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PREAMBLE

Pursuant to authority set form in Public Law 95-454, the following Articles constitute an agreement by and between the
Adjutant General of Arizona, hereinafter referred to as the Employer, and the Association of Civilian Technicians, Inc, (ACT
Arizona Army Chapter #61), hereinafter referred to as the Organization and collectively known as the Parties. The Employer
and the Organization affirm that the public purpose to which both are dedicated can be advanced best through the
understanding and cooperation achieved through collective bargaining.



ARTICLE 1
PURPOSE OF AGREEMENT

1.1. General Purpose of Agreement. it is the purpose of this agreement to:
a. ldentify the parties to the agreement and define their respective rights and obligations

b. Promote and improve the efficient administration of the Arizona Army National Guard and the well being of its
employees within the meaning of Public Law.

c. Provide for the highest degree of efficiency ii the accomplishment of the operation of the Arizona Army National
Guard.

d. Promote employee communications and inf-rmation of personnel policy and procedures, and adjustment to
matters of mutual interest.

e. Subject to all applicable Executive Orders, aws, and regulations.

1.2. National Guard’s Reason for Existence. The Orjanization and Employer agree that the enacting of Technician Act of

1968 is the primary basis for the existence of a National Guard Technician workforce. The mission is to support the National
Guard as a complement to the Active Component.

ARTICLE 2
UN'T DESIGNATION

2.1. Certification. It is hereby certified that the Arizo: a Association of Civilian Technicians, Inc. (Army Chapter), has been
designated and selected by the employees of the Arizona Army National Guard as their representative for purposes of

exclusive recognition and that pursuant to the authorty of Public Law 95-454, the said organization is the exclusive
representative of all the employees in such unit.

2.2. included Unit Members. All federal civil servic: employees employed by the Arizona Army National Guard not
excluded by Section 2.3 are considered Bargaining Init Members regardless of their military rank or their position.

2.3. Excluded Unit Members. All professional, managerial, supervisory employees and employees engaged in Federal
personnel work in other than a purely clerical capacity, as determined by a periodic joint review conducted by the
Employer and the Organization. Other excluded e:nployees are (a) those with temporary appointments of indefinite
duration and no reasonable expectation of emplovment for more than one year; (b) those with term appointments of
one year or less and no reasonable expectation of employment for more than one year; and (c) members of the

uniformed service (AGR). The joint review will take place at least annually or on request from either party, defining what
a bargaining unit member is and who are identifi¢d as current members. ‘

Article 3
CONFORMITY

3.1. Agreement Not to Strike. In compliance wit! Public Law 95-454, the Organization agrees not to strike in any manner
against the operation of the National Guard.



3.2. Military and Business Courtesy. All employees shall comply with military customs and courtesies. Supervisors shall
be cognizant of technician status and limit purely military functions. Civilian tities of address shall be used by union officers
and stewards while performing their representational duties. Civilian titles of address (e.g. Mr. or Ms.) shall be used in
disciplinary and adverse actions written communication. Military customs and courtesies includes saluting and titles of
address. Technicians may stand in formation on a voluntary basis. Note: The military salute will be used while outdoors in
uniform. The salute will not be rendered indoors during meetings with the supervisor and/or during interview processes.

3.3 Compliance with Appropriate Directives. A provision of this Agreement is valid to the extent it does not confilict
with the Constitution of the United States, a federal statute, a rule or regulation, or a government-wide regulation that
was prescribed on or before the effective date of the provision. The Employer shall comply, and may require employees
to comply, with agency rules or regulations to the extent these rules or regulations do not conflict with this Agreement
or any supplement or amendment thereto.

ARTICLE 4
- RIGHTS OF THE EMPLOYER

4.1 Law. Management officials of the agency retain the following rights, in accordance with applicable laws and regulations:

a. To determine the mission, budget, organization, number of employees, and internal security practices of the
Employer, in accordance with applicable laws to hire, assign, direct, layoff and retain employees, or to suspend,
remove, reduce in grade or pay, or take other disciplinary action against such employees. To assign work, to make

determination with respect to contracting out, and to determine the personnel by which the Employer's operations
shall be conducted.

B. With respect to filling positions, to make selection for appointments from:
(1) Properly ranked and certified candidates for promotion; or

(2) Any other appropriate source.

c. To take whatever actions may be necessary to carry out the agency mission during emergencies.

4.2. Prohibited Negotiations. Nothing in this agreement shall impose upon the Employer the obligations to negotiate with

the Organization, at the election of the agency, on matters with respect to the mission of the Employer, its budget, its
organization and the number of employees.

4.3. Permissible Negotiations. Nothing in this agreement shall preciude the parties from negotiating procedures that the
Employer will observe in exercising any authority in carrying out the above rights. Nothing in this agreement precludes
negotiating appropriate arrangements for employees adversely affected by the exercising of the above-mentioned
Employer’s rights.

4.4. Management Officials. Wherever language in this Agreement refers to specific duties and responsibilities of specific
employees or management officials, it is intended only to provide a guide as to how a situation may be handled. It is agreed
that management retains the sole discretion to assign work and to determine who will perform the function discussed.

ARTICLE 5
RIGHTS OF THE ORGANIZATION



5.1. Exclusive Representation. The Organization is the 2xclusive representative of the bargaining unit and is
entitled to act for, and to negotiate agreements covering, all employees in the bargaining unit. The Organization is

responsible for representing the interests of all member: of the bargaining unit it represents without discrimination
and without regard to Organization membership

5.2. Representation — General. An exclusive represer:ative of the local Organization shall be given the
opportunity to be present at any formal discussion betw«2n one or more representatives of the Employer and one
or more employees in the unit or their representatives concerning any grievance or any personnel policies or
practices, or other general conditions of employment. Feference 5 U.S.C 7114 (a) (1).

5.3. Representation during an Examination. An excl :sive representative of the local Organization shall be.given the.
opportunity to be present at any examination of an emp oyee in the unit by a representative of the Employer in connection

with an investigation if the employee reasonably believes that the examination may result in disciplinary action against the
employee and if the employee requests the represente ion.

a. The Employer representative will advise the employee of his right to representation prior to any examination that
may result in disciplinary action.

b. if in the course of an examination the empi-yee makes a request for Organization representation, the Employer
must cease the examination until the represertative arrives or ends the interview.

c. The local Organization representative will e authorized to attend such meetings without charge to leave or loss
of pay.

3.4. Representation — Other than by the Organization. A bargaining unit member is not precluded from being
represented by an attorney or other representative, other than the Organization, of the employees own choosing, or
exercising grievance or appellate rights established "y law, rule or regulation, except in cases of negotiated grievance or
appeal procedure negotiated within this agreement. ‘Vith respect to the negotiated grievance procedure employees have
the right to present grievances on their own behalf (7ot withstanding provisions found in 16.4)

3.5 Officers and Stewards. The Organization shal: supply the Human Resource Office (HRO), in writing on a current basis,
a complete list of all Organization officers and all authorized stewards. No person shall be recognized as an officer or
steward of the Organization unless his/her name ainears on the most recent listing supplied to the Employer. The

Organization will ensure a copy of this list is poster' on all bulletin boards established under authority of Article 5, Section 11
of this agreement.

5.6. Stewards and Area of Responsibility. The « rganization has the right to select up to twenty (20) stewards in addition
to the Chief Steward. The area a steward is respor sible for will be determined by the Organization. A list of the steward

names and areas of responsibility will be providec (o the Human Resource Office (HRO) by the Organization as changes
oCCur.

9.7. Utilization of Workspace. The Employer agees to permit employees who are representatives of the Organization
to utilize a secure desk or filing cabinet within t12ir work area to maintain Organization records. If this interferes with

the mission of the Employer, the Employer will i rovide representatives a secure desk or filing cabinet for this purpose at
a convenient alternative location.

5.8. Distribution System. The Organization wil He permitted use of the agency internal distribution system. This

distribution will not include internal Organizatior Husiness or literature for general distribution to members. The Employer will
not be responsible for any Organization materia: sent through distribution.
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required in order to assure employees are apprised of the rights described in this Article, and that no interference, restraint,
coercion, or discrimination is practices within the activity to encourage or discourage membership in the Organization.

6.2. Right to Meet with Supervisor. The terms of this agreement do not prevent any employee from discussing matters of
personnel concern with his supervisor without using the grievance procedure.

6.3. Right to Join/Not Join the Organization. Nothing in the agreement shall require an employee to become or to remain
a member of a labor organization, or to pay money to the organization. Voluntary, written authorization by a member will be
the basis for payment of dues through payroll deductions.

ARTICLE 7
NEW EMPLOYEE ORIENTATION

7.1 Procedures. The Employer will establish procedures to ensure new bargaining unit employees are counseled on all
aspects of employee employment.

7.2. Orientation. An orientation guide checklist for newly appointed employees will be used to cover all items of which each
new employee should be made aware of.

a. After the employee has been counseled, the employee and the counselor will sign the guide checkiist form and it
will be placed in the employee’s personnel record.

b. Qne of the items in the checklist will be that the Labor Relations Officer is a point of contact, should the employee
desire to know the Organization representative assigned to his/her area. The Employer will provide, upon request, a
copy of the Organization’s contract to all new employees and a current list of union representatives.

7.3. Notification.

a. Notiﬁcation: A letter with the names of new employees will be forwarded to the Organization within one (1) pay
period after the effective date of employment. This will serve as the official nofification of any new hires.

b. The supervisor may allow a reasonable amount of time for the new employee to meet with the Shop Steward.
The Shop Steward will briefly explain the contents, purpose and importance of the agreement.

ARTICLE 8
OFFICIAL TIME ALLOWANCE

8.1. Official Time Entitlement. Employees are entitied to use official time for any purpose permitted by the official time law, i.e. 5
U.S.C. § 7131 and any amendment thereto. The amount of official time to which an employee is entitled is the amount reasonably
necessary to accomplish its purpose. The Employer may delay the start of official time to the extent reasonably necessary to ensure
agency mission accomplishment, but must agree to adjust events for which the official time is needed—to the extent the Employer
controls or influences them and adjustment is reasonably necessary. (For example, if the Employer delays official time needed to
represent an employee who is to be interrogated by the Employer, or needed to prepare for collective bargaining, the Employer also
must agree to delay the interrogation, or the next bargaining session, as appropriate.)

8.2. Procedure. An employee who requests official time will state its purpose and requested timing and duration. The
Employer promptly will grant the request if (a) it is for a purpose permitted by the official time law and (b) the amount
of time requested is reasonably necessary to accomplish the purpose. The Employer may grant the request but delay

the start of the official time, and any related events, to the extent reasonably necessary, as provided in Section 8.1. If
the Employer determines that (a) the request is not for a purpose permitted by the official time law, (b) the amount of

12



5.9 Office Equipment. The Organization will be allowed :ccess to and use of office equipment when available for
representational duties. Use for non-representational purposes will occur only during non-duty time. Consumable
supplies (i.e.: ribbons, ink, paper, etc.) used for non-representational purposes will be replaced by the Organization at
the Organization’s expense, to the extent the consumption is significant and reasonably capable of determination.

5.10. Bulletin boards.

a. A minimum of twelve (12) square feet will be designated for bulletin boards in major work areas, where more than
three (3) bargaining unit members are employec for the display of Organization literature, correspondence, and
notices. The Organization agrees that items posted will not violate any law or contain scurrilous or defamatory
material. Material found to be in violation of this rrovision will be promptly removed. It is the responsibility of the
Organization to keep bulletin boards neat and orderly. Organization officials or their designated representatives are

the only authorized personnel to post or remove material on the bulletin board areas designated for Organization
use.

b. Annually and upon request, representatives f:om the Employer and the Organization will confirm the actual

location of the Organization bulletin boards. The bulletin boards will not be moved without prior notice and
agreement of both parties.

5.11. Meeting Rooms

During normal duty hours, the Organization is entitled to us: Employer meeting rooms, when available, for representational purposes.
When the Organization desires meeting rooms for the purpose of conducting general membership meetings or other non-
representational purposes, the Employer will provide available space when it can be provided without any additional cost other than
normal utilities, and when it will not create a need for additicrial security personnel. The Organization will submit all requests for the use

of meeting rooms to the Employer or his designated representatives as soon as possible before the date of the meeting, to include the
date, time and facilities desired.

5.13. Office Space.

a. The Employer agrees to provide two separaie office spaces, one in the Phoenix / Papago area and one in the
Marana / Silverbell Heliport area. These offices will be environmentally controlled with heating, ventilation and air

conditioning (HVAC), and accessible at the Crganization’s discretion. The entry door will remain consistent with
FMO locksets throughout the state.

b. The Employer agrees to allow the Organizztion to erect a sign outside of the location that meets Facility

Maintenance Office (FMO) standards. The Crganization agrees to pay for any cost incurred to the Employer for
phone service. '

ARTICLE 6
RIGHTS OF EMPLOYEES

6.1. General. The Employer and the Organization acree the employees shall have and shall be protected in the exercise of
the right, freely and without fear of penalty of reprisa! to form, join or assist that Organization or to refrain from any such
activity. The freedom of employees to assist the Organization shall be recognized as extending to participation in the
management of and acting for the Organization in the: capacity of any Organization representative, including presentation of
its views to officials of the executive branch, the Corigress, or other appropriate authority. This agreement does not
authorize participation in the management of a laber organization, or acting as a representative of such an organization by a
supervisory or an employee when the participation or activity would be incompatible with law or with the officials’ duties of
the employee. The Employer shall take such actior consistent with law or with directives from higher authority, as may be
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time requested is not reasonably necessary to accomplish the purpose, or (c) delay of the start is reasgnably necessary,
the Employer must state in writing the facts and reasons on which the determination is based. The written state'mer-\t
must be provided contemporaneously with, or within a reasonable time after, the determination. If the determination
delays the start, the Employer will state the approved start time, with supporting facts and reasons. If the
determination disapproves the amount of time, the Employer will state the amount deemed reasonably necessary, with
supporting facts and reasons.

8.3. Examples of Permissible Purposes for Official Time. Examples of purposes for which official time is permitted
include, but are not necessarily limited to, investigation, discussion, research of subjects, and drafting of documents
relevant to representational functions or other matters covered by 5 U.S.C. Chapter 71; preparation for and attendance
at meetings, investigations, or hearings in connection with these matters; and travel to and from locations where these
functions or matters occur or are performed. Representational functions and other matters covered by 5 U.S.C. Chapter
71 include, but are not necessarily limited to, actual or contemplated collective bargaining, grievances, arbitration cases,
impasse proceedings, or other matters within the jurisdiction of the Federal Labor Relations Authority; pre-decisional
involvement under Executive Order 13522; training in labor or personnel law or processes, or other representational
subjects; and presenting views of the Labor Organization to agency or other executive branch officials, Congress, or
other appropriate authorities to the extent not prohibited by law

8.4. Wear of Military Uniform Not Required on Official Time When on official time, employees are not required to wear

military uniforms. When official time is granted, it will include time reasonably necessary to change out of and back into
military uniforms. .

8.5 Meetings Scheduled by Employer after Normal Duty Hours. When meetings for purposes for which

employees are entitled to official time are scheduled by the Employer to occur after normal duty hours, the Employer
will change the duty hours of the employees to include the meeting time, so that but for grant of official time the
employees would be in duty status. Employees will be granted official time for the meeting and the duty hours added by
the change will count in determining employees’ entitlement to compensatory time. Employer agrees that to the

greatest extent possible, official time will be scheduled during normal duty hours and the Organization will make
employee representatives available during these times.

8.6. Time Accountability. Time accountability will be kept on the agency approved STARC AZ Form 690-2, dated 10 Dec

2014. The form will be generated by the representative and presented to the supervisor for annotation on the time and
attendance report at the conclusion of the official time.

8.7 Labor Organizational Training. The Organization will be administratively excused by HRO, upon receipt of training
agenda and projected attendance list. Training agendas and projected attendance lists will be submitted by the
Organization to HRO no later than two weeks prior to the start of training. The purpose of this time is to allow these

employees to attend Organization — sponsored training that is of mutual concern to the Organization and Employer, and
in the best interest of the government for the employee to attend.

ARTICLE 9
TRAINING

9.1. Employer Commitment to Training. It is necessary and desirable in the public interest that education, self-
improvement and self-training by employees be supplemented and extended by Employer sponsored programs. Such
training of employees in the performance of official duties and the development of skills, knowledge and abilities will best
qualify them for the performance of official duties. The Employer agrees that all employees who are required to be skilled in
their work or trade will be provided opportunity to learn new ideas and methods related to assigned duties, as necessary,
and to consider recommendations from the Organization.
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9.2 FinancMnd Leave Loss to Employees. The Em;:loyer wil strive to ensure that the employee will not incur a
financial or leave loss when directed to attend training.

ARTICLE 10
EQUAL EMPLCYMENT OPPORTUNITY

10.1. General. The Employer and the Organization agr=2 to cooperate on providing equal employment opportunity for all
employees, regardless of sex, race, religion, color, natical origin and age, and to ensure that all personnel programs,
procedures and assignments are free of prohibited discriminatory practices. This section does not apply to dual-status
positions subject to specifically exempted military requiraments such as age and gender.

10.2. Equal Opportunity. The Employer will provide orportunity and promotion and advancement for all employees,
competitive and excepted, in accordance with PL 92-2°1.

10.3. EEO Counselors. The Employer agrees to appcint and train, in accordance with applicable regulations, the number of
Equal Employment Opportunity counselors required b the National Guard Bureau.

10.4. Employee Assistance Program (EAP). Althouch particular emphasis will be given to those technicians with health
problems related to drug abuse and alcohol abuse th-: may affect a technician's work performance, nothing in this contract
shall prohibit a technician from receiving assistance nder this program for other personal problems, such as financial
difficulties, legal, family or other problems, that may =fect job performance. EAP coordinator also responsible for providing
advice, assistance and training to commanders, managers, and supervisors on effective use and participation in the
program; ensuring their understanding of the proced: res for dealing with technicians with alcohol or drug problems and the
benefits derived from successful rehabilitation (per c:irrent reference TPR 792 dated 8 February 2011).

ARTICLE 11
HOURS OF WORK

11.1. Normal Workday. The normal workday shall e eight (8) hours. The normal workweek will be Monday through Friday.
The basic forty (40) hour work week will normally consist of five (5) consecutive eight (8) hour workdays, except for those
employees whose services are determined by the ~ mployer to require a different tour of duty. An Alternate Work Schedule
(AWS), which compresses the 80-hour pay period requirements into iess than ten (10) days, is a viable alternative.
Workweek requirements will be established consisrent with the mission.

11.2. Notification of Work Schedules. The Empioyer recognizes the requirement to negotiate with the Organization
regarding the changing of work schedules of employees. However, the Employer retains the right to unilaterally change the
work schedules of up to, but not more than, two (7 employees at any shop or activity, without | & | Bargaining. The
Employer will make reasonable effort to give fourteen (14) days notice of a change in the work schedule.

a. Changes to the normal work schedule will be approved through management channels. The Employer agrees to

negotiate the change of work schedules vhen three (3) or more bargaining unit members are affected, prior to
impiementing the change.

b. Work schedules may be temporarily ~hanged on short hotice as the mission dictates.
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c. For the terms of this contract and attachments, the term ‘Working Days' will count Monday through Friday, not
counting federal holidays, no changes for flex or alternative schedules unless otherwise stated. The term ‘Days’ will
be understood as calendar days unless otherwise stated.

