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ARTICLE I

INTRODUCTION.
,.

Section 1. This Memorandum of Agreement is executed pursuant to the exclusive recognition
granted Local 2066, an affiliate of American Federation of Government Employees, (hereinafter
referred to as the Union) by Little Rock Air Force Base, Arkansas (hereinafter referred to as the
Employer).
Section 2. The parties recognize that the Union and the Employer must work jointly toward the
goal of providing the highest quality services to the American people.
Section 3. The Employer and the Union agree that a common interest exists in such matters as:
conservation of manpower, materials and supplies; elimination of inefficiency and waste;
improvement in the quality of workmanship and services; correction of conditions causing
misunderstandings; and encouragement of courtesy in the relationship between the employees
and the public.
Section 4. The Employer and the Union agree that this Agreement constitutes the only
negotiated agreement between them governing personnel policies and practices and matters
affecting working conditions of the employees in the bargaining unit.

ARTICLE 2 - UNIT. The unit to which this Agreement is applicable is composed of all
eligible Non-Appropriated Fund Air Force employees on Little Rock Air Force Base serviced
by the NAF Personnel Office excluding management officials, supervisors, personnel
employees other than those in a purely clerical capacity, professional employees and
confidential employees. The Union accepts the responsibility for and agrees to represent in
good faith the interests of all eligible employees in the unit without discrimination and without
regard to membership in the Union.

ARTICLE 3 - DEFINITIONS.
a. Employee - a member of the bargaining unit described in Article 2.
b. Management Official - a commander, manager, or supervisor, whether military or
civilian.
c. Union Official - an elected officer or steward of Local 2066.

ARTICLE 4 - MANAGEMENT RIGHTS AND RESPONSIBILITIES.
.•

Section 1. In the administration of all matters covered by this Agreement, officials and
employees are governed by existing or future laws and the regulations of appropriate authorities,
including policies set forth in government-wide regulations; by published Employer policies and
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Regulations in existence at the time the Agreement was approved; and, by subsequently
published Employer policies and regulations required by law or by the regulations of appropriate
authorities.
Section 2. The Employer shall take the action required to ensure mat no interference, restraint,
coercion, or discrimination is practiced within the unit to encourage or discourage membership in a
labor organization.
Section 3. The Employer retains the right:
a. Subject to subsection b of this section, nothing in this Agreement shall affect the
authority of any management official:
(1) to determine the mission, budget, organization, number of employees, and internal
security practices of the agency; and

(2)

in accordance with applicable laws--

(a) to hire, assign, direct, layoff, and retain employees in the agency, or to suspend,
remove, reduce 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 the agency operations shall be conducted;
(c) with respect to filling positions, to make selections for appointments from
among properly ranked and certified candidates for promotion: or from any other
appropriate source; and
(d) to take whatever actions may be necessary to carry out the agency mission
during emergencies. ·
b. Nothing in this section shall preclude the Employer and the Union from negotiating:
(1)
at the election of the Employer, on the numbers, types, and
grades of employees or positions assigned to any organizational subdivision,
work project. or tour of duty, or on the technology, methods, and means of
perfom1ing work; ·

(2) procedures which management officials of the agency will observe in exercising
any authority under this section; or
(3) appropriate arrangements for employees adversely affected by the exercise of
any authority under this section by such management officials.
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ARTICLE 5 - UNION RIGHTS AND OBLIGATIONS.
Section 1.
a. In all matters relating to personnel policies and practices and other conditions of
employment impacting employees, the parties will have due regard for the obligations imposed
by this agreement, the spirit, concepts and principles of partnership and Chapter 71 of Title 5,
United States Code.
b. Each party shall recognize and meet with designated representative(s) of the other party
on mutually agreeable items and at mutually agreeable times and places.
c. The Employer will not restrain, coerce, discriminate against or interfere with any Union
representative in the exercise of his or her rights as a Union representative or as an Employee.
Section 2. The Union agrees to:
a. Represent the interests of all employees in the bargaining unit without discrimination and
without regard to union membership.
b. Advise supervisors of potential problem areas with a view of improving working
conditions and preventing employee complaints.
c. Advise employees to seek resolution of complaints through open and frank discussion
with their immediate supervisors.
d. Advise employees on the merits of their complaints.
Section 3. The Employer recognizes the need for Union representatives who are not employees
of Little Rock AFB to visit the installation at reasonable times to conduct official Union
business. The Union agrees to notify the NAF Personnel Director or designee, when su ch
representatives will be meeting with management officials. The NAF Personnel Director or
designee will provide advice and assistance, including appointments with appropriate
management officials as may be required.
Section 4. Union officials, stewards or other Union representatives will be considered for
promotion to supervisory positions without regard to Union affiliation.
Section 5. Union officials who are assigned supervisory duties (through a Notification of
Personnel Action (AF-2545) documenting a temporary promotion, or permanent promotion) will
not participate in the management of the Union or act as a representative of the Union for the
duration of the assignment. The Union official may request relief from the assignment on the
same basis as other employees; mission requirements and the availability of other qualified
employees will be considered. Requesting relief from a temporary assignment will not exclude
the Union official from consideration for permanent assignment. Promotion to a supervisory
position will not preclude the Union member from remaining a member in good standing of the
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Union, although the Union member will no longer be eligible for dues withholding as
described in Article 38.

Section 6 - Information. The Employer will provide the Union, upon request, with information
that is normally maintained, reasonably available, and necessary for the Union to effectively
fulfill its representational functions and responsibilities. In making its request, the Union will
include specific information as to why it needs the information, how it will use the information,
and how the use of the information relates to its responsibility to represent the bargaining unit,
i.e., the Union will demonstrate a particularized need for the information. Then, the Employer
will provide the inforn1ation within a reasonable time and at no cost to the Union.
Section 7 - Notification of Union Officials. The Union will annually (and as changes occur)
provide the Employer an updated list of the names, titles, and work telephone numbers of all
Union officials, along with the room/location of the Union office. The Employer agrees to
publish this information in the NAF Newsletter on an annual basis or as changes occur. The
Employer agrees to provide a copy of the official's list to all regular category employees on the
date they complete their probationary period.
Section 8 - Union-Employee Communication. The Employer will not alter or censor the
content of any direct communications between the Union and employees. Employer facilities
will not be available for posting or distribution of libelous or defamatory material directed at the
Employer, its programs, or Union officials. Posting of union/employee communications and
material will normally be performed during non-duty hours.
Section 9 - Surveys and Questionnaires.
a. The Employer agrees that it will not directly communicate with Employees through
electronic, written or oral means in an attempt to negotiate directly with its Employees
concerning matters that are properly bargainable with the Union.
b. The Union agrees that the Employer has the right to gather information, including
opinions, from Employees to ensure the efficiency and effectiveness of its operations. Upon
receipt by the NAF Personnel Office, the Employer will provide the Union with an advance copy
of written survey or questionnaire that will be used to gather this information. Union officials
may address any concerns or suggestions to the NAF Personnel Director or designee, who will
relay these to the appropriate management official with a request to consider the input.
c. Employees' participation in surveys and questionnaires will be voluntary, confidential,
and anonymous unless otherwise directed by an appropriate authority.
d. The results of surveys conducted regarding conditions of employment will be shared, as
the NAF Personnel Office receives the information. If an off-base agency conducts a survey and
the results are distributed to the NAF Personnel Office, the results will also be shared with the
Union.
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Section 10-New Employee Orientation. The parties agree that new regular category
employees will be informed of the Union and its exclusive representative status through
videotape shown to the employee upon completion of their probationary period. The employer
agrees to provide the taping facility and the tape, with optional updates authorized every year.
The Union agrees that the tape may be up to 30 minutes in duration and that it will not solicit
union membership since the new employees will be in duty status. The Employer will provide
the Union with a copy of the tape.

ARTICLE 6 - EMPLOYEE RIGHTS.
Section 1. The parties to this Agreement recognize that each employee has the right to form,
join, or assist any labor organization, or to refrain from any such activity, freely and without fear
or penalty or reprisal, and each employee shall be protected in the exercise of such right. Except
as otherwise provided by law or regulation, this right includes the right to act for the Union in the
capacity of a representative and the right, in that capacity, to present the views of the Union to
officials of the Executive Branch, the Congress or other appropriate authority.
Section 2 - Employee Concerns. Each Employee shall have the right to bring matters of
personal concern to the attention of their immediate supervisor, if necessary then follow the
chain of command, or Union Official, without any form of reprisal.
Section 3 - Employee Right to Grieve. The initiation of a grievance by an employee will not
cause any reflection on his or her standing with his or her supervisor or his or her loyalty or
desirability to the Air Force. Employees who file grievances and their Union representatives
will be assured freedom from restraint, interference, coercion, discrimination, intimidation, or
reprisal.
Section 4 - Employee Right to Duty Time. Employees will be granted duty time (if otherwise
in a duty status) to represent themselves in any matter related to their employment as provided
under the tem1s of this agreement or by applicable laws or regulations from an appropriate
authority.
Section 5 - Employee Right to Designate a Representative. An Employee has the right to
designate a Union Official or another representative of his or her choosing in any grievance or in
any appeal action not covered by the grievance procedures of this Agreement. This designation
must be in writing from the employee.
Section 6 - Employee Membership. Nothing in this Agreement will require an Employee to
become or remain a member of a labor organization or to pay money to the organization except
pursuant to a voluntary written authorization by the Employee for payment of dues through
payroll deductions or by voluntary cash payment by the employee.
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Section 7 - Employee Right to Representation.
,.

a. An Employee shall be given the opportunity for Union representation at any examination
conducted by a representative of the Employer in connection with an investigation if,
(1) the Employee reasonably believes that the examination may result in disciplinary
action against him/her; and

(2)

the Employee requests representation.

b. Supervisors are encouraged to advise Employees of this right to union representation
prior to the investigation.
c. The Employer shall annually inform Employees of this right.

ARTICLE 7- UNION REPRESENTATION.
Section 1. The Employer shall recognize officials of the Union and other persons specifically
designated by the Union to represent the Union in dealing with management officials. The
Union will appoint a Chief Steward and not more than one steward from the bargaining unit for
every 50 regular category Employees (or portion thereof) in the bargaining unit.
Section 2. The Union shall be given reasonable advance notice and the opportunity to be
represented at any formal discussion between one or more representatives of the Employer and one
or more employees in the unit or their representatives concerning any grievance or any personnel
policy or practice or other general condition of employment.
Section 3. Union officials and stewards shall be authorized to be absent from their duty stations
under the following conditions:
a. To attend officially requested and approved meetings between the Employer and the
Union and/or aggrieved employee.
b. To attend all meetings as called for in this Agreement.
c. The management official or supervisor arranging such meetings shall also arrange for the
Union representative's release from his or her duty station by contact with the representative's
supervisor.

