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Article 1--Preanble

In accordance with the policy set forth by the Civil
Service Reform Act of 1978 and Executive Order 12871 as
anmended, regardi ng Federal Labor-Managenment Rel ations, the
following articles of this basic agreenent, together with



all suppl enental agreenents and anmendnents which may be
agreed to at |later dates, constitute an agreenment by and
between the U S. Army White Sands M ssil e Range,
hereinafter referred to as the Enployer, and the Nationa
Federati on of Federal Enployees, Local 2049, hereinafter
referred to as the Union. Collectively, the Enpl oyer and
the Union shall be known as the "Parties".

W t nesset h

In consideration of the nutual covenant herein set forth,
the parties hereto, intending to be bound, hereby agree as
foll ows:

VWHEREAS, the public interest requires high standards of
enpl oyee perfornmance together with the continua

devel opnent and i npl enentati on of nodern and progressive
work practices to i nprove enpl oyee performance and
efficiency, the Union, as the representative of the

enpl oyees, agrees to support the Enployer in these efforts
and pronote the devel opnent of good will and elimnate
waste in all forns; and

VWHEREAS, the well being of the enployees and efficient
adm ni stration of the government are benefited by
provi di ng enpl oyees an opportunity to participate in the
formul ati on and i npl enentati on of personnel policies and
practices affecting the conditions of their enploynent;
and

VWHEREAS, the Enpl oyer al so agrees that supervisors at al
levels are to provide positive | eadership and set a good
exanple for all bargaining unit enployees; and

WHEREAS, the participation of enpl oyees should be inproved
t hrough the mai ntenance of constructive and cooperative
rel ati onshi ps between | abor organi zati ons and managenent
of ficials; and

WHEREAS, subject to the | aw and the paranount requirenents
of public service, effective | abor-mnagenment rel ations
within the federal service require a clear statenment of
the respective rights and obligations of |abor

organi zati ons and agency managenent ;

NOW THEREFORE, the parties hereto agree as foll ows:
Article 2--Purpose

The parties having as their intended purpose to pronote
and i nprove the well being of enployees and the efficiency
and effectiveness of government administration in areas of
personnel policies and practices affecting working
conditions in the federal service agree to the

establi shnment of orderly procedures as herein provided,
for nmeeting, conferring or negotiating on matters which
are permitted by applicable |aws and regul ati ons. The



Union, in fulfilling its obligations, will represent al
the enployees in the unit w thout discrimnation because
of race, color, religion, sex, age, national origin, or
handi cappi ng condition, and w thout regard to nmenbership
in the Union. It is recognized by both parties that in
order to bring about the stated purpose of this agreenent
and preserve the public trust in carrying out the m ssion
of White Sands M ssile Range, a cooperative and
constructive relationship nust exist between the Union and
t he Enpl oyer.

Article 3--Recognition and Unit Designation

Section 1. The Enpl oyer recogni zes Local 2049 of the
Nat i onal Federation of Federal Enpl oyees as the Union and
the exclusive representative of all enployees in the unit
described in Section 2 of this Article.

Section 2. The unit to which this agreenment is applicable
is all nonsupervisory Departnent of Army Non- Appropri ated
Fund (NAF) enpl oyees of the White Sands M ssile Range in
New Mexi co, excluding all professional enployees;
managenent officials; supervisors, and enpl oyees descri bed
in5 US.C 7112(b), (2), (3), (4), (6), and (7).

Article 4--Definitions

Section 1. The follow ng definitions of terns used in this
agreenent shall apply:

Amendnent s. Modi fications of the basic agreenent which add to,
del ete, or change sections or articles of the agreenent.

Aut hority. The Federal Labor Rel ations Authority (FLRA)
established by the Civil Service Reform Act of 1978.

Enmer gency Situation.
A sudden, immedi ate, and unforeseeabl e work requirenent,

i nvol ving preservation of health,welfare, and safety of
personnel or protection of government property resulting from
nat ural phenonena, civil disturbances, or other circunstances
beyond the Enpl oyer's reasonable control or ability to
anticipate. The parties recognize that this definition does
not limt the Enployer's right under 5 U S.C. 7106(a)(2)(D) to
t ake whatever actions may be necessary to carry out the agency
m ssi on during emergencies.

Grievance. "Gievance" nmeans any conpl aint:
By an enpl oyee concerning any matter relating to the
enpl oynment of the enpl oyee;
By any | abor organi zation concerning any matter relating to
the enpl oynent of any enpl oyee; or
By an enpl oyee, |abor organization, or agency concerning the
effect or interpretation, or a claimof breach, of a
col l ective bargaining agreenment; or any clainmed violation
m sinterpretation, or msapplication of any law, rule, or
regul ation affecting conditions of enploynent.



| npasse. The inability of representatives of the Enployer and the
Union to arrive at a nutually agreeabl e deci sion concerning
negoti able matters through the negotiation

Negotiability Dispute. A disagreenent between the parties as
to the negotiability of an item which must be resolved in
accordance with the rules and regul ati ons of the Federal Labor
Rel ati ons Authority.

Negoti ati on. Bargaining by representatives of the Enpl oyer
and the Union on appropriate issues relating to personnel
policies, practices, and matters affecting working
conditions, with the purpose of arriving at a form
agr eenent .

Suppl ements. Additional articles negotiated during the term
of the basic agreenent concerning matters not previously
covered by the basic agreenent.

Uni on- Managenent Meetings. Meetings which are held for conmunication
and exchange of views with the intent of agreeing on
matters of nutual interest.

Uni on OFficial/Union Representative. An accredited Nationa
Representative of the Union or the duly elected or
appoi nted officials of Local 2049, including designated
st ewar ds.

Article 5--Provisions of Laws and Regul ati ons

Section 1. The Enpl oyer and the Union agree that in the
adm nistration of all matters covered by this agreenent,
the parties and enpl oyees are governed by:

Exi sting or future |aws;

Exi sting governnment-w de rul es or regul ations;

Departnent of Defense and Departnment of Arny rules and

regul ations in existence at the tine this agreenment is
approved; and

Subsequently issued rules or regul ations which do not conflict
with the terms of this agreenent.

This does not preclude the parties from negotiating on negoti able
matters using the procedures outlined in Article 10 of this

Agr eenment .

Article 6--Managenment Rights

Section 1 . Rights Retained. The Enpl oyer retains the right
to determ ne the m ssion, budget, organization, nunber of
enpl oyees, and internal security practices of the agency;
and in accordance with applicable | aws:

To hire, assign, direct, lay off, and retain enpl oyees, or
to suspend, renove, reduce in grade or pay, or take other
di sci plinary action agai nst enpl oyees;



To assign work, to make determinations with respect to
contracting out, and to determi ne the personnel by which
the Enpl oyer's operations shall be conduct ed;

Wth respect to filling positions, to nmake selections for
appoi ntnents from anong properly ranked and certified
candi dates for pronotion or from any other appropriate
source; and

To take whatever actions may be necessary to carry out the
Agency mission in situations of energency.

Section 2. Future Agreenents. The requirements of this
Article shall apply to all supplenental, inplenmenting,

subsidiary, or informal agreenments between the Enpl oyer
and the Union.

Section 3. The right to bargain over the inpact of any
decision involving a retained right, and the right to
negoti ate procedures inplenenting such decisions, shal
not be abridged by anything in this Article.

Section 4. Nothing in this section shall preclude the
Enpl oyer and the Union from negoti ati ng:

Procedures whi ch managenent officials of the agency wll
observe in exercising any authority under this section; or
Appropriate arrangenents for enpl oyees adversely affected by
the exercise of any authority under this section by such
managenent officials.

Section 5. Wherever |anguage in the agreenment refers to
specific duties or responsibilities of specific enployees
or managenent officials, it is intended only to provide a
guide as to how a situation may be handled. It is agreed
that the Enpl oyer retains the sole discretion to assign
work and to determ ne who will performthe function

di scussed.

Section 6. Pursuant to Executive Order 12871, the
Enpl oyer, upon request, will negotiate over the subjects
set forth in 5 U S.C. 7106(b)(1).

Article 7--Enpl oyee Rights

Section 1. Each enployee in the bargaining unit covered by
this agreenent shall have the right to form join, or
assi st any | abor organization, or to refrain fromany such
activity, freely and without fear of penalty or reprisal
and each enpl oyee shall be protected in the exercise of
such right.

Section 2. Nothing in this agreenent prevents a bargai ning
unit enpl oyee, regardl ess of Union nmenbership, from
bringing matters of personal concern to the attention of
appropriate officials in accordance with applicable |aws,
rules, regulations, or established agency policies, or
from being represented by an attorney or other
representative, other than the Union, of the enployee's



own choosing in any grievance or statutory appeal action,
except those filed under the negotiated grievance
procedure.

Section 3. Nothing in this agreenent shall require an

enpl oyee to beconme or to remain a nenber of a | abor

organi zation, or to pay noney to the organizati on except
pursuant to a voluntary, witten authorization by a menmber
for the payment of dues through payroll deduction.

Section 4. The Enpl oyer shall not discipline or otherw se
di scrim nate agai nst any enpl oyee because he or she has
filed a conplaint or given testinony under the Act, the
negoti ated gri evance procedure, or any other established
procedure for redress of enployee dissatisfaction.

Section 5. The Enpl oyer shall take such action consistent
with [aw and regul ation as may be required in order to

i nform enpl oyees of their rights and obligations, as
prescribed in the Civil Service Reform Act of 1978 and
this Article.

Section 6. ACCOUNTABILITY: An enployee is accountable for
the performance of official duties and conpliance with

st andards of conduct for federal enployees. Wthin this
context, the Enployer affirms the right of an enployee to
conduct his or her private life as he or she deens fit.
Enpl oyees shall have the right to engage in outside
activities of their own choosing w thout being required to
report to the Enpl oyer on such activities, except as
requi red by |l aw or regul ati on of higher authority. The
Enpl oyer will not coerce or in any manner require

enpl oyees to invest their noney, donate to charity, or
participate in activities not related to the performnce
of their official duties or not related to their federa
enpl oynent .

Section 7. NONDI SCRI M NATI ON: No enpl oyee wi Il be

unl awful l'y discrimnated against by either the Enpl oyer or
the Uni on because of race, color, religion, sex, nationa
origin, age, marital status, handi capping condition, or

| awful political affiliation

Article 8--Union Rights and Representation

Section 1. As the exclusive representative of enployees in
the bargaining unit covered by this agreenent, the Union
is entitled to act for and negoti ate agreenents covering
all enployees in the unit.

Section 2. The Enpl oyer agrees to negotiate with the Union
on all negotiable matters required by |law affecting the
enpl oyees or their conditions of enploynment or, as
applicable, on the inplenmentation of any new policy or
changes in policy affecting the enpl oyees or their
condi ti ons of enpl oynent.



Section 3. The Union shall be given the opportunity to be
represented at formal discussions between one or nore
representatives of the Enployer and one or nore bargaini ng
unit enpl oyees, or their representatives, concerning

gri evances, personnel policies and practices or other
general conditions of enploynment. The Union shall be
notified in advance of such formal neetings by managenent,
and of its right to be represented.

Section 4. The Union shall be given the opportunity to be
represented at any exam nation of a bargaining unit

enpl oyee by a representative of the Enployer in connection
with an investigation if the enpl oyee reasonably believes
that the exam nation may result in disciplinary action
agai nst himher, and the enpl oyee requests representation.

Section 5. The Enployer shall recognize the duly el ected
Local officers and official representatives designated by the
Uni on, including stewards. The Union will supply the

Enpl oyer, in witing, and will maintain on a current basis, a
list of the Union officers and officials, including the
stewards' areas of representation. The Union may post the
list of Local officers and officials and/or area stewards on
official bulletin boards in space which has been authorized
for the Union's use. The Enpl oyer shall recognize as stewards
only enpl oyees who work in the bargaining unit covered by
this agreenment, and who are officially designated in witing
by the Union. This does not preclude the Union fromelecting
as their officers nenbers from outside the bargaining unit.
The nunber of stewards authorized shall be the nunber
reasonably required in order to insure that each bargaining
unit enpl oyee shall have access to a steward on hi s/ her work
shift. The stewards will represent the enployees of their
desi gnated area(s) in dealings with supervisors about the
applications of personnel practices and policies, and other
matters affecting working conditions in the designated
area(s). Oficers, the Chief Steward, the Gievance Conmttee
Chai r person, or stewards as assigned are authorized to
represent individuals in any part of the bargaining unit.
Normal |y the designated steward in the area where the need
for a representative arises will performthe representation
duties required. When there is no steward avail abl e or

anot her steward's services are deened needed by the Union
the Union may assign a different steward. Upon request from
either party, stewards and supervisors shall discuss
informally itenms of concern in the application of this
agreenment to avoid m sunderstanding and to deter conplaints
fromeither party. An enployee may request a steward from
anot her section in representation in accordance with the
Local's policy. The Enployer will recognize representatives
of the Union's National Office. The Union or the nationa
representative shall provide advance notice to the Enployer
of visits to be made by representatives of the Nationa
Ofice, or will call upon arrival when such advance notice is
not practicable.

Section 6. Union officers and stewards, if otherwise in an



active duty status, will be allowed a reasonabl e amount of
official time away fromtheir assigned duties w thout |oss
of pay to receive, investigate, prepare, and present

enpl oyee gri evances, appeals, or conplaints, or to discuss
with appropriate officials of the Enployer other matters
related to personnel policies, practices, and working
conditions affecting bargaining unit enpl oyees.
Representation shall occur at the |owest |evel at which a
matter can be resolved, and the initial attenpt at
resolution normally should occur between the Union steward
and the first level supervisor. If either party believes
resolution of a matter of concern is outside its
jurisdiction, the matter shall be referred to those
officials of the Enployer or the Union who have the
authority to act upon the problem The Union agrees that

it will guard against the use of excessive tine whenever
such representational duties are being performed during
the regul ar duty hours. Reasonable time for receiving,

i nvestigating, preparing, and presenting a conplaint,
grievance, or appeal nust necessarily depend on the facts
and circunstances of each--e.g., number and nature of

al | egati ons, nunber and conplexity of supporting
specifics, the volune of supporting evidence, availability
of docunents and witnesses and siml|ar considerations. A
reasonabl e anount of official time for representationa

purposes will be granted for use within the confines of
the activity. A Union representative required to travel
of f-post for representati onal purposes will be granted a

reasonabl e anount of official time for this purpose.
Reasonabl e official time not to exceed 24 hours per year

will be permitted Union officials for preparation of
i nformation reports required under 5 U S.C. 7120(c). The
Uni on Treasurer will be authorized up to four (4) hours

per month official time for maintenance of financial
records directly required for the above reports. The Union
recogni zes that such official time is not authorized for

i nternal union business.

Section 7. Union officers and stewards, when they desire
to leave their worksite to performrepresentationa

duties, shall first obtain perm ssion fromtheir imediate
supervisor, or in the absence of the inmedi ate supervisor
the next higher |evel of supervision. Such perm ssion wll
normal |y be granted unl ess conpelling circunstances
preclude | eaving at that particular tinme. If permission is
deni ed, the supervisor will informthe Union
representative of the reason for the denial and of the
earliest possible tinme when the Union representative can

| eave his/her worksite. If the Union representative nust
meet with supervisors, nmanagenent officials, or enployees
i n anot her shop or worksite, he/she will insure that these
i ndi viduals are avail able to nmeet before |eaving his/her
wor k area. Upon entering a shop or work area other than

hi s/ her own to neet with an enpl oyee, the Union
representative shall contact the enpl oyee's supervisor

Uni on representatives will report to their imediate
supervi sors upon return to their assigned work areas.



Section 8. Any bargaining unit enployee serving as a Union
negotiator in collective bargaining sessions with the

Enpl oyer shall be authorized official time for such purposes,
i ncl udi ng attendance at inpasse proceedi ngs, during the tinme
the bargai ning unit enpl oyee otherwi se would be in a duty
status. The nunmber of bargaining unit enployees for whom
official time is authorized for negotiations shall not exceed
the nunmber of individuals designated as representing the
Enpl oyer for such purposes.

The Enpl oyer further agrees that each bargaining unit

enpl oyee designated in witing by the Union to serve on the
Uni on negotiating team shall be granted official duty tine
for preparation for negotiations in the foll owi ng amunts:

Twenty-four (24) hours of official duty time to prepare for
renegotiation of this agreenent;

Twel ve (12) hours of official duty tine for the duration of
this agreenent to prepare for mid-term bargaining required
to amend or supplenment this agreenent;

Four (4) hours of official duty tinme for each instance of
preparation for inpact and inplenmentati on bargaining
necessitated by the Enployer's proposed changes to its

| ocal regul ations concerning personnel policies, practices,
and wor ki ng conditions affecting bargaining unit enpl oyees.
I n unusual circunstances, such as a proposed maj or
reorgani zati on, additional preparation tinme up to 16 hours
wi Il be granted.

