FOR LABOR :MANAGEMENT RELATIONS: 

(a) T.ocal representatives wil I be allowed reasonable official time to: 

(I) Meet with CBDO representatives for negotiation of a collective bargaining agreement and 
attend impasse ptuceeding~ as provided for in 5 USC 7131 (a). 

(2) lmpact and implementation bargaining. 

(3) Conduct fonnal negotiations. 

(4) Attend and pa:ticipate in meetings of committees identified in this contract or where the 
CDDO invites Loc<1I rcprcscnti:ttion. 

b. A reasonable amount of official time, not to cxcccd 500 hours per fiscal year is available for: 

(1) A steward to initially discuss with an Employee a matter of dissatisfaction, make inquiries, 
contact pertinent witnesses, and prepare presentations for grievance meetings. 

(2) A steward to represent an Employcc(s) in presenting grievances; 

(3) A steward(s) servi11g as a representative in an arbitration hearing; 

(4) A steward fi.;nctioning as a representative in a statutory appeal hearing. 

(5) A stcw<1rd to act as representative of the Local in examinations pursui;nt to 5 t.;SC 
7 I 14(a)(2)(B). 

(6) Elected union officer~ and stewards to be excused from duty, workload permitting, to attend 
unio11 sponsored training which is of mutual benefit for the performance of thei:­
representationa! duties. A w,itte,1 request will be submitted through the supervisor to the 
Associate District Manager at kast i 5 calendar days in advance. 

(7) A steward to act as representative to assist an Employee with an OWCP case where requested. 
Representational activities on official time will be limited to where the control :s within the 
Agei~cy. 
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(8) Stewards, officers, and other Local representatives (.,'Ilgaged in other authorized labor 
mamigcment relations activities. 

c. Employees will be a:Jowed up to two hours per grievance to initially discuss with a steward the 
allegations of a potential grievance. 

d. Stewards, officers, and other Local representatives engaged in authorized labor management relations 
activities for more than two consecutive hours during the time they would otherwise be in duty statL1s, 
will notify their supervisor and come to an agreement with the supervisor as to the durat ion and 
workload impact ofthe time allocation agreed upon. 

c. ff, in the event the total official lime available for the activities listed in Section 5(b) is depleted, and 
the Local can demonstrate mutual benefit for additional official time, the CBDO agrees to negotiate for 
tr1e additional time. 

f. The CBDO will co11tact the Local President lo discuss ,my perceived conflict between Labor­
Management a<.:tivitics and CBDO-assigncd work. \Vl1ile it is the responsibility of CBDO to initiate 
discussions regarding 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 conflicts, as early as 
possible. 
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ARTICLE 5 

GRIEVANCE AND ARBJTRATION PROCEDURES 

Section 1. PURPOSE. The purpose of this article is to provide a mutually acceptable method for the prompt and 
orderly resolution of grievam:es. The CBDO and the Local recognize that most grievances arise from 
misunderstandings and disputes that can best be resolved at the lowest supervisory leve;:I. 

Section 2. DEFl.NlTION. 

(a) A grie;:vance is any complaint from: 

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

{2) Any Employee, group of Employees, the Local or the CBDO concerning: 

(A) 111c effect or interpretation, or a claim of breach, of this agreement; or 

(B) Any claimed violation, misinterpretation, or misapplication of any law, rule, or 
regulation affecting conditions of employment. 

(b) A grit:vancc will be in writing stating the nature of the grievance and the remedy desired. The remedy 
requested must be within the control ofthe BLM, appropriate to the issue being grieved, bcnefitting 
the grievant(s) and will 11ot include a request for discipli,1ary or other action affecting another 
Employee or manager. 

(c) The sole exceptions to this grievance procedure arc: 

( I) Exceptions specifically established in the CSRA of 1978 and applicable case law. 

(2) The termination of a temporary appointment and the termination of a probationary Employee. 
Sec Atiiclc 3, Section 6. 

(3) The ~errnination ofa temporary promotion. 

Section 3. LOCAL REPRESENTATION. 

(a) The Local agrees to counsel Employees as to the validity of potential grievances, whether the grievance 
is warranted, and \\·he:her the remedy sought is believed lo be legal, feasible and appropriate. 

(b) Only the Local, or representative approved by the Local, may represent Employees under this 
grievance procedure. However, any Ernpioyee or group of Employees may personally present a 
grievance and have it resolved without representation by the Local, provi<le<l lhat the Local will be 
given the opportunity to be present at all discussions between the Employee and supervisor during 
grievance process and resolution. Any such resolution must be consistent witl1 the terms of this 
agreement. 
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(c) lfthc Employcc(s) chooses to present his/her own grievance, the Local shall be afforded the right to 

have an obsen·er present, in accordance \Vith (b) above. TI1e observer shall rerr:ain ~ilent during the 
meeting. lf the Local believes that any settlement offered is not consistent with the terms ofthis 
agreement, the President ofthe Local will request, in writing, that tl1e CBDM stay the remedy offered. 
Tf the request is received within three (3) work days of the resolution meeting:, the CBDM will consider 
such a stay, and will provide the Local \Vith a \Vritten explanation of the decision. In no event will a 
remedy offered to any grievaiit not represented by the Local be implemented sooner than four (4) work 
days after the resolution meeting at which it is accepted unless the health and safety ofEmployee~ i~ 
involved. 

Section 4. STATL1TORY APPEALS. An aggrieved Employee affected by a pTOhibited pt.-rso:md action (5 USC 
2302(b)(T)], unacceptable perfo!"ll1ancc (5 USC 4303), adverse action (5 USC 7 5 !2), or Wh i stleblower Protection 
Act (PL lJ0-424) may raise the issue under this negotiated grievance procedure or the ~tatulory procedures 
outlined be!ow, but not both. 

(a) Mattern relating lo prohibited personnel practices may be processed, at the Employee's discretion, 
through the EEO statutory appeal procedL1re or under this negotiated grievance procedure. The 
Employee may enter the grievance procedure at the first step or the Employee may enter the EEO 
complaint proci::durc at the infom1al counseling procedure stage. This does not preclude an Employee 
fro:11 discussing with an EEO Counselor or steward the available options before entering either 
process 

(b) Matter~ rdating lo unacceptable pcrfommnee, adverse action, or Whistleblower Protection Act may be 
processed, at the Employee's discretion, through appeal lo the Merit Systems Protection Board (.:vISPB) 
or under this negotiated grievance procedure within fifteen (15) days of the notice of such action from 
the Stale Director. fl sh1:1ll enter the grievance proeedu~c at the request for arbitration "stage". 

Section S. PROCEDURES FOR EMPLOYER GlHFVANC.ES. 

(a) First Step: Tne Employee alkging a grievance under Section 2 above will present the grievance 
personally (and/or with a representative or steward, ifhe/she elects to have one) and in writing on the 
·negotillled grievance form (sec Appendix 2) to his/her first or second line 8upervisor within fifteen 
(15) work days rrorn the occurrence of the matk-r out ofwhich the grievance arose or the time the 
Employee became aware of, or should reasonably have been aware of, beiug aggrieved. For continuing 
practices the Employee may grieve anytime dLffing the life ofthe practice. The Employee may 
approach his/iu.T second line supervisor tf: (1) the grievance personally involves the firnt line 
supervisor, (2) he/she first personally ir.forms his/her first line supervisor, and (3) the second line 
supervisor is not the CBDM. In the cx:cndcd absence of the first line supervisor the Employee may 
present the grievance directly to thi:; sccond line supervisor. The negotiated grievance form wil I 
inciudc a!l known and relevant information avai!able at that time am! spcci[y the desired remedy. 
F.mployee is allocated a maximum oftwo hours of official time to complete the negotiated grievance 
fonr. for submission to the supervisor. Within ten (IO) ,vork days, the supervisor w:11 complete a full 
investigation of the facts of the gr;evance and provide a written decision to tlcc grievant. The decision 
will include rationale and any attcrnate solutions offered. The decision will indicate the grievant's 
option to proceed to the second step of the grievance procedure, if dissatisfied with the first step 
decision. 

(b) Second Step: lfthe Employee is not satisfied with the decisio11 given at the first s:ep, the gr:evm:ce 
may he presented to the CBDM with:n ten (10) work days following receipt of the first step decision. 
The entire file, includi11g the initial decision, will be present.ed. lfthe .President ofthe Local 
determines that the matter concerns a question of proper interpretation of a higl1er level regulation, it 
sha!! be noted on the grievance form. Jfthe CJ3DM determines that the matter concerns a question of 
proper interpretation of a higher level regulation, the CHOO will infonn the Presicent of the Local 
within five (5) work days of receipt ofthe grievance. The CBDO and the President of the Loc.:1 will 
immediately attempt to arrive at a mutually agreeable interpretation ofthe (regulation. If they do so, it 
will he reduced to writing, signed and made a part of the grievance record. If a :nutual agreement 
cannot be reached on the approp,iate interpretat10n, a request will be made by the Cl3DM and the 
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President of the Local to the originator ofthe higher level regu'lation for an expedited opinion of the 
proper interpretation of the regulations based upon the facts of the case. The facts may be mutually 
stipulated to the originator, or separate statements of facts by either party may be appended to the 
mutual request. The CBDM will review the grievance file and conduct any necessary investigation. If 
the remedy requested by the grievant(s) has been modified in the second step, the CBDM may return 
the grievance to the initial deciding official for a rcYicw ofthe original decision. This review will not 
exceed five (5) work days. The CBDM will provide a written and personal decision within twenty (20) 
work days ofreceipt ofthe grievance or from the return ofthe grievance from review by the initial 
dcciding official. Any interpretations available at that time will also be attached. 

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

Section 7. GRJEVANCES BY THE CBDO. TI1e CBDO will notify the Local President in writing of any 
grievance within ten (10) ,vork days of the occurrence of the matter out of which the grievance arose or the time 
the CBDO should reasonably have been aware of being aggrieved, or for continuing practices anytime during the 
life of the practice. The CBDO and the Local will meet within seve!l (7) work days at a t ime and place mutually 
agreed upon to discuss the facts of the grievance and to allempl lo informally resolve tl1e g:ievance. Tf the 
grievance is not settled informally, the Local will respond in writing to the CBDO within fifteen (15) work days of 
the meeting. 