11.3. Core Work Hours.

a. The core work hours scheduled for all bargaining unit (BU) employees are 0700-1600.
Employees performing shift operations will not be affected by the core hours.

b. Supervisors will have the flexibility to schedule the hours their employees work, so long as the core hours (0700-
1600) are included in the workday and the employees work a full scheduled day. Exceptions can be negotiated
between supervisors and employees on a case by case basis. The purpose of this flexibility is to let employees
make arrangements for childcare, transportation, school, etc. When possible the employees will schedule non-work
activities (as stated above); to prevent conflicts with their normal work schedule. Supervisors may refuse to
accommodate the employee when the mission requirements cannot be accomplished without his/her presence.
Ref. letter: | & | Bargaining of Compressed Work Schedule, dated 7 February 1994.

11.4. Physical Fitness Training

a. All bargaining unit members (technicians) will be afforded an opportunity to participate in the physical fitness
training program during duty hours.

b. All Bargaining Unit members (technicians) are authorized up to one (1) hour of duty time each day on three (3)
different workdays per week.

c. On any given day it is the management's right to cancel physical fitness training on that day based on mission
requirements.

d. Any physical fitness training program performed outdoofs on a DEMA/AZNG installation is to be performed using
a buddy or group system when the temperature is greater than 100°F degree Fahrenheit.

e. Physical fitness training may be conducted in APFT uniform or appropriate civilian workout attire.
f. The program must start or finish at the workplace location.

g. The location and type of physical fitness must be communicated to the supervisor (written authorization required
if using off base facilities).

ARTICLE 12
ASSIGNMENT OF WORK

12.1. Other Duties as Assigned.

a. Employees should not be required to perform duties unrelated to their primary employment except as required by
special circumstances. The employer and the Organization agree that the cleanup of employees’ immediate work
area and general facility cleanup, where janitor service is not available, are appropriate as other duties as assigned.
When an employee is assigned to recurring unrelated duties, an HRO Form 904-20 will be initiated to document
these assignments.
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b. The term “other duties as assigned” as part of *he position description is defined to mean, reasonably related
duties to the job/position, and should be of the same level and classification that the individual is currently graded.
This does not preciude management from assigiing unrelated additional duties. If unrelated duties are assigned on
a routine basis, the position description should b+ amended to include such. Work assignments shall not be in
violation of prohibited personnel practices or an' relevant law, rule, regulation or this agreement. Supervisors
should avoid insofar as possible assigning additional or incidental duties to employees, which are inappropriate to

their positions and qualifications. However, an employee refusal to carry out legitimate work assignments may be
cause for disciplinary action.

c. Employees assigned to duties requiring spec:‘ic fraining or certification will be provided adequate formal training
or paired with a trained or certified employee and adequately cross-trained prior to being graded or evaluated on
assigned work {e.g. Aircraft transmission techri-ian assigned to assist in hydraulics shop). Management will
implement adequate quality control measures ' check work performed while cross-training.

d. Supervisory duties will not be assigned to b:rgdining unit members without being recorded on an SF-52. The
senior technician in an area may be assigned '=adership duties necessary to continue operations (e.g. assigning
work, setting priorities, scheduling, etc) but m=y not perform supervisory duties (e.g. approving leave, grading or

evaluating employees, counseling or disciplinary action), these responsibilities will fall on the next supervisor in the
management chain

12.2. Details.

a. A detail is the temporary assignment of ar 2mployee to a different position for a specified period, with the
employee returning to his or her regular duties at the end of the detail.

b. Details for over 120 days that are made to a higher grade position or to a position with known promotion potential
must be made under competitive promotion :rocedures as set forth in the Merit Placement Plan. Competition may
be held from the onset if management feels 'hat the position will be filled permanently.

¢. Details of more than 30 calendar days wil' be recorded on SF52, and a copy filed in the official personnel folder
(OPF). Details for periods less than 30 caledar days, but more than one pay period, will be recorded on a SF 52
with one copy for the employee and one copy to be filed in his/her OPF, at the request of the employee.

d. Where possible, qualified volunteers for ‘ietails will be sought and used before non-volunteers are assigned.

12.3 Seniority (within series and grade):

A. Seniority will be used to fill crew or shift vacancies. Positions should be offered to most senior qualified
technician first. If no volunteers are found crew or shift vacancy will be assigned to the least senior first.

b. Crews and shifts will be bid using senic ity at least every 6 months or when a crew changes are required.
C. Employer will post a list of the position: that need to be filled on each crew and/or shift.

d. Management will post a seniority list in each facility based on grade, seniority and job title for every non-
supervisory technician. The table may be in list or flow chart format as long as it is clearly understood by the
employees within that work area. This lis! will be used to form an equitable plan for work assignment, shift

assignments, compensatory time, trainirn opportunities, and temporary promotions. This does not preclude
management’s right to assign work or tc have employees compete for assignments. Work areas with three
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technicians or less may provide this information to employees in writing, areas with four technicians or more will
post the seniority list in a common area.

ARTICLE 13
SAFETY / HEALTH

13.1 Employer and Organization Responsibility. The Employer will make every reasonable effort to provide and maintain
safety equipment and safe working conditions. The Organization will co-operate to that end and encourage the employees
to work in a safe manner IAW government directives and regulations.

13.2. Employee Responsibility. Each individual has a primary responsibility for his/ner own safety and an obligation to
know and observe safety rules. These practices are for the protection of each individual and his/her fellow employees, and
for the conservation of valuable (often irreplaceable) resources and equipment. Employees are responsible to appropriately

utilize personal protective equipment (PPE) or be subject to disciplinary action consistent with laws and regulations and this
agreement. .

13.3. Standard for Safe Performance of Work. Management agrees to take reasonable precautions to ensure employee
safety prior to assigning duties that directly or indirectly threaten the health, safety and/or welfare of the employee.

Management agrees to provide briefings, instructions, fraining, or schooling, safety precautions, devices and PPE required
by the TM, SOP, and standard shop practices whenever possible.

13.4. Safety Committees.

a. Each activity / shop will meet safety committee requirements IAW appropriate safety ruies and regulations.
b. The Organization will nominate, for appointment by the Employer, employees from within the bargaining unit to

serve as members of safety committees when established. At least fifty (50%) percent of the activity/shop safety
committee will be made up of bargaining unit members.

c. The names of personnel serving on local safety committees will be published and posted on appropriate bulletin
boards.

d. Bargaining unit members on safety committees should be trained for their additional duties. They will be notified
as to the availability of safety schools and, when such schools become available, will be allotted space for
attendance at these schools.

e. The State Safety Council will have at least one member nominated by the Organization.

13.5. Safety Inspections.

a. The Employer agrees that a bargaining unit member designated by the Organization be provided the opportunity
to be present on official time as an observer during:

1. Any safety inspection or survey conducted by OSHA.
17



2. Any safety or building inspection con ‘ucted by a state or municipal fire marshal or building inspector.

3. Any safety inspection conducted by 11ie State Safety Officer.

b. The supervisor of each activity agrees to noti'y an Organization representative of the date and time of the above
safety inspections as soon as they are known. ' he results of safety inspections will be posted to the appropriate
safety bulletin board. Copies, if requested, of s=fety inspections will be provided to the Organization representative.

13.6. Personal Protective Equipment (PPE).

a. The Employer and the Organization agree t:: promote the use of PPE by employees.
b. Required PPE needed before a position or ‘2sk will be provided to the employee before work begins.

c. The Employer agrees to provide PPE at no -ost to the employee. Unserviceable PPE will be replaced on a direct
exchange basis or put on order (and annotate! that this is a safety item).

d. Each shop or facility in accordance with apolicable rules and regulations will maintain adequate supplies of PPE.

e. Prescription safety eyewear will be made « sailable at no cost to the employee. The employee at their own
personal expense to the Employer will submi' a current prescription. The employee will have an option of clear or
tinted lenses. The employee will furnish curr=nt eyeglass prescriptions and new prescriptions as his/her vision
changes. All issued safety glasses broken or the job will be replaced at no cost to the technician.

f. Supervisors will ensure required PPE is ir :ompliance with local SOP, govemment wide rules and OSHA
regulations.

g. The following items will be issued to full-ime technicians required to work outdoors in cold climate areas, which
include Flagstaff, Prescott, Kingman, Show '.ow, Payson and Sierra Vista.

NOMENCLATURE SOURCE QUANTITY
Gloves, Insulated Black PICIF | Pair
Coveralls, Dark Green Insulated 'P CIF | Pair
Boots, Insulated w/Safety Toe /P CIF | Pair
Parka, Extreme Cold Weather /P CIF | Each
Liner, Extreme Cold Weather P CIF | Each
Trousers, Extreme Cold Weather IP CIF | Each

h. The items listed below will be issued tc all full-time technicians required to work outdoors in the performance of
their duties, upon request from the emplcee.

NOMENCLATURE sOURCE QUANTITY
Parka, Wet Weather GIF | Each
Trousers, Wet Weather CIF | Each
Overshoes CIF | Each
Boonie Hat CIF | Each
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i. The Employer will establish a Personal Protective Clothing and Equipment (PPC&E) file on each employee. It will
contain the record of all PPC&E items issued to the employee for the performance of his/her duties. Personal
Protective Clothing and Equipment hand-receipted for use in the employee’s position will be recouped upon transfer
or termination.

13.7. Hazardous Work Situations. All applicable safety directives and regulations shall be followed in the performance of
an employee’s duties. All employees and supervisors will address any safety violations in the workplace immediately.

a. Imminent danger is defined as any condition where there is reasonable certainty that a danger exists that can be
expected to cause death or serious bodily harm immediately or before the danger can be eliminated by redress
through normal hazard reporting and abatement procedures.

b. When it is determined that an imminent danger exists, employees will not be required to subject themselves to
such danger. The employee may refuse to work if imminent danger exists and this refusal will not subject the

technician to punitive or disciplinary action, unless the refusal can be conclusively proven to have been made under
false pretenses.

c. An employee may refuse to perform a task when both of the following criteria are met:
(1)There is reasonable belief that there exists an imminent risk of life or serious bodily harm and;

(2)There is sufficient time for the individual to have the situation resolved by any method other than refusing
to perform the task.

d. The Employer recognizes that in some circumstances, the interruption of utility services such as water, electricity,
and heating, ventilation, air-conditioning (HVAC), can violate OSHA and other safety regulations and place
employees at increased risk of injury. The Employer agrees to abate or correct any safety violation, hazard or
increased risk of injury to employees, and make every effort to provide advance notice to the Organization and
employees, when such interruption is planned and foreseen. When unforeseen utility interruption occurs, the
Employer will inform an Organization representative as soon as possible. Examples include but are not limited to:

(1) Not performing work on batteries when deluge shower and eye wash stations are inoperative when
water service is interrupted.

(2) Providing alternative sources of heating, ventilation, and air conditioning (HVAC) when service is
inoperable.

(3) Providing alternative sources of drinking water when water service is interrupted.
(4) Limiting refueling operations when shower and/or fire suppression is inoperable.

13.8. Extreme Temperature / Work Situations. The Employer and the Organization mutually recognize the hazards of
working in extreme temperatures, while at the same time, acknowledge the necessity for accomplishing certain tasks to
varying extent even in the most extreme temperatures. The Organization acknowledges that it is the responsibility of each
employee to ensure the adequacy of personal clothing worn to make full and proper use of all such protective equipment
prior to working in extreme temperatures.

a. The Employer acknowledges that there are certain extremes of temperature and weather beyond which
employees are incapable of performing sustained work. Employees will not be required to work in extreme
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temperature situations for extended periods of i 1e without reasonable relief away from the extreme temperature
situation. Follow guidance for work rest cycles fcund in FM 21-10.

b. 1fhe employee wili communicate concemns to e supervisor in order for the supervisor to determine what these
periods will be. Any dispute will utilize the hazaifous work situation reporting procedure in Section 7.

c. The employer agrees to provide environmen' i control measures sufficient to mitigate extreme temperatures

where central cooling or heating is not installec or insufficient to maintain a safe working environment. As a general
guideline, one cooler or heater should be avail:ble for every two work bays.

13.9. Contaminated Clothing. When an employee's ¢ othing has become impregnated with fuels, and or other

contaminants, which may endanger the employee or ¢'=ate a hazard, the employee will be required to change into fresh
clothing. ‘

13.10. Health Examinations. Upon request, the Empiyer agrees to provide to the Organization a list of all required heaith
examinations, hearing tests, pulmonary studies, or ev-'uations required by law, regulation or policy for all bargaining unit
members. Upon request, the Employer aiso agrees tc :nform the organization with test schedule status of bargaining unit
members. A written copy of the test results will be provided to each member.

13.11. Injuries to Employees. Employees shall imm:diately report job connected injuries or illness to their supervisor. It is
the responsibility of the supervisor, along with the emioloyee, to ensure that the proper procedures are followed and that all
necessary forms and notices are completed. Emplov«es with serious injuries will be treated first, followed by the necessary

paperwork. Employees will be fully advised by the E nployer as to his/her rights and obligations under the Employee Federal
Compensation Act.

13.12. Light Duty.

a. Definition: Light duty is defined as medic: restrictions due to non-job-related injury or illness. Assignment to light

duty is considered temporary when the emr loyee is in the recovery process from an injury or in the recuperating
process from illness.

b. When an employee is released to returr to work in a temporary light duty status by a medical professional, the
employee will submit a completed Medica' =valuation / Light Duty request form, CA-17 Rev. Jan. 1997 (see
Appendix 3), fo the immediate supervisor ‘or consideration of light duty assignment.

¢. The Employer agrees to make every re::sonable effort to provide suitable temporary light duty work, which the
employee is qualified to perform, under t following circumstances:

(1) Work is available.

(2) The work provided will not prasent undue risk of liability to the Employer or hazard to. other employees.

d. The employee will provide the superv:sor with an updated medical evaluation / light duty request form not later
than the next scheduled medical evalug' on.

13.13. Smoking in the Workplace. Smoking ar 1 tobacco use is governed by Federal Law. The Organization and its
members will comply with AR 600-63, and all Department of Defense Directives regarding smoking and tobacco use.

Smoking cessation assistance information and 'raining will be made available through the Employer to employee via
Employee Assistance Program (EAP).
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13.15. Personal Hygiene. The Employer agrees to provide and maintain adequate facilities and supplies for personnel to
perform personal hygiene in accordance with OSHA regulations and accepted industry practice. At a minimum, this will
include hot and cold running water, hand soap, and paper towels or other means for employees to dry their hands.

Employees who perform maintenance or industrial duties will also have available to them waterless-type hand cleaner and
be provided with securable lockers adequate to store PPE and uniforms required in the performance of their assigned
duties.

13.16. Sanitation and Health Standards of Facilities.

a. In accordance with applicable health, safety and government regulations, the Employer agrees to maintain its
facilities in a hygienic manner. At a minimum this includes:

(1) Indoor work place temperatures will be maintained within the range specified by industry standards.
(2) Lighting adequate to perform the work required of employees.

(3) Adequate supplies of hot and cold running water, toilet paper, soap, and paper towels to perform
personal hygiene required during the work day (i.e., hand washing after use of toilets and after exposure to
harmful chemicals). Alternative technologies that substitute for paper towels are allowed.

(4) Adequate ventilation of work, office, showers and rests rooms.

(5) A supply of drinking water at the work facility or site for all personnel, adequate for the days-planned
duration and activities.

(6) Any building will comply with OSHA requirements for rest room facilities.

b. With the exception of emergencies, the Employer agrees to provide advance nofice to the Organization and
affected employees when construction or required repairs affect or impact the minimum hygiene standards agreed
to in section 1, and / or disables required safety devices / measures or otherwise affects conditions of employment.
The length of notice shall be adequate to allow for bargaining on the issue before the construction / repairs begin.

When emergencies occur, the Employer agrees to notify the Organization and affected employees as soon as
possible.

13.17. Hazardous Material and Emergency Responses.
a. Incidental Spill: Defined as a chemical or a substance that is either spilled punctured or released from its source
container and the chemical release is not identified as dangerous or toxic. The amount of chemical released is no
larger than one gallon and only requires minimal amount of Personal Protective Equipment (PPE) to be cleaned up.

Note: Minimal PPE is considered the following: chemical goggles and non-permeable gloves.

ARTICLE 14
LEAVE

14.1 Leave and Excused Absences. All leave is governed pursuant to TPR 630, dated August 27", 2010
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a. Sick Leave. An agency may grant sici leave only when the need for sick leave is supported
by administratively acceptable evidence An agency may consider an employee's self-
certification as to the reason for his or her absence as administratively acceptable evidence,
regardless of the duration of the absence. An agency may also require a medical certificate or
other administratively acceptable evide ce as to the reason for an absence for any of the

purposes described in § 630.401(a) for an absence in excess of 3 workdays, or for a lesser
period when the agency determines it i: necessary.

14.2. Compensatory Time. All Compensatory Time is >verned by TPR 630 Chapter11.

14.3. Furlough. All Furlough time is governed by TPR 15, Chapter 3-7 and TPR 300(351).

14.4. Standby / On-Call Status.

a. Definition: 5 CFR 551.431 distinguishes standby status (paid) from on-call status (non-paid) based on the extent
to which an employee's freedom of movemen' and activity are restricted and not whether the employee is required
or permitted to carry an electronic paging dev:ce or Cellular phone which is provided by the employer.

b. Employees may be assigned to an on-call -iatus and will be allowed to provide the Employer a phone number

where they can be contacted or employees may be provided use an electronic paging device or portable telephone
for the duration of the duty placing them in thzt status.

c. Itis understood that employees in an on-c:ll status shall not have their travel nor their personal activities
restricted so long as:

(1) They remain within the range of ne electronic paging device.
(2) They remain in a state of readirss to perform work.

(3) They make arrangements suct ‘hat any work, which may arise during the on-call period, can be
directed by the appropriate personis).

(4) Employees who are required tc respond to a call and perform work shall receive compensatory time of
at least two (2) hours.

. ARTICLE 15
PERFC'RMANCE MANAGEMENT

15.1. Responsibilities. Management and the lab: r organization recognized the vital nature of the performance evaluation
process to the entire bargaining unit work force. The performance evaluation system will be IAW TPR 430 and this
Agreement. The effectiveness of the performar e evaluation system is a combined responsibility of each employee and
their supervisor. Performance standards shall be -quitable, objective and reasonably related to the duties set forth in t.he
position description. Supervisors will, to the gre:test extent possible, establish identical critical elements ( job objectives)
for employees with the same PD and performin; the same duties IAW 430 table 2-1, supervisors will define measurable
requirements to achieve each level of critical el-ment ratings (outstanding (5) through unacceptable (1)).