Section 9. When the Enployer calls a neeting with Union
representatives or arranges such a neeting at the request
of the Union to discuss matters of nutual interest, the
Uni on representatives will be granted official duty time
for such neetings, provided they are otherwi se in an
active duty status. If a particular Union representative
designated to attend the nmeeting is not otherwise in a

duty status, the parties will attenpt to reschedul e the
nmeeting. Upon the request of the Union representative, the
Enpl oyer will consider changing the tour of duty of the

Uni on representative to acconmodate his/her attendance at
the nmeeti ng.

Section 10. All official time used by Union officers and
stewards in perform ng authorized representational duties

under this Article will be recorded on an official tinme
form (Appendi x A). Union representatives and supervisors
will be responsible for pronptly and accurately conpleting

their respective portions of the form

Section 11. In the interest of efficient conduct of

gover nment busi ness and the econom cal use of governnment
time, and in order to draw a reasonable distinction

bet ween representational and non-representational duties,
those activities concerned with the internal managenment of
the Union, or solicitations of nmenbership, collection of
dues, canpaigning for Union officers, conduct of elections
for Union officers and distribution of literature will be



conduct ed outside regul ar working hours. Upon advance
written request and subject to normal security
restrictions, the Union shall be granted permission to
conduct nenbership drives of up to 30 days duration each
year during the non-work time of the enpl oyees invol ved,
provided there is no interference with the work of the
Enpl oyer. Such nmenbership drives shall not exceed two (2)
per cal endar year

Section 12. There shall be no restraint, coercion, or

di scrim nati on agai nst any Union official because of the
performance of duties in consonance with this agreenent
and the Civil Service Reform Act.

Section 13. Bargaining unit nmenbers who desire to attend
the nmonthly union nenmbership neeting may request in
advance fromtheir supervisors a change of tour of duty
for that day. Such a change of tour of duty will require
the bargaining unit enployee to make up the duty tinme

m ssed on that sane day. Subject to mi ssion requirenments,
the Enpl oyer agrees to normally grant such requests for a
tour of duty change.

Article 9--Union-Enployer Meetings

Section 1. The parties agree that neetings between
representatives of the Enployer and the Union shall be
hel d as necessary for the purpose of exchangi ng

i nformation of mutual interest; attenpting to resolve
probl ens concerni ng the working environnent of bargaining
unit enpl oyees; adm nistering this agreenent; and
conferring on personnel policies, practices or other
matters affecting the working conditions of bargaining
unit enpl oyees. Uni on- managenent neetings shall in no way
nul lify or abrogate the right of the Union to negotiate on
all negotiable matters. Such neetings shall be conducted
in an atnmosphere that will foster nutual respect. In the
interest of efficient use of personnel resources, the
parties agree that the nunber of Union representatives in
attendance at such neetings shall be no less than two (2)
nor nore than four (4) to effectively transact the

busi ness of the neeting.

Section 2. Joint Union-Enmpl oyer neetings shall be held at
mut ual | y agreeabl e tinmes upon request by either party.

Ei ther party desiring to neet with the other shall give
advance notice to the other party. Specific item(s) for

di scussion normally will be provided in advance of the
nmeeting by either party, although itens not subnmtted may
be discussed if it is nmutually agreed to do so. New or
changed policy proposals which cannot be readily agreed to
at a Uni on- Enpl oyer neeting may be submitted for

negoti ation in accordance with negotiation procedures
established in this agreenment. Union-Enpl oyer neetings

wi Il be conducted during regular duty hours, w th Union
officials in attendance authorized official time wthout
charge to |l eave or loss of pay if they are otherwise in an



active duty status. Energency neetings will be arranged at
the conveni ence of both parties involved as soon as
possi bl e after a request by either party is received, and
such request shall indicate the subject matter for

di scussi on.

Article 10--Negotiations

Section 1. Both parties to this agreenent have the
responsibility of conducting negotiations and ot her
dealings in good faith, and in such manner as will further
the public interest. The procedures established in this
Article shall be used by the parties when negotiating on
all negotiable matters required by |law affecting the

enpl oyees or their conditions of enploynment, or as
applicable, on the inplenmentation of any new policy or
change in policy affecting the enpl oyees or their
conditions of enploynment. These procedures also apply to
the negotiation of supplenments and amendnments to the basic
agreenment between the parties. The Enpl oyer agrees to
provi de the Union with advance witten notice of and an
opportunity to negotiate on these negotiable matters.
Managenent recognizes the Union's right to submt changes
or additional counterproposals at the bargaining table.

Section 2. Upon being notified by the Enployer of a
proposed new policy or practice, or a proposed change to
exi sting policy or practice, the Union shall have five (5)
wor kdays in which to review the Enpl oyer's proposal and
advi se the Enployer of its intentions. If the proposal is
acceptabl e as presented by the Enpl oyer, the Union shal
notify the Enpl oyer of this fact. If the Union has
gquestions regarding the proposal, or desires
clarification, the Union shall nmake a request to the NAF
Personnel Office to neet with the proposal's proponent in
order to discuss and clarify the proposal. The Union w |l
i ndi cate the specific area(s) requiring clarification or
di scussion, and the Enployer will arrange a neeting with
the proponent at a nutually agreed upon tinme. If, after

di scussion with the proponent, the proposal is acceptable
to the Union, the Union shall notify the Enployer of this
fact. If the proposal is unacceptable after discussion
with the proponent, the Union shall subnmit a witten
request to negotiate the proposal to the NAF Personne
Ofice within five (5) workdays after the discussion. If
there are no questions, and the proposal is not
acceptable, the Union shall submt a witten request to
negoti ate the proposal to the NAF Personnel Office within
five (5) workdays after being advised of the proposal. To
facilitate the negotiating process, all requests for
negoti ati ons shall be acconpanied by a copy of the

speci fic counterproposal desired by the Union
Non-response by the Union within the established tinme
frames will be interpreted as acceptance by the Union, and
the Enpl oyer may inplenment the proposal w thout further
noti ce. Negotiations requested by the Union regarding a
proposed new policy or practice or a proposed change to



exi sting policy or practice, which would affect the
wor ki ng conditi ons of bargaining unit enpl oyees shall be
conducted in accordance with the provisions set forth in
Sections 3, 4, and 5 of this Article.

Section 3. The follow ng procedures will be used when
negoti ati ng amendnents or supplenents to this agreenent.
Negoti ati on sessions may be requested in witing by either
party. Such requests shall state the specific subject
matter to be considered at such sessions, and shal

contain witten proposals for consideration by the other

party.

The negotiating teans of each party shall consist of no nore
than five (5) menmbers. The chi ef spokesperson for each party
will speak for their respective teanms, but may at their

di scretion allow their other team nmenbers to participate in
any di scussion. A chief spokesperson shall be designated in
writing by each party. Nanmes of the nenbers on each
negotiating teamw ||l be exchanged formally by the parties in
writing no later than three (3) cal endar days prior to the
begi nni ng of negotiations. Any changes regardi ng team

menbership will be submitted to the other party no later than
one (1) day prior to the next negotiation session
Negoti ations will begin on a mutually agreed date no | ater

than 30 days fromrecei pt of proposals. The Enpl oyer will
furnish a roomsuitable for negotiations, and to the extent
possi bl e, room(s) that will allow both parties to caucus.
Uni on negoti ators who are nenbers of the bargaining unit for
whi ch negoti ati ons are being conducted will be authorized
official time for the negotiation sessions, during the tine
the Uni on negotiator otherw se would be in a duty status.
Upon reachi ng agreenment on any supplenent or anmendnent to the
contract, the chief spokespersons shall signify agreenent by
initialing the agreed upon item Upon reaching agreenment on
all suppl enents or anmendnments, the agreenent shall be signed
by the menbers of both negotiating committees, ratified by
the Union nenmbers in a manner prescribed by the Union and,
upon ratification, signed by the Union President and the
Enployer. It is recognized by the parties that al

suppl ements or anendnments to this agreenment are subject to
review for | egal and regulatory conpliance by the Defense
Civilian Personnel Managenment Service. Any supplenents or
amendnents will remain effective concurrent to the basic
agr eenent .

Upon reachi ng agreenent on a proposed new policy or practice,
or a proposed change to existing policy or practice affecting
the conditions of enploynent of bargaining unit enpl oyees,

t he spokespersons for the Enployer and the Union shall sign
the agreenment reached, ith a copy of the agreenent provided
to both parties.

Section 4. When the parties to the agreenent cannot agree
on a negoti able matter and an i npasse has been reached,
either or both parties may seek the services of the
Federal Mediation and Conciliation Service. Wen the
services of mediation do not resolve the inpasse, either



party may seek the services of the Federal Service
| npasses Panel

Section 5. If an issue devel ops over the negotiability of
any item under discussion by the parties, the issue wll
be resolved in accordance with applicable provisions of
Title VI of the CSRA and the rules and regul ati ons of the
Federal Labor Rel ations Authority.

Section 6. The Enpl oyer agrees to negotiate with the Union
on all negotiable matters required by |law affecting the
enpl oyees or their conditions of enploynment or, as
applicable, on the inplenmentation of any new policy or
changes in policy affecting the enpl oyees or their
condi ti ons of enploynent.

Article 11--Gi evance Procedures

Section 1. This negotiated grievance procedure shall apply
to matters of concern or dissatisfaction regarding the
interpretation, application, or violations of |aw,

regul ations, or this agreenent; conditions of enploynent,

i ncl udi ng prohibited personnel practice charges; and

di sci plinary and adverse actions. It shall apply to al
matters indicated above, whether or not set forth in this
agr eenent .

Section 2. The Union and the Enpl oyer recognize the

i nportance of settling disagreenents and disputes in a
pronpt, fair, and orderly manner which will maintain the
sel f-respect of the parties involved and be consi stent
with the principles of good managenent. To acconpli sh
this, every effort will be nade to settle grievances
expeditiously and at the | owest possible |evel of
supervi si on.

Section 3. Excluded from coverage of this procedure are
all issues which involve

Prohi bited political activities.

Retirement, life insurance, or health insurance.
suspensi on or renoval under Section 7532 of Title 5,
United States Code (National Security).

Any exam nation, certification, or appointnment.

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

The non-adoption of a suggestion or disapproval of a
performance award, or other kind of honorary or

di scretionary award, except where this is alleged to be
based on reprisal

Term nation of a tenporary pronotion and return of the
enpl oyee who was tenporarily pronoted to the position from
whi ch tenporarily pronoted.

Non-sel ection for pronotion froma group of properly ranked
and certified candi dates, except where personnel practices
prohibited by | aw are all eged.

A prelimnary warning or notice of an action which, if



effected, would then be eligible for consideration as a
gri evance.

Separati on of enpl oyees during probationary or trial

peri ods.

Al | egati ons of m smanagenent when no form of persona
relief to the enployee is appropriate.

Al | egations of discrimnation involving Equal Enpl oynent
Opportunity (EEO matters.

Matters accepted by the Inspector General or Auditor
General for review

Personnel actions voluntarily requested by the enpl oyee.
Separation for disqualification as stated in AR 215-3.
Separation from fl exi bl e appoi nt ment unl ess the separation
is for business based reasons, and the enpl oyee has been on
the rolls of the NAFI for three (3) continuous years. (See
Article 33, section 5).

Managenent deci si ons regardi ng budget, workl oad,

organi zati on, and m ssion which result in BBA

Section 4. Questions that cannot be resolved by the
parties as to whether or not a grievance is on a matter
subject to the grievance procedure or is subject to
arbitration will be referred to an arbitrator as a
threshold issue in the arbitration on the nerits of the
gri evance.

Section 5. A grievance may be undertaken by the Union, an
enpl oyee, or a group of enployees. An enpl oyee or group of
enpl oyees in the bargaining unit covered by this
agreenment, in filing a grievance under this procedure, my
be represented only by the Union. In this context, the
Enpl oyer recogni zes the right of the Union to designate
its own representatives. An enpl oyee or group of enployees
wi shing to present such a grievance w thout Union
representation may do so; however, any adjustnent of the
gri evance nust not be inconsistent with the terms of this
agreenent, and the Union shall be afforded the opportunity
to be present during the grievance proceeding. In
exercising their rights to present a grievance, bargaining
unit enpl oyees and Union representatives shall be

uni npeded and free fromrestraint, coercion

di scrim nation, or reprisal

Section 6 . Use of official (duty) tine and resources.

The enpl oyee and his or her designated representative may
use reasonabl e amounts of official time, subject to
supervi sory approval, when a personnel action or a
disciplinary action is being grieved. The tinme all owed
depends on the facts of the specific case.

Oficial time my be used to:

CGet advice on rights and privileges fromofficial
sources.

Get information fromw tnesses.

Present grievances.



Oficial time not to exceed eight hours at each step of the

negoti ated gri evance procedure will be granted for
preparing a grievance, organizing materials, witing or
typi ng.

Subj ect to supervisory approval and m ssion requirenents of
the facility, resources of the Enployer such as word
processors, supplies, and materials may be used to process
a grievance claim

Section 7. |If a bargaining unit enployee resigns,
transfers, or otherw se | eaves the bargaining unit prior
to the issuance of a final decision on his/her grievance,
and no issue of conpensation is involved, the grievance

will be terminated and all parties notified in witing by
t he Enpl oyer.
Section 8. The followi ng steps will be used for resolving

gri evances under this procedure:

Step 1. The grievance shall first be presented orally to
the i mredi ate supervisor by the grievant and hi s/ her Union
representative, if the aggrieved party elects to have one.
If the grievance involves the first |ine supervisor, the
grievant may go to the second | evel supervisor with
his/her Step 1 grievance. On the date the Step 1 grievance
is presented, the grievant or his/her union
representative, if any, will serve witten notice on the
next | evel of supervision that a Step 1 grievance has been
filed, and indicate the date of the Step 1 neeting. The
Step 1 grievance nust be initiated within 20 cal endar days
of the incident that gave rise to the grievance, unless
the grievant was unaware of the incident by such tinme. In
that case, the grievance nmust be initiated within 20

cal endar days fromthe date the grievant becones aware of
the incident. The grievant shall plainly identify the

di scussion as a grievance, provide his/her supervisor wth
specific details of the grievance, and indicate the
corrective action desired in order to resolve the

gri evance. The supervisor will provide a witten decision
to the grievant, with a copy to his/her Union
representative, if any, within seven (7) cal endar days
after presentation of the grievance. Included with such
deci sion shall be a witten statenment indicating the
grievant's right to submt the grievance to the next |eve
of supervision within ten (10) cal endar days.

Step 2. If a satisfactory settlenent has not been reached
at Step 1, the grievant or his/her representative wll
submt the grievance in witing within ten (10) cal endar
days to the next higher |evel supervisor, who shall cal
and arrange to neet with the grievant and hi s/ her
representative within five (5) cal endar days after
receiving the witten grievance. The witten grievance
shall also contain the duty phone numbers of the grievant
and his/her Union representative, if any. Awitten
decision will be provided to the grievant with a copy to
hi s/ her Union representative, if any, within ten (10)



cal endar days follow ng the neeting.

Step 3. If a satisfactory settlenent has not been reached
at Step 2, the grievant or his/her representative wll
submt the grievance in witing within ten (10) cal endar
days fromreceipt of the Step 2 decision to the Garrison
Commander or his/her designated representative. The
Garrison Commander or his/her designated representative
will review the grievance, conduct whatever analysis and
i nvestigati on he/ she deens necessary to resolve the
grievance, and render a witten decision on the grievance
no | ater than ten (10) cal endar days from date of receipt
of the enpl oyee's grievance.

Step 4. If a satisfactory settlenent has not been reached
at Step 3, the grievant or his/her representative wll
submt the grievance in witing within ten (10) cal endar
days fromrecei pt of the Step 3 decision to the

i nstall ati on Commander or his/her designated
representative. The installation Commander or his/her
desi gnated representative will review the grievance,
conduct what ever analysis and investigation he/she deens
necessary to resolve the grievance, and render a witten
deci sion on the grievance no later than ten (10) cal endar
days fromthe date of receipt of the enployee s grievance
If the decision is unsatisfactory to the Union, the Union
may invoke arbitration in accordance with the provisions
of Article 12.

Section 9. Grievances of the Union against the Enployer
will be submitted in witing by the Union President, or

hi s/ her designee, to the installation Commander within 15
cal endar days of the occurrence which caused the

grievance. The witten grievance will state the basis for
the grievance and the corrective action sought. A neeting
will be held within ten (10) cal endar days of receipt of

the Union grievance between appropriate officials of the
Enpl oyer and the Union in an attenpt to resolve the
grievance. The Union President, or his/her designee, wll
be given a witten decision by the installation Conmmander
or his/her designated representative within ten (10)

cal endar days after the nmeeting. If the grievance is not
resolved to the satisfaction of the Union, the Union
President may then submt the grievance to arbitration
under the provisions of Article 12.