Section 8. RTGHT TO ARBITRATION. If the deei~ion on a grievance processed under the negotiated grievance 
procedure is not satisfactory, the Local or the CBDO either as grievant or as represei:lative of the Employee(s) 
(grievanl) mllY refer the issue 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 request for arbitration must be filed within fifteen ( 15) work days 
of the decision ofthe CBDM or the President of the Local. 

Section 9. SELECTING TllE ARBlTRATOR. Within twenty (20) calendar days of receipt of a valid arbitration 
request, the parties shall attempt to select an arbitrator. If the parties are 1.mablc to agree upon an arbitrator, they 
shall immediately request the Federal ~Mediation and Conciliation Service (FMCS) to submit a list ofnine (9) 
impartial persons qualified to act as arbitrators. A brief statement of the nature of the issues in dispute will 
accompany the request to enable the FMCS to submit the names ofarbitrators qualified for the issues involved. 
The request shall also include a copy of the colkctivc bargaining agreement. ln the event that the entire agreement 
is !101 available, a verbatim copy of any provision relating to arbitration ofthe grievance shall accompany the 
request. The parties shall meet within ten ( l 0) calendar days after the receipt of such list to select an a~bitrator. Tf 
they cannot agree upon one of the listed persons, the CBDO and the Local will each strike one arbitrator 's name 
from the list of nine and shail repeat this procedure until only one name remains. 171e remaining name shall he 
the only a:1d duly selected arbitrator. A flip of a coin will determine who shall strike the first name. The gricvant 
may withdraw his/her grievance at any time prior to the actual convening of a hearing or submission of the case to 
the arbitrator. 

Section 10. FEES AND EXPENSES. Each party shall bear the expense ofpreparing and presenting its own case. 
171e arbitrator's fees and expenses shall be borne equally by tht: CBDO and the Local, except that for the first two 
ai·bitrntions during the life of this contract th fees shall be borne 25 percent by the Loca: and 75 percent by the 
CI3D0 and for the third arbitration during the life of this contract, the fees shall be borne 35 percent by the Local 
and 65 perce:1: by the CBDO. 

Section 11 . ARBITRATION PROCESS. 

(a) Within three (3) work cays ofthe selection of an arbitrator, the parties wil! meet and attempt to clarify 
the specific issues for arbitration that have been raised during the grievance procedure. 

(b) The process to be utilized by the arbitrator may be one of the foll owing: 

(1) A "stipulation of facts to the Arbitrator" can be used when both parties agree to the facts of the 
issue and a hc:aring would serve no purpose. In this case, all facts, data, documentation, etc. 
are jointly submitted to the arbi~ator with a ret;ucst for a decision based upon the facts 
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presented. 

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

(3) An "arbitration hearing" should be used when a formal hc.,ring is 1~eccssny to dcv.clop and 
establish foe facts rdcwml to the issut:. ln this case, a formal hc::uing is convened and 
conducted by the arbitrator. 

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

(<l) An arbilrnlion "inquiry'' or "hearing" will be held at a place selected and provided by the CBDO 
within the Coos Bay1North Bend area, dming the regular work ~ours of the basic work week. 

Section 12. TIME LIMTT. 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 ofthe stipulation of facts to the arbitrator or receipt of the 
transcript, as applicable, unless the parties otherwise agree. 

Section l 3. J\RBITR:~TOR'S AUTHORITY. 

la) The arbitrator's decision shall be in writing and shall be final and binding. The arbitrator shall 
confi11e himseltT11erself to the precise issue(s) submitted for arbitration. 

(b) The arbitrntor shall not have irnthority to add to, subtract from, or modify (1) any of the terms of this 
agree~,ent or 1:r1y supplement thereto, or (2) any law, rule, or government-wide regulatior.. The 
arbitrator shall have the full benefit of review of laws, federal regulations, Department of the Interior 
and Bureau ofLt1n<l Managcmcnt pubfoht:d policie~ and rcg,tlalions including any interpretations 
CO!ltained in the grievance file. Interpretations will be added to the file immediately upon their receipt. 

(c} In considering grievances, the arbitrator will hold the respondent to the grievance to the following 
burden ofproo;, consistent with 5 USC 770l(c)(l): 

(I) For matters of t.:nacccptab!c pcrfomiancc or other matters not appealable to the MSPB, u 
bun.kn of substantial s:vidence will be used. Substantial evidence is that degree of relevant 
evidence which a reasonable mind, considering the record as a whoie, might accept as adeqi.late 
to support a conclusion that the matter asserted is true. 

(2) for matters concerning adverse ::ictions or other matters appcalab!c to the MSPS, a burden of 
the preponderance ofthe evidence wiil be used. The preponderance of tl1e evidence is that 
degree of relevant evidence which a reasonable mind, considering th~ record as a whole, might 
accept as sufficient to support a conciusion that ~he mtttter asserted is more likely to be true 
tha:i 1~ot true. 

(d) The arbitrator shall have the authority to make all gricvability and/or arbitrability deterrninatio:is. 
Questions of grievabilily and/or arbitrability shall be submitled by e',ther party to the arbitrator in 
writing, to be decided in a separntc hearing or at the arbit~ation hearing, unless othc:·wisc muluany 
agreed upon. 

Section ; 4. EXCEPTIONS. Within thirty (30) calendar days after receipt ofthe arbitrator's decision, the parties to 
the arbitration will notify one another in writii:g whether or not they are filing for an exception to the FLRA in 
accordance wnh Aut!':ority procedures. An exception to the arbit-ator's decision must be filed with FLRA within 
thirty (30) calendar day~ fotlowing n:ceipt of the award. Tf r.o exception is filed, the arbitrator's decision and 
remedy will be effected as quickly as possible. 

(a) An aggrieved .Employee may seek judicta! review ofthe arbitrator's decision on matters whicl1 could 
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have been appealed to the MSPB within thirty (30) days of the issuance of the decision. Such review 
will he soughr in the Court ofClaims or a United States Court ofAppeals in accordance with the 
provisions of 5 USC 7703. 

Section 15. CORRECTION Of L~QUSTlFTED OR Ur--'WARRANTED PERSONNEL ACTIONS. An Employee 
,vho is found to have been affected by an unjustified or unwarranted personnel action whic:1 bas resulted in the 
withdrawal or reduction of all or paii of the pay, allowances, or differentials ofthe Employee is entitled to 
corrccrion of the persor.ncl action, and to receive reasonable attorney fees related to the personnel action award m 
accordance with stan<laTC!s established ,tnder 5 l~SC 7701(g). 

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

Section 17. GENER.AL PROCEDURES. 

(a) Time limits in this article nay be extended by mutual consent ofthe CBDO and the Local. The CBDO 
an<l the Local agree to rc~-pornl IQ a grievance wi:hin the time frames allowed. However, if tl1e CBDO 
or the Locai is unable ro do so, the gnevanr will be notified of the reason for the delay and an 
extension oftimc will be requested. Failure by the grievant to meet the time limits or to request and 
receive an extension oftime shall automatieaily cancel the grievance. Fai!urc by the responding 
official to meet the time limits, or to request .:1ml receive an extension of time shall entitle the grievant 
to process tl1e grievance to tl1e next step. 

(b) Providing that all other requirements ofthis article arc met the CDDO will only cancel an Employee's 
grievance: (l) at the Employee's request; (2) upon termination oftl1e Employee's employment with the 
agency, unless corrective action to the Employee may be granted after termination of emp[Qymcnt, and 
(J) ,;pon the death of the Employee unks~ the grievance involves a question ofpr.y, or the grievance 
itwolved an unsafe practice resulting in the death ofthe Employee. 

(c) If ~imilar grievances are presented at approximately the same time, they may be treated as a group 
grievance. 
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AR'J'JCLEG 

MTD-TERM HARGAINTNG 

Section 1. Dllring the life ofthis agreement no rule or regulation, other than those implementing government-wide 
policy against prohibited personnel practices, shall be enforced if 11 conflicts with any portion of this agreement 
and \Vas not in effect on the date this agreement takes effect. 

Section 2. In accordance with Section 1 ahove, the parties agree that the CBDO retains the right to make 
reasonable work ,ulcs an<l policies iftlicy arc no: in direct conflict with this agreement. 

(a) The parties recogni:,-.e the mutual 2.dvantages of frank and open infonnation exchange. It is agreed that 
CBDO may seek and consider the views ofthe Locttl before fimlizing proposab for any new or 
modified policies, practices, procedures or general working conditions which arc :1ot in direct conf1ict 
with this agreement. The CBDO may provide to the Local a drnil policy proposal and the name of a 
contact person with whom a Local Tepresentative may discuss the draft proposal. 

(b) A final proposal for new or modified policies, practices, procedures and generai working conditions 
will he provided to tl,e Local along with a proposed date of implementation and the name of a contact 
person \vith whom the Locttl may discuss the proposal. The Local will review the proposal for impact 
,md impkmenlution effern and may request negotiations on same. The Local will provide negotiation 
proposals to t:ie CBDO with this request. 

Section 3. Pending the resolution of possible negotiability disputes, mid-term bargaining will be schedLtled 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 agret: on u matter that is negotiabie and an impasse has been 
n::ached, the item will be set aside. After all negotiable items on which agreement can be reached have 
been disposed of, the CUDO and the Local will again attempt to resolve any impasses. The CBDO or 
the Local may seek tl1e services ofthe FMCS. 

(b) In the event impasse is invoked du,ing 1,egotiations, no change in personnel policies, practices, or 
cond1tions of em;,loyment will be implemented except in order to take whatever action~ mity be 
necessary for the functioning ofthe CBDO. 

Section 5. The effective date of any Supplemental Ag~eement(s) negotiated through mid-tc!711 bargaining will be 
the date of 2.pproval by the Washington Office of the Bureau of Land Manugemenl or thirty (30) days following 
signature by the CJ3DO uml The Local, whichever comes first. Any mid-term bat·gaining pursuant to 5 USC 
7106(b)(2) and(:\) resulting :n a Supplemental Agrccmcnt(s) shall not change, alter, or modify lhi~ Basic 
Agreement. 

