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PARTI~S TO AGRl:iEI.IE(-IT

c. Pursuant to the policy set forth in 'r'tle Federal ~ervice Labor-

Managem~nt Reldtions Statute in 'fitle 5, United StatesCod~,

~hapter 71, th~ following articles of tile labor-management

agreemen"t.; togeth~r with sllppl~mental agreeh1ent& and/or amendm~nts
.

t"hat may be n~gotiated at a latel' date, constltute a totc.l

agreement by and between the Office of the Secr.:tdry of Defense,

Washington Headquart~rs dervices, Real ~stat~ and Fa~ilities

Directorate, FederQl Facllities Division, hereinafter referred to

as the Employer, and the American Fdderation of Guv~rnment

~mployees, ~ocal 24~b, ~'L-CIO, hcreinafter referr~d to as the

Union.

c
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AR'r 1 CLt: 1

PUi<.POSE;

(
'l'h~ P clrties to trlJ.S ;igt:eement r~cognize tnd.t they must assuII1e

~esponsibilities and must ~Aercise propcr restraint and goodgreai:.

judgment to establish Q stdble and meaningful relationship based

tnis r.1-3;Ceefiltnt. IL is the purpose of this agreementupon

the.ce fore:

(a) To ldE:ntify the parties to the dgreernt::nt arid to defin~

cOheir respective rig-hts and obligations in dealing

with e~ch other.

,b) 'i'o st~tc the J;)olici~s, procedures, and methods ti1at

wlll llur~~fter gov~rn the working reldtionships

betwE:;t!n the Employer dnd tne Unlon.

(CJ 1'0 .lndicate tIle r1dtuLe of the subject matter of l?roper

(it is lnt.:el1d~d this Agreement will"l1utual conc~rn.

meet the follo\~ing objectives:

\ 1. ) ~'o insur~ proper ~mploy~e participation in the

fQrmul~tion dnd implementation of personnel

policles .~nd procedures.

(21 Provid~ for the highest degree of effi\:'iency and

:c~sponslbil~ty in che t:lccomplishment of th~

m:i.ssion dad functions ds::.igned to the Enlploy~r.

\.j)

(4)

Promote Employec-r-ldnag~ment (;;oopclration.

FiiCi li tdte th~ adJUsi:.lilt?ni:. Ot: displlt~S, gl" :i.evances,

;.;.na dpp~.1J.S.

2.



_l\.R'l'ICLE 2

c AUTHURI'ry

'rhis agraemant is ~ntet:ed into under th~ authority granted in

Federal ~t::rvice Labor-Management Relations Stdtute, as

amended, Federal Personnel ~ld.nual and OSD and other rtagl1latory

documents, 

~nd pursuant to tl~e letter of ccrtification dated

.J anu~iry 22, 19b8.

AR'l' I CLE .3

"-- -
DCLUSIVE ~COGl~r'.L"'IO~ ~u

\Jt)VERAGE OF .~GR]:;Ei"IENT

Tone EmploYE::L hereby recognizes that th~ Un:l.on is thec Section 1.

dxclusive re~rtsentative oi alL employees of the unit as defined

.Ion Section 2 b<dlow, and the Union hereby recognizes th~

rcsponsibility ot reiJJ..~s~nting the interests of all SUC11 employees

as long as tl"1e Union continues as "the exc..:lusive representative

of this unit.

"".I;'ict ion 2. ...unit to whic"n this ':igreement applies is composed

of all custodial emf;loyees including inspectors (~'lG-3566), "baling.

machine operators (S4i4), Power SWLeper& (57ul), Tru~k Drivers~'

(~/O3), Tractor Opardtors (5/US) ai1u Road ~weeper Operdtors

:.>
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'""TC" "..

,.. .f41~QiJ,f emploY~d.by t ..,'" .,,;0'6:' the- SecretarY"bf Qetense,
'- 'w1jf::

Washington Headquarters Services, Real Estate and Facilities C

Directorate, Federal Facilities Division, in the Washington, D.C.

Metropolitan Area.

~

~i:o. 3. EXf:;luded from the unit are all temporary employee"

~- e~loy~e's, professional employees, management officia~,

supefvisqrs and employees described in 5 U.S.C. 7112(b}(2}, (h,

(4) , (6) and (7).

ARTICLE 4

MANDATORY PROVISIONS UNDER

THE FEDERAL SERVICE LABOR-MANAGEMENT RELATIONS STATUTE

Section 1.. In the administration of all matters covered by the (,

Agreement, officials and employees are governed by existing or

future laws and the regulations of appropriate authorities

including policies set forth in the Federal Personnel Manual; by

published Agency pOlicy and regulations in existence at the time

the Agreement was approved; and by subsequently published Agency

policies and regulations required by law or by regulations of

appropriate authorities, or authorized by the terms of a

controlling agreement at a higher agency level.

4
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Section 2. Management officials of the Agency retain the right,
,I .

in accordance with applicable laws and regulations-

(' 1. to determine the mission, budget, organization, number

~-'.r;; of employees, and internal security practices of the

agency; and

2. in accordance with applicable laws-

.a. to hire, assign, direct, layoff, and retain

1 employees in the agency, or to suspend,
"
f
1 remove, reduce in grade or pay, or take other
fj'

i disciplinary action against such employees;
:'
,
r

b. to assign work, to make determinations with

respect to contracting out, and to determine

the personnel by which agency operations shall

C be conducted.

c. with respect to filling positions, to make

selections for appointments from-

(1) among properly ranked and certified

candidates for promotion; or

(2) any other appropriate source; and

5
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d. to take whatever actions may be necessary to

carry out the agency mission during ~

emergencies.

ARTICLE 5

RIGHTS AND

section 1. The Union shall be given the opportunity to be

represented at formal discussions between the Employer and

employees or employee representatives concerning grievances,

personnel policies, and all other matters affecting general

working conditions of employees in the unit.

Section 2. In accordance with 5 U.S.C. 7117 (d)(2), the Principal (

Union Representative will be informed in advance of any

substantive changes in conditions of employment affecting unit

employees proposed by the Employer and shall be permitted

reasonable time to present its views and recommendations. Advance

notice will be made personally or to a designated location (home

or Union office).

Section 3. In the event that a unit employee does not choose to

have the Union represent him/her in the presentation of a

grievance the Union shall have the opportunity to be present at

the adjustment of the grievance and shall have an opportunity to

6 "-
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makE! known its views with respect to the impact such adjustment

C- ma:y have upon unit employees. Furthermore, the Employer agrees

-that the adjustment shall be consistent with the terms of this

..Agreement.

Section 4. The Union agrees to give active support to the

Emp~oyer in its efforts to eliminate waste, conserve materials and

supplies, improve the quality of workmanship and safety practices,

combat tardiness, absenteeism, carelessness and any other

practices which restrict production and hamper efficiency and

encourage the submission of suggestions and cost reduction ideas

under the Agency's incentive awards program.

Section 5. Records subject to the Privacy Act of 1974 will be

C disclosed to officials of the Union in accordance with the

provisions therein.

ARTICLE 6

EMPLOYEE RIGHTS AND OBLIGATIONS

Section 1. It is agreed that the employees in the unit, freely

and without .fear of penalty or reprisal, shall be protected in the

7
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exercise of their rights to join and assist the Union or to

(refrain from any such activity. The freedom of such employees to

assist the Union shall be recognized as extending to participation

in the management of the Union and action for the Union in the

capacity of a Union representative, including presentation of its

the Congress, or otherviews to officials of the Executive Branch,
.

appropriate authority. The Employer shall take such action

consistent with law or with directive as may be ~equired in order

to assure that employees are apprised of the rights described in

5 u.s.c. 7102 and this article, and that no interference

restraint, coercion, or discrimination is practiced by the

Employer to encourage or discourage membership in any employee

organization.

Section 2. Any employee has the right to bring matters of

personal concern to the attention of appropriate officials in

accordance with applicable laws, rules, regulations and Employer

policies, and to choose his/her own representative in a grievance

or appellate action. An employee's choice of representative when

processing a grievance under the negotiated grievance procedure is

subject to the provisions of Article 13.

An employee covered by this Agreement will be givenSection 3.

permission by their supervisor to contact their Union Steward

provided their absence will not impair or seriously delay the

8



,.
performance of their immediate work assignment~ Where the

, supervisor determines that impairment or serious delay will be

C involved, he/she will grant permission for absence at the earliest

practicable time.
t

ARTICLE 7

.DISTRIBUTION OF AFGE HEALTH PLAt~

BROCHURES

When furnished by the Union the Personnel Office agrees to

distribute the AFGE Health Benefit Plan Brochure to all new

employees covered by this Agreement who are eligible for health

benefits, upon their entrance on duty. The Personnel Office will

furnish the AFGE Health Benefit Plan Brochure when requested by an

C~ employee during open season enrollment periods.