Section 10. Enpl oyer grievances against the Union will be
submitted by the installation Conmmander, or his/her

desi gnee, to the Union president within 15 cal endar days
of the occurrence which caused the grievance. The witten
grievance will state the basis for the grievance and the
corrective action sought. A nmeeting will be held within
ten (10) cal endar days of receipt of the Enployer

gri evance between appropriate officials of the Enployer
and the Union in an attenpt to resolve the grievance. The
i nstall ati on Commander, or his/her designee, will be given
a witten decision by the Union President, or his/her



designee, within ten (10) cal endar days after the neeting.
If the grievance is not resolved to the satisfaction of
the Enpl oyer, the installation Commander or his/her

desi gnee may then submt the grievance to arbitration
under the provisions of Article 12.

Section 11. Failure of the Enployer to observe the tine
limts for any step in the grievance procedure shal
entitle the grievant or the Union to advance the grievance
to the next step. Failure of the grievant or the Union to
observe the time limts at any step of the procedure wll
have the effect of cancelling the grievance as untinely.
Al time limts my be extended by mutual consent. A
grievance may be w thdrawn by the proponent at any tine.

Section 12. Grievances Concerning Disciplinary Actions. If
a bargaining unit enployee desires to contest by nmeans of
the negoti ated grievance procedure a disciplinary action

i nposed by the Enployer, he/she will initiate the
grievance in witing at Step 3 of the negotiated procedure
set forth in Section 8 of this Article.

Article 12--Arbitration

Section 1. If the Enployer and the Union fail to settle
any grievance within the scope of the negotiated grievance
procedure described in Article 11 of this agreenment, the
grievance shall be submitted to arbitration upon witten
request of the party desiring arbitration. Such witten
request must be received by the other party within 20
wor ki ng days after issuance of the final decision on the
gri evance. However, only the Union or the Enpl oyer may

i nvoke arbitration.

Section 2. Wthin five (5) working days fromthe date of
recei pt of an arbitration request, the parties shall neet
in an attenpt to select an arbitrator. If agreenent cannot
be reached, the parties shall request the Federa

Medi ati on and Conciliation Service (FMCS) to submt a list
of seven (7) inmpartial persons qualified to act as
arbitrators. A brief statenent of the issues in dispute
wi || acconpany the request to enable the FMCS to submt
the nanmes of arbitrators qualified for the issues

i nvol ved. The request also shall include a copy of this
arbitration Article. Either party may request a second
list of arbitrators if dissatisfied with the original list
of arbitrators. The parties shall nmeet within five (5)
wor ki ng days after the receipt of such list to select an
arbitrator. If the parties cannot agree upon one (1) of
the listed arbitrators, the Enployer and the Union wll
each alternately strike one (1) arbitrator's nanme fromthe
list and shall repeat this procedure until there is one
(1) nane remaining. The remining name on the list shal

be the duly selected arbitrator. Aflip of a coin shal
determ ne which party strikes the first name. The party
requesting arbitration my wthdraw the request at any
time prior to the actual convening of a hearing or



subm ssion of the case to the arbitrator. However, once a
definite hearing date has been established with an
arbitrator, it is agreed that the party requesting such a
withdrawal will make every reasonable effort to notify the
other party and the arbitrator of its desire as far in
advance of the schedul ed hearing date as possible. Any
costs assessed by an arbitrator because of the
cancel l ati on or postponenment of a previously schedul ed
hearing shall be borne by the party which requested such
cancel l ati on or postponenent. Should the Enpl oyer be
unable to assure the availability of witnesses as stated
in Section 5 of this Article, the Enployer will request
cancel l ati on or postponenent. If cancellation or

post ponenment was necessitated by an act of God, the cost
of the cancell ation or postponenent shall be borne equally
by the parties.

Section 3. Follow ng selection of the arbitrator and

i ndi cation of his/her availability, the parties wll
attenpt to prepare a joint letter submtting the issue or
i ssues to be decided by the arbitrator. Such letter shal
present the matter upon which arbitration is sought and
shall include the agreement provisions governing the
arbitration. If the parties fail to agree on a joint

subm ssion of the issue or issues for arbitration, each
party will submt in witing a statenent of what they
believe to be the issue(s) to the other party and to the
arbitrator. The arbitrator then shall determ ne the issue
or issues to be decided, to include any questions of
arbitrability.

Section 4. When the Enpl oyer and the Union agree to the
facts at issue and believe that an arbitration hearing
woul d be unnecessary, the parties may subnmt in witing a
joint stipulation of facts to the arbitrator with a
request that a decision be rendered based upon the facts
jointly presented.

Section 5. A submission to the arbitration hearing should
be used when a formal hearing is necessary to devel op and
establish facts relevant to the issue. In this case, a
formal hearing is convened and conducted by the
arbitrator. The arbitration hearing shall be held on the
Enpl oyer's prem ses during the regul ar day-shift hours of
the normal basic work week. The aggrieved enpl oyee,

hi s/ her Union representative, and the enpl oyee w tnesses
who have direct know edge of the circunmstances and factors
bearing on the case shall be excused fromduty for a
reasonabl e period of tine without |oss of pay or charge to
annual | eave to prepare for arbitration. The aggrieved
enpl oyee and hi s/ her Union representative will be granted
official duty time to participate in the arbitration
proceeding. Al w tnesses of both parties will be present
at the beginning of the arbitration session. If the
arbitrator determnes that tine will not permt
witness(es) to testify on that day, or that the presence
of a particular witness is not otherw se required, the



enpl oyee(s) will return to their worksite. The Enpl oyer
agrees to assure that all witnesses otherwise in a duty
status will be readily available to testify as required by
the arbitrator. Enployee participants assigned to tours of
duty other than the regular day-shift will be tenporarily
pl aced on the day-shift for the day(s) of the arbitration
hearing. Travel costs, overtine, and other expenses of

enpl oyee participants shall not be borne by the Enpl oyer.

Section 6. The arbitrator will be requested to render

hi s/ her decision as quickly as possible, but in any event
not |ater than 30 cal endar days after the conclusion of
the hearing unless the parties nutually agree to extend
the time [imt.

Section 7. The arbitrator shall have no authority to add
to, change, modify, alter, or delete any provision of this
agreenment. The authority of the arbitrator will extend to
the interpretation of agency regul ations, provisions of

l aw, or regul ations of appropriate authorities outside the
agency. The arbitrator will make no findings of fact,
recomrendati ons, or interpretations of this agreenent
except to the extent necessary to resolve the issue(s)
submtted or determ ned.

Section 8. The arbitrator's fee and expenses shall be
borne equally by the parties. The Enpl oyer and the Union
shall share equally the expense of any nutual ly agreed
upon services in connection with the arbitration. The
parties shall bear their own individual expenses during
the arbitration proceedings.

Section 9. The arbitrator's decision shall be binding on
the parties. However, either party may file exceptions to
the arbitration award in accordance with the provisions of
Title VIl of the Civil Service Reform Act and the Rul es
and Regul ations of the Federal Labor Rel ations Authority.

Article 13--Voluntary Allotnment of Union Dues

Section 1. The Enpl oyer shall deduct Union dues fromthe
pay of all enployees covered by this agreenment who
voluntarily authorize such deductions, subject to the
provi sions and requirenments set forth in this agreenent.

Section 2. The Union and the Enployer shall be held

harm ess agai nst any and all clainms, demands, suits, or
other forms of liability that shall arise out of or by
reasons of action taken or not taken by the Union and the
Enpl oyer for the purpose of conmplying with any of the
provi sions of this agreenent.

Section 3. The ampunt of Union dues to be deducted each
bi weekly pay period fromthe pay of an enpl oyee who has
aut horized an allotnment for this purpose shall be as
certified to on the SF 1187, "Request for Payrol
Deductions for Labor Organi zation Dues," by the President



or other authorized officer of the Union. This anpunt is a
prorated anmount of annual dues of the enpl oyee-nenber
exclusive of initiation fees, assessnments, back dues, and
fines. If the ampbunt of allotted dues is changed by the
Uni on, the President or other appropriate official of the

Union will notify the Enployer in witing of the anended
rate and effective date of the anended dues amount. The
anmended amount will be withheld effective with the next

pay period unless a later date is specified by the Union
and provided the notice is received at NAF Fi nanci al
Services at least three (3) workdays before the first day
of the pay period.

Section 4. Any enployee of the unit may voluntarily
aut horize an allotnent of pay for the payment of dues for
such nenbership except:

An al | ot ment deduction may not be made fromthe

sal ary of an enployee (part tinme or flexible) whose
earnings are not regularly sufficient to cover the
amount of the allotment. Dues will not be withheld if
net salary, after |egal deductions, is not sufficient
to cover the amount of the dues. If deductions are
st opped tenporarily because of insufficient salary,
back dues will not be deducted from future earnings.

Section 5. Use of Enployee Authorization Form

The Union will procure and furnish forns SF 1187
"Request for Payroll Deductions for Labor

Organi zations Dues." After conpleting the form the
enpl oyee-nmenmber will return it to the Union for
certification by an officer of the Union

The Union will submt the conpleted and certified SF
1187 to NAF Personnel Office. Allotnments will be
effective with the next pay period follow ng receipt
of a properly executed SF 1187 by NAF Fi nanci al
Services, provided the formis received at | east
three (3) workdays before the beginning of that pay
peri od.

Section 6. Ternination of Allotnment.

Vol untary. Any enpl oyee may voluntarily revoke

hi s/ her allotnment for the paynment of dues at any tine
by completing SF 1188, "Cancell ation of Payrol
Deductions for Labor Organization Dues" and
submtting this formdirectly to NAF Fi nanci al

Servi ces. \When the enpl oyee cannot or does not
desire to use the SF 1188, other written notification
signed and submitted by the enployee will be accepted
by NAF Fi nanci al Services.

Nat i onal Federation of Federal Enpl oyees

Local 2049
Drawer M



White Sands M ssile Range, NM 88002

Such revocation may not be effective for a period of

one (1) year fromthe date the allotnment was first

made. Subsequently, an individual's revocation may be

submitted at any tinme but will not becone effective
until the next anniversary date, that is, the first

full pay period which begins on or after 1 Novenber
| medi ately upon recei pt by NAF Fi nancial Services of

an SF 1188 or anot her proper docunentation which
di sconti nues the allotnment for dues deduction of a

Uni on nmenber, the Union will be provided with a copy of
the SF 1188 or a duplicate copy of other docunentation
recei ved denoting this intent and desire. These copies

will be forwarded to
SF 1188 will be provided by the Enpl oyer.

I nvoluntary. An enployee's allotnment for paynent of

hi s/ her Union dues and the benefits derived therefrom

shall be term nated at the beginning of the first
peri od occur:

Loss of exclusive recognition by the Union
Transfer of the enployee outside of the Union's

excl usively recogni zed bargaining unit. This does not

precl ude the enpl oyee from maki ng direct paynment of

dues to the Union in order to continue the benefits of

menber shi p.
Separation of the enployee for any reason including

death or retirenent. Final deduction automatically will

be made fromthe final salary check, even if the
enpl oyee separates during a pay period.
Recei pt by the Enployer of witten notice that the

enpl oyee has been expelled or has ceased to be a nenber

i n good standing of the Union

Suspension or term nation of this agreement by an
appropriate authority outside the Departnent of
Def ense

Section 7.

Nat i onal Federation of Federal Enpl oyees
ATTN: Secretary-Treasurer

1016 16th Street, NwW

Washi ngt on, DC 20036

A bi-weekly remittance check will be prepared by NAF
Fi nanci al Services at the close of each pay period for

whi ch deductions are nmade. This check will be for the tota

anmount of dues collected for that pay period. There wll
no charge to the Union for making dues deductions. Not
later than three (3) workdays after the related salary
checks have been distributed, the remttance check wll
mai | ed to:

NAF Fi nancial Services will include with each rem ttance
check an accurate listing of the enpl oyee-nmenber nanes and
amobunt withheld fromeach. The list also will include the



names of enpl oyee-nmenbers for whom all ot rents have been
permanently or tenporarily stopped and the reason therefore
(e.g., transfer, separation, LWOP, insufficient incone
during pay period, loss of nmenbership in the Union).

Section 8. Information and Educati on. The Union wll

i nform and educate its nenbers concerning the program the
voluntary nature of the authorization for the allotnment of
dues, and the uses and availability of SF 1187 and SF
1188.

Section 9. Voluntary Nature of the Program Nothing in
this agreenent shall require an enpl oyee to become or
remain a nenber of the Union, or to pay noney to the Union
except through a voluntary witten authorization for the
payment of dues through payroll deductions in accordance
with the provisions of this agreenent.

Article 14--Use of Official Facilities and Services

Section 1. Union representatives on official time for

representational duties will be afforded an area of
privacy when neeting with unit enployees. The Enpl oyer
will assist in providing such privacy within or in close

proximty to the Enployer’s facilities. Union
representatives are not limted to the confines of their
NAF facility when official time for representationa
duties is being used. However, the private space made
avai |l abl e by managenent will normally be utilized first
prior to utilizing the union office.

Section 2. It is recognized by the parties that the
internal mail service of the Enployer has been established
for the distribution of official mail directly related to
the m ssion of White Sands M ssil e Range. The Enpl oyer
therefore agrees to allow the Union to use the on-post
distribution system for the dissem nation of
correspondence directly related to the Union's
representational responsibilities involving enployees in
the bargaining unit covered by this agreenent. The Union
agrees that the use of the Enployer's internal nmai
service does not extend to any witten material relating
to the Union's internal affairs, such as nmonthly

newsl etters, notices of elections, or solicitations of
menber shi p.

Section 3. Reasonabl e space on official bulletin boards of
the Enpl oyer which are |ocated at or near the worksites of
bargai ning unit enpl oyees shall be available for use by
the Union in accordance with applicable regul ations. Any

i nformati on posted by the Union will not violate any | aw
or applicable regulation, or contain |ibelous materi al

The Union will be solely responsible for all posted
material in terms of accuracy and adherence to ethica
standards, will insure that material is kept current, and
will maintain its designated bulletin board space in a
neat and orderly manner. The space authorized for the



Union's use will be clearly marked by the words " NFFE
Local 2049".

Section 4. A copy of this agreement will be furnished to
all present and future bargaining unit enpl oyees covered
by this agreenent and to the supervisory personne
responsi ble for adm nistering this agreement. The cost of
printing this agreenment shall be borne by the Enpl oyer.

Section 5. The Enpl oyer agrees to furnish to the Union
once every three (3) nonths a conplete listing of

enpl oyees in the bargaining unit covered by this
agreenment. Such listing shall contain nanes, job
classification, and organi zational |ocation of each

enpl oyee.

Section 6. One (1) copy of the NAF Supervisor's Guide, and
any changes thereto, will be provided to the Union. Copies
of regul ations and policies issued by the Ofice of

Per sonnel Managenent, other appropriate authorities, or
the agency are accessible to the Union through the NAF
Personnel Office library, or the Adjutant General I|ibrary.

Section 7. The Enpl oyer agrees to allow the Union officers
to use copy machines to nake copies of material directly
related to their representational duties. This materi al
will consist of grievances, appeals, responses to proposed
di sci plinary actions, including supporting documentation
and Uni on responses to Enpl oyer correspondence. This does
not extend to any material relating to the Union's
internal affairs. The Union will abide by the standard
operati onal and accountability procedures for the copier
foll owed by other organizations.

Section 8. The Enpl oyer agrees that pronmpt notification
will be given to Union officers and stewards as necessary
regardi ng briefings and group neetings affecting

bargai ning unit enpl oyees, regardl ess of the neans of
comruni cati on used for such notification (e.g.

menor andum phone call, electronic mil).

Article 15--Orientation of New Bargaining Unit Enpl oyees

Section 1. All new enpl oyees shall be inforned by the
Enpl oyer that NFFE Local 2049 is the exclusive
representative of enployees in the bargaining unit. Each
new bargai ni ng unit enpl oyee shall receive a copy of this
agreenment fromthe Enployer, together with a union
orientation package which includes a |ist of NFFE Loca
2049 O ficers and representatives. The Union will provide
this package to the Enpl oyer.

Article 16--Basic Wrkweek and Hours of Duty
Section 1. A majority of bargaining unit enployees will be

on varying tours, including days, nights, weekends, and
hol i days. Work schedul es may change from week to week



based on m ssion requirenments. Hours of work, shifts, and
tours of duty have been established by the Enployer in
accordance with managenent's retained rights under 5
U.S.C. 7106. The Enpl oyer recogni zes that the inpact and
i mpl ementation of its decisions to change established
hours of work, shifts, and tours of duty is a proper

subj ect of bargai ni ng.

The Enpl oyer recogni zes the need to notify enpl oyees of
changes in the individual's normal basic workweek as far in
advance as practicable, and agrees to do so at |east two
(2) weeks in advance of the change when the requirenent is
known at |east two (2) weeks in advance.

When a change in an individual's normal basic workweek is
required with ess than two (2) weeks notice, the Enpl oyer
will notify the enpl oyee as far in advance as practicable,
normal ly not later than the end of the adm nistrative

wor kweek prior to the week in which the changed schedule is
to be worked, unless the head of the agency detern nes that
it would be seriously handi capped in carrying out its
functions or that costs would be substantially increased.