Pa~e - 15 



J\RTTCLE 7 

POSITION DESCRIPTIONS 

Section I. Policy: Each Employee will have a position description which is accurate as to title, series and grade 
and clearly states the major duties 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 relationships are 
cescribed and it covers 80 percent or more of the work situation. All major duties must be covered in Lhe 80 
percent or more ofthe work situation. The tem1 "major" means a task. that is grade or series-controlling and is 
essential to 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 Position Descriptions: Any Employee who feels that he/she is performing duties outside the 
scope ofthe assigned PD, or that it is otherwise inaccurate, may make a written request to the immediate 
supervisor to have tl1e PD be reviewed. The Employee will make a summary of the inaccuracies or duties not 
described. The request will be reviewed by the supervisor and the findings presented to the employee within 60 
days of the Employee's request for review. Tn conducting such reviews the supervisor will comider the Employee's 
,vritten and oral comments. 

The CBDO wi11 revise an Employee's PD to reflect substantive chai:gcs when an Employee is assigned additional, 
maJor, on-going duties which are not reflected in the PD. The supervisor will discuss proposed changes with the 
Employee. When a new· PD l1as been agreed upon, il will be sent to lhe classifier to be classified which determines 
and establishes the title, series, and grade. 

Section 3. Pos;tion Classification Review: \\Then the Employee believes the position is not properly classified, 
he/she may :-equest a classification review. If granted the CBDO will give the Empioyee an estimate ofthe time it 
will take to complete the review; nonr.ally the goal is to complete the review in less than 90 days. If the request for 
a classification review is denied, the employee will be given an explanation. 

If the employee docs not agree with the decision of the classifier, the employee ,viii be given the appeal rights 
process. The employee will be promptly notified of the results of the review and will be kept infonned of the status 
of the review during the process. 

Section 4. Non-competitive Promotions: ff a desk audit reveals that there has been an accretion of (bties which 
would result in a higher grade, the CBDO may choose to eliminate or redistribute the higher graded duties. 
However, ifit is CBDO's decision that the Employee perform these higher graded duties, the employee will be 
promoted and the Local will be notified. 

Section 5. Local Representation: Upon request, an E:nployee may have Local representation during discussions 
between the Employee and the supervisor eonceming a revision ofthe Employee's position description. 

Section 6. Career Co,mseiing: At either the Bmployec's or supervisor's request, the first line supervisor will 
discuss with the Employee tha: Employee's career goals, persor.a1 potential, and general prospects for achieving 
those goals. As app~opriatc, the Employee rr.ay be referred to other CBDO officials to discuss the Employee's 
career goals when those goals cross over to another official's specialization area. Employees may also be referred 
lo any career counseling program which the CBDO may c~tablish. 

Scctio11 7. Fire Assignments: Employees qualified and electing to paiticipate in wildfire suppression shall be given 
the opportunity, contingent upon worklo2d needs and being made available by the Area M.anager or Division 
Chief. The CJ3DO agrees that the personal 11ceds of the employee will be considered when detenninir.g 
availability. The Local recognizes that in an emergency CBDO has the right to assign any qualified employee to 
fire-related duties. 
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ART1CLE8 

PERFORMANCE STANDARDS 

Section 1. MANAGEMENT RIGHT AND OBLIGATION. The CBDO and the Local rccogi:ize the right and 
obligation of the CBDO to evaluate the performance of all Employees in accordance with 5 CfR 43, applicable 
Department and Bureau regulations, and this article. 

Section 2. DEFINITIONS. 

(a) P1::rfom1ance Indicators: The pre-determined quality, teamwork and customer satisfaction measures by 
which the Employee's performance in each cr itical result will be assessed. Performance indicators will 
be "fair and equitable'' and in consonance with the duties and responsibilities of the position. The 
application ofthe performance indicators ,viii be made in a fair and equitable manner. 

(b) Critical Result: A component of an Employee's j ob which is critical to the accomplishment of 
organizational goals and objectives, ess1::ntial to overall success in the position, and of such importance 
that performance below the minimal standard established by management requires remedial action 
(and denial of a within-grade increase for Employees not under merit pay). Failure to meet a critical 
result may be the bi:;;is for removing an Employee, reducing th~ grade level of that Employee, or 
reassigning the Employee. Such action may be taken without regard to performance in other 
components of the job. 

(c) Other definitions are contained in 370 DM 430. 

Sect ion 3. IDENTIFICATION OF CRITICAL RESULTS. The identification of critical results and the 
establishment ofpcrf01mance indicators wiil be done by th.: CBDO. Employees will participate in the process of 
establishment of critical results and performance indicators through group meetings, individual meetings or written 
comments. 

(a) The CUDO wili communicate to each Employee the critical results and performance indicators oftheir 
individual position no ]ater than November 30th or within sixty (60) days of a change i:1 position. 

(b) The critical resu!ts and performance indicators will be documented on the U.S. Deparlment ofinterior 
Employee Performance Plan and Results Report signed by the supervisor and offered to the Employee 
for s ignature. Furtl1er amendments may be made during the rating year, and tl1csc amendments will 
be noted with the supervisor's initials and offered to the Employee for in itialing. 

Section 4. PERPORMANCE REVIEW AND PERFORMANCE PLAN APPLICATION 

(a) The evaluation given an Employee by his/her supervisor will be pn:pl:lrcd in accordance with the 
following: 

(1) The ~upervisor ,viii discuss the Employee's job performance with the Employee in private 
surroundings at 1east twice behvccn the initial planning session and the end of the rating 
period. 

(2) If the supervisor has identified shortcomings in the Employee's performance, the Employee will 
be notified when the proble:n is perceived as well as at the progress reviews. The supervisor 
will suggest ways for the Employee to improve the Employee's progress toward achieving 
critical results and developmental needs in order to more satisfactorily perform duties at 
expected !evels. 

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

(b) lf the Employee is not satisfied with any aspect ofthe perfotmance appraisal procedures, the Employee 
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may raise the matter as follows: 

(1) Perforrmmce Appraisal Revie\v. Employccs are entitled LO a review oftheir disputes regarding 
any aspects of the performance appraisal procedures, including the method of development of 
critica! results and performance indicators. The substance of critical results and performance 
indicators established by managerncnt is not eligible for review. lfthe dispute concerns the 
summary rating, the request for review must be submitted within ten working days after receipt 
of the rating. Ifthe dispute concerns the development of the critical results, a request for 
review must be submitted within ten working days after receipt of the new Employee 
Perfonnance Plan and Results Report. 

(a) Request for Revie,v. An Employee who has a dispute may request a review by a higher 
level management panel composed ofthree management officials. The Employee may 
choose a representative to aid him/her in preparation for and at the review. Tfthe 
representative is an Employee ofthe Department of the Interior, the choice is subject to 
agency review and may be disallowed if the representative is an individual whose 
activities as a representative wouid cause a conflict of interest, position, or give rise to 
unreasonable cost. 

( I) The request for a review should he submitted in writing to the CBDM. Upon 
receipt, a copy ofthe request for review will be forwank:d to the management 
official iavolved in the dispute (i.e., the Rating or Reviewing officia!) and to the 
Local. 

(2) Both management and the Employee are afforded the opportunity to submit 
any additional writlt:n material for the panel's review before the pand convenes. 

(3) The DM assembles the panel within ten working days after receipt of the 
written request, and notifie.s the Employee and the management officials involved 
of the dat.e and time ofthe panel. The DM shall appoint to the panel: 

(a) A non-voting personnel specialist as a technical representative. 

(b) Three management officials, at least one of which shall be selected from a 
list of five nominees submitted by the Local. The list of nominees will be 
submitted within four working days ofnotification ,o the Local of the 
request for review. 

(c) Composition of Review Panel. No panel member may occupy a position 
subordinak lo any official who recommended, decided or was otherwise 
involved i.n the establishment of the critical results, performance 
indicators, or the assignment or approval ofthe summary rating. Each 
panel member should be familiar with tl1e requirements for successful 
accomplishment ofthe duties of the position. 

(d) Materials subject to review. The panel member's review includes, but is 
not limited to, the following documents; the Employee's officially 
approved and classified position description, the Employee's current 
Employee Performance Plan and Results Form, the Employee's written 
response stating the reasons and j ustification for the request for review as 
well as the rating/reviewing official's response if ar.y. 

(e) Interview. Ifthe panel is unable to make a sound or vaiid decision based 
on the written information alone, or if requested by the Employee, the 
panel wil! conduct interviews. If interviews are conducted, the panel will 
interview both the Employee, his.1her representative and tiie appropria:e 
managc:nent official involved in the dispute . 
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(f) The Panel's Decision. The panel decides on the dispc1te within fifteen 
working days after its assembly, and provides the CBDM with the result, 
of its deliberations. At its discretion the panel may, hy majority vote, 
change the summary rating, or recommend adjustments in the critical 
rc>l1lts and pt:rforrnance indicators, according to the natt:re of the dispute, 
sustain, change and/or substitute a new summary rating and document, 
annotate, or expurgate the Employee Performance Phm and R<::irnlt, form 
as the panel deems appropriate. ln the case of a request. for review of the 
process, the ;,anel may, hy maJority vote, direct the rating and/or 
reviewing official to meet his/he:· responsibilities as outlined in 370 DM 
430. The servicing panel's decision in writing within ten days of:he dare 
of receipt ofthe panel's decision. The notice of decision must include: 

(I) the date and place of the panel's deliberations. 

(2) the names oftl1e panel members. 

(3) the panel's reasons for its decision. 

(g) Appeal Rights. Within ten working days after the rece1pt of the panel's 
decision, the Employee has the right to make a written rebuttal. The 
panel shall examine the rebuttal and review their decision. Within ten 
\Vorking days the panel will issue the final decision which concludes the 
review and is not subject to additional review at any level. 