15.2 The times spent away from the assigned j. » by union representatives in the performance of their represen_tation
duties should not be taken into account when 2: complishing a performance appraisal.” The performance appraisal should
be based only on the performance of their offic:ally assigned work.

ARTICLE 16
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GRIEVANCE PROCEDURES

16.1. Grievance Procedures. The Employer and the Organization agree that the negotiated procedure is the exclusive
procedure available to the Organization and the employee(s) in the bargaining unit for processing of any grievance.

16.2. Grievance Definition.

a. Any complaint by any bargaining unit member conceming any matter relating to the employment of the
employee.

. b. Any complaint by the Organization concerning any matter relating to the employment of any bargaining unit
member.

c. Any complaint by any bargaining unit member, the Organization, or Employer concemning,
(1) The effect of interpretation or a claim of breach of collective bargaining agreement or;

(2) Any clamed violation, misinterpretation or misapplication of any law, rule or regulation affecting
conditions of employment. -

d. Technician grievance coverége, as outlined herein, does NOT apply to:

(1) Any claimed violation to subchapter Il of Chapter 73 of Title 5, United States Code
(relating to prohibited political activities):;

(2) Retirement, life insurance or health insurance;

(3) A suspension or removal under Title 5 U.S.C. section 7532 of this title (in the interest of Natiorial
Security)

(4) Any examination, certification or appointment;
(5) Action based on classification or job degrading determination that does not resuit in reduction in grade
or pay of any employee. Statutory classification appeals’ procedures will be the resolution method used for

the classification action. For GS employees, TPR 500(511.6) for WG employees TPR 532-1 are the
applicable references;

(6) Individual performance appraisals being appealed to the Adjutant General.
(7) A filed EEO complaint;
(8) A final decision made by the Adjutant General pursuant to the provisions of 32 USC 709(f).

16.3. Grievance Representation. The Organization is the exclusive representative for itself and any member(s) in the
presentation and processing of any grievance.
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16.4. Employees Right to Grieve Without Representation. Each employee is authorized to present a grievance without
representative or through a non-organization representz!ive, but in so doing an exclusive Organization representative, is
ensured the right to be present during the grievance prcceedings and processing. The employer and the organization

encourage the resolution of problems, at the lowest leve! before becoming formal; The Organization representative may be
present during such verbal meetings.

16.5. Procedure — Employee Grievance. If a settlement cannot verbally be agreed to, the following procedure will be used:

Step 1. The grievance will be prepared in writing or eltronic format, using the agreed form, STARC AZ Form 690-1, dated
10 July 2011 (see Appendix 1), not later than thirty (30" calendar days after the grievance took place or thirty (30) days after
oral discussion over the grievance with the supervisor 's concluded, whichever is later. The grievance will be presented to
the appropriate supervisor, through HRO. The grievar: ¢ and the supporting information should be discussed with the
supervisor. The supervisor will provide a determinatic: - of settlement to the individual and the Organization, in writing, within
ten (10) working days from the date the grievance is rceived by HRO.

Step 2. If the grieved individual is still dissatisfied, the individual may appeal to the Chief of Staff, through HRO with'in ten
(10) working days. The Chief of Staff will provide his ecision, in writing, to the grieved individual and the Organization,
within ten (10) working days from the date the griever ce is received by HRO.

Step 3. If the aggrieved individual is still dissatisfied ‘he individual may appeal to the Adjutant Génerai, through HRO, within
ten (10) working days. The Adjutant General will provide his decision in writing to the grieved individual and the
Organization, within ten (10) working days from the ‘late the grievance is received by HRO.

16.6. Official Time. A reasonable amount of officia: ime will be afforded in accordance with Article 8 for:

a. To the employee to discuss, informally, «ith his/her first line supervisor and/or Organization representative, any
dissatisfaction the employee might have.

b. To an Organization representative to dis-uss informally or formally with the appropriate Employer official any
complaint the Organization may have con-2ming matters under this agreement.

c. To the employee and the designated Q:(janization representative for preparing and presenting the grievance.
16.7. Right to information. Upon written request -ind subject to law, rule or regulation, Employer will supply the

Organization with all investigation reports, and/or locuments used in the original action when denying a grievance. This is to

ensure the Organization has all the necessary inf- rmation for a determination to invoke or not invoke the provisions of the
arbitration article.

16.8. Procedure — Organization Grievance.

a. Organization initiated grievances will :ame the Chief of Staff as the respondent. The Organization agrees to
consider an attempt to informally resolve: the grievance at an appropriate level prior to formal presentation.

Grievance will normally be filled within «ixty (60) days after the facts leading up to the grievance become known to
the Organization. -

b. The following procedures will be use: for all Organization grievances:
24



Step 1: The grievance will be prepared in writing and submitted to the Chief of Staff through HRO. The event_(s)
leading to the grievance will be discussed with the Chief of Staff at a mutually acceptable time before the Chief of
Staff provides a decision. The Chief of Staff will provide a decision, in writing, within ten (10) working days, to the
Organization President or his designated representative.

Step 2: If the Organization is dissatisfied with the decision of the Chief of Staff, an appeal will be forwarded to the
Adjutant General within-ten (10) working days. The Organization will be provided a decision within ten (10) working
days. If the Adjutant General does not sustain the grievance, a reason, in writing, will be forwarded to the
Organization.

16.9. Extension of Time Limits. The above mentioned time limits can be extended by mutual agreement, in writing.

: ARTICLE 17
GRIEVANCE ARBITRATION

17.1. Invoking Arbitration. Arbitration will only be used to settle unresolved grievances arising under the grievance
procedure in Article 16. Only the Employer or the Organization may invoke arbitration. The decision to refer the grievance to
arbitration must be submitted to the other party within fifteen (15) workdays from the date of final decision on the grievance.
The Organization has the option to invoke arbitration on behalf of an employee, but will honor a written request for
termination of the proceedings by the employee(s) concemed

17.2: Rgguestinn A‘r'bit‘ration. The party requesting the services of an arbitrator will submit a request to the Federal
Mediation and Conciliation Service (FMCS) for a listing of seven available arbitrators, preferably from within the State, and
concurrently serve the other party with a copy of the request and all enclosures.

17.3. Selection of an Arbitrator. The parties shall meet within seven (7) workdays after receipt of the arbitrator list. If the
parties cannot mutually agree upon one of the listed arbitrators, a toss of a coin will determine which party will be selected
to strike a name from the list first, with each party altemately striking a name, until only one name remains. The remaining
arbitrator will be contacted to hear the grievance.

17.4. Non-Participation by Either Party. If for any reason either party refuses to participate in the selection of an arbitrator,
the Federal Mediation and Conciliation Service (FMCS) shall be empowered to make a directed designation of an arbitrator
to hear the case.

17.5. Cost of Arbitration. The total cost of arbitration, to include arbitration's fee, travel, per diem, to include recording and
transcript services, and any cost's incidental thereto, shall be shared fifty-fifty (50-50) by both parties. Any expenses
incurred in providing necessary or desired witnesses shall be borne solely by the requesting party. Attorney fees may only
be granted under the provisions of Title VII of the Civil Service Reform Act.

17.6. Filing of Briefs. Either party may file pre- and post-hearing briefs under the ime requirements set by the arbitrator.
The arbitrator's decision is binding and will be implemented as soon as practicable, but not later than thirty (30) workdays
after receipt, unless exceptions to the arbitrator's decision are filed with the FLRA (and/or the decision is contrary to law,
regulation or appropriate authority of Public Law 95-454). Either party may request clarification of the award. A copy of such
request will be served to the other party.

17.7. Arbitrator’s Rendering of Decision. The arbitrator will be asked to render his/her decision as soon as possible.

17.8. Exceptions to Arbitrator’'s Decision. Either party may file exceptions to an arbitrator's award with the Federal Labor
elations Authority (FLRS), under regulations prescribed by the Authority.
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17.9. Matter Appropriate for Arbitration. Only those m=tters, which are grievable under the grievance procedure Article
16, of this agreement, will be subject to arbitration.

17.10. Stipulation of Issue. Upon selection of an arbitr=ior, the Employer and the Organization will meet and attempt to
stipulate as to the issue to be submitted to the arbitrator  The question may be no broader in scope that the issue to be
submitted to the arbitrator. The question may be no bro-der in scope than the issue presented at the grievance state. If the
parties cannot agree, they will each submit to the arbitr:‘or the issue they feel should be decided by the arbitrator at least
seven (7) workdays in advance of the hearing, furnishir:. a copy of the submission to the other party.

17.11. Scope of Arbitration. The scope of arbitration will be limited to the interpretation and application of the terms and
provisions of the written Agreement {and application of agency or activity regulations).

a. An Arbitration award concerning a matter that under 32 USC 709(f) cannot be appealed beyond the Adjutant
General will be advisory, not binding, and will e presented to the Adjutant General as a recommendation.

b. The jurisdiction and authority of the arbitrat- r is limited and confined exclusively fo the interpretation of the
process and application of the expressed pro:sion(s) of this Agreement, laws, and the application of agency or
activity regulations at issue between the parties. The arbitrator will have no authority to add to, subtract from, alter,
amend or modify any provisions of this Agree nent, or publish agency or activity policies and regulations. The
interpretation placed on any agency regulatic by the head of the agency or his designee will be binding on the
arbitrator who may not impose his interpretaron of the Office of Personnel Management or agency regulations.

policies, or laws upon the parties, but will be ‘imited to the application of such regulations, policies, or laws by the
activity.

17.12. Arbitration Without a Hearing. Where the | irfies mutually agree to arbitration without a hearing, a written
stipulation of facts to the arbitrator will be used. In th's case, all facts, data, documentation, positions, etc., will be jointly
submitted to the arbitrator with a request for a decision, based on the facts presented, within twenty (20) workdays after
selection of the arbitrator. Costs of expedited arbitr-tion will be shared equally by the parties. The arbitrator will render
his/her award within thirty (30) calendar days follov- g receipt of the written stipulations.

ARTICLE 18
C'JES WITHHOLDING

18.1. General. Dues withholding will be extended o the Organization throughout the period that ACT, Inc., Arizona Chapter
61 remains the official representative of the bargaining unit.

18.2. Employee Eligible. Employees eligible for -'ues withholding are those members of the Organization in good standing

who are employed in the bargaining unit and whe:e net salary, after legally required deductions, is regularly sufficient to
cover the amount of the authorized allotment.

18.3. Definition. Dues are defined as the regula: periodic amount required to maintain a member in good standing with the
bargaining unit, but shall not include such items s initiation fees, special assessments, finds and similar items.
Deduction(s) may be made to allow for an Orgai: zation-sponsored health program.

18.4. Organization Responsibilities. In applic-tion of the allotment arrangements, the Organization shall be responsible
for:

a. Providing Standard Form 1187, "Request and Authorization for Voluntary Allotment of Compensation for payment
of Employee Organization Dues”
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b. Educating eligible employees as to the program for allotment of dues, its voluntary nature, and the availability
and uses of the required form, SF 1187.

c. Informing employees, when requested, as to the procedure in revoking allotments, emphasizing that the effective
date of the revocation is the standard annual annlversary date (See Section 7) provided the allotment has been in
effect at least one year.

d. Employee will fill out SF 1187, and turn it in to an Organization representative, i.e., Steward, for forwarding to
labor Management Relations (LMR) Office.

e. The Organization will review and certify Section A of SF 1187. The Organization will then forward the completed
SF 1187 to the LMR Office. (Note: The SF 1187 may be submitted at any time.)

18.5. Employer Responsibilities. The Employer shall be responsible for informing employees that:

a. Allotment deductions will take effect during the first pay period beginning after the allotment form, properly
completed, signed, and certified, as been received in the payroll office.

b. An employee may submit a Standard Form 1188, Dues Revocation, in accordance with AR 37-105, Sec 741. The
form may be filed as follows:

(1) New member employees may submit a SF 1188 within two pay periods of the one year anniversary of
their joining the Organization.

(2) Thereafter, employee must submit a SF 1188 in accordance with Section 7 of this Article.
18.6. Processing of Allotments. Processing of allotments will be accomplished in the following manner:

a. The Organization shall submit a memorandum with signatures of each current official authorized to certify SF
1187 to the LM Office.

b. The Organization will submit completed SF 1187’s and other pertinent documents to the LMR Office.

c. Allotments will take effect the first pay period begmnmg after receipt of the properly executed and correct SF
1187 in the payroll office.

d. SF 1187’s, and other material pertaining to allotments will be date-stamped upon receipt in the HRO and will be
processed within seven (7) working days to the payroll office.

e. The Organization will notify the LMR Office in writing, when an employee (i.e., a dues withholding member)
ceases to be an Organization member in good standing. The allotment for such an employee will be terminated with
the first complete pay period after receipt of the notice in the payroll office.
f. An allotment shall be terminated,;

(1) When the employee leaves the Bargaining Unit as a result of separation, transfer or other personnel

actions. The Organization must be notified when these actions will occur. Termination in such cases will be
effective as the end of the next pay period in which the LMR Office is notified of the action.
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(2) Upon loss of exclusive recognition b, the Organization.

(3) When the agreement providing for cies withholding is suspended or terminated by an appropriate
authority outside the Department of Dei=nse.

(4) When the employee has been susp=nded or expelled from the Organization.
(5) When employee requests terminati.n in accordance with the provisions of this article.

g. When an employee is in a non-pay status fc an entire pay period, no withholding will be made from future pay
periods to recover the dues not withheld. In th- case of an employee who is in a non-pay status for only part of such
pay period and the salary is not sufficient to cc ver the full withholding, no deduction will be made. Under these
conditions, all other legal and required deduct: ns have priority over deductions for Organization dues.

h. The payroll office will make the remittance ‘or dues withheld bi-weekly.

I. The remittance will be in a single check for “1e dues withheld. The check will be made payable to the National
Organization. It will be accompanied by the * 'nion Dues Deduction Report” containing the following:

{1) Identification of the employee’s ¢:janization.
(2) Payrall period.
(3) Employer's name and/or numbe

(4) Names of the employees and arount deducted. A second copy of the “Organization Dues Deduction
Report” will be provided fo the loce’ chapter President.

j- Adjustments to dues allotments will occu’ within two pay periods.

k. Reinstatement of dues withholding will t«e place within the first pay period that employee returns to the
bargaining unit.

18.7. Standard Anniversary Date. New members shall have the option of dues revocation on the first annual anniversary
date after employee election to participate. Thereefter, the first day of September shall be the annual dues revocation date

established by this agreement. SF 1188's will be received by HRO no earlier than 1 September or later than COB 15
September. Dues Revocation will not become effective until the first full pay period in October.

18.8. Process for Suspension of Organization Dues. The following procedure is established to notify the union when
bargaining unit members are not eligible to particinate in automatic payroll deduction for dues:

a. The Labor Relations Specialist will be “iotified via a notice from the personnel data system when a bargaining unit

member'[s status changes which makes nim/her ineligible for payroll deduction of dues (movement into an
established non-bargaining unit positions ).

b. Upon notification, The Labor Relation: Specialist will send written notification of dues suspension or termination
to the civilian payroll office and the Organization at the same time.

c. If Employer determines that a curren position should be removed from the bargaining unit, it must submit .
reasons in writing to the Labor Relatior« Specialist. The Labor Relations Specialist will then forward this information
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to the Organization for it's their consideration. If management and the Organization disagree on whether or not the
individual and/or position would belong to the bargaining unit, a unit determination will be requested from the FLRA.
However until the determination is made, dues withholding will continue.

ARTICLE 19
DISCIPLINE

19.1. Administration. Administration of discipline is the responsibility of the Employer. Supervisors are obligated to act
when disciplinary action is warranted. The Employer shall impose discipline pursuant to TPR 752.

19.2 APPEALS Any appeal from a disciplinary action taken pursuant to TPR 752 shall be governed by TPR 752-1.

19.3. General.
a. This article applies to matters of CONDUCT. Actions that related to JOB PERFORMANCE will be accomplished
in accordance with TPR 430 and this agreement, prior to discipline actions under this article. Parties to this

Agreement understand that conduct may affect job performance.

b. The parties recognize that discipline may be progressive in nature, however management retains the right to
make the final decision on discipline. Disciplinary action will be taken for the purpose of correcting offending
employees and problem situations and maintaining discipline and morale among other employees.

c. In order to be effective, constructive discipline must be timely. Disciplinary action must be initiated within a
reasonable period of time after the individual's supervisor knows the offense.

19.3 Disciplinary Actions: See TPR 752 Chapter 3

19.4 Adverse Actions: See TPR 752 Chapter 4

a. An Adverse Action will be carried out and the action upheld in accordance with 32 USC 709(f). In the event of a
successful appeal, back pay, if applicable, will be reimbursed in accordance with 5 USC Sec 702, Sec 5596b.

19.5. Records.

a. In any disciplinary action, an-employee will, upon written request, be furnished a copy of all written documents in
the Employer’s files which contain evidence used by the Employer to support the disciplinary action. Informal notes
made by supervisors that allege infractions, lateness, and the like, cannot be used in proceedings against
employees, unless timely disclosed beforehand. .

b. No written entry will be made in an employee’s files concemning disciplinary matters without the knowledge of the
employee. The employee may initial the entry if desired. The employee’s initials acknowledge that the employee
knows that an entry was made, but in no circumstance may initialing the entry be considered as an agreement with
the entry or an admission of guilt.

c. In order to protect the confidentiality of the records, supervisors brief, and to preserve the privacy of the
employee, records will normally be maintained at the lowest level of supervision excluded from the bargaining unit
and access will be limited to management/employee concerned and individuals to whom the employee has been
given written permission.
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ARTICLE 20
EXCHANGE OF INFORMATION

20.1. Employer Information. The Employer agrees to 1//ace the Organization on distribution for all pertinent changes to

technician personnel regulations, policies and directives of NGB and OPM except where this information is restricted by law,
rule or regulation.

20.2. Organization Information. The Organization agi-es to provide the Employer with any pertinent labor/management
relations publications and directives that they receive.

20.3. Bargaining Unit Member Information. The Empoyer agrees to supply the Organization with a current list of names,
place of work, and work phone numbers for all Bargair ing Unit members. Such lists will be updated on an annual basis.

ARTICLE 21
MI=CELLANEOUS

21.1. Technology

a. Cell phones - Cell phone use will be permitied in the workplace provided that it does not interfere with‘the
Performance of duties or create a safety hazard. Management may identify areas where cell phone_ use is banneq
based on safety (fuel points, heavy traffic ares, etc.) Abuse of cell phones will be dealt with on an individual basis.

b. Radios and Televisions - The employer a:-ees to allow the use of radios with discretion as long as they are used

in a manner as to not disturb others, disrupt ne workplace, or create a safety hazard. The use of televisions is
allowed in authorized break areas only.

c. IPods/ Ear buds/ Bluetooth - The use of « arphones in military uniform is not authorized IAW AR670-1. The use of
IPods/ ear buds will be allowed while condu:ting physical training indoors or outdoors on a closed course.

d. Personal computers and other electronic media devices - Employees may bring personal computers into the
workplace provided their use does not interiere with the performance of duties or create a safety hazard. No
personal computers or data storage device: will be connected to the intranet.

e. Government computers - Employees w!' be provided access to government computers during normal duty hours
to access management resources. Emplcees must be allowed adequate time to remain current on events and
notices posted on the AZ National guard home pages, professional email accounts, mybiz, DTS, AKO, GTC
website, etc. Employee usage must be in : ompliance with the signed user agreement. Employees should be

provided with a reasonable amount of privacy in order to access personal information (mybiz, iperms, GTC
accounts, etc.)

