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PREAMBLE

The Agency for International Developnment (A 1.D.) and the American
Federation of Governnent Enpl oyees, AFL-CI O Local 1534, affirmthat the
publ i c purposes to which A I.D. is dedicated can be advanced through
under st andi ng and cooperati on achieved through collective bargaining in
those areas in which bargaining is appropriate in the Federal Service.

NOW THEREFORE, with the foregoing in mnd, the Union and the Agency, in
order to advance A l.D.'s objectives and the well-being of its enployees,
enter into this Agreenent which shall constitute the negotiated general
Agreenent between A I.D. and the Anmerican Federation of Governnent

Enpl oyees, AFL-CI O Local 1534.



ARTICLE 1
PARTI ES TO THE AGREEMENT AND DEFINITION OF UNI T

This Agreenent is made and entered into, by and between the Agency for

I nternati onal Devel opment (A 1.D.), the "Agency”, and the Anerican
Federation of Governnent Enpl oyees, AFL-CI O the "Union". Collectively,
they are the "Parties”, under authority of Title VII of The Cvil Service
Ref orm Act of 1978 (CSRA), referred to as "Title VII."

The Unit covered by this Agreenment per ASLMR Case No. 22-2801 (RO

consi sts of all professional and nonprofessional general schedule and wage
grade enpl oyees, adm nistratively determ ned (AD) enpl oyees and st udent

ai des enpl oyed by the Agency for International Devel opnent and the Trade
and Devel opnment Program |International Devel opment Cooperation Agency.
Excluded fromthe Unit are supervisors, managenent officials, Foreign
Servi ce enpl oyees and enpl oyees described in 5 U S.C. 7112(b):

"(2) a confidential enployee;

(3) an enpl oyee engaged in personnel work in other than a purely clerica
capaci ty;

(4) An enpl oyee engaged in adm nistering the provisions of [Chapter 71,
Labor - Managenent Rel ati ons],

"(6) any enployee engaged in intelligence, counterintelligence,
i nvestigative, or security work which directly affects national security,
or

.(7) any enployee primarily engaged in investigation or audit functions
relating to the work of individuals enployed by an agency whose duties
directly affect the internal security of the agency, but only if the
functions are undertaken to ensure that the duties are discharged honestly
and with integrity.”

Al so excluded are enployees in the imediate Ofice of the Inspector
General, the Ofice of Inspections and Investigations, the Ofice of
Security and Ofice of the Inspector CGeneral for Audit/Washington pursuant

to E.O 12171 (dated Novenber 19, 1979).



ARTI CLE 2
DURATI ON AND SCOPE OF AGREEMENT

Section 1. This Agreement shall remain in full force and effect for
three years fromits effective date and fromyear to year thereafter,
unl ess either Party gives to the other witten notice of intention to
termnate or reopen. Either Party may give notice to the other not nore
than 90 nor |less than 60 cal endar days prior to the expiration date of
this Agreenent of its desire to renegotiate or anmend this Agreenent. In
the event notice is given to renegotiate or anmend this Agreenent, the
Parties shall begin negotiations no |later than 30 days before the
expiration date. If negotiations are not concluded before the expiration
date, this Agreenent will continue in full force and effect until a new
Agreenment is signed.

Section 2. The provisions of this Agreenent may be anended or nodified
at anY time by the witten nutual Agreenent of the Parties.

Section 3. The Agency agrees to reproduce this Agreenent and provide a
copy to each nenber of the Unit. Three hundred copies will be furnished
to the Union.



ARTI CLE 3
EMPLOYEE RI GHTS AND RESPONSI BI LI TI ES

Section 1. Each enployee has the right, freely and without fear of penalty
or reprisal, to form join and assist |abor organizations or refrain from
such activity; and each enpl oyee shall be protected in the exercise of
this right. Except as otherw se expressly provided in Title VI, the right
to assist a | abor organi zation extends to participation in the nanagenent
of the organi zation, and acting for the organization in the capacity of an
organi zation representative, including presentation of its viewto
officials of the Agency, the Executive Branch, the Congress, or other
appropriate authority.

Section 2. The Parties also affirmthe rights of enployees to be free from
di scri mnation based upon race, color, religion, sex, national origin,

age, physical or nental handicap, or partisan political affiliation, as
defined and prescribed in 5 U S.C. 7153, 5 U S. C 2302, 42 U. S . C. 2000e, 29
US C 621 and 633a, 29 U. S.C. 701, et seq, E.O 11478, 29 CFR 1613, 5 CFR
720 and FPM Chapter 720. The Agency will make every effort to assure
equitable treatnment for all enpl oyees.

Section 3. The Parties recogni ze that enpl oyees are responsible for
performng their assignnments in a professional, diligent and efficient
manner in order to pronote the mi ssion of the Agency.

Section 4. Fromtine to tinme enployee participation will be requested in
approved charity canpaigns in response to comunity needs, bond drives or
ot her such activities not related to the performance of official duties.
Such requests are not intended nor should they be interpreted as requiring
t hat enpl oyees participate. The Parties acknow edge that the decision to
participate is the sole choice of the individual enployee.

Section 5. Nothing in this Agreenent shall require an enpl oyee to becone
or renmaln a nenber of the Union, or to pay noney to the organization,
except by a voluntary witten authorization of a nmenber for the paynent of
dues through payroll deducti ons.

Section 6. In accordance wi th Handbook 30, Chapter 6, an enpl oyee shal
not wllfully nor intentionally deface or destroy Governnment property.

Section 7. Enployees are responsible for assuring that their conduct
conports with the Code of Ethics for Governnent Service and Handbook 24,
Chapter 2, Enployee Responsibilities, Conduct and Political Activity.



ARTI CLE 4
UNI ON REPRESENTATI ON RI GHTS AND DUTI ES

Section 1. The Union is the exclusive representative of the enployee in
the bargaining unit and is entitled to act for and negotiate collective
bar gai ni ng agreenents covering all enployees in the Unit. The Union is
responsi ble for representing the interests of all enployees in the
bargai ning unit w thout discrimnation and wi thout regard to | abor

or gani zati on nenber shi p.

Section 2. The Union shall be given the opportunity to be represented
At -

A. Any formal discussion between one or nore representatives of the Agency
and one or nore enployees in the Unit or their representatives concerning
any grievance or any personnel policy or practices or other general
condition of enploynent, or

B. Any exam nation of an enployee in the Unit by a representative of the
Agency in connection with an investigation if,

(1) The enpl oyee reasonably believes that the exam nation may result in
di sciplinary action agai nst the enpl oyee and

(2) The enpl oyee requests representation.

Section 3. The Union will be given the opportunity to address the

Adm ni strative, Secretarial, Cerical Oientation/ Training (ABC) session
when such session addresses the overview of the Agency's personnel
policies, practices and conditions of enploynent.

Section 4. In accordance with | aw and regul ation, the Union wll not
participate in or condone work stoppage or conduct which interferes with
Agency operations.



ARTI CLE 5
LABOR MANAGEMENT COVM TTEE AND NOTI CES TO UNI ON

Section 1. The Parties will establish a Labor/Managenent Conmttee for
the purpose of review ng and di scussing their comon interest in
mai nt ai ni ng | abor - mnanagenent cooperati on.

Concerni ng the establishment and operation of the Commttee, the Parties
agree to the follow ng:

A. Meetings will be held at |east sem -annually, preferably in March and
Septenber, and at other tinmes as agreed.

B. Each Party will designate three representatives and three alternates to
the Commttee no |ater than 90 days following the effective date of this
Agreenent. The representatives and the alternates will be capabl e of
fully representing their organi zations. The Parties recogni ze that
resource persons may be necessary to assist in a specific matter
schedul ed for discussion. To the extent possible, the Parties will nane
such resource persons in advance.

C. The Conmittee establishes its own procedures and nethods of operation
concerni ng agenda, neeting dates and | ocation. Agendas wi ||l be exchanged
by the Parties ten working days before neetings. Matters not on the
agenda may be added to the Agenda if either Party notifies the other
Party no | ess than 24 hours before a neeting.

D. Gievances properly related to Article 31, Gievance and Arbitration
Procedure, of this Agreenent, will not be discussed.

E. Discussions on inplenentation of regulations dealing with conditions of
enpl oyment or the contract will be a Commttee function and may i ncl ude
i nvestigations, studies, reports and recomendati ons

Section 2. The Agency will provide the Union with copies of proposed
changes to personnel policies, practices and conditions of enploynent.
Furthernore, the Agency will provide ten working days for the Union to

i ndi cate whether it w shes consultation/negotiation on matters submtted
to the Union for comment. If the Union requests such further

consul tation/negotiations, the Parties will take the steps necessary to
resolve the matter. Both Parties recognize, however, that occasionally
there may be situations where pronpt action is required. In such
situations, the Parties will cooperate in neeting the Agency's urgent
operational requirenments and the Union's need to respond on an i medi ate
basi s.