Page - 19 



ARTICLE 9 

ACTTONS BASED ON UN ACCEPT.I\ BLE PERFORMANCE 

Section I . GENERAL PROCEDURES. Tn accordance with the appraisal system reqt1ire<l by 5 CSC 4302, an 
Employee may be n:<luced in grade or removed for unacceptable perfonnance under 5 USC 4303, appropriate 
Departmental and Bureau regulations, and this article. 

(a) An Employee whose reduction in grade or removal is proposed is entitled to thirty (30) days advanced 
written notice which informs the Empioyee: 

(I) of the nature of the proposed action; 

(2) of the specific instances of unacceptable performance by the Employee on ,vhich the proposed 
action is based, and which occurred in the last twelve (12) months, 

(3) of the cntical results of the Employee's position involved in each instance of unacceptable 
performance; 

(4) oflhe performance indicators that the Employee must meet to achieve an acceptable level; 

(5) what, ifpossible, the supervisor will do to assist the Employee in that effort; 

(6) that the Employee's performance will be evaluated at the end of the period; and 

(7) that the Employee will have thirty (30) days to prepare and present an oral and/or written 
response. 

(b) At the end of the notice period the Employee's pcrfonnancc will be evaluated based upon the instances 
of unacceptable perfonnance which are covered in the proposal notice and favorable work performance 
during the notice period. If the evaluation at the end ofthe period is favorable to the Employee and 
the Employee's performance continues to be acceptable for one year from the date ofthe notice, the 
proposal and all material upon which the proposal is based will be removed from BLM records. If the 
evaluation at the end of the period is unfavorable to the Employee, the CHDO will ini tiate action to 
remove, demote or reassign the Employee. 

Section 2. DECISI0'-1 Tl!vfE FRAME /\ND DETAILS. The decision to retain, reduce in grade or remove an 
Employee will be made within thirty (30) days after the date ofthe expiration ofthe notice. The decision will be 
made by the proposing official and the CBDM or higher ranking official, which ever is appropriate, will concur. 
Any decision letter to reduce in grade or remove an Employee will specify the instances ofunacceptab!e 
performance on which the reduction in grade or removal is based a:1d will inform the Employee ofthe option tO 

appeal the action to the MSPB or g;ieve the actior. through the negotiated grievance procedure established in 
Article 5, but not both. 
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ARTICLE 10 

DlSClPUNE 

Section I. GE'\ERAL: 

a. The CBDO and the Local agree that discipline against all Employees will be in accordance with appl icable 
rules, laws, regulatio11s, and th:s Article (including D:\1 370 752,3, Appendix A) and will be for such cause as will 
promote the cfiicicncy of the federal service. 

b. A disciplinary action for the purposes of this Article is defined as a written war:iing, written reprimand, or 
a suspension from employment for 14 calend2r days or leos that. is documented in the Official Personnel Folder. 

c. Tbc CBDO will nol altow instances ofmisconducl to continue solely for the purpose of increasing the 
severity of a potential penalty. 

Section 2. PROCF.OURES: Tfthe CBDO proposes to suspend an Employee (The detinition ofEmp!oyee for 
purposes of this Section is contained in 5 CfR 752.201.) for I 4 calendar days or less, the following procedures 
shall apply: 

a. The CBDO shall provide the Employee will, advance written notice, stating the reasons fo:· the proposed 
action with sufficient specificity to enable the Employee to prepare a response. 

b. The Employee may respond orally anrl/or in writing, including the opportunity to furnish affidavits andior 
other documentary evidence in support of the response. 1\ormally the Employee will be allowed seven days, or 
other amount oftime whicl, is reasonable, to prepare a respor.sc. Extensions of this time period may be granted if 
requested in writing by an Employee for demonstrated and valid reason. The CBDO will decide on a case-by-case 
basis depending on the merits. 

c. The notice will advise the Employee of t11e opportunity to be represented, as appropriate, by a steward of 
the Local, or hy an attomey. 

d. The appropriale management official will issue a final written decision as soon as practicable, staling the 
specific reasons, including a statement of the Employee'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 one year. Letters of 
Reprimand will '.)e maintained in the OPF not to exceed t\vo years. The Employee's response to cithc~ ofthese 
letters will be also he maintained in the OPF. A statement informing the employee how long the !etter will be 
maintained in the OPf and tac Empioyce's entitlement Lo grieve as provided for in this Agreement will he specified 
in th<c Leller of Warning or Reprimand. 

Section 4. Copies of the notice of proposed actio:1, the answ<-T of the Employee if written, a sumn~ary thereof if 
made orally, the notice of decision and reasons therefore, and any order affecting the reprimand or suspension, 
together with any suµpo11ing material, shall be maintained by the CBDO consistent with file retention direction 
and shall be furnished to the Employee affected upon request. 

Se<.:tion 5. NOTICE OF Il\VESTIGATION. When a supervisor or other mamigcmcnt official begin~ documenting 
and analyzing in w~itir.g facts which may be -.sed (o take disciplinary or adverse action against an Employccls), the 
Employee(s) wiil be :iotified ofthe inves,igation within ten ( IO) business days of the beginning of the investigatim,, 
unless it is a criminal investigation. 

Section 6. SET ASIDE PROHIBITIONS. An arbitrator will not set aside a Jisciplir.ary or adverse action based 
upo:1 procedural grounds unless the Employee(s) shows hannful error m the application of the BLM procedures in 
arriving ut the decision. Hannfu.l e1rnr is that error by the BL'vf in the application of its procedures which, in the 
absence or cure ofthe e:-ror, might have caused the BLM to reach a concbsion different than the one reached. The 
burden is on the grienml to ~how that, based upon the record as a whole, the en-or was harmful - i.e., caused 
substaitial harm or prejudice to the gricvant's rights. 
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ARTICLE I I 

ADVERSE ACTIONS 

Section 1. GENERAL: 

a. The CBDO and the Local agree that Adverse Actions against Employees will be in accon.lance with 
applicable rules, regulations, and this Article (including DM 370 752,3, Appendix A), and wit! only be 
taken for such cause as will promote the efficiency ofthe service. Employees covered by this Article 
arc defined in 5 CFR 752.401. 

b. An adverse action for the purposes of this Article is defined as: 

(l) a removal; 

(2) a suspension 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 of30 calen<hir days or less. 

c. In addition to other statutory and regulatory exclusions, this Article does not apply to actions based on 
unacceptable performance which is covered under 5 USC 4303, or Reduction in Foret: under 5 CFR 
351. 

d. The CBDO will not allow instances of misconduct to continue solely for the purpose of increasing the 
severity of a potential pena.lty. 

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

a. At least 30 caiendar days advance written notice of the proposed action, unless there is reasonable 
cause to believe the Employee has committed a crime for which a sentence of imprisonment may be 
imposed. This notice shall state the reasons for the proposed acti011 with sufficient specificity to enable 
the Employee to prepare a response. 

b. '111e Employee may respond orally and/or in writing, including the opportunity to furnish affidavits amllor 
other documentary evidence in support of the response. Normally the Employee will be allowed seven days, or 
other amolmt of time which is reasonable, to prepare a response. Extensions of this time period may be granted if 
rcyuested in ,vriting by an Employee for demonstrated and valid reason. The CBDO will decide on a case-by-case 
basis depending on the merits. 

c. The notice will advise the Employee of tl1e opportunity to be represented, as appropriate, by a steward of 
the Local or by an attorney. 

d. Upon request, the Employee and/or representative will be g1ven access to copies of all the material relied 
on to support the reasons in the advance notice ofproposed adverse ~.c~ion. This material will be provided to the 
MSPB upon its request. 

c. A ,vritten decision and the specific reasons therefore at the earliest practicable date. 

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

Section 4. NOTICE OF lNVESTIGA TION. When a supervisor or other managerr.en~ official begins doc~menting 
and analyzi11g in \',,T;ling facts which may be used to take disciplinary or adverse action against an Employcc(s), the 
Employee(s) will be notified of the investigation within ten (10) work days of the beginning of'the investigation, 
unless it is a criminal investigation. 
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Section 5. SET ASIDE PROHIBITIONS. An arbitrator will not set aside a di~ciplinary or adverse action based 
upon procedural grounds unless the Employee(s) shows harmful error in the application ofthe ULM proccdmes in 
arriving at the decision. Ham1ful error is that enor by the BLM in the application of its procedures which, in the 
~bscnce or cure ofthe error, might have ca.ust:d the DLM to rt:ach a conclusion different lhan tht: om: reached. The 
burden is on the gricvant to show that, based upon the record as a \vholc, the error was harmful - i.e., caused 
SL1bstantial harm or prejudice to the grievunt's rights. 
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ARTICLE 12 

lNCENTlVE AWARDS 

Section 1. The goal of the Incentive Awards Program is to encourage Employees to maximize their individual 
efforts in contributing to tht: mission of the CBDO. Tht: Local may make recommendations to the CBDO in this 
matter. 

:?age - 24 



ARTICLE 13 

ME RJT SYSTEM, PROMOTION AND DETAIL 

Section I. 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 CSR.A) as implemented by Departmental and Bureau 
n;gulations. A ll positions the CBDO chooses to fill by merit promotion procedures will be announced in 
accordance with Departmental and Bureau regulations. All such positions will be publicized to ensure that all 
Employees have sufficient and equal opportunity to participate in the merit promotion plan. 

Section 2. The qualification requirements (X-118) and selective placement factors considered in tining positions 
by merit promotion will be appropriate for the position and shall be published in the vacancy annoum.:emenl. 

Section 3. The Local and the CBDO mutuaJly agree on the importance of the Employees being well-informi:d and 
knowledgeable on all matters relating to thei1· employment. 

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

Section 5. Non-selected enployccs have the. right to certain ir.formation ri;:garding selection as defined in BLM 
Manual 1400-335. A non-selected Employee may request representation by the Local. In case of a grievance, the 
Employee and representative will be furnished the aggrieved Employee's qualifications sheet and a sanifo:ed copy 
ofLhe rating panel's evaluation, if utilized, on all qualified applicants. The CBDO will make available to an 
arbitrator any sanitized employment application of a person certif:e<l to the position in question for which the 
CBDO receives permission to provide from the Employee originating the employment application. 1\'on-sclcction 
for promotion where proper promotion procedures have been follo\ved is not, in and of itself, grounds for a 
grievance. 