Fl exi bl e enpl oyees are on varyi ng work schedul es. Schedul es
may change from day to day. Enployees will be notified as
far in advance as practicable.

Section 2. Bargaining unit enployees who work in

conti nuous operations will be assigned to a rotating tour
of duty. Two (2) consecutive days off outside the basic
wor kweek will be granted each enpl oyee if possible.

Section 3. Subject to m ssion requirenents, enployees of
the bargai ning unit whose work situations as determ ned by
their imedi ate supervi sor neet one of the follow ng
criteria will be granted a rest period at the worksite or
a designated break area not to exceed 15 m nutes during
each four (4) hours of continuous work

Rest periods that presently exist.

Hazar dous work or that which requires continua

and/ or consi derabl e physical exertion and rest

peri ods are needed for protection of enployee's
heal t h.

Where there is a need to reduce the accident rate by
removal of fatigue potenti al

Where the work is in confined spaces or in areas
where normal personal activities are restricted.
VWhere an increase in, or maintenance of, high quality
and/ or high quantity production is traceable to the
rest period.

Any di spute between enpl oyees and supervisors as to the
establishment of a rest break is grievable under the
negoti ated gri evance procedure.

Section 4. Rest periods will not be a continuation of the
l unch period, nor may they be granted i nmedi ately after
the begi nning of the tour of duty or imrediately prior to



the end of the tour of duty. If the period fromthe

begi nning of the daily tour of duty to the schedul ed | unch
period is less than four (4) hours, a rest period will be
granted only in unusual circunstances.

Section 5. In those work areas where rest periods have
been authorized, the i medi ate supervisor will determ ne
if such rest periods are to be taken at the sanme tinme by
all enpl oyees or on an individual basis at staggered tinmes
because of workl oad requirements. The Union recognizes
that when there are work requirenents of an urgent nature
to be nmet, the inmedi ate supervisor may determ ne that an
ot herwi se authorized rest period will not be granted to an
enpl oyee or group of enpl oyees.

Section 6. Subject to m ssion requirenents, enployees of
the bargai ning unit whose work situations as determ ned by
their imedi ate supervisor neet one of the criteria
described in Section 3 of this Article will be granted a
rest period not to exceed 15 m nutes during the m ddl e of
each consecutive four (4) hour period of overtime worked.

Section 7.

Thirty (30) mnutes duty free non-paid |lunch periods
normal ly will be granted when an enpl oyee has been
schedul ed for six (6) hours or nore.

When t he Enpl oyer requires work in lieu of a schedul ed 30
m nute duty free non-paid lunch period, the enpl oyee wll
be conpensat ed appropriately.

The Uni on recogni zes that m ssion support requirenents of
the Enpl oyer nmay necessitate an enpl oyee's remmining at

hi s/ her worksite during the [unch period. Wen such is the
case, a lunch period of not nmore than 20 m nutes shall be
granted and shall be considered tine worked for which
conpensation shall be allowed. When this on-the-job |unch
period is in effect, bargaining unit enpl oyees nust spend
the lunch period tine in close proximty to their work
stations so as to be immediately available to performtheir
assi gned duti es.

Section 8.

Ni ght Differential is paid to all FW5 enpl oyees in the
anount of seven and one-half percent prem um pay when the
maj ority of schedul ed, non-overtime hours fall between 3:00
p.m and mdnight. The rate is ten percent of a mpjority of
hours worked between 11:00 p.m and 8:00 a.m When the
schedul ed hours of work neet the majority rule, prem um pay
is for the entire shift, exclusive of any overtinme hours.

Ni ght Differential is paid to all Pay Banded enpl oyees in
the anount of ten percent prem um pay for all schedul ed,
non-overtinme hours that occur between 6:00 p.m and 6: 00
a.m

Ni ght Differential is paid to all Caregiving Personnel Pay
Program enpl oyees in the anpbunt of ten percent prenm um pay
for all schedul ed, non-overtinme hours that occur between



6:00 p.m and 6:00 a. m

Section 9. An enpl oyee whose personal religious beliefs
requi re that he or she be absent from work during
schedul ed work periods may elect, with the prior approval
of his/her Enployer, to establish an alternate work
schedul e for this pay period, as long as a paid overtine
situation does not apply.

Article 17--COvertine

Section 1. The Enpl oyer has the right to assign overtine
wor k. \When the Enpl oyer has determ ned both that overtine
work is necessary and that it will be perforned by
qual i fi ed bargaining unit enployees, overtine assignnments
shall be distributed as equally as practicable anmong al
qualified enployees within the occupation in the

organi zati onal elenent for which overtime has been
authorized. In no case will overtinme work be assigned to
any enpl oyee as a reward or punishnent.

Section 2. The Enpl oyer agrees to mmintain records of
overtime work performed by bargaining unit enployees. Such
records shall be nade avail able to the enpl oyee and

hi s/ her Union representative upon request. (Appendix B)

Section 3. The Enpl oyer shall notify affected bargaining
unit enpl oyees of the necessity to performovertime work
pronptly after establishing firmovertine requirenents.
Every reasonable effort will be made by the Enployer to
provide this notice at |east 24 clock hours prior to the
schedul ed period of overtime. However, the parties agree
that enmergency situations as determ ned by the Enpl oyer
and unforeseen mi ssion support requirenments may preclude
such advance notice of overtine work. However, the

Enpl oyer agrees through careful planning to keep such
overtime scheduling to a m ninum being m ndful of the
hardship to the enpl oyee.

Section 4. A bargaining unit enployee may decline a
schedul ed overtine assignnment if the Enpl oyer deterni nes
that another qualified enployee is available and willing
to performthe work and that the full work requirenments
can be net. If a bargaining unit enployee is relieved of
an overtinme assignnent under the provisions of this
section, the hours of overtinme declined will be marked on
the overtinme record as declined, but will be considered as
overtime hours worked for the purpose of determ ning
equity of overtinme distribution within the organizationa
unit.

Section 5. In cases of energency as determ ned by the

Enpl oyer, where bargaining unit enpl oyees are not informed
of overtinme assignnents prior to the start of their daily
tour of duty, and are expected to work nore than two (2)
hours beyond the end of their daily tour of duty, an
opportunity to obtain food at their expense, and a



non-paid 30 m nute lunch period to consune it at the
worksite will be provided as determ ned by the Enpl oyer.
The non-paid lunch period shall be free fromall duty
obligations, unless the nature of the work is such that it
cannot be interrupted, in which case the Enployer wll

all ow the food consunption to be on a work status basis.
Enpl oyees expected to work nore than two (2) hours of
unschedul ed overtinme before or beyond their normal tour of
duty will be afforded an opportunity (where practicable)
to obtain food. Enployees will be permtted to notify
their homes when required to work unschedul ed overti ne.
When it is inpractical for the enployee to make such an
attenpt personally, managenent agrees that supervisors

wi Il endeavor to do so on behalf of the enployee upon
request.

Section 6. The Enpl oyer and the Union recognize that pay
for overtime work will be in accordance with al
applicable laws and regul ations to include the Fair Labor
St andards Act.

Article 18--Leave and Absences

Section 1. Annual |eave shall be earned in accordance with
applicable laws and regul ations. While the taking of
annual |eave is a right of the enpl oyee, the Enpl oyer
retains the right to determ ne when such annual |eave wll
be taken. For this reason, the use of annual |eave is
subject to the approval of the enployee's supervisor

Subj ect to workload requirenments and availability of
personnel, the Enpl oyer agrees to all ow bargaining unit
enpl oyees to schedule at | east one (1) week of vacation

| eave per cal endar year in order to allow the enployee an
opportunity for rest and relaxation away fromthe
worksite. All annual |eave requests for vacation purposes
shall be submtted by individual enployees to their
supervi sor on or about January 31st of each year. Every
reasonabl e attenpt consistent with workl oad requirenents
will be nade by the Enployer to adhere to the established
vacati on schedul e. The parties recogni ze that unforeseen
energencies may arise which require the use of annua

| eave which has not been previously schedul ed or approved.
In such cases the enployee will request approval for
emergency annual |eave directly from his/her imrediate
supervi sor as soon as possible but not later than two (2)
hours after the start of the enployee's tour of duty if
the enpl oyee has not reported to his/her worksite. Wen
the first-line supervisor is unavail able, the enpl oyee

will refer the request to the supervisor in charge, or to
the next |evel of supervision and then through the chain
of command as necessary. The enployee will state the

nature of the energency and the expected duration of

hi s/ her absence, and approval or disapproval of such
requests by the supervisor will be determ ned on an

i ndi vi dual case basis. An enployee may be required by

hi s/ her supervisor to furnish evidence that the emergency
absence was bona fide if the supervisor reasonably



suspects abuse. The parties agree that enployee requests
for short periods of annual |eave, other than for
schedul ed vacati ons or energency purposes, will be nmade to
the i nedi ate supervisor as far in advance of the planned
absence as possible, but in no case later than the close
of the workday precedi ng the planned absence. Annual |eave
is accrued fromthe date of enploynent, but may not be
used for a period of 90 days. Annual |eave accrues for al
hours in a pay status up to 40 hours per week. The

percent age of accrual is based on creditable NAF or
mlitary service, and accrues as foll ows:

Less than three years of creditable service is 5% of hours
wor ked per pay period, or 13 days per year for a full tinme
enpl oyee.

Three to 15 years of creditable service is 7% of hours
wor ked per pay period, or 20 days per year for a full time
enpl oyee.

Over 15 years of creditable service is 10% of hours worked
per pay period, or 26 days per year for a full time

enpl oyee.
Section 2. Sick Leave.

Sick | eave shall be earned in accordance with applicable

| aws and regul ations. Regular Full and Part Tinme enpl oyees
earn sick leave to be credited to their account at the

begi nni ng of each pay period, at the rate of 5% of the
total hours in a pay status up to a maxi num of 40 hours per
week. The m ninum accrual is % hour in a pay period. Sick

| eave is earned fromthe first pay period of enploynment and
may be used when earned. Flexible and tenporary enpl oyees
have no entitlenent to sick | eave. There is no maximum for
accunul ati on of sick |eave. Both the Enpl oyer and the Union
encour age the careful use and conservation of sick | eave by
all enpl oyees, and the Union agrees to support the
installation sick | eave program which is designed to

achi eve these goals. Sick | eave may be used when the

enpl oyee recei ves nedical, dental, or optical exam nation
or treatnment; is incapacitated for the performance of
duties by sickness, injury, or pregnancy and confinenent;
is required to give care and attendance to a nember of

hi s/ her inmmediate fanmily who is afflicted with a contagi ous
di sease; or when the enployee's presence on the job would

j eopardi ze the health of others because of exposure to a
cont agi ous di sease. Sick |eave nmust be requested by an

enpl oyee from hi s/ her inmedi ate supervisor not |ater than
tour of duty. When the first-line supervisor is unavail able
the enployee will refer the request to the supervisor in
charge, or to the next |evel of supervision and then

t hrough the chain of command as necessary. The enpl oyee
will explain the reasons for the absence and the estimted
duration of the absence. Any absence in excess of three (3)
consecutive workdays will require the enployee to furnish a
medi cal certificate. Normally, the enployee's own
certification will be sufficient to support a charge to
sick | eave for absences of three (3) working days or |ess.



When t he supervisor has reason to believe that the use of
sick | eave has been abused by a bargai ning unit enpl oyee,
this my lead to the issuance of a | eave restriction
letter. Once an enpl oyee has been issued a | eave
restriction letter, the supervisor will reviewthe
restrictions every four (4) nonths. If the supervisor
bel i eves the enpl oyee's sick | eave probl em has been
corrected, the |leave restriction letter will be w thdrawn.
An enpl oyee's failure to correct the problemw |l result in
the supervisor's extension of the |eave restriction letter
for periods of four (4) nonths thereafter

Additionally, per the Famly Friendly Leave Act an enpl oyee
may use his/her sick leave to care for a famly nenber as a
result of illness; injury; pregnancy; childbirth; or

nmedi cal, dental or optical exam nation or treatment, or for
travel to and attendance at the funeral or nmenorial service
of a family nmenmber, including pre-funera

gat heri ngs/ cerenoni es. Sick | eave may be granted under this
Act only when supported by evidence administratively
acceptable. Normally, enployee certification is
perm ssi bl e; however, supervisors may require mnmedical or

ot her appropriate docunmentation to support absences in
excess of three (3) consecutive workdays. The decision to
grant or deny sick |eave requests rests with the
supervisor, as it does with traditional sick |eave
requests. Enployees may use up to forty (40) hours of sick
| eave per |eave year for famly care and/or bereavenent

pur poses, and may use up to 64 additional hours per |eave
year for these purposes (for a total of 104 hours),

provi ded the anount of sick |eave remaining in their

account would not fall below 80 hours. Fam |y nenbers under
this Act are defined as: a spouse, or the spouse's parents;
children (including adopted children), and their spouses;
parents; brothers and sisters and their spouses; and any

i ndi vi dual related by blood or affinity whose cl ose
association with the enployee is the equivalent of a famly
rel ati onship.

Section 3. The Enpl oyer agrees that an absence covering
pregnancy and confinenent shall be treated the same as any
other medically certified tenmporary disability. An absence
for maternity purposes is chargeable to sick |eave, annua
| eave, or |eave wi thout pay, as appropriate. Requests for
sick | eave due to pregnancy and confinenment nust be
supported by a medical certificate. An enployee who plans
to return to work foll owi ng pregnancy and confi nenent

shall be offered continued enploynment in her position or a
i ke position, unless term nation is otherw se required by
expiration of appoi ntnent, by Business Based Actions, or
for simlar reasons unrelated to the maternity absence.

For such an enpl oyee, the total period of absence for
maternity reasons will be based on appropriate nedica
opi ni on and the Enployer's authorization of appropriate

| eave, consistent with workload and staffing requirenents.
A mal e enpl oyee may request annual |eave, sick |eave, or

| eave without pay for purposes of assisting or caring for
his m nor children or the nother of his newborn child



whil e she is incapacitated for maternity reasons. The
anount of | eave authorized by the supervisor shall depend
upon the circunstances of the individual case. Simlar
requests for annual |eave, sick |eave, or |eave w thout
pay for those enpl oyees who beconme adoptive parents will
al so be evaluated by the Enpl oyer on a case-by-case basis.

Section 4. Enpl oyees who are nenbers of the National Guard
or Reserves will earn mlitary | eave in accordance with
applicable laws and regulations. This mlitary | eave may
be used for active duty or active duty for training.
Mlitary |leave is not authorized for periods of inactive
duty training (usually weekend drills).

Section 5. If otherwise in a duty status, bargaining unit
enpl oyees who are registered voters will be granted
excused absence to vote in national, state, and |oca

el ections, in accordance with applicable regul ations.
Requests for excused absence to donate bl ood, perform
enmergency rescue or protective work, or participate in
other worthwhile activities will be processed in
accordance with applicable regul ati ons. When operations
are interrupted by events beyond the control of the

Enpl oyer, such as, but not limted to, national
enmergenci es, natural disasters, extrene climtic
condi ti ons, breakdown of equipnment, and power failures, it
is within the discretion of the Enployer to close all or
part of the installation for short periods, and to grant
adm ni strative | eave to affected enpl oyees in accordance
with applicable regul ations.

Section 6. Bargaining unit enployees whose services are
not required by the Enployer on a holiday established by
federal statute or Executive Order will be excused from
duty without charge to | eave, and those excused w |l be
entitled to holiday benefits in accordance with
appropriate | aw and regul ati ons. Determ nati on of the day
to be treated as a holiday shall also be nade by the

Enpl oyer in accordance with applicable | aw and
regul ati ons.

Section 7. The Enpl oyer and the Union recogni ze that
normal |y the granting of | eave without pay (LWOP) is a
matter of adm nistrative discretion, and all requests for
LWOP shall be considered in accordance with applicable

| aws and regul ati ons. LWOP shall be granted upon request
to enpl oyees otherwi se entitled to LWOP who are disabl ed
veterans in need of nedical treatnment, or are nenbers of
the Reserves or National Guard, in order to perform
mlitary training duties. In addition, under the

provi sions of the Fanmily and Medical Leave Act, bargaining
unit enpl oyees may request up to 12 wor kweeks of unpaid

| eave during any 12-nonth period for the follow ng

pur poses:

The birth of a child of the enployee and the care of
such child;



The placenment of a child with the enpl oyee for
adoption or foster care;

The care of a spouse, son, daughter, or parent of the
enpl oyee who has a serious health condition; or

A serious health condition of the enployee which
makes the enpl oyee unable to performthe essenti al
functions of his/her position.

The enpl oyee normally nust provide notice to the Enpl oyer
of his/her intention to request unpaid | eave under the
provi sions of the Fam |y and Medical Leave Act not |ess
than 30 days before the requested |leave is to begin. The
Enpl oyer nmay require nmedical docunmentation to support
unpai d | eave taken under the Fanmi |y and Medical Leave Act.