ARTI CLE 6
OFFI CERS AND STEWARDS

Section 1. The Parties nutually agree that an effective steward systemis
of value to the enpl oyees, the Union and the Agency. Consequently, the
Agency will recognize no nore than 20 bargai ning unit enpl oyees who nay be
designated by the Union as stewards in addition to the Chief Steward and
ot her el ected officers of the Union.

Section 2. Wthin 90 days after the effective date of this agreement, the
Union wll provide the Agency with the names of Union officials and a |ist
of designated stewards and their area of responsibility. This [ist will be
posted on Union bulletin boards.

Section 3. No nore than two Unit enpl oyees shall be designated as stewards
for a single Bureau or Office within a building. The Union will assign a
steward to the Bureau and building in which he/she is currently enpl oyed .

Section 4. For the purpose of this Article, area of responsibility neans:
A. One steward for every 100 bargai ning unit enpl oyees.

B. One steward where there are | ess than 100 enpl oyees |located in an A l.D.
occupi ed bui |l di ng.

Section 5. ACE national representatives and staff will be allowed

adm ssion to buildings and offices of the Agency for purposes of neeting
with local Union officers, stewards and Agency representatives, provided
such representatives are properly identified.



ARTI CLE 7
CFFIC AL TI ME

Section 1. The Agency and the Union recognize that reasonable tine spent by
Union officials in the conduct of Union-managenment busi ness under the
Statute contributes to the devel opnent of orderly and constructive

| abor - managenent rel ati on~-

Section 2. Reasonable official tinme for Union-managenent business is
authori zed for Union representatives designated in accordance with Article
6 of this Agreenent

Section 3. Reasonable official tinme my be used by designated Union
representatives to assist enployees in the preparation and presentation of
gri evances, to neet with Agency representatives regardi ng conditions of
enpl oynent and to engage in collective bargaining.

Section 4. Enployees in the bargaining unit are entitled to the use of
official time as reasonabl e and necessary to di scuss and prepare a
grievance or a potential grievance and to be present at neetings concerning
their grievance.

Section 5. The initial determnation of what is reasonable tine is
primarily a supervisory responsibility.

Section 6. Oficial time shall not be allowed for internal Union business,
including but not limted to neetings to conduct internal organizational
affairs, solicitation of nenbership and collection of dues.

Section 7. Oficers, stewards and enpl oyees who find it necessary to be
absent fromtheir work during duty hours as provided for above shall.

A. Personally informthe supervisor and obtain authorization to | eave
hi s/ her regularly assigned duties. Supervisors will concur unless they
determ ne that an urgent work situation demands ot herw se.

B. Personally provide supervisors with notification at the tinme of their
return to regular work duty and notify the tinmekeeper of the tinme away from
regul ar duty.

Section 8. The provisions of this Article apply to designated officers and
stewards five working days, or sooner if nutually agreed, after the Union
identifies such individuals in witing to the Chief, Labor-Mnagenent

Rel ations Division. Designated Union representatives at the tine this
agreenent becones effective continue to be authorized official tine.



Section 9. Upon request, official time for periods up to 400 hours per
contract year shall be granted to Union officers or stewards to attend
training prograns. Wthin the allotted 400 hours, no one officer or
steward will use over 40 hours per contract year. For purposes of this
Article, official time for training wll include information on briefings
or orientations related to matters within the scope of the Statute.



ARTI CLE 8
DUES W THHOLDI NG

Section 1. The purpose of this Article is to allow eligible enployees to
pay dues to the Union through the authorization of voluntary allotnents
fromtheir conpensations. This Article covers all eligible enpl oyees who:

A. Are nenbers in good standing in the Union;

B. Have voluntarily conpleted Standard Form 1187, Request and
Aut hori zation for a Voluntary Allotnent of Conpensation for Paynent of
Enpl oyee Organi zati on Dues:

C. Receive conpensation sufficient to cover the total anount of the
all otnent; and

D. Are in the Unit.
Section 2. The Union agrees to:

A. Informand educate its nenbers on the voluntary nature of the system
for the deduction of Union dues including the conditions under which the
deduction may be revoked

B. Purchase and distribute to its nenbers Standard Form 1187;

C. Notify the Labor-Managenent Relations Division, in witing, of the
current dues schedul e and any changes as they occur; the President,
Vi ce-President, Secretary, or Treasurer of AGE Local 1534 is authorized
to certify the dues schedul e or changes thereto and to certify SF 1187(s)
and any ot her docunmentation relating to w thholding of Union due.~.

D. Forward properly executed and certified SF 1187(s) to the
Labor - Managenent Rel ations Division on a tinmely basis;

E. Pronmptly forward an enpl oyee's revocati on (nenorandum or Standard Form
1188, Revocation of Voluntary Authorization for Allotnent of Conpensation
for Paynment of Enpl oyee Organi zation Dues) to the Labor-Managenent
Rel ati ons Division when such revocation is submtted to the Union:

F. Notify the Agency within two pay periods of cases where inadvertent
dues deducti on delinquencies by the Agency appear to have occurred based
on the remttance listing referred to in Section 3F bel ow.



Section 3. The Agency agrees that it is responsible for processing

voluntary allotnents of dues in accordance with this Article. The Agency
will:

A. Through the Labor-Managenent Rel ation Division, forward a properly
certified SF-1187 to the Agency's payroll office for action

B. Wthhold dues on biweekly basis; when advised by the Union of a
del i nquency, the Agency wll w thhold additional anmounts equal to the
i nadvertent delinquency at the rate of one additional w thhol ding per pay
period until such tinme as the delinquency is satisfied

C. Wthhold new anmounts of dues in the case of changes in the dues schedul e
upon recei pt of appropriate certification of such changes;

D. Transmt remttance checks payable to AGE Local 1534 to the Treasurer,
at the office of the Local, together with the remttance |ist described
bel ow and a copy of all revocation notices received in the payroll office
or Labor - Managenent Divi sion:

E. Adjust the anpbunt deducted for each nenber who has requested vol untary
deduction of dues to the rate applicable to the nenber's sal ary;

F. Provide a remttance |list for each pay period which shall include the
name of each enpl oyee for whom a deduction is being nade, the anmount
deducted for each enpl oyee and the gross anount deducted

G Notify in witing enpl oyees concerned, as appropriate, and the Union of
t he di sconti nuance of dues deductions by the Agency for reasons of
ineligibility or other pertinent reason such as separation or LWOP stat us;
and

H Notify in witing those new applicants for Union dues deduction who are
found by the Agency to be ineligible for such deductions, with a copy of
such notification to be provided to the Union.

Section 4. The effective dates for dues w thhol ding actions under this
Agreenent are as follows:

A. Starting dues withholding -- beginning of first full pay period after
date of receipt in payroll office of properly executed and certified SF
1187(s);



B. Change in dues schedule -- beginning of first full pay period after
receipt in payroll office of certification of change in the dues

schedul e

C. Revocation by enployee -- beginning of first full pay period
followng March 1 of any year after the revocation is received in the

payrol | office:

D. Term nation due to | oss of menbership in good standi ng -begi nni ng of
first pay period after receipt in payroll office of notification from
Uni on;

E. Term nation due to separation -- termnation of deduction wll take
place in the pay period imediately follow ng that pay period in which
t he separation becane effective.

F. Change in anmount of dues deduction because of change in nmenber's
salary -- beginning of first full pay period after receipt in payrol
of fice of notification from Union

G Term nation of dues w thholding due to | oss of exclusive recognition
-- beginning of first pay period follow ng | oss of exclusive
recognition.



ARTI CLE 9
UNI ON USE OF FACI LI TI ES AND ADM NI STRATI VE SERVI CES

Section 1. The Agency will provide to the Union on a nonthly basis a copy
of the latest published Agency-w de staffing pattern.

Section 2. The Agency agrees to furnish office space consisting of two
adj ol ning roons, one being a small conference roomat |east 144 square
feet for nmeetings and grievance discussions in privacy with enpl oyees at
New State or any agreed upon central |ocation

Section 3. A Union representative is entitled to reasonable privacy when
di scussing a grievance with an enpl oyee. The Agency will provide the
Union with a list of conference roons in all A 1.D.-occupied buildings.
This list will include control offices and individuals to contact for
each room The Agency wll informthe control offices that the Union may
use these roonms when reservations are nmade in the usual procedure.