Section 6. Questions related lo the selection ofpersonnel to fill positions outside the bargaining unit may be raised 
under the Departmental grievance procedure. The Local may, at the election of the Employee, and subject to 370 
DM 77 1, represent the Employee in al: related proceedings. 

Section 7. TE~PORARY PROMOTTONS: 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 ofmore than 120 days. 
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ARTICLE 14 

EMPLOYEE ORTENTATION 

All new Employees will be informed by the CBDO/Union oftheir Bargaining Unit status with Local 1966 of the 
l\ational Federation of Federal Employees and that the union is the exclusive bargaining agent. The Local will 
provide to the CBDO a list pn,,-pm-cd by Llie Local of all officers, stewards, and any otl1er rcpre~entatives 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 Elv!PLOY.M.ENT OPPORTUNITY 

Section I. Employees believing that they have an EEO complaint may process their complaint through the 
Dc:pi:lrlmental EEO complaint process or through the negotiated g!"icvance procedure, but not both. 

Section 2. The CBDO will provide the Local with a copy of the Equal Employment complaint procedure. 
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ARTJCLE 16 

EMPLOYEE ASSISTANCE PROGRAM 

Section I. The CBDO and the Local mutually recognize the benefits ofthe Employee Assistance Program. The 
CBDO will publicize the program on an annual basis. The CBDO will use a memorandum to all Employees. The 
CBDO will provide the Local with content and L1pdated information regarding this program. 

Section 2. The Employees Assistance Program (EAP) is designed to assist employees and fami ly members with a 
variety of situations that impact quality of life, such as: a lcohol or other drug abuse, family or other relationship5, 
!cgal or financial situations, emotional or psychological problems, .ind critical incident or other stresses. The 
same consideration, offer of assistance and specific services will be provided irrespective of the nature of the 
employee's problem. 

Section 3. Employees arc encouraged to voluntarily use the EAP to identify and manage problems before they 
reach a crisis levc!. 
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ARTICLE 17 

HOURS OF WORK 

St:ction 1. It is th<: policy of ,he CBDO to utilize varioL1s types ofwork schedt1les permilled by Bureau policy and 
procedures for the purpose of maintaining and improving work force efficiency, productivity and service to the 
puhlic; reducing costs; a11d providing flexibility for meeti11g employees' needs and enliancing or improving morale. 

Section 2. The CBDO c!ldorscs the work schcd:1lc opportunities for employees described in DLM Manulll 1400-
610 - Hours ofDuty. Employees are encouraged to become familiar with this manulll section. Work schedules of 
individual employees and/or groups of employees will be based on the overall work unit objectives and needs, ar.d 
Employees' preferences will be accommodated lo the extent possible. All Employees may apply for ai1y work 
schedule presently described in this manual section. The CUDO may not deny an Employee the oppot"tumty to 
participate in an alternative work schedule without adequate justification. The CRDO will approve work sc11edules 
on a work unit basis for individual employees and/or groups of i:mpluyccs based on the work unit objectives imd 
employee preference, unless such a work schedule would: 

a. reduce productivity; 

b. diminish service; 

c. increase cost; or 

d. othci'wise hamper operations (e.g., place unfair workload on m1other employee(s), pose a health hazard). 

A scheduled tour of duty is required for each employee regardless ofwhich work ~chedule is used and must he 
approved in advance by the employee's supervisor. Tht: scheduled tour of duty and any subsequent changes arc 
authorized on BLM Form 1400-72. 

Section 3. The CBDO may be required to limit work. to 8 hours or change work schedules on a giv<;.'!1 day whr;.11 

weather, work load, public needs or other conditions warrant the change. Every effort will be made lo plan \Vork to 
minimize disruption to an employee's work schedule. 

a. The CBDO retains the right to assign employees to particular shifts and detem,ine the length of the shifts. 
The CUDO may, in somt: situlltions, require 11n employee to convert to a basic work schedule for work related 
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 change would be implemented. The Union will be notified if such a decision is necessary. 

h. The CHOO may terminate /\ltemate Work Schedules at any time if it determines that they arc: 

(I) r<:ducing productivity; 

(2) diminisfiing service; 

(3) increasing costs; or 

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

Tlic Union retains tile right to Impact and lmp1ementation Bargain. 

Section 4. The C13DO has approved the use oftwo types ofalternate work schedllles: flexible and co:-npressed 
work schedules. Approved t:exib:e schedules are gliding, variable day, variable week, and maxiflex. /\pproved 
compressed schedules arc the 4-10 schedule and the 5/4-9 schedule. 

Trnditional work scl1edules are those which were available prior to the passing of alternate work schedule 
kgis:ation and include the basic work schedule and the first 40 hours of duty. TJ;;e basic work schedule shall 
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consist of 40 hours normally spread over consecutive days M.on<lay through J:iriday. The CBDO's office hours start 
at 7:45 a.m. and end ut 4:30 p.m 

Core time consists of designated hours and days during tlie biweekly pay period when an employee on an alternate 
work schedule must be present for work, or working in a pay status at an authorized location. The core time band 
hours for the CBDO are Tuesday tlirough Thurnday, 9:00 a.m.-2:30 p.m. with a lunch period from a minimum of 
one-halfhour to one hour scl1e1fok:<l approximately al the midpoint of the work shifi. The iunch period may be 
waived on;y for employees working less than a full shift (6 hours or Jess). Employees may extl.:nd the hmd1 period 
subject to their supervisor's ap;iroval as long as the work requirements are met. Exceptions to the CBDO core time 
bands may be granted hy the supervisor 011 a case-by-case basis as long as the work requirements a,e met and 80 
hm:rs arc accountable during the pay period. 

Flexible time banes arc that part ofthe working hours during which employees may choose their ti:11e of anival 
andior d<..']Jarture fro1n the work site ur other authorized location, The normal flexible Lime banes for the CBDO 
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 crmo flexible 
time bands may be granted by the supervisor on a case-hy-case hasis as long as the work requirements are met and 
80 hou,·s arc accountable during the pay period. 

Section 5. BREAKS: Employees will be allowed a 15 minute work break each morning and afkmorn,. These 
breaks wili not bc: u~e<l to extend the lunch period or shorten the work day so as to leave before the nom1a: 
dismissal time, but wili be arranged around the mid-point of morning and afternoon. Field Employees may use 
commercial establishments for breaks if: 

a. the establishment is on the direct route to or from the joh site; and 

b. no more than the allotted 15 mimrte~ is taken. 

Section 6. When per diem is requfred to accomplish a work scl1edule, the CBDO will attempt lo give Employees 
enough advance notice to obtain a travel ::idvance for the travel, or make other- arrangements. Employees are 
responsible for requestmg any necessary travel advances. 

Section 7. Employees arc required to pedunn overtime work when directed by the CBDO. The first consideration 
for overtime will ordim1rily be given to those Employees who are normally assigned to do the work. ln the event 
the Employee does not desire to work ove1time, the CBDO will attempt to accommodate his/l1er request. 
Empioyees authorized ove1time will be compensated in accordance with applicable laws and regulations. The 
Local may req,1est from the CBDO a list of overtime distribution for Employees showing their overtime for the 
year. 

Section 8. Travel to and from trainir.g and job sites will be governed by laws and regulat10ns. Compensatior. wiil 
be according to applicable regulations. 

Section 9. COMPENSATORY TlME: GS Employees will not be required to work for compensatory time ifthtir 
basic :·ate ofpay is equal to or less :han that of a GS-I 0, step 10. lftheir basic rate ofpay is higher than a GS-10, 
step 10, the CBDO may elect to require them to work for overtime or compensatory time. (See FPM Letter 55 i-6.) 

Seclion 10. TARDTNESS: 

(a) Employet:s who are late for work may be excused at the supervisor's discretion. However, hahitual 
tardiness will be treated in accordance with appropriate ,·egulations. 

(b_l Fic:d-going personnel will not be de\3yed from trnveling to field job sites because an Employee is late 
for work. 171ey will leave immediately fo~ the field when ready. The Employee's lateness will be 
treated acco:·di1:g to the above procedures. Jf supervisors have no office work for an E:11ployee wl10 
has missed the ride to the field, the supervisor may place tl1e Employee on annual leave or leave 
without pay, at the Employee's election, for the day. 
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ARTTCLE 18 

LEAVE 

Section l . ANNUAL LEAVE: The decision to grant annual leave will be made in light of the :1ceds of the service 
with due consideration also given to the needs of the Employee. 

The Employee has the respo:1sihility !() work with his/her supervisor to determine when a response to an annual 
leave request will be forthcoming in order to make appropriate plans. lf no written approval l1as been granted in a 
reasonable time, the Employee may request consideration of the matter by the second level supervisor. 

N otification of denial of annual leave will be made in writing as soon as the supervisor is aware of the ,vork 
situation that would require it to be denied. The Employee may request reconsideration of this decision by the m:xt 
level supervisor. 

Jfthe Employee is not satisfied with a determination regarding the request for annual leave, the Employee may 
gr:eve the issue under the negotiated grievance procedure. 

Section 2. SICK LEAVE: May be used to provide care for a family member v.,ho require help with illness; injury; 
pregnancy; childbirth or medical , dental or optical examination or treatment. Sick leave may also be used to make 
arrangements as a resLLlt of the death of a family member or to 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 :'v1EDICAL LEAVE (Act): Employees are entitled to up to 12 weeks of unpaid leave 
during any 12 month period for childbirth, adoption, the care of a spouse, child or parent with a serious hea lth 
condition, or a serious health condition of the employee which makes the employee unable to perf01m Ilic csscntial 
functions of his/her position (5 CFR 630. i203). This leave must be requested in writing and approved in advance. 

An employee may elect to substitute annual leave, sick leave, or other available leave for any or all ofthe 12 week 
unpaid leave period, hut the CBDO will not require the employee to make any SL1ch substitution. 