ARTICLE 8

REDUCTION IN FORCE

Section 1. The Employer agrees to provide the Union as much

advance notification and information as possible concerning

proposed reductions-in-force (RIF) which may affect the career

employees in the unit. The employer further agrees that maximum

advance planning will be conducted before a RIF is ordered and

9
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every effort extended to ensure minimum adverse effects on

employees. Employees impacted by a RIF will be afforded placement

opportunity consistent with their rights and in full compliance

w~th all laws and regulations of the Office of Personnel

Management.

section 2. Upon receipt of preliminary written notification of

anticipated reduction-in-force affecting unit employees, the Union

Representative may within 15 calendar days of receipt of notice

Therequest negotiations concerning the impact on unit employees.

notification will be made by certified mail and a personal or

telephone contact with the Principal Union Representative.

Section 3. Upon timely request from the Union, the Parties shall

meet and negotiate within 15 calendar days concerning the impact

on unit employees and procedures for implementation of the

anticipated reduction-in-force

ARTICLE 9

GOVERNING LAWS AND REGULATIONS

Section 1. The Employer and Union are and shall be governed by

including those inall applic9ble laws of the United States,

effect on the effective date of this Agreement and those which are

subsequently enacted. They also are and shall be governed by all

10
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a,t?plicabl,= Governm~nt-wicle regulations in ~ffect at the time that

i:: C this Agreem~nt is executed. The Employ~r shall effectively

eaforce all provi~ions of the Civil Service Reform A~t of 1978;

b~t it will not enforce :,iny Governm~nt-wide rule or regula"tion

promulcjated after the effective dd.te of chis Agreement vlhich is in

conflict with the provisions of this Agreement unless s~ch rule or

re9ul~tion is properl~ subj~ct to the provision~ of 5 U.S.C.

7116(a)('l).

~ection 2. In carJ:ying out ics responsibilities as s~t forth in

this Agreement, the Employer d.g:cees tha.t iJ:cot>os~d new or revisions

of OSD :c~guldtions, p~rtinant to ~mployees of che unit, whicfl

relate to p~rsonn~l policies, ~L'accices d.r!d working conditions

will be sent to the Union for <..:omment prior to issuance. 'rhe

Union will be given C1 reasond.bl~ time, consistent with the

pe.ctinenct of the particular proposals, to prepare commefit. Upon

r~qu~s'c. of th~ Union, and as time will allow, the Employer's

repras~ntat1.ve no!"mally I:~sponsible for the application of the'

subj~ct m-:itteL" of the proposal will meet with I:epres~ntative of

tht: Unit fot: di.3cussion. Publicat1.ons re:feren<..:ed in che draft

regul':ltiofiS wili be made c..vi\ilable 'Co th~ Union upon re.:.~ipt.

.;,f~ct1.0n j. 'rrle hmployt.;r agre~s to furnish the Unlon -.:he DoD

r~gl.lldcions, amel1dme11td o:c chdng~s th~reto, cov'=J:ing p;;;rsonnel

policie&, wc.ges, job \~lt;iSSlfic;Qtiont;, Job E:valuatioCls, hours of

11

i5



work, safety and working. conditions. It is agreed that if a DaD

(regulations which is issued under authority delegated to the

Employer (i.e., not required by higher authority) is in conflict

with this Agreement, the provisions of this Agreement will govern.

ARTICLE 10

UNION REPRESENTATION

Section 1. The Employer agrees to recognize the Union's elected

officers and designated stewards (Union representatives). The

number of Union representatives shall be the number reasonably

required to assure that each employee in the bargaining unit shall

have ready access to a steward in the shift and at the location

the total number of Unionwhere assigned. However,

(representatives shall not exceed twelve.

The Union shall supply the Employer in writing andSection 2.

shall maintain with the Employer on a current basis a complete

list of stewards authorized in accordance with Section 1 above.

Section 3. The Employer agrees to recognize officers and

representatives of the Union, including AFGE officers and

representatives, who are not employees, when advised in writing of

their activity on behalf of the Union

12
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Section 4.

(

for the duration

representatives in the perforlnance of their dutl~S.

Section 5. (a) Labor f,1anagement BI..lS in~ss. Union represen"tatives

They will be

Reasonabl ~~

(

The

activities).

lJ
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i (b) Representational Duties. The Union will insure that requests,

for permission to leave the job and for time allowed will be kept ~

to a reason~ble amount. Union representative shall first request

of their immediate supervisor that they be excused and they will

ipform their supervisor as to the work area they will visit and

the expected approximate duration of their absence. Supervisors

will authorize the absence unless the services of the

representative cannot reasonably be spared at that time, in which

case the representative will immediately be advised as to the time

authorization will be granted. Representatives will contact the

employee's supervisor prior to discussion with the employees

affected to assure that the employee will be available and explain

that the contact is 'being made to discuss labor-management

business, as described above. Representatives will report back to (

their supervisors upon completion of their labor-management '

business. Permission will be granted to officers and nonemployees

serving as Union representatives to visit work sites to carry out

their responsibilities under the terms of 5 U.S.C., Chapter 71,

and this Agreement. The Employer will be advised in advance of

the purpose and time of intended visits.

(c) Union Business. Solicitation of memberships and activities

concerned with the internal management of the Union, such as

collection of dues, membership meetings, campaigning for officers,

will not be conducted during work time.

14
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ARTICLE 11

c GRIEVANCE PROCEDURE

Section 1. This Article shall constitute the sole and exclusive

procedure available to the Union and employees of the bargaining

unit for the resolution of grievances subject to the control of

the Employer, applicable to any matter involving the

interpretation, application, or violation of this Agreement or

supplement thereto, any matter involving working conditions, or

any matter involving the interpretation and application of

po1icies, regulations, and practices in the Office of the

Secretary of Defense not specifically covered by this Agreement.

Excluded from coverage are the mandatory exclusions outlined in

7121(c)(1)(2)(3)(4)(S).5 u.s.c. However, adverse actions may

( on~y be appealed to the Merit Systems Protection Board (MSPB) in

accordance with Article 13.

Section 2. Most grievance arise from misunderstandings or

disputes which can be settled promptly and satisfactorily on an

informal basis at the immediate supervisory level. The Employer

and the Union agree that every effort will be made by management

and the aggrieved party(s

possible level. Inasmuch as dissatisfactions and disagreements

to settle grievances at the lowest

arise occasionally among people in any work situation, the filing

of a grievance shall not be construed as reflecting unfavorably on

an employee's good standing, his/her performance, or his/her

15
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Reasonable time

.(~

Section 3. Step 1. The grievance shall first be taken up orally

by the concerned employee or Union representatives with the
.

inmediate supervisor in an attempt to settle the matter.

Grievances must be presented within 15 working days from the date

the employee or Union becomes aware of the grievance. The Union

representative may be present if the emploY4ee so desires.

employee chooses to present the grievance on his/her own without

If the

~

Union representation, a Union representative will be given the

opportunity to be present on official time when a decision is

given, 

and such decision shall be consistent with the terms of

(this Agreement. The immediate supervisor shall give the employee

Union representative a written decision within 5 work days.

Step 2. If the matter is not satisfactorily settled

following receipt of the decision of the immediate supervisor the

Union representative may, within five work days, submit the matter

The Buildingorally or in writing to the Building Manager.

Manager will meet with the Union representative and aggrieved

employee(s within five work days after receipt of the grievance.

Building Manager shall give the employee and Union

representative his/her written decision within 10 work days after

meeting. 16

re~resentatives to present grievances.

lo~alty or desirability to the organization.

duIing working hours will be allowed for employees and Union



Step 3.

(
.\I1~nag~r level,

ot=' receipt of the Step 2 ddcision, forward the grievance to the

Di-rei..:tor, F~deral Facilities Division (FFD), for further

aEte'c receipt of the grievan~e.

Section 4.

mutual consent.

AR(i' I CLE 12

ARaITRA'rIOJ.'l

c=
Section

1.

If a grievance is not sat isf.~ctorily settled under

~~quest by the Union within fift~en (15) work days aft~r issuance

the Employer's final grievanca d~..:i;3J.on, shal.L be submitted to

drb.i.t.rdtion.

Section 2. In order for the Employer to invoke arbitration,
ti1e

R~presentative; if the response of the Princi~dl Unlon

Repres~ntative is not to the Elnploi~r I s ~QtiS.E'l~tiOi'l,
the Employer

1 "I
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serve written notil~9 on th~ Union of their intent to COmll1enCe with

ar'bitration und.::r the pro~udures specifi,=d in this Articl~. (

cicct'ion J. "Jit'hin fiv~ work days from th~ date of the request for

arbiLr:.ition, e1.ti'1~r l;),j,rty Inay request the Fed~rC;.l ~ledi--ttion and

conciliation &ervice to pro~lde a list ot seven impdrtial l~ersons

quali f ied to act ::is arbItrators. Thl:! F'drt ies shall m~':;t withii'1

1: i ve work ddYS after the .rece~pt of SUCll list. If they cannot

IilutUdlly agree llP01'1 one of the liQted drbit.rators, then thl:!