ARTICLE 8

OFFICIAL TIME.

Section 1. The Employer agrees to authorize official time to Union officials for representation
purposes as specified below. Official time may only be used for functions listed or referenced in
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this agreement unless otherwise mutually agreed to by the parties or provided for by laws or
regulations of appropriate authorities.
Section 2.
a. A Union Official who desires to use official time must request permission from the
immediate supervisor or designee. The official will provide the supervisor sufficient information
to identify the purpose for the request, a telephone number or place he/she can be contacted and
the length of time requested. If the supervisor cannot release the official at the time requested
due to mission requirements, the supervisor and official will attempt to agree on a time when
he/she may be released. If a request is disapproved, the supervisor will furnish the reason(s) for
the disapproval in w1iting upon w1itten request of the Union president or designee.
b. Normally, Union officials will give supervisors at least one day's advance notice when
requesting official time. When this is not possible, the official will make every reasonable effort
to notify the immediate supervisor or his or her designee as soon as possible.
c. The Union representative will report his or her return to work to his or her immediate
supervisor and certify as to the official time used.
Section 3. Use of official time is subject to the user being in a duty status and does not include
TDY/travel time or pay unless specifically authorized by the Employer. Moreover, official time
use is prohibited for the perforn1ance of any functions related to internal Union operations such
as, but not limited to, solicitation of membership, Union elections, collection of dues, distribution
of Union literature during duty hours, etc.
Section 4 - Official Time for Representation Functions. Unless otherwise specified
elsewhere in this Agreement, Union Officials will be provided a reasonable amount of official
time for the following functions:
a. Assist an employee during an investigative interview at the request of the employee
which has been submitted in writing (Article 6)
b. Attend meetings with the Employer relative to changes in personnel policies and
practices affecting the working conditions of the employees in the unit. This includes
"contracting-out" meetings to which the Union is invited." (Articles 5 and 14)
c.

Attend training as referenced in Section 5 below.

d. Engage in collective bargaining with the Employer. (Article 41)
e.

Participate in Wage Surveys as an agent of the Employer and data collector. (Article 17)

f. Serve as the employee's representative (if designated by the employee in writing) during
a position classification appeal (dispute over title, pay plan, series and/or grade) (Article 15)
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g. Prepare for and represent an employee in a grievance filed under the Negotiated
Grievance Procedure in this agreement. (Article 36)
h. If designated by the employee, represent him/her in a statutory appeal to the Merit
Systems Protection Board.
1. Serve as an appointed member of the Labor-Management Partnership Council.
j. Serve as the official Union observer during a grievance or appeal involving an Employee
when the Union has not been designated as the employee's representative.
k. To present employee briefings on this Agreement. (Article 40)
l. To represent the Union in presenting the views of Employees to elected officials. This
official time shall not be used, directly or indirectly, to influence congressional action on any
legislation or appropriation matters pending before the Congress.
m. Attend other meetings to which the Employer invites the Union.
Section 5 - Training. Union officials selected from among the Union President, 1 st Vice
President, Chief Steward, and Stewards may be excused not to exceed sixty (60) hours per
calendar year without charge to leave in conjunction with attendance at training sessions under
the following conditions:
a. The training session must be sponsored by the labor organization
b. The subject matter of such training must be of mutual concern to the Air Force and the
employee acting in his or her capacity as a Union official where the Air Force's interest will be
served by the employee's attendance. Areas of mutual concern include matters such as pay,
working conditions, work schedules, employee grievance procedures, performance ratings,
adverse action appeals, as well as Air Force policy and this Agreement.
c. Official time will be granted for only that portion of the training and reasonable travel
time that meets the foregoing criteria. Upon conclusion of the training that warrants use of
official time, the employee should report for duty if there are 4 or more hours remaining in the
employee's workday, exclusive of reasonable travel time: If training will resume the following
day, round-trip travel time will be considered in making the above determination.
d. Absence of the employee must not jeopardize production or interfere with
accomplishment of the activity's work.
e. Requests for official time under this section will normally be made in writing to the
official's supervisor 14 calendar days in advance of the training session. The request must
contain the name of Union official scheduled for training and the anticipated dates and hours of
the training and related travel. Union officials will report actual dates and times to their
immediate supervisors for inclusion on time sheets.
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f. Requests for training time in excess of 60 hours in a calendar year will be presented in
writing to the NAF Personnel Director or designee, providing the justification for the request and
information about the training. The NAF Personnel Director (or designee) is authorized to
approve the additional training time after consultation with appropriate management officials.
g. Time spent as an observer at mediation or other statutory or legal hearings will be
considered training, at the Union's request, and the requirements outlined above in this Section
will apply.

ARTICLE 9 - UNION ACCESS TO INFORMATION.
Section 1. The Employer agrees to provide the Union access to unclassified Employer
publications and other directives/instructions that are related to the working conditions,
personnel policies, practices and conditions of employment of the employees in the-bargaining
unit. The Employer and the Union agree that the Union's primary access to these publications
shall be through electronic means from the Union official's normal computer work station,
including the printing of a reasonable number of pages. If the Union is unable to access these
publications and notifies the NAF Personnel Director or designee, the Employer will provide a
hard copy of the publication in a reasonable amount of time.
Section 2. The Employer agrees to furnish quarterly a listing of employees containing name,
classification (pay plan, series, grade), and organization/office to which assigned. If the
Employer fails to provide such listing, the Union will request the listing and the Employer will
furnish the listing within a reasonable period of time.

ARTICLE 10- EQUAL OPPORTUNITY.
Section 1 - Equal Opportunity in Employment.
a. The Union and the Employer agree to further equal opportunity in employment for all
persons and endeavor to assure that no one is discriminated against because of race, religion,
color, sex, national origin, age, marital status, handicap, or other non-merit factors.
b. The Parties agree to actively work for the accomplishment of the objectives and goals of
equal opportunity through a continuing affirmative program.
c. At least 30 days in advance of the required completion date of affirmative employment
program plans, the union will be asked for input regarding the plan's goals and objectives.
d. In accordance with regulations from the appropriate authority, the Employer will make a
reasonable effort to utilize available positions to accommodate handicapped employees.
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e. The Employer will make every reasonable effort to ensure facilities used by employees
will be accessible to handicapped employees in accordance with public law.
f. The Union shall have access to normally maintain and reasonably available reports and
other assessments of equal opportunity progress.
Section 2 - Equal Employment Opportunity (EEO) Program (Counseling and Complaints).
a. The Employer agrees to publicize and post the names, business telephones and business
addresses of EEO Counselors and the Chief EEO Counselor. Employees should contact a
Counselor for additional information on the EEO program or to express concerns about EEO
issues.
b. Employees may pursue discrimination concerns solely through the EEO Complaint
Process. EEO issues may not be grieved under the grievance procedures of this agreement.
c. The Employer agrees to notify the Union when an EEO Counselor vacancy exists. The
Union will then have the right to submit a list of qualified nominees to be considered for the
vacancy. It is understood that the nominees must be willing to serve, meet qualifications set by
appropriate laws and regulations and have their supervisor's approval. Management agrees to
give consideration to those qualified nominees submitted by the Union. The final decision on the
appointment of EEO Counselors will be at the discretion of the Wing Commander or designee.
Section 3 - The Union shall be invited to all meetings of the Wing Equal Opportunity Council
(EOC).
Additional Information on Equal Opportunity Programs
May Be Found At
29 CFR 1614, EEOC Management Directive 110
http://www.eeoc.gov
AFI 36-1201

ARTICLE 11 -FILLING CIVILIAN POSITIONS.
Principles for Filling Positions. To provide equitable and balanced consideration of candidates,
the supervisor, in conjunction with the NAF Personnel Office, will consider all appropriate legal
sources and determine the one(s) that will provide sufficient high quality candidates to meet the
needs of the Air Force. This determination will depend on factors such as the position being
filled, the circumstances that exist on Little Rock AFB, and the potential job market. The
existence of priority candidates (such as Priority Placement Listing) may limit the supervisor's
options.
ARTICLE 12- DETAILS.
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Section 1. The Employer retains the right to detail and loan Employees within and between
organizational elements for specified periods of time. Employees will normally return to their
regular duties at the end of the details. There are no formal position changes; officially, the
Employees continue to hold the positions from which detailed and keep the same status and pay.
If the Employee's services continue to be required in the detailed position, the detail will be
extended or other appropriate personnel action taken. Employees do not need to meet
qualification standards in order to be detailed.
Section 2. It is agreed that details shall be used for meeting temporary needs of the Employer
when necessary services cannot be obtained by other desirable or practical means. It is
recognized that details may be made appropriately under circumstances such as, but not limited
to, the following:
a. A temporary shortage of military or civilian personnel.
b. An emergency work situation.
c. A new position is being created.

Section 3. Details will be accomplished and documented on the employees AF 971. If the detail
is required over 60 calendar days a personnel action (AF Form 2545) is required. Selection for
detail assignments will be fair and equitable in relation to all Employees available for detail.
Such matters as assignments that enhance qualifications, offer promotion possibilities, or entail
other benefits will be fully considered.

ARTICLE 13 - REDUCTION IN FORCE (RIF).
Section 1. The Union shall be promptly advised when the Employer receives official notice of a
reduction in civilian manpower that may affect Employees.
Section 2. The Employer agrees to provide to the Union, as soon as available, the reason for the
action, the numbers, types, and grades of the Employees involved and the anticipated effective
date of the action. The Employer will give the Union an opportunity to bargain over the adverse
impact and implementation of the action. The Employer ·agrees to use existing vacancies to the
maximum extent possible in order to minimize the impact on Employees.
Section 3. The Employer, consistent with mission requirements and applicable laws and
regulations, will make a maximum effort to waive qualification requirements in assignments to
vacant positions before and during reductions-in-force.
Section 4. Employees who were placed in different positions through waiver of qualification
requirements will receive the training necessary to perform their newly assigned duties.
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Section 5. An Employee affected by RIF or his designated representative may inspect available
RIF records pertaining to the Employee. This request must be in writing.
Section 6. Any Employee, who is separated because of a RIF, will be placed on a priority
placement list in accordance with applicable rules and regulations. Such Employees will be
given preference for rehiring in temporary, regular and flexible positions. Accepting a
temporary position will not alter the Employee's rights to be offered permanent employment.