Section 4. MATERNITY, PATERNITY, AND ADOPTIVE LEAVE: Annual Leave, sick leave, or L WOP may be 
granted, in accordance with appropriate regulations, to Employees n:questing absence for these purposes. 

Section 5 . LEAVE WITHOUT PAY (J..WOP): Employees who do not have leave to their credit and <lrn1onstrnte a 
need to take leave for emergencies or other necessary purposes, and Employees who do have leave to tneir credit, 
but for some reason, choose not to use it, may reqaest L WOP. The decision to grant LWOP will be made in 
accordance with applicable regulations. 

Section 6. ADM1N1STRATIVE LEAVE: May be granted in accordance with appropriate regulations and 
procedures at the C:BDO's d iscretion for such activities as: blood donation, civil defense drills, registering to vote, 
voting, as ,vell as when the CBDO sh uts down due to circumstances beyond its control. 

Section 7. ABSENT WITHOUT LEAVE (AWOL): Ar. absence from duty that is not authorized or approved or 
for which a leave request has been denied is properly clrnrged as AWOL. AWOL is not considered a disciplina, y 
action nor does it mean that the Employee has n o reason for requesting leave. It means that the Employee's 
presence is required and the reason for requesting leave is one for wl1ich approval is not mandato~y. Disciplinary 
action may be taken, but is not required. 
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ARTICLE 19 

FLEXIBLE WORKPLACE 

Section : . General: Both the CBDO and the Local agree that under certain conditions the flexible workplace 
com;ept rnn be u<lvm1tagt:ous to both the Federal Government and Employees ofthe CBDO. Workir.g at home or 
other alternative ,vork sites must be in accordance with OPM and other General Accounting Office n.,qt,irements. 

Section 2. Criteiia: Proposals submitted by tl1e employee for consideration must demonstrate that the following 
criteria arc met: 

<1. The performance of the work at hmm; or other altcrnatc workplace mList be advantageous to the Federal 
Government. and not solely for personal choice or convenience. 

b. Pcrformanci; of <lutir;:s docs not re4uin: close supervisio:1. 

c. It must be determined that the use of an alternate workplace will not reduce productivity, diminish 
wstomer service, increase cost, or otherwise hamper operations, 

d. A schedule of work time must be developed. 

c. for periods exceeding five (5) busint:ss <lays u work agreemr;:nt contract or form in conformance with 
DOT/ALM gLtide1ines must he signed by the supervisor and the Employee and approved by the Manager. 

Section 3. Othi:r Guidance: Existing rules regarding hours ofduty, schedulmg work, and overtime apply to the 
flexible workplace . .Established standards regarding pay, leave, and a!IO\vances rnLtst be followed. \Vork sc!1edules 
need to be establisl1ed to identify tl1e days and times the employee wi11 work in each work setting. It is assarncd 
that p2.1t of tiic work schedule will occur at the affieial duty station. Stand<1rds must be established to provide 
rcasun::!blc assuranci: that employees are working when schedLtled and actual work performance can he measured 
againsl established quantity and quality norms. Managers, supervisors, and employees must clearly define spe,ific 
tasks and expectations. 

Equipment requi,-ed and whether this equipment is to be furnished by the Federal Government or !he E>11ployee, 
including maintenance and servicing of the equipment, must be spelled out in the flexiplacc agreement. 

Section 4. Procedures: When required, the employee is responsible for mitiating a written request for use of an 
allemate workplace. TI1e request must address items identified in sections 2 and 3, abovi:. The approved 
agreement will spccify the kngth of time the agreement would be in force. The agreement may be canceled or 
ll'Odified by the manager/supervisor if ia the opinion of the managerisuperv;sor, the conditions of the agreement 
are not being met. The agreement can be canceled by the Employee at any time. A "Flexible \,\/orkplacc \'v'ork 
Agreement" fo:-m may he established hy the CBDO and the Union to document requests. Requests may also bt: 
sL1omitted that ~ddress the above 1·equirements plus ot~cr administrative needs. Administrative concerns to be 
addrcsscci in be agreement includes such foings as eo~t to the Federal Government, liability, home inspect:ons, 
accidt:nl or injuries, etc. 
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ARTICLE20 

VOLUNTARY ALLOTMENT OF UNION DUES 

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

a. The Local agrees to procure fom, SF-1187, "Request and Authorization for Voluntary Allotment of 
Compensation for Payment of Employee Organization Dues," and furnish them to eligible members desiring to 
authorize an allotment for withholding of dues from their pay. 

b. The Local 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-11 87 to the 
payroll servicing officer ofthe BLM. 

c. The Local President or other authoriz ed officer of the Local shail notify the payroll servicing officer ofthe 
BLM when the Local's dues structure changes. The change will nom1ally be effected at the beginning of the first 
foll pay period after receipt of such notice. Such a change may be effected no more than once in a l2 month 
period. 

d. Allotments will nonnally be effective at the beginning of t!1e first foll pay period aftt:r receipt of SF-1187's 
by the payroll servicing officer. 

e. The local will promptly notify the payroll servicing officer in writing when a member of the Local is 
expelled. 

f. 111e BUvr agrees to have the payro1i servicing officer prepare a bi-weekly remittance check al the ciose of 
each pay period for which deductions are made and forw ard 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 BLM will submit with the remittance check a listing ofthe Employees from whom deductions were 
withheld and the amounts withheld. The Employee is responsible for notifying the CBDO of any dues allotment 
that should be stopped because the Employee is no longer included in the Bargaining Unit due to specific exclusion 
as stated in Article I, Sect.ior 2. This does not preclude the employer from initiating this action on its own. The 
employer will notify the Local if and when such action is initiated. 

h. A membt:r may voiuntarily revoke an ailotment for the payment ofdues by filli ng out a form SF- I 188, 
"Revocation of Voluntary Authorization for Allotment of Compensation for Payment of Employee Organi:lation 
Dues," i:!nd submitting it directly to the payroll servicing officer. After receipt of st1ch notice by the payroll 
servicing officer, revocation will become effective as soon as possible following the anniversary date ofthe 
Employee's original authotizaiion (SF-1187). The CBDO will make every effort to apprise the Local ofrevocation 
of allotments for payment of dues. 
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ARTICLE 21 

CONTRACTING OUT OF \:VORK 

Section 1. The CBDO and the Local agree that the CBDO has the right under 5 USC 7106 to dt:trnnine how work 
may he done to accomplish the mis8ion of the agency. The CBDO will follow the appropriate laws, rules and 
regulations when making decisions on contracting out. 

Section 2. The CBDO will inform the Local when tl1e CBDO proposes contrncting activities which will cause the 
separation of a current Employee or adversely affect the grade and pay of a current Employee. 

Section 3. If contracting out adverse,y impacts on bargaining unit Employees, the Local and the CBDM may 
negotiate on appropriale arrangements for these Employees. 
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ARTTCLE 22 

REDUCTION-IN-FORCE; OLTPLACEMENT 

Section 1. GENERAL Jl\FORMATJON. The decision to conduct a reduction-in-force (RIF) is a management 
right under 5 USC 7106(a). ·n1e implementation of a RlF will be administered by management in accordance with 
FPM Chapte1· 35 I, 370 OM 351 and BL\11 Manual 1400-35 I. Recognizing the CBDO and the Local's mutual 
i:itcrcst in protecting Employees and the Local's inleresl in representing Employees, the Local will be afforded the 
opportunity to request negotiations on appropriate mnngements for Employees adversely affected. 

Section 2. NOTlflCATlON PROCEDURES. ·1he CBOO will notify the Local of the proposed RTF at least forty­
five (45) calenda:- days before the proposed cffoctivc date. The CBDO will advise the Locai of the reason for the 
RIF; the number, title, series, aml grades ofEmployees affoded; an<l the measures the CBDO proposes lo lake lo 
reduce the udverse impact on Employees as soon after the initial fo1ty-five-day notice as possible. 

Section 3. AVAlLABILiTY 0.F RlF DOCUM.8:\TS. Retention registers and other RTF documents will be made 
available to the affected Employee(~) and hisfher Local representative. The CBDO and the Local will encourage 
eacl1 Employee to rcvic,v their OPf for completeness. 

Section 4. OUTPLACEMENT. The CBDO agrees that in the evc..'Ill of a reduction in forc-e wl11:n: Employees are 
sc..7arated, an at:tive outplacement program ~vi!l be implemented. The primary aim ofthis program will be to find a 
position in the Federal Service for each affected Employee commensurate with that Employee's skills and 
experie11ce. Tl1e CBDO and the Local will Jointly encourage each Employee to sec that his.ihcr employment 
application is up to <late as soon as a Rl.F is imnounced. Employment applications will be used to match 
Employees with vacancies. Employees possessing skills in more than one area will designate those areas in whicl1 
they wish to be matched for consideration for vacancies. This section applies only to career or career-conditional 
Employees. 
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ARTICLE 23 

SAFETY /\ND HEAT.TH 

Section I . The CBDO shall contimie i,s effort 10 carry out its Occupational Health and Safety Program and will 
meet applicable laws and regulations. 

The: CBDO will, lo the extent feasible, eliminate identified safety and health hazards. Whenever such conditions 
cannot be readily abated, the Cl1DO will notify the Local and the two parties will arrange a time table for 
abatement, i1)cludi11g a schedule of interim steps to protect employees. 

The CBDO wiil, to the extent feasible, prnvide safe and sanitary workir.g conditions and equipment, in consonance 
with standards promulgah:d ,;nder all applicable federal laws; e.g., the Occupatiom1l Safety and Health Act of 
1970. 

Employees will fully comply with Fedcrnl Safety Laws (e.g., OSI.IA) and District, Slate and Bureau safely policies. 

Section 2. The District Safety Committee shall include a Local representative. 

Section 3. If an employee believes that the assigned duties endanger health or well-being he/she shall immediately 
notify the supervisor. The supervisor shall promptly investigate and ascertain the validity ofthe hazard. The 
supervisor will take corrective action ifnecessary. 

When an er..ployee reasonably believes there is an imminent risk of death or serious bodily harm, coupled with a 
reasonable bc!icfthat there is insufficient time to seek redress through normal hazard reporting, the employee may 
refuse to carry ou\ :he supervisor's instructions. The employee acknowledges that if subsequent investigation 
reveals that there is no basis for refusing to perform the duties, disciplinary action may be taken. 