Section 8. The Enpl oyer and the Union agree that it is the
civic responsibility of bargaining unit enployees to
respond to calls for jury duty and witness service. Court

| eave for jury duty and wi tness service shall be

aut horized in accordance with applicable | aw and
regul ati ons.

Section 9. Tardiness and brief absences fromduty of I|ess
than one (1) hour may be excused wi thout charge to | eave
at the option of the supervisor when reasons appear to be
adequate to the supervisor. When an enpl oyee is frequently
tardy or otherw se absent from duty when the reasons are
not adequate to the supervisor, such absences and
tardiness will be charged to annual |eave or absence

wi t hout approved | eave (AWOL), as appropriate. Each case
of tardiness or brief absence fromduty shall be
considered on its own nerits by the Enpl oyer.

Article 19--Conpetitive and Non-Conpetitive Referrals,
Details, Tenporary Pronmptions, Limted Tenure, and
Enmer gency Hires

Section 1. Conpetitive Referrals.
I n accordance with Departnent of the Arny, AR 215-3.

Subj ect: Enpl oynent, and Department of the Arny
Moder ni zati on Gui de, the parties agree that conpetitive

vacancy announcenents will be publicized in the NAF
Personnel O fice, Human Resources Division Job Information
O fice, Channel 3, and the Mssile Ranger and will be open

for a m nimum of three days. All vacancy announcenents
shoul d contain the foll ow ng:

Title, series, and grade.

Sal ary per hour for all positions.

Locati on of position

Work schedul e and differential information if
Brief statenment of duties.

Brief statement of qualifications required,

i ncluding length, type, and | evel of experience.
Cl osing date, or no closing date.

Where to apply.



St atement "Department of Army Nonappropriated
Fund Instrunmentalities are Equal Opportunity
Enpl oyers”.

A statement that the position has potential for
pronotion if such is the case.

A statenment of whistleblower protection against

reprisal
Applications will be dated upon recei pt. The NAF Personne
Ofice will make a pronpt determ nation, in accordance with

the appropriate qualification requirenments, regarding the
basic eligibility of each applicant for the position to be
filled. A notation indicating eligibility or ineligibility,

the initials of the rate, and the date of rating will be
recorded on the application of each candi date.
Applications will be referred to the selecting official on

DA Form 4985-R (NAF Referral and Selection List). The
intention is to apply mnimum qualification requirenents
and refer all qualified candi dates.

Section 2. Non-Conpetitive Referrals.

I n accordance with Departnent of the Arny, AR 215-3.

Subj ect: Enpl oynent, and Department of the Arny
Moder ni zati on Gui de, the parties agree that current or
former NAF enpl oyees enployed with a NAFI service may apply
non-conpetitively for any NAF position at the sane or | ower
grade or level held during the six (6) nmonth period.
Tenporary positions, such as sumer hires, after an initial
conpetitive placenment, may be appointed non-conpetitively

i n subsequent years.

The Arny Air Force Exchange Service is considered a NAFI
and AAFES enpl oyees will be given the sane considerations.
Non- Conpetitive is filling a NAF position w thout
conpetition with a current or former NAF enpl oyee who is
eligible for reassignnent, reinstatenment, or reenploynent.
Sel ection of a Non-Conpetitive applicant is not mandatory.

Section 3. Procedures.

Appl i cants nust conplete a NAF Application, DA 3433, and
attach proof of past enploynent periods.

Applications will remain active for a period of six nonths.
Appl i cants nmay provide an update every six (6) nonths to
their original applications.

Appl i cants need only provide one application to cover any
and all NAF positions they wish to be considered for

Section 4. Details.
Positions may be filled by:

Details to higher graded positions not in excess of 60
days. Enpl oyees who are inproperly detailed to higher
graded positions for a period in excess of 60 days will be
all owed retroactive tenporary pronotions with back pay to
begin on the 61st day of the detail. Enployees may not be



detailed | onger than 60 days to performduties that have
not been evaluated as to grade. Prior to the 60th cal endar
day of such details, the duties involved nust eval uated,
and proper action taken in accordance with this policy. If
the evaluation is made after the 60th day, the enpl oyee
must be pronpted retroactively effective fromthe 61st day.
Details to positions at the same or | ower grade/level may
be used to neet a tenporary need or to assess an enpl oyee’'s
capability to performs, and interest in, the duties and
responsiblities of the position. Although no tinme
limtations are inposed on these actions, if the detail was
for the purpose of assessing the enployee’s performance in
the position a supervisor should normally be able to make
that assessment within a 120 day peri od.

Section 5. Tenporary Pronotions. Tenporary pronotions nmay
be effected on either a conpetitive or non-conpetitive
basis. (See AR 215-3). No tine limtations are inposed on
the I ength of conpetitive tenporary pronotions.

Section 6. To nmeet special work requirenments that wll

| ast in excess of one year, but are known to be

non- permanent and will cease to be needed upon conpletion
of a project or a projected period of tine, a position my
be designated as Limted Tenure. This termis added only
to a regul ar appointment as, either RFT-Limted Tenure, or
RPT-Limted Tenure. A clarifying remark as to the expected
expiration of the appointment will be entered on the DA
Form 3434. Limted Tenure enpl oyees have the sane
entitlenent to | eave and benefits as do all regular

enpl oyees. Limted tenure enpl oyees do not serve

probati onary peri ods.

Section 7. Energency Hires. In energencies where delay in
filling a position would cause serious disruption to the
wor k, action may be taken to fill a position
non-conpetitively for a period not |onger than 30 days.
Such an energency flexi bl e appointnment must be fully
justified and have approval of the NAF Personnel O fice.
By the end of the 30 day period, the appointment nust be
term nated. In unusual circunstances, the installation
commander may approve extension not to exceed 30
addi ti onal days.

Article 20--Sel ection

Section 1. In accordance with Department of the Army, AR
215-3, and Departnment of the Army Modernization Guide, the
parties agree that enployees will be referred and sel ected
using the follow ng preferences:

Sel ection Preference for all conpetitive recruitnent
actions for positions NF-3 and below, to include all
prevailing rate and CC positions, will be given according
to the following priorities:

Spouse Enpl oynment Preference(SEP) (See Section 2)



I nvoluntarily Separated Mlitary (ISM
Current and Forner NAF Enpl oyees
Qut si de Applicant-Veteran

Qut si de Applicant-Non- Vet eran

Section 2. Spouse Preference Definition.

A mlitary spouse applying and referred for positions at
NF- 3 and bel ow, or equivalent in representative rate hourly
positions, will be given preference for selection. Spouse
enpl oynment preference does not apply to non-conpetitive

pl acement actions. A spouse is defined as the wife or
husband of an active duty mlitary menmber of the Arned
Forces, including the Coast Guard, and a nmenber of the

Nati onal Guard or Reserves on active duty. To be eligible
for preference, the spouse nust have been married to the
sponsor before the sponsor received official PCS orders.

An eligi bl e spouse nust request consideration at the tine
of initial application to the servicing NAF Personne
Ofice. Eligibility will be verified by neans of the
sponsor’s PCS orders. Eligibility time period begins 30
days before the mlitary sponsor’s reporting date at the
new duty | ocation and continues during the entire tour, or
until acceptance or declination of an interview or position
of fer (NAF or APF) at the grade for which preference as
been requested. Preference is also term nated on pl acenent
into any continuing position in the new duty |ocation; that
is, one expect to continue for at |east one (1) year

whet her or not preference was applied. A flexible position
is considered to be a continuing position. MACOM comranders
may limt eligibility during the last six (6) nmonths of the
tour. Eligible spouses will be given preference in the sane
comruti ng area as that of the new duty station of the
sponsor, or in surrounding localities to which a spouse has
determ ned he or she is willing to travel on a daily basis.

Article 21--Job Descriptions

Section 1. NA, NL, NS, and CC (Crafts and Trades)

enpl oyees are entitled to a job description and NF (Pay
Banded) enpl oyees are entitled to Standard Position Cuides
whi ch neets the standards of adequacy established by
applicable O fice of Personnel Managenent and Depart nment
of Arny regul ations. Job descriptions shall be revi ewed
annual Iy by managenent and enpl oyees for accuracy.

Section 2. |If a bargaining unit enployee questions the
accuracy of his/her job description, he/she will use the
negoti ated gri evance procedure contained in Article 11 to
resolve this issue

Section 3. A bargaining unit enpl oyee who requests a
review of the title, series, grade or pay category of

hi s/ her job is encouraged to present a position
classification conplaint orally before filing an appeal

al t hough not required to do so. If the enployee elects to
present the conplaint orally, appropriate



supervi sor/representatives of the Enployer will discuss
the matter with the enpl oyee and explain the basis upon
whi ch the job has been evaluated. The enpl oyee nay have a
Uni on representative present at this discussion if
requested. If the enployee is satisfied with the

di scussion, no further action will be taken. If the

Enpl oyer/ supervi sor determ nes that there are specific
guestions concerning the enployee's official job
description which mght affect the title, series, grade,
or pay category of the position, the Enployer may conduct
an audit of the bargaining unit enployee's job in order to
determ ne the proper classification. A Union
representative my be present during a job audit of the
classification issues under contention, subject to the
fol | owi ng:

The accuracy of the official job description nust
have been questioned, and

The enpl oyee nust have specifically requested in
writing the presence of a representative.

Regar dl ess of whether the Enpl oyer conducts a job audit of
the enpl oyee's position, any changes in pay category,
title, series, or grade resulting fromthe ora
classification conplaint will be nmade pronptly and the
case closed. If the bargaining unit enployee is

di ssatisfied with the results of his/her oral
classification conplaint, he/she may subnmit a position
classification appeal in witing. However, since the pay
band system does not use discrete standards to allocate
duties to a pay level, classification appeals are not
applicable to the system Questions or conplaints relative
to the allocation of a position will be handl ed

excl usively through the negotiated grievance procedures.
NA, NS, NS, and CC enpl oyees may appeal a position
classification through channels up to OPM

Article 22--Equal Enpl oyment Opportunity (EEO

Section 1. The Enpl oyer agrees it shall not discrimnate
regardi ng enpl oyment or conditions of enploynment because
of race, color, religion, sex, national origin, age, or
handi cappi ng conditions in accordance with applicable | aws
and regul ations. It has been and shall remain the policy
of the Enployer that enploynment practices of the Enployer
will denmonstrate full adherence to the letter and spirit
of federal government policy and | aws guaranteei ng equa
enpl oyment opportunity to all persons. The Enpl oyer and
the Union agree to cooperate in providing equa

opportunity in enploynent for all persons and in pronmoting
the full realization of equal enploynment opportunity.

Section 2. Allegations of discrimnation have been

excl uded from coverage by the provisions of the negoti ated
grievance procedure in Article 11. Bargaining unit

enpl oyees may pursue allegations of discrimnation through
the statutory EEO conpl ai nt system



Section 3. An installation Affirmative Action Plan
i nsuring equal enploynment opportunity in all aspects of

enpl oyment and personnel practices will be published by
the Enpl oyer. Two (2) copies of the published Affirmative
Action Plan will be distributed to the Union

Section 4. A unit enployee discussing a problem of alleged
di scrimnation with an EEO Counsel or nay have a Uni on
representative present, if the enployee so desires.

Section 5. The Enpl oyer has the right to adm nister
appropriate discipline in instances where any individua
has been properly found to have engaged in discrimnatory
acts in accordance with applicable | aw and regul ati on

Article 23--Performance Pl ans and Appraisals

Section 1. In accordance with Department of the Army, AR
215-3, Departnent of the Arny Mbdernization Cuide,
Departnent of the Arny Pay Band System Gui de, and NAF
Policy, Aug 95, the parties agree that enpl oyees on a
Regul ar Full or Part Tine appoi ntnment, and Payband

enpl oyees on a Fl exi bl e appointnment will receive an annua
performance plan and appraisal in conjunction with their
bi rt hdat e.

Section 2. Performance Plans are required for all Regul ar
Full, Part Time, and Payband Fl exi bl e enpl oyees.

Per formance pl ans should contain a mnimum of three (3)
maj or elenents, with the majority titled Critica

El ements, and at |east one (1) Non-Critical Elenent.
Wthin each major el ement a breakdown of tasks or duties
shoul d i ncorporate neasurable factors of quality,
quantity, tineliness, and manner of performance. Factors
shoul d be set at the satisfactory or nmet |evel.

Section 3. Performance Ratings are required for al

Regul ar Full, Part Tinme, and Payband Fl exi bl e enpl oyees.
Ratings will be conpleted on DA 3612R, provided by the NAF
Personnel Office to supervisors the nonth prior to the
enpl oyee’ s birth nmonth. Appraisals should be conpleted
within ten (10) days after the enployee’s birthdate. The
conmpl eted original Performance Appraisal will be given to
the enpl oyee, and a copy furnished to the NAF Personne

O fice. Ratings of CQutstanding or Unsatisfactory should

i nclude justification. Ratings nmay not be conpleted unti
a mnimum of 120 days of service have been conpleted. If
the enpl oyee has served | ess than 120 days under his or
her current supervisor, the annual rating nay be prepared
by the current supervisor after consultation with the
previ ous supervisors, or may be delayed until the end of
the 120 day period. The five rating options are listed
bel ow:

Qut standi ng. All elenments have been rated exceeded.
Witten justification is required.



Excellent. A mpjority of elenments have been rated
exceeded, and no other element is rated | ess than
net .

Satisfactory. All elenents are rated at |east net.
Mnimally Satisfactory. One or nore non-critica

el enents are rated not net.

Unsati sfactory. One or nore critical elenents are
rated not nmet. Witten justification is required.

Section 4. Probationary Appraisals are required for al
new y appointed Regular Full and Part Time enpl oyees. The
probationary period is one (1) year for all new enpl oyees.
Up to six (6) nonths credit is given for an initial

Fl exi bl e appoi nt ment converted to Regular Full or Part
time provided the enpl oyee does not change positions. The
initial Annual Performance Appraisal will not be schedul ed
earlier than 120 days after conpletion of the Probationary
Appr ai sal

Section 5. Any performance based actions taken by the
Enpl oyer based upon an enployee’s failure to neet
established | evels of performance will be in accordance
with the procedures set forth in Article 24, Performance
Based Actions, of this agreenent, and applicable |aws
regul ati ons, and policies.

Article 24--Performance Based Actions

Section 1. In accordance with Department of the Army, AR
215-3, and Department of the Army Modernization Guide, the
parties agree that this section will provide procedures
for effecting nondisciplinary involuntary personne

actions based upon failure to neet established |evels of
performance. Performance based actions include reduction
in pay rate (NF enpl oyee only), reduction in grade or pay
| evel , and separation

Section 2. Comruni cati on- Counseling. Performnce

eval uati on shoul d be an ongoi ng process which incl udes
peri odi c communi cati on between supervisors and enpl oyees
as reflected in AR 215-3. Counseling enpl oyees about
specific performance deficiencies as soon as they arise
and offering appropriate assistance can often prevent nore
serious performance problenms. It is inmportant that

enpl oyees be given a reasonabl e chance to denonstrate
acceptabl e performance. The determ nation of the
appropriate length of time for an enpl oyee to inprove
shoul d be determi ned on a case by case basis. Individua
supervisors are in the best position to understand the
work requirements of their unit and the nature of the
enpl oyee’ s duties and responsibilities and, therefore, to
exerci se judgenent in determ ning how to reasonably
structure the enployee’ s opportunity to inprove.

Section 3. Procedures.



Any tinme that an enployee fails to nmeet established
| evel s of performance, the supervisor must notify the
enpl oyee in witing of the specific elenents for which

performance is unsatisfactory. The enployee will also
be informed of the | evel of performance that nust be
attained and the tinme that will be allowed to provide a

reasonabl e opportunity to achieve the required | evel of
performance. A tool that in some cases can help in
acconplishing this, is a formal, witten performance

i mprovenent plan. Such a plan provides a structured
means of identifying the areas of deficiency and |aying
out a plan for inproving the enpl oyees’ performance. In
all cases, the enpl oyee should be given every

assi stance to achi eve acceptabl e performance.

An enpl oyee, whose perfornmance has been determ ned to
be unsatisfactory after being afforded an opportunity
to inprove, is entitled to a 30 cal endar day advance
noti ce of the proposed action to be taken. The notice
will include a statenent identifying the performance
requi rements which the enployee failed to neet and what
action was taken to assist the enployee in inproving.
The notice will also informthe enpl oyee of the
specific action proposed to be taken, the right to
reply orally and in witing to the proposed action
within ten cal endar days with the assistance of a Union
representative; and that a witten decision on the
proposed action will be issued. The witten decision
on the proposed action will be issued by the Enpl oyer
to the enpl oyee as soon as practicable follow ng
expiration of the reply period. The witten decision

will notify the enpl oyee of the specific action to
be taken and the effective date of the action. The
enpl oyee also will be informed in the decision of the

right to grieve the action under the negoti ated
grievance procedures with the assistance of a Union
representative, and the applicable time limt to submt
such a grievance.