21.2. Break Rooms. The Employer recognizes ti= benefits to employee’s morale and productivity that break rooms

provide. Within funding and space constraints, th- Employer agrees to make reasonable efforts to provide clean and
accessible break rooms to all employees on an ¢ uitable basis.

ARTICLE 22
IMPACT ANL IMPLEMENTATION BARGAINING
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22.1. Right to 1&] Bargaining Employer exercise of a management right that changes a condition of employment is
subject to impact and implementation (1&!) bargaining to the extent requirement by 5 U.S.C. 7106(b)(2) and (b)(3) and any
change thereto. To the extent consistent with those provisions any change thereto, the procedures in Section 22, 2 apply.

22.2. Scope. Matters appropriate for negotiations (Impact and Implementation) between the Employer and the Organization
shall include, but are not limited to personnel policy practices as they apply to working conditions. This includes matters
concemning safety, employee services, methods of grievances adjustment, appeals, leave policy, merit promotion and
placement, reduction in force, hours of work, and TDY policies.

22.3. Procedures. The Employer will notify the Organization in writing of an exercise of a management right that changes a
condition of employment. The Employer will hold implementation of the change in abeyance pending completion of 1&
bargaining, including any resolution of an impasse by the Federal Service Impasses Panel, unless: (1) the Organization fails
to inform the Employer within ten (10) working days of receipt of the notice that the Organization demands bargaining; or (2)
the necessary functioning of the agency or need to correct a legal violation requires that implementation occur before
completion of bargaining. The Employer will provide the Organization a written statement of the factions and reason upon

which the Employer bases an assertion that the necessary functioning of the agency or need to correct a legal violation
requires implementation before completion. of bargaining.

ARTICLE 23
REDUCTION IN FORCE

23.1. General. The Adjutant General is responsible for implementing a reduction in force. Any reductions in force will be

govemned by TPR 300-351(22 November 1993) (the current technician Performance Appraisal guidance shall be used in
computing evaluation ratings).

23.2. RIF Procedures. TPR 300-351, 5 U.S.C. Chapter 71 and this article will govem procedures relating to a reduction in

force. The Employer agrees to negotiate Impact and Implementation (I & 1) bargaining procedures and appropriate
arrangements.

ARTICLE 24
CONTRACTING OUT WORK

24.1. Notification. Employer will nofify local Organization officers of its intention to solicit bids for contracting out work,
which could result in a reduction in force, transfer or abolition of function affecting employees in the bargaining unit. A full
explanation of the reasons for such action will accompany the notice and the Organization will be given thirty (30) calendar
days to respond in writing. During the thirty (30) day period, the Organization has the opportunity to provide any relevant
information or data they feel will be pertinent to the contracting out proposal being considered. The organization may

request a copy of the contract and any other information relating to the functions of contracting out to the organization
through the FOIA.

24.2. Meetings. Employer will meet with Organization officials to discuss ways to minimize any effects on employees if
reassignment or other acts may arise from contracting out function.

24.3. Contracts. Shall not be used for the performance of inherently governmental functions IAW Federal Acquisition
Regulation 7.503 updated 04APRO9. If updated, the most current FAR will supersede this agreement.

a. The determination of agency policy, such as determining the content and application of regulations, among other
things.
b. The direction and control of Federal employees.
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¢. The approval of position descriptions and perf-rmance standards for Federal employees.

d. The conduct of administrative hearings to det-rmine the eligibility of any person for a security clearance, or
involving actions that affect matters of personal -2putation or eligibility to participate in Government programs.

e. The approval of Federal licensing actions anc inspections.
f. Contractors may determine the content of apyications of regulations as they pertain to other contractors.

g. Contractors may inspect or certify another contractor's work.

24.4. Contracted Work Requiring a RIF When a contracting out action would cause the loss of a bargaining unit member

position, the reduction in force procedures of the currer: Labor / Management agreement and TPR 300.351 shall be used to
assist and/or retain said employee.

ARTICLE 25
“'RESS CODE

25.1. Military Uniform. Excepted employees, as supriied by Employer and in accordance with TPR 300, Office of
Personnel Management rules on appearance, and 32 USC 709(b)(4), will wear the military uniform.

a. The Employer will provide, at no cost to the employee, four complete sets of their duty uniform per year to include
six additional tan or cotton green t-shirts anc six additional tan or cotton green socks. Care and maintenance of the

supplied uniforms and boots are the respon: bility of the employee. Employees not wearing the prescribed uniform
properly may be subject to disciplinary actior .

b. All full time non-supervisory technicians (Hargaining Unit Members) are authorized four complete sets of their
duty uniform per year (e.g., duty uniform m=y be Class B and ACU). Therefore, the bargaining unit member may
request any combination of ACU's and Class Bs that add up to their four sets of duty uniforms) through the CCDF.
This will be a one for one exchange of an unserviceable duty uniform turned-in to their M-Day unit supply

sergeants. The uniform will be issued and/cr exchanged with Velcro patches included at the time of issue and/or
exchange (not to exceed six (6) insignia).

¢. Bargaining Unit members (technicians) with work responsibilities that create excessive wear and tear of their
ACU uniforms (wear and tear as describer AW AR 700-84) will have additional ACU uniforms provided when a
sufficient quantity is retained by the DCSL )G warehouse. It is anticipated that these would be made available when
there is sufficient stock to supply two sets of ACUs per eligible technician.

d. Bargaining Unit Members (technicians) that require steel toe boots for their full time duty position will have them
provided by their shop, warehouse, WA/ 'S or AASF. Temporary employees will utilize steel toe boots from their
unit. These safety boots must be Tan, in = military style and cost no more than $150.00. The shop, warehouse or
AASF will use their funds and IMPAC crdit card to purchase the boots. Immediate supervisors will ensure boots
are annotated on technicians OCIE clothing record at their unit. Employees with special needs must request their
Safety Boots through the Supply Manag~ment Officer (SMO)

25.2. Appropriate Professional Attire for Competitive Civilian Employees. Employees will dress in a professional
manner, appropriate for the work setting in the performance of their normal civilian duties. The following attire is considered
inappropriate: halter tops, tops where the midriff is exposed, T-shirts, swim wear, cut-offs or shorts, sweat pants or other

athletic apparel, shower- type sandals or slippe s (flip-flops), and ripped, tom or frayed clothing. This also includes casual
day that the Employer may have in effect.
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217 Chg!gt_as in the Merit Placement Plan. The Employer agrees not to make changes in the Merit Placement Plan
unless negotiated with the Organization. Nothing in this article should be considered to be a waiver of the Organization’s
right to bargain any change in merit promotion and intemal placement proceedings.

ARTICLE 28
CONTRACT DISTRIBUTION

29.1. Employer Responsibility. The employer will post this agreement in its entirety on the AZNG HRO homepage. Upon
request, a paper copy will be provided to the employee.

29.2. Cost Sharing. The Organization agrees to share in the cost of printing or copying requirements at charge of twenty-
five (25%) of total cost, not to exceed $500.00.

ARTICLE 29
EFFECTIVE DATE, DURATION AND MODIFICATIONS

29.1. Effective Date and Term. The effective date of this agreement shall be the date the
agreement is approved by the Defense Civilian Personnel Management Service (DCPMS), or
the beginning of the thirtieth (30th) day following the [signing_of the agreementjby the Employer
and the Organization (whichever is firs ould any portion of the agreement be determined to
be contrary to law or regulatio m all other portions of the agreement become binding
on the parties on the effective #ateabove: This agreement shall be in full force and effect for
three (3) year period from the effective date hereof, and automatically be renewed for another
(3) year period unless either party requests to renegotiate. Requests to re-negotiate this
agreement will be in writing and served by e-mail on the other party’s representative. Request
to re-negate this Agreement will be made within ninety (90) days and thirty (30) days of the
expiration of this Agreement (three (3) year anniversary).

29.2 Reopener Clause. Either party may open this agreement at any time after the first anniversary.
Such reopener shall be limited to only once by each party during the life of the Agreement, and each party
will be limited to no more than three new or amended articles each time it is opened. This may amount to
modification of three (3) articles, additions of three (3) articles or any combination thereof. The reopener
will be initiated in writing to the other party and will include the proposals. Negotiations for the reopener
will commence at a mutually agreed time, not to exceed thirty (30) days from the date of the reopener
request. This Agreement may be subject to amendments or supplements during the Agreement lifetime
when Agreement provisions require amendment due to law, rules, or regulation changes that affect the
provisions of this Agreement regardless of this reopener clause.

29.3 MOU for Cohtract Window Dates. Thirty (30) calendar days after NGB/DOD approves this contract, or thirty (30)
~ calendar days after the contract goes into effect, whichever is first, the Chief Negotiators for both the Employer and the
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ARTICLE 26
WAGE BOARD REPRESENTATION

26.1. Organization Participation. When the wage survey lead agency requests the Employer to participate in a wage
survey, the Employer will notify the Organization who will nominate bargaining unit members for appointment to the wage

survey data collection team. The number of personnel ir. be appointed to the data collection team will be determined by the
lead agency.

ARTICLE 27
MERIT PROMOTION AND INTERNAL PLACEMENT

27.1. Purpose. To provide procedures to ensure each =mployee receives full consideration for all position vacancies and to
provide the opportunity for current fulltime employees o1 the AZNG to compete for advancement in a fair and equitable
manner and the best-qualified applicants to be selecte:

27.2. Employer Merit Placement Plan. The Employe: Merit Placement Plan, DEMA Directive 25-6, dated 1 December
2014 will be used as it applies to employees covered 'y this contract, except as agreed to elsewhere in this article.

27.3. Position Announcements. All announcements ‘or positions will remain open for a minimum of fifteen (15) calendar

days, unless otherwise agreed by the Employer and the Organization. Each announcement will be posted by the agency to .
promote wide variety of applicants.

27.4. Interview Panels. Interview panels consisting o’ permanent or indefinite technicians will be used to conduct interviews
for all positions open to Bargaining Unit members excpt for the following:

a. Permanent or Indefinite Civilians and AGF may be on the panel if the technician will be supervised by the civilian
or AGR employee. '

b. Permanent or indefinite Civilians and AGF may be on the panel if qualified technicians are not available due to
lack of training, in suitable rank or civilian grde to form a panel or unavailability.

¢. Temporary employees may not sit on inte' view panels.

27.5 Interview Questions. Interview questions mus: be appropriate and relevant as they pertain to the position description,
knowledge, skills & abilities (KSAs) and vacancy aniouncements. Interview questions will be designed to encourage an
open-ended response. Questions will contain desirec responses and will not resemble test questions (true false, yes-no
etc.). The interview matrix may be submitted to the 1RO Staffing Specialist for review prior to conducting interviews.
Interviewees discussing the interview questions with other employees prior to completion of the interview process will be
subject to appropriate disciplinary action under provisions of the merit placement plan.

27.6. Grievances of Restricted Practices. Restriciive practices are defined in paragraph 6-4 of the Employer's Merit
Placement Plan. In addition to violations of this artici2, any restrictive practice that is demonstrated to have occurred is
grieveable and may result in the suspension of the olacement action. If it is demonstrated within five (5) working days of
notification to non-selected candidates, that a violaiion of the merit placement plan would have affected the standing of the
candidates, the placement action will be temporaril: suspended until HRO reviews the selection. HRO will review the
placement folder in conjunction with the Organizatic1. HRO will take appropriate action if deemed necessary. An employee
grievance based solely on non-selection form a prenerty developed roster of qualified candidates will not be accepted.

33




Appendix 1

36



Appendix 1

INSTRUCTIONS FOR COMPLETING

STARC AZ Form 690-1 GRIEVANCE FORM

General. The grievant, and/or the union representative, should complete blocks 1 through 18. If
there isn't enough room in any block, make a note in the block that there are additional pages
attached. Ensure that any additional pages are titled appropriately. After completion, at least
two copies of the grievance should be presented to the HRO POC designated by the employer to
accept grievances (normally the Labor Relations Specialist).

Block 1. Today's date.
Block 2. Enter the grievant's first name, middle initial, and last
name.

Block 3. Grievant's current job title, series, and grade (if known).
Block 4. Shop or office where grievant normally works.

Block 5. Grievant's normal work phone number and FAX number.

Block 6. Check the appropriate block as to whether or not grievant request
union

representation.

Block 7. If block 6 is checked "YES" (union representation is requested), enter the name of

the

representative requested (normally this will be the steward assigned to the grievant's work area).
If “"NO" is checked in block 6, leave this block blank.

Block 8.The phone and FAX numbers of the union representative named in the previous
block.

Block 9. Enter the name of the grievant's immediate supervisor or the management official who
is most familiar with the grievance.

Block 10.The phone and FAX numbers for the management official cited in block 9, if

known.

Block 11. Enter the specific section, article, or part of the Law, Rule, Regulation

or .

Labor/Management Agreement article (union contract) that was allegedly violated by the
incident, event, or action detailed in block 12.

Block 12. State in detail the incident, event or action on which this grievance is based. Include
names, dates, and locations as appropriate. If there are witnesses, name them and include their
phone/FAX numbers if known. Attach copies of any documentation that is relevant (keep

the originals).

Block 13. Enter what relief and/or corrective action the grievant feels will resolve the

matter.

Block 14, 15, 16, 17 The grievant and union representative (if applicable) sign and date in the
respective blocks.

Block 18. At each step of the grievance, two copies of the grievance will be presented to
an

employer designated POC in HRO (normally the Labor Relations Specialist). The designated
POC will sign and date both copies acknowledging receipt. One copy will be retained by
the

designated POC for processing. One will be returned after signature to the grievant or the
union representative.
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Appendix 2

Association of ivilian Technicians (ACT)
Arizon: Army Chapter 61
Ofiizial Time Form

REPRESENTATIVE'S NAME: iyoeorsiny | OF /ANIZATION / PHONE NO.
DATE AND TIME OF BUSINESS: Ot TINATION: ESTIMATED TIME:
REPRESENTATIVE'S SIGNATURE: DATE: TIME:
] Aperoveo [} oisappRO D (see comments below)
COMMENTS:
SUPERVISOR'S SIGNATURE: | DATE: TIME:

SECTION IIl. P''{POSE FOR WHICH OFFICIAL TIME WAS USED
{Indicate - 'urs or fraction thereof used by category)

HOURS
USED BA: Term Negotiations
BB: Mid-Term Negotiations
BK: Dispute Resolution
______BD: General Labor-Management Relations
ACTUAL TIME LEFT ACTUAL TIME RETURN

REPRESENTATIVE'S SIGNATURE: DATE: TIME:
SUPERVISOR'S SIGNATURE: DATE: TIME:
DISTRIBUTION WHEN COMPLETE! ORIGINAL TO SUPERVISOR FOR FILE

COPY TO ACT CHAPTER #61 SECRETARY
COPY TO ACT CHAPTER #61 PRESIDENT

STARC AZ Form 690-2 10 Jul 7011

38



Appendix 3

Duty Status Report
l Reset || Print |

U.S. Department of Labor

Ofice of Workers' Compansation Programs

This form i1s provided for the purpose of obtaining a duty status report for the employee named below This request
does not constitute authonzanon for payment of medical expensa by the Depantment of Labor, nor doas it invalidate anv
previous authonzation issued in this case This request for nformaton 1s authonzed by law (5 USC 8101 et seq j and is
required to obtain or retain 2 benefit. Information collécted will be handled and storad in comphance with the Freedom
of Informabon Act, the Privacy Act of 1974 and the OMB Cir A-108. Persons are not required to respond to this

OMEB No 1240-0046
Expires 08-30-2011

OWCP File Number
| (it known)
1

collecton of information unless it displays a currently vahd OMB control number |

SIDE A - Supervisor: Complete this side and refer to physician

SIDE B - Physician: Complate this side

8 Does the History of Injury Given to You by the Emplayee
Comespond 1o that Shown In item 57 'ves [JNo (If not, describe)

2 I th, day, yr) 3 Social

LEMLNliﬂ. AT

4 Occupation r———..——.—.—.................._...._..._._.—l

9 Fgﬁgim on of Clinical Findinas :

he Emoloyee Works

Hours PerDay [_______]

Days Per weok [

10 Diagnosis Due 1o Injurv T11. Cither Disabling & onditions

12 Employee Advised to Rasume Wark”
[Jves. Date Advisad 0 we

7 Specity the Usual Work Requirements of the Empioyee Chack
Whether Employee Parforms These Tasks oris Exposed
Continuously or intermittently, and Give Numbper of Hours

13 Employee Abie to Parform Regular Work Descnbad on Side A7
O ves.itso O Ful-Time o [ Pan.TimeﬂHrs Far Day
[ no. !tnot. complete below

Activity Continuous |Intermittent Continuous Intermittent ;
a Lifung/Carrving #lbs #bs #bs #ibs |
State Max Wt [ | 1 |[LJrsperpeyl [ e [[__] rirsPerDay
b Sitng | O [T Jnsrerpey 3 |:I [ s Par Day
< Standing D L_J EHrs Per Day D D E iHrs Per Day
4 Walking O I I ] o ] HisPer ey
& Chmbing O O ([ nrs per pay O [ 1 resrerpay
I kneshng O ] [—JHrs Por Day fx] (| [ rrsPerDay
9. Bending/Stooping D D 1__IHIs Per Day D D m Hrs Par Day
h Twisting D =l [ nrs Per Day [ ] [ Hrsper Day
1 Puling/Pushing - D | I Per Day [ = 1 Hesper Day
| .Simple Grasping D D "_.]Hrs Par Day D D [__-1 Hrs Far Day
X (nchios iyeemng | O O |[Jrsperoay O O — T
e . O - O O —
i i O O | Jhereros O ) .
sl R-HE=-N T O T
o Temp Extremes O |5 - J:;gegr O O . — ,1;3:325'"..-
p_High Hummdity O =l [___Jwrs Per Day O O 1 trsper Cray
q Egé{,"'ugﬁ,, ?olvenxs_ 1 O [ Hrs Per Day O Ll [ Hsparcay
r Fumes/Dust fidentify) O O | JHesperay O [ [ 1 tsperpay
8 Nt;use(G:ve dBA) O 0 DHSUF?;_% O O — H'ﬁg;m

t Other (Descnbe)

14 Are Interpersonal Relanons Affected Because of a Neuropsychiatnc
Condition? (e g. Ability to Give or Take Supervision, Mest Deadlines.

etc) [T]ves [T]No (Descnbe)

5" ke of Examinano 15" Dals e sanogiment
17 Specialty 1% Lﬁaﬂﬂnﬂ‘]&ﬁm—.’
18 Physician's signature ]20 Date
o SEmmsw Form CA.17
Ray Jan 1997
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Appendix 3

SUPERVISOR:

PHYSICIAN:

CERTIFICATION:

We estimate that it will lake an average of
instructions, surchlnF existing data source'. gathering and maintaining the data
collection of informalio|

information. includin
Constitution Avenue,

_ INSTRUCTIONS FOR COMPLETING DUTY STATUS REPORT (CA-17)

Complete Side A and re!  r the form to the physician to complete Side B.
Fill in the address of the -mploying Agency and the appropriate OWCP
District Office in the sp.  es below. Enter the OWCRP file number in the
top right corner

Complete Side B, sign i 1d return to the employing agency within 2 days
to prevent interruption - the employee's income. Fill in your name and
address

Me ‘ical Facility Name and Address
RS |

]
i 11 e |

Send Original Report '
Employing Agency Address

— 1
o T e

Send a Copy of This ~ eport to:
OFFICE OF WORKERS' COMPENSATION PROGRAMS

j -

i

BY SIGNING BLOC" 18 ON THE FRONT OF THIS FORM. THE PHYSICIAN
CERTIFIES AS FOL OWS:

| CERTIFY THAT /L THE STATEMENTS IN RESPONSE TO THE
QUESTIONS ASKE 1) ON THIS FORM CA-17 ARE TRUE, COMPLETE AND
CORRECT TO THE EST OF MY KNOWLEDGE. FURTHER, | UNDERSTAND
THAT ANY KNOV/INGLY FALSE OR MISLEADING STATEMENT. OR
MISREPRESENT/ "ION OR CONCEALMENT OF MATERIAL FACT. MAY
SUBJECT ME TC + ELONY CRIMINAL PROSECUTION.

| FURTHER UNDE*= STAND THAT THIS REQUEST DOES NOT CONSTITUTE
AUTHORIZATION FOR PAYMENT OF MEDICAL EXPENSES BY THE
DEPARTMENT O' LABOR. NOR DOES IT INVALIDATE ANY PREVIOUS
AUTHORIZATION 'SSUED IN THIS CASE.