Section 4. The CBDO wiil continue its first Aid Training pr•b'Tam for Employees as applicable to their work 
situation. 

Section 5. The CBDO will provide safety and personal protective equipment as identified in Job Hazard Analysis 
and in acrnrdam:e with sufrty regulation, and related District policies. 

Section 6. Sup~·visors r.iay aLJthori,:e varied luncl1 periods in accordance witl1 Article 21, Hours of Work, of this 
Agreement to allow Employees to engage in physical activities designed to improve fitness and promote well­
being. The aL1thori:1.ation may be on a day-by-day basis or longer period of time, based on ensuring that thr;; 
activity docs not interfere with workloads or the \Vork ofother employees. 

Section 7. The C13DO may use overt electronic surveillance systems, such as video cameras, for security purposes. 
The CBDO will not use such systems to monitor emp)oyees, except for just cause. 

Section 8. The CBDO wili continue in its effort to make the work place free of threatening, vioicnt or intimidating 
ads. Supervisors will ac!ive}y invesligale and allempl lo reconcile complaints received by employees. 

Section 9. Check out/in system: The Local and CBDO support the Coos Bay District Check-Out/In Policy. 
Co11sistenl or celibernte ~efusal lo follow the policy can lead 10 disciplinary action. 

Section 10. Tl1e CBDO will expeditiously process and forward to tl1e Office of Workman's Compensation Program 
(OWCP) all docu!l~entation required wher. an Employee sustains an on-the-job injury o:- contracts an occupational 
disease. Upon n:qur;:st, lhr;: Cl3DO will furni~h to the Employee copies of all <lo-:umenlalion re!~ting lo his/her 
OWCP claim. The CBDO agrees to assist Employee(s) in processing claims under the Fede.al Emplorees 
Compensation Act (FECA). 

When an employee is tcmpora:·ily unable to perform his/her regularly assigned duties because of an OWCP related 
illness or injl!ry, but may be capable of returning to or remaining in a duty status, the CJ3DO will w.ake every effort 
to detail the employee to work assignments co!11patibie with the employee's physical condition or temporar,ly tailor 
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the employee's regularly assigned duties to hisiher physical limitations. 

Section 11. Upon an employee's request, the CBDO will explore opportunities to reasonably accommodate an 
Employee who is injured or becomes ill due to factors not related to his/her job. 

Section 12. \Vhen documented medical evidence provided by an Employee shows that the work environment is 
contributing to a medicai problem, the CBDO will make a reasonable effort to correct the environmental problem. 

Section !3. Field-going einployees will be p~ovided with 2-way radio contact when identified in a Job Hazard 
Analysis. 

Section 14. SAFETY TN NUMBERS: Vv11en an Employee feels !hat his/her safety may be compro:i,ised by 

working alone, a reasonable effort will be made to mitigate the concern. However, the Local recognizes that for 
certain positions wl1ich have solo \Vork identified in the position description and/or vacancy announcement, other 
arrangements may not be possible. 
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ARTICLE 24 

TRAINING 

Section 1. GENERAL PROCEDURES: It is the Employee's responsibility to maintain proficiency in connection 
with assigned duties. 171e efficiency of operation and conduct oftraining and development activities for Employees 
are the responsibility of the CBDO. 

When a need is sttggested by an Employee or otherwise determined by the CBDO, training may involve such 
approaches as cross training, directed reading, learning center usage, correspondence, on-the-job training, formal 
classroom training, and resident and non-resident co,!Tses. 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 tl1ey occur. \Vhen training is provided at Government expense, 
Employees are expected to take full advantage of oppmtunities presented to further their proficiency. 

Section 2. ON-THE-JOB-TRAINING: !fan 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 sl)ent 
training the Employee. If an Employee's work falls behind due to training another Employee, the appropriate 
management official may provide help to bring the work up-to-date, modify the Employee's EPPR to retlect the 
new level, or take other appropriate actions to assure that a training assignment does not reflect poorly on the 
overall work assignment of an Employee. 

Section 3. SCllEDULI~G: When practical, the CBDO may schedule work related training coL1rses, seminars, 
conferences, and meetings <luting working hours to allow Employees to attend and gain information, education, 
and !mining. Ofiicia[ time may be provided to employees attending mutually beneficial training for which the 
CBDO is not providing tuition and/or travel. 

Section 4. AFTER HOUR TRAINING EXPENSES: Employees share responsibility for their own career 
development and arc encouraged to take advantage of such courses on their own time. Requests for tuition 
reimbursement of such training must be submitted 30 days prior to registration if the employee wants advance 
tuition assistance and will be approved or disapproved within 7 days ofregistration whenever possible. This 
program is dependent on the availability of funds. 

Section 5. PUBLICITY: The CBDO will publish available training opportunities for all Employees. Employees 
are er.eouragcd to review the pttblished opportunities and to bring to their supervisor's attention those that would 
i:-nprovc their job performance. All employees wiII be equally considered against CBDO identified needs when 
applying for training. 

Section 6. USE OF EQUIPMENT: The CUDO agrees to make available to all Employees enrolled in approved 
job-related training courses academic aids sach as desk calculators an.d compLiters, for use on the premises of tht: 
CBDO at mutua!!y agreeable times during the Employee's non-duty hours. 
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Section 7. TRAVEL TO TRAJNlNG. To the ma:ximmn extent practicable, the CBDM will schedule the time 
spent traveling !o anci from training within the regularly scheduled work week of the Employee. It is recognized 
that in some cases, no amouut ofplanning by the CBDO will prevent an Employee from being required to travel 
outside the regularly scheduled workweek; but, when this is necessary, the Employee will be paid i11 accordance 
with their ove11ime entitlement under 5 USC or FLSA, as appropriate. When the CBDM determines that it is 
essential that the Employee be pre~ent for the entire training course, and tl1e Employee may not be paid overtime, 
Lhe CBD\1 will, upon request,. provide the Employee concerned with the reasons for ordering the travel at those 
h0c1rs in accordance with 5 USC ttnd FLSA. 
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/\RTTCLE 25 

USh OF OFFICIAL FACTUTTES BY AND SERVICES TO THE LOCAL 

Section 1. INTERNAL l\1AJL SERVICES: The Local may present mail addressed to the CBDM to the mailroom, 
who will date-stamp it, and route it routinely. All mail addressed to the Local will be delivered to the Local's mail 
box. 

SecLion 2. BULT,ETTN BOARD: The Locai will he assigned the use of one bulletin board for the posting of Union 
notices and literature. All material will be in good taste and contain no personal atti:icks. The Lo1:al will muintain 
the b,1lletin board in a timely fashion, assuring that out-of-date material is removed. 

Section 3. SPACE: The CBDO agrees to allow the Local the use of the District Office conforen1:e room and c.offee 
room or like space for l,"nion meetfr1gs after hours, as long as these facilities are available in the office. 

Section 4. EQUIPMENT: The Local may L1se all technological equipment available in the office in the 
commission of Union business. lf use is not mutl!ally beneficial. tl1e T,ocal may be required to hear related 
expenses. 

Section 5. USE OF GOVER.NMENT-OvVNED OR LEASED VEHTCLES: Normally stewards will conduct their 
bu.siness withOLrt the use of a Government-owned or leased vehicle. In unusual circumstances, \Vith the writtm 
approval of the Assistant District Manager, Division ofField Services, use ofa Government-owned or !eased 
vehicle by the Local may be granted. 

Section 6. COPIES Or TILE .1\GHREMENT: The CBDO will provide 3 copies of this agreement to the Local. A 
copy of the contract will be kept available for the t,sc of Employees in each Arca and Division. 

Section 7. BARGAf'..1T'\G CNIT LISTl"G: The CBDO will furnish to the Local annually on October 15 a listing, 
as of October 1, of all employee. in the bargai11ing unit showing name, official title, grade, and organizational unit. 
In addition, a iisting of changes affecting the bargaining unit, in the same format as the annual listing, will he 
furnished to the Local upon reqL:est. 

Page - 40 



ARTICLE 26 

PAST PRACTICES 

Section 1. It is agreed and understood that this Agreement supersedes any past practices and LJnderstanding which 
were in effect on tl1e effective date ofthis Agreement at any level (District, Resource Area, Division) and which arc 
specifically covered by this Agrt:emcnt. 

Section 2. Privileges of Employees which arc past prncticcs and lrnve become an integral part of working 
conditions shall remain in effect unless the CBDO moves to modify them. The Local will be afforded lhe 
opportunity to negotiate, as appropriate, and the practice shall be maintained in status quo pending the conclusion 
ofthe negotiation, unless it becomes necessary to implement it prior to the conclusion of said negotiation. 

Section 3. For a past practice to be binding on the CBDO, it must concern a condition of employment, be clear, he 
known and eor:sistcntiy foilowcd by both partic, for an extended period oftime and followed by both parties or 
followed by one party 1md not chailenged by the oiher over a SL(bstantia1ly long dmt1lion, and be consistent with 
law and Government-wide regulations. 
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ARTICLE 27 

DURATfO"f AND EXTENT OF AGREEMENT 

Section 1. EFFECTIVE DATE AND TER.\1. The effective date of this agreement shall be the date of approval by 
the Office of the Sc<.Tetary of the Interior or 30 days following the date it is signed by the pa11ics, whichever comes 
first unless disapproved. It shall remain in effect for three (3) years. The agreement shall be renewed fo� an 
additional three (3) year pcrio<l on each third anniversary date thcreufier unless between 60 and 105 calendar days 
prior to any such date either party gives written notice to the other patty of its desire to modify the agreement. The 
notice must he acknowledged by the other pa11y within 10 work days. 

The undersigned have caused this agreement to be enacted. 

FOR THE EMPLOYER: 

/SI Redacted 
Member, Negotiating Team 

!Si Redacted 
Member, Negotiating Team 

ISi Redacted 
Member, Ncgotii:ting Team 

28 Julv 1997 /S/ Redacted 
District Manager Da:e 

iS/ Redacted 
.Director of Perso11nel 

FOR THE UNION: 

ISi Redacted
Member, .\'egotiating 

Team 

/S/ Redacted 
Member, '\'egotiating Team 

Member, Negotiating Team 

APPROVAL: 

28 July 1997 !Si Redacted 
Union President Date 

APPROVAL: 

Date 
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APPE~DIX 1 

AUTHORIZED ABSENCE FROM DUTY FORM 
FOR 

LABOR-MANAGEMENT RELATIONS ACTIVITIES 

FROM_ ____~~A=M~/f~'M= 
Year - Month - Day Time (Minute) 

Supervisor Signature 

NAME (Print)______ 

last - First - M.J. 

FUNCTION (Circle One) 
Employee Steivard 

Grievant Elected Official 

Appellant Representative 

ESTIMATED TTME ABSENT ____ 
Hours and Minutes 

Purpose (Cor,lract Reference) 

Initial Griev,mce Discussion 
Silent Observer 
Receive Grievance 
Investigate and Prepare Grievance 

at Step I 
Present Grievance at Step l 
lnvestigate and Prepare Grievance 

at Step 2 
Present Grievance al Step 2 
Prepare Arbitration 
Arbitration 
Statuto1y Appeal 
Prepare Mid-Contract ~egotiations 
Negotiations - Basic Contract 
Negotiations - MiJ-Comrnct 
lmpa;;se Procec<lings 
FLRA Apncarances 
fonnal Discussions 
Weingaiten 
Comm:nees - Safety 
Committees - Other 
Trnining 
Reviev, Proposed Revisions 
Prepare Repo1ts 

(5) 
(5d1a) 
(SdIB) 

(5d 18) 
{5e2) 

(5d 113) 
(5c2) 
(5dlE) 
(5c3) 
(5c4) 
(SdlD) 
(Sa) 
(Sa) 
(5a) 
(Sb) 
(5cS) 
(5d!C) 
(Sci) 
(Sci) 
(5d2A) 
(5d2B) 
(5J2C) 

TO____~~A~M=/~PM= 
Year - Month - Day Time (Minute) 

Supervisor Signature 

Employee Signature 

UNION POSITION____ 

Time Code L:ser 
Cnion/Fmp. 

6310-0112-LRED XX* 
6310-0112-LRED *XXX.'O<: 
6310-0112-LRED *XXXXX 

• 
6310-0112-LRED •xxxx~ 
63 10-0112-LRED • 

• 
63 10-01 12-LRED •xxxxx 

~6310-0112-LRED 
6310-0112-LRED ~xxxxx 
6310-0 Ii2-LRED * 
6310-0112-LRED • 
63l0-0112-LRED •xxxxx 
6310-0112-LREA •xxxxx 
6310-0112-LREB •xxxxx 
6310-6112-LREA/B• *XXXXX 
63l0-0112-LREC *XXXXX 
63!0-0112-LREC *XXXXX 
63!0-0112-LREC *XXXXX 
6310-0116-LREC *XXXXX 
6310-0li2-LREC *XXXXX 
6310-0115-LREC •xxxxx 
6310-0112-LREC *XXXXX 
6310-0112-LREC *XXXXX 

* A for basic contract and B for mid-contract 

INSTRUCTIONS 
1) User Lo complete for m except "to" data, secure s~,pervisory place form on 
user's desk during absence, co~plete "to" data upo~ returning to duty , retain 
copy and give ori gina: to s;.ipervisor . 
2) Enter. t i me to neares~ hour on T. and A. report. 

USDI -BLM 
OR-120 - 11C0-7l l -l (June 1 982) 



APPEKDI X 2 

NEGOTIATED GRIEVANCE FORM 

Section I For Use By The Grievant (Employee or Local ) 

(1 ) Name of the Aggrieved (if 
Pos ition Title: 
Organi zational T::_:le : 
Grade: 
Organizat i onal Unit: 

several attacn list): 

(2) This Grievance i nvolves (check all appropr i ate, at least one ) : 

(B) 

( ) 

(A) 

(B) 

( C) 

The effect or interpretation, or a c l aimed breac:i c f -::his 
a greerr.ent (Article(s ), Sectio,1(s) Nu mber :_________ 
A claimed viol a t i on , misinterpretation, or mi sappl:_cat ::.on 
any law, rule or reg ulations affecting condit i ons of 
er.ployment. 
,'.C i tat ion Number :_____________ 

A matter related to the e~pl oyment ofthe employee (s ). 

of 

(Cite basic agreement article(s), l aw, r u le, regu l ation, etc . ) 

(3) My cpir.ion of t he proper interpretation or appl ication of the above is: 

(A) 
(B) 

(4) Nature of grieva:1ce as it affect s the employee(s ) or the Lccal. (Include 
all known and relevant i. ~forma t ion , d e scribe the occurre nce or continu::.n g 
practice (s) out of w:.ich the g rievance arose - including dates, person{s ; 
involved , witne sses, locations, etc . Describe the way in which t h e agreeme~~ 
o::::- l aw, rule, r egulation has b een v i olated, misinterpreted, or misappl ied 
which gave rise t o Lh e grievance . incl ude the name of the responsibl e 
management of f i cial(s}, if known. Addi t i onal pages may be used and 
doc~~ent at ion and evidence s hould be actached a s necessary.) 

(5) Remedy desired, 

(6) I desi gna t e a s my representative in this grievance : 

::-lame Title Address Phone Number 

Aggrieved S j gna t u re Date 

us:::::-ELM 
0- 12- 14 00 - 7:1 - 2 (Oct l~Sl) 

(Page 1 o f 7 pages) 
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APPENDI X 2 

SECT:ON II 
FOY Use By 7he CBDO 

(1) Date Grievance Rec eived : 

(2) Attached is my decision and ratio:-iale on t he g rievance described i n 
Section I c f thi s f orm. 

(3) I propose t ~e following a l ternate solut ions (if any) . 

{4) This gr.i.ev a n ce involves (chec,;: a l l appropriate) : 

) (A) Cita t ion s offered by the grievant (lis t exceptions i t any) . 

) (B) The e f fect or interpretation of t hi s a g :reement (Art icle;s),
Section (s) Number:_______________ __________ 

( ) (C) The interpretation or a pplication of the f ollowing law , ru::.e or 
regula~ion s affect ing condit i o ns of employment.
(Citation Number:_________________________ 

(Cite basic agreemen t art i c:e(s) , l a w, rule, regulation, etc . ) 

(5 ) My opinion of t he proper interpretation or application o f the above i s: 

(A) 

(Bl 

(C) 

(6) If dissat i sf i ed with my dec ision, yo~ may proceed to t ~e second step . 

Signature Date 

Posit ion Title 

:;SDI - ELM 
0 -12 -1400-711 -2 :occ 1981) 

iPa 9c ~ o f 7 p age s ) 



SECTION III 

(Al For Use By the Grievant 

I find the resolution offered in Secticn II unacceptable for ~he following 
reason (s) . I request the consideration o: the CBDM. 

- modify tje remedy desirec as ~allows: 

Aggrieved signature Date 

{B) (1) For JSe By the President 

{To be ::illed out in the c,i.sc of a q·-1cs::ion of proper interpretation of a 
Ligher level regulatioc.) 

This matter concerns a question of the proper interpretation of the following 
higher level regulation(s). 

The s e r egulations should be interpret~d in ;:h~ followir,s mam:e::'.": 

~ocal President Signature Date 

( B) (?.) For Use By the CBDM 

I concur with your interp~etatioc. * * 

I do not concur wit:>:i your in';;erpretation. * * 

iv.:y interpretation is as follows: 

CBDM Signuturc Date 

'JSDI-BLM 
0-12-14CD 711 2 IOct 19811 

(?aqe 3 o~ 7 fl&ges) 



SECTI ON I I I (Cont. ) 
(C) (1) For Use By the CBDM 

(To be f:lled out i n t~e case of a que s t ion o f proper inte r pre t a~ion of a 
jigher leve: r egul a t ion .) 

This matter concerns a question o f t h e p r ope r i nterp r etation of the f o l l owing 
h i gher l evel r egulation( s ) . 

T!l.ese regulatior.s should 1:;e interpr eted in the fo l lowing r:ia nner: 

CBDM Signatu r e Da t e 

{C) (2) For Use ny ~h e President 

I c oncur with your interpr etation. * * 

T do no:: concu:c with your i nter pre t at i o n. * • 

My i nterpretation i s as f ollows: 

Local Pr e sident Signature Date 

(D) For Mutually Agr eed InLerp retations 

We agree t o the fo:i..lowing i nterpretation (s) o f t h e c ited :cegu l a t i on(s) . 

Local President Signature carn,1. Sig n ature 

Date Da t e 

;;SDI -ELM 
C- 12-1400-71 1- 2 (Cc t li81 ) 

(Fage 1 o f 7 p agesl 



SECTION IV 
For Cse 3y the CBDYl 

:::iate grievance received:___________________ 

At~ached is my decision on the grjevance . 

CBDI'-'. Signature Cate 

USDI E:.,i.r 
0-12-11~0-7:1-2 (O~t 19Rl) 

,: ;'c,gc ~ of ·1 ,::-.:tges j 



SECTION V 

For Use By The Grievar.t :In Third Step Alterr.ate Gr:._evance Procedure 

I find the resol.u:;ion offered ir_ Section -r.v unacceptable for ::.he follow::.ng 
reason(s}. : request consideration by the State Director . 

Aggrieved S:'..gnature !:late 

:.:-SDI-3LM 
u-12-14J0-~:1-2 :act 1981! 

(~age 6 cf 7 pages! 
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SECTION VI 

For use By the Local President 

The decision is not acceptable for reasons give11 i!l the attac'.'!1~,ent . The 
grievance shall be subm.i.Lted to arbitration i n accordance with Article 5 of 
that Basic Agrcc~en~ . 

Loca2 President Signature Date 

USD I BLJv: 
D-12-1400-711-2 (•~~ 1~8 1) 

i'. i 1agc '/ a t ·1 pus-e s) 
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