Employer iind tl'"le UnIon will 9ac'h alternatt::ly strike one

drbitrdtor's nam~ from the liat until one arbitrator's namld

Cemail'1. 'l'he :cemaining person shall be the duly s~lected

arbitrator.

"

Section 4. If for any reason either pdrty refuses to participate (

in the sele~tion of an drbitrdtor, the Federal Hedi3tion and

~onciliation Service shall b~ empowered to make a uirect

d<:;sign!J.tioll of (".in arbii:.cdtor to h~ar th~ case.

S clction 5. 'l-rhe Emi:Jloy~r d.gr~es to pay eighty p~rcdnt (60%) :3.nd

tOile Union dgre.;s to PdY tw~nty p~rceni: (20%) of the total cost of

L}"l~ acbitr:a.tor:' s fl-~e dnd expenses, excludIng th~ cost of th~

transcript. If a transc:cipt of th~ proceeding is made, the ~ost

o-:)oall be i';tssQmed in the following manner:

(aj 1£ o~}ly one party dcsir~s a cOi:JY, th~t pdrty will ,:lSSUffi-:?

the fU.ll cost 0.)£ the trandct"ipt.

, 'o.l
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(b)

"r!

.,c

rf both parties desire a cof>Y, at any stage of theprocess, 

they will share equally the full cost of the

~~~~

tt;anscript.

arbitration hearing will be held, if possible, on the

EJP.ployer's premises during the regular duty hours of the basic

workweek. All participants in the hearing shall be in a duty
"

status.

~i~

Section 6. The dxbitrQtor will be requested to render a

decision as quickly as po~sible, but in any event, not later than

30 calendar days after the conclusion of the hearing unless the

i~iijparties mutually agree to extend the time limit.

~

Section 7. rfhe arbitrator's award shall be binding on the

parties.

However, eitner party may file exceptions to an award

with the Federal Labor Relations Authori~y und~r regulations

J

prescribed by the fiuthority.

~;

19
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ARTICLE 13

DISCIPLINARY ACTIONS ADVERSE ACTIONS--

Section 1. For the purpose of this article disciplinary actions

letters ofare defined as oral admonition, letters of warning,

reprimand or suspensions of 14 calendar days or less. It is
.

understood that disciplinary actions may be appealed through the

grievance procedure in Article 11. Oral admonitions or letters

of warning may be grieved but NOT NORMALLY ADVANCED TO

if a more seriousARBITRATION. Notwithstanding the above,

disciplinary action is taken, and the previous oral adrnonition{s)

or letter(s) of warning are referenced, the appropriateness of the

earlier actions shall be considered in arbitration if the matter

is grieved and unresolved.

Section 2. For the purpose of this agreement adverse actions are

removals, suspensions for more than 14 calendar days, furloughs

without pay for 30 days or less, or reduction in grade or pay

taken for such cause as will promote the efficiency of the

service.

An employee may file an appeal with the Merit Systems

Protection Board (MSPB) on an adverse action decision.

When disciplinary or adverse action is proposed orSection 3.

taken against an employee of the Unit, the Employer will supply

the employee with an extra copy of all written notifications so

20
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that at his/her option he/she may give one copy to ~ Union

.Representative.

.r'--
Any disciplinary action must be for just cause.

Section 4. ~ne supervisor will make a thorough dnd careful

inquiry into the facts in an effort to get a complete dccount of

-t"he events "3.nd circumst~nces t"hat led to the incident. This

~nquiry may include interviewing the employee and any witnesses

who have firsthand information. The employee may have a Union

L"epresentd.tive present at the inteLvie:w

bection 5. The Employer dgrees to dpprov~ an ~nlployee's absence

from dssignad duties, without loss of payor leave, when an

~m~loy~e is providing Unlon repr~s~ntdtion during inv~stigative

interviews that may lead to disciplinary or adverse action, when

c such representation is requested by the employee(s) involved.

bection b. (a) Letcers of Warning are considered temporary

r ~cords. The supervisor retains Ct copy of the lettdr of warning,

but it 1S not included in the employee's ofiicial p~rsonnel

:E older. Reference to the letter of warning may be cited in a

related action that occurs within two years of issuance as

~vid~nce that the employee was informed of the seriousn~ss of the

offense dnd of possible future disciplinQry action.

(b) Letters of R~primdnd are m~de a part of the employee's

offlclal personnel fold~r and shall b~ ren1oved at the end of two

21



years.

of reprimand may be expunged from personnel folders at an earlier

~~

"

letters

(\

date if so desired.

~

When a letter is withdrawn, the offense will

not be used to support any future disciplinary or adverse action.

~

ARTICLE 14

.

JOB DESCRIPTION AND CLASSIFICATION APPEALS

Section 1.

Section 2. Management has the right and responsibility for

the organization; initiating necessary action to have new

positions classified and maintaining the currency, accuracy, and

questions related to the classification of their jobs and the

c1assification program in general. Every attempt will be made to

When

attempts to resolve such disagreements fail, the incumbent retains

the option of filing a formal grievance in accordance with

Article 11. Position classification appeal procedures cannot be

used to resolve disagreements related to the accuracy of the job

description.

Employees in the unit retain the right to

22



..
representation by the union at management/employee discussions

.C related to resolving such disagreements.

.Section 3. Employees in the unit may request a review of any

aspect of the classification of their job. This request is made

to the employee's immediate supervisor who, in turn, submits a

Request for Personnel Action (SF-52) to the Directorate for

Personnel and Security, SES and Classification Division. The

assigned Position Classification Specialist will conduct the

review of the job and is responsible for explaining the basis for

the classification of the job. Should the employee disagree with

the classification of the job, the employee retains the right to

file a classification appeal in writing to the Director of

Administration and Management in the Office of the Secretary of

C- Defense (OSD), and may appeal subsequently to the Office of

Personnel Management (opr-1), if not satisfied with the OSD

determination. All appeals must be filed in compliance with all

appropriate OPM regulations and the OSD administrative instruction

which covers position classification appeals. The address for

classification appeals to the OPM is Office of Personnel

Management, Classification Appeals Office, 1900 E Street, N.W.,

Washington, DC 20415. The Directorate for Personnel and Security

Position Cl-assification Specialist assigned to provide personnel

support to the Directorate for Real Estate and Facilities will

provide a written evaluation statement explaining the basis for

23
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(The employee retains

ARTICLE 15

UNION MANAGEMENT MEETINGS

Section 1.

cooperation.

Section 2.

Section 3.

representatives who are employees in the unit. In addition, the

of OSD.
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described in Sections 1 and 2 , the unlon dgr~es to submit a

.,(- prot>osea agenda dl1d the number: of expected att~ndees to the
~ '

'c' specified managem~nt officials. 'file Emp:l.oyer agr~E:s to do th~

Sdme as appropriate.

Section 4. A.brief summary of the matters discussed and any

und~rstdndings reQched at all meetings described in dections 1

through 3, will be prepared by the Employer and a draft furnished

to the Union for additions and/or corrections. Twenty-five

approved copies of such summdries will be forwarded promptly to

the Principdl Uaion Repres~ntative who may post these on approved

bulletin boards.

ARTICLE 16

USE ()~' uto'to'lCli>,L FACILI'l'iE.:3 AND S:t:RV1C£S

1

~dction 1. Bulletln Boa~ds. l~) 'l"h~ £mploye£ agre~s to ~rovide

bulletin boards in approiJriate work areas.

;']

(b) Posted mat~ridl will not contain st~t~ments which

reflect on or attack the int~grity or motives of individuals,
I

oth~r ~m~loy~e organiz;~tions, OSD, or other agenci~s, Federal or

oth~rwise. The Union shdll maintdin its bulletin board space in

good ord6::r, and a9r:e~s that the maint~nance dfld posting of

material shall be accomplished outside of duty hours and without

iat~r:f~reaae wi-ch the work of other ~mployees.

'. 2:>
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Section 2. Ttle Employer will provide office space

to the Union, Cind such space will be sufficient to accomodate dt

1east one desk, file cabinets, one table with chairs. The

Employer will provide ,~ telephone instrument with local outside

Office Spac~.

cdpdbility and all other utilities. The exp~nse for toll/

~

1.ong distance calls rec~ived from or made by the Union will be
&1

born~ by the Union.

Section 3. Tempordry Parking. UFon request, the Employer shall

'It,

drrange for temporary parking for the use of non-DaD Union

Repre~entatives.

ARTICLE 17

UIGrJ.'RI~UTION OF AGREEMEN'J.'

Sc<.;tion 1. 'fhe Employer agrees to furnlsh a copy of t11is

Ayreement and any Supplementdl A-jreements reached hereund~r to all

~mployees L-epresent~d by the Union.

Section 2. The Employ~r agrees that as d part of their

orientation all new or rehired employees hired into a position

included in the bdrgdining unit shall be informed of the Union's

exclusive recolJnl cion, giv~n a copy of t"he Agre~ment, and

introduced ~o u union representative assigned to the work area.
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ARTICLE 18

( CHANGE TO LOWER GRADE

section 1. Any involunt~ry downgrading of an employee other than

for personal cause will be discussed with the employee, and upon

request, he/she may be represented?y the Union during such

di scussion. When formally proposed, employee will be informed of

his/her rights and entitlements.

Special- consideration for repromotion or positionSection 2.

change will be afforded employees who have been do~ingraded for

Special consideration will be extendedother than personal cause.

to positions at or below the grade from which demoted in the pay

group (WG or WL) that covered the employee before placement in the

if the employee is qualified and interested.lower grade,

ARTICLE 19

DETAILS AND TEMPORARY PROMOTIONS

Section 1. Details are temporary assignments of employees to

positions other than their officially assigned positions for a

specified period of time, with the employee returning to his/her

regular duties at the end of the detail. While on detail, the

employee remains in the same grade and receives the same salary as

he/she would in the eraployee's official position. The position to
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which detailed (temporarily assigned) may differ in title, series,

3rade or qualific2tion requirements from the ~mploye~'s official

Normally, an employee shall not be detailed to ~ higherposition.

graded position for ext~nded periods. A detail to a 11igher graded

rfa detail isposition will not exce~~ 120 calenddr days.

propos~d for ,more than 120 days to d high~r 3raded position, it

must be made under competitive procedures and a temporary

When an ~mploy~a 13 temporarilypromotion shall be made.

promoted, he/she shall receive a h~9her rate of pay.

-~ official record will be made of all instances where~ection 2.

an employee is detailed to a higher graded position in excess of

30 days by filing a copy of the SF-52 in the employee's official

personndl folder

When an clmploye~ is to be detailed to a higher gradedSection J.

posicion for more than 30 calendar days, but less than 120

calendar days, he/she s"hdll be temporarily ~rQmot,~d. 'J.'he

temporary promotion shiill become effective .:1S of the first day of

th~ first pay period following th~ end of the said 30-day detail

pariod.
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ARTICLE 20

( S~F~TY

oec~ion 1. The Employer will continue to make overy reasonable

effort to })rovide a.nd mai,ntain s.3.fe working condltions. The Union

will coop~rate. in these efforts and encourQge employees to work in

sdfe manner, dnd promptly report to the sup~rvisor all injuri~sa