Article 25--Discipline

Section 1. In accordance with Department of the Army, AR
215-3, the parties agree that discipline is the
responsibility of the Enpl oyer. Maintenance of discipline
wi Il be achieved, to the maxi mum extent possible, through
cooperation, fairness, good supervisory practices, and
adherence to reasonabl e standards of conduct. Responsible
judgement nust be exercised in selecting anong the variety
of disciplinary penalties which my be inposed. The
seriousness of the offense, the past records of the

enpl oyee, the circunstances contributing to the offense,
the probable effectiveness of the penalty in stinmulating

i mprovenent, the reasonabl eness of the penalty, the tinme
period since a previous-like offense, and the influence of
the penalty on the norale of other enployees, all nust be
considered in reaching a decision on the action to be
taken. In all cases, disciplinary actions should be
initiated on a tinely basis. If an enpl oyee has been



di sciplined for an offense, no further disciplinary action
wi Il be proposed agai nst that enployee for the same

of fense. Action may be proposed for a simlar or repeated
offense. In addition, prior offenses nmay be used in
support of a charge to show patterns of conduct or
behavi or and prior disciplinary action nmay be used in
determ ning penalty for a current offense.

Section 2. Informal Counseling Actions.

Oral Adnonitions. An oral adnmoni shnment shoul d be enpl oyed
as pronptly as nmmy be necessary in situations of a mnor
nature involving violation of a rule, regulation, standard
of conduct, safety practice, or authoritative instruction
An enpl oyee’s supervisor is responsible for maintaining

di sci pline in his/her organization and, therefore, is the
nost appropriate individual to adnoni sh a subordinate

enpl oyee. To be nost effective, it should be conducted
pronptly, in private, and in an informl manner w thout
enbarrassing the enployee in front of his co-workers. The
enpl oyee shoul d be advised of the specific infraction of
breach of conduct, exactly when it occurred, and be
permtted to explain his/her conduct or act of comm ssion or
om ssi on.

Section 3. Formal Types of Disciplinary Actions.

Di sciplinary actions may consist of witten repri mands,
suspensions fromduty w thout pay, or separation for
cause.

Letters of Reprimand.

When a supervisor considers that forma

di sciplinary action may be required to correct

m sconduct on the part of a subordi nate enpl oyee,
the supervisor should obtain all available

i nformati on concerning the alleged m sconduct.
The supervisor should then discuss the incident
with the enpl oyee to:

Insure that all relevant facts are known to both
parties.

Afford the enpl oyee the opportunity to explain

the basis for his/her actions, and

Advi se the enpl oyee that disciplinary action is
under consideration. Since disciplinary action
could result fromthis interview, the enployee

nmust be provided the opportunity to be acconpani ed by
a Union representative if he/she is a nmenber of a
bargai ning unit and requests representation. The
meeting will be conducted within a reasonabl e amount
of time, typically two work days. If the enployee
presents a satisfactory explanation for his or her
conduct, the matter will be closed and the enpl oyee
so advised. If the enployee fails to provide a
reasonabl e expl anation for the m sconduct, the
supervisor will prepare a menorandum for the



record of the neeting and initiate disciplinary
action.

VWhen a determination is nade that a formal witten repri mand
is necessary for the reasons cited above, the supervisor will
prepare the letter of reprimand in draft and submt it to the
NAF Personnel Office for technical review The NAF Personne

Ofice will assure that the letter of reprinmand is consistent
with governing regul ations and | ocal disciplinary policy and
practices before delivery of the letter to the enpl oyee. The
letter of reprimand will be prepared for the signature of the
appropriate supervisor and will contain the follow ng:

A description of the offense, in sufficient detail,
to enable the enployee to understand fully the

vi ol ation, infraction, conduct, or offense for which
he/ she is being censured. Such specifics as tine,

pl ace, dates, and events should be included in
support of the incident giving rise to the
disciplinary action. 1In the event the reprimand is a
foll owup of previous offenses and the action is
consi dered as a continuation of constructive
discipline, the former incidents will be restated.
Additionally, if the enployee failed to take any
remedi al action previously agreed to, that fact wll
be incl uded.

In cases where it is determ ned to beadvantageous for
preventive purposes, a warning that future m sconduct may
result in considering a nore severe disciplinary nmeasure wl |
be included. |If appropriate, advice regarding assistance
avail able to the enpl oyee for remedi al purposes or as a means
to help overconme the deficiency and avoid future recurrence.
Additionally, the enployee will be informed regarding any
specific action required. That the reprimand will remain in
the enployee’s OPF for a specified period (no nore than two
(2) years) unless sooner removed by the enpl oyee’s
supervisor. Information regarding the right to request a
review of the action within ten (10) cal endar days after
delivery of the letter of reprimand (see 4 bel ow).

A formal witten reprimand is nonpermanent in nature and nust
be withdrawn fromthe official personnel folder

Upon expiration of the period specified in the letter
of reprimand.

Upon separation of the enployee fromthe rolls of the
enpl oyi ng activity.

Upon determ nation through an appropriate

adj udi catory procedure that the reprimand is
unwarrant ed and nust be wi t hdrawn.

Upon determ nati on by managenent that the reprimand
shoul d be wi t hdrawn.

At the time that a reprimand is withdrawn from

the official personnel folder, a review should be
made of personnel and supervisory records and files,
and all references to the reprimand renoved.



A review of the issuance of a letter of reprimand will be
made under the follow ng circunstances:

In the event an enpl oyee requests a review of the

i ssuance of a letter of reprimand the request nust be
made within ten (10) cal endar days of receipt of the
letter. This request nust be presented to the
supervi sor next above the issuing supervisor orally

or in witing. The right to representation will be
the same as stated in Article 11. The revi ew process
will not include calling of wtnesses unless

determ ned by the reviewing official to be essenti al
to a full and fair review of the action. The review
decision will be issued pronmptly in witing and wll
address all issues raised in the request for review.
If dissatisfied with the witten decision of the
reviewi ng official, the bargaining unit enployee
may submt a grievance in witing to the next |evel
supervisor within ten (10) cal endar days foll ow ng
recei pt of this decision.

Suspensi ons.

A suspension is a period of tine authorized by AR 215-3
during which an enployee is placed in a tenmporary non-duty,
non-pay status as a disciplinary nmeasure. The supervisor of
an enployee is the individual primarily responsible for
initiating suspensions. Notices of proposed suspension and
noti ces of decision to suspend an enployee will be prepared
and signed by the supervisor and upon technical review by
the NAF Personnel Office, delivered to the enpl oyee.

An advance notice of the proposed suspension will be issued
as far in advance of the action as feasible, but it nust be
issued in all ordinary cases in tine to allow for an
advance notice period of ten (10) cal endar days.

The notice of a proposed suspension nmust: specify the

earliest date the proposed suspension will begin and its
duration; state all reasons supporting the proposed action
specifically and in detail; informthe enployee of the

right to review any material relied on as a basis for
taking the proposed suspension and where it can be

revi ewed; advise the enployee he/she may reply in person
in witing, or both; and informthe enpl oyee that he/she
may be acconpani ed by a chosen representative when
presenting an oral reply. It will also inform himher that
the reply will be considered in reaching a decision on the
proposed action if filed within the five (5) cal endar day
period follow ng receipt of the notice. It will identify
the person to whomto address a reply (usually the
supervi sor who signed the notice).

If the enpl oyee makes a tinely reply, it will be given
consi deration prior to any decision to effect the proposed
action. If a decision is made that the proposed action wll
not be effected, the enployee will be notified in witing.
If the decision is to effect the proposed suspension, a
notice of decision to effect the suspension will be



delivered to the enployee on or before the tine the
suspensi on beconmes effective. DA Form 3434 (Notification of
Personnel Action) is not prepared for suspensions.

The notice of decision to effect the suspension must inform
the enpl oyee of the reasons for the action, and of the
right to file a grievance, provided it is filed not |ater
than 15 cal endar days after the effective date of the
suspensi on. The reasons for the action stated in the letter
of decision nust be the same as those stated in the notice
of proposed action, unless it has been determ ned that one
or more of the reasons are no | onger considered as
justifying the decision. The decision may not be based on a
reason whi ch was not included in the notice of proposed
action.

Separation for cause. Separation for cause will be taken
only for such reasons as will pronote the efficiency of the
Service. Notice of proposed separation for cause and
subsequentdecision letters will be prepared and signed by the
supervi sor and upon technical review by an official of the
servi cing NAF Personnel O fice, delivered to the enpl oyee.
An enpl oyee agai nst whom a separation for cause is proposed
will be given at |east 30 cal endar days’ advance notice of
the proposed action with the foll owi ng exception. The ful
30 days’ advance witten notice in not required for a
separati on when the circunstances are such that retention
of the enployee is an active duty status during the notice
period may be injurious to the enployee, his or her fellow
wor kers , or the general public; may result in damage to
property or |oss of funds; or because the nature of the
enpl oyee’ s offense may refl ect unfavorably on the public
perception of the Arny. Under these circunstances, when the
situation required i medi ate action, the enpl oyee may be

pl aced in a non-duty status with pay (within the enpl oyee’'s
basi ¢ wor kweek). The advance notice of proposed separation
will provide not |less that five (5) cal endar days for the
enpl oyee to reply and such tine as would be reasonabl e
under the circunstances for the separation to be effective.
When the full 30 day advance notice period is required, the

notice will state that the proposed action will be made
effective not earlier that 30 days fromthe date of receipt
of the Letter of Proposal. If the full 30 day advance
notice period is not required, the notice will state the
specific date on which the proposed action will becone

ef fective.

In conputing the advance notice period, the day the notice
is delivered and the effective date of the separation wll
not be counted in the 30 day notice period.

A Separation for Cause will be effective at m dnight on the
date specified in the notice of decision, unless a
different tine is specified in the notice.

The notice of proposed Separation for Cause wll:

State specifically and in detail the reasons supporting the
proposed action, including names, dates, tinmes, and pl aces.
I ncl ude a detailed statement on any part of the enployee’s

past record which is considered as contributing to the



severity of the proposed action. Informthe enployee of the
right to review the material relied on as a basis for taking
the proposed separation and where is can be revi ewed.
Informthe enpl oyee regarding the right to reply orally, in
writing, or both with or without representation, and to
submt affidavits in support of the reply.

Identify the person to receive the witten and/or ora
reply. Specify the tinme limt for subm ssion of the reply,
which will normally not exceed 15 cal endar days.

I nformthe enpl oyee regarding official tinme permtted

wi t hout | oss of pay or charge to | eave for preparation of

the reply.

Informthe enployee that the reply will be consi dered before
a final decision is made to effect, nodify, or cancel the
proposed action and that he/she will be notified in witing

of the final decision

The notice of proposed action should be delivered personally
to the enployee and, if possible, a witten acknow edgnent of
recei pt obtained. If the notice nust be delivered by mail
provi sion nust be nade to obtain a receipt of delivery. Wen
the NAFI issuing the notice has nade every reasonable effort
to effect delivery and it is evident that the enpl oyee acted
to evade tinely delivery or acceptance of the notice, the
notice is valid as far as the issue of delivery is concerned.
If the enpl oyee chooses to reply to the advance notice

orally, he/she will be afforded an opportunity to be heard
and may be acconpanied by a representative if desired.
He/she will be permtted to make any presentations felt

rel evant and which he/she believes should be considered
before the final decision. The right of making a reply in
person does not include the right to a hearing with
testinony fromw tnesses for both sides of the controversy,
but is an opportunity for refutation of the advance notice.

When a reply is made in person, a witten sunmary will be
made of the personal reply and, if possible, the enployee’'s
signature will be added to it as an indication that he/she

agrees with the accuracy of the reply.

When a reply is received froman enpl oyee agai nst whom a
separation is proposed, the official rendering the decision
will give it careful, detailed, and objective consideration
The proposed action may be withdrawn, or aml ess severe one
substituted w thout issuing a new notice.

The action decided upon nay not be based on reasons not
specified in the initial notice of the proposed action. If
any additional reason or reasons are used to support the
action, a new notice of proposed action is required which
will specify a new advance notice peri od.

The notice of decision will be reviewed for technica
conmpliance prior to dispatch by the servicing NAF Personne
Ofice. It will be dated and in witing and will be issued
pronptly after the decision is nade. When a decision to
separate is being conveyed, a DA Form 3434 effecting the
separation will be enclosed with the notice of decision
Each notice of decision will include the information
indicated in (a), (b), and (c) below, and when the proposed
action is not withdrawn, in (d), (e), and (f) bel ow



I ncl ude the date the notice of proposed action was issued.
Identify each reason for the action which was included in
the notice of proposed action and clearly identify each
reason relied on to support the action and which were not
sust ai ned.

State the decision.

I nformthe enpl oyee he/she has the right to grieve the
action under the negotiated grievance procedure at Step 3,
that the grievance nust be filed before the expiration of the
ten (10) cal endar day period i nmediately follow ng the
effective date of the action.

Furni sh the exact nane and address of the person or office
to which the grievance shoul d be addressed.

Specify the date on which the action will be effective.

Section 3. Records.

Location of Records. Letters of Reprimnd and enpl oyee’s
reply will be placed on the left side of the enployee’s

O ficial Personnel Folder. A Letter of Reprimand will not
be placed in the Oficial Personnel Folder when a grievance
has been initiated until a decision is nade on the grievance.
Letters of Reprinmand may be renpved fromthe personnel folder
at any tinme the supervisor feels the enpl oyee has made
sufficient progress to warrant such renoval. Letters of

deci sion to suspend or separate an enployee from his/her
position for disciplinary reasons, notices of proposed
actions and replies will be retained as pernmanent records on
the right side of the enployee’s O ficial Personnel Fol der
Rel ease of Information. An exact copy or an extract of the
actual | anguage of a witten reprimand, notice to suspend,
or notice to separate for cause normally should not be

rel eased to sources other than authorized Federal or NAF
officials without the witten consent of the person who
recei ved the disciplinary action. However, upon a

determ nation of legitimate interest and upon a determ nation
that the rel ease would not be prohibited by |aw, the reason
shown on the DA Form 3434 (for a separation for cause) or a
brief statenent of the nature of the offense and the specific
di sciplinary action inposed may be furni shed without the
consent of the enployee. An incident which did not lead to
separation should be of interest only to a Federal or NAF
Enpl oyer; therefore, the enployee’s right to privacy should
be the parampunt consideration in determ ning whether to
rel ease informati on on adnonition actions to other enpl oyees
or individuals. In all cases, there should be determ nation
that the person requesting the information has a legitimte
interest init. For specific guidance refer to AR 340-21, the
Armmy Privacy Program

Tabl e of Penalties. The penalties for delinquency or

m sconduct are |ocated in AR 215-3.

Article 26--Separation
Section 1. In accordance with Department of the Army, AR

215-3, and Departnment of the Army Modernization Guide, the
parties agree that enployees may be separated under the



followi ng conditions:

Fl exi bl e enpl oyees may be separated with an advance
noti ce of seven (7) cal endar days. DA Form 3434 nmay
be used to provide notice. Such separations are not
grievabl e, (except under Article 11, Section 3p), and
are taken without prejudice, and do not preclude
reenpl oynment .

Li mted Tenure enpl oyees may be separated prior to
the projected expiration date with a mni mum 14

cal endar day advance notice. No advance notice is
requi red upon conpletion of the projected period.
Separation of Limted Tenure enpl oyees is not
grievabl e.

An enpl oyee who fails to report for duty and is
carried in an AWOL status for three (3) consecutive
schedul ed work days may be separated for abandonment
of position. No advance notice of any kind is
required prior to effecting the separation. If the
enpl oyee presents reasons acceptable to the Enpl oyer
for his/her absence, the abandonnent of position
action will be rescinded and the enpl oyee restored
to duty.

Article 27--Safety and Health

Section 1. Ceneral. The Enpl oyer shall provide safe and
sanitary working conditions and equi pment in consonance
with the standards pronul gated under the Occupationa
Safety and Health Act of 1970 (OSHA) and applicable
Departnent of Defense and Departnment of Arny regul ations.

I n consonance with Chapter XVII Title 29, Departnment of
Labor Rul es and Regul ati ons, the Enployer shall post and
keep posted a notice or notices inform ng enpl oyees of the
protections and obligations provided for in the
Cccupational Safety and Health Act. When Union officers
and stewards are involved in representation duties,
negoti ati ons, or discussions pursuant to this Article they
shall be on official time if otherwise in an active duty
st at us.

Section 2. Safety Inspections. Appropriate personnel as
determ ned by the Enployer will inspect all work places at
| east annually, and upon request of a Union official, to

i nsure conpliance with Departnment of the Arnmy Occupationa
Safety and Heal th gui dance. A Union representative shal
have the right to participate in the inspections on
official time. The Union will be provided a copy of these
safety inspection reports, consistent with Privacy Act
requi rements.

Section 3. The Enployer will provide suitable protective
cl ot hing, equi pnrent, and safety devices for enployees
engaged in activities requiring sane in consonance with

st andards pronul gated under OSHA and applicabl e Depart nent
of Defense and Departnent of Army regul ations. Repair of

i ssued safety and environnental clothing will be provided



by the Enpl oyer. Protective clothing and equi prent issued
to an enpl oyee which is in need of repair shal
i mredi ately be reported to the enpl oyee's supervisor

Section 4. The Enployer will nake every effort in
accordance with |l aw and regulation to insure that
enpl oyees shall not be required to work in an environnent
whi ch the Occupational Health O fice has determi ned to be
unsafe to the continued health of the enpl oyees affected.

Section 5. The Enployer will exert efforts to see that
enpl oyees work safely, and enployees will report any
observed unsafe or unhealthy conditions to the enpl oyee's
i mredi at e supervisor. Stewards and other representatives
of the Union, in the course of performng their normally
assigned responsibilities, are encouraged to observe and
report unsafe practices, equipnment, and conditions, as
wel | as environmental conditions in their imedi ate areas
whi ch may represent health hazards. The Enpl oyer will
assure that no restraint, interference, coercion

di scrimnation, or reprisal will be practiced as a result
of an enpl oyee's reporting of an unsafe practice or

condi tion.

Section 6. The Enpl oyer shall make every effort in
accordance with law and regulation to insure that no

enpl oyee shall be required to performany work on a
machi ne or in an area where conditions exist that are
unsafe or detrinmental to health as determ ned by either
the Safety Division or the Occupational Health O fice. The
Enpl oyer also will meke every effort in accordance with

| aw and regul ation to insure that no enpl oyee shall be
required to work alone or without a co-worker in any area
whi ch has been identified by the Safety Division as an
area in which it is dangerous to work al one.

Section 7. Enployees will pronptly report conditions which
may be detrinental to their health and safety. If there is
any doubt regarding the safety of existing working
conditions, the problemw || be referred to the
appropriate Safety or Cccupational Health official for a
ruling. When it is not possible to obtain Enpl oyer
concurrence beforehand, an enployee may decline to perform
his or her assigned task because of a reasonable belief
that under the circunstances the task poses an i mi nent

ri sk of death or serious bodily harm coupled with
reasonabl e belief that there is insufficient time to seek
effective redress through normal hazard reporting and

abat ement procedures. In such case the enpl oyee will
notify the Enpl oyer as soon as possible. The enpl oyee may
grieve the decision of the Safety Division or the
Cccupational Health Ofice within fifteen (15) days of the
decision, or if no decision has been rendered, within
thirty (30) days of the incident, at Step 3 of the

negoti ated gri evance procedure.

Section 8. When a health and safety hazard is identified,



appropriate disposition of identified hazards will be
acconplished in accordance with OSHA, 29 C F.R 1910 and
1960, and Departnment of Arny regul ations. Posting of

noti ces of hazard will be acconplished in accordance with
29 C.F.R 1910 and 1960.

Section 9. On-the-job Injury or Illness. Enployees wll
report to their supervisor as soon as possible regarding
all injuries or illnesses which occur on the job. If the
enpl oyee is physically unable to do so, this may be
acconpli shed by a Union representative or persona
representative.

In case of serious on-the-job injury or illness or death of
an enpl oyee, the enployee's supervisor shall notify the
appropriate Union steward as soon as practicable.

Upon becom ng aware that an enpl oyee under his/her

supervi sion has suffered an on-the-job injury, the supervisor
will insure that the enployee receives pronpt nedica
treatnent as required. The enpl oyee then will be counsel ed by
hi s/ her supervisor on the procedures for filing clainms for
benefits under the Nonappropriated Fund Instrunmentalities
Act. The supervisor will insure to the extent possible that
forms are properly conpleted. A Union steward may be in
attendance for this counseling.

Addi ti onal counseling will be provided by a representative
of the NAF Personnel O fice if the enpl oyee desires to make
an appoi ntnment for this purpose. The Enpl oyer and the Union
agree that bargaining unit enployees and their supervisors
shoul d cooperate in pronmptly and correctly conpleting
appropriate report fornms and any other necessary docunents,
and will forward themto the NAF Personnel O fice. The

Enpl oyer shall process and pronptly forward to the Ofice of
Wor kers' Conpensation Prograns enpl oyee and Enpl oyer
docunent ati on required when an enpl oyee sustains an on-the-
job injury or contracts an occupational disease and elects to
file a claim

Every reasonable effort will be made by the Enployer to
provi de work assignments to enpl oyees who have been injured
on the job or otherw se disabled, when it has been determ ned
by the Enployer's nmedical authority that they are able to
resume wor k. The Enpl oyer agrees that where differences of
nmedi cal opinion occur, necessary consultation between the
Enpl oyer's and enpl oyee's nedical authorities will be
undert aken, to include consultation with nmedical specialists
as required.

Section 10. Health Services and Preventive Medicine. The
Enpl oyer agrees to provide inmunization agai nst

comruni cabl e di seases to all enployees requesting it where
it is authorized by the Health Clinic Comrander. As

requi red by proper medical authority, conplete physica

checkups will be provided for enployees engaged in work
that is considered to be hazardous to their health or
safety. The extent and frequency of the exams will be

determ ned by the appropriate nmedical authority. Enployees
are authorized all available services and benefits



provided for in applicable |Iaw and regul ati on

Section 11. Training. Although enpl oyees are basically
qualified to performtheir duties, the Enpl oyer recognizes
the need for specific training and update training to
pronote enpl oyee safety and a m ninum |l oss of staff hours
due to preventable injuries. The Enpl oyer agrees to
consider training as a neans to insure that all bargaining
unit enpl oyees are informed of safe working habits and
practices appropriate to their jobs. Additionally,

supervi sors shall instruct enployees in safe working
habits, practices, and procedures with regard to specific
j ob assignnments and shall insure that manual s and

regul ations relating to safety and health are available to
all enpl oyees

Section 12. In the event that the parties agree that a
particul ar work situation may warrant hazard pay
differential, but is not covered by an existing hazard pay
category established by the Ofice of Personne

Managenent, action will be taken to request establishnent
of an additional category.

Article 28--Enpl oyee Assistance Program

Section 1. The Enpl oyer agrees to conduct its Enpl oyee
Assi stance Programin accordance with the requirenments of
applicable | aws and regul ati ons.

Section 2. The Enpl oyer and the Union both recognize

al coholi sm and drug abuse as ill nesses which are
treatable, and both agree that enployees with these
problens will be offered assistance to overcone them

t hrough the Enpl oyee Assi stance Program The parties al so
recogni ze that nedical or behavioral problenms of an

enpl oyee and/ or nmenbers of his/her imediate famly,

i ncl udi ng al coholi smand drug abuse, can interfere with an
enpl oyee's job performance, attendance, or conduct.

Enpl oyees with these illnesses shall receive the sanme
careful consideration and respect as enpl oyees who have
other illnesses. It is also recognized that it is in the

best interests of both the Enployer and the Union to
assi st bargaining unit enployees in recovering fromthese
illnesses. The Union therefore agrees to support the

Enpl oyee Assi stance Program of the Enpl oyer.

Section 3. Participation by bargaining unit enployees in
all aspects of the Enployee Assistance Programis
voluntary. No unit enployee will have his/her job security
or promotional opportunities jeopardized by his/her
request for counseling or referral assistance, except as
may be limted by applicable law. The confidential nature
of records of unit enployees enrolled in the Enpl oyee

Assi stance Programwi || be preserved in the same manner as
medi cal records. These records will not become part of the
enpl oyee's O ficial Personnel Fol der



Section 4. The Enpl oyer is concerned with the
acconpl i shment of agency m ssions and the essential need
to maintain enpl oyee productivity and has no interest in
enpl oyee's private lives. However, the Enployer and the
Uni on agree that when al cohol or drug abuse or other
personal problenms of the enployee interfere with the
efficient and safe performance of the enpl oyee's assigned
duties, reduce dependability, or result in unacceptable
conduct, this becones the legitimte concern of the

Enmpl oyer .

Section 5. The Enpl oyee Assi stance Program has been
establi shed by the Enployer to provide non-disciplinary
procedures by which an enployee with al cohol or other drug
probl ens, or personal difficulties is offered counseling,
referral, and rehabilitation assistance in order to return
hi s/ her job performance, attendance, or conduct to
acceptable |l evels. However, the parties agree that

conti nued unsatisfactory work performance, attendance, or
conduct related to these problenms, in cases where the

enpl oyee refuses rehabilitation assistance, or fails to
achi eve satisfactory results in rehabilitation, wll

result in the Enpl oyer taking corrective action in
accordance with | aw and applicabl e regul ati ons.

Section 6. Supervisors of bargaining unit enployees wll
be alert to any deterioration in the performance,
attendance, or conduct of assigned enpl oyees, and w ||
docunent specific instances in which a bargaining unit
enpl oyee' s work performance, attendance, or conduct fails
to nmeet m ni num standards, or instances in which the

enpl oyee's pattern of performance appears to be
deteriorating. If the Enployer reasonably believes that
the enpl oyee's deficiencies are related to al cohol, drug,
or personal problens, the Enpl oyee Assistance Program
office my be consulted for advice and recomrendati ons.

The Enpl oyer then will conduct an interview with the

enpl oyee which focuses on noted deficiencies in
attendance, perfornmance, or conduct, and will advise the
enpl oyee of the existence of the Enpl oyee Assistance
Program This interview will enphasize work deficiencies,
and no attenpt will be made to di agnose the personal or

health problenms of the enployee. If the enployee
voluntarily acknow edges a personal or health problem

whi ch is adversely affecting work performance and requests
the services of the Enpl oyee Assistance Program the

Enpl oyer will refer the enployee, and will advise himher
that the Union is available to assist the enployee in this
effort. The enpl oyee shall be granted Union representation
at the initial counseling session upon request.

Section 7. |If the enployee declines to participate in the
Enpl oyee Assi stance Program and perfornmance, attendance
or conduct deficiencies continue, the supervisor wll

advi se the enpl oyee that he/she has a choice of either
entering the Enpl oyee Assistance Program and seeking

assi stance, or accepting the consequences of disciplinary



or adverse action for continuing deficiencies.

Section 8. If the enployee enters the Enpl oyee Assistance
Program counseling, referral, and rehabilitation

assi stance will be provided in accordance with applicable
regul ations. The initial counseling session with a

desi gnat ed Enpl oyee Assi stance Program representative
shall be conducted on official duty tinme. The enpl oyee may
be granted sick | eave, annual |eave, or |eave wthout pay
for any subsequent nedical treatnment and rehabilitation
under the Enpl oyee Assistance Program

Section 9. Initiation of disciplinary and adverse actions
for performance, attendance, or conduct deficiencies

related to al cohol or other drug abuse will be postponed
for ninety (90) consecutive cal endar days only for
enpl oyees who enroll in and satisfactorily progress in the

Enpl oyee Assi stance Program unless retention in a duty
status mght result in damage to Government property or
personal injury to the enployee or others. Informtion
pertaining to the enployee's enroll ment and progress in
the program can be obtained only with the enpl oyee's
consent. Suspension of disciplinary or adverse actions for
90 days will apply only to enpl oyees who have a signed
consent form (DA Form 5017-R) on file. If the enpl oyee
refuses rehabilitation assistance, or upon conpletion of
the 90 day period fails to achieve satisfactory
perfornmance, attendance, or conduct, appropriate adverse
action may be taken. Previously initiated adverse actions
in which the final decision letter has not been issued to
the enpl oyee will be postponed upon the enpl oyee's
enrol Il ment in the Enpl oyee Assistance Program provided
the enpl oyee has not previously refused rehabilitation
assi stance. Such adverse action may be continued if, at
the end of the 90 consecutive cal endar days rehabilitation
period, job performance, attendance, or conduct is
unsatisfactory, or if at any tinme during the 90 day
rehabilitation period the enployee refuses such

assi stance. Once an adverse action has been initiated
agai nst an enpl oyee who previously refused rehabilitation
assi stance or did not successfully conplete
rehabilitation, the proposed adverse action need not be
del ayed as a result of the enployee's subsequent request
for rehabilitation.

Section 10. As required, the Enployer will publicize the
Enpl oyee Assi stance Program to include assurances of
confidentiality for participants. Supervisory and enpl oyee
training regardi ng the Enpl oyee Assistance Programw || be
present ed when deenmed necessary by the Enpl oyer. Union
officers and stewards may attend such training offered to
supervi sors.

Section 11. The Enpl oyer agrees that enpl oyees seeking
assi stance for problens other than al cohol or drugs wll
be entitled to assistance in accordance with the
provi si ons of AR 600- 85.



Article 29--1ncentive Awards

Section 1. The parties agree to pronote and support the

I ncentive Awards and Suggestions prograns of the Enpl oyer
as specified in AR 672-20. The Union shall denonstrate
this support by encouraging participation through the

subm ssi on of suggestions through proper channels, and by
distributing or displaying publicity material which my be
provi ded by the Enpl oyer.

Section 2. The Enpl oyer agrees to publicize the Incentive
Awards Program and to insure that all awards are
presented in appropriate cerenonies. The Enpl oyer will
schedul e a presentation of an award and the award will be
presented by an appropriate official in the presence of
co-wor kers.

Section 3. The Enpl oyer and the Union agree criteria set
forth in AR 672-20, AR 215-3, and WSMR witten charter for
I ncentive Awards will be utilized.

Article 30--Training

Section 1. The Enpl oyer and the Union agree that training
and devel opnment of enployees in the bargaining unit
covered by this agreenent are matters of inportance and
mut ual concern. Consistent with its needs and subject to
budget and travel limtations, the Enployer will conduct a
training and devel opment program for bargai ning unit

enpl oyees in accordance with applicable | aws and
regul ati ons.

Section 2. The Enployer will identify training needs of
bargai ning unit enpl oyees and, consistent with its needs
and subject to budget and travel limtations, wll

endeavor to provide training or retraining opportunities
which will inprove individual job-related skills and wll
contribute to overall m ssion acconplishnent. To assist in
the identification of these training needs, supervisors
and bargaining unit enployees will discuss training

requi rements at | east once annually.

Section 3. The Union will encourage bargaining unit

enpl oyees to keep abreast of changes occurring in their
occupations, and to inprove their career potential through
sel f-devel opnment efforts.

Section 4. A bargaining unit enployee who is required to
provi de on-the-job training to an enpl oyee may request
assi stance from hi s/ her supervisor in order to acconplish
the schedul ed workload in a tinely fashion

Article 31--Labor-Managenent Rel ations Training

Section 1. It is agreed that the Enployer will, consistent
with the workl oad demands, approve the request of duly



el ected or appointed officers and stewards of the Union
for | eave for the purpose of attending Union conventions,
conferences, semi nars, and training sessions. Absences by
Uni on officers and stewards for such Uni on-sponsored
activities will be charged to annual |eave or | eave

wi t hout pay, as appropriate, when the subject matter and
pur pose of these neetings are identified by the Enployer
as being internal Union business.

Section 2. Where the subject matter and purpose of a Union
training session are identified by the Enployer as being
of mutual concern to the Enployer and the enpl oyee in

hi s/ her capacity as a Union representative, and the

Enpl oyer's interest will be served by the attendance of
the Union representative, adm nistrative |eave will be
granted by the Enpl oyer. The Enpl oyer agrees to grant 160
hours adm nistrative | eave per cal endar year to the Union
for such training, provided that adm nistrative |eave for
this purpose shall not exceed 40 hours per 12 nonth period
for each Union representative for such training.

Section 3. Requests for adm nistrative |leave to permt

Uni on officers and stewards to attend a Uni on-sponsored
training session nust be made in witing at |east two (2)
weeks in advance by the Union to the Enployer. Such
requests will contain information about the purpose and
nature of the training, |location and dates of the neeting,
and an agenda.

Article 32--Contracting Qut

Section 1. The Enployer will neet and discuss with the

Uni on any review of a function for contracting out within
the bargaining unit, prior to any such review The

Enpl oyer will accept and consider input and
recomrendati ons fromthe Union regarding data to be

i ncluded in the Performance Wrk Statenment (PWS), prior to
its finalization, and will consider the views of the Union
regardi ng other aspects of the contracting out study

t hr oughout the process. Throughout the contracting out

deci sion process the Enployer will provide to the Union
mat eri al requested and all owabl e for rel ease under
government regul ati ons and the Freedom of Information Act.

Section 2. The Enpl oyer agrees that any contracting out of
work normal |y performed by bargaining unit enpl oyees wll
be in accordance with applicable |aws.

Section 3. The Enployer will notify the Union pronptly
after a final decision has been made on contracting out of
wor k perforned by bargaining unit enployees. When a
decision is made to contract out work performed by

bargai ning unit enpl oyees, the Enployer will negotiate
with the Union with respect to the inpact of the
contracting out on bargaining unit enployees, and w ||
make reasonable efforts to mnimze the adverse
consequences of its decision on those enpl oyees. The



Enpl oyer agrees to consider retraining and reassi gnnent
for those bargaining unit nmenmbers who mi ght otherw se be
separ at ed under Busi ness Based Actions (BBA) procedures,
consistent with the remaining m ssion requirenents and
staffing needs of the Enployer.

Article 33--Busi ness Based Actions

Section 1. In accordance with Department of the Army, AR
215-3, Departnment of the Arny Mbdernization CGuide, and NAF
Busi ness Based Actions Policy, 10 May 95, the parties
agree that reductions and realignnments will be given top
managenent attention in order to decrease adverse effects
on enpl oyees and on the future effectiveness of the
activity involved. Careful planning is necessary to |essen
the inpact, prepare enployees, and to forestal

adm ni strative problens caused by hasty actions. Good

enpl oyer - enpl oyee rel ati onshi ps require that nanagenent
show concern for the enpl oyee’s problens, norale, and
econom ¢ security. The Enpl oyer agrees to informthe Union
of an inpendi ng BBA affecting bargaining unit enpl oyees as
far in advance of the BBA notices as practicable. |npact
bargai ning shall commence upon request of the Union in
accordance with Article 10, Negoti ations.

Section 2. Business Based Actions (BBA) apply to all
regul ar enpl oyees, and al so those flexi ble enpl oyees who
have been on the rolls of the NAFI for three continuous
years. The Conpetitive Area for BBA actions will be
limted to the activity in the BBA, e.g., Comunity Club
Billeting, etc. Due to the distance involved, the Stallion
Range Center eating facility is in a separate conpetitive
area fromthe main installation Community Club. A
Competitive Level is conprised of all enployees who have
the sanme pay plan, occupational series, and the same
grade/level in a specific activity. Al enployees to be
affected will be informed sinmultaneously. This will
normal |y be done by witten notice. An advance group
nmeeting is recomended so that enpl oyees may ask questions
and receive answers. The Union President will be notified
of any such neeting. In no case will a BBA be used to
separate, denmote, or reduce pay or hours for inadequate
performance, or disciplinary reasons. The NAF Personne
Ofice will attenpt to place an excess enpl oyee into any
vacant position for which he or she is qualified. There is
no authority to displace or bunmp anot her enpl oyee. BBA
actions include, but are not |limted to:

Reduction in pay rate. This action nmay only be taken
on NF enpl oyees and requires mni mum seven (7)

cal endar day advance witten notice for both regular
and fl exi bl e enpl oyees.

Reduction in pay |evel/grade. An NF enpl oyee may be
reduced in pay |level and an NA, NL, or NS enpl oyee
may be reduced in grade only in consonance with a
change to a | ower graded position. A mninmm advance



written notice of seven (7) cal endar days is
required.

Reduction in schedul ed hours of work. Regul ar part
time enployees will be given a mnimum of seven (7)
cal endar days advance witten notice. Flexible

enpl oyees will be given a m ninmum 24 hours advance
ver bal noti ce.

Change in enpl oynment category. An advance m ni num
written notice of 30 days will be given when a
regular full time enployee is changed to regul ar part
time or flexible, when a regular part tinme enpl oyee
is changed to flexible, or when a regul ar enployee is
changed to seasonal

Furl ough. Furlough is a non-duty, no-pay status, and
is appropriate only for regularly schedul ed

enpl oyees. During a furlough period no type of |eave,
except | eave wi thout pay, may be used. Advance
written notice will be provided that is equal to the
l ength of the furlough up to a maxi mum of 30 days.
For furloughs in excess of 30 days, a 30 day notice
is required.

Separati on. Regul ar enployees will receive a m nimm
30 days advance witten notice. Flexible enployees
will receive a mnimmseven (7) cal endar day advance
witten notice.

Section 3. Procedures.

When it beconmes necessary to reduce or realign the work
force, the head of the activity will obtain the concurrence
of the Directorate of Community Activities (DCA) prior to
initiating any actions. The determ nation of the positions
to be affected, and the type of personnel actions required
will be nmade by the head of the activity. Such decisions
will consider the cause of the reduction or realignnment,
whet her it is a tenporary or permanent situation, the

i nportance to the activity of the various functions, and
the changed m ssion or organization. In sonme cases
identification of specific positions or functions may be
sufficient to determ ne which enployees will be affected.
Managers will prepare and submt a DA 4017 for each
position to be affected to the NAF Personnel O fice. In
those cases in which nore than one enployee is assigned to
the sanme position by title and grade, a conpetitive |evel
list will be devel oped.

The ranking on a conpetitive level list will include
credits for performance, seniority, training, and overal
val ue, as foll ows:

One (1) point for each year (or percentage of a
year) of DOD NAF service (includes AAFES).

The enpl oyee’s last two (2) performance (not
probati onary) appraisals dated within the | ast
five years with the points as:

Qut standing Rating = 3 points



Excellent Rating = 2 points

Satisfactory Rating = 1 point (In the absence of a
performance rating a Satisfactory rating will be
pr esumed)

One thru five points for training (five being the
hi ghest possible). ©One thru five points for overal
value (five being the highest possible).

The NAF Personnel Ofice will forward rating fornms to the
activity manager who nust rate the training and overall value
points for each affected enployee in order to conplete the
Competitive Level List. Upon conpletion of the Conpetitive
Level List, the NAF Personnel Ofice will prepare BBA letters
for the activity manager’s signature and distribution to the
enpl oyees within the required notice period.

Section 4. Severance Pay.

Entitl enent. Regul ar enpl oyees who have conpl eted at |east12
consecutive nonths of regular service will receive severance
pay when as a result of a BBA:

A regular full time appointment is changed to regul ar
part time and the enpl oyee declines the part tinme
appoi nt nent and i s separated.

A regular full tinme or part tinme appointnment is
changed to fl exible.

A regular full or part tine appointment is changed to
seasonal and the enpl oyee declines the seasona
position and is separated.

The rate of pay is reduced and the enpl oyee declines
the reduced rate and is separated.

An enpl oyee i s separated.

An enpl oyee who is to be furloughed for a period
greater than 60 days declines the furlough and is
separ at ed.

Reenpl oynment Priority List. The NAF Personnel O fice wll
mai ntain a reenploynment priority list of regular enpl oyees
who were separated by BBA for one (1) year from date of
separation. When a regul ar vacancy occurs at the same |evel
and duties of their former position, the enployee will be
non-conpetitively offered the position. If nmore than one (1)
person is eligible, the one with the earliest date of
separation will be offered the position. An enpl oyee
separated froma regular full time position will be del eted
fromthe Reenploynent Priority List if he/she accepts or
declines a regular full tinme position with a representative
rate the sane or higher than that of the position from which
he/ she was separated. Under the sane criteria, a former part

time enployee will be renoved fromthe |ist when he/she
accepts or declines a regular full or part tinme position. A
person on the list will also be offered priority

consideration for positions in other NAFl's if the vacancy is
being filled on conpetitive basis. DOD activities in the



comruti ng area may exchange reenploynment priority lists to
effect this requirenment.

Section 5. Grievance Procedures. Enployees have a right to
grieve at Step 3 within ten (10) cal endar days after
effective date of the BBA if they believe that regul ations
and procedures were not properly applied. An enpl oyee nmay
not grieve managenent’s deci sion to conduct a BBA

Article 34--Reenploynment Priority

Section 1. The Enpl oyer agrees that in a Business Based
Action (BBA) of bargaining unit enpl oyees Reenpl oynent
Priority Lists will be fully utilized. The primary ai m of
this programw |l be to find a position in NAF for each

af fected bargai ning unit enpl oyee commensurate with that
enpl oyee’ s skills and experience. The NAF Personnel O fice
mai nt ai ns a Reenpl oynent Priority List for the White Sands
area only.

Section 2. The NAF Personnel O fice will maintain a

reenpl oynment priority list of regular enployees who were
separated by BBA for one (1) year from date of separation
When a regul ar vacancy occurs at the sane |evel and duties
of their former position, the enployee will be
non-conpetitively offered the position. If nore than one
(1) person is eligible, the one with the earliest date of
separation will be offered the position. An enpl oyee
separated froma regular full tinme position will be
deleted fromthe Reenployment Priority List if he/she
accepts or declines a regular full tinme position with a
representative rate the sanme or higher than that of the
position from which he/she was separated. Under the same
criteria, a fornmer part tine enployee will be renoved from
the Iist when he/she accepts or declines a regular full or
part time position in the conpetitive area.. A person on
the list will also be offered priority consideration for
positions in other NAFI’s if the vacancy is being filled
on conpetitive basis. DOD activities in the comruti ng area
may exchange reenploynment priority lists to effect this
requi rement.

Article 35--Smoking Policy

Section 1. The Union agrees to support the established
smoki ng policy of the Enployer, and to solicit the
cooperation of bargaining unit nmenmbers (both snokers and
non-snmokers) in conplying with the policy. Smoking is
prohibited in the Enployer's facilities, and those who
smoke nmust do so outside, or in a designated snoking area

Article 36--Pay Policy

Section 1. In accordance with Department of the Army, AR
215-3, Departnent of the Arny Mbdernization Cuide,
Departnent of the Arny Pay Band System Gui de, and NAF Pay
Policy, 1 Cct 96, the parties agree that enployees wll



adhere to the foll owi ng policies:
Section 2. General Policies and Procedures.

Appoi nt ment Cat egori es

Enpl oyees hired under Fl exible appointnments are guarant eed
no hours. Flexible hours may vary fromday to day, and the
enpl oyee may be called into work with little notice.

Enpl oyees hired under Regul ar Part Tinme appointnments are
guaranteed from 20-39 hours per week. Guaranteed hours wll
be stated at tinme of enploynment, and will be shown on the
personnel action. Part Tine enployees are eligible for npst
of the Regul ar enpl oyee benefits. A booklet for Regul ar
enpl oyee benefits will be provided upon appoi ntnment or

Enpl oyees hired under Regular Full Tinme appointnments are
guar ant eed 40 hours per week, and are entitled to the ful
range of NAF Benefits. A booklet for Regul ar enpl oyee
benefits will be provided upon appoi ntment or conversion

Pay Systens

The Federal Wage Systemincludes crafts and trades enpl oyees
paid by the locality rate based on the yearly \Wage Survey.
The positions are designated as NA, NL, and NS, and include
waiters, food service workers, bartenders, |aborers,
custodi al workers, etc.

The FWS contains Grades 1 through 19, and each grade |evel

contains five steps. Initial enploynent will begin at Step
1, and after conpleting the required waiting periods (Wd's)
will be received automatically from NAF Fi nanci al Services

begi nning with the next full pay period after the waiting

period is conplete. The waiting periods for step increases

are as follows:
Step 2 after 130 workdays (six nmonths working ful
tinme)
Step 3 after an additional 390 workdays (18 nonths
working full tinme)
Steps 4 and 5 after an additional 520 workdays (two years
working full tinme)

Yearly cost of living increases will be in June of each year.
The increase amount is based on the Local Wage Survey
conpleted in April. Pronotions fromone grade to the next

hi gher will be a mninmmincrease of no |less than the

di fference between steps 4 and 5 of the grade from which the
enpl oyee is being pronoted. Pay is adjusted in the new grade
to the step that will equal or exceed this difference.
Pronoti on of NA enployees will typically be conpetitive, with
the exception of trainees.

Overtinme for NA enployees is one and one-half tinmes the basic
rate of pay for all hours over eight hours per day, and over
40 hours per week. NS enpl oyees are supervisors, and
therefore exenpt from FLSA.

Night Differential is paid to all FW5 enpl oyees in the amount
of seven and one-half percent prem um pay when the mpjority
of schedul ed, non-overtinme hours fall between 3:00 p.m and
m dni ght. The rate is ten percent of a majority of hours



wor ked between 11:00 p.m and 8:00 a.m When the schedul ed
hours of work neet the majority rule, premumpay,is for the
entire shift, exclusive of any overtine hours.

Sunday Prem um Pay is available to Regular Full Tinme

enpl oyees. Prem um pay consists of twenty-five percent of the
basic rate of pay for the entire tour of schedul ed non-
overtime hours, with a maxi num of 16 hours.

Holiday Pay is available to all regularly schedul ed

enpl oyees. Regular Part Tine enployees with a basic

wor kweek of less than five days have no entitlenent to
hol i day | eave except when a holiday falls on a schedul ed
wor kday. The enpl oyee nust be in a pay status inmediately
before or after the holiday. Holiday pay consists of two
tinmes the basic rate of pay for non-overtinme hours worked,
not to exceed ei ght hours.

The NAF Pay Band Systemincludes clerical, adm nistrative,
sal es, technical, and professional positions. The positions
and assistants, sales clerks, business managers, cashiers,
etc.

The Pay Band System contains Levels 1 through 6, but does not
have steps. Yearly cost of living increases will be in June
of each year for NF Level 1 & 2, and the m ni num of |evel 3.
The increase anpunt is based on the Local Wage Survey yearly

cost of living increase will be in January based on the
General Schedul e.
Pronotions fromone | evel to the next higher will be a

m ni mum of five percent. Pronotion of NF enpl oyees wll
typically be conpetitive, except trainees.

Overtime for NF enployees is one and one-half tinmes the

per pay period.

Night Differential is paid to all Pay Banded enpl oyees in the
anount of ten percent prem um pay for all schedul ed, non-
overtime hours that occur between 6:00 p.m and 6:00 a.m
Sunday Premium Pay is available to all Regular Full Tine
enpl oyees. Prem um pay consists of twenty-five percent of
the basic rate of pay for non-overtinme hours.

Holiday Pay is available to all regular enployees. The

enpl oyee nust be in a pay status i nmedi ately before or after
the holiday. Holiday pay consists of two times the basic rate
of pay for schedul ed non-overtime hours worked.

The Caregiving Personnel Pay Programincludes all Child Care
positions. The positions are designated as CC.

The Caregiving Personnel Pay Program contains Pay Bands 1 and
2. Under Pay Band 1 are Levels 2 and 3, and under Pay Band 2
is Level 4.

Yearly cost of living increases will be in January based on
the General Schedul e. Reassignnment fromLevel 2 to Level 3
will be a mninum of six percent.

Pronotions from Pay Band 1 (Level 3) to Pay Band 2 (Level 4)
will be a mninum of six percent. Pronmotion of CC enpl oyees
will typically be non-conpetitive due to trainee |evels.

Overtinme for CC enployees is one and one-half tinmes the basic
rate Night Differential is paid to all Caregiving Personne

Pay Program enpl oyees in the ampbunt of ten percent prem um

pay for all schedul ed, non-overtinme hours that occur between
6:00 p.m and 6:00 a. m



Sunday Prem um Pay is available to Regular Full Tinme

enpl oyees. Prem um pay consists of twenty-five percent of the
basic rate of pay for schedul ed non-overtinme hours, with a

maxi mum of 16 hours.

Holiday Pay is available to all regular enpl oyees. The

enpl oyee must be in a pay status inmediately before or after
the holiday. Holiday pay consists of two times the basic rate
of pay for schedul ed non-overtime hours worked.

Article 37--Retirenent

Section 1. All Regular Full and Part Time bargai ning unit
enpl oyees will be allowed to participate in existing
retirenment plans at the activity.

Article 38--Goup Insurance Pl ans

Section 1. All Regular Full and Part Time bargai ning unit
enpl oyees will be allowed to participate in existing group
health and life insurance plans at the activity.

Article 39--Duration of Agreenent

Section 1. When this agreenent has been signed by the
parties, it shall be submitted to the Defense Civilian
Personnel Managenment Service (DCPMS) for approval in
accordance with 5 U S.C. 7114(c). The agreenent shal
remain in effect for a period of three (3) years fromthe
date of its approval by the DCPMS, or the 31st day after
it has been signed by the parties, if the agreenment has
been neither approved nor disapproved by that date. It
shall be automatically renewed for three (3) year periods
thereafter unless either party shall notify the other
party in witing not nore than 105 cal endar days nor | ess
than 60 cal endar days prior to the term nation date or any
subsequent anniversary date of its desire to renegotiate
the agreenment. It is agreed that if such notice to
renegoti ate has been given, this agreenment shall remain in
full force and effect in order to provide the parties an
opportunity to renegotiate the contract. Any anendnments or
suppl ements that may be subsequently negoti ated shal
remain effective concurrent with the basic agreenent.

Section 2. Anendnents and supplenents to this agreenent
may be negoti ated by rmutual consent of the parties after a
reasonabl e period of tine from date of approval of the
basi c agreenment, or may be negotiated at any tine when
such revisions are required by changes in applicable |aws
or the regul ations of appropriate authorities.

Section 3. Wthin a reasonable period of tine after a
change in applicable |l aws or the regul ati ons of
appropriate authorities which affect the provisions of
this agreenent, the party requesting negotiation wll
notify the other party in witing of the necessity to
amend or suppl enent the agreenent, citing the pertinent
| aw or regulation and the article(s) of this agreenent



af fected. \When such notice is given, representatives of
the Enpl oyer and the Union will neet in accordance with
Article 10, Negotiations, to negotiate the requested
amendnment (s) or supplenment(s). Amendnments and suppl enents
will become effective on the date of approval by the
DCPMS, or on the 31st day after signing by the parties, if
they have neither been approved or di sapproved by DCPMS.