ARTICLE 14 - CONTRACTING OUT.
Section 1. The Employer will inform the Union of A-76 cost comparison or direct conversion
projects when formally notified of higher headquarters approval or when a locally directed cost
comparison study is formally initiated.
Section 2. Contracting out and the release of information regarding contracting out will be in
accordance with applicable laws and regulations. However, any dispute concerning the
interpretation or application of OMB Circular A-76 will be governed by the A-76 appeals
process rather than the negotiated grievance procedure.
Section 3. Subject to procurement requirements, the union may be asked to participate on the
cost comparison management steering group. The union may provide technical support to the
team members developing the Performance Work Statement and the Quality Assurance
Surveillance Plan, as long as those involved are not prohibited due to conflict of interest
considerations.
Section 4. The Union will be invited to public bid openings related to A-76 studies.

ARTICLE 15 - POSITION DESCRIPTIONS/POSITON GUIDES AND
CLASSIFICATION.
Section 1 - Position Description/Position Guides (PD/PG) Contents.
The PD/PGD will document the major duties, responsibilities and supervisory relationship of the
position for the purpose of classification (determination of title, pay plan, series and grade).
Section 2 - Disagreements over PD/PG and/or Classification.
a. An Employee who feels his or her PD/PG is inaccurate should bring the matter to the
attention of the supervisor. Should the supervisor be unable to resolve the matter to the
Employee's satisfaction, the accuracy of the PD/PG should be reviewed in accordance with the
negotiated grievance procedure. Upon request, the Employer will furnish a copy of the PD/PG
to the Employee or his or her designated representative.
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b. Classification appeals will be processed in compliance with the requirements of AF
Manuel 34-310 Nonappropriated Fund Personnel Program Management And Administration
Procedures. The employee will be allowed a reasonable amount of duty/official time to prepare and
submit an appeal.
c. The Employer will provide the Employee and the Union written notice of position
reclassification action that will have an adverse impact on the Employee's grade.

ARTICLE 16- WAGE SURVEY. The Employer agrees to notify the Union when it receives
infom1ation on the starting date of a wage survey that affects Employees. Should an Employee
train with or serve on the wage survey team, there will be no out of pocket expenses for the
employee and they will be due all entitlements as any NAF employee in a duty status.

ARTICLE 17 - SCHEDULING OF WORK.
Section 1 - Terms explained.
a. The Air Force administrative workweek begins at 0001 Sunday and ends at 2400 on the
next following Saturday.
b. Alternative Work Schedules (A WS) are made up of either flextime or compressed
schedules. Employees work 80 hours in a pay period but do not have a regular tour of duty as
described above. The two types of schedules cannot be combined.
c. Flextime schedule is a supervisory approved work schedule under which the Employee
may adjust starting and quitting times between 0800 and 1900 as long as he/she is present for
work during core hours. Core hours for daytime work are 0900 to 1500. Unless absence has
been officially authorized, Employees must be present during these hours. Working time
remains eight hours per day and forty hours per week. The supervisor may restrict an
Employee's choice of arrival, lunch, and/or departure times if the Employee's choices are
disruptive.
d. Compressed Schedule is a supervisory approved work schedule under which the
Employee completes an 80-hour biweekly basic work requirement in less than 10 workdays.
Two variations are authorized: four ten-hour days each week or eight nine-hour days and one
eight-hour day.
Section 2 -Alternative Work Schedules (AWS).
a. The goal of AWS is to allow management officials to meet their program/mission goals
while allowing Employees more flexibility in scheduling their personal activities.
Section 3 - Scheduling of Work.
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a. Employees will normally be given one week's advance notice when they are assigned to
a different tour of duty or to different hours of duty, except under extreme conditions where the
notice cannot be given. Commanders may grant an exception to this advance notice when
circumstances require. Commanders will assure that changes in established work schedules are
kept to a minimum and made only when necessary to resolve operational problems.
b. All changes in duty hours or tours of duty will be noted on the Employee's timesheet.
c. Incidental duties that are directly connected with the performance of a job, such as
obtaining and replacing work tools or materials, undergoing inspections, and similar tasks, are
considered part of the job requirements within the Employee's established tour of duty.
Supervisors will normally work so that time required for incidental duties will be part of the
regularly scheduled workday. When incidental duties cannot be made part of the regularly
scheduled workday, the extra time for which overtime will be paid to an Employee.
d. At any time, Employees may request that their work schedules be changed with the
beginning of the next pay period. Supervisors will consider approving the requests as long as the
changes do not interfere with mission requirements or adversely affect other Employees, whether
they are in the bargaining unit or not.
e. Regular Employees will normally have a 60-minute unpaid lunch period scheduled near
the mid-point of the workday. With the supervisor's approval, Employees may shorten the
unpaid lunch period to 30 or 45 minutes. Employees may not elect to skip the unpaid lunch
periods and leave work early. However, an Employee directed to work through the lunch period
will be compensated in accordance with applicable rules and regulations. If an Employee's
lunch period is frequently interrupted by call back to duty, the lunch period will be considered
duty time and the Employee will be compensated as if directed to work through the lunch period.
f. Supervisors will normally grant short rest periods, not exceeding 15 minutes during each
four hours of continuous work in the regular workday, when it will not adversely affect mission
accomplishment. Breaks may not be combined with the lunch period or be taken in conjunction
with the beginning or end of the workday. No separate breaks will be given for tobacco-use
purposes.
g. In assigning shift work, supervisors will normally rotate such shifts among the
Employees of the work area who usually perform that type and level of work. Consistent with
the requirements of the Employer, efforts will be made to allow Union officials to work between
the hours of 0600 and 1800 during their terms of office.

ARTICLE 18 - OVERTIME.
Section 1. The need for and the requirement to assign overtime work is a retained right of the
Employer. Overtime will be minimized consistent with the needs of the Employer and
accomplishment of the Employer's mission.
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Section 2. Employees required to work overtime will be given as much advance notice as possible.
The Parties agree, however, that Employees must accept overtime work on short notice due to
unforeseen requirements or fluctuations in the workload. Overtime work will not be assigned as a
reward or a penalty but will be distributed as equitably as possible among all qualified Employees.
The Employer will give consideration to all pertinent circumstances, including Employees' personal
situations and desires, when assigning overtime work.
Section 3. If the work situation permits, Employees scheduled to work at least 2 hours of
overtime as an extension of their regularly scheduled workdays will be given a short rest
period, not to exceed 15 minutes. Such rest breaks will not be used to shorten the overtime
period of work. Employees will not normally be required to work more than 8 hours of
overtime as extensions of their regularly scheduled workdays.
Section 4. Normally, Employees will not be assigned overtime work consisting of duties below
the Employees' grade levels for the sole purpose of denying overtime work to Employees who
normally perform those duties. This does not prevent the Employer from assigning regular or
overtime work to any Employee or supervisor as the Employer determines appropriate.

ARTICLE 19- HOLIDAYS.
Section 1. The Employer agrees that Employees are entitled to all holidays granted them by law,
regulation and/or Executive Order. The Union agrees that assignment of holiday work is the right
of the Employer. The Employer agrees to keep assignment of holiday work to a minimum
consistent with accomplishment of the mission.
Section 2. Employees assigned holiday work will be given as much advance notice as possible.
However, the Parties agree that Employees must accept holiday work on short notice due to
unforeseen requirements or fluctuations in the workload. An Employee who has volunteered for
and who has been assigned holiday work may be released from such an assignment if it does not
adversely impact the mission, provided:
a. the Employee has submitted a timely request for such a release; or
b. the Employee has provided an acceptable reason for the request; or
c. Another qualified Employee volunteers for the assignment or another qualified volunteer
is available for the assignment to the holiday work.
Section 3. Higher graded Employees will not be used to perform holiday work in duties below
their normal duty level for the sole purpose of denying holiday work to lower graded Employees
as long as qualified lower graded Employees are available and willing to perform the work.
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Section 4. A Regular Employee who is assigned to duty on a holiday is entitled to pay for at
least 2 hours of holiday work. The Employee will be excused from duty as soon as the Employer
determines the Employee's services are no longer required.
Section 5. The Employer will make every reasonable effort to avoid assignment of holiday work
to any Employee who has taken or intends to take approved leave in conjunction with the
holiday.
ARTICLE 20-LEAVE ADMINISTRATION.
Section 1 - Annual Leave.
a. Employees are granted accrued annual leave to allow them time off for vacations and for
personal and emergency purposes. The use of annual leave is a right of the Employee in that the
Employee is either given an opportunity to use the annual leave, or to the extent permitted by
law, is paid for it at the time of separation.
b. Except in cases of emergency, annual leave must be requested by the Employee and approved
by the appropriate leave-approving official in advance of the absence. Supervisors should consider
Employees' desires and personal convenience as well as the work situation when approving leave
requests. They must not make arbitrary decisions to deny leave. However, the supervisor authorized
to approve leave makes the final determination as to the scheduling and the amount of annual leave
granted at any specific time.
c. At the start of each leave year, Employees should submit annual leave requests to
supervisors for review and tentative approval. Supervisors should establish leave schedules by
15 February of each year and notify Employees of any changes in the tentative approvals as work
requirements change. Employees are encouraged to schedule all use-or-lose annual leave.
d. An Employee should normally request annual leave for emergency reasons within 1
hour after the start of the Employee's workday by contacting the immediate supervisor or
designee. If the request is disapproved, the Employer will advise the Employee of the reason for
denial.
Section 2-Leave without Pav (LWOP). LWOP is a temporary non-pay status and an
authorized absence from duty granted upon the Employee's request, or when the Employee has
insufficient annual or sick leave, or compensatory time available to cover an approved absence.
Leave without pay cannot be imposed as a penalty.
Section 3 - Sick Leave.
a. Employees shall earn and be granted sick leave in accordance with applicable laws,
regulations and instructions.
b. Approval of sick leave for prearranged medical appointments will be secured from the
Employer as far in advance of the absence as possible.
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c. An Employee's request to take Family and Medical Leave will be granted subject to the
requirements established in 5 CFR 630-401, Subpart D.
d. Employees should request sick leave by contacting their immediate supervisors or
designees as soon as possible after the start of their regular workdays. Normally, this will be not
later than one hour after the start of the Employees' workday. The Employee will inform the
supervisor or designee of the-anticipated duration of the absence and will continue to keep the
supervisor updated on a daily or as needed basis depending on the circumstances mutually
agreed upon between the supervisor and the Employee. If the supervisor and designee are
unavailable to accept the request, the Employee must leave a message with the person accepting
the call identifying reasons for the absence, the anticipated duration, and the location where the
Employee can be reached.
e. Sick leave of more than 3 consecutive workdays must be supported by medical
documentation (or other administratively acceptable documentation for absence under the Family
Friendly Leave Act) unless the supervisor specifically waives this requirement.
Section 4 - Identification and Correction of Sick Leave Abuse.
a. Except for personal or family exposure to contagious disease, medical documentation is
normally not required for absences of 3 consecutive workdays or less.
b. When there is a reason to believe that an Employee is abusing sick leave, medical
documentation may be required for absences of 3 consecutive workdays or less. If sick leave
abuse is suspected, the employee will be counseled and documented on the employee's
permanent record.
c. The Union recognizes the importance of sick leave and the obligation of the Employee to
use it only when incapacitated for the performance of duty by sickness, injury or other valid
reason. The Union, therefore, agrees to support the Employer in its efforts to eliminate
unwarranted or improper use of sick leave.
Section 5 - Advance Sick Leave for Serious Disability or Illness. In cases of serious disability
or illness, Employees may be advanced up to 30 workdays of sick leave, or equivalent for
uncommon tours of duty. This request will be approved or disapproved in writing. Employees
will use any annual leave that may be subject to forfeiture at the end of the current leave year
before using advance sick leave.
Section 6- Excused Absences. Absences (time off with pay) shall be in accordance with
applicable laws, regulations and instructions.
Section 7 - Court Leave. Court leave is leave of absence from duty without loss of pay or
charge to annual leave to (a) perform duty in a federal, state, or municipal court or (b) to serve as
a witness when summoned (subpoenaed) on behalf of any party in connection with any judicial
proceeding to which the United States, the District of Columbia, or a state or local government is
a party. If an Employee serving as a witness or juror is excused or released by the
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court, he/she is expected to return to duty unless this would be impractical. In determining
whether an Employee should return to duty, the amount of time remaining in the workday, any
special need for the Employee's services, the distance involved, and the transportation available
shall be considered. An Employee is not expected to return to work of less than 2 hours of the
Employee's workday remains.