and complete Department of Labor Form CA-l and 2. Guidance

concerning the appropriate forms maY be obtained by contacting the

Labor and Employee Management Relations Branch, Directorate for

P~rsonnel and s~curity.

Se~tion 2. In the course of ~erforming their normally assigned

work, 

employees will be alert to observe unsafe practi~as, equip-

ment Qnd conditions as well as environm~ntal conditions which

L-epresent industrial health hazards. 1£ an unsafe! or unhealthy

condition is observed, the ~mploye~ should report it to his/her

immediate supervisor and, if the employee so d~sires, may be

~epres~nted by the union representative. If the safety question

is not settled by t.h~ employce (and the union representative) and

the imm~diate supervisor, the matter will b~ referred promptly to

the Builalng Manager for resolution. It the safety q~estion is

still not settled, it will be j;>roIrlptly referred to the Director,

Safety and Occupational Health Office for resolution, in

conjunction with the Principal Union Representative. If still
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unresolved, t"he safety question may be proce~sed under the formal

(gri~vdnce procedures outlined in Article 11, beginning at citeF 3.

Records con,cerning the saf~ty question will be maintained by the

-' Director, Safety Qnd Occupational Health Office, and made

Cl.vail~ble for raview by the Union.

The U~iion r~pres~nt~tives performing duties insection 3.

accordance with S~ction 2 above, shall be in pay status for all

time spent therein.

section 4. 'rhe Employer agre~s to furnish unifornls, appropridte

protective clothing and equipment necessary for the performance of

assigned work wher~ suc.:h equilJrnent is ~ssentid.l to the safe and

successful ac~omplishment of the work involved and primarily for

The Union may, at its discretion,the benefit of the Gov~rnment.

recommend new protective clothing and equipment and modification

to existing equipment for considera~ion by the Enlployer.

~ti!ction 5. The Union and the Employ~r will mak~ ev~ry effort to

prdvent accidents of any kind. Should accidents occur, however, a

~rim~ consid~rQtion will be the welfare of lnJured personnel.

Section 6. When it becomes l~nown t11at dC'l accident has r~sul.ted in

a disabling work injury, the Employ,=r agrees to notify t11(:! Union

profaptly.
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section 7. .~ employee shall not be required to If/ork in areas

c

-w1"'1ere conditions exist: detrimental to health until such conditions

have been remov~d or remedied. Tne Employer dgr~es that ,~n

em~loyee will not be required to oper,'3.t.g equipmen1: that h.:a/she is

not qllcllified to opurate, which by so doing, migh1: endanger

him/herself or other E!mployees. The procedure in Section 2 of

tj~is articl~ sh~ll be the only proc~dur~ followed to resolve

questions undcr this s:ection.

AR'r J. CL~ 21

IDEN'rIF I.CATIuN AND CO11MUl~ICA.TION WITH UNIT EMPLOYEES

Sectiol1 1. gvery six Ilionths, the ~mploy~r agrees to furnish the

Union with Q list of names, position titles, grades, and

orgdnizdtiondl locations of ~mployees in this unit.

Additionally,

the gmploy~r agre~s to provIde a monthly listing of position

changes in the unlt.

ARTICLE 2.2

SUPE~VI~OR-EMPLOY~E RELATION3

Section 1. Initial counseling clnd correcting of employees shall

be the responsibility of the imm~diat~ sup~rvisQr of employees

within the unit.
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Section 2. Counseling and correcting employees concerning

(violation of rules of conduct and regulations shall be in private.

Employees may be accompanied by union representatives at the

employee's request, and if the employee believes that possible

disciplinary action may result from the discussion.

Section 3.
.
Supervisors shall not impose any re!;traint,

interference, coercion, or discrimination against employees in the

exercise of their right to have representatives for the purpose of

prosecution of grievances and appeals from adverse actions, and

Union representatives of their own choosing for purposes of union-

management cooperation and collective bargaining.

ARTICLE 23

LEAVE

Section 1. Annual Leave

Annual leave will be requested in advance by employeesa.

from their immediate supervisor. At the beginning of the leave

year, the Employer will notify each employee of the amount of

annual leave that will accrue during the leave year while in a pay

The Employer will make every effort to provide each

status.

employee in the unit an opportunity to use all annual leave

earned.

Denial of use of annual leave will be based upon
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factors which are reasonable, equitable, and which do not

( discriminate against any employee or group of employees. Annual

leave will be granted in instances of unforeseen, bona fide

emergencies. To contribute to overall work efficiency and to

enable approval of leave to the employee's convenience, employees

are encouraged. to schedule annual leave in advance.

b. Approval of an employee's request to take annual leave

will be granted when he/she has given his/her designated

supervisor reasonable notice, provided the employee's service can

be spared. Reasonable notice for three (3) days of annual leave

or less will be considered to be twenty-four (24) hours~ for more

than three (3) days, it will be considered to be five (5) work

days. However, this does not preclude requests being submitted

with less notification due to extenuating circumstances, and such

requests will be given the same consideration as those submitted

within the time limits described herein. The supervisor will

notify the employee of the disposition of his/her request as soon

as possible. When requests are submitted within the time limits

above, notification of disposition of the request of three (3)

days or less will be given within eight (8) duty hours~ for

request of more than three (3) days, notification of disposition

will be given within two (2) work days. The Employer will not

cancel or reschedule vacation leave (two (2) weeks or longer)

previously 3.pproved except for good and sufficient reasons as
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determined by the Building Manager. The Building Manager will

communicate his/her reasons to the employee in writing.

c. When requested in advance, an employee will be given

every consideration for approved annual leave to observe his/her

birthday.

d. In the event of a death in the immediate family (parents,

sister, brother, spouse, child, mother-in-law, father-in-law,

sister-in-law, brother-in-law, son-in-law, or daughter-in-law) of

any employee, every effort will be made to grant annual leave as

requested.

Section 2. Sick Leave

a. The use of sick leave is subject to approval of the

appropriate supervisor. An employee who is absent on account of

il~ness, injury, or other circumstances of incapacity that could (

not be anticipated in advance, should notify his/her supervisor as

early as practicable on the first day of the absence, ordinarily

within the first two (2) hours of the work day, but preferably

before the beginning of such work day.

b. Sick leave shall be requested in advance and normally

approved for visits to and/or appointments with doctors, dentists,

licensed practitioners, opticians, chiropractors, and for the

purpose of securing diagnostic examinations, treatment and x-rays.

34
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c. Except as hereafter provided, employees shall not

C- normally be required to furnish a medical certificate to

substantiate absences for sick leave unless such leave exceeds

four (4) work days continuous duration. It is agreed and

understood that the Employer has the right to require that an

employee furnish a medical certificate for each absence which he/

she claims \vas due to illness, on the following basis:

(1) In individual cases where there is reason to

believe that the sick leave privilege has been abused over

the previous three (3) month period; and

(2) The Employer has counseled the employee in respect

to the use of his/her sick leave, a record of such counseling

is on file, and the sick leave record of the employee sub-

sequent to the counseling does not indicate improvement; and

(3) The employee has been furnished written notice that

he/she must furnish a medical certificate for each absence

which he/she claims was due to illness. Certification must

indicate that the employee was incapacitated for duty. Such
,

written notices will not be filed in the employee's official

personnel folder.

Letters issued to .~n employee in accordance with the above shall

be reviewed quarterly and cancelled when improvement is noted, or

extended one additional quarter if leave abuse continues.
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rf .3, letter r~quiring the submission of 3. medic~l certificate for

(
all abs~nces du~ to illness "has been cdncell~d .:is indicated above,

another such letter may be issued at any time there is redS on to

believe an employee is abusing sick leave in accorddnce with

paragraph c. above.

d.
.

Sick leave may be advanced suoJect to the following provisions

and other pdrtinent ag~l1cy regulatioils: it is r~co9nizt:d that th~

need for advanced sick leave is generally caused by unusual

ci=cumstances, such ,~s, sarious disabilit~. or illness, and

therefore, advanct!d sick leave requests must be approved by tht!

Bllilding Manager and the servicing Civilian Personnel Offic~.

(1 ) It must be support~d by accE)ptdble medical

cartificates.

(All available accumulated sick leave to 1:he employee's

credit must be ~xhausted. 'lone ~mplo:iee must llse any annual

leave he might otherwise forfelt.

In the CdS~ of amployees serving und~r pL'ob~tionary or

t:.rial periods, advanc~d sick leave will not eJ:ceed an amount

whic"h it is reasonably assured will be subsequently e(~rneQ.

Section 3. Leave for Maternity Reasons

Loaave for m..iternity purposes shall cor1sist of any combJ.nQtion

of sick leave, aanual leave, or leave without pay (LWOP) uS
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appropriately granted to an employee. To the extent available,

sick leave may be used to cover the period of incapacitation,

.( prescribed rest periods, and physical examinations. An absence

covering pregnancy and confinement is to be treated as a medically

certified temporary disability. It is recognized that after

delivery and recuperation, sick leave may be utilized for the

period of incapacitation and time required for physical
..

examinations after delivery and recuperation. The employee may

desire a period of adjustment or need time to make arrangements

for the care of the child. Such additional leave requirements

should utilize (may be taken care of by the use of) available

annual leave or leave without pay (LWOP). The granting of such

leave must be in accordance with Agency procedures and practices

for the granting of leave generally.

Section 4. Administrative Leave

a. When the determination of the need for early dismissals

has been made by the Director, Washington Headquarters Services,

and notice communicated to the Directorates, as outlined in the

applicable policy statements and regulations, these officials will

dismiss without charge to annual leave, as many of their employees

c3 possible for the specified period of time prior to the normal

c )sing time.

Employees who are on previously approved annual or sick leave

for che entire or part of the day will be charged that type of
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leave previously approved for the entire or part of the day they

are on leave. (

Controversial cases involving the question of whether or not ~;~
,;it)\;

~l~
.~~'an employee is entitled to excused absence pursuant to this ~,~;,f,:;,~~

iJ~:'"
arti cle shall be referred to the Directorate for Personnel and :!\;,

Security.

b. Administative leave not to exceed sixteen (16) hours will

be granted not to exceed once each twelve (12) months to an

emp~oyee representative incident to his/her receiving

briefing and orientation relating to matters within the scope of

5 U. S.C., Chapter 71, and where it is administratively determined