Public Burden Statement

ded. and
n. If you have any conments regarding this burden estimate or any other asp

DO NOT SEND THE COMPLETED FORM TC' "HIS OFFICE

For sale by the Supenntendant

Jcuments, U S Governmant Pnnting Office, Wasington, D C 20402
G. PO -

40

minutes to complete this collection of information. including time for reviewing

leting and reviewing the

of this collection of

%’suggunlon: for reducino this burden. send them to the OWCP. U S. Department of Labor. Room S-3229, 200
W., Washington, D.C. 2 10.

___Persons are nol required to respond to this coli:ction of information uniess It dispiays a currenily valid OMB controf number.




Employing Agency Address

Human Resources Office / ICPA
5636 E. McDowell Rd. Bldg 5710
Phoenix, Az. 85008

OFFICE OF WORKERS' COMPENSATION PROGRAMS

US Dept. of Labor DFEC Central Mailroom
P. O. Box 8300 District 13
London, KY. 40742
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Appendix 4

GLO“SARY OF TERMS

ABROGATION TEST. A test the Federal Labor Rei-tions Authority applies in determining whether an arl_nitration award
enforcing a contract provision affecting rights reserved to management is deficient. If the provision at issue is an .
‘arrangement” for employees adversely affected by ' e exercise of those rights, an award enforcing such a provision will
not be set aside unless it “abrogates” those rights — e., unless it leaves management no discretion at all.

ACCOUTERMENTS Accessory items on uniforms. e, patches, name tapes/tags, grade/rank insignia, etc.

ACCRETION. When some employees are transferr=d to another employing entity whose employees are already o
represented by a union, the FLRA will often find thz! those employees have "accredit” to (i.e., become part of) the existing

unit of the new employer, with the result that the tr::1sferred employees have a new exclusive representative along with
a new employer.

ACTIONS DURING EMERGENCIES. Managemer' s right "to take whatever actions may be necessary to carry out the

agency mission during emergencies” doesn't come up in negotiability disputes very often. In cases decided thus far, the
FLRA has held that this right is interfered with by proposals attempting to define "emergency" because such definitions

would be inconsistent with management's right to 1 dependently determine whether an emergency exists.

ADMINISTRATIVE LAW JUDGE (ALJ). An indivirial who conducts hearings and makes initial decisions on behalf of the
Federal labor Relations Authority (FLRA). Most of ' "e hearings are for the purpose of adjudicating unfair labor practice

complaints. The decision of an ALJ is final and no~-precedent setting unless one of parties files an exception to the
decision with the FLRA.

ADMONITION. To advise to do or.against doing £ ~mething; warn; caution to reprove firmly but not harshly

ADVERSE ACTION. An official personnel action. 1sually taken for disciplinary reasons, which adversely affects an
employee and is of a severity such as suspensioi for more than 14 days, reduction in grade or status, or removal. For
most Federal employees, an appeal system esta’ ished by statute exists. The employee may choose to use the statutory
or, if covered under the contract permits, the neg: tiated grievance procedure, but not both.

ADVERSE IMPACT. Change in working conditicr's that works to the disadvantage of employees. Depends on the

occurrence of a chain of events and are not necessarily inevitable (reasonably foreseeable). Generally involves more than
merely a hypothetical or speculative concern.

AGENCY HEAD REVIEW. A statutory requirem=nt that negotiated agreements be reviewed for legal sufficiency b)_f the
head of the agency (or his/her designee). This nust be accomplished within 30 days from the date the agreement is
executed. If disapproved, the union can challenc = those determinations by filing a negotiability petition or an unfair
labor practice charge with the FLRA If not approved or disapproved within that time, the agreement goes into effect and
the legality and enforceability of its terms is deci'ied in other forums (e.g., grievance or unfair labor practice proceedings).

AGENCY SHOP. A requirement that all employ=es in the unit pay dues or fees to the union to defray the costs of
providing representation.
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AGREEMENT, NEGOTIATED. A collective bargaining agreement between the employer and the exclusive
representative. A collective bargaining agreement must contain a negotiated grievance procedure._Also deftped asa
written agreement between an employer and a labor organization, usually for a definite term, defining conditions of
employment, rights of employees and labor organizations, and procedures to be followed in settling disputes or handling
issues that arise during the life of the agreement. [Also known as Agreement, CBA, Contract, Labor-Management
Agreement or Negotiated Agreement.]

AMENDMENT OF CERTIFICATION PETITION. That portion of the FLRA's multipurpose petition not involving a question
concerning representation that may be filed at any time in which the petitioner asks the FLRA to amend the certification
or recognition to, e.g., reflect changes in the names of the employer or the union.

AMERICAN ARBITRATION ASSOCIATION (AAA). A private nonprofit organization that, among other things, provides
lists of qualified arbitrators to unions and employers.

Appendix 4

APPLICABLE LAWS. The Authority has said that “applicable laws” within the meaning of title 5, United States Code,
section 7106(a)(2), include statutes, the Constitution, judicial decisions, certain Presidential executive orders, and
regulations “having the force and effect of law’--i.e., regulations that (1) affect individual rights and obligations, (2) are
promulgated pursuant to an explicit or implicit delegation of legislative authority by Congress, and (3) satisfy certain
procedural requirements, such as those of the Administrative Procedures Act.

APPRAISER The individual most responsible for the technician's performance, for establishing performance standards,
for counseling the technician on the critical and major job elements, and the appraising the technician based on pre-
established mutually understood standards.

APPRAISAL PERIOD The period of time, normally one year, but not less than 120 days, for which technician's
performance will be appraised.

APBROPRIATE ARRANGEMENT. One of three exceptions to management's rights. Under title 5, United States Code,
section 7106(b)(3), a proposal that interferes with management's rights can nonetheless be negotiable if the proposal
constitutes an ."arrangement“ for employees adversely affected by the exercise of a management right and if the
interference with the management right isn't "excessive" (as determined by an "excessive interference" balancing test).
Also defined as arrangements for employees adversely (detrimentally) affected by the exercise of a management right or
rigl?ts contained in 5 USC 71*(a) and (b)(1). The purposes of such are to address or compensate for the “actual or
anticipated” adverse effects caused by the exercise of a management right or rights. To be appropriate, an arrangement
proposed must concern affected conditions of employment resulting from the exercise of those rights, cannot conflict with

law, government-wide rules or regulations, excessively interfere with the exercising of a management right or rights or
concern matters within the employee{ s) ' control.

APPROPRIATE UNIT (BARGAINING UNIT). A grouping of employees that a union represents or seeks to represent and
that the FLRA finds appropriate for collective bargaining purposes.

APPROVING OFFICIAL An Employer official in the supervisor chain at a level higher than the reviewing official.
ARBITRATION. See ARBITRATOR.

ARBITRATOR. An impartial third party to whom the parties to an agreement refer their disputes for resolution and
decision (award). An ad hoc arbitrator is one selected to act in a specific case or a limited group of cases. A permanent
arbifrator is one selected to serve for the life of the agreement or a stipulated term, hearing all disputes that arise during
this period.

Grievance arbitration. When the arbitrator interprets and applies the terms of the collective bargaining agreement--
and/or, in the Federal sector, laws and regulations determining conditions of employment.

Interest arbitration. When the arbitrator resolves bargaining impasses by dictating some of the terms of the collective
bargaining agreement.

ARBITRABILITY. Refers to whether a given issue is subject to arbitration under the negotiated agreement. If the parties
disagree whether a matter is arbitrable or not, the arbitrator must resolve this threshold issue before reviewing the merits
of the dispute.
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AS_SIGN EMPLOYEES. A management right relating tc 'he assignment of employees to positions, shifts, and locations.
This right includes discretion io determine “the personne requirements of the work of the position, i.e., the qualifications

and skills needed to do the work, as well as such job-rel=ted individual characteristics as judgment and reliability." It also
includes discretion to determine the duration of the assi:nment.

ASSIGN WORK. A management right relating to the as: ignment of work to employees or positions. The right to assign
work includes discretion to determine who is to perform the work; the kind; the amount of work to be performed; the
manner in which it is to be performed, as well as when  is to be performed. It also includes "the right to determine the

particular qualifications and skills needed to perform th- work and to make judgments as to whether a particular employee
meets those qualifications.”

Appendix 4

ATTORNEY FEES. In accordance with 5 U.S.C. 559€ Back Pay Act), an award of counsel fees if there is a determination
by an arbitrator or the Merit Systems Protection Boarc that an unjustified or unwarranted persennel action has resulted in
the withdrawal of a grievant's pay, allowances or diffe- 2ntials. The award must be in conjunction with an award of back
pay on correction of the personnel action, the award  ust be reasonable and related to the personnel action, and the
award must be in accardance with standards establis!'ed under 5 U.S.C. 7701(g). Under 5 U.S.C. 7701(g), the employee,
to obtain fees. must be the prevailing party, the awarc must be in the interest of justice (other than in a case involving
discrimination), the fee must be reasonable, and it m st have been incurred by the employee.

AUTHORITY. See FEDERAL LABOR RELATIONS ‘UTHORITY.

AUTOMATIC RENEWAL CLAUSE. Many, perhaps most, collective bargaining agreements in the Federal sector have a
provision, usually located at the end of the agreemen, stating that if neither party gives notice during the agreement's

105-60 day open period of its intent to reopen and r=negotiate the agreement, the agreement will automatically renew
itself for a period of x number of years

AWARD. In labor-management arbitration, the finai lecision of an arbitrator, final and binding on both parties. In very

limited circumstances, either party may appeal the -rbitrator's decision to the Federal Labor Relations Authority (e.g.
award is contrary tc law)

BACK PAY. Pay awarded an employee for compe: sation lost due to an unjustified personnel action are governed by the
requirements of the Back Pay Act, title 5, United S:~tes Code, section 5596.

BARGAINING (NEGOTIATING). A ubiquitous pro 2ss--sometimes informal and spontaneous, sometimes formal and
deliberate--of offer and counteroffer whereby parti=s to the bargaining process try to reach agreement on the terms of
exchange. Formal bargaining processes with asscciated rituals and bargaining routines vary, depending on their political,
economic, and social context. Also defined as the nerformance of the mutual obligation of the representatives of the
agency and union to meet at reasonable times, ccisult and bargain in a good faith effort to reach agreement with respect
to the conditions of employment affecting bargain' g unit employees and, upon request, to execute a written document.
(Does not compel either party to agree to a propc :al or make a concession)

BARGAINING AGENT. The union holding exclus:ve recognition for an appropriate unit.
BARGAINING IMPASSE (IMPASSE) When the narties have reached a deadlock in negotiations they are said to have

reached an impasse. The statute provides for as:istance by Federal Mediation and Conciliation Service mediators and
the Federal Service Impasses Panel to help th. parties settle impasses.

BARGAINING RIGHTS. Legally recognized rigr: of the labor organization to represent employees in negotiations with
employers.

BARGAINING UNIT. See APPROPRIATE UNI'

BINDING ARBITRATION. The law requires the' collective bargaining agreements contain a negotiated grievance
procedure that terminates in binding arbitration -/f unresolved grievances.
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BROOKHAVEN WARNINGS. Even if the Union is notified that an Agency representative is going to interview a
bargaining unit employee for an upcoming arbitration, and a Union representative attends this interview, this does NOT
mean that “anything goes” as far as the manner of questioning. What the Agency may consider an “interview” from the
Union perspective may be considered an “interrogation.” The interview of the bargaining unit member should be voluntary
and non-coercive. Brookhaven warnings are designed to minimize the potentially coercive impact of an Agency interview
with an employee

BUDGET. A right reserved to management. The Authority has fashioned a two-prong test that it uses to determine
whether a proposal interferes with an agency's right to determine its budget: namely, the proposal either has to prescribe
particular programs, operations or amounts to be included in an agency's budget, or the agency can substantially
demonstrate that the proposal would result in significant and unavoidable cost increases that are not offset by
compensating benefits.

Appendix 4

BYPASS. Dealing directly with employees rather than with the exclusive representative regarding negotiable
conditions of empioyment of bargaining unit employees. A bypass is a violation of the Federal Service Labor-
Management Relations Statute. CARVEOUT. An attempt, usually unsuccessful under the Federal Service Labor-
Management Relations Statute because it fosters unit fragmentation, to carve out (or sever)--usually along occupational
lines (firefighters, nurses)--a subgroup of employees in an existing bargaining unit in order to establish a separate, mare
homogenous unit with a different union as exclusive representative.

CERTIFICATION. The FLRA's determination of the results of an election or the status of a union as the exclusive
representative of all the employees in an appropriate unit.

CEBTIFICATION B]\R. One-year period after a union is certified as the exclusive representative for a unit during which
petitions by rival unions or emp_loyees seeking to replace or remove the incumbent union will be considered untimely. The
bar is designed to give the certified union an opportunity to negotiate a substantive agreement, after which the contract

can become a bar, except during the contract's 105-60 day open period, to a representation petition. Also see
CONTRACT BAR and ELECTION BAR.

CHALLENGED BALLOTS. Ballots that are challenged by election observers on the ground that the person casting the
ballot isn't eligible to vote because, e.g., he or she is a management official, supervisor, confidential employee or
engaged in personnel work. Challenged ballots usually are kept separate and if, after tallying the uncontested ballots, it
is determined that there are enough challenged ballots to affect the outcome of the election, the Authority's agents will
rule on each challenged ballot to see whether it should be counted.

CHECKOFF. See DUES ALLOTMENT.

CHIEF STEWARD. A union official who assists and guides shop stewards. The roles he or she plays within the union are
determined by the union. The roles he or she plays in administering the contract are determined by the contract. For
example, the negotiated grievance procedure may provide that the chief steward becomes the union representative if
the grievance reaches a certain step in the grievance procedure. '

CLARIFICATION OF UNIT PETITION. That portion of the FLRA's multipurpose petition not involving a question
concerning representation that may be filed at any time in which the petitioner (union or management) asks the FLRA to
determine the bargaining unit status of various employees--i.e., to determine whether they are management officials,
supervisors, employees engaged in non-clerical personnel work, or confidential employees, and therefore excluded from
the unit (and from the coverage of the collective bargaining agreement applicable to the unit and its negotiated grievance
procedure).

COLLECTIVE BARGAINING. Literally, bargaining between and/or among representatives of collectivities (thus involving
internal as well as external bargaining); but by custom the expression refers to bargaining between labor organizations
and employers. CIVIL SERVICE REFORM ACT OF 1978 (CSRA). Legislation enacted in October 1978 for the purpose of
improving the civil service. It includes the Federal Service Labor-Management Relations Statute (FSLMRS), Chapter
71 of title 5 of the United States Code. Also known as Public Law 95-454 passed by the 95th Congress an October 13,
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1978,. which became effective on January 11, 1979. Tii2 VII of the Act concerns Federal Service Labor-Management
Relations and supersedes Executive Order 11491 as zinended. This provided Federal employees a legal, statutory basis

for their right to organize, bargain collectively, and pari-ipate through labor unions in decisions, which affect their working
conditions. Title VIl is codified at 5 U.S.C. Chapter 71.

CLASSIFICATION ACT EMPLOYEES. Federal emplc vees--typically professional, administrative, technical, and clerical

employees (i.e., "white collar" employees)--sometimes -eferred to a "General Schedule" employees, to distinguish them
from Federal Wage System (blue collar, Wage Grade) :mployees.

COLLECTIVE BARGAINING OR NEGOTIATIONS. T+e performance of the mutual obligation of the employer and the
exclusive representative to meet at reasonable times, 1o consult and bargain in good faith, and upon request by either

party to execute a written agreement with respect to t='ms and conditions of employment. This obligation does not compel
either party to agree to proposals or make concessior

COLLECTIVE BARGAINING AGREEMENT (CBA). ..2e AGREEMENT, NEGOTIATED.

Appendix 4

. COMPELLING NEED. Test used to determine whetter a discretionary agency regulation that doesn't involve the exercise
of management’s is a valid limitation on the scope o' bargaining. There are three "illustrative criteria" of compelling

need: (1) the regulation is essential to the effective a1d efficient accomplishment of the mission of the agency, (2) the

regulation is necessary to ensure the maintenance ¢! basic merit principles, and (3) the regulation implements a mandate

of law or other authority (e.g., a regulation) in an ess«ntially non-discretionary manner.
CONCILIATION. See MEDIATION.

CONDITIONS OF EMPLOYMENT (COE). Under titi: 5, United States Code, section 7103(a)(14), conditions of
employment "means personnel policies, practices, @nd matters, whether established by rule, regulation, or otherwise [e.g.,
by custom or practice], affecting working conditions 2xcept that such term does not include policies, practices, and
matters — (A) relating to political activities prohibitec inder subchapter |1l of chapter 73 of this titie; (B) relating to the
classification of any positions; or (C) to the extent s::.ch matters are specifically provided for by Federal statute."
(Emphasis added). It does not include policies, pra: 'ices and matters relating to prohibited political activities, to the
classification of any position, or to the extent the m:'ters are specifically provided for by statute.

CONFIDENTIAL EMPLOYEE. An employee who &:ts in a confidential capacity with respect to an individual who

formulates or effectuates management policies in 1 e field of labor-management relations. Confidential employees must
be excluded from bargaining units.