Section 8 - Administrative Leave.
a. The Wing Commander, or designee, may issue administrative orders to excuse
Employees from duty due to severe weather conditions that may produce traffic hazards
unusually dangerous to health and safety. Severe weather conditions developing during the night
or before an Employee's work hours shall not ordinarily be the basis for absence from work.
b. The parties recognize that there are certain essential operations that cannot be suspended or
interrupted even though it may be necessary to excuse some Employees for all or part of a day. To
avoid confusion, organization commanders and responsible management officials will identify those
positions that must continue to be manned under all weather conditions for reasons of health, safety
and national security. Employees occupying these positions are designated as "emergency"
Employees. Employees will be made aware of the requirement placed on them for reporting to or
remaining at their work sites in emergency situations.

Section 9. Employees of the unit elected or appointed to a Union office who are to serve as a
delegate to a Union convention necessitating a leave of absence shall be granted annual or leave
without pay under the provisions of this Agreement governing the granting of leave.
Additional Information On This Program May Be Found In AFM 34-310
Some topics covered are:
Restoring Annual Leave
Leave Without Pay
Court Leave
Voting
Blood Donations
Absences related to travel
Family and Medical Leave

Advance Sick Leave
Military Leave
Hazardous Weather Dismissal
Brief Periods of Tardiness
Consulting with EEO Counselors
Voluntary Leave Transfer Program
Leave for Bone Marrow/Organ Donation

ARTICLE 21 - EMPLOYEE DEVELOPMENT AND TRAINING.
Section 1. Consistent with its needs, and within available resources, the Employer will support
Employee development and training. Union recommendations to enhance this program will be
duly considered. The Union agrees to support the Employer in the administration of regulations
and instructions related to this program.
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Section 2. At its discretion, the Employer shall provide Employees on-the-job training to the
extent that such training is in the best interest of the Employer and the duties of the Employees
concerned are compatible with that training.
Section 3. Supervisors will identify, validate, prioritize and request training courses that can aid
in achieving the mission of the Employer. Examples of situations that might warrant this
training include technology or mission changes and movement of displaced Employees into
positions for which they are not fully qualified.
Section 4. Upon request, the Employer will inform and counsel Employees on self-development
opportunities applicable to the Air Force development and training program.
Section 5. Employee attendance at training courses will be in accordance with established
regulations and instructions.

ARTICLE 22 - TRANSPORTATION. An Employee who needs the use of a vehicle to
perform his or her assigned duties (i.e., to distribute or pick up supplies, mail, etc.) will normally
have transportation provided. If such transportation is not provided, he/she will be reimbursed as
provided by applicable regulations. The official use of privately owned, vehicles will be kept to a
minimum.

ARTICLE 23 - VOLUNTEER AND CHARITABLE PROGRAMS.
Section 1. Both the Union and the Employer will provide the other reasonable advance notice of
the initiation or discontinuance of voluntary programs such as bond campaigns and blood drives.
Section 2. The Employer agrees to conduct charity drives and volunteer programs in accordance
with appropriate regulations.
Section 3. The parties agree that Employee participation in programs such as the Combined
Federal Campaign, blood donor drives, bond campaigns and other worthy projects will be on a
voluntary basis. The principle of true voluntary giving will be upheld. In no instance will the
Employer exercise reprisal action or pressure on an Employee who does not want to contribute
or participate. This does not preclude publicizing such projects and encouraging Employees to
contribute or participate.
Section 4. The Employer will enlist the participation and support of the Union and utilize the
services of Employee volunteers to assist in campaigns where possible.
Section 5 - Blood Drives. The Employer encourages its Employees to volunteer as blood
donors without compensation. Employees must obtain approval from the supervisor or designee
in advance before volunteering as donors. If the workload permits, an Employee should be
excused from work without charge to leave for the time necessary to donate blood or blood
products, such as platelets or plasma, for recuperation following blood donation, and for
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necessary travel to and from the donation site. Normally, recuperation time should begin
immediately following blood donation. The maximum excusable time should not exceed 4
hours, except in unusual cases. When the Employee must travel a long distance or when unusual
need for recuperation occurs, up to an additional 4 hours may be authorized. This provision does
not cover an Employee who gives blood for the Employee's own use or receives compensation
for giving blood or blood products. Employees who volunteer but are rejected as donors for that
visit must return to duty or elect paid leave.

ARTICLE 24 - DRESS AND APPEARANCE. Employees will be expected to comply with
reasonable dress and grooming standards based on comfort, productivity, health, safety, and type
of position occupied. Due to the diversity of work functions and locations, appropriate dress
standards may vary significantly. Employee attire will be in good repair and should not be
considered offensive, disruptive, or unsafe.

ARTICLE 25- SAFETY AND HEALTH.
Section 1.
a. Each Employee is primarily responsible for his or her own safety and for knowing and
observing safety rules and practices.
b. The Employer will:
(1) Make every reasonable effort to provide Employees with a safe and healthy work
environment

(2) Assure that Employees exposed to hazards through their work are provided
appropriate safety and health training that the Employer determines is necessary. Such training
will include instruction concerning the hazards, proper work methods to be used, proper use of
protective measures and equipment, and any applicable regulations or standards. Initial training
will occur before the Employee is required to perform the work.
(3)

Provide emergency diagnosis and first-aid treatment for on-the-job injuries

(4) Assure anonymity and protection from restraint, interference, coercion,
discrimination, or reprisal for those Employees who report an unsafe or unhealthy working
condition, act, procedure or equipment or who otherwise participate in an Employer occupational
safety and health program.
c. The Union and the Employer agree to:
(1) Encourage Employees to comply with all health and safety requirements of the
Employer and to support the Employer's determinations in safety matters
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(2) Cooperate in the continuing effort to eliminate accidents and health hazards
d. Employees, union representatives, supervisors and management officials are individually
responsible for prompt reporting of observed unsafe or unhealthy acts, equipment, procedures or
conditions to supervisors and/or the Safety Office (extension 7-3290).
Section 2 - Protective Clothing, Equipment and Tools.
a. The Employer will furnish, maintain, and require the use of protective clothing,
equipment, safety goggles, safety shields, and safety glasses, when environmental conditions or
safety factors warrant them and they are authorized and approved by Air Force directives and the
unit Commander or supervisor since the Employer receives the primary benefit from these nonpersonal items. The Employer will issue insulated coveralls to Employees of the Services
Squadron to protect Employees whose duties normally require them to work in cold temperatures
for the majority of their duty day. The Employee will use furnished items only in an official
capacity and will not remove them from the base without pern1ission from the appropriate
management official.
b. Except as provided immediately above, each Employee is responsible for furnishing
personal clothing necessary for warmth and comfort.
c. Employees will use protective clothing, equipment, and other items furnished by the
Employer.
Section 3 - Inspections and Investigations.
a. The Union will be informed and encouraged to participate in "noticed" Air Force or
outside agency inspections/surveys of Employees' work areas. During the course of such
inspection, any Employee may bring to the attention of the inspector or Union representative,
any unsafe or unhealthy working conditions. The Union may provide written input for
consideration. The Union may review inspection/survey reports provided to the work area
supervisor.
b. When the Employer conducts an investigation of an on-duty accident involving or
impacting Employees, the Union will be informed of the connective actions required as a result
of the investigation.
·
Section 4. SERIOUS RISKS ON THE JOB
a. An employee should immediately notify his or her supervisor if the employee:
(1) has a reasonable belief that a job to which he/she has been assigned poses an
imminent risk of death or serious bodily harm or damage to property and
(2) has a reasonable belief that there is not sufficient time to reduce or eliminate the
risk through normal procedures.
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b. If the supervisor agrees, the supervisor will delay the assignment and make every effort
to correct the situation.
c. If the supervisor does not agree and the Employee still feels the problem is not corrected,
the Employee has the right to contact the Wing Safety Officer or Environmental Health Service
and/or the Union.
··
d. If the determination is made that no such danger exists, the Employee will continue with
the work assignment. If the Employee is still dissatisfied with the decision, he/she may initiate
an official hazard report and elevate the matter in accordance with applicable laws and
regulations.
Section 5 - Reporting and Dealing with Unsafe/Unhealthy Working Conditions.
a. The Employer agrees to respond as quickly as possible to Employee reports of unsafe and
unhealthy working conditions, acts, procedures or equipment. The Employer agrees to assess
and, if necessary, respond to the report with corrective action. Any Employee or union official is
authorized to request an inspection of the workplace when he/she believes an unsafe or unhealthy
condition exists.
b. The Employer agrees to post notices of hazardous conditions discovered in the
workplace. This notice shall be posted at or near the location of the hazard and shall remain
posted until the cited condition has been corrected. Such notices shall contain a warning,
description of the unsafe condition, and interim control measures.
c. The Employer agrees to act promptly to reduce or eliminate unsafe or unhealthy working
conditions. When this cannot be accomplished, the Employer agrees to develop a plan setting forth
a timetable for action and a summary of interim steps. Employees exposed to such conditions shall
be informed of the plan. The Union will be provided a copy of the plan for comment and shall be
informed as the plan is implemented.
Section 6 - Ground Safety Meetings. When there is to be a Base Ground Safety meeting, the
Union shall be given an opportunity to be present.