Section 4

A. The Union may use Agency interoffice distribution systens to transmt
correspondence that is individually addressed, in accordance with
appropriate regulations, to enployees and to Agency officials on matters
appropriate to this Agreenent. Bul k correspondence nust be delivered by
the Union to the Agency's central mail room

B. While prior review by the Agency is not required, material submtted by
the Union for distribution may not violate any | aw, Executive O der,
regul ation or this Agreement; contain scurrilous or |ibelous material;
deal with partisan political matters; or falsely nmalign the character of
any individual or the notives of any organization.

C. Abox will be maintained in the Agency's central mail roomfor the
Union's incomng mail.

Section 5.

A. The Agency agrees to provide to the Union one bulletin board
approxi mately 24" x 18" in each building where there are 25 or nore
enpl oyees, except that three such boards will be provided in Universal
North and two | arger boards will be provided in New State



The list of bulletin board placenents contained in the previous Agreenent
shall be reviewed and a nutually agreed deci sion nmade as to any changes
in location or additions or subtractions fromthat |ist.

B. While prior review by the Agency is not required, nmaterial posted by

the Union on bulletin boards may not violate any |aw, Executive O der,
regul ation or this Agreement; contain scurrilous or |ibelous material;
deal with partisan political matters; or falsely nmalign the character of
any individual or the notives of any organization.

Section 6. The Agency will provide to the Union one set of Handbooks
relating to personnel adm nistration, and additions and changes as

i ssued. To the extent that they relate to the Union's role under Title
VII and this Agreenent, the Agency will, upon request, provide a copy of
ot her pertinent Handbooks or applicable portions thereof.

Section 7. The Agency will install and maintain two tel ephones in the
Union's office. Long distance calls placed through the Federal

Tel ecommuni cati ons System (FTS) are not authorized. However, regular tol
calls are authorized. The Union agrees to pay for these toll calls upon
recei pt of billing.

Section 8. Every building in which enployees are |ocated shall have at
| east one official bulletin board that is accessible to enployees. The
Uni on shall be advised in witing of the |Iocation of official bulletin
boar ds.



ARTI CLE 10
MANAGEMENT RI GHTS AND RESPONSI BI LI TI ES

Section 1. In the admnnistration of all matters covered by this
Agreenent, the Agency and the Union are governed by existing or future
| aws and the regul ati ons of appropriate authorities, including policies
set forth in the Federal Personnel Manual.

Section 2. The Agency has the right to make rul es and regul ati ons
relating to personnel policy, procedures, practices and working
conditions of enployees. The Agency will give due regard to its
obligation to neet and consult with the Union in good faith. To the
extent that provisions of any Agency instruction or directive are in
conflict wwth this Agreenent, the Agreenent shall govern

Section 3. Managenent officials of the Agency retain the right:

(1) To determ ne the m ssion, budget, organization, nunber of enployees
and internal security practices of the Agency, and

(2) I'n accordance with applicable laws and this Agreenent:

(a) To hire, assign, direct, layoff, and retain enployees in the Agency,
or to suspend, renove, reduce in grade or pay, or take other
di sci plinary action agai nst such enpl oyees:

(b) To assign work, to make determ nations with respect to contracting
out, and to determ ne the personnel by whom Agency operations shall be
conduct ed,

(c) Wth respect to filling positions, to nake sel ections for
appoi ntments from

(1) Anong properly ranked and certified candi dates for pronotion; or
(ii) Any other appropriate source, and

(d) To take whatever actions nay be necessary to carry out the Agency
m ssi on during energencies.

Section 4. The supervisors and managers of the Agency have the
responsibility to ensure that enployees fulfill their perfornmance
obligations and adhere to applicable rules and regul ati ons.



Section 5. The Parties recognize that consistent with
[aw and regulations, it is the responsibility of
supervisors to take appropriate action relating to the
performance and conduct of the enpl oyees they supervi se.



ARTI CLE 11
REASSI GNMVENT

Section 1. A reassignment, as defined by the U S. Ofice of Personnel
Managenment (OPM, is "a change of an enpl oyee, while serving continuously
wi thin the sane agency, fromone position to another w thout pronotion or
denotion. "

Section 2. Wile an enployee's consent is not a prerequisite to
reassi gnnment, the Agency will consider the enployee's views prior to
instituting a reassignment.

Section 3. If after a reasonable period of tinme in a position to which an
enpl oyee has been reassigned, including such training for that position as
may have been provided, the Agency concludes that the enpl oyee is not
perform ng satisfactorily, the Agency may reassign the enpl oyee to anot her
position at his/her grade | evel for which he/she is qualified.

Section 4. \Wenever the Agency takes a personnel action affecting an
enpl oyee' s assignment for a period of 30 days or nore, the Agency agrees
to issue an SF-50 to the individual enployee.



ARTI CLE 12
DETAI LS AND TEMPORARY PROMOTI ONS

Section 1. Wile an enployee's consent is not a prerequisite to any
retail, the Agency wll:

A. Not detail an enployee to evade the open conpetitive principle of the
merit systemor proper classification of positions;

B. Use the Merit Pronotion Programto select an enployee for detail to a
hi gher grade position for the purpose of training or evaluating a
possi bl e successor:

C. Not detail an enployee to duties for which he/she is not qualified under
t he standards of OPM except in an energency,;

D. Not detail an enployee to tenporary or unclassified positions for nore
than 120 days:

E. Issue an SF-50, Notification of Personnel Action, for details of 30 days
or nore and furnish to the enpl oyee a copy of the position description
and/or a statenent of duties to be perforned while on detail; and

F. Consider an enployee for tenporary pronotion rather than detail to a
position vacated by reason of the incunbent's tenporary absence.

Section 2. Merit procedures wll apply to tenporary pronotions of over 20
days. Such tenporary pronotions will not exceed two years unl ess OPM
pproves an extension of another year.

renmporary pronotions will be posted as soon as the supervisor determ nes
~hat the position will remain vacant for nore than 120 days.
Section 3. Details to a |lower grade will not be used agai nst an enployee in

any future personnel action. The supervisor will notify the area steward
of details to | ower graded positions.

Section 4. Encunbered positions will not remain unclassified for nore hen
120 days.



ARTICLE 13
MVERI T PROMOTI ON

Section 1. Merit principles will govern the filling of vacant positions
w thin the Agency.

Section 2. The Agency w || announce all vacancies that are required to be
fiTTed through conpetitive procedures and for which bargaining unit
enpl oyees are eligible to apply.

Section 3. The Agency will utilize to the maxi num extent possible the
skills and talents of its enployees. Consideration will first be given in
filling vacant positions to enployees within the Agency before expanding

the area of consideration. Smaller areas of consideration may be
established within the Agency.

Section 4. An enployee at any tine may apply for a pronotion in advance of
the vacancy occurring or at the time the vacancy actually exists.

Enpl oyees who have applications on file who are absent from duty during
the posting period due to | eave or TDY will have their applications
considered by the panel if they have nmet the basic qualifications.

Section S. Enpl oyees shoul d keep the experience, education, and training
portions of their personnel records up-to-date, including information
about sel f-devel opment activities, unpaid or volunteer work and additional
education and training gained outside A l.D. SF-172, "Suppl enment al
Experience and Qualifications Statenent,” should be used for this purpose.

Section 6. Applicants determned by MPMto be ineligible to conpete for a
vacancy will be so notified with the specific reasons for their |ack of
eligibility.

Section 7. To be eligible for consideration under nerit pronotion,
enpl oyees nust neet X-118 Qualification Standards.

Section 8. Enployees should refer to Handbook 25, Chapter 16, The Merit
Pronmoti on Program regarding nerit pronotion and priority placenent
consi derations reassi gnnents and denoti ons.

Section 9. The nerit pronotion procedures do not apply to a pronotion or
reassignnment resulting froma renmedy to a grievance under Article 31.

Section 10. Neither the supervisor nor the selecting officer will serve on
Merit Pronotion Panels. Panel nmenbers will be selected in accordance with
criteria set forth in Handbook 25, Chapter 16.



Section 11. Wen there is an open announcenent that will result in a roster

of applicants to fill a particular type of job, standard eval uation
criteria shall be devel oped and shall be applied uniformy to all positions
filled under the vacancy announcenent. Open announcenents will|l be used for

one year or |ess.

Section 12. The Selection certificate which is forwarded to a sel ecting
officer will contain the |ist of best qualified candi dates in al phabeti cal
order with a statenent to that effect on the certificate.