to be of mutual concern and benefit to the Employer and the

employee in his/her capacity as a representative of the Union.

So as to permit the coordinated training and indoctrination (

of Union representatives, including principal officers, Union

members of the local wage survey committees and Union-nominated

data collectors, on Coordinated Federal Wage System policies,

conducted by representatives of the American Federation of Govern-

ment Employees, AFL-CIO, the Employer may grant each

representative so engaged administrative leave not to exceed eight

(8) hours annually. Approval will be requested in advance.

c. Three (3) employees designated by the Union to testify

before a Local Wage Survey Committee Hearing will be granted

38

r



~

c S~ch request will be made as far in advance as possible.

d.

Employees will be excused for such time as is necessary

to make blood donationls. Under no circumst:ances ma:~ the excused

a~sence exceed four (4) hours. Time off in excess of four (4)

hc>urs must be charged to annual leave or leave without pay.

Section 5. Leave of Absence

members, elected or appointed, to a Union office o:~ as a delegate

c

of time required to be away from his/her job, provided workload

and other administrative requirements permit. Such requests will.

submitted as far in advance iiS possible, but no less than five

5) work days prior to the day :leave is to begin. Leave for this

purpose shall be subject to approval by the immedicLte supervisor,

but refusal of leave for this purpose shall be by t~he Building

Manager only
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ARTICLE 24

Al~NUAL PERFORMANCE EVALUA'r ION

Section 1. Performance standards for ~ll critical elements will

be d~v~loped in ~ccordance with dp~ropridte Gov~rnment-wide and

Agency rul\:!s and regulations. To ensurt! an understanding of the

system, performdnce pldnning, prQg~~ss l"aview and appralsal

procedures will be clearly con1municated to participants.

Employees should be encouraged to particij,JatE= in developing

crit1.cal elements and performance stdndard~.

Section 2. Unit employees will be provided an opportunity to

provide input into the perfornla.nce pial! by dis:cussiag critical

element-a and performdnc~ standards with the supervis::Jr. ~mpl.oyees

may:

Discuss ~ppr~ciable changes with the supervisor in

regard to their major duti~s and responsibilities, assignu1~nts,

dnd work priorities when changes occur.

Keep supervisors informed of any ~ircumstdnces which may

prevent them from completing work on sch~dule.

Provide suptr~isors with draft performance ~iem~nts and

standards.

l;;i) Dis:.igreemt:nt over the Cl.Jntellt of che plan shouldb~ction J.

be resolved by the sup~rvisor and employ~~, if possible. 'i'he
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..authority to make the final decision regarding the content of the

c

)plan rests with the suptrvisor.

(b) The supervisor and employee shoulcl initial eac"h

critical element and parformance standard on the appropriate

]performance apprais~l form. nl~ employ~e's initials do

signify his or her concurr~nce, but mE:ri;ly indicd.te his or her

)?articipation in the appraisal process.

bection 4. A copy of th~ critical elements ana performance

standdrds will be provided to l1ew em~loye~s within 3U calendar

days of their first day of duty. Oth~r emploYdes will be providE:d

a written copy of the stdndards dt the beginning of t"he

performdnce appr;3.isal period. Revised standards will be provided

to th~ employee in writing and will be discussed with the employee

~

prior to implam~ntation. 'rhe J:.ierfo.)rmdnce ev",-luation form is to be

~nitialed by both ~he employee and the rating official signifying

t"nat the cont~nt has b~en communicQted to the ~mployee. Should

critical elements and pertormance standards change during the

rating period, both the en1~loyee and the r:i.ting official are to

indicate the chang~ and initial the form as i~pproprlate. An

employe~ 's elemdnts and standards may not be cc1anged wit11in 90

days of the end of the appraisal cycle.
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Section 5. (a) Progress reVlews, other ttlaIl the dnnual end of

Ithe year evdlu~tion of employees, are part of the ongoing

~valuation dnd assessmeL1t of employee performancE:. Progress

r~views are designed to dis~u5s the employ~e's current performance

relative to each critical eloament and performance standard: inform

employce of performance deficiencies, and how deficiencies ma}r b~

corre~ted: facilitate accofl1plishment of work: assist in revision

of the work plan if necessary, due to changed priorities,

Employees will be informed inresponsibilities, and resources.

advance wh~n progress reviews ~re to be conducted. At a minimum,

the immediate supervisor shall init~ate d midyear ~rogress review,

L1owever, a performancE: progress rt;.view mQY be (;onducted at any

time during the appraisal period

(b) An intdrim apprdisal sha~l be conducted Qnd a

summary r~ting shall be rend~red when an eml,loyee or his or

supervisoL- is transferred or reassigned, and the period of

A rn~rnorandum of evaluationsup~rV13ion is 90 days or mure.

ncluding a summ~ry rating shall be provided if the supervisor or

the ernIJloyee l~aves a posltlon, dnd the period of sup~rvision has

bdel1 mort:: t-han 60 days but less than 90.

(c)" An ~mployee detailed or temporarily promot~d for

!2.0 days or longei: shall be proi/ided critic...tl elements and

p'~rformc.ncE: ~td.(1dards as soon as possibl~, but no latar thd.n 30

42



.." ,m"", ""'[."'1""_'"'11"1' '!'II~

..,

ca~endar days after the beginning of the detail or tdmporary pro-

C' motion. 'l'he employee must be appraised on these elements and

standards, and the summdry rating shall be considered by the.
sup~rvisor when he or she recommends a rating at the end of the

rat ing cycle.

Section 6. (a) An end-of-year formal appraisal will be conducted

dnnually on tha annivarsdry date of the employee's last within-

grade incredse or the effactive" date of his or her last promotion. " I

During the intarview, the supervisor shall revi~w the critical

eleloents dnd performance standards agreed upon at the initial dnd

mid-ie~r int~rview: prepure a tentdtive ties~ription of the

.-employe~'s actual perfl.Jrmance reldtive to each performance

( stacldard: tent at 1 ""ely decide whether t11C employt:e' s performance

fo~ ~ach crit~c~l eleraent merits a possible rating of:

(1) 0 (Outstanding)

(2) E (Exceeds Fully Succe~sful) .

(J) r' (F~lly Successful)

(4) M (l-1inim~lly Successtul)

(5) U (UnQcce~table)

(b) 'fhe superv~~or shall nota any standard i10~ achieved

and ~dentify tne rSdSOn\s).
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(c) The supervisor shall compute the overall summary
/

rating by assigning the following point values:

Critical Element rated: Outstanding (0) -5 points

Exceeds Fully Successful (E) -4 points

Fully Successful (F) -3 points

Minimally Successful (M) -2 points

Unacceptable (U) -1 point

and tentatively select an overall rating for the employee for the

annual rating period. The performance appraisal data is recorded

the appropriate form, and the completed form is forwarded toon

the second level supervisor for approval or disapproval of the

overall rating.

Section 7. Assistance will be provided to employees experiencing

difficulty achieving the Fully Successful level (3) of

performance.

A rating of less than Fully Succes;sful shall delay a

within grade increase until performance has improved to the Fully

Successful level. The immediate supervisor shall inform the

employee of the level of performance necessary for retention and

provide the employee an opportunity of not less than 30 days to

bring his or her performance up to that level, prior to any

adverse action or other performance-based personnel action. A

written record of the progress review and re-evaluation of the

employee's performance at the end of the opportunity period shall

be retained by the supervisor, and two (2) copies provided to the
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employee, so that at his/her option, he/she may give one copy to a

Union Representative.

Section 8.

If the dispute concerns an
annual rating,

If the grievamce

appeal the decision,

Section 9.

the Employe.],: shall notify
the Union,

cash awards. Additionally, the Employer shall provide the Union

45
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with statistical data indicating by grade the number of awards

granted to employees of the Federal Facilities Division on an /

annual basis.

ARTICLE 25

HOURS OF WORK

Section 1. The Employ~~r recognizes that most employees desire and

should be permitted to have Saturdays and Sundays off. In view of

this recognition, the ]~mployer agrees that the basic workweek will

normally consist of five --8 hour days, Monday through Friday

inclusive.

The Employer agrees to consult with the Union on any

ma jar changes in the bcisic workweek and daily hours of duty.

Section 2. Employees who work 8-hour tours of duty will have a

rest period of 15 minutes for each 4 hours of continuous work

Rest periods will not be used to lengthen the luncl"1 period, to

start work later or to end a tour of duty earlier when a rest

period is not taken by personal choice or because of workload

de rnands . Rest periods that are not taken may not be accumulated

for later use. Rest periods may be cancelled by supervisors when

workload emergencies arise or when unusual temporary workload so

requires.

Employees who work on 4-hour shifts will have not more

than one IS-minute rest period. Similar adjustments will be made
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for employees who work on other than the normal 8-hour tour of

,(- duty. Since rest periods are taken during on-duty hours, Union

business will not be conducted during such periods..

Section 3. Employees will be allowed the last ten (10) minutes of

the shift for personal cleanup. Employees entitled to a cleanup

period must remain on their assignment so as not to arrive in

locker rooms prior to the beginning of the cleanup period.

Cleanup periods cannot be used to shorten the shift.

Section 4. Full-time employees are allowed a 30 minute unpaid

lunch period. This lunch period will normally begin no sooner

than three and one-half (3 1/2) hours after the beginning of the

.shift and no later than four and one-half (4 1/2) hours after the..-

l beginning of the shift.

ARTICLE 26

OVERTIME

Section 1. Employees in the unit shall be paid in accordance with

Fair Labor Standards Act (FLSA) and applicable overtime

regulations for all work performed in excess of eight (8) hours

per day or forty (40) hours per week.
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Section 2. An employee called back for unscheduled overtime duty,

whether on a workday or a non-workday, will be paid a minimum of 2

full hours at his/her appropriate overtime rate.

ARTICLE 27.
EQUAL EMPLOYr.lENT OPPORTUNITY

Section 1. The Employer will continue to provide equal

opportunity in employment for all persons, to prohibit

discrimination because of race, color, religion, sex, national PtC'

origin, non-disqualifying mental or physical handicap or age, and

to promote the full realization of Equal Employment Opportunity

through a continuing affirmative program.

(
Section 2. The Employer will demonstrate full adherence to the

.letter and spirit of Feder3.1 Government policies guaranteeing

Equal Employment Opportunity to all persons without regard to

race, color, religion, sex, national origin, non-disqualifying

mental or physical handicap or age. Members of minority groups

will receive full and impartial consideration for initial

employment and enjoy equal opportunity to receive training and

develop skills and to advance from a job and career standpoint.

Such opportunities are limited only by the needs of this Employer

and the individual's own capacity and effort.
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section 3. The Employer and the Union agree that the selection of

counselors who are sensitive to the issues of Equal Employment

c p1?portunity is critical to the successful operation of the Equal