ARTICLE 26 - BASE-WIDE TOBACCO USE.
Section 1. The Union joins the Employer in discouraging tobacco use as the acceptable norm at
the work site. Refraining from tobacco use promotes the wellness of all Employees and projects
an appropriate work image. Employees who are non-users of tobacco, as well as customers
visiting the base, are entitled to work and conduct their business in a tobacco-free indoor
environment. Towards that goal, the parties agree that Employees will not use tobacco in
interior on-base work sites.
Section 2. No Employee may use tobacco in any government vehicle at any time.
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Section 3. Employees assigned to food service/recreational facilities with indoor "Designated
Tobacco Areas" may use tobacco products in those areas provided they are off-duty or on breaks
and they are not wearing uniforms, name tags, badges, or other items that identify them as
Employees of the facility.
Section 4. On-duty Employees may only use tobacco (smoke or use smokeless tobacco) during
scheduled break periods as described in Article 18, Section 3f. In addition, Employees may use
tobacco only at outside break areas that are designated by Management of the Employees'
buildings, except as described above in Section 3 of this Article.

ARTICLE 27- ON-THE-JOB INJURY PROGRAM.
Section 1. The Office of Workers' Compensation Programs (OWCP) administers the federal
on-the-job injury program as described in the Federal Employees' Compensation Act (FECA).
The NAF Personnel Office will process claims filed by Employees and perform other
administrative tasks as required by OWCP, including publicizing the program to Employees.
The FECA contains specific provisions for payment of several types of benefits, including
compensation for wage loss, schedule awards, medical and related benefits, and vocational
rehabilitation services for conditions resulting from injuries sustained in performance of duty
while a covered federal Employee.
Section 2 - On-the-Job Injury or Illness.
a. When an Employee suffers an on-the-job injury or illness in the performance of duties,
he/she will report it to his or her supervisor as soon as possible. The supervisor will counsel the
Employee on procedures for filing a claim for benefits and assist if necessary. The NAF
Personnel Office will inform the Employee on the type of benefits available.
b. The Parties agree that an injured Employee is obligated to return to work as soon as
possible. This may include returning to work at the Employee's normal work site or usual
position or returning to work at other locations and in other positions. In general, the Employer
will make all reasonable efforts to place the Employee in his or her former position or an
equivalent position, including reasonable accommodations due to the Employee's limitations.
c. Training will be provided to the extent deemed practical and necessary by Management.
The Employer will train the Employee who has been reassigned due to physical limitations.
Section 3 - Review of Records. An Employee will be permitted to review locally maintained
documents relating to the Employee's Claim for Compensation.
ARTICLE 28- SUBSTANCE ABUSE PREVENTION AND CONTROL PROGRAM.
Section 1. The Union and the Employer jointly recognize alcoholism and drug abuse as illnesses
that are treatable. In addition, the parties recognize that alcoholism or drug abuse problems may
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cause other personal problems such as financial, family, and performance problems. It is in the
best interest of the Employee, the Union and the Employer that these illnesses be prevented,
treated and controlled.
Section 2. The Employer is critically concerned about alcoholism and drug problems causing
poor attendance or unsatisfactory performance on the job. The Employer's program is described
in Air Force Instruction 36-810 and strives to improve the health, productivity, and overall
quality of the civilian force and enhance total force readiness by:
a. Preventing, reducing and controlling substance abuse
b. Advising and training managers, supervisors, and Employees on how best to address
substance abuse issues
c. Referring Employees to rehabilitative services and treatment on a space available basis
d. Restoring Employees to full effectiveness.
Section 3. The Employee may be referred to this program, although the Employer may take
disciplinary action as necessary. Employees who are identified and participate in the Substance
Abuse Control Program may, upon approval from the immediate supervisor or designee, use
appropriate sick or other leave to seek assistance.

ARTICLE 29 - PERFORMANCE EVALUATION SYSTEM.
Section 1. The performance evaluation system shall, to the extent practical, provide an accurate
and objective evaluation of job performance. Each Employee's evaluation shall be directly
related to his or her official duties. Management shall provide assistance to Employees in
meeting performance standards.
Section 2. All NAF Employees will receive a Performance Evaluation after completion 90
calendar days on the job.
Section 3. All NAF Employees will receive an annual Performance Evaluation with a close out
date of 30 September. They are due to the NAF Personnel Office no later than 30 days after the
close out date. Evaluations are completed on AF Form 3527.
Section 4. At least one progress review of the Employee's Performance will take place
during the yearly evaluation period normally at midpoint for all regular NAF employees.
The progress review is a private communication between rating official and Employee.
Section 5. An Employee's annual evaluation rating shall be based on work behavior elements
and performance standards. The annual rating of record shall be in writing and a copy shall be
given to the Employee.
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Section 6. Union officials will not be penalized in their ratings for carrying out their
representational functions under the terms of this Agreement and the provisions of the statute.

ARTICLE 30 -AWARDS. Management will give due consideration to Employees in granting
awards. Management will consider the Union's concerns and suggestions regarding the
performance awards program.

ARTICLE 31 - RECORDS ON EMPLOYEES.
Section 1 - Supervisor’s Employee Brief (AF Form 971).
a. The AF Fom1 971 and any attachments are the immediate supervisor's personal and
confidential records of an Employee's performance and conduct. The Parties agree that access to
the AF Fom1 971 will be limited to the Employee concerned and persons having an official need
to know. The supervisor will ensure that the AF Fom1 971 is protected from unauthorized
access.
b. Entries on the Supervisor's Employee Brief (AF Form 971) resulting from informal
meetings, discussions or briefings relative to instructions and established Employer policies and
practices are not in themselves considered disciplinary. Such entries may be used for proving the
Employee's knowledge of the subject of the entry.
c. All entries concerning any matter relative to any disciplinary action or that could be used
to support future disciplinary action will be recorded on the AF Form 971 after the matter has
been discussed with the Employee and Employee's response has been given due consideration.
These entries may be made by memo attached to but referenced on the AF Form 971 or made
directly on the AF Form 971. The entries will be entered in the presence of the Employee at the
time of the discussion or shown to the Employee shortly thereafter. The Employee will be given
the opportunity to read, initial, and date any such entries. The Employee's initials will not be
construed as agreement or disagreement with the entries. The Employee's initials will only
indicate that the Employee is personally aware of the entries.
d. Six (6) months after an Employee has been orally admonished, he/she may request a
meeting with the supervisor to discuss deletion of the oral admonishment notations from the AF
Form 971. If the situation warrants, the supervisor is strongly encouraged to remove the
notations.
e. The Supervisor makes a note of the Memorandum of Reprimand, in pencil, on the
employee's AF 971, files a copy with the Employee's AF Form 971, and gives a copy to the
NAF Personnel Office for filing in the employee's OPF. This note is deleted and the copies
removed and destroyed 2 years after the date of the memorandum.
f. Notations made in accordance with c above may be removed earlier than specified above
at the discretion of the supervisor.
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Section 2 - Official Personnel Folder. The Employer agrees to the extent compatible with
accessibility and laws or regulations to allow Employees and their designated representatives to
review the Employees' records and print a reasonable number of pages. Employees may inspect
their records on duty time provided they have first obtained approval from their immediate
supervisor to leave the work site.

ARTICLE 32-ALTERNATIVE DISPUTE RESOLUTION (ADR).
Section 1. The Employer and the Union are committed to the use of ADR problem solving
methods to foster a good labor/management relationship and to resolve Employee workplace
disputes as effectively, efficiently, and quickly as possible. To this end, the Parties agree to
support the ADR program as described in Little Rock Air Force Base Instruction 36-201.
Section 2 - Program Information.
a. ADR is an informal process, which seeks early resolution of disputes. It should focus on
conflict resolution and interest-based problem solving. Parties to ADR should agree to resolve
the dispute in a non-adversarial environment.
b. Participation in the ADR process is voluntary but highly encouraged. It should be
undertaken in good faith and not circumscribed by formal rules and regulations.
c. ADR techniques include but are not limited to mediation, facilitation and fact-finding.
The techniques may be combined if all involved pai1ies agree.
d. ·· A request for ADR does not replace or take the place of remedies available through other
dispute resolution programs or this Agreement. However, disputes resolved by written
agreement cannot be raised in other forums, dispute resolution programs, or as elsewhere
provided by this Agreement unless either participant fails to comply with the agreement.
e. The Union and the Employer may, upon written request and concurrence of the
participants, review a written resolution agreement. ADR resolutions shall not be precedential
unless it is so agreed by the Employer and the Union. Resolutions under ADR cannot conflict
with or supersede laws, regulations, agency instructions, and this Agreement.
Section 3 - Rights and Responsibilities.