CONSULTATION. To be distinguished from nego: ation. The FSLMRS provides for two types of consultation: between

qualifying unions and agencies concerning agency wide regulations and qualifying unions and those agencies issuing
Government-wide regulations.

CONTRACT BAR. The incumbent union is pratec'=d from challenge by a rival union if there is an agreement in effect
having a term of not more than three years, excey' during the agreement's open period”--i.e., 105 to 60 days prior to the
expiration of the agreement. See ELECTION BAI~ and CERTIFICATION BAR.

CONTRACTING OUT. A right reserved to manag=ment that includes the right to determine what criteria management will
use to determine whether or not to contract out ac:ency work.

"COVERED BY" DOCTRINE. A doctrine under wnich an agency does not have to engage in midterm bargaining on
particular matters because those matters are already "covered by" the existing agreement. A defense to an allegation of a
refusal to bargain, resulting agency initiated chaijes or union-initiated mid-term bargaining request. It applies when an
agency proposes to take a specific action, or the union initiates a proposal, concerning a “condition of employment” but
the agency refuses to negotiate with the union ovar the matter based on its belief that the matter has already been the
subject of negotiations and is therefore covered "y the parties’' agreement. ' The Authority has defined “matter” as the
general topic of dispute, rather than the more liniited topic which may be the subject of the union" concerns over an
agency action or the unions particular mid-contr=ct proposal.
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DECERTIFICATION. The FLRA's withdrawal of a union's exclusive recognition because the union no longer qualifies
for such recognition, usually because it has lost a representational election.

DECERTIFICATION PETITION. A petition filed by employees in an existing unit (or an individual acting on their behalf)
asking that an election be held to give unit employees an opportunity to end the incumbent union's exclusive recognition.

Such a petition must be accompanied by a 30 per cent showing of interest and be timely filed (i.e., not barred by election,
certification or contract bars).

DE MINIMIS. According to Black's Law is, of a fact or thing so insignificant that a court may over look it in deciding an
issue or case. The FLRA position of de minimis has long recognized that requiring agencies to bargain over every single
management action, no matter how slight, would be impractical. Consequently, it has held that agencies are obligated to
bargain over the impact and implementation of a management action only if the changes effected by that action will have
more than a de minimis -- that is, more than a minimal -- effect on conditions of employment. SSA and AFGE, Local 1760,
24 FLRA 403. In determining whether a change is de minimis, the FLRA will consider the nature of the change and the
extent to which it will impact bargaining unit employees. In applying this standard, keep the following FLRA
pronouncements in mind:

1. The overall size of the bargaining unit is irrelevant.
2. The FLRA will consider the number of employees affected by the change, but this factor is not controlling.
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3. A change that has a major impact on just one employee will not automatically be considered de minimis.

4. The FLRA will take “equitable” considerations into account, such as the underlying reasons

5. for the change.

6. The duration of a change can be an important factor.

7. The point at which a change becomes more than de minimis can be difficult to ascertain, but, as the term
implies, it doesn't take much. In short, it's unwise to assume that a change is de minimis without carefully
considgring exactly what's involved in it. And if there are any doubts whatsoever, case law demonstrates that
agencies are better served by erring on the side of caution. When in doubt, assume a change is not de minimis.

DIRECT EMPLOYEES. The Authority has defined this right to include discretion "to supervise and guide [employees] . . .
in the performance of their duties on the job." The right to direct, by itself, rarely is used as the basis for finding a proposal

nonnegotiable. However, when combined with the right to assign work, it is the basis for finding proposals establishing
performance standards nonnegotiable.

DISCIPLINE. A right reserved to management that the FLRA has said includes the right "to investigate to determine
whether discipline is justified. " It also "encompasses the use of the evidence obtained during the investigation."

DOCTRINE. A rule, principle, theory or tenet (fundamental principle) of the law; as e.g. Covered by Doctrine; Waiver
Doctrine, Etc.

DUES ALLOTMENT (WITHHOLDING, CHECKOFF). Dues withholding services provided by the agency to unions that
win exclusive recognition or dues withholding recognition. If the former, the services must be provided without charge to
the union. Employee dues assignments must be voluntary (no union or agency shop arrangements permitted under the
Federal Service Labor-Management Relations Statute) and may not be revoked except at yearly intervals or if a
member becomes ineligible (i.e. promotion to supervisor, etc.), but must be terminated when the agreement ceases to be
applicable to the employee or when the employee is expelled from membership in the union.

DUES WITHHOLDING RECOGNITION. A very limited form of recognition, under which a union that can show that it has
10 per cent of employees in an appropriate unit as members can qualify for the right only to negotiate a dues deduction
arrangement. Such recognition becomes null and void as soon as a union is certified as the exclusive representative of
the unit.
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DURATION CLAUSE (TERM OF AGREEMENT). Clai: e in a collective bargaining agreement that specifies the time

period during which the agreement is in effect (normal' three years). Where an agreement has a term greater than three
years, the agreement serves as a contract bar only during the first three years.

DUTY OF EAIR REPRESENTATION. “An exclusive renresentative is responsible for representing the interests of all
employees in the unit it represents without discriminat - n and without regard to labor organization membership.”

DUTY TO BARGAIN. Broadly conceived, it refers to bcth (1) the circumstances under which there is a duty to give notice
and, upon request, engage in bargaining (see MIDTEFRM BARGAINING) and (2) the negotiability of specific proposals.
Disputes over the former usually are processed throuc!: the Authority’s unfair labor practice procedure and frequently
Involve make-whole and status quo ante remedies. Di-putes over the latter usually are processed through the Authority’s
no-fault negotiability procedure in which the Authorit. determines whether or not there is a duty to bargain on the
proposal at issue. Encompasses bargaining to the po' 't of obtaining a CBA over on-going changes in working conditions
(midterm) that are not clearly covered-by the collectiv- bargaining agreement or previously waived by the union; and

bargaining over maiters initiated by a union before. di "ing (midterm covered-by and waiver tests apply) or after the term
of a CBA ;

ELECTION AGREEMENT Agreement entered into b the agency and the union(s) competing for exclusive recognition
dealing with campaign procedures, election cbserver: date and hours of election, challenge ballot procedures, mail
balloting (if used), position on the ballot, payroll peric  for voter eligibility, and the like. Such an agreement is subject to
approval by the appropriate FLRA Regional Director
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ELECTION BAR. One-year period after the FLRA b-s conducted a secret-ballot election for a unit of employees, where
the election did not lead to the certification of a unic: as exclusive representative. During this one-year period the FLRA

will not consider any representation petitions for tha: unit or any subdivisions thereof. See CERTIFICATION BAR and
CONTRACT BAR.

EMPLOYEE. The term "empioyee" includes an ind idual "employed in an agency" or "whose employment in an agency
has ceased because of any unfair labor practice," it does not include supervisors and management officials or anyone

who participates in a strike or members of the unifo:med services or employees in the Foreign Service or aliens occupying
positions outside the United States.

EQUIVALENT STATUS. Status given a union cha/l2nging the incumbent union that entitles it to roughly equivalent

access during the period preceding an election to ‘cilities and services (bulletin boards, internal mail services, etc.) as
that enjoyed by the incumbent union.

EXCEPTIONS TO ARBITRATION AWARDS. A c.aim that an arbitration award is deficient "on...grounds similar to those
applied by Federal courts in private sector labor-r anagement relations," or because it violates law, rule or regulation.
Some of the "grounds similar to those applied by ' 2deral courts" are: the award doesn't draw its essence from the
agreement, the award is based on a non-fact, the arbitrator didn't conduct a fair hearing, or the arbitrator exceeded his/her
authority. Under 5 U.S.C. 7122, either party to art:tration may file with the Federal Labor Relations Authority an exception
(appeal) to an arbitrator's award because the aw:='d is 1) contrary to any law, rule or regulation; or 2) on other grounds
similar to those applied by Federal courts in prive:e sector labor-management relations (e.g., award does not draw its
essence from the agreement; resolving issues nc' submitted to arbitration; granting remedy that exceeds claimed
violation). The Authority will not consider an excention with respect to an award relating to actions taken in accordance
with 5§ U.S.C. 4303 and 5 U.S.C. 7512. See also © CFR Part 2425.

EXCESSIVE INTERFERENCE. A balancing tes' ‘hat the FLRA applies to proposals that are arrangements for empioyees
adversely affected by the exercise of manageme t's rights in order to determine whether they are negotiable appropriate
arrangements. The test involves balancing the -xtent to which the proposal ameliorates anticipated adverse effects
against the extent to which it places restrictions - n the exercise of management's rights.

EXCLUSIVE RECOGNITION. Under the Feder=! Service Labor-Management Relations Statute, exclusive recognition
is normally obtained by a union as a result of re’ 2iving a majority of votes cast in a representational election. The rights a
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union is accorded as a result of being certified as the exclusive representative of the employees in a bargamlng gnlt .
include, among other things, the right to negotiate bargainable aspects of the conditions of employment of bargaining unit
employees, to be afforded an opportunity to be present at formal discussions, to free check-off arrangements and, at the
request of the employee, to be present at Weingarten examinations.

EXCLUSIVE REPRESENTATIVE . The union that is certified as the exclusive representative of a unit of employees either
by virtue of having won a representation election or because it had been recognized as the exclusive representative
before passage of the CSRA. See EXCLUSIVE RECOGNITION. A union holding exclusive recognition is sometimes
referred to as the exclusive bargaining agent of the unit.

EXTERNAL LIMITATIONS ON THE EXERCISE OF MANAGEMENT’S RIGHTS. Discretion reserved to management
isn't unfettered. Quite apart from any iimitations that may be found in the collective bargaining agreement (such as an
appropriate arrangement provision), its discretion must also be exercised in accordance with the laws and regulations
that set limitations on management discretion. Only those external limitations on the exercise of certain rights can be
enforced by the union under the negotiated grievance procedure. See APPLICABLE LAWS.

FAIR REPRESENTATION, DUTY OF. The union's duty to represent the interests of all unit employees without regard to
union membership.

FEDERAL LABOR RELATIONS AUTHORITY (FLRA, AUTHORITY). The independent agency responsible for
administering the Federal Service Labor-Management Relations Statute (FSLMRS). As such, it decides, among other
things, representation issues (e.g., the bargaining unit status of certain employees), unfair labor practices (violations of
any of the provisions of the FSLMRS), negotiability disputes (i.e., scope of bargaining issues), exceptions to
arbitration awards, as well as resolve disputes over consultation rights regarding agency-wide and Government-wide
regulations. The FLRA maintains nine regional offices. Also see the FLRA web page at http://www.flra.gov/
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FEI:_)ERAL ME_DII_\TION AND CONCILIATION SERVICE (FMCS). An independent agency that provides mediators to
assist the parties in negotiations. Although the bulk of its work is in the private sector, it also provides its services to the

Feder‘al' sector. FMCS also maintains a roster of qualified private arbitrators, panels of which are referred to the parties
upon joint request. See MEDIATION. Also see the FMCS webpage at http://www.fira.gov/

FE_DERAL SERVICE IMPASSES PANEL (FSIP or Panel). An entity within the FLRA that resolves bargaining impasses,
chiefly by ordering the parties to adopt certain contractual provisions relating to the conditions of employment of unit
employees. The Panel uses many procedures for resolving impasses, including fact-finding, med-arb, final-offer interest
arbitration, either by the Panel, individual members of the Panel, the Panel's staff, or by ordering the parties to refer their
impasse to an agreed-upon private arbitrator who is to provide services. The Panel is empowered to “take whatever action
Is necessary and not inconsistent with [the Federal Service Labor-Management Relations Statute] to resolve the
impasse.” For more information on FSIP, see http://www.fira.qov/

FEDERAL SERVICE LABOR-MANAGEMENT RELATIONS STATUTE (FSLMRS). Title 5. United States Code, sections
7101 - 7135.

FINAL-OFFER INTEREST ARBITRATION. A technique for resolving bargaining impasses in which the arbitrator is forced
to choose among the final positions of the parties--rather than order adoption of some intermediate position (i.e., “split the
difference”). It can apply to individual items or “packages” of items. The theory is that each party, expecting that the
interest arbitrator will pick the most reasonable of the two final offers, will have an incentive tc move closer to the position
of the other party in order to increase the odds that the arbitrator will select its final offer as the more reasonable of the
two. This in turn narrows the gap between the parties. If the gap is narrow enough, it can be bridged by the parties
themselves (by, e.g., splitting the difference).

FORMAL DISCUSSION. Under title 5, United States Code, section 7114(a)(2)(A), the exclusive representative must be
given an opportunity to be represented at “any formal discussion between one or more representatives of the agency and
one or more employees in the unit or their representatives concerning any grievance or any personnel policy or practices
or other general condition of employment.” (Italics added.) Under 5 U.S.C. 7114(a)(2)(A), a discussion between an agency
representative(s) and a bargaining unit employee(s) concerning any grievance or any personnel policy or practice or other
condition of employment which affects bargaining unit employees. The exclusive representative must be given the
opportunity to be represented at these meetings.
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FR_EE SPEECH. Under title 5, United States Code, sec on 7116(e), the expression of personal views or opinions, even if
ontlc_al of the-u‘nlon. IS not an unfair labor practice if s :h expression is not made in the context of a representational
election and if it "contains no threat of reprisal or force - promise of benefit or was not made under coercive conditions."

Duripg the conduct of an election, however, managem: 1t officials must be neutral. This limited right of free speech
applies to agency representatives.

FROLIC. employee was engaged in activities clearly u related to work. Factors to be considered include the purpose of
the detour, whether it had a single or dual purpose; the -elationship

of the Government employee's activities during the fro: - or detour to the official duties; how much time elapsed during the
frolic or detour; and whether the Government employe: was returning to the authorized route at the time of the incident

GENERAL COUNSEL. The General Counsel of the F:deral Labor Relations Authority investigates unfair labor
practice (ULP) charges and files and prosecutes ULF :omplaints. He/she also supervises the Authority's Regional
Directors who, in turn, have been delegated authority - v the FLRA to process representation petitioners.

GOOD FAITH BARGAINING A statutory duty to app sach negotiations with a sincere resolve to reach a collective
bargaining agreement, tc be represented by properly - uthorized representatives who are prepared to discuss and
negotiate on any condition of employment, to meet -t reasonable times and places as frequently as may be necessary
and to avoid unnecessary delays, and, in the case of ' 1e agency, to furnish upon request data necessary to negotiation.
Also defined as: The overall behavior and effort on the part of an agency and union during the negotiations process. This
includes the obligation on the part of an agency and ' ion to: approach negotiations with a sincere resolve to reach
agreement; send duly authorized representatives pre: ared to discuss and negotiated on any condition of employment;
meet at reasonable times and convenient places as * 2quently as necessary and to avoid unnecessary delays; execute,
upon request, a written document incorporating the « reed terms, and to take such steps as are necessary to implement
the agreement. And in the case of an agency, to furr sh to the union upon request and, to the extent not prohibited by law,
data —- ;

1 Which is normally maintained in the regu!- - course of business:
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2 Which is reasonably available and neces: ary for full and proper discussion, understanding and negotiation of
subjects within the scope of collective barg : ning; and,

3. Which does not constitute guidance, adv: e, counsel or training provided for management officials or
supervisors, relating to collective bargainin:

GOVERNMENTWIDE REGULATIONS. Regulatio s issued by an agency bearing on conditions of employment that must
be complied with by other agencies. Such regulatic1s are a major limitation on agency discretion and therefore on the
scope of bargaining, which presupposes agency liscretion. Agencies chiefly involved in issuing such regulations are the
Office of Personnel Management (on personnel 1anagement) and the General Services Administration (on property
management). See, also, CONSULTATION.

GRIEVANCE. Under title 5, United States Code, :=ction 7103(a)(9), a grievance "means any complaint — (A) by an
employee concerning any matter relating to the e ployment of the employee; (B) by any labor organization concerning
any matter relating to the empioyment of any emr:!syee; or (C) by an employee, labor organization, or agency concerning
— (1) the effect or interpretation, or a claim of brea 1, of a collective bargaining agreement; or (ii) any claimed violation,
misinterpretation, or misapplication of any law, ru -, or regulation affecting conditions of employment."

GRIEVANCE ARBITRATION. See ARBITRATO:-

GRIEVANCE BAR. A claim by either party to a ¢ ilective bargaining relationship that a statutory appeal was previously
filed involving the same facts and theories allege in a subsequently filed grievance.

GRIEVANCE PROCEDURE. A systematic proctiure, devised by the parties to the agreement, by which a grievance
moves from one level of authority to the next higier level until it is settled, withdrawn, or referred to arbitration. Under title
5. United States Code, section 7121, a collectivc: bargaining agreement must contain a grievance procedure terminating in
final and binding arbitration. Apart from matters nat must by statute be excluded (such as grievances relating to
retirement, health and life insurance and the cla.sification of positions), the scope of the grievance procedure is to be
negotiated by deciding what maiters are to be € cluded from an otherwise "full scope" procedure--i.e., a procedure that
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covers all the matters mentioned in the statutory definition of "grievance.” See NEGOTIATED GRIEVANCE
PROCEDURE.

HIRE EMPLOYEES. A right reserved to management. The Authority has said that “the pro_bationary period, including
summary termination, constitutes an essential element of an agency's right to hire under [title 5, United States Code,]
section 7106(a)(2)(A)." . . 3

See SELECT for a discussion of the much more frequently utilized right of management, in filling positions, to make
selections for appointments from any appropriate source. The relationship between the right to hire and the right to select
is still unclear. :

IMPASSE. See BARGAINING IMPASSE.

1&I (IMPACT AND IMPLEMENTATION) BARGAINING. Even where the decision to change conditions of empioyment of
unit employees is protected by management's rights, there is a duty to notify the union and, upon request, bargain on
procedures that management will follow in implementing its protected decision as well as on appropriate arrangements
for employees expected to be adversely affected by the decision. Such bargaining is commonly referred to as “impact and
implementation,” or “I&|" bargaining, which is the commonest variety of midterm bargaining.

INFORMATION. The union, to the extent not prohibited by law (e.g., the Privacy Act), is entitled, under certain
circumstances (see PARTICULARIZED NEED, below), to data “for full and proper discussion, understanding, and
negotiation of subjects within the scope of bargaining.” The agency must provide that information free of charge.

INTEREST. In interest-based bargaining, the concerns, needs, or desires behind an issue: why the issue is being
raised.

INTEREST ARBITRATION. The arbitrator, instead of interpreting and applying the terms of an agreement to decide a

grievance, determines what provisions the parties are to have in their collective bargaining agreement. Also see
ARBITRATION.

_INTEREST-BASED BARGAINING (IBB). A bargaining technique in which the parties start with (or at least focus on)
Interests rather than proposals; agree on criteria of acceptability that will be used to evaluate alternatives; generate

ls.‘\everatlll gltdematives that are consistent with their interests, and apply the agreed-upon acceptability criteria to the
ppendix

alternativqs so generated in order to arrive at mutually acceptable contract provisions. The success of the technique
depends, in large measure, on mutual trust and a willingness to share information. Bui even where this is lacking, the

techniqn_:e, with its focus on interests and on developing alternatives, tends to make the parties more flexible and open to
alternative solutions and thus increases the likelihood of agreement.