~~~lo¥~ent Opportunity program. In recognition of the above and

i~ ~ccordance with Equal Employment Opportunity Commission

(EEqC) regula:ions and guidance, the Employer acknowledges the

resp,pnsibility to accept nominees from the Union for part-time

B~ual Employment Opportunity (EEO) Counselors and to train those

w~g are appointed.

§e~tion 4. The Union Principal RepX'8sentative aha.ll be furnished

~opie~ at published official Equal Employment Opportunity (EEO)

f~por~§ affecting unit empl,oYEtQa.

~ecti6n 5. The Union may submtt one nominee to fill vacant6~-

( ~9sitions on the Federal Women's Committee
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ARTICLE 28

CONTRACTING SERVICES

(
Section 1. The Employer agrees to give the Union advance notice

(whenever possible a minimum of 20 workdays) of its intention to

so1icit bids for contracting segments of work whic'h could result

in a reduction-in-force or demotion of dny unit em"ployee. Such

advance notice will provide an explanation, in writing, of the

reasons for making this change and will afford the Union an

opportunity to submit an expression of its views within ten (10)

days after receipt of notification from the EmploYier.

Employer will consider the Union's views and will furnish the

Union a written decision. The Union recognizes that the final

decision to contract out work is, and must remain, a management

(decision.

Section 2. It is understood by both parties to this agreement

that the Employer will follow established federal policy

concerning personal service contracts. The EmploYE~r agrees to

abide by all laws, rules, and regulations of the OJ:fice of

Personnel ~1anagement (OPM), Comptroller General anc! Office of

Management and Budget (OMB) with respect to contrac:t activity.
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ARTICLE 29

(' MEDICAL TREATMENT-TR&~SPORTATION

.Sect~on 1. The following is applicable to the necessary first

treatment of an injury sustained by an employee while in the

performance of duty:

The supervisor or his/her designee shall immediately notify

appropriate medical authority when an employee is injured byI 

accident in the performance of duty. The injured employee has the

option to initially select a duly qualified private physician or

hospital in the Washington, DC local commuting area.

(a) The Employer agrees that conveyance of the employee

to a physician or medical facility shall be provided at

C- Government expense, either by providing such conveyance,

or, at the employee's request, assisting the employee in

requesting appropriate reimbursement for expenditures by

the employe~ in this connection.