a. The Employer and the Union will inform Employees and management officials of the
availability of ADR to resolve disputes. They agree to encourage the use of ADR except for the
most egregious or frivolous matters.
b. Employees may use the ADR process to resolve individual concerns. Employees may
request a representative to assist in presenting their concerns and views.
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ARTICLE 33 - DISCIPLINARY AND ADVERSE ACTIONS.
Section 1. Discipline is the right of the Employer. The Employer agrees to administer discipline
for good cause and in accordance with the provisions of this Agreement and applicable laws,
regulations, policies and instructions. A disciplinary action will be taken only if the Employer
determines it will promote the efficiency of the Air Force and be corrective in nature. The less
severe forms of discipline are oral admonishments and written reprimands. The more severe
forms (that are also defined as adverse actions) are suspensions and removals.
Section 2 - Investigative Interviews. Before taking disciplinary action against an Employee,
the Employer will consider all available pertinent facts for and against the Employee.
a. An Employee has the right to request union representation before or during an
investigative interview. If the Employee does not request union representation, the interview may
continue. Supervisors are encouraged to advise Employees of their rights to union
representation.
b. All interviews, inquiries, and matters relative to discipline of an Employee shall be
conducted as privately as possible and in such a manner as to minimize personal embarrassment
to the Employee.
Section 3 - Timeliness of Disciplinary Action. The Employer will make every reasonable
effort to propose and decide on disciplinary action in an expeditious manner.
Section 4 - Notices of Proposed Disciplinary Action. Disciplinary actions other than an oral
admonishment will be proposed in writing. Notices of proposed disciplinary action will include
specific information on the reason for the proposed action and the Employee's rights, including
the right to request an extension of the time to reply. Upon receiving the Employee's reply (if
any) and gathering any other pertinent information, the Employer will issue a written decision as
promptly as possible.
Section 5 - Notices of Final Decision. Notices of final decision will specifically state the
decision reached and inform the Employee of his or her rights, such as the right to appeal or
grieve the action, as appropriate.
·
Section 6 - Oral Admonishments. The Employer will orally inform the Employee of the reason
and the events that led to the admonishment being considered. The Employee will be given an
opportunity to answer and express his or her views on the matter. The Employer will consider the
Employee's answer and any explanations offered before making a decision. If the Employer
decides to issue an oral admonishment, the Employee will be told why and will be told that
he/she is being disciplined by receipt of an oral admonishment. The Employer will document the
admonishment on AF Form 971.
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Section 7 - Written Reprimands.
'·

a. The Employer will present a written notice when proposing a reprimand. The notice will
specifically state the reason for the proposed action.
b. The Employee may respond orally, in writing, or both within 4 calendar days following
receipt of the proposed action.
c. Following receipt of the Employer's final decision, the Employee may file a grievance
of the negotiated grievance procedure. The grievance must be filed within 7 calendar days
following receipt of the written reprimand.
Section 8 - Suspensions of 14 Days or Less.
a. The Employer will present a written notice when proposing a suspension of 14 days or
less. The notice will specifically state the reason for the proposed action.
b. The Employee may respond orally, in writing, or both within 4 calendar days following
receipt of the proposed action.
c. Following receipt of the Employer's final decision, the Employee may file a grievance of
the negotiated grievance procedure. The grievance must be filed within 7 calendar days
following receipt of the decision to suspend.
Section 9 - Removals or Suspensions of More than 14 Days.
a. The Employer will present a written notice of proposed removal or suspension of more
than 14 days. The notice will specifically state the reason for the proposed action.
b. The Employee may respond orally, in writing, or both within 4 calendar days following
receipt of the proposed action.
c. Following receipt of the Employer's final decision, the Employee may file a grievance
of the negotiated grievance procedure. The grievance must be filed within 7 calendar days
following receipt of the decision.
.

Section 10 - Records of Disciplinary Actions. Records of disciplinary action will be made,
maintained and removed in accordance with appropriate regu1atioris.and Article 33 of this
agreement. Records of disciplinary actions that are to be removed as a result of a grievance or
appeal decision shall be removed within the timeframe specified in the decision. The
supervisor's records of disciplinary action may be removed at any time at the discretion of the
immediate supervisor.
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ARTICLE 34 GRIEVANCE PROCEDURES.
Section l.
a. The purpose of this article is to provide a mutually acceptable method for prompt and
equitable settlement of grievances. Every effort will be made to settle grievances expeditiously
and at the lowest level of supervision.
b. Nothing contained in this Article shall be construed to deprive any Employee(s) of the
rights guaranteed him/her by provisions of the statute.
c. Employees, their representatives and witnesses must be free from restraint, interference,
coercion, discrimination or reprisal in presenting grievances and in giving testimony.
d. The filing of a grievance shall not be construed as reflecting unfavorably on an
Employee's good standing, his or her performance, or his or her loyalty or desirability to the
organization.
e. Any Employee or group of Employees has a right to present grievances on their own
behalf. The Union; however, reserves the right to be present at any adjustment.
Section 2. Except as excluded in Section 3 of this Article, a grievance means any complaint:
a. by any Employee concerning any matter relating to the employment of the Employee,
b. by the Union concerning any matter relating to the employment of any Employee; or
c. by any Employee, the Union, or the Employer concerning:
(1) the effect or interpretation or a claim of breach of a collective bargaining agreement;

or,
(2) any claimed violation, misinterpretation or misapplication of any law, rule, or
regulation affecting conditions of employment.
Section 3. A grievance does not include a complaint concerning:
a. any claimed violation relating to prohibited political activity, Title 5 U.S.C., Chapter 73,
Subchapter III;
b. retirement, life insurance, or health insurance;
c. a suspension or removal for National Security reasons, Section 7532, Title 5 U.S. Code;
d. any examination, certification, or appointment relating to initial employment;
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e. the classification of any position which does not result in the reduction in grade or pay of
an Employee in the bargaining unit;

f. An action to demote or separate Employees serving probation periods;
g. any matter which has been processed or appealed previously under a statutory appeals or
complaint system;
h. non-selection from promotion from a group of properly ranked and certified candidates;
1.

written notices of proposed disciplinary actions;

J. non-adoption of a suggestion or disapproval of a step increase or a performance award:
k. action terminating a temporary promotion within a maximum of six months and returning
the Employee to a position at his or her permanent grade, either to the position from which
temporarily promoted or to a position of like grade;

I. actions taken under the Personnel Security Program,
m. decisions governed by 5 CFR 351, Reduction in Force, or
n. allegations of discrimination or reprisal because of race, color, religion, sex, national
origin, age or handicap. These allegations must be pursued through EEO procedures.

Section 4 - Exclusive Procedure. Except as provided in Article 34, Alternative Dispute
Resolution, and subsequent sections of this Article, this procedure shall be the exclusive
procedure available to the Employer, the Union and the Employees for resolving grievances.
Section 5 - Appeal or Grievance Option.
a. An aggrieved Employee affected by a removal or reduction-in-grade based on
unacceptable performance or other adverse action may, at his or her option, raise the matter
under the appropriate statutory procedure or this negotiated grievance procedure, but not both.

b. An Employee shall be deemed to have exercised his or her option to raise a matter either
under the appropriate statutory procedure or under this negotiated grievance procedure at such
time as the Employee timely files under the appropriate statutory procedure or timely files a
grievance in accordance with the provisions of this negotiated grievance procedure, whichever
event occurs first.
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Section 6 - Questions of Grievability. Either the Union or the Wing Commander or designee
may declare a grievance non-grievable by providing the opposing party a final written decision
within 14 calendar days after receipt of the grievance. All disputes of grievability shall be
referred to arbitration as a threshold issue in the related grievance. Only if the Arbitrator
determines that the issue is grievable will he hear the merits of the grievance.
Section 7 - Employee Grievance Rights. Employees have the right to:
a. File a grievance under this Negotiated Agreement without discrimination or regard to
labor organization membership using all steps herein (not including arbitration) as long as all
time limits are observed; and
b. Represent himself/herself in any grievance within the terms of this Agreement, as long as
the Union is given an opportunity to be present during the grievance proceedings; or
c. If not representing himself/herself, designate in writing a representative of his or her
choice. The selection cannot result in a conflict or apparent conflict of interest or be
incompatible with law or the official duties of the representative.
Section 8 - Solicitation of Complaints or Grievances. Neither Employees nor representatives of
the Union will solicit complaints or grievances from other Employees.
Section 9 - Disposition of Grievances.
a. If more than one grievance is raised in which the issues are similar or the same, such
grievances will be joined and processed as a group grievance. The disposition of the group
grievance shall effectively resolve all such issues/grievances.
b. The Employee, Union or Employer may terminate a grievance at any time by giving
written notice to the NAF Personnel Officer or the Union President (or their designees).
c. The Employer may terminate a grievance if the Employee or Union fail to attend
scheduled meetings to discuss the grievance or fail to provide requested information at the
grievant’ s disposal relating to the grievance.
d. If the Employer fails to attend scheduled meetings to discuss the grievance or otherwise
fails to comply with this grievance procedure, this will be considered a negative decision and the
grievance may proceed to the next higher step of this grievance procedure. However, only the
union can invoke arbitration in accordance with Article 37.
e. All parties agree that grievances, once processed under this Article and involving the
same individual(s) and the same facts, will not be resubmitted as long as any agreed-upon
resolution has been applied.
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Section 10-

Documentary Evidence.
'·

a. Documentary evidence and/or written statements from Employees having pertinent
knowledge on the event being grieved may be submitted at any step of this procedure.
Employees and/or their designated representatives will be afforded the opportunity to
privately discuss their cases with such Employees who agree to the private meetings.
b. The Employer will maintain and protect the contents of the grievance file in accordance
with agency instructions on files maintenance/disposition. Both parties agree to protect
grievance information and files against inadvertent disclosure to unauthorized personnel.
Section 11 - Union or Employer Grievances. The Union or the Employer may initiate
grievances, in writing, by presenting grievances to the NAF Personnel Officer or designee for
referral to the Wing Commander or designee (Union Grievance) or to the Union President or
designee (Employer Grievance), within 7 calendar days following the date of the event that gives
rise to the grievance. Any grievance must contain the information required by Step 1 of the
negotiated grievance procedure. If the matter is not resolved, the grieving party may refer the
matter to arbitration in accordance with Article 35. Either party may request a meeting within 7
calendar days after the filing of a grievance to discuss the matter.
Section 12 - Employee Grievances.
a. Any Employee who believes that he/she has a potential/possible grievance may, at his or
her option, attempt to meet with the immediate supervisor in an effort to resolve the problem at
any time after the occurrence of the event. An Employee may, at his or her option, contact a
union representative to discuss the complaint prior to meeting with the supervisor.
b. Employees who want to be represented by a union representative must designate the
representative in writing prior to being represented. Thereafter, all further communications
concerning the grievance will be made through and between the designated representative and
the appropriate supervisor. If an employee submits a grievance and is requesting Union
representation, it must be done at step 1. The Union will not represent an employee after the
grievance has begun and passed the step 1 process.
c. When an Employee meets with the supervisor but the problem is not resolved to the
Employee's satisfaction, the Employee may file a grievance under the provisions of this Article.
d. At any step of the grievance procedure at the election of either party, the grievant and his
representative and an appropriate management official may meet in an attempt to resolve the
grievance.
Section 13 - Time Limits.
a. All time limits in this Article may be extended by mutual consent of the Parties.
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b. Failure of the Employer to meet time limits under this procedure shall authorize the grievant or
representative to elevate the grievance to the next step.
c. Failure of the grievant or representative to meet time limits under this procedure
terminates the grievance procedure.