INTERNAL SECURITY PRACTICES. A right reserved to management by titie 5, United States Code, section 71 06(a)(1).
The right to determine the internal security practices of an agency isn't limited to establishing "those policies and actions
which are part of the Agency's plan to secure or safeguard its physical property against internal and external risks, to
prevent improper or unauthorized disclosure of information, or to prevent the disruption of the Agency's activities.” It also
extends to safeguarding the agency's personnel.

INTERVENTION/INTERVENOR. The action taken by a competing labor organization (intervenor) to place itself as a
contender on the ballot for a recognition election originally initiated by another union (petitioner). Non-incumbent
intervenors need only produce a 10 per cent showing of interest to be included on the ballot.

INVESTIGATORY EXAMINATION. See WEINGARTEN RIGHT.

JENKS RULE. Even if it overcomes privileges, the rule is discretionary as to pre-testimony documents. You can always
ask the witness if their testimony is based on any document. Likewise, at deposition you can ask about documents that
might be relevant to the case generally. But asking, "describe for me each document that you reviewed in preparation for

today's deposition" would be an objectionable guestion. /n short, the “JENKS RULE” is a rule permitfing the production of
a protected affidavit for purposes of cross examination.

LABOR MANAGEMENT AGREEMENT (Collective bargaining agreement, Contract, Agreement) A written
agreement between the Employer and the organization, usually for a definite term, defining conditions of employment,
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rrghts of Employees and labor organizations, proced: res to be followed in settling disputes or handling issues that arise
during the life of the agreement

LABOR ORGANIZATION. A union--i.e., an organiza: an composed in whole or in part of employees, in which employees
participate and pay dues, and which has as a purpos the dealing with an agency concerning grievances and conditions
of employment.

LAYOFF EMPLOYEES Right reserved to managen nt by title 5. United States Code, section 71 06(a)(2)(A).

LUNCH PERIODS (Duty Free) Uninterrupted lunch eriod, where no work of any kind may be scl:leduled. unless mission
requirements make an early recall to work necessar

MANAGEMENT OFFICIAL.. An individual who formuiates, determines, or influences the policies of the agency. Such
individuals are excluded from appropriate units.

MANAGEMENT RIGHTS Refers to types of discret n reserved to management officials by statute.

- Core rights. Consists of the nghts "to determine th- mission, budget, organization, number of employees, and internal
security practices of the agency."

* Operational rights. Consists of the rights to hire, .:ssign, direct, layoff, and retain employees in the agency, or to
suspend, remove, reduce in grade or pay, or take o' er disciplinary action against such employees, to assign work, to
make determinations with respect to contracting ou' and to determine the personnel by which agency operations shall be
conducted; with respect to filling positions. to make -elections for appointments from-- among properly ranked and
certified candidates for promotion; or any other app: ipriate source; and to take whatever actions may be necessary to
carry out the agency mission during emergencies.
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« Three exceptions. The three title 5, United State; Code, section 7106(b) exceptions to the above involve (1) title 5,
United States Code, section 7106(b)(1) permissive subjects of bargaining (e.g., staffing patterns, technology) on
which, under the statute, agencies can elect to ba'jain, (2) procedures management will follow in exercising its reserved
rights, and (C) appropriate arrangements for en  loyees adversely affected by the exercise of management rights.

1. "Permissive” subjects exception This exem iion to management's rights “staffing patterns” — i.e., with "the numbers,
types. and grades of employees or positions assic ied to any organizational subdivision, work project, or tour of duty" and
with "the technology, methods, and means of pert rming work." Under the statute such matters are, moreover, negotiable
“at the election of the agency” even if the propose also directly interferes with the exercise of a title 5, United States
Code, section 7106(a) right.

2. Procedural "exception.” Title 5, United State. Code, section 7106(b)(2), dealing with procedures, really isn't an
exception to management's rights as the Authorit has held that a proposed "procedure” that "directly interferes” with a
management right is not a procedure within the n 2aning of title 5, United States Code, section 7106(b)(2).

3. Appropriate arrangement exception. Title 5 Jnited States Code, section 7106(b)(3) applies only if the proposal is
intended to ameliorate the adverse effects of the :xercise of a management right. Where such is the intent of the
proposal, the Authority applies a balancing test i which it weighs the extent to which the proposal ameliorates the
expected adverse effects against the extent to w' ich it interferes with the management right and determines whether or
not the specific proposal "excessively” interferes vith management rights. If the interference is "excessive," the proposal
isn't an "appropriate arrangement" and therefore 's nonnegotiable. If otherwise, the proposal is a negotiable appropriate
arrangement, even though it interferes with management's rights. To qualify as an “arrangement” to which it would be
proper to apply the excessive interference balar ing test, the proposal has to be “tailored” so that it applies only to those
employees who would be adversely affected by he proposed management decision.
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MANDATORY SUBJECTS OF BARGAINING. Those matters that the agency must bargain over upon receipt of a
union’s request, such as conditions of employment not otherwise waived by the union or covered by the parties’
agreement. ;
MEDIATION. Use of a third party, usually a neutral without authority to impose a settlement, to assist the parties to reach
agreement. Mediation techniques vary, but one common practice is for the labor mediator to separate the parties (in order
to control communications) and meet with them separately and, in effect, engage in interest-based bargaining with them.
Because the mediator usually is a neutral who cannot impose a settlement and because he or she is expected to keep
confidences, each party is more willing to be open with the mediator than with the other party (or with an interest
arbitrator). Because of this greater openness, the mediator often is able to see areas of possible agreement that the
parties are unable to see in direct, unmediated, negotiations.

MED-ARB (mediation followed by interest arbitration). A process in which a neutral with authority to impose (or to
recommend the imposition of) a settlement, first resorts to mediation techniques in an attempt to get the parties to
voluntarily agree on unsettled matters, but who can later impose a settiement if mediation fails. The theory behind it is that
the parties will be more receptive to the med-arb's suggestions for settlement if they know that the med-arb has authority
to impose a settlement.

MERIT PRINCIPLES. Prohibited personnel practices and Merit Principles

Prohibited personnel practices means actions that are taken for reasons forbidden under law. They include unlawful
discrimination; improper personnel solicitations and recommendations; coercing polifical activity; improperly influencing
employment decisions,; granting improper preferences in personnel decisions; appointing relatives improperly; retaliation
against whistleblowers; retaliation for the exercise of appeal or grievance rights; discrimination on the basis of conduct
which is not job-related; and violations of the merit system principles

According to the nine merit systems principles outlined in 5 USC 2301(b), agencies must

1. Recruit qualified individuals from all segments of society and select and advance employees on the basis of
merit after fair and open competition.

2. Treat employees and applicants fairly and equitably, without regard to political affiliation, race, color, religion,
national origin, sex, marital status, age or disability.

3. Provide equal pay for equal work and reward excellent performance.
4. Maintain high standards of integrity, conduct and concern for the public interest.

5. Manage employees efficiently and effectively.
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6. Retain or separate employees on the basis of performance.
7. Educate and train employees when it will result in better organizational or individual performance.
8. Protect employees from improper political influence.

9. Protect employees against reprisal for the lawful disclosure of information in “whistleblower" situations when
they disclose waste, fraud, abuse or illegal activities.

MIDTERM BARGAINING / NEGOTIATIONS. Literally, all bargaining that takes place during the life of the cantract.
Usually contrasted with term bargaining — i.e., with the renegotiation of an expired (or expiring) contract. Midterm
bargaining includes 1&! bargaining, union-initiated midterm bargaining on new matters; and bargaining pursuant to a
reopener clause. It excludes matters that are already "covered by" the term agreement.

MISSION OF THE AGENCY. A right reserved to management by title 5, United States Code, section 7106(a)(1). Although
ilustrative case law on this particular right is meager, it is generally recognized that the right encompasses the
determination of the products and services of an agency.

NATIONAL CONSULTATION RIGHTS (NCR). A union accorded national consultation rights is entitied to be consulted on
agency-wide regulations before they are promulgated. NCR is to be distinguished from consultation rights with respect to
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Government-wide regulations, under which a union ace. rded such recognition must be consulted on proposed
Government-wide regulations before they are promulg:: ed.

NATIONAL UNION. Ordinarily, a union composed of ¢ wmber of affiliated local unions. The Bureau of Labor Statistics in
its union directory, defines a national union as one with agreements with different employers in more than one state, or an
affiliate of the AFL-CIO, or a national organization of e ployees.

NEGOTIABILITY. Refers to whether a given topic is s Hject to bargaining between an agency and the union. The Federal
Labor Relations Authority makes the final decision wh :'her a subject is negotiable or nonnegotiable.

NEGOTIABILITY APPEAL {PETITION FOR REVIEW |f an agency believes that a union proposal is contrary to law or
applicable regulation, or is otherwise nonnegotiable ur ler the statute, it may inform the union of its refusal to negotiate. 5
U.S.C. 7117 provides a right to appeal the agency's d' iermination of non-negotiability to the FLRA.

NEGOTIABILITY DETERMINATION. A decision reac ed by the Federal Labor Relations Authority on a request for
expedited review of negotiability issues. Unions in dis ites with agencies concerning what matters may be collectively
bargained may file negotiability appeals, technically ¢: ied petitions for review. A negotiability determination may be
rendered when an agency claims a maiter is non-neg: tiable or there is no duty to bargain. Matters that involve such
allegations that do not involve the actual or contempl: ‘ed changes in working conditions can only be filed under the

negotiability appeal procedure.

NEGOTIABILITY DISPUTES. Disputes over whethe a proposal is nonnegotiable because (a) it is incon;istent with laws,
rules, and regulations establishing conditions of emp!yment and/or (b) it interferes with the exercise of rights reserved to
management. Negotiabiiity disputes normally are prc essed under the FLRA's "no fault" negotiability procedures

NEGOTIATED GRIEVANCE PROCEDURE (NGP). - collective bargaining agreement (CBA) must contain a grievance
procedure terminating in final and binding arbitratior The NGP, with a few exceptions involving statutory alternatives
(e.g., adverse and performance-based actions), is ti" : exclusive administrative procedure for grievances falling within its
coverage. Apart from the matters excluded from the .overage of the NGP by statute — e.g., retirement, life and health
insurance, classification of positions — the NGP cov- s those matters specified in the definition of grievance in title 5,
United States Code, section 7103(a)(9) (see GRIEV A\NCE, above), minus any of those matters that the parties agree to
exclude from the NGP That is, under the FSLMRS : rogram, the parties negotiate to determine what matters to exclude
from the procedure rather than what matters it is to - iclude--just the opposite from pre-FSLMRS and private sector
practices. A systematic procedure agreed to by the . egotiating parties for the resolution of grievances. The negotiated
grievance procedure is applicable only to employee: in the bargaining unit. The scope of the negotiated grievance
procedure is negotiated by the parties and may inc' de certain matters for which a statutory appeal procedure exists,
unless the parties negotiate their exclusion. Severs matters cannot be included under its scope: 1) actions taken for
violations of the Hatch Act; 2) retirement, life insur: ice or health insurance; 3) a suspension or removal taken in the
interest of national security; 4) any examination. ce fification, or appointment; or 5) the classification of any position which
does not result in the reduction in grade or pay of : 1 employee. 5 U.S.C. 7121 requires the inclusion of a negotiated
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grievance procedure in all agreements and reguire - binding arbitration as the final step of the negotiated grievance
procedure.

NEGOTIATION IMPASSE. If there are no dispute over the essential obligations of bargaining, assur_ning the parties’
have bargaining in good faith but unsuccessfully ¢ ver a negotiable proposal, it is point where the parties are unable to

reach an agreement.

NON-NEGOTIABLE. A term used to indicate the -ubject matter of a management change does not concern a condition of
employment for affected employees, is a reserve management right or because the matter is permissively negotiable
and the agency has elected not to bargain. Addit: nally, the term applies to a union proposal that does not concern a
condition of employment for affected employees. s in conflict with law, Government-wide rule or regulation or excessively
interferes with a reserved management right.

NO-DUTY TO BARGAIN. A term used to indical  the subject matter of a management change or union initiated proposal
involves a condition of employment for affected « nployees that has been previously waived by the union or is covered by
the parties’ collective bargaining agreement.
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NUMBER OF EMPLOYEES OF AN AGENCY . A right reserved to management by titie 5, United States Code, section
7106(a)(1). There have been no FLRA decisions in which a proposal has been found nonnegotiable because it interfered
with this right.

OBJECTIONS TO ELECTION. Charges filed with the FLRA contesting election results because of alleged irregularities in
the conduct of a representational election. If the objections are sustained, the FLRA could set aside the election results
and order that the election be rerun.

OBLIGATION TO BARGAIN. The right to bargain is affirmative; if management does nothing, the union may require
negotiations over working conditions. The right to bargain is also responsive; when management changes working
conditions, the changes may lead to negotiations. That obligation is fulfilled through negotiations leading to a basic
agreement, mid-term bargaining, and bargaining over impact and implementation decisions made within the ambit of
management rights. In order to meet this obligation, management has the duty to give the exclusive bargaining
representative advance notice of the proposed implementation of decisions and provide the union with an opportunity to
participate in impact and implementation bargaining. The union must then act if it is to act at all

OFFICE OF PERSONNEL MANAGEMENT (OPM). Issues Government-wide regulations on personnel matters that
may have a substantial impact on the scope of bargaining; consults with labor organizations on those regulations;
provides technical advice and assistance on labor-management relations matters to Federal agencies; also provides
information on personnel matters to Federal agencies and the general public (e.g., this annotated glossary); exercises

oversight with regard to statutory and regulatory requirements relating to personnel matters, and provides support
services for the National Partnership Council.

OFFICIAL TIME. At one time treated as a term of art created by fitle 5, United States Code, section 7131, involving paid
time for employees serving as union representatives. However, the Autharity has said that section 7131(d) does not
preclude parties to a collective bargaining agreement from agreeing to provide official time for other matters; that is,
matters other than those relating to labor-management relations activities.

Union negotiators (no more than the number of management negotiators) who also are unit employees are statutorily
entitied to official time to negotiate agreements. Official time may not, however, be used to perform internal union
business. Title 5, United States Code, section 7131(d) allows the parties to negotiate the amount of official time that shall
be granted to specified union representatives for the performance of specified representational functions.

OPEN RER!OD. “I_‘he 45-day period (105 - 60 days prior to expiration of agreement) when the union holding exclusive
recognition is subject to challenge by a rival union or by unit employees who no longer want to be represented by the
union. The open period is an exception to the contract bar rule.

OPM. Refers to the Office of Personnel Management (OPM). OPM supports Government program managers in their
personnel management responsibilities through a range of programs. This includes administering or requiring a merit

system for Federal employment; providing services related to retirement, health benefits and life insurance benefits for
federal employees.

ORGANIZATION. A right reserved to management. According to the FLRA, this right encompasses an agency's authority
to determine its administrative and functional structure, including the relationship of personnel through lines of control and
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the distribution of responsibilities for delegated and assigned duties. That is, the right includes the authority to determine
how the agency will structure itself to accomplish its mission and functions.

ORGANIZATION (Union) — Refers to Labor organization i.e., Association of Civilian Technicians, Inc., {ACT Arizona
Army Chapter #61)

OPPOSITION TO EXCEPTION TO ARBITRATION AWARD. If a party files an exception (appeal) to an arl:_;if.rator’s
award, the other party may oppose the exception to the Authority in accordance with 5 CFR 2425 1 Oppositions to
exceptions must be filed within thirty (30) days after the date of service of the exception

PACKAGE BARGAINING. A negotiating technique whereby contract proposals are grouped into a “package” usually
offering substantial concessions by one party, in exchange for substantial gains. Frequently, the package proposal will be
advanced with the condition that it must either be accepted as presented or rejected entirely

PANEL. See FEDERAL SERVICE IMPASSES PANEL.
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PARTICULARIZED NEED. The Authority's analytical & ‘proach in dealing with union requests for information under title 5,
United States Code. section 7114(b)(4). Under this apj 'oach, the union must establish a “particularized need” for the
information and the agency must assert any counterva ng interests. The Authority then balances the one against the
other to determine whether a refusal to provide informs ion is an unfair labor practice.

PARTNERSHIP A form of employee participation est: ‘lished pursuant to Executive Order 12871 in which the parties are
expected to deal with matters relating to improving the 'erformance of the agency in a non-adversarial, non-litigious
manner. The scope of partnership deliberations are br - ader than those of collective bargaining in that they usually
include, e.g., deliberations over the conditions of empl /ment of non-bargaining unit employees. Partnership deliberations
also include deliberations over staffing patterns, techn 'ogy, methods and means--matters integral to improving agency
performance, which is the overriding purpose of the O ier

When President Bush signed Executive Order 13203 :scinding 12871, there was speculation that it meant the end of
labor-management cooperation and communication ir ‘he Federal Government. The President was motivated by his
conviction that partnership is not something that shou" be mandated for every agency in every situation. But while
agencies are no longer required to form partnerships « ith their unions, they are strongly encouraged to establish
cooperative labor-management relations. Cooperatior setween labor and management can enhance effectiveness and
efficiency, cut down the number of employment-relate ' disputes, and improve working conditions, all of which contribute
fo the kind of perforrmance and results sought by the | resident. This will demand management and union leaders who
frust each other, who are open and honest with each ther, who respect the different interests that each party brings to
the table and build on the interests they share

PAST PRACTICE (ESTABLISHED PRACTICE). Ex: ting practices sanctioned by use and acceptance, that are not
specifically included in the collective bargaining agre: nent. Arbitrators use evidence of past practices to interpret
ambiguous contract language. In addition, past pract: .es can be enforced under the negotiated grievance procedure
because they are considered part of the agreement. * o qualify as an enforceable established practice, the practice has to
be legal, in effect for a certain period, and known an:' sanctioned by management. Existing practices sanctioned by use
and acceptance, which amount to terms and conditic: s of employment even though not specifically included in the
collective bargaining agreement. in order to constitu:: a binding past practice, it must be established that (1) the practice
must involve a condition of employment; and (2) the ractice must be consistently exercised for an extended period of
time and followed by both parties, or followed by on- narty and not challenged by the other over a substantially long
duration. it should be noted that if a matter is not a ¢ :ndition of employment, it does not become a condition of
employment either through practice or agreement.

PERFORMANCE STANDARDS A description of tt: level of performance/achievement to achieve a fully acceptable
performance of the duties and responsibilities of the Josition.