(b) The Employer agrees that time spent in this

connection shall be "on the clock" including the

employee's return during non-duty hours on the next work

d.~y to prepare forms, if necessary.
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When an employee is required by Office of the

the
time required for such visit shall be "on the clock,"

be entitled to overtime pay while receiving medical

treatment.

Section 2. In case of serious personal illness or injury

occurring while an employee is at work:

(a) In the Pentagon --Telephone the U. S. Army Civilian

(Employees Health Service at 71111. An in-house ambulance team

will respond and summon the county ambulance if necessary.

(b) In Hybla Valley Office Building --Telephone the guard's

lobby desk at 325-7328 or -7329 for first aid assistance. The
guard will summon the county rescue squad if necessary.

Section 3. Light and Limited Duty for Injured Employees

Appropriate and reasonable light duty work shall be assigned

to injured or temporarily disabled employees on a fair and

equitable basis with paramount consideration for the health of the

employee.
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section 4. Every effort will be made by the Employer to arrange

fc,r health screening and immunization type services to be made

a~ailable to employees during duty hours.

ARTICLE JO.
BUILDING E~VIRONMEl~TAL CO8DITION~

The Employer recognizes the necessity to adequately heat and air

condition buildings. 'rhe Union recognizes the responsibility of

the Employer to operate Government buildings as economically as

possible, and at times this requires operation of heating and air

conditioning equipment and building lighting at reduced capacity

after the normal work hours of the major occupants of the

building. In view of this, the Employer and the Union agree to

cooperate in achieving econQmies in heating, air conditioning and

lighting whenever possible. In instances where there appears to

be environmental problems, such problems shall be reported to the

Building Manager, for determination of corrective action w"hich may

be necessary.
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ARTICLE 31

BUILDING ASSIGNMENTS (

sE3ction 1. When a vacancy occurs in a building served by the

Ernployer, an employee occupying a similar position may be

transferred into the vacant position provided the employee has

registered his/her choice of work location with the Employer on

t~e forms provided. In considering such requests, hardships such

as transportation, etc., will be kept in mind. The intent of this

section is to provide for the transfer of employees from remote

locations where transportation is a problem, but is not restricted

to that consideration. When more than one employee desires a

transfer to the same location and the justifications appear to be

otherwise equal, seniority, as determined by the employee's

position on the retention register, will be the governing factor. (

Section 2. When the Employer requires reassignment of employees

due to a partial reduction of services or to a realignment of work

forces (where the entire work force of a building is not

affected), employees with the least seniority, as determined by

the employee's position on the retention register, will be

reassigned first, unless there are sufficient employees who

independently volunteer for reassignment.
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So ction 3. When the Employer requires a reassignment of employees

d~e to a full reduction of services or to a realignment of workc forces (where the entire building is affected), the Employer will

inc9icate at what locations assignments are available. Employees

wi~l be given preference for these new assignments based on

ser1iority, as determined by the employee's position on the

If there are an insufficient number ofretention register.

emJ?loyees who independently volunteer for reassignment, the

retention registers will be used.

ARTICLE 32

FINANCIAL RESPONSIBILITY

(
The Employer and the Union agree that all employeesSection 1.

Aexpected to pay promptly all just financial obligations.

just obligation is one which the employee acknowledges as being

just, one which has been reduced to a judgment by court means, or

which has been imposed by law such as federal, state or local

In the event of a dispute as to the validity of a debt

taxes.

the Employer will notbetween an employee and a creditor,

undertake to-determine the validity of the disputed debt
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Section 2. The Employer shall designate d responsible official

~hose duties will include confid~ntial discussions, if necessary,

~ith employees concerning debt complaints

Section 3. When the Employer r~ceives a written complaint, the

x-~sponsible official will contact the employee referenced in the

complaint. An employee involved in a complaint will be requested

to record on an Agency designated form one of the following

actions:

dispute the validity or amount of the indebtedrless~

(b) admit the indebtedness and make arrangements to pay the

creditor:

specify previous arrangements alreddy made.

ARTICLE 33

CLEANIt~G AND MAINTENANCE EQUIPr1ENT

(a) It is recognized that management must use cleaningSection 1.

equipment which can most economically accomplish the work

required. This may occasionally mea.n the purchase of equifJment

which may be difficult to handle. in keeping withHow~ver,

management's policy to make dS many positions available to women

as possible, minor technical modifications wil.l be performed on

existing equipment by management resources when possible. Where
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~acancies exist for equipment operators, supervisors will be

~ncouraged to demonstrate available equipment to interest eligible

C employees.

(b) Management will continue its practice of researching the

atarket for the availability of equipment which is easy to operate
.

and can be obtained under OSD purchase procedures. Management

~ill advise the Union of formally scheduled demonstrations of new

equipment. The Union will be given an opportunity to attend such

demonstrations and comment on the equipment.

section 2. As part of the annual inspections conducted by the WHS

safety Office, the inspection team should provide the union

steward the opportunity to present information relative to the

safety of the equipment being used by unit employee.

ARTICLE 34

CHILD CARE

Section 1. The Employer agrees to support all efforts to develop

child care services to meet the needs of working parents.

Section 2. The Employer recognizes that, at times, employees may

need to be absent from duty to care for a child. Use of scheduled

57



I,

i
I ' i ,

i

1:

D -.
I

[. or unscheduled (emergency) annual leave to care for a child shall
r

r not reflect negatively on an employee's performance.

(r
;:
i;
f
r
:
t:.
f ARTICLE 35
i

EMPLOYEE PARKING

The Employer agrees to make available to employees existing

parking facilities in accordance with Administrative Instruction

No. 88 --Pentagon Parking Program.

ARTICLE 36

EMPLOYEE SECURITY

Section 1. Building Passes. All employees must pass a favorable

NACI (National Agency Check with Inquiries) in order to secure a (

building pass. Applicants who will occupy a position which

requires access to classified DoD information will be subject to a

background investigation leading to the granting of a security

clearance. A temporary building pass will be issued to the

employee upon initiation of the NACI, and a permanent pa~s will be

issued once the NACI is completed with favorable results. An

unfavorable NACI will be reviewed by the Labor & Management

Employ~e R~lations Division, Personnel & Security Directorate.

Section 2. Building Security. In the course of performi~g their

normally assigned work, employees will be alert to observe
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If building security

vi-olations are noted, the employee should report it to his/her

i~mediate supervisor. If the security violation(s affects the

resolution.

Representative for resolution. Records concerning the security

c Section 3.

Occupant Emergency PJan.

if it

ass igned to dn area not affected by the bomb t"hreat.
When it has

empl.::>yees
will return to their reguldr as~ignments.
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ARTICLE 37

WORK REQUIREMENTS

The Employer agrees that annual reviews ..-Jill be made of building

workload requirements. This review will be accomplished by a

physical inventory of approximately one-third of the building

space. Special attention will be directed to assure equitable
-

distribution of the work in accordance with applicable Office of

the Secretary of Defense Standards. The Union Representative will

be notified of the work dredS to be surveyed during the annual

review and the findings of the review.

ARTICLE 38

CLERICAL DUTIES

The Employer agrees that employees in the unit will not be used to (

perform duties in the Custodial Labor Foreman's office unless such

assignment has been authorized by the Building ~1anagers Office and

the Servicing Classification Specialist. Request for such

assignment shall be evaluated on a uniform basis-
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I -' t; ARTICLE 39

r,:, DISTRIBUTION OF UNION LITERATURE

C ~o more than four times a year, the Employer will arrange to make

r Civailable to unit employees printed material provided Py the Union

f,. :for distribution.
t

,:,,1 .

ARTICLE 40

DUES WITHHOLDING

Section 1. Members of the Union who are in the bargaining unit

!nay authorize payroll deductions of regular, periodic dues by

voluntarily executing Standard Form 1187. "Request and

Autl.orization for Voluntary Allotment of Compensation for Payment

C.r of Employee Organization Dues." Effective date of such request is

'.. set forth in Section 6 below.

Section 2. An allotment may be submitted to the Personnel Office

at any time. Members of the Union who are in the bargaining unit

and who have voluntarily authorized Union dues withholding

may cancel payroll deductions of said dues by voluntarily

executing a Standard Form 1188, "Revocation of Voluntary

Authorization for Allotment of Compensation for Payment of

Employee Organization Dues." Where such forms are unavailable or

where the employee declines to use such form, a written, signed,
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and dated statement from the employee authorizing revocation of

his voluntary allotment will be sufficient. SFs 1188 or SUCh

written revocation shall be forwarded to the Personnel Office.

Ef£ective date of such revocation is set forth in section 6 below.

Section 3. -~ member of the Union who is in the bargaining unit

will cease to be eligible for dues withholding under this Article

if any of the following situations arise:

a.

He/she ceases to be a member in good standing of the

Union: 

or

b. He/she cedses to be a part of the bargaining unit {e.g.,

by permanent assignment to a position outside the unit

separation, etc.); or

c.