Section 34 - Grievance Procedure.
STEP 1:
a. A grievance initiated at Step 1 must be presented within 7 calendar days following the
occurrence of the event that gives rise to the grievance or the date the Employee became
aware of the event. Grievances must be submitted in writing to the NAF Personnel Officer.
The grievance must include:
Name of Employee, grade, organization, duty phone, home address and home
phone.
(2) Name of representative, if any, and telephone number,
(3) Employee's duty section,
(4) Date the event occurred and description of the event,
(5) A statement of the employee's reason for believing the action or incident is
improper
(6) A statement of the specific personal relief sought by the employee
(7) Employee signature, and Representative's signature, if any
(8) A clear indication that the memorandum is a Step 1 grievance
(1)

b. Within 4 calendar days of receiving the grievance, the NAF Personnel Officer will either
notify the employee in writing that the grievance is rejected and the reason for the rejection if the
grievance is not within the scope of the grievance procedure or is not timely, returns the
grievance and notifies the employee, in writing, of the reason for the rejection if the grievance
does not include the required information. The NAF Personnel Officer instructs the employee to
correct the deficiency and resubmit it within 4 calendar days otherwise; the grievance is rejected
or forwards it to the supervisor for action. The Supervisor discusses the grievance with the
employee and his or her representative. No later than 7 days after receipt of the Step 1 grievance,
the supervisor renders, in writing, a Step 1 decision.

STEP 2:
a. If not satisfied with the Step 1 decision, the Employee proceeds to step 2 not later than 7
days after the date of the Step 1 decision. The grievance is in writing, signed by the employee,
and dated. It includes:
1. A clear indication that the letter is a Step 2 grievance
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2. A summary of the employee's reasons for believing the Step l decision is in
error
3. A statement describing the specific personal relief sought by the employee
4. A copy of the Step 1 grievance and the Step 1 decision
The NAF Personnel Director reviews the grievance to determine whether it (1) is timely and (2)
includes the information required. Not later than 7 days after receipt of the Step 2 grievance, the
NAF Personnel Director reviews it for compliance and forwards it to the Services Commander.
The Commander can consult with the employee's supervisor, may conduct whatever
investigation is necessary to gather information relevant to the grievance, and not later than 7
days after receipt of the Step 2 grievance, the Commander renders, in writing, a Step 2 decision.
STEP 3:
If the employee wants the matter considered further, he or she delivers the grievance to the NAF
Personnel Director not later than 7 days after receipt of the Step 2 decision. The grievance is in
writing, signed by the employee, and dated. It includes:

1
2
3
4

A statement that the letter is a step 3 grievance
A summary of the employee's reasons for believing that the Step 2 decision is in
error
A statement describing the specific personal relief sought by the employee
A copy of the Step 1 grievance, the Step 1 decision, the Step 2 grievance, and the
Step 2 decision

The NAF Personnel Director reviews the grievance to determine whether it is timely and
includes the information required. Not later than 7 days after receipt of the Step 3 grievance the
NAF Personnel Director forwards it and the entire grievance record to the Installation
Commander for action. The Commander may delegate the authority render Step 3 decisions no
lower than the support group commander. The commander either (1) renders a decision on the
basis of the existing grievance record or (2) appoints an impartial third party to investigate the
grievance. He or she may also consult with whomever he or she believes has information
relevant to the grievance before issuing a decision. If the commander opts to appoint an
investigator, the investigator completes his or her investigation and submits a report of that
investigation not later than 14 days following his or her appointment no later than 7 days after
receipt of the investigator's report, the commander renders, in writing, a Step 3 decision. The
decision is sent directly to the employee, and a copy of the decision and the entire grievance
record is sent to the NAF Personnel Director.

STEP 4: The Union or the Employer may refer grievances not satisfactorily resolved at Step 3
to arbitration in accordance with Article 37 of this Agreement.
Section 1 - Duty/Official Time Allowed for Grievances.
a. An Employee presenting a grievance will be authorized time as follows:
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(1)

The Employee may use up to eight (8) hours of duty time per grievance preparing and/or

processing the grievance. Upon approval by the Union President and the Civilian Personnel
Officer (or their designees), the grievant may use additional duty time. The grievant will advise
his or her immediate supervisor of any need for using duty time. Time spent in meetings under
the control of the Employer will not be charged against the authorized time.
(2) In no event will an Employee be paid overtime for preparing and/or presenting a
grievance.

b. The Union will be authorized official time as follows:
(1) A total of sixteen (16) hours per grievance. Upon request of the Union President or
designee, the Civilian Personnel Officer or designee may authorize additional official time.
(2) The Union official will advise his or her supervisor of any need for using official
time for Union representation duties. The Union official will promptly inform his or her
supervisor of the official time used so the supervisor can maintain accurate records that account
for the total time spent on the grievance. The union official will provide sufficient information
to his or her supervisor to differentiate the grievance from any other grievance.
(3)

Union officials will not be paid overtime for performing representational duties.

c. The Union official will contact the supervisor of an Employee and obtain permission to
talk to the Employee during the Employee's duty time. The union official will advise the
Employee's supervisor of the nature of the business with the Employee. If the union official's or
Employee's supervisor believe that work related circumstances preclude the union official from
leaving or entering the work area, he/she shall explain the reasons and advise the union official
when he/she shall be able to leave or enter the work area.

ARTICLE 35 -ARBITRATION.
Section 1.
a. A grievance may be submitted to binding arbitration under two circumstances:
(1) If either party declares a grievance non-grievable in accordance with Article 36,
Section 6, the other party may request arbitration.
(2) If the Employer and the Union fail to settle any grievance processed under the
negotiated grievance procedure, then either party may request arbitration.
b. The arbitration request, referring the issue to binding arbitration, must be in writing,
signed by the Union President or designee for the Union, or the Wing Commander or designee
for the Employer.
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c. The arbitration request must be mailed (or sent by facsimile) within 30 calendar days
after receipt of the letter declaring the grievance non-grievable or the letter of final decision on
the grievance. A copy of the arbitration request must be sent to the other party at the same time.
Section 2 - Selecting Arbitrator and Hearing Date.
a. Within 5 calendar days of receipt of a list of arbitrators from the Federal Mediation and
Conciliation Service, the requesting Party will provide a copy of the list to the other Party and
arrange a time and place for the mutual selection of the arbitrator.
b. Upon meeting, each Party will alternate striking one name from the list until only one
name remains. A flip of the coin will determine which party selects the first name to be struck
from the list of arbitrators. Should either party refuse to participate in the selection of the
arbitrator, the participating party will select an arbitrator from the list. This selection process will
be binding on both Parties.
c. At the same meeting, the Parties will agree to three prospective dates for the arbitration
hearing. The filing Party will notify the arbitrator of those prospective dates. If the arbitrator
cannot conduct the hearing on one of those dates, he/she must furnish the Parties with alternate
dates. The Parties will then mutually agree to a date provided by the arbitrator and the filing
Party will notify the arbitrator of that selection within 2 calendar days.
d. Each Party will provide the other Party copies of all correspondence to or from the
arbitrator and/or the Federal Mediation and Conciliation Service.
Section 3 - Hearing.
a. Base Employees shall be made available as witnesses during arbitration proceedings and
will not suffer loss of pay or charge to leave if otherwise in a duty status. Lists of witnesses will
be exchanged no later than 7 calendar days prior to the hearing. Costs and expenses of
witnesses, other than government Employees serviced by the NAF Personnel Office, will be
borne by the party calling said witness.
b. The jurisdiction and authority of the arbitrator will be confined to the issue(s) pertinent to
the grievance and relative to the terms of this Agreement, but shall have no jurisdiction, power, or
authority to add to, subtract from, alter, amend, or modify any provision of the Agreement,
published policies, regulations, and agency instructions. The arbitrator's award shall be binding
on both Parties and implemented upon receipt unless either party files an exception to' the award
with the Federal Labor Relations Authority.
c. The arbitrator will determine the order of proceedings. The arbitrator will be requested to
render a decision as quickly as possible but in no event later than 30 calendar days after the
conclusion of the hearing unless the parties mutually agree to extend the time limits.
d. The arbitrator's fees and expenses of the arbitration, if any, shall be borne equally by the
Employer and the Union, except as stated below in Section 5 of this Article. The arbitration
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hearing will be held, if possible, on the Employer's premises during the regular day shift hours of the
basic workweek (Monday through Friday). Participants who are Employees of the Employer will be
on duty time or official time during hearings.
e. Either party may make a transcript for its exclusive use at its own cost. The parties may
also agree to equally bear the costs of transcribing the proceedings in order that each may obtain
a copy of the transc1ipt.
Section 4. Any dispute over the application of an arbitrator's award shall be returned to the
arbitrator within 7 calendar days for settlement, including remanded awards.
Section 5. Should either party fail to appear at the arbitrator's hearing, this shall be just cause for
the arbitrator to give his or her decision based upon available information. All costs incurred
shall be paid by the party failing to appear.
Section 6. If the arbitrator agrees that the issue is arbitrable or grievable, the arbitrator shall hear
arguments regarding both the arbitrability/grievability and the merits of the case at the same
hearing. However, the parties may mutually agree otherwise in instances such as highly complex
cases that would involve several days of hearings.
ARTICLE 36 - DUES WITHHOLDING.

Section 1. Any Employee who is a member in good standing of the Union may authorize an
allotment for the payment of his or her dues for such membership provided:
a. The Employee has voluntarily completed a request for such allotment of his or her pay
and
b. The Employee regularly receives pay that is sufficient to cover the full amount of the
allotment after other legal deductions have been made.
Section 2. The Union agrees:
a. To distribute to its members the prescribed allotment form (Standard Fom1 1187),
Request for Payroll Deductions for Labor Organization Dues, to certify as to the amount of its
dues.
b. That distribution and completion of the allotment forms must be accomplished during
non-duty hours.
c. To forward the completed SF 1187 through the NAF Personnel Office (to verify eligibility
for dues withholding) to the NAF Payroll Office. This may be accomplished during duty hours.
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d. To inform and educate its members on the program for voluntary allotments for payment
of dues, the use and availability of the required forms and the conditions under which the
allotment may be revoked.
e. To certify the amount of dues, and
f. That initiation fees, special assessments, back dues, fines, and similar items shall not be
considered as dues.