PERMISSIVE SUBJECTS OF BARGAINING. The - are two types of proposals dealing with so-called “permissive
subjects of bargaining” proposals dealing with (1) 1+ atters covered by title 5, United States Code, section 7106(b)(1) —
i.e., with staffing patterns technology and method: and means of performing the agency’s work, and (2) matters that are
not conditions of employment of bargaining unit en loyees. Regarding the former, it should be noted that although an
agency can “elect” not to bargain on a (b)(1) matte the President has directed heads of agencies to instruct agency
management to bargain on such matters in sectior 2(d) of Executive Order 12871 — This directive was rescinded by
Executive Order 13203. Regarding the latter, it shc :ld be kept in mind that, apart from the statutory exclusions from the
definition of condition of employment found in tit - 5, United States Code, section 7103(a)(14), a matter may be found
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not be a condition of employment because (1) it d. als with the conditions of employment of non-unit employees (e.g.. a
proposed procedure for filling supervisory vacanc' -s) or (2) there is no direct connection between the matter dealt with by
the proposal and the work situation or employmer ' relationship of bargaining unit employees (e.g., a proposal authorizing
unit employees to hunt on a military base when oi duty). Regardless of type, once agreement is reached on a permissive
subject of bargaining, that agreement cannot be ¢ 1sapproved by the agency head, and is enforceable under the
negotiated grievance procedure.

PERSONNEL BY WHICH AGENCY OPERATIO S ARE CONDUCTED. A right reserved to management by title 5,
United States Code, section 7106(a)(2)(B)

PICKETING. Demonstrating, usually near the ple e of employment, to publicize the existence of a labor-management
dispute. This is commonly called Informational icketing and is directed toward advising the public about the issue in

dispute. This is specifically protected by 5 U.S.C 7116(b) so long as the picketing does not interfere with agency
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operations. This is not to be confused with a “strike” as Federal employees are not permitted to strike under Federal law_.
informational picketing may only be conducted outside an employee's established duty hours or the employee must be in
an approved leave status.

PROCEDURES. Under title 5, United States Code, section 7106(b)(2), the procedures observed by management in
exercising its reserved rights are negotiable.

To qualify as a negotiable (b)(2) procedure, the proposed "procedure” must not require the use of standards that, by
themselves, directly interfere with management's reserved rights or otherwise have the effect of limiting management's
reserved discretion.

PROHIBITED PERSONNEL PRACTICES (SEE MERIT PRINCIPLES)

PROHIBITED SUBJECTS OF BARGAINING. Includes those matters reserved as management rights pursuant to 5 USC
7106(a).

QUALIFIED APPLICANT An applicant for a vacant/advertised position who, using established staffing procedures, is
able to meet minimum qualification of the position.

QUESTION CONCERNING REPRESENTATION (QCR). Refers to a petition in which a union seeks to be the exclusive
representative of an appropriate unit of employees, or in which employees in an existing unit want to decertify the
incumbent union. The filing of such a petition is said to raise a question concerning representation--i.e., whether, and by
whom, unit employees are to be represented. Such petitions are distinguished from petitions seeking to clarify the

composition of existing units (e.g., whether certain individuals are in or out of the unit) or to amend the names of the
parties to the exclusive bargaining relationship.

RATIFICATION. Formal approval of a newly negotiated agreement by vote of the labor organization members affected.

REOPENER CLAUSE. Provisions in the CBA specifying the conditions under which one or either party can reopen for
renegotiation the agreement or designated parts of the agreement. Although some agreements provide for mutual
consent reopeners, such reopeners are unnecessary as the parties can of course agree to reopen and renegotiate their
agreement at any time, notwithstanding the contents of the agreement. The purpose of a reopener is to enable one party
to compel the other party to renegotiate the provisions covered by the reopener.

. REPRESE_NTATION ELECTION. Secret-ballot election to determine whether the employees in an appropriate unit shall
have a union as their EXCLUSIVE REPRESENTATIVE.

REPRESENTATIONAL FUNCTIONS. Activities performed by union representatives on behalf of the employees for whom
the union is the exclusive representative regarding their conditions of employment. It inciudes, among other things,
negotiating and policing the terms of the agreement, attending partnership council meetings, being present at formai
discussions and, upon employee request, Weingarten examinations.

REPRESENTATION ISSUES. Issues related to how a union gains or loses exclusive recognition for a bargaining unit,

determining whether a proposed unit of employees is appropriate for the purposes of exclusive recognition, and
determining the unit status of various employees.

REPUDIATION OF AGREEMENT. Framework developed by the FLRA to determine whether (1) the breach of the
agreement was clear and-patent and (2) the provision breached went to the heart of the agreement.
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RETAIN EMPLOYEES. A right reserved to management. Although the rights to layoff and retain appear to be opposite
sides of the same coin, the FLRA rarely mentions the right to retain when invoking the right to layoff to find nonnegotiable
proposals dealing with RIF's and furloughs.

REVIEWER (Performance Appraisals) Normally the technician's second level supervisor in the (supervisory) chain of
command. The appraiser will consult with the reviewer prior to discussing the rating with the technician and obtain the
reviewer's concurrence and signature, and then present the rating to the technician for signature.

SCOPE OF BARGAINING. Matters about which the parties can negotiate. See NEGOTIABILITY DISPUTES.
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SELECT (WITH RESPECT TO FILLING POSITIONS) The statute reserves to management the right to make selections
for appointments from any appropriate source. The rig  to select includes discretion to determine what knowledge, skills

and abilities are necessary for successful performance

candidates possess these qualifications.

SENIORITY. Term used to designate an employee's s
assignments (n/a to National Guard Technicians), con
seniority acquired solely through length of service. De
department or shop, rather than the entire agency A s

SHOWING OF INTEREST (SOI). The required evider
SOl is 30 per cent for a petition seeking exclusive rec

n the position to be filled, as well as to determine which

itus relative to other employees for determining order of overtime
-ensatory time assignments, vacations, etc. Straight seniority is
irtmental or shop seniority considers status factors in a particular
niority list is a ranking of individual workers in order of seniority.

e of employee interest supporting a representation petition. The
nition; 10 per cent to intervene in the election; and 10 per cent

when petitioning for dues allotment recognition Evide e of such a showing can consist of, e.g., signed and dated

authorization cards or petitions.

STAFFING PATTERNS A short-hand expression ust

winded reference to “the numbers, lypes, and grades
subdivision, work project, or tour of duty " Under the ¢

STANDARDS OF CONDUCT FOR LABOR ORGAN
responsibility, and procedures to which a union must

to refer to title 5, United States Code, section 7106(b)(1)'s long-
f employees or positions assigned to any organizationai
ituie, agencies can elect not to bargain on such matters.

“ATIONS Standards regarding internal democratic practices, fiscal
dhere to qualify for recognition. The Department of Labor has

responsibility for making known and enforcing stand: ds of conduct for unions in the Federal and private sectors.

STEWARD (SHOP, UNION, AREA). Union represer
representational functions, such as investigating anc
soliciting new members, etc Stewards are usually fe
duties.

STRIKE (PROHIBITED BY STATUTE). A temporar
labor dispute. In the Federai sector, strikes are spec
practice under Section 7116(b)(7) of the Federal Se
related tactics are also prohibited by the Statute.

SUBSTANCE BARGAINING. This concerns barga
employment affecting employee working conditions
implementation bargaining i1s required anytime the
has discretion under the law to change or not chan
the change will be made requires substance barga:
arrangements concerning a decision aiready made
employment).

SUCCESSORSHIFP Where as the result of a reor.
employer, the latter will be found to be the succes:

representative of those employees and the collec'

post-transfer unit is appropriate, (b) the transferrec
the gaining employer has "substantially” the same
"substantially" the same duties under "substantiall
demonstrated that an election is necessary to detr
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SUPERVISOR. Under title 5, United States Code
agency having authority in the interest of the age:
recall, suspend, discipline, or remove employees
the exercise of the authority is not merely routine
judgment, except that, with respect to any unit wi
those individuals who devote a preponderance o
need exercise only one of the indicia of supervis

-ative in an organization to whom the union assigns various
rocessing grievances, representing employees, collecting dues,
ow employees who are trained by the union to carry out these

stoppage of work by a group of employeeé in connection with a
ically prohibited by Federal law and constitute an unfair labor
rice Labor-Management Relations Statute. Slowdowns, sickouts and

ing over whether an action by the agency to change to conditions of
Jill or will not be made. Substance bargaining rather than impact and
ibject matter involves a condition of employment. When an agency

: employee working conditions, any bargaining concerning whether
ing (e.g. over the decision itself or over the procedures or appropriate
" the matter concerns 2 management rights or is not a condition of

inization, a portion of an existing unit is transferred to a gaining

r employer (thus inheriting, along with the employees, the exclusive

re bargaining agreement that applied to those employees) if: (a) the

»argaining unit employees are a majority in the post-transfer unit, (c)

‘nission as the losing employer, (d) the transferred employees perform
similar working conditions in the gaining entity, and (e) it is not

mine representation.

section 7103(a)(10), a supervisor is "an individual employed by an

'y to hire, direct, assign, promote, reward, transfer, furlough, layoff,

‘0 adjust their grievances, or to effectively recommend such action, if
'r clerical in nature but requires the consistent exercise of independent
ch includes firefighters or nurses, the term 'supervisor' includes only
heir employment time to exercising such authority[.]" The individual

v authority, not a majority of them, to qualify as a supervisor for the

purposes of the statute, provided it involves the « insistent exercise of independent judgment.
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UNFAIR LABOR PRACTICE (ULP). A violation of any of the provisions of the Federal Service Labor-Management
Relations Statute. It is a term of art that is narrower in scope than the misleading adjective "unfair" suggests. ULP charges
are filed with the Authority by an individual, a union, or an employer. They are investigated by the General Counsel who
issues a ULP complaint if the General Counsel concludes the charge(s) have merit, and who prosecutes the matter before
an Administrative Law Judge in a fact-finding hearing and before the Authority, which decides the matter.

The most common agency ULPs are duty-to-bargain ULPs (usually a failure to give the union notice of proposed
changes in conditions of employment and/or engage in impact and implementation bargaining), formal discussion ULPs,
Weingarten ULPs, and failure-to-provide-information ULPs. The most common ULP committed by a union is a failure to
fairly represent (see fair representation) all unit members without regard to union membership.

ULP BAR. A claim by either party to a collective bargaining relationship that a grievance was previously filed involving the
same facts and theories alleged in a subsequently filed ULP

UNILATERAL ACTION. Implementation of management decisions concerning personnel policies and matters affecting
working conditions without providing the union advance notice of such changes in working conditions and an opportunity
to negotiate to the extent permitted by law.

UNION. A labor organization “composed in whole or in part of employees, in which employees participate and pay dues,
and which has as a purpose the dealing with an agency concerning grievances and conditions of employment..."
Association of Civilian Technicians, Inc., ACT Arizona Army Chapter #61

UNION-INITIATED MIDTERM BARGAINING ON NEW MATTERS. Absent a bargaining waiver, the union has the right to
initiate, during the life of the existing agreement, bargaining on matters not “covered by” the agreement. There is a split
in the circuits, which the Supreme Court has agreed to resolve, regarding this statutory right, with the D.C. Circuit holding
that the union has such a right (see NTEU v. FLRA, 810 F.2d 295 (D.C. Cir. 1987), and the Fourth Circuit holding that it
does not (see SSA v. FLRA, 956 F.2d 1280 (4th Cir. 1992). Also see Dept. of Energy v. FLRA, Nos. 95-2949 and -3113
(4th Cir. Feb. 13, 1997), where the 4th Circuit went further and held that the FSLMRS prohibits such bargaining:
consequently, such a right could not be established by collective bargaining agreement.

UNIT. See APPROPRIATE UNIT.
UNIT CONSOLIDATION. A no-risk procedure for combining existing units into one or more larger appropriate units.

UNIT DETERMINATION ELECTION. When (a) several petitioners seek to represent different parts of an agency, (b) the

proposed units overlap, and (c) the FLRA finds that more than one of the proposed units are appropriate, it lets the
employees vote for units as well as unions.

WAIVER. An agreement reached between union and management whereby one party voluntarily gives up rights afforded

to i_t. qu waivers to be enforceable, they must be "clear and unmistakable.” it should be noted that management cannot
waive rights afforded to management under 5 U.S.C. 7106(a)

WAIVER DOCTRINE. A waiver of bargaining rights may be established by an expressed agreement or bargaining history.
Further, any such waiver must be clear and unmistakable.

* Expressed Agreement - A union may contractually agree to waive its nght fo initiate bargaining in general by a “zipper
clause,” that is, a clause intended to waive the obligation to bargain during the term of the agreement on matters not
contained in the agreement or by specifying a particular subject matter that is precluded from further bargaining during the
term of the agreement.

« Clear and Unmistakable - A waiver may-also be evidenced by bargaining history when the subject of mid-term
bargaining concerns matters which were discussed in contract negotiations but which were not specifically covered in the
resulting contract. In this category, waiver may be found where the subject matter of the proposal offered by the union
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during mid-term negotiations was fully discussed and explored by the parties ai the bargaining table. For example, where
a union sought to bargain over a subject matter but later withdrew its proposal in exchange for another provision, a waiver
of the union’s right to bargain over the subject matter that was withdrawn would be found The particular words of
proposals offered during contract and mid-term negotiations need not be identical for a waiver fo exist. In determining
whether a contract provision constitutes a clear and unmistakable waiver, the Authority examines the wording of the
provision at issue as well as other relevant provisions of the contract, bargaining history, and past practice.,
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WEINGARTEN RIGHT / EXAMINATIONS Under title = United States Code, section 7114(a)(2)(B), an employee being
examined in an investigation (an investigatory examin ion or interview) is entitled to union representation if:

(1) the examination is conducted by a represe 1ative of the agency,
(2) the employee reasonably believes that the :xamination may result in disciplinary action, and
(3) the employees asks for representation

Such examinations are called Weingarten examinatio . because Congress, in establishing this right, specifically referred
fo the private sector case establishing such a right. E: h agency has the obligation to post Weingarten rights annually
either through common bulletin boards or web postine  hrough a commonly accessed employee web page.

Also defined as a Weingarten Meeting whereby an ex usive representative “shall be given the opportunity to_be o
represented at any examination” of a unit employee & an agency representative in connection with an investigation if the
employee reasonably believes that discipline may res: It from the examination and requests representatlo_n. A_n employee
who is questioned during an nvestigatory examinatio  that may result in discipline “may be too fearful or marttculate to
relate accurately the incident being investigated, or tc  ignorant to raise extenuating factors. Thus, the union
representative must be free o help clarify the issues  facts, or to suggest other employees who may have knowledge of
them

WORK STOPPAGE CONTINGENCY PLAN. IAW 5 SC 7116(b)(7), it shall be an unfair labor practice for a labor
organization to call, or participate in, a strike, work st bpage, or slowdown, or picketing of an agency in a labo'r'-
management dispute if such picketing interferes witr in agency’s operations, or to condone any activity by failing to take
action to prevent or stop such activity. This statute p- hibits Federal employees from striking against the.Government of
the United States. Employees can be disciplined for ngaging in such action. Informational picketing, which does not
disrupt Agency operations or prevent public access  a facility, is not prohibited. The agency headquarters shall be )
immediately notified when prohibited acts take place All states should have a Work Stoppage Contingency Plan. Tr_us
plan is for official use only and is available on a nee: fo-know basis to those individuals directly involved in developing or
implementing it. Review and update the plan bienni= v and, following any concerted activity, revise as needed.

WORKING CONDITIONS The existing environmer. in which employees perform their duties. This includes such things
as access to and from the facility, beginning at the ¢ trance to the grounds, the type of equipment used and surroundings
they are accustomed to (e.g ceilings. walls, paint, ¢ rpet, temperature, lighting, services such as coffee, popcorn, and
snacks, rules, relations and procedures relating to ¢ y employee activity, rights or benefit (e.g. schedules, breaks,
training, discipline, conduct and performance stand ' d, attire, parking, entertainment), etc. Any action taken which
changes a right, benefit, privilege, etc currently enj sed by employees is a change in working conditions. However,
changes in working conditions may or may not be ¢ bject to negotiation. See Conditions or Emplioyment.

ZIPPER CLAUSE. An agreement provision specific. lly barring any attempt to reopen negotiations during the terms of the
agreement. [For a related term, see Reopening C!- use.
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CURRENT LISTING OF RE -ULATIONS, DEMA DIRECTIVES & RESOURCES
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Technician Personnel Regulation (TPR) applies to all Army and Air National Guard Technicians, Managers and
Supervisors (military or civilian). These regulations meet Federal and Department of Defense (DoD) requirements as cited
in Title 5, United States Code. Current versions of the TPRs can be found at

dec.ngb.army.mil/pubs/TP age.htm

TPR 100 Dec 97 The Technician Personnel Publications System

TPR 200 Feb 83 Technician Personnel Regulation 200 Incl Changes 1-4

TPR 300 Nov 79 Merit Placement for National Guard Technician - inct Changes 1-10 ( 1 July 1991)
TPR 300 (351) Nov 93 Reorganizations, Realignments, and Reduction in Force

TPR 303 Aug 05 Military Technician Compatibility

TPR 400 Sep 07 The Technician Human Resources Development Program

TPR 430 Nov 09 Appraisal Program

TPR 451 Dec 98 Awards Program

TPR 511 Jun 07 Classification and Workforce Management

TPR 630 Aug 10 Absence and Leave Program

TPR 700 Aug 82 Technician Personnel Requlation 700 - Incl Changes 1-4

TPR 715 Jul 07 Voluntary and Non-Disciplinary Actions

TPR 752 Aug 10 Discipline and Adverse Action

TPR 752-1 Aug 10 Adverse Action Agpéals and the National Guard Hearing Examiner Program
TPR 792 Feb 11 Alcoholisrﬁ and Drug-Abuse Program

TPR 800 Jun 85 Federal Employee's Compensation Act (FECA)

TPR 990-2 Jul 84 Hours of Duty, Pay, and Leave - Iicl Changes 1-£
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CURRENT LISTING OF REGULATIONS, DEMA DIRECTIVES & RESOURCES
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AZNG Reg 20-3 Retention & separation for Army & Air NG
www.azdema.gov/sa/pubiications/regulations/az: | requlations.htmi

DEMA Directive 25 1 Technician Incentiv Awards Plan
www.azdema.qov/sal/publications/directives/inde .htmi

DEMA Directive 25,2 Technician Assisiar .e Program
www.azdema.gov/sa/publicationsidirectives/ind« .htmi

DEMA Directive 25.3 Technician Perforn ince Appraisal Plan
www.azdema.govisa/publications/directives/indc .htmi

DEMA Directive 25 4 . Alternative Dispute  <esolufion Program
www.azdema.govisalpublications/directives/ind: ..htmi

DEMA Directive 25 5 Environmental Dif  rential & Hazard Pay
www.azdema.govisalpublicationsidirectives/ind: «.htm!

DEMA Directive 25 8 Merit Placement | an
www.azdema.gov/sa/publicationsidirectives/ind: x.html

Federal Wage Supervisors (FWS) Job Grading for upervisors (OPM)
ww.opm.gov/fedclass/fwssupv.pdf

General Scheduie (GS) Supervisory Guide (OPM)
www.opm.gov/fedciass/gssq.pdf

Annual NGB Human Resources Manpower Vouch

Guide to Recruitment & Retention Tools for NG Te- hnicians (Oct 2000)
HRO Office

A Handbook for Measuring Employee Performanc  Aligning Employee
HRO Office

NGB Blue Book for Unit Manning
HRO Office

Position Management Handbook for Supervisors
HRO Office
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