A. The Selection certificate will be provided to the selecting officer
wi thin 20 working days after the closing date of the vacancy announcenent.

B. The selecting officer will interview all the best qualified candi dates on
the Selection certificate and will notify EOP of his/her decision within
five working days fromdate of the certificate. Handbook 25, Chapter 16,
prescri bes the conditions under which a selecting officer may forego
i nterview ng best qualified candi dat es.

C. Candi dates not selected will be notified in witing as to (1) whether
they were listed on the Selection certificate, (2) who was selected for the
vacancy, or (3) the disposition of the vacancy if the certificate is not
used.

Section 13. Vacancy announcements will be advertised on official bulletin
boards for a period generally of ten working days before the closing date
to give enployees an opportunity to bid for the job. The date of posting
wll be date stanped by the responsible admnistrative office. In addition
to posting vacancy announcenents on official bulletin boards, distribution
w |l be made to enployees in the conpetitive service on the basis of one
announcenent for each five such enpl oyees.

Section 14. Vacancy announcenents will provide the name and phone nunber of
an enpl oyee who nmay be contacted for additional job information.

Section 15. The reason for the extension or anendnent of a vacancy
announcenent will be included on the revi sed announcenent.



Section 16. Wien a witten grievance is filed on merit pronotions, the
President of the Union or his/her designee will be permtted to post-audit
all records used as a basis for ranking the selecting enployees for any
pronotion action, such as: the Selection certificate, record of awards
received, training, and experience and education records. Records wll be
sanitized in accordance with the Privacy Act.

Section 17. Wthin 60 cal endar days of the signing by both Parties of

t he negoti ated agreenent, there shall be appointed a commttee to be known
as the Merit Pronotion Review Conmmttee, consisting of three nenbers, at

| east one of whom shall be designated to that position by the Union. The
pur pose of the commttee will be to assess the operation of the Merit
Pronoti on Program and to:

A. Performan annual audit and review of the operation of the Merit
Pronmotion Program At the time of the audit/review the work of the
committee will be a full-time activity whenever possible, with ful
support services of the MPM

B. Wthin 60 cal endar days of beginning the audit, a conpleted report with
action recommendations shall be filed sinultaneously with the Director of
Personnel and the Union President and Vice-President for A l.D

C. All conmittee reports that are provided to the Director, MPMshall also
be provided to the Union President.

D. The conmttee will be di sbanded when an audit has been conpl et ed.

E. Anewconmittee will be appointed no later than the 13th nmonth foll ow ng
subm ssion of the audit and recomrendati ons.

Section 18. Explanation of the Merit Pronotion Program shall be a part of
the Agency's orientation for new enpl oyees and its training course for
supervi sors and nmanagers.



ARTI CLE 14
PERFORMANCE APPRAI SAL

Section 1. Each enployee in the bargaining unit will be evaluated on a
yearly basis under a perfornmance eval uation systemthat includes witten
performance standards and critical elenents of perfornmance that are
significant in terns of title, series and grade. Such standards and
critical elenents shall be based on the enployee's official position
description. Upon request, an enpl oyee shall be furnished a copy of

hi s/ her current position description. In accordance with Handbook 25,
Chapter 15, Performance Eval uation and Rating Program- Civil Service, an
enpl oyee shall be given a copy of his/her Performance Appraisal Plan.

Section 2. Enployees will be given a copy of the performance standards and
critical elenents that relate to their position at the begi nning of the
rating period or when they are assigned to a new position. At that tine,
managenent wi Il explain such standards and el enents to enpl oyees and
answer questions.

Section 3. Performance standards and critical elenents shall be valid and
job related to permt objective and accurate eval uati ons of performance.
Performance standards will be applied in a fair and equitabl e manner.

Enpl oyees shall be given a copy of their eval uation.

Section 4. Before using performance standards and critical elements to
eval uate an enpl oYee:

A. The enpl oyee will be given an opportunity to participate in the
establ i shment of performance standards and to review and sign a
description of such performance standards and critical elenents. and

B. Such review will occur no |less than 90 days prior to the end of the
rating period.

Section 5. Enployees will be given at |east five working days in which to
review their Performance Appraisal Report (PAR) before being requested to
sign it after the rating officer and review ng officer have signed their
statenments on the PAR



ARTI CLE 15
CAREER DEVELOPMENT AND TRAI NI NG

Section 1. The Agency agrees to provide appropriate training opportunities
for all enployees which will assist themin pursuing career goals and
upward nobility within the Agency.

Section 2. Career devel opnent for enpl oyees shall be encouraged by
provi di ng opportunities to devel op career objectives. Wiere appropriate and
practical, those opportunities will be devel oped jointly by enpl oyees and
their supervisors, assisted, as necessary, by appropriate personnel
speci al i sts.

Section 3. The Agency will publicize training opportunities available to
enpl oyees, whether within the Agency, at other governnent facilities or at
sel ected non- Governnent institutions.

Section 4. Enployees may discuss their training needs and interests with
their supervisors, Career Devel opnent Officers and/or appropriate personnel
speci al i sts.

Section 5. Enployees will be notified prior to the start of courses whet her
their applications for training have been approved or disapproved. Wen an
application for training has been di sapproved, an enpl oyee nmay request a
witten reason for the disapproval from his/her supervisor. When a training
request is disapproved by MPMTD, witten notice to the enpl oyee w |

i nclude the reason for disapproval.

Section 6. Al long-termtraining requests will be submtted and forwarded
through channels in a tinely fashion for the consideration of the Sel ection
Comm ttee, whether endorsed or not. Enployees will be notified in witing
prior to the start of courses of Selection Conmmttee decisions.



ARTI CLE_16
TRANSFER OF FUNCTI ON

Section 1. A transfer of function, as defined by OPM is "the transfer of
t he performance of a continuing function fromone conpetitive area and its
addition to one or nore other conpetitive areas, except when the function
involved is virtually identical to functions already being perfornmed in
the other conpetitive area(s) affected: or the novenent of the conpetitive
area in which the function is perforned to another conmuting area."

Section 2. Wen a transfer of function becones necessary, the Agency
agrees to:

A. Informthe Union and enpl oyees as fully and as soon as possible
concerning anticipated timng and such ot her aspects as are known of plans
to i npl enent such transfers.

B. Provide information to enpl oyees as soon as possible to help them
understand the need for such transfer of function, how they nay be
af fected, and advi se them of governing regul ati ons

C. Make every effort to place affected enpl oyees in vacant positions for
whi ch they qualify;

D. Notify affected enployees in witing, in accordance with applicable
regul ations, of the inpact of transfer of function on them and their
rights and benefits.

E. Counsel affected enpl oyees in seeking other enploynent opportunities;
and

F. Counsel enployees on individual rights relating to such matters as
retirement and severance pay.

Section 3. Enpl oyees occupying positions to be transferred in a transfer
of function to another agency shall have the opportunity to be consi dered
for reassignnment to a vacant position for which he/she is well qualified.



ARTI CLE 17
REDUCTI ON- | N- FORCE

Section 1. It is Agency policy to mnim ze reductions-in-force (RIFs). Wen
reductions in personnel levels are necessary, the Agency will attenpt to
effect them to the extent feasible, through other techni ques such as
controlled hiring and attrition.

Section 2. The Agency will:

A. Consider affected enpl oyees before and during a RIF for vacant positions
for which they are qualified;

B. Informaffected enpl oyees when a RIF is necessary at |east 30 days in
advance of its effective date; when a general notice is supplenented by a
specific notice, an enployee may not be rel eased from his/her conpetitive
I evel until at |east ten days after receipt of the specific notice;

C. Explain the RIF to affected enpl oyees, to help themunderstand its
process and how or why they are invol ved;

D. Permt affected enpl oyees to whom position offers have been nade five
wor ki ng days to consider such offers;

E. Counsel enployees affected by a RIF on alternative actions they may w sh
to consider, including discontinued service retirenent and other retirenent
possibilities if applicable;

F. Counsel enpl oyees for whom no positions are | ocated on benefits that may
be avail able and to assist them when possible in |ocating other enploynent
opportunities; and

G Informthe Union in advance of inplenentation of Section 2B above, and to
provi de detailed information insofar as it is then avail able on nunbers of
enpl oyees affected.

Section 3. An enployee who receives a RIF notice, if he/she so chooses, has
the right to inspect pertinent regulations, and the retention register for
t he enpl oyee's conpetitive level, and notices for other positions for which
he/ she is qualified, down to and including those in the sane or equival ent
grade as the position offered to the enployee. If the enployee is to be
separated because of RIF action, this revieww |l include all conpetitive

| evel s equal to or below the grade | evel of his/her current position.



Section 4. The Agency shall make available to the Union information
relevant to the RIF, including the retention registers.

Section 5. In accordance with the | aw and OPM regul ati ons, when unable to
of fer an assignnent, the Agency may waive the qualification of a

di spl aced enpl oyee, provided the enployee is able to performthe work in

t he conparabl e position, without undue interruption to the m ssion of the
Agency, and the enpl oyee neets the m ni num requirenents.



ARTI CLE 18
OFFI CI AL PERSONNEL FOLDER

Section 1. As provided in the Federal Personnel Manual and applicable
statute, an enployee has the right to review the contents of his/her
of f; ~; ~] Personnel Folder (OPF) and Enpl oyee Performance File (EPF).

Section 2. No derogatory material of any nature which m ght reflect
adversely upon the enpl oyee's character or government career will be

pl aced in the OPF without the enpl oyee being advi sed by being sent a copy
of the docunent, and infornmed that his/her witten conments on these
materials will be placed in the enployee's personnel folder if he/she so
desires.



ARTI CLE 19
HOURS OF WORK AND LEAVE

Section 1. The Agency and the Union agree to support the continuation of
fTexitime. The Agency agrees to negotiate with the Union prior to
instituting any change in workdays or wor kweeks.

Section 2. Annual Leave

A. The Agency through its supervisors will make every effort to
accommodat e enpl oyee requests for annual |eave, consistent with the needs
of their respective offices.

B. The Parties agree that it is beneficial to both the Agency and its
enpl oyees to encourage regul ar vacations each year.

C. Every effort should be nmade by both supervisors and enpl oyees to avoid
the | oss of annual | eave by enpl oyees. Supervisors and enpl oyees share
the responsibility for the planning and effective scheduling of annual
| eave for use throughout the | eave year, so as to avoid situations where
enpl oyees approach the end of the | eave year with significant amounts of
| eave that nust be used or forfeited. Supervisors should establish in
advance vacation schedul es that satisfy the wi shes of and provide equity
anong enpl oyees. In order to assure that preferential treatnent does not
result, conflicts in scheduling extended | eave will be resolved by
supervi sors as equitably as possible, giving proper consideration to such
factors as priority of work, earliest service conputation date, system
for "rotating" the granting of |eave at peak vacation tines, etc. In the
event of an emergency or operational demand that results in the
cancel l ati on of approved vacation | eave, the enployee will be advised in
witing as to the reason for such cancellation. The annual | eave should
be rescheduled in witing for use before the end of the | eave year to
avoid forfeiture of annual | eave.

D. If annual leave is forfeited at the end of the | eave year as a result
of unantici pated and unavoi dabl e exi gencies, requests for restoration of
forfeited | eave will be considered in accordance with A |l.D. Handbook 27,
Chapter 3, Annual Leave.

E. Supervisors will be considerate in granting annual |eave for personal,
religious and emnergency purposes. Enpl oyees are expected to request such
| eave i n advance except in cases of energency.



Section 3. Sick Leave

A. Enployees normally will not be required to furnish medical certificates
to substantiate requests for approval of sick |eave, unless such | eave
exceeds three days of continuous duration.

B. An enployee's own certification as to reasons for absence on account of
illness will normally be acceptable for absence of three consecutive
wor kdays or | ess. An enployee nay be required to submt a nedical
certificate for absences of three workdays or less, if his/her supervisor
has reason to believe that the enployee is inproperly using sick |eave.
The supervisor will informthe enployee in witing of the reasons for
requesting such a certificate.

C. The supervisor, if he/she determ nes that an enpl oyee nmust submt a
nmedi cal certificate for all absences on sick |eave, will advise the
enployee in witing that all future requests for sick | eave nust be
supported by an acceptable nedical certificate. At the end of six nonths
fromthe date of official notice requiring such nedical certificate, the
supervi sor shall review such cases for the purpose of determ ning whether
such requirenent can be elimnated. If he/she determ nes that the
restriction is no | onger necessary, he/she shall notify the enpl oyee in
witing and the previous notice shall be renoved fromthe records.

D. Enpl oyees who, because of illness, are released fromduty on advice of
the appropriate health unit, shall not be required to furnish a nedica
certificate to substantiate sick | eave, unless the absence is for nore
than three consecutive workdays, or the enployee is under the restrictions
covered in paragraphs 3B and 3C above.

E. Under certain circunstances of serious illness or injury, sick | eave may
be advanced up to a limt of 30 days. Advance sick | eave may be |iqui dated
by a charge agai nst annual |eave, provided this action is not for the
pur pose of avoiding forfeiture of annual |eave at the end of the |eave
year.

Section 4. Court Leave Consistent with applicable rules and regul ati ons,
enpl oyees w | be authorized absence fromwork status w thout charge to
| eave or loss of pay for jury duty or for attending judicial proceedings
in a non-official capacity as a witness on behalf of the United States,
the District of Colunbia, or a State or |ocal governnent.




Section 5. Maternity Leave Enployees requesting maternity | eave may choose
how and in what order such approved absence will be recorded: sick |eave,
annual | eave, or |eave w thout pay. Any approved absence in excess of
avai | abl e annual | eave and sick |leave will be recorded as | eave w t hout
pay. Wile the need for a woman to be absent on maternity | eave is
normal ly a matter between the enpl oyee and her doctor, any |leave is
subject to the approval of the supervisor.

Section 6. Tardi ness Infrequent tardiness not in excess of one hour may,
I'n the judgnent of the supervisor, be excused if the reasons given are
acceptable. If the decision is made to charge the tardi ness to annual

| eave and the actual period of absence is |ess than one hour, the enployee
shall not be required to work the additional period covered by the | eave
char ge.

Section 7. Hazardous Wat her Disnissal Policy Wen enpl oyees are dism ssed
fromwork under the Federal Governnent's Hazardous Weat her Di sm ssa
Policy, the Agency will nake every effort during working hours to notify
af fected enpl oYees.

Section 8. Leave Approval The Agency will assure that, except in energency
situati1 ons, soneone shall be authorized to act pronptly on enpl oyee
requests for |eave.

Section 9. Leave Records_|ndividual |eave records are personal in nature.
The Agency w Il not publicize such records by posting or distribution
unl ess aut horized by |law or regulation.




ARTI CLE 20
CFFI CI AL TRAVEL

Section 1. To the maxi mum extent practical, the Agency will schedule the
tine to be spent by an enployee in official travel status within the

enpl oyee's regul arly schedul ed workweek. Eligibility for overtinme or
conpensatory tinme in connection with official travel will be determned in
accordance with the provisions of A l.D. Handbook 26, Chapter 8, Prem um
Conpensati on.

Section 2. To the maxi num extent practical, the enployee shall be given
notice of ten workdays prior to the date of departure for tenporary duty,
as provided i n Handbook 22, Chapter 7, Tenporary Duty Travel.

Section 3. No enployee will be required to travel without receiving in
advance a signed travel authorization and a travel advance, in accordance
wi th Agency regul ations.

Section 4. The Agency will provide to enpl oyees assi gned abroad on
tenporary duty courtesy nedi cal exam nations, prior to departure.



ARTI CLE 21
PARKI NG AND TRANSPORTATI ON

Section 1. The Agency will confer with the Union on shuttle bus schedul es
anong the Agency's buildings prior to changing established schedul es.

Section 2. The Agency agrees that the availability of adequate public
transportation and/or parking facilities sufficient to the needs of

enpl oyees will be considered in reaching decisions to relocate its office
facilities.

Section 3. The Agency agrees to assign parking spaces in accordance with
Handbook 20, Chapter 5, Parking Facilities.



ARTI CLE 22
HEALTH, SAFETY AND WELFARE

Section 1. The Agency wi Il nake reasonable efforts to provide and maintain
safe, secure and heal thful conditions of enploynent; to conply with the
standards of appropriate authorities and the Agency's policy concerning
snoking in buildings occupied by A l1.D. enployees; to take corrective
action agai nst hazards which are detected; and to instruct and train

enpl oyees who are called on to work on jobs or nachi nes which are
hazardous and with which they are unfamli ar.

Section 2. The Agency will continue to support, w thin budgetary
[Tmtations, the level of medical services available at the several Health
Units utilized by the Agency. These services include inoculations,
energency treatnment, exam nations of enployees who travel overseas, bed
rest and consultation with avail abl e nmedi cal personnel.

Section 3. Both Parties agree to cooperate in sponsoring voluntary snoking
cessation prograns and to cooperate in Federal prograns designed to assi st
enpl oyees suffering fromal cohol, drug abuse and enotional instability,
and to nmaintain appropriate confidentiality in respect to individual

enpl oyees thus afflicted.

Section 4. In the event that the Agency fromtine to time establishes
commttees to study matters of enployee welfare, the Agency will request
the Union to nom nate a nmenber to such commttees. Should the Union not
supply such nomination within ten working days follow ng recei pt of the
request, the Agency may proceed to fill that vacancy w thout further

di scussion wth the Union.

Section 5. The Agency agrees to establish an Cccupational Safety and
Health Advisory Commttee in accordance with E. QO 12196, Qccupati onal
Safety and Health Prograns for Federal Enployees. The Conmmittee will be
established within 60 days of the effective date of this Agreenent and
will include representatives selected by AGE



ARTI CLE 23
CONTRACTI NG FOR SERVI CES QUTSI DE THE AGENCY

Section 1. This Article covers contracting by the Agency for individual or
group expertise such as consultants, |IPA RSSA, PASA and services under
pur chase order agreenents.

Section 2. The Union recognizes the right of the Agency to nmake

determ nations with respect to contracting out, and the Agency recogni zes
its responsibility to conmply with the provisions of OVMB G rcul ar A-76,
this Agreenent and other |aws and regul ati ons concerning contracting for
servi ces outside the Agency.

Section 3. The Agency will provide to the Union reasonabl e advance noti ce
of I1ts intent to contract for services which may appear to adversely
affect enployees in the Unit. The Agency will provide to the Union the
nunbers, types and grades of affected positions. Wen avail able, the
Agency wi Il provide conparative costs of these services.

Section 4. The Agency wll notify and discuss with affected enpl oyees and
the Union any decision to contract out an Agency function or to initiate
an OVMB Circular A-76 review.

Section 5. No contractor shall be given a supervisory role with the
Agency.

Section 6. The Agency wll exert maxinmumeffort to find avail able
positions for adversely affected enpl oyees, including:

A. Gving thempriority consideration for avail able positions within the
Agency;

B. Establishing a Reenploynent Priority List and a Positive Placenent
Pr ogr am

C. Paying reasonable costs for training and rel ocation which contribute
directly to placenent;

D. Coordinating wth:

(1) OPMto ensure that adversely affected enpl oyees have access to
Gover nment wi de pl acenment prograns, including the OPM operated D spl aced
Enpl oyee Program (DEP) and the Interagency Pl acenent Assistance Program
(1 PAP) . and



(2) The Departnent of Labor on private sector job opportunities; and

E. Consistent with post enploynment restrictions, advising adversely
af fected enpl oyees of the circunstances under which they have the right
of first refusal for enploynent on the contract in positions for which
they are qualified and assisting themin applying for such enpl oynent.

Section 7. Upon request, the Agency will provide the Union with
docunents appropriately avail able to bidders.

Section 8 The Union will have the opportunity to attend any
" -through” of Agency facilities offered to bidders regarding A-76
contracting out.

Section 9. Appeals of Cost Conparison decisions procedure shall be in
accordance wi th Handbook 17, Chapter 45, Performance of Conmerci al
Activities.



ARTI CLE 24
EQUAL OPPORTUNI TY

Section 1. The Agency acknow edges that the Union has a role in the
devel opnent and review of the Agency's Affirnmati ve Action Prograns.

Section 2. Wile recognizing that the statutory and regul atory

requi renents and renedi es for these prograns remain unaltered by this
Agreenment (see P.L. 92-261, Title VII, and E.O 11478 as anended), the
Parties agree to the follow ng participation by the Union:

A. The Union will have the opportunity to contribute to the formnul ation of
the Affirmative Action Plan (AAP).

B. The Union will have the opportunity to review and comment upon the final
draft of the AAP:

C. Such commttees as m ght be established by the Agency to advise on Equal
Empl oynent Qpportunity (EEO progranms will include Union representation
reflecting, to the extent practical, the size of the Unit relative to the
total Agency workforce. The Union will be invited to participate in the
design of, and in substantive changes to, EEO prograns; and

D. The Union will be invited to nom nate a nunber of candi dates for
appoi ntment as EEO counselors reflecting, to the extent possible, the size
of the Unit relative to the total Agency workforce. The Director, Equal
Qpportunity Prograns, nmay at his/her discretion request that additional
nom nations be submtted by the Union.

Section 3. It is agreed that the Union may request, and the Agency wl |
provide, readily available information about EEO prograns including
statistical data and the status of inplenmentation of the AAP

Section 4. It is agreed that the Agency will give consideration to the
Union's comments in this inportant area, even though the collective

bar gai ni ng aspect of equal opportunity are confined to those delineated in
this Article.

Section 5. Pursuant to Handbook 24, Chapter 5, the A |l.D. Equal
Qpportunity Program enployees who have an informal discrimnation
conplaint under this Article may neet with an EEO Counselor in an attenpt
to resolve the conplaint. If resolution is not reached after neeting with
t he Counsel or, the enployee may file a statutory conplaint under 29 CFR
1613 or a grievance under Article 31 of this Agreenment, but not both.



ARTI CLE 25
OVERTI ME AND PAYMENT OF EARNI NGS

Section 1.
A. Overtinme will be adm nistered in a fair and equitabl e manner.
B. Overtine Pay Entitlenent Solely Under Title 5 U S. C

Enpl oyees whose basic salaries are at or below the rate for GS-10/10 have
a legal right to receive overtinme pay, although they may specifically
request conpensatory tinme off. If an enpl oyee does not request
conpensatory tinme off, this will not affect his/her opportunity to work
overtime. Enpl oyees whose basic salaries exceed the rate for GS- 10/ 10 may
be required by the Agency to accept conpensatory tine off.

C. Overtine Pay Entitlenent Soley Under the Fair Labor Standards Act (FLSA)

Enpl oyees nmust be paid for overtine work. No conpensatory time off is
al  oned under FLSA.

D. Overtine Pay Entitlenment Under Both FLSA and Title 5

1. If overtinme pay entitlenent is greater under FLSA, the enpl oyee nust be
pai d.

2. If overtine pay entitlenment is equal or greater under Title 5,
conpensatory tinme may be granted upon enpl oyee's request instead of
overtinme pay.

E. The fact that an enpl oyee does not vol unteer to perform unconpensated
overtinme shall not be taken into consideration in the eval uation of
hi s/ her performance or the opportunities for advancenent.

F. The use of approved annual |eave or sick |eave during the basic workweek
will not affect an enployee's opportunity to work overti ne.

Section 2. Taxi travel between honme and office nmay be authorized or
approved by appropriate officials at the enpl oyee's request when such
travel is the result of officially ordered overtinme during hours of
darkness or infrequently schedul ed public transportation.

Section 3. In the event that an enpl oyee does not receive a paycheck or
the correct anount due on the regul ar payday due to reasons beyond the
control of the enployee, MFMw Il reissue another check or the remaining
anount usually within five working days of the regul ar payday.



ARTI CLE 26
W THI N- GRADE PAY | NCREASES

Section 1. Wthin-grade pay increases are granted in accordance with
applicable | aw and regul ati ons, which provide that, anbng ot her
conditions, the enployee's supervisor determ nes that the enployee' s work
is of an "acceptable |evel of conpetence-"

Section 2. If the enployee's performance is not at an acceptable | evel of
conpet ence, and his/her within-grade is going to be withheld, the
enpl oyee will be notified 60 days prior to the end of the waiting period.

The notice will include the aspects of the enployee's perfornmance found
unaccept abl e and the neasures that will be taken to help the enpl oyee
i nprove performance. The enpl oyee will also be advised that if an

acceptabl e I evel of conpetence is not reached by the end of the waiting
period, the enpl oyee's within-grade pay increase will wthheld.

Section 3. The decision on granting or w thholding a w thin-grade pay
I ncrease nmust be supported by the enployee's npbst recent rating.

Section 4. |If the enployee's performance is not at an acceptable |evel of
conpet ence after having been given the opportunity to inprove, a letter
denying the within-grade will be given to the enpl oyee shall include:

A. The reasons for the negative deterni nation;

B. The aspects in which the enpl oyee nust inprove his/her performnce in
order to be granted a w thin-grade: and

C. The right to request a reconsideration fromthe designated
reconsi deration official.

Section 5. The enpl oyee may request reconsideration within 15 cal endar
days of receipt of the notice.

Section 6. The enpl oyee may request a neeting with the reconsideration
official, and may be acconpani ed by a Union representative.

Section 7. A reconsideration file including all pertinent docunents shal
be establi shed

Section 8. Wthin 21 cal endar days of the receipt of the enpl oyee's
witten or oral presentation, the reconsideration official shall issue a
notice of decision to the enployee.

Section 9. An enployee may file a grievance in accordance with Article



ARTI CLE 27
POSI TI ON CLASSI f 1 CATI ON

Section 1. Position Classification is a conprehensive, orderly systemfor
anal yzi ng and categorizing jobs by occupational group, series, class and
grade, according to like duties, responsibilities and qualification
requirenents.

Section 2. Wthin a reasonable period of tinme, each enployee will be given
a copy of the position description when assigned to a new position and
will be issued an accurate position description when any changes in
a,.tie~ are made.

Section 3. An enployee may appeal the classification of his/her position
to the Agency and/or OPM During a classification appeal at the Agency

| evel , an enpl oyee may have a Union steward or official assist himher in
presenting job el enents, which the enpl oyee believes were overl ooked in
his/her job, to a classification specialist. A decision by OPMis binding
upon the enpl oyee and the Agency.

Section 4. A position description is an official witten statenment of the
principal duties, responsibilities and supervisory relationships of a
position.

Section 5. Phrases such as "other duties as assigned" or "other
rel ated duties" used on a position description shall be understood to

include duties which are relevant to the principal objectives of the
posi tion.



ARTI CLE 28
DI SCI PLI NARY ACTI ONS

Section 1. A disciplinary action for purposes of this Article is defined
as an oral adnonition, an official reprimand, or a suspension for 14

cal endar days or less. Disciplinary actions will be undertaken only for
just cause and such cause as will pronmote the efficiency of the Agency. An
enpl oyee, at his/her request, may be acconpanied by a Union representative
at any step in the procedure as set forth in this Article.

Section 2. The Parties agree that primary enphasis will be placed on
alTeviating situations which may result in disciplinary action.
Supervisors will counsel and discuss any issue or problemw th enpl oyees
that mght lead to disciplinary action and attenpt to resolve the issue(s)
short of such action.

Section 3. The Agency will not require or request, or attenpt to require
or request, an enployee who is under investigation for m sconduct to
submt to interrogation which could |ead to disciplinary action w thout
the presence of the Union representative if he/she so requests.

Section 4. In disciplinary action cases, a copy of the charges and
specifications made agai nst an enployee will be furnished to hinl her
either by registered mail or personal delivery not |ess than 30 cal endar
days prior to the effective date of any proposed disciplinary action.

Section 5. Any material used as a basis for these charges shall be nade
aval l able to the enpl oyee and/ or his/her representative.

Section 6. An enployee may question an oral adnonition or a notice of
proposed action by his/her supervisor or managenent official.

Section 7. The enpl oyee may respond orally or in witing within seven
wor ki ng days of receipt of the proposed action. Extensions of tinme may be
granted if requested by the enployee or his/her representative. A
managenent official in the discussion of a proposed disciplinary action
will explain to the enpl oyee, and/or the Union representative, the
circunst ances and basis for the proposed action, and carefully consider

t he enpl oyee' s response and ot her relevant comrents, before any further
steps are taken.

Section 8 \Wen an enpl oyee does not elect to have the Union represent

hi m her, the Union may have an observer present. A copy of all proposed
di sciplinary actions and decisions will be furnished to the Union upon

witten authorization fromthe enpl oyee concerned



Section 9. The Agency shall issue a final witten decision as soon as
practical stating the specific reasons for the action being taken,

including a statenent of the enployee's right to grieve as provided in
Article 31.



ARTI CLE 29

ADVERSE ACTI ONS

Section 1. An adverse action for purposes of this Article is defined as
a suspension of 15 cal endar days or nore, a reduction in grade or pay,
a furlough of 30 cal endar days or |less or renoval. An enpl oyee, at

hi s/ her request, may be acconpanied by a Union representative at any
step in the procedure as set forth in this article.

Section 2. An adverse action does not include the reduction in grade of
a supervisor or nmanager prior to successful conpletion of the required
probationary period if the reduction is to the grade held i medi ately
bef ore becom ng a supervi sor or manager.

Section 3. The Parties agree that primary enphasis will be placed on
alleviating situations which may result in adverse action. Supervisors
wi || counsel and discuss any issue or problemw th enpl oyees that m ght
| ead to adverse action and attenpt to resolve the issue(s) short of
such acti on.

Section 4. The Agency wll not require or request, or attenpt to
require or request, an enpl oyee who is under investigation for

m sconduct to submit to interrogation which could | ead to adverse
action without the presence of the Union representative if he/she so
requests.

Section 5. In adverse action cases, a copy of the charges and

speci fications made agai nst an enpl oyee will be furnished to himher
either by registered mail or personal delivery not |ess than 30

cal endar days prior to the effective day of any proposed adverse
action.

Section 6. Any material used as a basis for these charges shall be nade
avail able to the enpl oyee and/or his/her representative.

Section 7. The enployee may respond orally or in witing within ten
wor ki ng days of receipt of the proposed action. Extensions of tinme my
be granted if requested by the enployee or his/her representative. A
managenent official in the discussion of a proposed adverse action wll
explain to the enpl oyee, and/or the Union representative, the
circunstances and basis for the proposed action, and carefully consider
t he enpl oyee's response and ot her relevant comrents before any further
steps are taken.

Section 8. \Wen an enpl oyee does not elect to have the Union represent
hinTher, the Union may have an observer present. A copy of all proposed
adverse actions and decisions will be furnished to the Union upon
witten authorization fromthe enpl oyee concerned



Section 9. The Agency shall issue a final witten decision as soon as
practical stating the specific reasons for the action being taken

including a statenment of the enployee's right to grieve or appeal as
provided in Article 31.



ARTI CLE 30
ACTI ONS BASED ON UNACCEPTABLE PERFORMANCE

Section 1. For purposes of this Article, unacceptable performance is
defined as performance which fails to neet established performance
standards in one or nore critical elenments of an enpl oyee's assigned
position. An enployee, at his/her request, nmay be acconpani ed by a Union
representative at any step in the procedure as set forth in this Article

Section 2. The Parties agree that primary enphasis will be placed on
alTeviating situations which may result in disciplinary action.
Supervisors will counsel and discuss any issue or problemw th enpl oyees
that mght lead to disciplinary action and attenpt to resolve the issue(s)
short of such action.

Section 3. In unacceptable performance cases, the enpl oyee agai nst whom
renmoval or reduction in grade is proposed will be given 30 cal endar days
advance witten notice of the proposed action. The notice wll be
furnished to the enpl oyee either by registered mail or personal delivery.
The advance witten notice will include:

A. Specific instances of unacceptabl e performance by the enpl oyee and

B. The critical elenments of the enpl oyee's position involved in each
i nstance of unaccept abl e perfornmance.

Section 4. Any material used as a basis for these charges shall be nade
avail able to the enpl oyee and/or his/her representative.

Section 5. The enpl oyee may respond orally or in witing within ten
wor ki ng days of receipt of the proposed action. Extension of tine may be
granted if requested by the enployee or his/her representative. A
managenent official in the discussion of a proposed action based on
unaccept abl e performance will explain to the enpl oyee, and/or the Union
representative, the circunstances and basis for the proposed action, and
carefully consider the enployee's response and ot her rel evant comments,
before any further steps are taken.

Section 6. Wien an enpl oyee does not elect to have the Union represent
hinTher, the Union may have an observer present. A copy of all proposed
actions based on unacceptabl e perfornmance and decisions will be furnished
to the Union upon witten authorization fromthe enpl oyee concern~-



Section 7. The Agency shall issue a final witten decision within 30 days
after the date of expiration of the notice period. The decision to renove
or reduce in grade may be based only on those instances of unacceptable
per formance whi ch occurred in the year prior to the date of the advance
notice. The decision will include a statenent of the enployee's right to
grieve or appeal as provided in Article 31.



ARTI CLE 31

GRI EVANCE AND ARBI TRATI ON PROCEDURE

Section 1. The purpose of this Article is to provide a nutually
acceptabl e nethod for the pronpt and equitable settlenent of grievances.
It shall be the exclusive procedure available to enpl oyees in the

bargai ning unit for resolving such grievances.

Section 2. Scope

A. A grievance neans any conplaint by any enpl oyee in the bargaining unit,
the Union or the Agency concerning:

1. The effect or interpretation, or a claimof breach, of this collective
bar gai ni ng agreenent: or

2. Any clained violation, msinterpretation or m sapplication of any |aw,
rule or regulation affecting conditions of enploynent that is within the
authority of the Agency to correct.

B. Except that it shall not include a grievance concerning:
1. Any clained violation relating to prohibited political activities: or

2. Retirenment, life insurance or health i nsurance or

3. A suspension or renoval for National Security reasons, under Section
7532 of Title V; or

4. Any exam nation, certification or appointnent relating to initial
enpl oynent ; or

5. The classification of any position which does not result in the
reduction in grade or pay of any enpl oyee.

C. An aggrieved enpl oyee affected by any of the follow ng may raise the
matter under a statutory procedure or this procedure, but not both:.

5 USC 2302(b) (1) Prohi bi ted Personnel Practice
5 USC 7702 Di scrimnation
5 USC 4303 Unaccept abl e Performance

5 USC 7512 Adver se Action



An enpl oyee shall be deened to have exercised his/her option under this
provi si on when the enployee tinely files a notice of appeal under the
statutory procedure or tinely files a grievance in witing under this
procedure, whichever occurs first.

Section 3. An enpl oyee or group of enployees may present grievances w t hout
the intervention of the Union, on their own behal f, provided the Union is
given the opportunity to be present during the processing of the grievance
and at any formal discussion concerning the grievance and at the adjustnent
of the grievance. The Union shall pronptly receive copies of witten

deci sions on grievances within the tinme franme contai ned herein.

Section 4. Many grievances arise from m sunderstandi ngs or di sputes which
can be settled pronptly and satisfactorily on an informal basis at the

i mredi at e supervi sory |level. The enployer and the Union agree that every
effort will be made by nmanagenment and the aggrieved party(s) to settle
grievances at the |owest possible |evel. Because dissatisfactions and

di sagreenents arise occaslionally anong people in any work situation, the
filing of a grievance shall not be construed as reflecting unfavorably on
an enpl oyee's good standing, performance, or loyalty or desirability to the
or gani zati on.

Section 5. Witten material pertaining to individual enployee grievances
W T be kept in separate files. Access will be linmted in accordance with
applicabl e | aws.

Section 6. An enpl oyee grievance is a conplaint by an enpl oyee seeking
relief personal to the enployee. Enployee grievances shall be processed as
fol |l ows:

A. Step 1. An enployee or the Union steward shall within 20 worki ng days of
the alleged violation, or fromthe date the enpl oyee becane aware of the
violation, present the grievance informally to the inmedi ate supervi sor or
responsi ble official. The term"responsible official" as used herein
i ncl udes any appropriate official at the |lowest chain of command who has
the authority to grant the relief requested. A Union representative may at
t he enpl oyee' s request be present at all discussions relating to the
grievance. If the grievance is not satisfactorily settled informally wi thin
ten working days, the grievant or the steward will reduce the grievance to
witing for a witten response by the supervisor/responsible official.
Wthin ten working days of receipt of the witten grievance, the enpl oyee
and the steward will be advised in witing by the supervisor/responsible
of ficial of his/her decision. The notification will include the name and
title of the Agency official to whomthe enpl oyee nay address a Step 2
gri evance.



Gri evances concerning merit pronotion actions will be initiated at
Step 2 of this procedure.

Step 2. Wthin ten working days of receipt of the Step 1 decision, the
grievant may file a formal grievance in witing to the next-Ievel
supervi sor or responsible official. This subm ssion will include a
plain statenment of the alleged violation and the relief requested.
Wthin ten working days thereafter, the Agency representative wll
provide to the enployee a witten decision.

Gievances concerning the Merit Pronotion Plan or Article 13 of this
Agreenment will be presented to the Agency's Merit Staffing Ofice
whi ch nust give its reply in witing within ten working days.

Step 3. If the grievance is not settled at the previous step, the
grievant and/or the Union may within ten working days after receipt of
the witten response submt the grievance to the Chief,

Labor - Managenent Rel ations Division. This submission will include the
witten material exchanged at the previous steps. The Chief,
Labor - Managenent Rel ations Division or his/her designee, will review

the record of the case, investigate as he/she sees fit, neet with the
aggri eved enpl oyee and/ or his/her Union representative, if any, and
give the enployee a witten decision within 30 working days after
receipt.

B. Union representation at Steps 2 and 3 of the grievance procedure
shall be by the Chief Steward or his/her designated representative.
The Chief Steward may designate fromthe bargaining unit either/or one
of the 20 stewards or an elected officer of the Union. In addition,
the Union may call upon the district or National Ofice of the Union
for a representative to be present and assist the grievant at a
gri evance presentation.

Section 7.

A. Union grievances will be submtted to the Agency at Step 3 (to the
Chi ef, Labor-Managenent Rel ations Division) within 20 worki ng days of
the violation or fromthe date the Union becane aware of the alleged
violation. A grievance on a continuing condition may be filed at any
tinme during the existence of that condition.



B. In any charge by the Union that the Agency violated Title VIl of the
Cvil Service Reform Act, the Union may submit the matter for
consi deration under this negotiated grievance procedure or as an unfair
| abor practice, but not both.

C. Gievances by the Agency will be submtted to the Union directly at Step
3 (to the President of the Union) within 20 working days of the violation
or fromthe date that the Agency becane aware of the alleged violation, or
any time as long as a continuing condition exists.

Section 8. Wthin 20 working days after the Agency or Union has issued its
Step 3 witten response, either Party may request in witing the
arbitration services of the Federal Mediation and Conciliation Service. A
copy of the request shall be sent to the other Party. |If an unresol ved
grievance is not referred for arbitration within this time limt, it shal
be deened satisfied or denied. Arbitration can be invoked only by the
Parties to this Agreenent.

Section 9. Questions of grievability and/or arbitrability shall be served
upon the other Party as soon as possible, but in no case later than 20
wor ki ng days after arbitration has been invoked. Unresol ved questions of
grievability and/or arbitrability shall be presented to the arbitrator as
the threshold step of the arbitration, and the arbitrator shall render a
deci sion on the threshold i ssue before hearing the nerits.

Section 10. If for any reason the Agency or the Union refuses to
participate in the selection of an arbitrator, the Federal Medi ation and
Conciliation Service is enpowered to make a direct designation of an
arbitrator to hear the case.

Section 11. Al time limts in this Article may be extended by nutual
consent of the Parties. Failure of the Agency/Union to observe the tine
limts at Steps 1 and 2 entitles the enployee or the Union/Agency to
proceed to the next step. Failure of the enpl oyee, Agency or Union to
proceed to the next step within the established tinme [imts wll
constitute resolution of the grievance on the basis of the Agency's/
Union's | ast proposal.

Section 12. Wiile both Parties will nmake every effort to settle grievances
inless than the tinme [imts specified by this Article, it is recognized

t hat because of the interrelation of the Agency's donestic and overseas
operation there nmay be occasi ons when both Parties may need to obtain
docunents, statenments or information from sources other than Al D/ Wor when
principals to the grievance may be tenporarily unavail abl e.



Section 13. The Federal Mediation and Conciliation Service shall provide
the Parties with a seven person panel of inpartial qualified arbitrators.
The Parties will neet within five working days after recei pt of such
list. If they cannot nutually agree upon one of the listed arbitrators,
the Parties alternately each strike one arbitrator's name fromthe |i st
of seven. The remaining person will be the duly selected arbitrator.

Whet her the Agency or the Union strikes the first nane will be determ ned
by the flip of a coin.

Section 14. Wile recognizing that the timng of an arbitration wl|
depend in part upon the schedule of the arbitrator, it is the Parties
intention to di spose of grievances pronptly. If a Party desires to submt
a brief, the subm ssion date shall be set by the arbitrator based on the
needs of the Parties and the reasonable |ength of the grievance
[itigation.

Section 15. The arbitrator shall have no power to add to, subtract from
disregard, alter or nodify any of the terns of this Agreenent.

Section 16. The arbitration award will be binding on the Parties.
However, either Party may file exception to an award with the Federal
Labor Rel ations Authority as prescribed in 5 U S.C. 7122.

Section 17. Al costs of the arbitrator, including fees and expenses
shal |l be divided equally by the Parties. Either Party may request that a
cost verbatimtranscript of the proceedi ngs be nade and shall be liable
for the cost of such transcript. If after declaring it does not wish a
transcript, either Party determnes it requires a copy, it wll becone
liable for the costs of said transcript as though it had joined in the
initial request. Al other costs caused by either Party shall be borne by
that Party al one.



This Agreenent between A 1.D. and AGE will remain in full force and effect
until June 15, 1990, subject to the conditions set forth in Article 2 of

this Agreenent. The Parties further agree that this Agreenent shall becone
effective June 15. 1987.

FOR THE AMERI CAN FEDERATI ON
OF GOVERNMENT EMPLOYEES
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