Section 3. Upon receipt of a properly completed and certified form, the NAF Payroll Office will
submit the SF 1187 to the Payroll Processing Office without undue delay and authorize
withholding of the certified amount of the dues beginning with the first complete pay period after
receipt by the Payroll Processing Office.
Section 4. An allotment shall be terminated:
a. When the Employee leaves the bargaining unit as a result of a personnel action other than
a detail.
b. Upon receipt of notice from the Union President or designee that the Employee is no
longer a member of the Union in good standing. The Union agrees to notify the NAF
Payroll Office within 5 workdays.
c. Upon loss of exclusive recognition by the Union or termination or suspension of the
Agreement between the Employer and the Union by appropriate authority.
d. Upon receipt of notice from the Employee that he/she no longer desires to have dues
withheld.

Section 5 - Effective Dates for Termination of Allotments.
a. If the termination is not at the request of the Employee, the termination date will be the
effective date of the personnel action or the date of suspension or expulsion from the Union, unless
that date is not the beginning or ending of a pay period. When the date occurs during a pay period,
the final allotment shall be withheld from the Employee's salary for that pay period.
b. If the termination is due to loss of recognition by the Union, the termination will
be effective at the beginning of the first pay period after advice is received concerning loss
of recognition.
c. An Employee may voluntarily revoke his or her allotment for the payment of dues to
the Union at any time after the allotment has been in effect for a period of one (1) year.
However, the revocation will not be effective until the beginning of the first full pay period (1)
in the anniversary month of the Employee's initial election of dues withholding or (2) after a
date mutually agreed to by the Employee and the Union, whichever comes first.
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(1)
The Employee should submit the revocation directly to the NAF Payroll Office on
Standard Form 1188, Cancellation of Payroll Deductions for Labor Organization Dues.
However, any written request for revocation of allotment signed by the Employee and
furnished to the NAF Payroll Office will substitute for the Standard Form 1188.
(2) The NAF Payroll Office shall notify the Union of the revocation of an allotment by
forwarding a copy of the revocation submitted by the Employee to the Union.
Section 6 - Remittances.
a. The remittance of dues withheld shall be made after each pay period. The amount withheld
shall be sent to the financial institution designated by the Union.
b. The remittance report listing the names and amounts withheld for each Union Member
will be mailed to AFGE Local 2066, PO Box 1245, Jacksonville AR 72078.
c. The Union shall refund any unauthorized deductions or excess payments either to the
Employee or Employer as required.
Section 7 - Withholding of Dues.
a. The amount of dues to be withheld shall be the same for all members of the Union.
b. The President of the Union or designee must certify the amount of dues to be withheld
from an Employee's pay. The amount shall be shown on the Standard Form 1187. This amount
will remain unchanged until the President of the Union certifies in writing to the NAF Payroll
Office (copy to the NAF Personnel Director) that the amount of the regular dues has changed.
The Employer will submit this change to the Payroll Processing Office, normally within ten (10)
working days, and authorize the Payroll Processing Office to withhold the certified amount of
the dues on the first complete period after receipt by the Payroll Processing Office.

ARTICLE 37- UNION FACILITIES AND PARKING.
Section 1 - Union Office.
a. The Employer agrees to furnish the Union, without charge, a room of not less than 120
square feet for the purpose of conducting official Union business directly related to
representation of the Employees. The office currently occupied by the Union is located in Room
237 of Building 1255.
b. The Union agrees to vacate the office space at the direction of the Support Group
Commander or designee. The Employer will coordinate with the Union and move furnishings,
equipment, supplies, etc. as necessary.
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c. The Employer agrees to make available new office space if such space is available
without adversely affecting the mission of the Employer. The Employer agrees that such a move
would be in the best interests of the Government and agrees to authorize a reasonable amount of
official time to Union officers and stewards to oversee the move.
Section 2 - Services and Equipment. Unless otherwise indicated below, the Employer will
provide the following services/equipment to the union office without charge to the Union:
a. Trash removal service if the trash is placed outside the office in a trash container or the
office is left unlocked.
b. Electricity, heat, air conditioning, water and sewage to the same extent as other offices in
the building.
c. One telephone and telephone line for conducting official Union business. The phone will
be installed at the location within the Union office as determined by the Union President or
designee.
d. Access to base, local community (off-base calls) and 1-800 capability, i.e., calls that do
not incur additional fees (direct or indirect).
e. Serviceable equipment consisting of one filing cabinet, one desk, one table, three chairs,
and one metal storage cabinet.
f.

Operator assisted long distance service on a reimbursable basis.

Section 3 - Access to Other Equipment. The Employer agrees to furnish reasonable access to
the Fax machine and copier located in the NAF Personnel Office at Little Rock Air Force Base
on a reimbursable basis. The Employer will determine the method and amount of reimbursement
solely on a cost basis.
Section 4. The Union agrees to:
a. Maintain the office space provided in a neat, sanitary, safe and professionally acceptable
condition and to reimburse the Employer for costs associated with the repair or cleaning of the
office space when such repairs or cleaning requirements exceed those associated with normal,
professional use.
b. Use the furnishings and equipment provided by the Employer only for the purposes for
which they are designed and use proper diligence in the care and maintenance of these items.
The Union accepts financial responsibility for the repair or replacement of these items if
necessary due to other than normal, professional use.
c. To accept responsibility for the reasonable care and safeguarding of the telephone
provided by the Employer. The Union accepts the same conditions of monitoring and security
that apply to other government lines/equipment, including required labels.
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d. Reimburse the Employer for the costs of long distance services whether initiated from the
telephone number assigned to the Union office or billed to that number from other sources.
Upon request, the Employer will investigate discrepancies noted by the Union. The employer's
decision as to financial responsibilities will be final.
Section 5 - Parking. The Employer will provide reserved parking spaces (a total of 3) near the
work areas of the Union President, Executive Vice President, and Chief Steward for their use.
Union initiated changes in the location of each parking space may be made only once each
calendar year, unless otherwise agreed to by the NAF Personnel Director or designee.

ARTICLE 38 - DISTRIBUTION/PUBLICITY.
Section 1. The Employer agrees to permit the Union to post/distribute this Agreement and
amendments thereto, Union newspapers, notices and circulars on existing bulletin boards and in
areas where members of the unit are employed. The Union agrees that the Employer is not
responsible for any items removed from those areas.
a. Routine items such as notices of Union meetings and other similar items providing
general information may be posted/distributed without approval.
b. Material to be posted/distributed by the Union, other than that described above, will
require approval from the Wing Commander or his designee prior to posting/distributing.
c. The Union agrees to assume full and sole responsibility for its publications and
distributed/posted material in terms of currency, accuracy, and adherence to ethical, legal,
procedural and regulatory standards. The material must not violate any law, security of the Air
Force, this Agreement, base regulations or those of higher authority. The material must not
contain scurrilous libelous information and must not relate to partisan political activity or reflect
adversely upon the integrity or motives of the Federal Government or officials of the Federal
Government.
d. Distribution shall be made during non-duty time of Employees involved (both those
distributing and those receiving literature) and shall not interfere with the work of the activity.
e. Violation of these standards concerning content and distribution/posting of materials are
grounds for revocation of this privilege.
Section 2. The Employer agrees to provide a reasonable number of copies of this agreement to
the Union during the life of the agreement. Initially, the Employer will provide 25 copies
promptly upon receipt from the printer. The Union agrees to notify the Employer at least 30
calendar days in advance when additional copies of this Agreement (with amendments to date)
are needed. The Employer will provide copies of amendments to the Union in quantities
necessary to update any copies of the Agreement the Union has on hand.
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Section 3. The Employer agrees to provide a copy of this Agreement to each regular Employee
within 30 calendar days of receipt from the printer.
Section 4. The Union may conduct no more than four presentations to orient Employees on this
Agreement. The presentations will occur in the 30 days immediately following distribution as
described in Section 3 above. Each presentation will last no more than one hour. The Employer
agrees to publicize and make facility arrangements for union presentations. The Civilian
Personnel Officer or designee will be permitted to attend each presentation. Union officials will
be authorized a total of 40 hours of official time to prepare for, present and attend the four
presentations.
Section 5. The Employer will provide copies of any amendments to this agreement to
Employees through electronic mail within 15 calendar days of the amendment being signed and
approved.
Section 6. The Employer will provide a copy of this Agreement if requested by any regular
NAF employee.
ARTICLE 39- DURATION OF AGREEMENT.
Section 1. This agreement as executed by the Parties shall remain in full force and effect for a
period of 3 years from the date of its approval by the Department of Defense Field Advisory
Service.
Section 2 - Re-negotiation. Either Party desiring to re-negotiate this Agreement must give the
other Party written notice not less than 90 calendar days but not more than 120 calendar days
prior to the next expiration date. In the event notice is given, the parties will meet to develop
ground rules within 30 calendar days unless otherwise mutually agreed. If negotiations are not
completed by the expiration date, the Agreement will be automatically extended until a new
Agreement is mutually agreed upon and approved
Section 3 - Automatic Renewal. Unless either Party initiates re-negotiation as stated in Section
2 above, this agreement will automatically renew for an additional duration period of 1 year; the
next expiration date will be on the anniversary of the original expiration date. There is no limit
to the number of automatic renewals, as long as neither party requests re-negotiation as stated in
Section 2.
Section 4 - Re-opening. This agreement is subject to opening during its duration only as
follows:
a. The pertinent parts (Articles or Sections as applicable) will be reopened upon the request
of either party for revision or amendment as required by new laws or regulations of appropriate
higher authorities.

b. Amendments to this Agreement may be negotiated at any time by mutual agreement of
the parties.
,.

c. Changes to this agreement will be duly executed by the parties and become effective upon
approval by the DoD Field Advisory Service or 30 calendar days following the date of
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submission to that activity, whichever comes first.
Section 5 - Union-initiated Midterm Bargaining on New Matters. During the life of this
agreement, the Union has the right to initiate bargaining on matters not covered by the
Agreement.
a. The Employer will make no agreement, alteration, understanding, variation, waiver or
modification of any terms or conditions of this Agreement with any Employee or group of
Employees. This Agreement may only be amended, modified, or re-negotiated in accordance
with the provisions of the Agreement.
b. If either party fails to abide by any term or condition of this Agreement, that
failure will not constitute a precedent in the future enforcement of all the terms and conditions
herein.
c. If any part or provision of this agreement becomes or is ruled invalid or illegal
because of any existing or subsequent law, regulation, or rule, the remaining parts or provisions
will remain in effect.
ARTICLE 40 -EFFECTIVE DATE OF AGREEMENT.

Unless this Agreement is disapproved by the agency head within 30 calendar days from the date of
execution, its effective date shall be the earlier of the date of approval by higher authority or 30
calendar days from the date of execution.
Signed this 8th day of January the year 2003.
APPROVED BY THE DEPARTMENT OF DEFENSE ON

43