He/she fails to receive sufficient compensation to cover

\the amount of the allotment.

Section 4.

The Union may publish information advising bargaininga.

unit employees of the procedures and time period for starting and

terminating dues withholding as set forth in section 6 below

The Union dgrees to assume responsibility for purchasin'~b.

and distributing to its members SFs 1187, and assuring members

return completed forms to the Union
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c. The Union agrees to notify the Personnel Office in

C wri ting of:

(1,) The names and titles of officials authorized to make

.the necessary certification of SFs 1187 in accordance with this

Agr eemen t :

(2) The name, title, and address of the allottee to

whom remittances should be sent, including how the check should be

made out:

(3) Any change in the amount of membership dues: and

(4) The name of any employee who has been expelled or

ceases to be a member in good standing in the Union within ten

days of such final determination.

d. The Union agrees to assume responsibility for forwarding

properly executed and certified SFs 1187 to the Personnel Office

C on a timely basis.

e. The Union will promptly forward an employee's revocation

on SF 1188, "Revocation of Voluntary Authorization for Allotment

of Compensation for Payment of Employee Organization Dues" in

duplicate to the Personnel Office when such revocation is

submitted to the Union.

Section 5.

a. Management will be responsible for insuring that the

Payroll Office will:
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(1) Permit and process voluntary allotments of dues in

accordance with this Article.

(2) Withhold employee dues on a biweekly basis.

(3) Provide the following information on the remittance

listing to the Union:

(a) The name of each employee for whom a.
deduction is made during the currently pay period, plus the name

of each employee for whom authorizations were applicable in the

previous pay period but for whom amounts are not being deducted in

the current pay period.

(b) For each employee the following information

will be given to the Union to the extent applicable:

(i) Amount withheld for each employee.

(ii) Identification of employees who have

submitted revocation of allotment (SF 1188) with effective date of (

final deduction.

(iii) Identification of employees for whom

allotments have been temporarily or permanently stopped and

reasons therefor (e.g., no deduction because employee's

compensation was insufficient to permit a deduction, no deduction

because employee has been separated, transferred, or reassigned

outside the unit recognized as covered by the agreement to

withhold dues, etc.)

(iv) The amount deducted.
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b. Management will be responsible for insuring that the

" personnel Office will notify an employee :submitting an SF 1187

<:, ~ben that employee is not eligible for an allotment because he/she

i s not included under the recognition on I~hich this Agreement is

based.

c. The P~rsonnel Office will be the supply point for

employees in the bargaining unit to get SFs 1188.

d. Management will be responsible for timely discontinuances

of dues withholding of employees who are separated, transferred,

promoted, or otherwise reassigned outside the bargaining unit.

Section 6.

C ACTION EFFECTIVE DATE
a. Starting dues with- Beginning of first pay period after

holding. date of receipt of properly execut-

ed and certified SF 1187 by Person-

nel.

b. Revocation of dues Dues maybe revoked beginning the

by employee. first full pay period following the

particular anniversary date (the

anniversary date is the starting
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date of the first pay period

(which dues were deducted from the

employee's pay)

Beginning of first pay period afterTermination due toc.

loss of membership date of receipt of notification by

in good standing. Personnel Office

Beginning of first pay period

d.

Termination due to

loss of exclusive following loss of recognition.

recognition on which

allotment is based,

or termination by an

appropriate authority

outside the Department

of Defense.

(a) If action is effective theTermination due to

e.

first day of a pay period,separation or rnove-

termination of allotment will bement outside unit of

at the end of the preceding payrecognition {except

temporary promotion period.
.

or detail).

(b) If action is effective on

day other than the first day of a
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period, termination of allot-

ment will automatically be at the

c end of the pay period.

Beginning of first pay period afterTermination due tof.

employee non eli- date of receipt of notification in

gibility for dues the Personnel Office.

withholding.

section 7. The Union may change the amount of membership dues

deducted per employee. The president of the Union shall forward a

certification to the Personnel Office indicating that the amount

of dues has changed; such certificate must be received at least 10

workdays prior to the first day of the pay period in which such

change is to be effective. Changes shall become effective the

( first full pay period after timely receipt by the Personnel

Office, or on a later date if specified by the Union. The

Personnel Office will notify the Union monthly of the bargaining

unit members who have submitted SFs 1188

Section 8.

The-Employer shall not recoup money from the Union duesa.

remittance payments
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b. In the event that a member's dues deduction authorization

is terminated by s.~id member leaving the bargaining unit, and the

employer erroneously fails to immediately terminate said

deduction, the Employer, shall terminate said deduction upon

learning of the error.

.
c. The Employer shall start .jues deductions effective on the

pay period following the submission of Form 1187 as required by

section 1 above. In the event of an administrative error in the

starting of such dues deduction, the one year period for such

deduction shall begin on the date such error is corrected.

-; ":1 d. In the event the Employer erroneously pays any monies to

the Union as a result of any arithmetic or computer error, the

Union shall promptly return said funds to the Employer. Errors (

resulting from dues incorrectly collected shall not fall within

this requirement.

e. Deductions will not be made for an employee whO has been

ina nonpay status for a pay period.

Section 9.

Nothing in this Agreement shall required an employee to become or

remain a member of the Union or to pay money to the Union except
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"t. p~rsuant to a voluntary written authorization by an eligible

m~rnber of the Union for payment of dues through the payroll

'C
deduction procedures set forth above or by voluntary direct dues

pa. yment by a member.

Section 10.
.

The Employer shall remit dues deductions monies to the

a.

Union no later than the 5 workdays following employees pay date

together with an alphabetized listing of employees for whom

deductions were made.

ARTICLE 41

DURATION AND CHANGES

Section 1. This Agreement, as executed by the parties, shall

c remain in full force and effect for a period of two years from the

date signed by the Director, Washington Headquarters Service

The~eafter, this agreement shall be automatically renewed annually

unless either party gives written notice to the other not earlier

than 90 calendar days nor later than 60 calendar days prior to the

second anniversdry date to effect changes therein by amendment.

If neither party serves notice to renegotidte this Agreement, the

Agreement shall be automatically renewed for one-year periods,

subject to applicable rules and regulations and other provisions

Termination of this Agreement will not. in and ofof this Article.
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itself terminate the recognition granted the Union. This

Agreement may also be terminated (a by mutual consent of both

(parties and (b) at any time it is determined and established that

the Union is no longer entitled to exclusive recognition under

U.S.C., Chapter 71.

Section 2. During the duration of this Agreement, either party

may notify the other in writing of its desire to negotiate

amendments or supplemental agreements. Supplements may cover

Training and Employee Development and Merit Promotion subjects

but will otherwise be limited to c'hanges in applicable laws and

regulations from higher authority which could affect Unit

employees, including court decisions and contractual obligation to

bargain decisions of the Federal Labor Relations Authority and the

Federal Service Impasses Panel. Any supplements will remain in

effect in accordance with the provisions of this Article.

Section 3. This Agreement shall remain in full force and effect

until a new Agreement is signed by the Director, Washington

Headquarters Service.
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IN y¥ITNESS WHEREOF, the parties have entered into and executed this

c Agreement this 9th day of June 1988.

FOR THE DEPARTMENT OF DEFENSE,
OFF::J: CE OF THE SECRETARY,
FED~RAL FACILITIES DIVISION,
REA~ ESTATE AND FACILITIES
DIRECTORATE

FOR THE AMERICAN FEDERATION
OF GOVERNMENT EMPLOYEES,LOCAL 2456 .

~Q...9r ~ c.. .C~)"""""""~ --
MISSOURI~ M. 'HYATTE
Principal Union Represent-

ative
AFGE Local 2456

Negotiated By:

I

FO(':THE UNION:
I , , -

I " / "" ..I ' ---
"I' /, IL 1 / " ,- /' ,/ i , /

",,--_I.~.'.:' -.".,
---'
Donald M. MacIntyre
Chief Negotiator

FOR THE EMPLOYER:

~~; /~ ~A a~.6~ /
Francine Abrams Chisholm
Chief Negotiator(~

IL1,{r " !.-"'J..-J.~-'-"<..I,<.-I,'( -';1 :,'/w .~ -, '

Missouri M. Hyatte
Member

'<:::~ --./ J _--" ~f I~ ~~-..Q..- -
R~b~~~ Ja-c~~n7~:--7~
Member

,_//,1 ,/;;,
-¥'--- //-.1,. ',"-

M. Coleman
Member

'~~~&~~~. £~... ~-
Mabel C. Lane
Member

APPROVAL:

.(::Z:~~ ~
DAVID O. COOKE
DIRECTOR, WASHINGTON HEADQUARTERS SERVICES

;;;~(..7'" /9"5:.f"

EFFECTIVE:






