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PREAMBLE

Pursuant to the policies set forth in the Cvil Service Reform
Act of 1978, Public Law 95-454, and subject to all applicable
statutes and regul ati ons of appropriate authority, the foll ow ng
articles constitute an agreenent by and between the U S. Arny
Corps of Engineers Headquarters, hereinafter referred to as
Managenent, and Local No. 4055, Anerican Federation of Governnent
Enmpl oyees, AFL-CI O, hereinafter referred to as the Union.
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ARTI CLE 1

EXCLUSI VE RECOCGNI TI ON, UNI T DESI GNATI ON,
AND COVERAGE OF AGREEMENT

Section 1. Exclusive Recognition. Managenent hereby
recogni zes the Union, Local 4055, Anerican Federation of
Gover nnent Enpl oyees, AFL-CI O as the exclusive representative
for all enployees in the unit as defined in Section 2 below. The
Uni on recogni zes the responsibility of representing the interests
of all enployees of the unit w thout discrimnation.

Section 2. Non-professional Unit. The unit to which this
Agreenent applies is conposed of all non-professional General
Schedul e and Wage G ade Enpl oyees enpl oyed by the Departnment of
the Arny, U S. Arny Corps of Engineers, at its Headquarters
| ocated at Washington, D.C. and at its Ofice of History | ocated
at Fort Belvoir, Virginia, but excluding all Managenent
officials, supervisors, professional enployees and enpl oyees
described in 5 U S. C 7112 (b) (2), (3), (4), (6), and (7) and
tenporary enpl oyees with appoi ntnents of 180 days or |ess.

Section 3. Responsibility. As the sole and excl usive
representative, the Union is entitled to act for and to negotiate
agreenents covering all enployees in the unit. It is responsible
for representing the interests of all enployees in the unit
wi t hout discrimnation.

Section 4. Formal Meetings. The Union shall be given the
opportunity to be represented at formal discussions between
Managenent and enpl oyees in the unit concerning grievances, or
changes in personnel policies or practices, or other matters
af fecting working conditions of the enployees in the unit.

Section 5. Mnagenent's Obligation. Managenent recognizes
its obligation to neet with the Union and di scuss matters
concerni ng personnel policies, practices, procedures, and working
conditions of enployees in the unit. Managenent shall notify the
Uni on of any changes concerning personnel policies, practices,
procedures, and working conditions prior to inplenentation of
such changes.

Section 6. Termnation. Termnation of this agreenment shal
not, initself, termnate the status of recognition granted the
Uni on.



ARTI CLE 2

MANAGEMENT RI GHTS

Section 1. Appropriate Authority. In the adm nistration of
all matters covered by this Agreenent, Managenent and the Union
are governed by existing or future |aws and the regul ati ons of
appropriate authorities, including policies set forth by the
O fice of Personnel Managenent; by published Departnent of
Def ense, Departnent of Arny, and U S. Arny Corps of Engineers
policies and regulations in existence at the tinme this Agreenent
was approved; and by subsequently published Departnent of
Def ense, Departnent of Arny, and U S. Arny Corps of Engineers
policies and regulations required by |aw or by the regul ati ons of
appropriate authorities, or authorized by the terns of a
controlling agreenment at a higher agency |evel.

Section 2. Managenent Rights. Managenent officials retain
the right in accordance with applicable |aws and regul ati ons:

a. To determ ne the m ssion, budget, organization, nunber of
enpl oyees, and internal security practices of the Agency; and

b. In accordance with applicable | ans--

(1) To hire, assign, direct, layoff, and retain
enpl oyees in the Agency, or to suspend, renove, reduce in grade
or pay, or take other disciplinary action agai nst such enpl oyees;

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

(3) Wth respect to filling positions, to nake
sel ections for appointnments from-

(a) Among properly ranked and certified candi dates
for pronotion; or

(b) Oher adm nistrative processes governed by
appl i cabl e statutes and regul ati ons;

(4) To take whatever actions may be necessary to carry
out the agency m ssion during emnergenci es.

c. To maintain the efficiency of the Governnment operations
entrusted to them



Section 3. Negotiation of Inplenentation. Nothing in this
Article shall preclude Managenent and the Union from negotiating
over the subjects set forth in 5 USC 7106(b) and Executive O der
12871.

Section 4. Supplemental Agreenents. The requirenments of
this Article shall apply to all supplenental, inplenenting,
subsidiary, or informal agreenents between Managenent and the
Uni on.

ARTI CLE 3

UNI ON RI GHTS

Section 1. Exclusive Representative. |n accordance with
5 U S.C 7114, the Union, as the exclusive representative of
enpl oyees in the unit, is entitled to act for and to negoti ate
agreenents covering all enployees in the unit, and is responsible
for representing the interests of all such enpl oyees w t hout
di scrimnation and wi thout regard to | abor organization
menber shi p.

Section 2. Union Rights. The Union shall have the right to
present its views to Managenent, either orally or in witing, and
to have such views considered in the fornul ation, devel opnent,
and i npl enentati on of personnel policies and practices, and
matters affecting working conditions that are at the discretion
of Managenment. In addition to the right to present its views,
the Union has a right to be consulted by Managenent at all |evels
on matters such as those specified in Section 3.

Section 3. Representation. As the exclusive representative
of enployees in the unit, the Union shall have the right to
i nvestigate, prepare for, and conduct representational functions
as well as to consult with Managenent. The right of enployee
representatives to be present during formal discussions shall be
subj ect to necessary requirenents as to security and
confidentiality of information. For the purposes of this
article, "representational functions" neans those authorized
activities undertaken by the Union pursuant to representational
rights under the terns of this agreenent and federal |aw
Exanpl es of representational function activities shall include:



a. Negoti ations;

b. Formal discussions between managenent representatives and
enpl oyees concerning all matters affecting personnel policies,
practices, and working conditions;

c. Any statutory appeal proceeding or other forumin which
the Union is representing an enpl oyee or the Union pursuant to
its obligation under relevant contract provisions, regulations,
or |aw,

d. Gievances;

e. EEO conpl aints process, or any other recognized
alternative disputes resolution (ADR) process, or judicial
process if the Union is representing the enpl oyee;

f. Adisciplinary or adverse action if the Union is
desi gnated as the representative of the enpl oyee;

g. Attendance at an exam nation or consultation of an
enpl oyee who reasonably believes that they nay be the subject of
a disciplinary or adverse action and the enpl oyee has requested
representation pursuant to 5 U.S.C. Section 7114(a)(2)(B)

h. Discussions of possible grievances or conplaints with an
enpl oyee; and

. Conferring with affected enpl oyees about matters for
which relief is available under the terns of this agreenent.

Section 4. Union Notification. Managenent shall informthe
Uni on concerning any prelimnary decision regardi ng personnel
policies and practices or working conditions, other than those
related to individual disciplinary actions or grievances, reached
as a result of discussions where such decision would adversely
affect the unit as a whole or one or nore individual bargaining
uni t nmenbers.

Section 5. M ssion Acconplishnment. The Union shal
cooperate with Managenent in an effort to achieve orderly,
econom cal, and efficient acconplishnent of the m ssion of the
Agency; to achieve a high standard of enpl oyee performance; to
ensure devel opnent and i npl enentati on of nodern and progressive
work practices and nethods; to facilitate inproved enpl oyee
performance and efficiency; to achieve a full day's work for a
full day's pay; to actively conbat absenteeism carel essness and
inefficiency; to elimnate waste, fraud, and abuse; to conserve



energy, materials, and supplies; to inprove the quality of

wor kmanshi p; to encourage the subm ssion of inprovenent and cost -
reduction ideas; to prevent accidents, and to strengthen good

rel ati ons bet ween Managenment and the Union.



Section 6. Publicity of D sagreenents. The Union will not
publ i ci ze/ enphasi ze, or pursue through other channels, problens,
di sagreenents, issues, etc., involving Managenent and the Union
unl ess the Union has provided notification to the Chief of Staff
and has given Managenent the opportunity to resolve the
si tuati on.

Section 7. Right to Conmunicate with Menbers. Nothing in
this Agreenent shall be construed as abrogating the Union's right
to communicate with its nmenbership, the public, public officials,
or other parties; nor the Union's right to oppose actions the
Uni on believes to be contrary to the interest of the enployees it
represents.

Section 8  Restraint of Representation. Managenent shal
not inpose any restraint, interference, coercion, or
di scrim nation against the designated representatives of the
Union in the responsi ble exercise of their rights to serve as
representatives for the purposes of collective bargai ning on
representational functions.

ARTI CLE 4

MUTUAL RI GHTS AND OBLI GATI ONS

Section 1. Good Faith Bargaining. Managenent and the Union
shal|l bargain in good faith, to the extent not inconsistent with
any federal |aw or any governnent-w de rule or regulation, on
matters which are the subject of any rule or regulation relating
to conditions of enploynent. This obligation does not apply to
any matter for which a conpelling need exists as determ ned by
t he Federal Labor Relations Authority.

Section 2. Conflict with Local Regul ations. The Agreenent
shall at all tinmes be applied in accordance with governing | aws,
regul ati ons, and deci sions of appropriate authorities including
court decisions. To the extent that |ocal regul ations of
Managenment shall conflict with this Agreenment, the provisions of
this Agreenent shall govern

Section 3. Dispute Resolution. Managenent and the Union
endorse the principles that an effective | abor-mnagenent
rel ati onship requires an open dial ogue between Managenent and the
Uni on and that day-to-day matters which arise at the work site
shoul d be addressed and, if possible, resolved at the | owest
| evel of managenent. Union representatives and first-1line
supervisors shall consult as required to assure uniform

8



interpretation, understanding, and inplenentation of this
Agreenment. In the event of conflict in interpretation and/or



application of this Agreenent, the supervisor and the Union
representative will refer the matter for clarification to higher
echelons in their respective organi zations. Managenent or the
Uni on may pursue di sputes regarding interpretation or application
of the Agreenent through the negotiated grievance procedures.

Section 4. Non-Restriction. Nothing in this Agreenment shal
be construed as restricting either party frommeeting with the
other to consult, confer, and/or negotiate as set forth in
Section 1 above.

Section 5. Inpact Bargai ning. Mnagenent shall notify the
Uni on of a proposed change in personnel practices or matters
af fecting working conditions not covered in this Agreenment within
ten (10) working days of Managenent's deci sion to nake the
proposed change. The Union President or designee shall be
notified in witing, and the notification shall set forth the
nature and purpose of the proposed change. The Union shall have
the opportunity to present its position to Managenent either
orally or in witing. Mnagenment will consider the Union's
position in formul ati ng and devel opi ng the proposed change. The
Uni on nay request the opportunity to negotiate on the inpact and
i npl enent ati on, and when appropriate, the substance and/or
deci sions of proposed change. The Union shall submt its request
to negotiate to Managenent within ten (10) working days of
recei pt of Managenent's notification. Managenent shall have ten
(10) working days to respond to the Union's concerns. No change
may occur until conclusion of good faith bargai ning by the
parties, except in enmergencies or national security situations.

Section 6. Negotiability. Any dispute which may ari se over
the negotiability of an issue and/or any inpasses during
negoti ati ons shall be resolved in accordance with the provisions
contained in Public Law 95-454.

Section 7. Twenty-Four (24) Hour Hold. Upon witten request
to the Chief of Staff fromthe Union President or his/her
desi gnat ed representative, Managenent agrees to fairly consider
pl acing a twenty-four (24) hour hold on any enpl oyee rel ated
matter for which the Union did not have an opportunity to receive
advance noti ce.

Section 8  Request for Data. In accordance with 5 U S. C
7114(b)(4), the Union may request data which is reasonably
avai | abl e and necessary for full and proper discussions,
under st andi ng, and negoti ation of subjects within the scope of
col l ective bargaining. The Union shall present all requests for
data to Managenent not |ess than five (5) working days before

10



such data is needed. Managenent shall provide the requested data
to the Union within five (5) working days of receipt of the
request.

11



ARTI CLE 5

EMPLOYEE RI GHTS

Section 1. Right to Union Menbership. As provided for in 5
U S. C 7102, bargaining unit enployees have the right, freely and
w thout fear of penalty or reprisal, to form join, and assist a
| abor organi zation or to refrain fromany such activity; and each
enpl oyee shall be protected in the exercise of this right.
Except as otherwi se provided in Chapter 71 of Title 5 of the U S
Code (5 U.S.C. 7101, et.seq.), the right to assist a |abor
organi zation extends to participation in the capacity of an
organi zation representative, including presentation of its views
to officials of the Executive Branch, the Congress, or other
appropriate authority. Managenent shall take the action required
to assure that enployees in the unit defined herein are apprised
of their rights under this section, and that no interference,
restraint, coercion, or discrimnation is practiced wthin the
unit to encourage or discourage nenbership in a | abor
or gani zati on.

Section 2. Managenment of Labor Organization. The rights
described in Section 1 do not extend to participation in the
managenent of a | abor organi zation or acting as a representative
of such an organi zation by a supervisor, except as provided in
5 U S.C 7112, or by an enpl oyee when the participation or
activity would result in a conflict or apparent conflict of
interest or otherwi se be inconpatible with the official duties of
t he enpl oyee.

Section 3. Specified R ghts.
An enpl oyee has the right:

a. To bring matters of personal concern to the attention of
appropriate officials under applicable law, rule, regulations, or
establi shed policy of the Departnent of Defense, Departnent of
the Arny, or the U S. Arny Corps of Engineers;

b. To file a conplaint, grievance, or appeal w thout
interference, coercion, or fear of reprisal.

c. To choose his/her own representative in a grievance or

appel | ate action, except when presenting a grievance under the
negoti ated gri evance procedure;

12
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d. To be represented by the Union upon the enpl oyee's
request at any formal discussion between one or nore
representatives of Managenent and the enpl oyee(s), or their
representatives, concerning any grievance or any personnel policy
and practice on all matters affecting working conditions of
enpl oynent ;

e. To have union representation upon any exam nation of the
enpl oyee by Managenent in connection with any investigation, if
t he enpl oyee reasonably believes that the exam nation may result
in disciplinary action and the enpl oyee requests representation.

Section 4. Fairness in Applying Laws. To the extent
al l owabl e under 5 U.S.C. 7106 (a), Managenent agrees to use its
best effort to ensure that the provisions of this Agreenment, as
wel | as those of applicable |aws, executive orders, and
regul ations are applied fairly and inpartially to all enpl oyees
in the unit.

ARTI CLE 6

SUPERVI SOR- EMPLOYEE RELATI ONS

Section 1. Policy. It is the policy of Managenent that al
enpl oyees shall be given objective consideration in all areas of
enploynment. In effecting the acconplishnment of an assigned
m ssion or workload, supervisors will provide necessary
instructions to enpl oyees, establish the priority of work,
provi de assi stance to the enployee, and provide the necessary
tools for m ssion acconplishnment. In acconplishing this,
supervi sors should strive to avoid the existence of a work
envi ronnent which is unduly authoritarian or overly perm ssive.
This Section shall not restrict a supervisor's right to assign
enpl oyees appropriate duties or to nake changes in such
assi gnnents whenever, in the supervisor's judgnent, such changes
are necessary. It is the policy of the Union to encourage al
bargai ning unit enployees to fulfill their duties in an efficient
and effective manner.

Section 2. Enployee and Supervi sor Rel ations.
a. An enployee will normally receive instruction from and
make reports through, established supervisory channels.

Enpl oyees are encouraged to propose new or innovative ways to
performtheir job.

14



b. The supervisor wll evaluate all proposals in an
expedi ti ous manner. Feedback on enpl oyee's proposals wll be
given either orally or in witing.

c. D scussions between enpl oyees and supervisors will be
conducted in a respectful manner.

d. The counseling and correcting of an enployee wl|
normal ly be the responsibility of supervisors within the
enpl oyee' s own organi zational unit. The exception to this
provi sion shall be serious violations of regulations, actual
crimnal offenses, or other acts which require i medi ate acti on.

e. Supervisors should issue office policies in witing to
clarify or reinforce rules of conduct, regul ations, or other
supervisory instructions. Violations of rules of conduct,
regul ati ons, or other supervisory instructions by enpl oyees shal
be dealt with by the supervisor on an individual basis.

ARTI CLE 7

UNI ON REPRESENTATI ON

Section 1. Recognition of Representatives. Mnagenent shal
recogni ze the duly elected officers, stewards and desi gnated
representatives of the Union. The Union shall provide Managenent
a conplete list of its officers, stewards and desi gnated
representatives. The Union shall notify Managenent of any
changes in Union officers, stewards or designated representatives
within five (5) working days of the change.

Section 2. Restraint of Representation. No interference,
restraint, coercion, or discrimnation will be practiced in any
formto discourage Union stewards or other local Union officials
in carrying out their responsibilities and duties as
representatives of the enployees in the unit.

Section 3. O ficial Tinme.

a. Union representatives may conduct representational
functions as defined in Section 3 of Article 3 - Union R ghts on
official tinme. Upon supervisor's approval, a designated Union
representative nmay | eave his or her normal work area to
participate in such activities. |If participation in such
activities wll require the Union representative's absence from
his or her normal work area for a period of tine in excess of
fifteen (15) mnutes, the representative shall submt the form

15



entitled "AFGE Local 4055 Request for Oficial Tine" to his or
her supervisor in a tinmely manner requesting approval of official
time to engage in such activity. The formprovided to the
supervi sor shall include the following information: the nature
of the activity; the estimated tinme required for such activity;
and, if applicable, the nanme of the directorate or separate
office participating in such activity.

b. In the absence of extenuating circunstances related to
work | oad requirenents, the supervisor shall not unnecessarily
deny such requests. 1In the event that the supervisor denies the

request, it shall be the supervisor's responsibility to
reasonably adjust the work | oad requirenents so as to allow the
Uni on representative to participate in such representationa
activities no later than 48 hours after the tinme of the initial
request.

c. Upon return to the normal work area, Union
representatives shall record the actual anmount of official tine
used for recognized representational functions.

d. The President of the Local shall be granted al
reasonable official time to conduct representational functions.

Section 4. Managenent Initiated Consultations. On
Managenment initiated consultations, Managenent officials wll
normal Iy contact the appropriate Union official through CPAC.

Section 5. Internal Union Business. Solicitation of
menbership or dues and other internal business of the Union shal
be conducted during the non-duty hours of the enpl oyees
concer ned.

Section 6. Labor-Managenent Rel ations Traini ng Hours.
Managenment agrees to grant official tinme to enpl oyees who are
AFCGE Local 4055 elected officials or designated representatives
for the purpose of attending Union-sponsored training related to
all areas of the Union's representational functions. Oficial
time may not be granted for training if the primary purpose is to
train or informenployees as to solicitation of nenberships and
dues and other internal union business. |In accordance with AFGE
Local 4055's training requirenents, the Union may be granted up
to 2,240 hours for the termof this contract for such training.
Requests for official time for such purposes nust be submtted in
witing by the Union President to the Chief, Cvilian Personnel
Advi sory Center. The request will contain information about the
duration, purpose and nature of the training.

16



Section 7. Information Requests. Upon request by the
Uni on, Managenent shall furnish data and information as specified
in 5 USC 7114(b)(4).

17



ARTI CLE 8
UNFAI R LABOR PRACTI CES

Section 1. Policy. The Union and Managenent recogni ze the
mut ual benefits to be gained fromin-house resolution of Unfair
Labor Practice (ULP) charges. This procedure shall be used for
t he consi deration of allegations based upon violation of 5 U S.C
Section 7116. Toward this end, the parties agree to the
fol | ow ng:

a. The party alleging a ULP will notify the other party
in witing of the circunstances surrounding the alleged unfair
| abor practice. The Union and Managenent agree that the party
all eging the existence of an ULP will provide a copy of the ULP
charge before such charge is filed with the FLRA. The charge
shall contain a statenent of the facts constituting the ULP
i ncl udi ng:

(1) The exact section of the law which is alleged to
have been vi ol at ed;

(2) A clear and concise statenent of facts
concerning the incident;

(3) Date, tine, and place of the incident; and

(4) Managenent and Union individuals involved in the
i nci dent .

b. The Chief of Staff and the Union President, or their
desi gnated representatives, shall neet within five (5) cal endar
days after receipt of the charge in an effort to resolve the
i ssue. The respondent party will issue its witten position
concerning the charge wwthin ten (10) cal endar days of the
meet i ng.

c. The parties agree to take appropriate action to
correct and/or prevent the recurrence of the circunstances which
precipitated the charge. Wen either party takes such action,
the other party agrees not to grieve the natter and not to file
the ULP with the FLRA

d. If the respondent's reply is not acceptable, the
charging party may file a formal ULP charge wth the FLRA under 5
CFR 2423.

Section 2. Right to File. No part of this Article shall be

18



construed as a waiver of either party's right to file an Unfair
Labor Practice charge in cases where the issue is unresolved and
the statutory time limt (180 days) woul d ot herw se be viol at ed.

19
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ARTI CLE 9

ACCEPTABLE LEVEL OF COVPETENCE/ W THI N GRADE | NCREASE

Section 1. Ceneral. An enployee is entitled to receive a
W t hi n-grade increase subject to conpletion of the appropriate
waiting period and a determi nation that the enployee's work is of
an acceptable | evel of conpetence. Such determnation wll be
made in accordance with applicable |laws and regul ations. The
basis for a determ nation of acceptable |evel of conpetence wll
generally be the enployee's rating of record. |If the enployee's
performance is |l ess than Successful 3, the enployee is ineligible
to receive a Wthin-Gade Increase (W3).

Section 2. Advance Notice. The supervisor will be notified
ninety (90) days before the enployee's wthin-grade increase is
due. The supervisor will provide the enployee a copy of the
notification when signed.

Section 3. \Wen Performance is Less Than Acceptable. Wen
t he supervisor believes that the enpl oyee's work is not
accept abl e, the supervisor shall:

a. As early as possible, call the enployee's attention to
areas of performance needi ng inprovenent and initiate steps to
assi st the enployee in neeting performance standards. Such
actions as determ ned by the supervisor may include regular and
careful review of work or on-the-job and class roomtraining.

b. Wen informal efforts di scussed above do not result in
accept abl e performance, a Performance | nprovenent Plan (PIP) wll
be devel oped with the participation of the enployee. To give the
enpl oyee a reasonabl e opportunity to denonstrate acceptable
performance, a PIP period having a m nimum of sixty (60) cal endar
days will be started for enpl oyees whose performance on one (1)
or nore objectives or responsibilities would result in a rating
of fair or unsuccessful. The PIP period nay be extended by the
supervi sor responsible for nonitoring the PIP if circunstances
warrant an extension.

c. The PIP wll be developed in witing and the enpl oyee
will be given ten (10) work days to coment on the PIP prior to
its inplenentation. Final authority for establishnment and the
content of the PIP rests with Managenent.

d. The PIPwll include the follow ng:
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(1) The responsibilities or objectives on which the
enployee is failing to neet the standard,;

22



(2) The standard established for these responsibilities
or objectives at the success |evel; and

(3) A statenent of the steps that nust be taken by the
enpl oyee to resolve the enployee's deficiencies in these
responsibilities or objectives in order to neet the standards, as
wel |l as a statenent detailing the assistance the supervisor wll
provi de the enployee in an effort to help the enpl oyee i nprove
hi s/ her performance.

e. The PIP shall include a requirenent for a supervisory
assessnment of the enployee's progress in neeting the required
| evel of performance every thirty (30) days.

f. No enployee shall receive a negative determ nation
w thout first being provided an opportunity to inprove his/her
performance as provi ded above.

Section 4. Negative Determnation. |f a supervisor
determ nes that an enpl oyee's performance is still not at an
acceptabl e I evel of conpetence after the enpl oyee has been
provi ded an opportunity to inprove his or her perfornmance, the
supervi sor shall provide a witten notification of the
supervisor's negative determnation to the affected enpl oyee and
to the Gvilian Personnel Advisory Center. The notification to
t he enpl oyee shal |l i ncl ude:

a. An explanation of the reason for the negative
determ nation and the areas of perfornmance in which the enpl oyee
must inprove to qualify for a W3 ;

b. Notification of the enployee's right to appeal the
supervi sor's negative determ nation to the next higher
supervisory level in a tinely manner, usually not in excess of
fifteen (15) cal endar days fromthe date the enpl oyee received a
witten notification of the negative determ nation;

c. A statenent informng the enpl oyee that he or she has the
right to Union representation during the appeal process;

d. Notification of the fact that the enpl oyee and the Union
representative have the right to request a reasonabl e anmount of
official tinme to review the records used as the basis for the
negati ve determ nation and to prepare an appeal ; and,

e. A statenent verifying that the enployee has the right to

receive a witten decision on the enployee's appeal in atinely
manner. The time limt in which to request reconsideration may
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be extended by the official hearing the request if the enployee
presents his or her reasons for needing nore tine in witing and
the official believes the reasons warrant extending the tine.

Section 5. Enployee Notification. |If the supervisor's
negati ve determ nation is sustained at the next higher
supervisory level, the enployee shall be inforned in witing of
t he enpl oyee's grievance procedure or further appeal rights.

Section 6. Subsequent Granting of WG . The rating
supervisor may grant a WA w thhel d because of a negative
determ nation to the affected enpl oyee at any tinme that the
supervi sor determ nes that the enployee's performance has
i nproved such that the enployee has denonstrated a sustained
| evel of performance at an acceptabl e | evel of conpetence that
warrants a performance rating of Successful 3 or better.

Section 7. Effect of Change of a Negative Determ nation.
When a negative determnation is changed as the result of the
negoti ated gri evance procedure, the change supersedes the
negative determ nation. The effective date of the wthin-grade
increase is the date on which the within-grade increase would
have ot herw se becone due.

Section 8.  Renobval of Unacceptable Performance | nformation
From Personnel Files. |If an enpl oyee' s performance inproves
during the advance notice period and the enpl oyee's perfornance
continues to be at an acceptable | evel of conpetence for one year
fromthe date of the advance notice, then any entry or other
notation with regard to the unacceptabl e performance shall be
renmoved fromthe enpl oyee' s personnel file.

ARTI CLE 10
DI SCI PLI NARY ACTI ONS, ADVERSE ACTI ONS, AND APPEALS

Section 1.

a. Policy. Managenent and the Union agree that, in nost
cases, discipline should be corrective in nature. No enpl oyee
may be disciplined or discharged except for just cause. Any such
di sci pline or discharge shall be subject to the negotiated
gri evance procedures set out in Article 13 of this Agreenent.

Di sciplinary actions may include, but are not limted to:

(1) Aletter of reprimnd;
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(2)
(3)
(4)
(5)
(6)

Suspensi on;

Renoval ;

Reduction in grade;

Reduction in pay; and

Furl ough of thirty (30) cal endar days or
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b. Wingarten R ghts. Managenent shall annually inform
enpl oyees of their right to Union representation at any
exam nation of an enployee in the unit by managenent or a
representative of managenent in connection with an investigation
if (1) the enployee reasonably believes the exam nation may
result in disciplinary action against hinmher and (2) the
enpl oyee requests representation. |f the enpl oyee requests
representation, managenent will (1) not pursue further
exam nation of the enployee until a representative is present, or
(2) discontinue the exam nation of the enpl oyee.

Cc. Representation. Enployees, who are not the subject of an
i nvestigation but who are questioned in connection with an
i nvestigation, also have the right to request representation.

Section 2. Counseling.

a. Informal Counseling. For mnor offenses by an
enpl oyee, Managenent has a responsibility to discuss such natters
with the enployee. In initiating informal counseling, the
supervi sor shall advise the enpl oyee of the specific incident.
Managenent shall clearly conmunicate the nature of the problem
and the enpl oyee's obligations and responsibilities. The
enpl oyee shall be encouraged to explain his or her side of the
incident. Discussions of this type shall be held in private
bet ween t he enpl oyee and the supervisor. Such discussions are
not considered discipline and are not grievable. Follow ng such
di scussions, there is no prohibition against the supervisor
and/ or enpl oyee maki ng personal notation of the date and subject
matter for their own personal record(s). No notation or other
information pertaining to such discussion shall be included in
t he enpl oyee's official personnel folder. Such discussions may
be relied upon to establish that enpl oyees have been made aware
of their obligations and responsibilities.

b. Formal Counseling. Formal counseling consists of
witten counseling, warnings, or adnoni shnents, such as | eave
restriction, which shall be provided to the enployee. |If the
enpl oyee is dissatisfied with such witten counseling, warning,
or adnoni shnent, he/she may file a grievance.

Section 3. Discipline.
a. Alternate D scipline Program Managenent and the Union
shoul d consider using the Alternate D scipline Program (ADP),

when practicable, in accordance with HQUSACE policy and
pr ocedur es.
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b. Tineliness of Discipline. Managenent and the Uni on agree
that tinmely disciplinary actions are of mutual interest to both
parties. Such action will normally be taken w thout undue del ay
after the event or occurrence warranting such action, or of
Managenment becom ng aware of such event or occurrence.

c. Notice of Disciplinary Action

(1) When Managenent issues a notice of proposed
di sciplinary action under this Article, the notice wll state:

(a) the reason(s) for the action;

(b) the specific date(s) on which the incident
occurred; and

(c) Managenent's proposal for disciplinary action.

The notice shall also advise the enployee that he/she has ten
(10) working days to respond orally and/or in witing, has the
right to Union representation and shall include the nanme and

t el ephone nunber of the Union Chief Steward.

(2) An enpl oyee agai nst whom such adverse action is
proposed is entitled to at least thirty (30) cal endar days
witten advance notice. Wen there is reasonable cause to
believe that an enpl oyee has conmtted a crinme for which a
sentence of inprisonnent nay be inposed, Managenent is not
required to give the enployee the full thirty (30) cal endar days
advance witten notice, but shall give such | esser nunber of days
advance witten notice.

(3) Managenent and the Union agree that the enployee is
entitled to a tinely witten decision concerning the proposed
di sciplinary action. The witten decision and the specific
reasons therefore will be rendered at the earliest practicable
date, normally not nore than ten (10) working days after the
thirty (30) day notice period. In the event a decision has not
been rendered within the said tinme franes, the Union wll be
notified.

Section 4. Appeals.

a. Except in those cases where there is an allegation of
di scrimnation on the basis of race, color, religion, sex,
national origin, age, or disability in connection with the
action, an enployee covered by this Agreenent nmay appeal an
action taken under this Article through the negotiated grievance
procedure or to the Merit Systens Protection Board (MSPB), as
appropriate, but not both. The enpl oyee shall be deened to have
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exercised his/her option to raise the matter under either the
negoti ated gri evance procedure or the MSPB procedure at such tine
as the enployee files a grievance or an appeal with the NMSPB

b. In cases where there is an allegation of
di scrimnation on the basis of race, color, religion, sex,
national origin, age, or disability in connection with the
action, an enployee covered by this Agreenent nmay appeal an
action taken under this Article through the negotiated gri evance
procedure, to the MSPB, or through the EEO conpl ai nt procedure.
An enpl oyee who has el ected to pursue the matter through the EEO
conpl ai nt procedure or the MSPB appeal procedure nay not appeal
the matter through the negotiated grievance procedure. The
enpl oyee shall be deened to have el ected the forum under which
he/ she wi shes to proceed at the tinme he/she files a grievance, an
appeal with the MSPB, or a formal EEO conpl aint.

c. This Article does not apply to those actions excl uded
under Section 7512 of Public Law 95-454.

Section 5. Service of Process. Managenent may not take
adverse or disciplinary action agai nst an enpl oyee sol ely because
of a court ordered service of process upon such enpl oyee.
Managenment shall use its best efforts to ensure that any required
service of process be done in private and w thout the know edge
of ot her enpl oyees.

Section 6. Pending Crimnal Charges. If the enployee is the
subject of a crimnal investigation or other crimnal proceeding
and an adverse action is taken against the enpl oyee involving the
sanme facts as those which gave rise to the crimnal investigation
or proceeding, the enployee can elect to suspend their right to
file a grievance appealing the adverse action until the
conpletion of the trial or other disposition of the crimnal
matter, if the matter is resolved prior to trial. The grievance
must be filed within fourteen (14) work days of the date of the
conpletion of the crimnal trial or other disposition of the
crimnal matter.

Section 7. Furloughs of Thirty (30) Days or Less. A furlough
of thirty (30) cal endar days or less will be processed in
accordance wwth 5 U. S. C. 7513.

Section 8. Violence in the Wirk Pl ace. Mnagenent and the
Uni on agree that incidents of violence or threatening statenments
and/ or behavior in the work place are unacceptable and constitute
an infringenment of an enployee's right to work in a safe
environnent. |If an incident should arise, Managenent shall take
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pronpt, appropriate, and effective action to defuse the
situation. Managenent may request the assistance of the Union in
dealing with such situations, as appropriate.
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ARTI CLE 11

EMPLOYEE ASSI STANCE PROGRAM

Section 1. Policy. 1In accordance with Chapter 5 of AR 600-
85, Managenent and the Union recognize that the Enpl oyee
Assi stance Program (EAP) plays an inportant role in providing
assi stance to enpl oyees whose performance or conduct may be
af fected by al cohol abuse, other drug abuse, or other personal
pr obl ens.

Section 2. EAP Uilization. Managenent and the Union agree
to encourage utilization of the EAP to the maxi num extent
practicable in an effort to mnimze the need for Managenent's
taki ng an adverse job action involving a bargaining unit enployee
when such enpl oyee's adverse job perfornmance or conduct is
directly related to a problemthat is personal in nature and when
ei t her Managenent or the Union believe that use of the EAP could
reasonably be expected to inprove the affected enpl oyee's
performance or conduct. Wen a supervisor, through daily job
contact, observes that an enployee is experiencing difficulties
i n maintaining job performance, the supervisor should discuss the
apparent difficulties wth the enpl oyee.

Section 3. Participation Rights. Mnagenent and the Union
agree that the procedures for participation in the EAP for a
bargai ning unit enpl oyee who has a problemthat is personal in
nature shall be essentially the sane as those established for
enpl oyees participating in the EAP for problens related to
al cohol or drug abuse; and, shall, to the maxi num extent
practicable, be in conformance with rules and regul ations
governi ng the Al cohol and Drug Abuse Prevention and Control
Program Ci vi li an Counseling Services (ADAPCP CCS).

Section 4. EAP (bjectives. Mnagenent and the Union
acknow edge that the objectives of the Al cohol and Drug Abuse
Prevention and Control Program (ADAPCP) are based on the
assunption that al cohol and other drug abuse by enpl oyees or
their famly nmenbers and rel ated personal problens have an
adverse affect on the job performance and retainability of such
enpl oyees. Accordingly, Managenent and the Union recogni ze that
t he objectives of the ADAPCP t hrough provision of civilian
counsel ing services to enpl oyees are to:

(a) Increase the efficiency, productivity, and

ef fecti veness of enpl oyees, and reduce absenteei sm and t he abuse
of sick |leave through early intervention and prevention of
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al cohol

and drug abuse;
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(b) Provide a managenent tool and resource for managers
and supervisors who identify deteriorating job performance and
who use the ADAPCP concurrently with performance counseling for
probl ens of al cohol and other drug abuse;

© Provide information or referral services to enpl oyees
wi th personal problens. Such problens may include, but are not
limted to, problens in areas related to financial, enotional, or
marital stresses or concerns;

(d) Provide assistance for enployees with al cohol or drug
abuse problens through treatnent services provided by qualified
ADAPCP clinical personnel or through referral to appropriate
community based treatnent prograns.

Section 5. Supervisor Training. 1In recognition of the stated
obj ectives of the ADAPCP, Managenent agrees to provide training
for supervisors regarding al cohol and other drug abuse and to
advi se supervisors of the availability of ADAPCP consultation for
supervisors and the availability of ADAPCP services for
enpl oyees.

Section 6. Union Training. |In recognition of the inportant
role it plays in representing the interests of bargaining unit
enpl oyees, the Union agrees to utilize its best efforts to
provi de training and education for such enpl oyees regarding
prevention of al cohol and other drug abuse in order to avoid or
m ni m ze performance or conduct problens related to al cohol or
ot her drug abuse. The Union also agrees to advi se bargaining
unit enpl oyees of the availability of ADAPCP services and to
encourage voluntary utilization of the ADAPCP CCS

Section 7. Disciplinary and Adverse Actions.

a. Managenent has determ ned that the inmedi ate supervi sor
will:

(1) Docunent specific instances in which an enpl oyee's work
performance, behavior, or attendance fail to nmeet m ni mum
standards, or instances in which the enployee's pattern of
performance appears to be deteriorating;

(2) Consult with CPAC
(3) Conduct an interview wth the enpl oyee, focusing on
deteriorating work performance and inform ng the enpl oyee of

avai |l abl e counseling services. Supervisors will not attenpt to
di agnose personal or health problens of an enpl oyee;
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(4) Request the enployee seek appropriate counseling or
medi cal assi stance.

b. If the enployee enrolls in the ADAPCP, the adverse or
disciplinary action may be tenporarily suspended and subsequently
canceled if the enpl oyee successfully conpletes the program and
performance and conduct is satisfactory at the end of ninety (90)
days.

c. Previously initiated adverse actions in which the final
decision letter has not been issued will be postponed upon the
enpl oyee's enrollnment in the ADAPCP, provided the enpl oyee has
not previously refused rehabilitation assistance. The adverse
action may be continued if, at the end of the ninety (90)
consecutive days rehabilitation, job performance or conduct is
unsati sfactory or if, at any tinme during rehabilitation, job
performance or conduct is unsatisfactory or if, at any tine
during rehabilitation, the enployee discontinues the assistance.

d. Once an adverse action has been initiated against an
enpl oyee who previously refused rehabilitation assistance or did
not successfully conplete rehabilitation, the proposed adverse
action need not be delayed as a result of the enployee's
subsequent request for rehabilitation.

e. Enployees may be re-enrolled in the ADAPCP at any tine.
However, suspension of adverse or disciplinary action during re-
enrollnment is not required and nay be determ ned by the
supervi sor on a case-by-case basis.

Section 8. Confidentiality. Records or other information
pertaining to a bargaining unit enployee's participation in the
EAP for problens that are personal in nature shall be treated as
confidential client records protected by the Privacy Act (5
U.S.C. 55a) in the sane manner as such records are treated for
enpl oyees in the ADAPCP

Section 9. Job Security. Mnagenent and the Union
under stand that al cohol abuse, other drug abuse, or other
personal problens may have social, psychol ogical, and nedi cal
inplications. An enployee will not have his or her job security
or pronotional opportunities jeopardized by the enpl oyee's
request for counseling or referral assistance, except as limted
by applicable rules and regulations related to sensitive or other
positions that may constitute a danger to the enpl oyee or others.
Sick | eave may be used for treatnent or rehabilitation, as in any
other illness. Consideration should be given to approving
official | eave for the enployee for all or a portion of the
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rehabilitation period, if appropriate.
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ARTI CLE 12

EQUAL EMPLOYMENT OPPORTUNI TY

Section 1. Policy. Mnagenent and the Union agree to the
princi pl es of equal enploynent opportunity which, anong ot her
t hi ngs, prohibit discrimnation because of race, color, sex,
religion, age, handicap, or national origin. Managenent agrees
to pronote the full realization of equal opportunity through a
continuing affirmative enpl oyment program

Section 2. Training. Mnagenent shall continue to adhere to
established criteria in all prograns assuring equal training
opportunities to mnorities and wonen.

Section 3. Job Redesign. In order to pronote equa
opportunity for all enployees, Managenent, through cooperation
with the Union, will strive to use on an equal basis
and to the fullest extent, the present skill of enployees,

i ncludi ng the redesigning of jobs where feasible. On the job
trai ning, work-study prograns, and other training neasures

will be provided to the extent possible consistent with
identified needs and avail abl e resources so that enpl oyees may
performat their highest potential and advance in accordance with
their abilities.

Section 4. EEO Advisory Conmttee. The Union shall be
af forded the opportunity to participate on any HQUSACE EEO
Advi sory Conm ttee established by managenent. Matters relating
to equal enploynment opportunity nmay be di scussed at Uni on-
Managenent Meetings. As needed, EEO personnel may be requested
to attend Uni on- Managenent neeti ngs.

Section 5. Affirmative Enploynent Plan. Managenent agrees
to work with the Union to devel op a HQUSACE affirmative
enpl oynment plan with specific actions and target dates to pronote
Equal Qpportunity.

Section 6. EEO Counsel ors. Managenent agrees to consider
nom nati ons made by the Union for Equal Enploynent Opportunity
Counsel ors. Union nomnations will be given the sane
consideration for selection as any other nom nation. The EEO
Ofice will consult with the Union in maki ng EEO Counsel or
sel ections. Candidates selected shall neet the criteria
established by the program and shall be trained in accordance
with the provisions of applicable regulations. Counselors wll
serve under the direction of the Equal Enploynent Cpportunity
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Oficer.
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Section 7. EEO Counsel or Training. The Union shall be
af forded the opportunity to participate in in-house training
sessions for EEO Counsel ors.

Section 8. Sexual Harassnent. Mnagenent and the Union
recogni ze that sexual harassnment is a formof m sconduct which
underm nes the integrity of the enpl oynent rel ati onship and
adversely affects enpl oyee opportunity. Al enpl oyees nust be
allowed to work in an environnment free from unwel cone sexua
overtures. Therefore, the parties agree to nmutually identify and
to elimnate such occurrences.

Section 9. Conpl aints.

a. Managenent and the Union acknow edge that bargaining unit
enpl oyees who have discrimnation conplaints can opt to have such
conpl aints resolved by either of the follow ng, but not both
pr ocedur es:

(1) The negotiated grievance procedure as provided in
this Agreenent; or

(2) The statutory appeal process which begins with the
initial contact of an EEO Counselor and, if the matter i s not
resolved, the filing of a formal Title VII conplaint.

b. Forns provided by Managenent to an enpl oyee seeki ng EEO
counseling shall include a statenent that bargaining unit
enpl oyees have the right to elect the negotiated grievance
procedure or the EEO conpl aints process. The Union recogni zes
its responsibility to informa bargaining unit enployee of their
EEO representational rights, as appropriate, when a bargaining
unit enpl oyee seeks grievance counseling.

c. A bargaining unit enployee shall be deened to have nade
an election to raise a conplaint under either the statutory
procedure or the negotiated grievance procedure at such tine as
the enployee files a tinely grievance or files a formal witten
conpl aint under the statutory EEO conpl ai nt procedure, whichever
conmes first. Discussions with the EEO Counselor in no way
precludes the filing of a grievance that is otherw se tinely.

Section 10. Reprisal Against Enployee. Neither party shal
coerce, restrain, interfere with, or take reprisal against any
enpl oyee in the processing or presentation of his/her
di scrimnation conplaint. The parties further agree that a
bar gai ni ng unit enpl oyee, in pursuing his/her conplaint, may
proceed w thout representation, or may designate a representative
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of the conplainant's own choosi ng.
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Section 11. R ght of Representation. Any bargaining unit
enpl oyee seeking to file a conplaint shall be advised of the
right to a representative of his/her choice. An enployee
representative chosen by the conplainant is entitled to official
time in accordance with Article 3, Section 3e of this Agreenent,
and appropriate EEO | aws, rules, and regul ati ons.

Section 12. Copies of Reports. Managenent agrees to provide
the Union copies of reports on the progress of the EEO Program
including the statistical reports required annually as a part of
the Affirmative Action Pl an.

ARTI CLE 13

GRI EVANCE PROCEDURES

Section 1. Policy. It shall be the policy of Managenent
and the Union to attenpt to settle grievances expeditiously and
at the | owest |evel of supervision possible. The Union recogni zes
its responsibility to informbargaining unit nmenbers of their EEO
representational rights, as appropriate, when a bargaining unit
menber seeks grievance counseling. Bargaining unit nmenbers are
entitled to present grievances without restraint, interference,
coercion, discrimnation, or reprisal. 1In accordance with 5 USC
7114(b)(4), the Union may request such witten information as is
rel evant to the grievance, provided that such information is
normal I y mai ntai ned by Managenent and is reasonably avail abl e.

Section 2. Definitions and Cover age.

a. For the purpose of this Agreenent, a grievance is any
conpl aint, dispute, or expression of dissatisfaction on the part
of the Union, a bargaining unit nenber, or Managenent on matters
concer ni ng:

(1) The effect, interpretation, or a claimof breach
of a collective bargaining agreenent, or

(2) Any clained violation, msinterpretation or
m sapplication of any law, rule, or regulation affecting
condi tions of enploynent.

b. The following are excluded fromthis grievance
pr ocedur e:

(1) Aviolation relating to prohibited political
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activities;
(2) Retirement, life insurance, or health insurance;

(3) A suspension or renoval for national security
reasons;

(4) Any exam nation, certification, or appointnent;
or

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

c. Nothing in this section shall prevent an enpl oyee
from exercising the option of appealing adverse actions to the
Merit Systens Protection Board or processing any prohibited
personnel practice conplaint defined in |aw through the statutory
appeal s process, provided that the enployee has not filed a
formal grievance over the matter in accordance with this
Agr eenent .

Section 3. Gievance Procedures. The follow ng procedures
shall be followed for presentation of grievances:

a. Step 1. | NFORVMAL PROCEDURE. An enpl oyee (and/ or
hi s/ her representative) shall first provide witten notification
of a grievance to the | owest |evel managenent official with the
authority to grant the relief sought. The grievance nust be
initiated within fourteen (14) working days fromthe date of the
incident that gave rise to the grievance or fromthe date the
enpl oyee becane aware of the incident, and may contain a request
for a neeting to be held within ten (10) working days. Wthin
ten (10) working days after receipt of the notification or oral
presentation of the grievance, the Managenent official shal
render a written deci sion.

b. Step 2. FORVAL PROCEDURES. A written grievance nust
be filed within ten (10) working days after the concl usion of
Step 1 or within ten (10) working days fromthe date Step 1 was
wai ved because the involved supervisor and grievant agreed it
woul d serve no useful purpose, or if atinmely response was not
rendered by Managenent in Step 1. The witten grievance nust
contain the followi ng informati on and nust be submtted to the
next hi gher |evel manager fromthe one who heard or could have
heard the grievance informally:

(1) ldentity of Enployee. The identity of the

aggri eved enpl oyee by nane, title, series, grade, and
or gani zati on.
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(2) Details. The details of the grievance and a brief
summary of the action that has been taken, if any.

(3) Date. The date the cause of dissatisfaction
happened or the date the enployee becane aware of the cause of
t he grievance.

(4) Article Violated. The Article of this Agreenent
all egedly violated, if applicable.

(5) Relief Sought. The relief sought.

(6) Name of Union Representative. The nanme of the
Uni on representati ve.

Time Limt. The supervisor shall have ten (10) working
days to attenpt to resolve the grievance and to notify the
grievant of his/her decision in witing.

[Alternate D spute Resolution (ADR) Option. |If the enployee is
dissatisfied with the decision rendered at Step 2, the enpl oyee
may request to pursue the ADR process established by Managenent
and the Union.]

c. Step 3. If the grievant is dissatisfied with the
deci sion rendered at Step 2 or the outconme of the ADR process,
he/ she may submt the witten grievance to the Chief of Staff
within ten (10) working days fromthe date the grievant received
the Step 2 decision. 1In the event that the Step 2 deciding
official is a general officer or Chief of Staff, the decision
process at Step 3 will be elevated to the next senior officer in
the chain of command. No later than ten (10) working days after
the Step 3 official has received the witten grievance, the Step
3 official shall nmeet with the grievant and the grievant's
representative to attenpt to resolve the grievance. The Step 3
official shall issue a witten decision on the grievance within
ten (10) working days fromthe date of the neeting. |If the
decision of the Step 3 official is not satisfactory to the
grievant, the Union may proceed to arbitration.

Section 4. Union Gievances. Mnagenent and the Union shal
make a concerted effort to resolve their grievances informally,
where no individual enployee grievance is involved, and shall be
resol ved as indicated bel ow

a. Wthin fifteen (15) working days fromthe date of the

incident that gave rise to the grievance or fromthe date the
Uni on becane aware of the incident, the Union shall submt the
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grievance in witing through CPAC to the Chief of Staff. Wthin
ten (10) working days after receipt of the grievance the Chief of
Staff and Union President, or their designated representatives,
wll nmeet to discuss the grievance and attenpt to resol ve the

i ssue.

b. Awitten decision will be given to the Union no | ater
than fifteen (15) working days follow ng the neeting.

43



c. If the grievance is not settled by the above nethod,
either party may refer the grievance to arbitration in accordance
with the procedures set forth in this agreenent.

Section 5. Wtnesses. Enployees requested by the grievant or
Managenent to act as a wtness shall not suffer |oss of pay or
charge to |l eave while they are acting in that capacity.

Section 6. Oficial Time. A bargaining unit enployee is
entitled to official tinme to process and present a grievance
under the procedures in this Article. The grievant nust request
and receive approval for the use of such tinme fromthe supervisor
in advance. A Union representative's tinme will be governed by the
official time provisions in Article 7.

Section 7. ARBI TRATI ON

a. If a grievance processed under the negoti ated
procedure is not resolved satisfactorily, either Managenent or
the Union may refer the issue to arbitration. The party
requesting arbitration shall actively pursue such process. The
notice referring an issue to arbitration nust be submtted within
fifteen (15) working days of receipt of the grievance deci sion.

b. Wthin five (5) working days fromthe date of the
recei pt of an arbitration notice, the party requesting
arbitration shall request the Federal Mediation and Conciliation
Service (FMCS) to submt a list of five inpartial persons
qualified to act as arbitrators. Al costs incurred in
requesting a list of arbitrators will be borne equally by the
parties. A brief statenent of the nature of the issues in
di spute will acconpany the request to enable the Service to
submt the nanes of arbitrators qualified for the issues
i nvol ved. The parties shall neet within five (5) working days
after receipt of the list to select an arbitrator. |If they
cannot agree upon one of the |listed persons, Managenent and the
Union will strike alternately one arbitrator's nane fromthe |ist
and repeat this procedure until only one nane remains. The
remai ning nanme will be the arbitrator. First strike will be
alternated, with the Union striking first at the first
arbitration proceeding. Wthin five (5) working days after
selection of the arbitrator, the selection list will be submtted
to FMCS. The party requesting arbitration may w thdraw t he
grievance at any tine prior to the actual convening of the
arbitration hearing.

c. If the parties fail to agree to a joint subm ssion of
the issue for the arbitrator, each party shall nake a separate
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subm ssion and the arbitrator will determ ne the issue or issues
to be heard. Questions as to the grievability or arbitrability
will be raised imediately with the arbitrator in the sane
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proceedi ngs as the arbitration of the grievance on its nerits.
The arbitration hearing will be held on the prem ses arranged by
Managenent and held during the regular work day. Enployee
participants in the hearing wll be in a duty status. Any

di spute over the interpretation or application of the
arbitrator's award will be returned to the arbitrator for

settl enent.

d. Arbitration Award Binding. The arbitrator's award
will be binding on both parties. Either party may file
exceptions to the arbitrator's award wth the Federal Labor
Rel ations Authority. Wen an exception is filed, inplenmentation
of the award wll be stayed until the Authority renders a
decision. The arbitrator will have no power to add to or subtract
from disregard, or nodify any terns of the Agreenent.

e. Arbitrator's Fees. The arbitrator's fees and expenses
w Il be shared equally by both parties.

ARTI CLE 14

MERI T PROMOTI ON AND PLACEMENT PLAN

Section 1. Policy. The purpose and intent of the Hunphreys
Engi neer Center Support Activity Merit Pronotion and Pl acenent
Plan (HEC Reg 690-300) is to ensure that enpl oyees are given ful
and fair consideration for advancenent and to ensure sel ection
from anong the best qualified candi dates. Managenent agrees to
ef fect pronotion and placenent of bargaining unit enployees in
accordance with applicable rules and regulations. To the extent
that it is otherw se consistent with this Article, Mnagenent
agrees to give due consideration to pronmotion fromwthin as a
part of the nmerit placenent selection process.

Section 2. Exceptions to Merit Staffing. Conpetitive nerit
staffing procedures apply to all personnel actions except as
ot herwi se provided for in current OPM gui dance, DoD, and Arny
regul ati ons.

Section 3. Advertising Vacancy Announcenents.
a. Vacancy announcenents will contain a statenent inform ng
all applicants that the selecting official may choose to conduct

a panel interview. Wen scheduling an interviewwth a referred
applicant, Managenment will informthe applicant if a panel
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interview will be conduct ed.

b. Managenent agrees to pronptly post HQUSACE Position
Vacancy Announcenents through the appropriate use of electronic
technol ogy. Upon request, Mnagenent further agrees to furnish
enpl oyees el ectronic or hard copies of said vacancy announcenents
as practicabl e.

Section 4. Selection Process. Conducting interviews as a
part of the selection process is desirable but is not mandatory
unl ess specified by separate programrequirenments. |If one
pronotion-eligible candidate is interviewed, it is good
managenent practice to interview other candidates to preclude the
perception of pre-selection.

Section 5. Notification of Non-selection. The selecting
official is responsible for notifying referred applicants of
their non-selection nornmally within thirty (30) days of the date
t hat sel ection was nade.

Section 6. Docunentation and Review. A concerned applicant
or a Union representative may request in witing a review of the
Vacancy Announcenent Folder. The review of said fol der nust be
consistent wwth the Privacy Act and regul atory gui dance.

Section 7. Career Pronotion Ladder.

a. Managenent will pronote an enployee in a career |adder as
soon as the enployee neets the eligibility requirenents and has
denonstrated the ability to performat the higher |evel.

b. Managenent will discuss wth the enpl oyee the type of
progress needed to neet the criteria for a career |adder
pronotion at the docunmented progress review or at the time of the
annual rating of record.

Section 8. Reassignnent.

a. Wen an enployee is reassigned to a different position,
the enpl oyee will be given a reasonable period of tinme in which
to denonstrate proficiency, including a reasonabl e training
period, if appropriate.

b. Any enployee who feels a hardship will be created by a

directed reassi gnnent nmay request and shall be granted a pronpt
meeting with their supervisor who shall give fair consideration
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to the enpl oyee's concerns.

c. Normally, Managenment will informan enployee of a
reassi gnment within the same geographic |ocation and the reasons
therefore at |least ten (10) work days in advance of the effective
date, but in no event less than five (5) cal endar days.
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Section 9. Devel opnental Details. Mnagenent shall afford
enpl oyees opportunities for professional devel opnent through
career enhanci ng detail s/assignnents when nutual ly conveni ent.

In order to ensure a snooth and efficient transition between
positions, enployees detailed for nore than thirty (30) days w ||
be given a reasonabl e amount of work tinme to re-famliarize

hi msel f/ herself with the duties to which he/she is returning.
During this tinme, Managenent will ensure that the enployee is
made aware of any changes in procedures/duties of this position
t hat have occurred during the enployee's absence on detail.

Section 10. Posting of Merit Pronotion and Pl acenent Pl an.
Managenent agrees to pernanently post a copy of the Merit
Pronotion and Pl acenment Plan on the official HQUSACE Wb Page and
make copi es avail able to each enpl oyee upon request. Managenent
agrees to provide a draft copy of any proposed changes in the
Merit Pronotion and Pl acenment Plan to the Union and to provide
the Union an opportunity to review and conment on the proposed
changes ten (10) working days prior to planned inplenentation.
Managenent further agrees to give full and conpl ete consideration
to conments or reconmendati ons provided by the Union before
finalizing and publishing the proposed changes.

ARTI CLE 15

PERFORMANCE AND | NCENTI VE AWARDS

Section 1. Policy. Mnagenent will ensure that the
Performance Awards Programw || be adm nistered in confornmance
wi th applicable rules and regul ati ons.

Section 2. Per f or mance Awar ds.

a. A performance award consists of a nonetary award and a
Commendation Certificate given in recognition of high-Ievel
performance for a specific rating period. Performance awards
shoul d be used both to reward past performance and to provide
incentive for continued high-|evel performance.

b. Enployees with annual summary perfornmance ratings of
Exceptional or H ghly Successful are eligible for this award.

c. Enployees who exceed the m ninmumrequirenents for a

Successful 3 rating of record for the nost recent rating period,
may receive a Performance Awar d.
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d. The enployee's i medi ate supervisor is responsible for
initiating the nomnation for the award.
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e. Performance Awards will be conputed as a percentage of
pay with a maxi rum award of 10% of enpl oyee's rate of base pay.
Unusual | y exceptional enployees may receive awards up to 20% i f
approved by the MACOM Commander. Unusual ly excepti onal
per f or mance surpasses the normal requirenents for the Exceptional
rating and should be fully docunented.

f. Enployees within the sanme organi zational elenent at the
sane grade who receive equivalent ratings of record shoul d
receive simlar awards unl ess an enpl oyee was pronoted within the
rating period or unless distinctions can be made in their
performance, interimsummary ratings taken into consideration in
the rating, or the length of tinme of the rating period.

g. Receipt of a Special Act or Service Award as well as
ot her Superior Acconplishnment Awards will be considered when
enpl oyees are being considered for pronotion.

h. Nom nations for Performance Awards should be submtted at
the tinme the Performance Appraisal is submtted (normally within
30 cal endar days fromthe approval date of the annual rating).
Final action on the nom nation should be conpleted within 30 days
thereafter.

i. An enployee should never be inforned that he/she is under
consideration for, or has been nom nated for a Perfornmance Award.
Such action may create a serious norale problemif the award is
not eventual |y approved.

j . Managenent is responsible for assuring that adequate
funds are budgeted for Performance Awards for bargai ning unit
enpl oyees.

k. Receipt of one or nore awards for a suggestion,
i nvention, scientific achievenment or a special act or service
award during a period of high performance does not prevent the
recei pt of a Performance Award unl ess the nom nation for the
Performance Award is based on the sanme acconplishnent(s) for
whi ch previous award(s) was granted.

Section 3. | ncenti ve Awar ds.

a. Incentive Anards w |l consist of Special Act or Service
Awar ds based on tangi ble or intangi ble benefits. A Special Act
or Service Awmard is a cash award given to recognize a neritorious
personal effort, act, service, scientific or other achievenent
acconplished wthin or outside assigned job responsibilities.

Al'l bargaining unit enployees are eligible for this award. It is
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a special one-tine individual contribution or achievenent. The
cash award ranges from $25 to $25, 000, dependi ng on the
achi evenent being recogni zed. Recommendations for awards in
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excess of $10,000 are reviewed and approved by the Arny Incentive
Awar ds Board, HQDA. Awards based on tangible benefits shall be
cal cul ated in accordance with AR 672-20 using Table 7-1. Awards
based on intangi ble benefits shall be cal cul ated i n accordance
with AR 672-20 using Table 7-2.

b. The Special Act or Service is particularly appropriate to
recogni ze short termacconplishnents in a regularly assigned
position, during a detail, at the conclusion of a successful
speci al project assignnent, or at other tinmes when performance or
honorary awards are not appropriate.

c. An enployee's supervisor or any individual having direct
knowl edge of the act, service, scientific or other achievenent,
in coordination with the enpl oyee's supervisor, nmay initiate an
award nom nation. Nom nations should be submtted within 30
cal endar days after the act, service, or achievenent to be
recogni zed. Final action should be taken within 30 cal endar days
thereafter unless it is necessary to forward nom nations to
hi gher headquarters.

Section 4. On-The-Spot Cash Awards.

a. The On-The-Spot (OTS) Cash Award is a Special Act or
Service Anard ranging from $25 to $250, which may be given by a
supervi sor for day-to-day work site acconplishnents.

b. An OIS is particularly appropriate to recognize
achi evenments such as streamining, elimnating or nodifying an
office or operating procedure to i nprove effectiveness,
efficiency, or tineliness, acconplishing a specific, one-tine or
speci al assignnent that required extra effort or resulted in the
organi zati on receiving recognition for responsiveness to un-
programed requirenents, or inplenenting a programto inprove
enpl oyee norale or productivity.

c. Processing of OIS wll be acconplished as expeditiously
as possible to assure that total processing tinme does not exceed
30 cal endar days.

Section 5. Quality Step Increase (QSl).

a. A Qality Step Increase (@l) is an increase in an
enpl oyee's rate of base pay fromone step of the grade to the
next higher step of that grade in recognition of sustained high
quality performance at a level that substantially exceeds an
acceptabl e | evel of conpetence. A QSI is an additional within
grade increase granted to GS enpl oyees when an enpl oyee has an
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exceptional performance rating during the current rating period.
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b. The enpl oyees supervisor is responsible for initiating
the nom nati on.

c. The nom nation should be submtted within 30 cal endar
days of approval of the rating.

d. No nore than one QSI may be granted in any 52 week
peri od.

e. Enployees may not receive a Sl if he/she has previously
recei ved a Performance Award based in whole or in part for the
sane perfornmance.

f. Managenent will provide the Union with the nunber of QSIs
given during the year by the serviced organi zati on.

ARTI CLE 16
PERFORMANCE APPRAI SAL SYSTEM

Section 1. Policy and Purpose Statenent. Enployees are
entitled to an annual performance rating. The purpose of the
Total Arny Perfornmance Eval uation System (TAPES) is to acconplish
the foll owm ng objectives:

a. Provide for periodic appraisals of job performance which
are objective, fair and reasonabl e;

b. Provide a nechanismfor appropriately recognizing and
rewar di ng an enpl oyee's acconplishnents in the execution of
of ficial duties;

c. Provide an opportunity for enployee participation in
establ i shing an enpl oyee's objectives or responsibilities, as
appropri at e;

d. Provide an enployee wth regular, informal feedback so as
to keep the enployee inforned of what is expected of the
enpl oyee, and advi sed as to whether or not the enployee is
nmeeting those expectations;

e. Provide sufficient information to an enpl oyee regardi ng
t he enpl oyee's current performance; and,

f. VWere necessary and appropriate, provide assistance to

the enpl oyee in inproving the enpl oyee's performance and
furthering individual devel opnment.
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I n acconplishing these objectives, Managenent shall ensure
that the TAPES is applied in a fair, objective, and equitable
manner and in conformance with applicable | aws and regul ati ons.

Section 2. Per f or mance St andar ds.

a. Performance Standard neans a statenent of the
expectations or requirenents established by Managenent for a
particular rating level. A performance standard may include, but
is not limted to, such factors as technical conpetence,
innovation/initiative, responsibility/accountability, working
rel ati onshi ps, and comruni cation. A performance standard wll,
to the maxi num extent feasible, permt the accurate eval uation of
the job performance on the basis of objective criteria related to
the job in question for the enpl oyee or position.

b. A witten performance standard will indicate the
performance | evel for each objective or responsibility.

c. A performance standard should not address non-perfornmance
related matters.

Section 3. Criteria for Establishing Performance Objectives
or Responsibilities. It shall be the responsibility of both the
enpl oyee and the enployee's rating supervisor to identify the
enpl oyee' s objectives or responsibilities for job perfornmnce.

In identifying the objectives or responsibilities, due

consi deration shall be given to consistency with m ssion and
function statenents; Managenent goals and priorities; enployee

i nput; the enployee's position description; and existing

obj ectives or responsibilities; and any other relevant material.

Section 4. Initiating Appraisal Periods and Performance
Pl ans.

a. An enployee's rating supervisor shall be required to
di scuss the position description, the new or revised objectives,
responsibilities, or performance |evels with an enpl oyee no | ater
than thirty (30) cal endar days after the date the enployee is
assigned to a new supervisor, or the enployee's position, duties,
responsi bilities or objectives undergo a significant change, or
followng the formal annual rating period. Team| eaders my
provi de i nput on performance issues. The rating supervisor shal
al so be responsi ble for ensuring that the enployee is provided a
copy of the current position description and the applicable
obj ectives or responsibilities.

b. After receiving the tentative objectives or
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responsibilities fromthe enployee, the rating supervisor wll
have a period normally not to exceed ten (10) workdays within
whi ch to exam ne and consider this material and to neet with the
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enpl oyee to discuss these objectives or responsibilities. During
this period, the enpl oyee, upon request, will be granted a
reasonabl e anmount of official time to consult with a Union
steward concerning his/her objectives or responsibilities.

c. Managenent and the Union agree that an enpl oyee's
of ficial annual appraisal period begins when the rating
supervi sor provides the enployee wth an approved witten support
formor counseling check Iist for the enpl oyee' s position.

Section 5. Establishnent of Performance Objectives and
Responsi bilities.

a. The Union understands that the identification of and
establ i shment of performance objectives is a managenent right.
The parties understand and agree that Managenent w ||
appropriately exercise that right when working with enpl oyees in
identifying and establishing such objectives or responsibilities.

b. Managenent and the Union agree that any dispute arising
as a result of a performance appraisal, or a matter directly
related to performance appraisal, shall be handled in accordance
with the negotiated grievance procedure established in Article 13
of this agreenent. Unless an enpl oyee reasonably believes, and
so all eges, that Managenent's establishnment of performance
standards is in violation of any applicable law, rule, or
regul ati on, such establishnment is not subject to review under any
grievance or appeal procedures.

Section 6. Annual Rating of Record.

a. It shall be Managenent's responsibility to ensure that an
enpl oyee's performance is rated at |east once annually, and that
t he enpl oyee is given an annual rating of record. The rating of
record shall be the summary rating conpleted at the end of the
established rating period.

b. In addition to the annual rating of record, other summary
ratings may be prepared. A special sunmary rating will be
prepared when there is a significant change in the enpl oyee's
performance plan as a result of a change of position, duties,
program obj ectives or priorities, etc., if the enpl oyee has
served for the m ni mum one-hundred and twenty (120) day apprai sal
period. A special summary rating nust be prepared if the
enpl oyee noves to a new organi zation. Enployees wll be provided
a copy of all special summary ratings.

c. A reasonable period of observation shall be a requisite
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condition for preparing a performance appraisal. The period may
not be | ess than one-hundred and twenty (120) days.
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d. Enployees will only be evaluated on work for which they
have been assi gned.

e. The annual rating of record will be fully supported or
explained on the rating form Special summary ratings, or
ratings given at the beginning and cl ose of the Performance
| mprovenent Plan (PIP), and other performance information on
details and tenporary pronotions/reassignnments for performance
during the appraisal period will be taken into account in
determ ning the next rating of record.

f. The rating supervisor will explain the Performance Pl an
and Rating, if the special rating or other information resulted
in a change in the rating of record, and may record perfornmance
information in the narrative section for the pertinent objectives
or responsibilities on the appraisal form as appropriate.

Section 7. Details. On a detail of less than 120 days, the
enpl oyee will be given a summary of achi evenents acconplished on
the detail. Wen enployees are detailed or tenporarily pronoted
or reassigned, and the length of detail or tenporary pronotion or
reassi gnnent is expected to |l ast 120 days or |onger, the
supervi sor at the new assignnment shall provide witten objectives
or responsibilities and performance standards to enpl oyees as
soon as possible but no later than thirty (30) cal endar days
after the beginning of the detail or tenporary pronotion or
reassi gnment. A copy of the ratings on objectives or
responsibilities wwll be forwarded to the rating supervisor of
t he enpl oyee' s permanent position and nust be considered in
assi gning an enpl oyee's next rating of record. 1In the case of an
extended period of detail, the rater of the position from which
the ratee is detailed may either attach the special appraisal to
t he annual appraisal he/she prepares or, if the detail lasted for
nost of the rating period, adopt the special appraisal as the
annual apprai sal .

Section 8. Overall Performance Ratings. Each appraisal nust
conclude with a summary rating of the enployee' s overal
performance. A rating will be assigned each perfornmance
apprai sal consistent with current performance appraisal system
pr ocedur es.

Section 9. Feedback to Enpl oyees.
a. The objective of the TAPES is net through regular,
i nformal feedback, the m dpoint progress review, and the annual

performance appraisal. The informal feedback is intended to keep
enpl oyees informed on how they are doing in their job
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performance. Feedback is provided by frequent conmunication
bet ween the enpl oyee and the rating supervisor. For exanple,
rating supervisors should periodically review the overall
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performance and keep enpl oyees informed of their progress toward
meeti ng performance standards. Performance review di scussions
shoul d be held as often as needed to provide supervisors with the
data to assess work progress. In the establishnent or

nodi fication of performance standards, Managenment will solicit
enpl oyee comments either verbally or in witing.

b. Periodic counseling sessions with enployees wll ensure
tinmely identification of their strengths and weaknesses and hel p
to avoi d unexpected performance ratings at the end of the rating
peri od.

Section 10. Special G rcunstances. Perfornmance appraisals
must take into account factors or changes (personal or work
rel ated) which affect performance and are beyond the control of
t he enpl oyee.

Section 11. Devel opnent of a Performance Rating.

a. The preparation and fornulation of an enpl oyee's
performance rating shall be acconplished in accordance with
DA Pamphl et 690-400, Chapter 4302. After the rating of record
has been approved by the senior rater, a copy will be provided to
t he enpl oyee. Enployees can attach conmments to their rating of
record up to thirty (30) days after final signing by the senior
rater. The determ nation of the senior rater is final unless
changed as a result of a grievance or conpl aint.

b. It is the responsibility of the rating supervisor to
provi de the annual rating of record within forty five (45) days
of the end of the rating period. In the event that an enpl oyee

does not receive an annual rating of record, the enployee shal
notify their senior rater, in witing, of the absence of such
rating. The senior rater shall then be responsible for
acconplishing the annual rating of record wwthin fifteen (15)
days of the witten notification by the enpl oyee.

Section 12. Rating Certification.

a. The enpl oyee will acknow edge receipt of the rating by
signing and dating the final, witten appraisal. An enployee's
signature on the performance appraisal formshall not constitute
agreenent with the rating or indicate that the enployee will not
appeal the rating.

b. Wen the enployee refuses to sign or acknow edge the

apprai sal, the unsigned summary rating becones the rating of
record. Managenent nust state in witing the enployee's refusa
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to sign.
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Section 13. Unacceptable Performance. Actions based on
unaccept abl e perfornmance are subject to procedural requirenents
contained in 5 U S.C. 4303 and regul ations issued by OPM DOD,
and the Departnent of the Arny.

Section 14. Reduction in G ade or Renoval.

a. An enpl oyee whose reduction-in-grade or renoval is
proposed under the requirenents of 5 U S. C 4303 is entitled to:

(1) Thirty (30) days advance witten notice of the
proposed action which identifies:

(a) Specific instances of unacceptabl e perfornance
by the enpl oyee on which the proposed action is based; and

(b) The objectives or responsibilities of the
enpl oyee's position involved in each instance of unacceptable
per f or mance;

(2) Be represented by an attorney or representative;

(3) A reasonable tine to answer orally and in witing;
and

(4) A witten decision which:

(a) In the case of a reduction-in-grade or renoval,
specifies the instances of unacceptabl e performance by the
enpl oyee on which the reduction-in-grade or renoval is based, and

(b) Unl ess proposed by the Chief of Staff, has been
concurred in by an individual in a higher position than the one
who proposed the action.

b. Managenent may extend the notice period under Section
14a(1) for not nore than 30 days and may further extend the
notice period with prior approval of the OPM

c. Managenent's decision to retain, reduce in grade, or
renmove an enpl oyee shall be nade within 30 days after the date of
expiration of the notice period.

d. The witten decision on a reduction in grade or renoval
will include information apprising an eligible enployee of the
enpl oyee's right to either appeal to the Merit Systens Protection
Board or to file a grievance under the negotiated grievance
procedure, but not both. |If the Union was not the representative
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of the enpl oyee during the proceedings in Section 14 and is now
sel ected by the enployee to be the representative in appealing
t he decision, the Union shall have the right to make an oral
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presentation to the deciding official before the enployee
exerci ses the option of an appeal procedure.

ARTI CLE 17

PERSONNEL FI LES

Section 1. Maintenance of OPF. Managenent has determ ned
that CPOC will maintain Oficial Personnel Folders (OPF s) for
all enpl oyees in the bargaining unit.

Section 2. Exam nati on of OPF.

a. Enployees have the right to examne their OPF and make
copi es of appropriate materials.

b. An enployee may authorize his/her designated
representative to review and copy the enployee's OPF. Such
aut hori zation nust be in witing and nust be submtted by the
enpl oyee to the CPAC before the designated representative can
exam ne the OPF.

c. The OPF is available for review only to officials who
need information on which to base decisions affecting an enpl oyee
or in the performance of their assigned functions as provided for
in FPM Suppl enment 293- 31.

d. The review of an OPF may be done only under the
supervi sion of the appropriate personnelist.

Section 3. OPF Access Record.

a. The records, maintained by CPCC, indicating those who
have requested and been gi ven access to the enployee's OPF, as
requi red by personnel regulations and procedures, shall be nade
avai l able to the enpl oyee.

b. The records, maintained by CPAC, indicating those who
have requested and been gi ven access to the enployee's OPF, as
requi red by personnel regulations and procedures, shall be nade
avai l able to the enpl oyee.

Section 4. Copies of Personnel Actions. Enployees shal
receive a copy of all personnel actions entered into their OPF

Section 5. Access to O her Confidential Files. Managenent
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shall maintain all personnel records or files other than those
kept in the OPF in strictest confidence, and in accordance with
applicable rules and regul ati ons. No unaut hori zed person shal
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have access to such files wthout the express perm ssion of the
af fected enpl oyee. Distribution of personnel actions and records
shall be handled in strictest confidence to the greatest extent
practicabl e.

Section 6. Renoval of Unofficial Material. Enployees may
make a request to CPAC to have irrelevant or outdated material s
removed fromtheir personnel files.

ARTI CLE 18

PCGSI TI ON CLASSI FI CATI ON

Section 1. Accurate Position Descriptions. Mnagenent shal
be responsible for ensuring that the position description for
each position accurately reflects the actual duties of the
enpl oyee filling the position. Position/job descriptions will be
written based upon the major duties, skills, and responsibilities
assigned to the position/job by the responsible supervisor.
Position descriptions will be reviewed periodically, but no |ess
than every three (3) years, for accuracy and position
cl assification.

Section 2. Copy of Position Descriptions/Qher Duties as
Assi gned. Each enployee will be furnished a current copy of
hi s/ her position/job description when: hired, pronoted,
reassigned to a different position, or when the position/job
description is changed. For the purposes of this Agreenment the
phrase "other duties as assigned” relates to duties normally
assigned to a position, and are of an incidental, infrequent, or
energency nature, so as to nmake it inpractical to include the
duties in the narrative portion of the job description. The
phrase "other duties as assigned" shall not be used to avoid
Managenent's responsibility to maintain accurate job
descriptions. It is agreed these duties will normally be rel ated
to the occupational title. However, it is not intended that
duties inconsistent wwth the general grade |level of a job wll be
regul arly assigned wthout action to review the job. Insofar as
possi bl e, supervisors wll avoid assigning enpl oyees incidental
duties that are inappropriate to their positions and
qualifications.

Section 3. Changes to Position Descriptions. Wen position
descriptions becone inaccurate because of an accretion of duties,
or because of reassignnment or deletion of major duties fromthose
in the current position description, Managenent shall amend the
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position description within a reasonable tine. An enployee nmay
at any tinme submt facts, materials, and/or evidence supporting a
recommendation to the supervisor for reclassification of a job.
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Bargai ning unit enpl oyees may el ect to have Union representation
or assistance in discussing their position classification with
Managenent and in review ng classification standards that pertain
to their position or grade. Managenent shall notify the Union of
any significant change in duties which will affect the working
condi tions of bargaining unit enployees.

Section 4. Cassification Appeal Rights. An enployee who
believes that the title, series, or grade of his/her positionis
incorrect is encouraged to discuss the issue with his/her
supervisor. |If the enployee desires that his/her title, series
or grade be formally reconsidered, he/she may appeal either
t hrough the Departnment of Defense in accordance with applicable
rules and regul ations, or to the Ofice of Personnel Managenent
(OPM. An enployee who elects to go through the Departnent of
Def ense who is not satisfied with the internal reconsideration
may appeal to OPM A General Schedule (GS) enpl oyee who el ects
to go directly to OPM shall have no appeal rights through the
Departnent of Defense.

Section 5. Renedial Relief. Pursuant to applicable | aws and
regul ati ons, Managenent wi || provide appropriate renedial relief
within a reasonable period, to any enpl oyee found to be
i nappropriately or inproperly classified.

ARTI CLE 19

REDUCTI ON- I N- FORCE (RI F) PROCEDURES

Section 1. Definitions. Reduction-lIn-Force. |In accordance
wth 5 CFR 351, RIF procedures shall be foll owed when the agency
rel eases a conpeting enployee fromhis or her conpetitive | eve
by: (1) furlough for nore than thirty (30) days; (2) separation
denotion, or reassignnent requiring displacenment.

Section 2. Policy.

a. |In accordance with 5 CFR 351.201(2), Managenent shal
follow RIF procedures when it rel eases a conpeti ng enpl oyee from
his or her conmpetitive level by furlough for nore than thirty
(30) days, separation, denotion, or reassignment requiring
di spl acenent, when the release is required because of |ack of
wor k; shortage of funds; insufficient personnel ceiling;
reorgani zation; the exercise of reenploynent rights or
restoration rights; or reclassification of an enployee's position
due to erosion of duties when such action will take effect after
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an agency has formally announced a RIF in the enpl oyee's
conpetitive area and when the RIF wll take effect wthin 180
days.

b. Managenent shall pursue all feasible alternative actions
prior to inplenenting a Reduction in Force (RIF). Such actions
may i nclude, but are not limted to, restricting recruitnent,
meet i ng manpower or personnel ceiling limtations through
attrition, reassigning enployees in vacant positions, VSIP/ VERA
as authorized, and termnating |limted appoi ntnments as necessary.

c. RIF procedures shall be conducted in accordance with
statutory requirenents, Ofice of Personnel Managenent (OPM, DoD
and Arny rules and regul ations and this Agreenent.

d. Managenent shall determ ne which position(s) wll be
affected. I n making such determ nati ons Managenent shall focus
solely on positions, not individuals.

Section 3. Prelimnary Notification.

a. Managenment shall provide the Union prelimnary
notification of an anticipated RIF as soon as possi bl e. Such
notification shall include the follow ng information:

(1) The reason for the anticipated RIF or transfer
of function;

(2) The approxi mate nunber of bargaining unit
positions that may be affected initially; and

(3) The anticipated effective date of the RIF.

b. At the tine the Union receives its prelimnary
notification of anticipated RIF, Managenent shall provide the
Union with a |ist of all bargaining unit enpl oyees whose current
annual ratings of record are overdue.

Section 4. Union Notification. Mnagenent shall provide
witten notification to the Union prior to inplenentation of a
RIF. Notification shall include the information in subparagraphs
a through h of this section. The Union shall be given the
opportunity to bargain the inpact and inplenentation of the RIF
procedures as outlined in this article.

a. The approxi mate nunber of bargaining unit positions that
may be affected;

b. The conpetitive areas and |l evels that may be invol ved;
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c. The effective date;

d. The career series identified for reduction as
appropri at e;

e. Alist of all vacanci es;
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f. A conplete copy of the retention register, if avail able;
g. Inplementation Plan, if available; and

h. Oher available information included in Managenent's RIF
notification to the Departnment of Arny.

Section 5. Enployee Notification.

a. |In accordance with 5 CFR 351, all affected enpl oyees wl|
be given a specific notice in witing no |less than sixty (60)
cal endar days prior to the effective date of the RIF. The notice
peri od begins the day after the enpl oyee receives the notice.

b. Wen the RIF is caused by circunstances not reasonably
foreseeabl e, a request for a notice period of |less than sixty
(60) cal endar days but at least thirty (30) cal endar days before
the effective date of release may be approved by appropriate
aut horities.

Section 6. Retention Registers.

a. The retention standing shall be cal cul ated for
bar gai ni ng unit enpl oyees in accordance with 5 CFR 351.
Managenment shall certify the accuracy of the retention register
whi ch shall be used to conduct a RIF. A copy of the initial
retention register for bargaining unit nmenbers shall be provided
to the Union President upon receipt by CPAC. Performance
appraisals wll be frozen for all enployees conpeting in a RIF on
a uniformdate which shall be no less than thirty (30) cal endar
days prior to the issuance of the notice.

b. A copy of the final retention register for bargaining
unit nmenbers, reflecting all changes, noves, separations, etc.,
shall be provided to the Union President within five (5) working
days of receipt by CPAC.

c. An enployee affected by a RIF has the right to review the
retention register pertaining to the RIF and to see a copy of
appropriate regul ati ons.

Section 7. Conpetitive Levels for Positions in the
Bargaining Unit.

a. The criteria governing the conpetitive |levels shall be
t hose outlined in 5 CFR 351.

b. Wen enployees affected by a RIF are in the sane
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conpetitive level with the sane |l ength of Federal service, as
augnented by performance credit, and the sane subgroup, ties wll
be broken in the followng order: (1) Length of service in USACE;

75



and (2) Tinme at the current grade.
Section 8. CQut-placenent Services.

a. Were enployees are eligible, Managenent shall offer
af fected enpl oyees retraining in order to enabl e such enpl oyees
to qualify for continuing positions.

b. Managenent and the Union shall apprise eligible affected
enpl oyees of avail abl e out placenent prograns, counseling
services, and other services. The Union shall encourage its
menbers to take full advantage of all services available to them
In additi on, Managenent shall coordinate with State Enpl oynent
Services to determ ne whether any of the affected enpl oyees may
be eligible for training at Governnent expense, and if so, shal
i nform enpl oyees of how to apply for training.

Section 9. Priority Placenment Program (PPP). All eligible
career or career-conditional enployees shall be registered in the
Priority Placenent Program and such enpl oyees shall be given
priority consideration for rehiring in tenporary and permanent
positions for which they are qualified in accordance with PPP
pr ocedur es.

ARTI CLE 20

TRAI NI NG AND CAREER DEVELOPMENT

Section 1. General. Managenent and the Union agree that
enpl oyees shoul d be afforded the opportunity to devel op their
careers to the fullest extent possible within m ssion and
budgetary requirenents.

Section 2. Responsibilities. It shall be the responsibility
of Managenent to apprise HQUSACE enpl oyees of avail abl e training
opportunities. The Union shall encourage its nenbers to take
advant age of training opportunities and opportunities for self-
devel opnent. Enpl oyees are responsible for informng their
supervisor of their training needs and their desire for
advancenment through training. Al proposed and conpl eted
training will be recorded on the enpl oyee's I|ndividual
Devel opnent Plan (I1DP).

Section 3. Formal, Informal, On-the-Job Training.

Managenment recognizes its responsibility to provide training
opportunities consistent wwth identified needs and avail abl e
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funds; to assure that enployees receive both formal and infornma
training designed to inprove performance in current assignnents;
to develop the required ability and skills to use approved
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met hods and facilities; to acquire the skills and know edge
necessary for continued growh and career devel opnent; and to
encour age sel f-inprovenent and sel f-devel opnent. Training
opportunities will be provided inpartially and without regard to
race, color, sex, national origin, physical or nental handicap,

or age. Managenent shall, to the extent practicable, provide
enpl oyee on-the-job cross training. Managenent shall be
responsi ble for training costs for an enpl oyee when such training
i's needed by the enployee in connection with the perfornmance of
officially assigned duties.

Section 4. Information. Upon request, Managenent w ||
provide the Union with avail abl e information regardi ng what
training opportunities exist for enployees. The Union may submt
recommendations relative to training prograns to the Chief,

G vilian Personnel Advisory Center. This wll not, however,
preclude the Union frompresenting its views through other
channel s.

Section 5. Technol ogi cal Changes. |n cases where autonmation
or technol ogi cal changes do away with various jobs or positions,
Managenment, to the extent consistent with manpower requirenents,
w Il make a reasonable effort to reassign affected enpl oyees.
This may include retraining such enpl oyees for reassignnent,
wher e necessary, provided funds are avail able. Wen the inpact
of pendi ng changes in function, organization, and mssion is
available, it shall be the responsibility of Managenent to
provi de opportunities for the retraining of enployees invol ved.
As determ ned appropriate and al |l owabl e under regul ation,
Managenent may wai ve qualification requirenents to enter into
training programagreenents in an effort to place enployees in
l'ines of work where their services can be utilized. Mnagenent
w Il provide for the additional training required due to
t echnol ogi cal changes.

Section 6. Reinbursenent for Training on Enpl oyees Tine.
Wher e appropriate, Managenent nmay consider reinbursing tuition
costs and other fees incurred by an enployee in attending a work
rel ated course on his/her own tinme. Approval of reinbursenent
shal |l be in accordance with applicable |Iaws, regulations, and
pol i ci es.

Section 7. Formal Training. Wen a |limted nunber of spaces
are available for formal training given solely to prepare
enpl oyees for advancenent and required for pronotion, nerit
pronotion procedures shall be followed in selecting career and
career-conditional enployees for the training. Arny career
prograns are an exception to the provisions of this Section.
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Supervisors will identify those situations in the specific work
environnent that training can aid in achieving defined objectives
and goal s of Managenent. |mmedi ate supervisors will discuss
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avail able training prograns with the enpl oyees who woul d normal |y
be eligible for such training.

ARTI CLE 21

WORKER S COVPENSATI ON PROGRAM ( WCP)

Section 1. Responsibility. It is the enployee's
responsibility to report all job-related injuries to the
supervi sor imedi ately regardl ess of how m nor the injury.
The supervisor will arrange to send, escort, or have the injured
enpl oyee transported to the health clinic. Mnagenment wl|
provi de the appropriate forns and instructions to the enpl oyee no
| ater than 48 hours after the report of injury. The enployee
will provide for the tinmely subm ssion of all information
pertinent to the injury. Supervisors will pronptly acknow edge
receipt of the injury formsubmtted by the enployee. If an
enpl oyee is unable to conplete the form Mnagenent will provide
appropri ate assi stance.

Section 2. Information. WManagenent agrees to provide
information to enployees in regard to their rights and benefits
under the Federal Enpl oyees Conpensati on Act through such neans
as handouts, brochures, and instruction sheet attached to the
formCA-1. An enpl oyee who receives a disabling job-rel ated
traumatic injury nay be entitled to continuation of pay (COP) for
the period of the disability not to exceed 45 cal endar days
unless the claimis controverted. Questions regarding COP nay be
directed to either the supervisor or the CPAC.

Section 3. Exam nati on, Eval uation, Treatnent.

a. The enployee may elect to receive the necessary treatnent
within the health clinic or go to a physician of his/her choice
within the limts inposed by WCP rul es and regul ations. The
enpl oyee will be released if he/she desires to go to his/her own
physi ci an.

b. Managenent agrees to assist the enployee in contacting
appropriate WCP authorities in an effort to expedite paynent of
cl ai ms.

c. |If the conpensable injury is reactivated during the
period ending not |later than six (6) nonths after the enpl oyee
returns to duty and Managenent authorizes a nedical exam nation
in connection therewith, the absence for such exam nation shal
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be adm nistratively excused and not charged to | eave.
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Section 4. Review Conpleted Forns. Upon request, enployees
will be allowed to review conpleted injury forms and wll be
all owed to have a Union representative designated in witing to
revi ew sane.

Section 5. Tineliness of Clains. |In accordance with the
appl i cabl e provi sions of OPM Qperating Manual, CA 810, Injury
Conpensation, the parties agree that reasonable efforts should be
made to neet the tinme imts prescribed for filing forns,
provi di ng nmedical information, etc., so that an enployee's claim
is not unduly del ayed.

Section 6. Copy of Conpleted Forns to Enpl oyee. Managenent

agrees to provide a copy of conpleted injury fornms to the
enpl oyee.
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ARTI CLE 22

HOURS OF WORK

Section 1. Alternative Wrk Schedul es. Mnagenent
recogni zes the availability of progranms allow ng alternative work
schedul es and alternative work sites as provided for in Arny
Regul ation (AR) 690-990-2, U.S. Arny Corps of Engineers
OM 600- 1- 2, and Federal Personnel Mnual (FPM Letter 368-1,
including flexible or conpressed work schedul es and alternate
work sites. Managenment agrees to allow utilization of such
progranms by unit nmenbers to the maxi mnum extent possible
consi stent with Managenent needs to ensure m ssion
acconpl i shnent .

a. Exclusion fromProgram Supervisors may |imt
participation in these prograns by excluding work units or
categories of enployees fromparticipation, by electing not to
use certain features of the prograns, or by tailoring options. A
Directorate or independent office wthin HQJSACE may opt out of
participation in alternative work schedul es by obtaining an
exception to the policy stated in OM 600-1-2. Requests for such
exception nust be submtted to the Chief of Staff, US. Arny
Cor ps of Engineers, for approval.

b. New Proposals. Upon presentation fromthe Union of a
conpressed work schedul e proposal not covered in AR 690-990-2 or
OM 600- 1-2, Managenent agrees to neet and confer concerning the
Uni on's proposal, evaluate the proposal, and inplenent trial
prograns if the results of that evaluation indicate the proposal
is feasible. Evaluation of proposals, trial prograns, and final
determ nation on inplenentation wll be based on factors outlined
in applicable regul ati ons.

c. Standard Wrrk Wek. Normally, the standard work week is
a seven (7) cal endar day period commenci ng at 0001 Sunday and
endi ng at 2400 hours on the foll ow ng Saturday. The standard
wor k week shall normally consist of five (5) eight (8) hour days,
Monday through Friday, inclusive. Mnagenment will schedul e the
wor k week of all enployees within the standard work week to
permt two (2) consecutive days off, except for energencies, to
nmeet operational requirenents and authorized manpower
limtations.

Section 2. Standard Wirk Day and Lunch Period. The standard

wor k day shall consist of eight (8) hours, plus a non-paid |unch
period for all enployees. Approved |unch periods are outlined in
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AR 690-990-2, Book 610. \Where lunch periods are staggered due to
a need for continuous hours of operations during the work day,
t he assignnent of schedul ed |unch periods wll normally be in
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accordance with the enployees' desires. Conflicts which cannot
be resol ved otherwise will be resol ved using enpl oyees' service
conput ati on dates except when operational necessities dictate
ot herw se.

Section 3. Coordination of Wrk Wek/Day Changes. Wth the
exception of energencies, Managenent nust notify the Union of any
proposed changes by Managenent to HQUSACE approved alternative
wor k schedul es up to four weeks in advance of inplenentation of
t he proposed change. Such notification nmust be in witing and in
accordance with applicable rules and regul ations. The Union
shall have up to two weeks after the date of receipt of such
notification to respond to Managenent's proposal. The Union nust
submt its response to Managenent in witing. In the event of
substantive differences between Managenent and the Union relating
to Managenent's proposed changes, Managenent and the Uni on agree
to enter into good faith negotiations in an effort to resolve the
di fferences; however, the Union recognizes Managenent's
responsibility to ensure successful m ssion acconplishnent.

Section 4. Scheduling. Enployees wll have their work
properly schedul ed and will receive prem um pay under appropriate
ci rcunst ances.

Section 5. Reschedul ed Wrk and Prem um Pay. Hours of work
whi ch are reschedul ed prior to the beginning of an adm nistrative
wor k week are considered part of a regularly schedul ed
adm ni strative work week. Enpl oyees who perform ni ght, Sunday,
or holiday work reschedul ed under those circunstances are
entitled to appropriate prem um pay.

ARTI CLE 23

OVERTI ME

Section 1. Definition of Overtine. Overtine is that work
time in excess of 8 hours in a day or 40 hours in a week that is
specifically approved as overtime by managenent. |n conputing
overtinme conpensation, the tine worked will be considered in
quarter-hour nultiples. Enployees working an approved vari abl e
wor k schedul e are eligible for overtine.

Section 2. Assignnment of Overtine. It shall be the policy
of Managenent to assign overtinme work to qualified enpl oyees.
Enpl oyees may be rel eased fromovertime assignnents for a good
cause if another qualified enployee is available for the
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assi gnnent. However, an enpl oyee nmay be required to work
overtime in circunstances where m ssion acconplishnment requires
such overtine work.

Section 3. Overtine Records. Suitable records of overtine
wor k assignnents will be nmaintai ned by nanagenent.

Section 4. Overtinme Rate. Cassification Act Enpl oyees
whose basic rate of conpensation does not exceed the maxi numrate
for grade GS-10 will not be required to take conpensatory tine
off inlieu of overtine pay unless they request it.

Section 5. Continuation of Regular Shift. For work in
excess of 8 hours that is a continuation of a regular shift,
either at the start or at the end of the shift, the enpl oyee
shal |l receive overtinme pay for the actual tinme worked.

Section 6. No Overtinme Wrk Below Grade Level. Qualified
enpl oyees will normally be assigned duties at their grade |evels
for overtinme work.

Section 7. Planned Overtinme Hours. When work is planned in
advance to be performed on an overtine basis on a day other than
t he basic work week, Managenent agrees to make reasonable effort
to plan the size of the work force so as to provide at |east four
(4) hours of work for each enployee. Where the services of each
enpl oyee are not required for this period of tinme, such overtine
wll be paid in accordance with applicable regul ati ons.

Section 8  Advance Notice. Managenent agrees to provide the
enpl oyee with as nuch advance notice as possible of overtine
assignnments (but not less than 1 full day's notice) when overtine
assignnments are planned or anticipated. The provisions of this
Section do not apply to unusual energencies when circunstances
demand i medi ate action for protection of life or Governnent-
owned property.

Section 9. Return to Work. Irregular or occasional overtine
wor k performed by an enpl oyee on a day when work was not
schedul ed for hinmfher or for which he/she is required to return
to his/her place of enploynent, is considered at |east two (2)
hours in duration for the purpose of overtine conpensation,
whet her or not work is perfornmed. Wen an enpl oyee follow ng a
regul arly schedul ed tour of duty perforns unschedul ed overtine
work or when early reporting for duty nmerges wth and conti nues
into a regularly schedul ed tour of duty for the day, the enpl oyee
is not entitled to the two (2) hour m ni num cal | back overtine
provision. After he/she reports to work, the enployee wll be
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pronmptly excused as soon as Managenent determ nes that his/her
services are no | onger required.
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Section 10. Annual Leave. An enployee will not be requested
to forego his/her schedul ed annual |eave to prevent the paynent
of overtine except in cases of energency.

Section 11. Available Options in Lieu of Overtinme. Wen an
organi zational unit is experiencing consistent and prol onged
periods of overtinme, Managenent wi |l consider appropriate
staffing options, such as, details, reassignnents, recruitnent
actions, in lieu of overtine.

ARTI CLE 24

HCLI DAYS

Section 1. Federal Holidays. An enployee shall be entitled
to all holidays now prescribed by |Iaw and any that may be | ater
added by law, and all holidays designated by Executive O der
shall normally be observed as regul ar holi days.

Section 2. Holiday Pay. Enployees working on a holiday
within their basic workweek will receive the sane pay as they
would normally receive, plus a day's pay they are normally
entitled to for the holiday. Managenent nmay, upon request of a
unit enpl oyee, relieve that enployee from holiday assignnment if
the enpl oyee's reason is valid and there is another unit enpl oyee
of the same classification and grade avail abl e who agrees to work
on the holiday and would not have to be paid overtinme for the
assi gnnent .

Section 3. Shift Differential. Enployees shall receive
eight (8) hours pay at their regular hourly rate plus any
appropriate shift differential on all days defined as holidays on
whi ch they are not required to work.

Section 4. Holiday Benefits. Those enpl oyees whose services
are not required on holidays may be excused fromwork w thout
charge to leave and will be entitled to holiday benefits in
accordance with applicable regul ati ons.
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ARTI CLE 25

ANNUAL LEAVE

Section 1. Definition. The use of earned annual |eave is
the right of each enployee. Managenent and the Uni on acknow edge
t hat scheduling of annual |eave shall be based on the needs of
HQUSACE i n acconplishing the m ssion of the agency. Mnagenent
and the Union agree that it shall be the responsibility of the
supervi sor and the enpl oyee to schedul e annual |eave in such a
manner so as to avoid potential forfeiture of such |l eave to the
maxi mum ext ent possi bl e.

Section 2. Leave for Short Periods. Requests for annual
| eave for short periods will be accepted at any tinme and wll be
approved subject to the requirenents of workload. Approval of
sick and energency | eaves are excluded fromthis Section.

Section 3. Transfer Between Organi zations. In case of
transfer of an enployee from one organi zational unit to another,
previ ously schedul ed annual |eave for vacation purposes shall be
di scussed between the new supervi sor and the enpl oyee for
confirmation or re-scheduling as necessary.

Section 4. Advance of Leave. Managenent wi |l consider any
written request by an enpl oyee for advance of annual |eave up to
an anount that can be earned by the end of the current |eave
year.

Section 5. Leave for Religious Holidays. Any enployee
applying for | eave on a workday which occurs on a religious
hol i day associated with the religious faith of the enpl oyee wll
be granted such | eave if workload permts.

Section 6. Leave for Death or Grave Illness. In case of
death or grave illness of a famly nenber, an enpl oyee may
request annual |eave, sick |eave, |eave wthout pay, or any
conbi nation thereof, as provided for in applicable federal |aws
and regul ations and in accordance with Section 11 of Article 28
of this agreenent. |f the enployee does not have annual |eave to
their credit, Managenent may advance the enpl oyee the necessary
| eave upon their request, but not in an anmount to exceed that
whi ch the enpl oyee woul d accrue during the | eave year. Enployee
| eave requests which are approved under this section shall be for
a reasonabl e anount of tinme to include tine for enployee to
travel to and fromtheir destination and to attend to matters in
connection wth the gravely ill or deceased person.
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Section 7. Forfeiture and Restoration of Annual Leave.
Unused accrued annual |eave in excess of 240 hours (360 hours
where applicable) will be forfeited at the end of the | eave year.
Forfeited annual | eave may be restored if:

a. The | eave has been requested by the enployee in witing
before the beginning of the third pay period before the end of
the | eave year

b. It is approved by the supervisor in witing and;
c. It cannot be reschedul ed during the remai nder of the
| eave year

Section 8. Requests for Annual Leave. Except in the case of
an energency, annual |eave nust be requested in advance.
Managenent's decision to grant or deny a request for annual | eave
or to cancel approval of such a request shall be based solely on
wor kl oad consi derations directly related to m ssion requirenents.
At the request of the affected enpl oyee, Managenent shall discuss
the reason(s) for denying a request for annual |eave or for
cancel ing an approved annual |eave request. It is the
responsi bility of Management, in consultation with the enpl oyee,
to reschedul e the use of annual |eave for which a request has
been denied or for which approval of a request has been cancel ed
due to workl oad considerations and to ensure that the | eave shal
not be forfeited.

ARTI CLE 26

SI CK LEAVE

Section 1. Use of Sick Leave.

a. Managenent shall approve the use of sick |eave for an
enpl oyee when such enpl oyee is incapacitated fromthe performance
of his/her duties due to sickness, injury, pregnancy, or
confinement, or for medical, dental, or optical exam nation or
treat ment.

b. Managenent shall approve the use of sick |eave for an
enpl oyee to attend to the nedical need of a famly nenber as
provided for in Section 11 of Article 28 of this agreenent.

Section 2. Responsibility to Notify Supervisor. It is the
responsibility of the enployee to notify his/her imedi ate
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supervi sor or the supervisor's designee of the enployee's
unschedul ed absence due to illness or other nedical energency as
soon as possible, normally not later than two hours after the
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usual and customary work arrival time for such enpl oyee, unless
the enpl oyee is incapacitated. Requests for approval of sick

| eave for non-energency nedical, dental, or optical exam nations
or treatnents shall be submtted as nuch in advance as possible
on OPM Form SF 71

Section 3. Medical Certificate Requirenents. Managenent nmay
require a nedical certificate froman enpl oyee with an absence
charged to sick |eave in excess of three working days. A signed
OPM Form SF 71 or nmedical provider's statenment furnished by the
enpl oyee constitutes sufficient nedical certification.

Section 4. |Inproper Use. Managenent and the Union recogni ze
the i nsurance val ue of sick | eave and agree that conservation of
sick leave is inportant so that it will be available in the event
of extended illness or other nmedical enmergency. Therefore,
Managenment and the Union agree to work together to aid in
el imnating unwarranted or inproper use of sick |eave.

Section 5. Leave Restriction.

a. In those cases where Managenent has sound reason to
bel i eve that an enpl oyee is abusing sick | eave, Managenent is
encouraged to counsel the enployee concerning such abuse. Abuse
of sick |eave shall not be determ ned solely on the basis of
| eave balance. 1In the event that a | eave restriction is issued,
t he enpl oyee shall be notified in witing of such | eave
restriction. The witten notice of |eave restriction shal
i ncl ude | anguage stating that subsequent sick | eave absences nust
be supported by a nedical certificate which states the period of
medi cal care and certifies, froma nedical standpoint, that the
enpl oyee's condition during the absence was such that the doctor
or authorized practitioner considered the enpl oyee incapacitated
for work.

b. Al witten notices of sick |eave restrictions shal
descri be the frequency, pattern, and circunstances which led to
t he i ssuance.

c. The notice shall be reviewed by the supervisor at the end
of the notice period, not to exceed six (6) nonths, and shall be
canceled if there is not just and sufficient cause to continue
the | eave restriction.

Section 6. Release From Duty/ Medical Certificate. Enployees
not on | eave restriction who nust be rel eased fromduty because
of illness shall not be required to furnish a nedical certificate
to substantiate sick | eave for the day rel eased from duty;
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however, procedures governi ng succeedi ng days of absence charged
to sick | eave in excess of three working days shall be the sane
as those in Section 3 of this Article.

Section 7. Advancing Sick Leave. An enployee may request an
advance of unearned sick | eave in case of serious illness or
disability. Managenent may advance up to 240 hours of sick
| eave, in accordance with applicable statues and regul ations. The
Uni on, when designated by the affected enpl oyee as hi s/ her
representative, wll be notified, upon request, of the reasons
Managenent feels that such advance of sick |eave is not warranted
in a particul ar case.

ARTI CLE 27

LEAVE W THOUT PAY (LV\OP)

Section 1. Definition. Leave without pay is a tenporary
non-pay status and absence from duty approved upon the enpl oyee's
request. LWOP is distinguished fromAWL by its perm ssive
nature and approval. LWOP is normally granted to protect an
enpl oyee' s enpl oynent status during extended absences. Except in
the case of adverse or disciplinary action, as provided for in
Article 10, an enployee will not be placed on LWOP wi t hout an
enpl oyee's previous witten request and supervisory approval
until all other forns of |eave available to that enpl oyee have
been exhausted. Exanples of such situations are:

a. To seek other Federal enploynent when head of household
(e.g. mlitary spouse) is transferred.

b. For an extended educati onal sabbati cal.

c. Pending a decision by the Ofice of Personnel Mnagenent
on an application for disability retirenent.

Section 2. Procedures for Requesting Leave Wthout Pay. Any
request for |eave without pay nust be in witing and nust be
submtted in accordance with applicable laws and regulations. In
consi dering any request for LWOP, Managenent shall take into
account whet her or not approval of the request will adversely
i npact the work | oad of the enploying activity. Managenment wl|
not unrealistically deny a request for |eave w thout pay. Except
for exigent circunstances Managenent will not approve a request
for LMOP in excess of one year.

Section 3. Approving Leave Wthout Pay. Unless a |ocal
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policy prohibits approval, LWOP may be granted whether or not the
enpl oyee has accrued annual |eave. Leave w thout pay shoul d be
approved when it is expected that the enployee will return to
duty and that at |east one of the follow ng benefits wll result:
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a. Increased job ability.

b. Protection or inprovenent of enployee's health.
c. Retention of an enpl oyee.

d. Support of best interests of the Governnent.

Section 4. Benefits During LWOP. Enployees in | eave w thout
pay status shall accrue all rights and privileges wth respect to
retirenment status and appropriate coverage under the Goup Life
| nsurance and Federal Enployee's Health Benefits Programto which
such enpl oyees may be entitl ed.

Section 5. LWOP and Formal Education. Provisions for |eave
wi t hout pay for formal education purposes shall be in conformance
w th Federal Personnel Manual Suppl enent 990-2 Book 630, and
ot her applicable regul ati ons.

Section 6. Enployees on Leave Wth Regard to Uni on Busi ness.
A Union representative may al so request |eave w thout pay for the
purpose of taking a full or part-tinme position with the AFGE,
provi ded the Local President of the Union submts a witten
notification to Managenent of the nmenber's election or
appoi ntnent to such position.

ARTI CLE 28

OTHER LEAVE

Section 1. Energency D sm ssal and C osure Procedures.

a. Managenent will consider granting excused absence during
energency situations. Such situations may include, but are not
limted to: extreme weather conditions; disaster such as fire,
fl ood, hurricane, other natural phenonena; or terrorist and other
anti-governnent activities against the federal government or its
wor kf orce. Managenent wil|l excuse as nmany enpl oyees as possi bl e,
consistent wth essential work requirenents.

b. In enmergency situations, an enpl oyee's normal work
arrival or departure tines will be adjusted in accordance with
appl i cabl e OPM pol i cy.

c. An enployee who is in an approved | eave status will not

97



be charged for that |eave during a period of tinme when the Agency
is closed due to an energency.
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d. An enployee nay | eave before the official departure tine
in the case of an early dism ssal with the approval of the
enpl oyee' s supervisor. Such an enpl oyee shall be charged annual
| eave for the period of tinme remaining until official departure
tinme. |If annual |eave is not available, the enployee may use
accrued conpensatory tine or credit hours. |If the enployee has
no accrued conpensatory tinme or credit hours, the enpl oyee shal
be in a |l eave wi thout pay status.

Section 2. Authorized Civil Activities. Managenent w ||
grant excused absence to the extent authorized by and in
accordance wth appropriate regulations for participation in
aut horized civil activities (i.e., Arned Forces nedi cal
exam nati ons, energency rescue, or protective work, mlitary
funerals, and civil defense activities).

Section 3. Jury Duty/Court Leave.

a. |If an enployee is sumoned for jury duty or jury
qualification or as a wtness in a non-official capacity in a
judicial proceeding on behalf of a State, or |ocal governnent, or
on behalf of a private party when a party is the Federal, State,
or |ocal governnent, he/she shall be paid at his/her appropriate
rate for time required from his/her normal work schedule to
perform such duties and charged court |eave for such tine. Wen
testifying on behalf of the U S. Governnent, or on behalf of a
State, or local governnment, or private party in an officia
capacity, the enployee will be considered to be in an official
duty status and entitled to regular conpensation wthout regard
to any entitlenent to court |eave.

b. Such tinme shall be limted to the tine necessary, not to
exceed eight (8) hours per day. A night shift enployee who
performs jury duty during the day will be granted court |eave for
his regularly schedul ed night tour of duty and is entitled to the
night differential while he/she is serving as a juror. Any funds
coll ected by the enployee fromthe court while he/she is serving
as a witness or juror nmay be retained by the enpl oyee as
permtted by law. Wen an enployee is called for court duty,
he/ she shall pronptly notify Managenent so that arrangenents nay
be made for his/her absence. Annual |eave may not be substituted
for court | eave. Managenent nay request satisfactory evidence of
the tinme served on such duty.

Section 4. Court Duty and Return to Work. If an enployee is
excused fromcourt duty for one (1) day or a substantial part of
a day, he/she is expected to return to duty unless this would be
inpractical. |In those cases where an enpl oyee is excused for
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court duty for one (1) day or for a substantial part of a day,
the enpl oyee wi Il phone his/her supervisor who will determ ne
whet her or not the enployee will be required to return to work.

100



I n maki ng such determ nation, the supervisor will take into
consideration the anmount of tinme remaining in the workday;
speci al need for the enpl oyee's services; the distance invol ved,
and the type of transportation available. An enployee will not
be required to return to work if one (1) hour or |ess of the
wor kday remnai ns.

Section 5. Voting. Enployees scheduled to work on an
el ection day who are eligible to vote in such election shall upon
request be granted the m ni num anount of excused absence
necessary to provide the enployee tine to travel to the polls and
vote. As a general rule, where the polls are not open at |east
three hours before or after an enpl oyee's regul ar hours of work,
he/she will be granted an anmount of excused absence which w |
permt hinmher to report for work three hours after the polls
open or |eave work three hours before the polls close, whichever
requires the | esser amount of time off. |In the case of enployees
on flexitinme, the above general rule is applied to hours of work
that were in force prior to inplenentation of flexitine.

Section 6. Registration to Vote. For enployees who vote in
jurisdictions which require registration in person, excused
absence to register will be granted on the sane basis as for
voting, except that no tinme shall be granted if registration can
be acconplished on a non-wor kday.

Section 7. Donation of Blood. Enployees who, w thout pay or
conpensation, volunteer as donors to bl ood banks or to needy
individuals will be excused fromwork subject to workload
requi renments without charge to | eave or |oss of pay for a period
of time up to four (4) hours for the tinme necessary to donate the
bl ood, for recuperation follow ng bl ood donation and for
necessary travel to and fromthe donation site.

Section 8 Mlitary Leave. Any enployee who is a nenber of
the National Guard or a Reserve conponent of the Arnmed Forces
shall be entitled to mlitary |leave as provided for in 5 U S. C
6323, as anended, and inplenenting regul ations. Approval of the
mlitary | eave provided in the foregoing shall be based on the
copy of the orders directing the enployee to active duty and
certification of attendance by an appropriate mlitary authority.
I n addition, enployees who are called for a period of training or
a period of active duty beyond those provided for in the above
may be granted annual |eave or LWOP, pursuant to appropriate
regul ations. Any enpl oyee contenplating the use of mlitary
| eave shall advi se Managenent as soon as possi ble of the
antici pated dates of such | eave.
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Section 9. Tardiness and Brief Absences. Brief absences
fromduty of |less than one (1) hour and occasional tardiness up
to one (1) hour may be excused at the discretion of the
supervi sor

Section 10. Absence Wthout Oficial Leave (AWDL)

a. Absence Wthout Oficial Leave (AWDL) is an absence that
has not been approved by the supervisor and results in no pay for
the tinme absent. It constitutes a violation of the | eave
benefits provisions outlined in applicable regul ations.

b. Recording an absence as AWOL is not a disciplinary
action. It does not nean that the enpl oyee had insufficient
reason for requesting | eave, but rather the enployee's presence
is required at work, and the reason for requesting | eave is one
for which approval is not mandatory. On the other hand, failure
to request | eave according to established procedures, or failure
to honor a valid denial of a | eave request, nay be used as the
basis for taking disciplinary/adverse action.

Section 11. Leave for Parental and Fam |y Responsibilities.

a. Managenent and the Union recognize that being a nenber of
a famly carries with it certain responsibilities that cannot be
ignored, or, in sone instances, postponed. Managenent and the
Uni on al so recogni ze that prolonged or unschedul ed absences can
have a detrinental inpact on m ssion acconplishnent. Mnagenent
and the Union further agree that the guidelines set forth in the
subsequent paragraphs shall be followed to the maxi num extent
practicable in requesting | eave for carrying out parental and
famly |l eave responsibilities and in approving such requests.

b. An enployee should request |eave as far in advance as
possi ble, particularly if the absence is to be prol onged.

c. Leave for carrying out parental and famly
responsibilities may consi st of appropriate conbinations of
annual | eave, sick |eave and | eave w thout pay. Enployees are
entitled to request sick |eave to attend to the nedical needs of
a famly menber as provided for in applicable federal |aws and
regul ations, including the Famly and Medi cal Leave Act and
Fam |y Friendly Leave Act. Sick and annual |eave may al so be
advanced to enployees. Individuals requiring an extended absence
fromwork as a result of conplications associated w th pregnancy
and/or child birth my also be eligible for participation in an
established | eave donor program
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Section 12. Voluntary Leave Transfer Program Managenent
and the Union recogni ze the existence of the Voluntary Leave
Transfer Program and agree to encourage the effective utilization
of the programin accordance with applicable | aws and
regul ations. This programpermts enployees to donate accrued
annual | eave to other enpl oyees who have insufficient |eave
avai l abl e to cover absences from work because of a nedical
enmergency involving the enployee or a famly nenber.

Section 13. Lapse of Appropriations. Leave used by an
enpl oyee to avoid the possibility of a gap in pay due to a | apse
i n agency appropriations shall be restored in accordance with
applicable statutory and regul atory provisions.
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ARTI CLE 29

ARMY | DEAS FOR EXCELLENCE PROGRAM (Al EP)

Section 1. Definition. |In accordance with AR 5-17 al
enpl oyees are encouraged by Managenent to participate in the Arny
| deas for Excellence Program (AIEP). The Union will encourage
bar gai ni ng unit enployees to participate in the AlEP. Managenent
will act in a fair and equitable manner in approving awards for
t he Al EP.

Section 2. Receipt. Suggestions should be submtted to the
Al EP Program Manager on suggestion form DA Form 1045. The
Program Manager will provide the suggestor wth a signed and
dat ed receipt.

Section 3. Acceptance. Notification of acceptance wll
i ncl ude whet her or not the suggestion is appropriate for
acceptance into the Al EP and what organi zation has been assi gned
as the evaluator. Those suggestions not accepted into the system
W ll be returned to the enployee with reason(s) for
ineligibility.

Section 4. Evaluation Conpletion Tine. Receipt, evaluation,
and di sposition (approve, disapprove, return, forward) of
suggestions should take no nore than a total of thirty (30)
cal endar days at each command level. 1In cases where savings nust
be validated by an external agency, another thirty (30) days is
al | ott ed.

Section 5. Award. An adopted suggestion is eligible for a
cash award when the suggestion is approved for testing or
approved for partial or total inplenentation. A suggestion may
have tangi ble or intangi ble benefits, or a conbination of both.
The suggestor will be paid an award conmensurate with both
tangi bl e and i ntangi bl e benefits realized. Suggestions with
i ntangi bl e benefits of limted val ue should be recogni zed and
wll be estimated on the basis of judgenent rather than precise
facts or cal culations. Tangible and intangi ble award anounts
wi |l be recormended as provided for in AR 5-17

Section 6. Paynent of Award. The organi zation to which the
suggestor is assigned wll approve paynent and pay the award.
The Program Manager is responsible for notifying the suggestor's
organi zation to arrange for paynent of the award. Wen paynent
of an award is authorized after an individual has separated from
HQUSACE, efforts will be nade to reach himher at the |ast known
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addr ess.
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Section 7. Disapproval /Reconsi deration. Managenent has
determ ned that ideas not recomended for adoption by the
evaluator will be returned to the Al EP Program Manager via
eval uation form DA Form 2440, signed by the Chief of Staff. 1In
the event a rejected suggestion is inplenmented within a two (2)
year period of the rejection date, the suggestion wll be
reconsi dered and a proper award made. An enpl oyee may request
reconsi deration of a rejected suggestion in accordance with
appl i cabl e | aws and regul ati ons.

ARTI CLE 30

CONTRACTI NG OUT

Section 1. Notification of Union. Managenent acknow edges
the opportunity for the Union to fully participate in the
devel opnent of supporting docunents and proposals for contracting
out. Managenent shall confer openly and fully with the Union
regardi ng any managenment efficiency review or A-76 review of its
i n-house organi zation or function, or consideration of
contracting out of a new or revised function, regardl ess of the
size of said function in order to enhance enpl oyee participation.
The Union may participate in the contracting out process in
accordance with appropriate OB A-76 gui dance. Managenent agrees
to notify the Union of Managenent's decision to conduct any
managenent review, study, or direct to contract action, that
could affect bargaining unit enployees within twenty five (25)
wor ki ng days of initiation of the study or preparation of the
per formance work statenment (PW5).

a. Upon request, the Union shall be furnished dates and
times of pre-bid and bid opening conferences and shall have the
right to be in attendance at the bid opening conferences if such
conferences are open to the public.

b. After bid opening and before contract award, the Union
may request specific data in witing concerning the in-house
estimate of costs of the work to be perfornmed. The Union wll be
given fifteen (15) working days to review and comment on the in-
house estimate in accordance with applicable OV A-76 gui dance
and Arny regul ation.

c. Managenent will consider and respond to all comrents of
the Union within fifteen (15) working days.

Section 2. Appeal Rights. Managenent deci sions resulting
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from cost conparisons nmay be appeal ed by the Union in accordance
w th appeal s procedures of the Agency and OMB Circul ar A-76.
Managenent shall make all relevant docunents avail able for review
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as part of the admnistrative appeal process. This docunentation
shall include, at a mninmum the in-house cost estimate, with
detail ed supporting data, the conpleted cost conparison form
itself, and the managenent plan.

Section 3. Confidentiality. Both parties agree to protect
the confidentiality of information pertaining to contracting out
(e.g. bid information, solicitations, Governnent cost estimates,
performance work statenents, specifications, etc.) in accordance
wi th governing | aws and regul ati ons.

Section 4. Mnimzing Effect on D splaced Enpl oyees. Wen
Managenent determ nes that unit work will be contracted out,
Managenment will neet and negotiate with the Union concerning the
ef fect on bargaining unit enployees. Managenent agrees to
consi der actions (such as reassignnent, realignnent, retraining,
or other appropriate actions, etc.) to mnimze displacenent of
af fected enpl oyees in accordance with applicable | aws and
regul ati ons.

ARTI CLE 31

| NPUT TO NEWS LETTER

Section 1. Input to the HQUSACE Newsl etter. Information of
mutual interest to both Managenent and enpl oyees nay be
considered for publication in the HQUSACE I nternal News Briefs.
Such information may be submtted to the O fice of Public Affairs
inatinmely manner in order to neet publication deadlines.

Section 2. Input to the Union Newsletter. Information of
mutual interest to both Managenent and enpl oyees nay be
considered for publication in the Union Newsletter. Such
information may be submtted to the Union President in a tinely
manner in order to neet publication deadlines.

ARTI CLE 32
NEW EMPLOYEE ORI ENTATI ON
Section 1. New Enployee Oientation. As provided for in
Article 6 of this Agreenent, each new enpl oyee shall be given an

orientation briefing by the enpl oyee's supervisor. As a part of
that briefing, the supervisor shall be responsible for ensuring
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that the new enpl oyee is provided sufficient information
regardi ng job requirenents and perfornmance expectati ons.
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Section 2. Union Material. Managenent shall notify the
Uni on of new bargai ning unit enployees. The Union shall be given
up to ten (10) mnutes to address the new bargaining unit
enpl oyees during the in-processing of such enployees. The Union
shal | have the right to provide such enpl oyees a package of
materi al prepared by the Union containing all rel evant
i nformati on about Local 4055 which the Union determ nes to be
necessary. Consistent with Article 7, Section 5 of this
Agreenent, solicitation of nmenbership or dues and other internal
busi ness of the Union shall be conducted during the non-duty
hours of the enpl oyees concerned.

Section 3. Command Orientation Briefing. Mnagenent wll
notify the Union President when a Command Orientation Briefing is
scheduled. As a part of the Command Orientation Briefing the
Uni on President or his/her designee will be provided a sufficient
anmount of time, normally up to 10 m nutes, to address bargai ni ng
unit enpl oyees.

ARTI CLE 33

PERI ODI C REPORTS

Section 1. Mnthly Report. Managenent agrees to provide the
Union a printed copy of the HQUSACE Manpower Manni ng Docunent
(MWD). This docunent shall be provided on a nonthly basis and
shall be for information purposes only.

Section 2. Vacancy Announcenments. Managenent agrees to
provide the Union a copy of all vacancy announcenents in a tinely
manner .

Section 3. Annual Report. Managenent agrees to provide the
Union a listing of performance appraisals of bargaining unit
enpl oyees which are nore than thirty (30) working days |late after
the final due date to the G vilian Personnel Advisory Center
(CPAC), except in cases where extensions have been granted by
CPAC. The listing wll include nanme, position, title, grade,
series, and Directorate or separate office.
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ARTI CLE 34

SAFETY & HEALTH

Section 1. Policy. Mnagenent shall nake every effort to
provi de and maintain safe working conditions and the Union wll
cooperate to that end and encourage enpl oyees to work in a safe
manner. Work practices and conditions will be in keeping with
applicable laws, policies, and regulations pertaining to health
and safety.

Section 2. Reporting of Hazards. The Union, Managenent, and
enpl oyees wi Il make every reasonable effort to prevent accidents
of any kind. Should accidents occur, however, a prine
consideration will be the care and confort of injured personnel.
Enpl oyees are responsible for imrediately reporting hazards,
unsaf e working conditions, and violations of safety practices to
their i medi ate supervisors.

Section 3. HQUSACE Safety Advisory Council. Managenent
shal | establish a HQUSACE Safety and Health Advisory Council in
accordance wth applicable rules and regul ations. Menbership on
the coonmttee shall include a representative fromthe AFGE Local
4055.

Section 4. Hazardous Wrk Areas. No enployee shall be
required to work in areas where conditions exist which have been
determ ned by proper authority to be detrinental to health or
safety unl ess such conditions are an inherent part of the work to
be performed and required protective neasures are being observed.
Managenent wi ||l take such precautions as are necessary to assure
that such conditions are renoved, renedied, or kept to an
absol ute m ni nrum Enpl oyees will be required to conformto the
safety requirenents inposed by Managenent.

Section 5. Safety Criteria. Were applicable safety
criteria are not provided to cover existing hazards known to
Managenent, Managenent will take action to establish safety
criteria to overconme the hazard. It is the responsibility of the
enpl oyee to report any job-connected injury, disease, or illness
regardl ess of severity to the enpl oyee's supervi sor as soon as
possi bl e. The enpl oyee and the supervisor shall cooperate in
conpleting Form CA-|I, Federal Enpl oyees Notice of Traumatic
Injury and Caimfor Continuation of Pay/Conpensation, or Form
CA- 2, Federal Enployees Notice of Cccupational Disease and O aim
for Conpensation. These forns will be conpleted in accordance
with the tinme franme established in applicable regulations
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(usually not |ater than 48 hours).
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Section 6. Enmergency Service. It shall be the
responsi bility of Managenment to establish procedures for
obt ai ni ng appropri ate energency service to ensure that an
enpl oyee who becones seriously ill or sustains an injury on the
j ob receives pronpt and appropriate attention.

Section 7. Return to Wrk. The determ nation of whether an
enpl oyee who becones ill or sustains an injury while at work is
capable of returning to work shall be nade by the appropriate
heal th care official

Section 8. Leaving Wrk. Wen an enpl oyee, after reporting
for work, considers that he/she is physically unfit for duty,
he/ she shall request and normally be granted sick | eave by
hi s/ her supervisor. If the situation warrants, appropriate
arrangenments wll be made for transportation to a physician,
hospital, or hone.

Section 9. Enpl oyee Conpensation Act. Enployees who are
injured in the performance or their duties, or who contract a
di sease caused by their enploynent, wll be advised of the
benefits available to themunder the U S. Enpl oyee's Conpensation
Act, as anmended, and assisted by their supervisor in preparing
the necessary forns in support of their clains for conpensation.

Section 10. Duty Status. Enployees injured in the
performance of duties will be carried in a duty status with pay
W t hout charge to |leave for the tinme required to obtain energency
treatnent to the extent that the tine is within the enpl oyee's
schedul ed hours of work for that day.

Section 11. Hazardous Duty. An enployee in the bargaining
unit who is assigned duties he/she reasonably believes coul d
possi bly endanger his/her health or well being will notify the
supervisor of the situation. If the supervisor cannot solve the
probl em and agrees with the enpl oyee, the supervisor shall del ay
the assignnment and refer the nmatter through the proper channels
for appropriate action. Should the supervisor and the enpl oyee
not agree, the matter will be referred to the Safety and
Cccupational Health O fice who shall evaluate the condition as to
its elenent of danger to the enployee's health and safety. The
enpl oyee has the right to consult with a designated Local 4055
steward. The enployee in the bargaining unit may elect not to
perform hi s/ her assigned tasks only because of a reasonable
apprehensi on of death or serious injury, coupled with a
reasonabl e belief that no |l ess drastic action is avail abl e.
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Section 12. CQutdoor Lighting. Wthin avail able resources,
and to the maxi num extent possible, Managenent agrees to provide
outdoor lighting on the HQUSACE buil ding in accordance with
appl i cabl e standards to assist in the protection of individuals
reporting to or departing fromwork during hours of darkness.

Section 13. Formal Safety Inspectors. A Union
representative shall be given the opportunity to acconpany the
Safety and Cccupational Health Ofice on formal safety
i nspecti ons.

Section 14. Ofice Hazards.

a. Managenent recognizes that tenperature conditions in and
around work areas have a direct bearing on an enpl oyee's confort,
noral e, health and safety. |In determ ning the stress that
tenperature extrenes may place upon an individual enployee, the
personal confort and health of the enployee will be taken into
consi deration. Wen these conditions are naintained, the
heal th/confort of the enployees will be nonitored cl osely and
excused absence granted, as deened appropriate, by the Chief of
Staff or his/her designee until optinumtenperatures can be
restored.

b. Every reasonable effort wll be nade to ensure that
phot ocopy equi pnment is located in properly ventil ated space and
that its operation does not endanger the health of HQUSACE
enpl oyees. Enpl oyees wll be advised of the proper nethod of
chem cal waste disposal

Section 15. Video Display Term nal s.

a. Ceneral. "Video Display Term nals" (VDT) refers to a
word processor or conputer term nal which displays information on
a television-like screen (cathode ray tube or "CRT").

b. Service of Machines. Managenent agrees to ensure that
VDTs are properly serviced and nmai ntained. An enployee shall not
be required to work on a mal functioning VDI. Managenent shal
arrange for a malfunctioning VDT to be serviced as soon as
possible. A record of maintenance on each nmachine shall be
mai nt ai ned and nmade avail able to the Uni on upon request.

c. VDT Problens. Should concern arise over the safety and
heal th of VDT operators the matter may be referred to the
parties' Safety and Occupational Health O fice. The Safety and
Cccupational Health Ofice shall notify the parties of its
findings, analysis, and recomendations for corrective action.
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Envi ronnent al / ergonom ¢ factors such as glare controls,
illumnation, arrangenent of the work station, insufficient work
space, and potential radiation exposure are appropriate matters
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for review and recommendation by the Safety and Heal th Advisory
Counci | .

d. Breaks from VDIs. Enployees shall not normally be
required to work on a VDT continuously wthout interruption for
nmore than two (2) hours without a break fromthe nmachine.

Enpl oyees required to work for extended periods of tinme on VDTs
may informtheir inmediate supervisor of the need for alternate
wor k assignments or brief breaks.

e. Hardware Acquisition. 1In selecting future replacenent or
acqui sitions of VDIs, Managenent shall consider available safety
and health information related to VDTs.

f. Visual Screening. Enployees assigned to work at VDTs for
an average of four (4) hours or nore a day may request and
receive an initial and triennial screening through the HQUSACE
health care unit, where avail abl e.

g. Worker's Conpensation Clainms. An enployee who reasonably
bel i eves that he/she sustained an on-the-job injury as a result
of perform ng assigned work on a VDT should report the injury to
hi s/ her i medi ate supervi sor as soon as the enpl oyee becones
aware of the injury and may elect to file the appropriate
Wor ker' s Conpensation Fornms as described in Section 5 of this
Article.

h. Information and Education. It shall be the
responsi bility of the HQUSACE Safety and Heal th Advi sory Counci
to apprise enployees of the health hazards associated with the
use of VDTs.

Section 16. Annual Safety and Occupational Health
| nspection. Mnagenent shall assure the conduct of annual safety
and occupational health inspections and eval uations, including
i ndustrial hygi ene assessnents of environnmental conditions which
may i npair enployee health such as noi se, dust, vapors and ot her
potentially harnful conditions. Mre frequent inspections and
assessnments of specific locations nmay be initiated in response to
enpl oyee conpl ai nts.
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ARTI CLE 35

TRANSPORTATI ON | NCENTI VE PROGRAM

Section 1. Ceneral. In conformance with the Federal
Enpl oyees C ean Air Incentives Act (Pubic Law 103-172), the
Departnent of Defense has issued policy guidance strongly
encouragi ng comuting to or fromwork by neans other than single
occupancy vehicles in order to reduce traffic congestion and
inprove air quality. As a part of that guidance, the Departnent
of Defense has approved the establishnment of transportation
i ncentive prograns which include paynent of transit subsidies to
civilian enployees and mlitary personnel to conply wth federal,
state, and local air pollution control and abatenent
requirenents.

Section 2. HQUSACE Program

a. In furtherance of that guidance, Managenent agrees to
establish, no later than thirty (30) working days after the
effective date of this Agreenent, a working group consisting of
representatives from Managenent and the Union to undertake a
study regardi ng establishnent of a transportation incentive
program for HQUSACE. The scope of the study shall be governed by
the Act, Governnent-w de program gui dance, and gui dance issued by
t he Departnent of Defense and the Departnment of the Arny. As a
part of carrying out the study, the working group shall conduct a
survey to determne the need for inplenmentation of such a program
at HQUSACE and the potential budgetary inpacts associated with
i npl enentation of such a program

b. No later than forty-five (45) working days after its
initial nmeeting, the working group shall conplete the study and
forward the study, together with such recommendati ons as the
wor ki ng group agrees upon, to the Chief of Staff.

c. The Chief of Staff or his/her designee shall nake a final
deci si on regardi ng whet her further action should be taken to
establish a transportation incentive programfor HQUSACE and
shal | provide the working group witten notification of his final
decision within a reasonable period of tinme after making such
final decision
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ARTI CLE 36

TRAVEL

Section 1. Policy. Enployees shall not be required to
travel except under the conditions and procedures prescribed by
Departnent of Defense Joint Travel Regul ations. No enpl oyee
shall be required to travel on weekends or holidays unl ess
traveling at such tinme is essential because of m ssion
requirenents. In the event that travel on weekends or holidays
is required, the affected enpl oyee shall be entitled to pay, per
diem and travel allowances in accordance wth applicable
regul ations and | aws.

Section 2. Enployee Notice. To the maxi num extent
practicabl e an enpl oyee shall receive at |east ten (10) workdays
notice of any required travel. |In those cases where Managenent
cannot provide ten (10) days advance notice, not |ess than 24
hours notice nust be given except in cases of energencies.

Section 3. Scheduling Travel. Insofar as practicable, when
enpl oyees are required to travel, the travel will be schedul ed on
duty days, during their normal duty hours. \Wenever travel is
requi red on non-duty days, or outside the normal duty hours, the
official authorizing the travel shall record the reasons for the
travel and, upon request, furnish a copy of such reasons to the
enpl oyee. Wien travel is required outside an enpl oyee' s regul ar
schedul ed hours of work or tours of duty and where perm ssible
under applicable |laws and regul ati ons, such travel shall be
considered as official duty tinme worked and the enpl oyee
conpensat ed accordi ngly.

Section 4. Travel Advances. Enployees who travel tw (2) or
nore tines a year will participate in the government sponsored
charge card program For those enpl oyees who are not eligible
for the program but anticipate traveling once a year and require
an advance, the travel approving official wll docunment the
request on DD Form 1610 when appropriate. |If an enployee is in
need of an advance, a travel voucher (DD Form 1351) wth a copy
of certified orders will be forwarded by facsimle to the HECSA
Di sbursing Section, Finance and Accounting Branch at |east 72
hours prior to commencenent of travel. Advances (governnment
check) will be available for pickup in the HECSA D sbursing
Secti on.

Section 5. Travel Vouchers. The traveler shall be
responsi ble for submtting travel vouchers in a tinely manner,
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normally within five (5) cal endar days after the traveler's
return fromtenporary duty (TDY). Managenent nmay initiate
collection actions for the recovery of the full anount of any
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travel advance if the enpl oyee does not submt a conpleted trave
voucher within fifteen (15) days of the date of the enployee's
return from TDY.

ARTI CLE 37

UNI ON- MANAGEMENT MEETI NGS

Section 1. Meetings. WMnagenent and the Union agree that
Uni on- Managenent neetings shall be held on a quarterly basis or
when requested by either party.

Section 2. Meeting Agenda. The party requesting the neeting
shall be required to submt an agenda to the other party at | east
five (5 working days before the schedul ed date for the neeting.
The agenda shall identify the topics to be discussed at the
nmeeting and shall contain sufficient anount of detail to allow
for an adequate response. The agenda nay include conditions of
enpl oynent that affect unit enployees. As provided for in
Article 13, Gievance Procedures, grievances shall not be
di scussed at these neetings.

Section 3. Meeting Attendance. Both parties shall prepare
an attendance |ist of appropriate representatives for the neeting
based on needs and requirenents to address specific topics.
Oficial time will be granted for the neeting. Either party may
request subject matter specialists to attend a quarterly neeting
if their assistance is needed to furnish adequate response to
topics to be discussed.

Section 4. Special Meetings. Should the need arise, either
party may request that a special neeting be held. The provisions
of Sections 2 and 3 above shall apply.

Section 5. Records of Meetings. M nutes of Union-Managenent
nmeetings shall be recorded by Managenent. A copy of the draft
mnutes wll be furnished to the Union within ten (10) worKking
days after the neeting for review and comment. The Union w |
provi de comments to Managenment within ten (10) working days after
recei pt of the draft mnutes. Managenent will prepare the final
mnutes wthin ten (10) working days after receipt of the Union's
comment s.

Section 6. Response Tine. A response to any question

arising froma Uni on- Managenent neeting whi ch cannot be answered
at the tinme of the neeting shall be provided within thirty (30)
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wor ki ng days after such neeting.
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V. FACILITIES

Article 38 - CH LD CARE Page 77
Article 39 - PARKING Page 77

Article 40 - USE OF OFFI Cl AL FACI LI TIES AND SERVI CES Page 77
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ARTI CLE 38

CH LD CARE

Managenent and the Union agree that the Union should be
afforded the opportunity to participate in the decision nmaking
process on issues related to child care to the maxi num extent
practicable. In that regard, the Union shall have the right to
select a representative to serve as a nenber of the HQUSACE
Child Care Advisory Comm ttee.

ARTI CLE 39

PARKI NG

Managenent and the Union agree that the Union should be
af forded the opportunity to participate in the non-conpetitive
par ki ng space assi gnnment procedures issued by the DoD Washi ngton
Headquarters Service (WHS) for HQUSACE. |In accordance with the
WHS procedures, the Union may submt a request to Managenent for
one parking space in the Pulaski building. The Chief of Staff
wi Il process the Union's request for parking and submt the
request to WHS for approval.

ARTI CLE 40

USE OF OFFI Cl AL FACI LI TI ES AND SERVI CES

Section 1. Reproduction of Agreenent. Managenent agrees to
have sufficient copies of this Agreenent duplicated in order to
furni sh each nenber of the unit one copy of this Agreenent.

Section 2. Use of Bulletin Boards. Managenent agrees to
provi de the Union one official bulletin board for its exclusive
use, which shall be |ocated i nmediately outside of the Union's
of fice. Managenent agrees to provide bulletin board space of
reasonabl e size to the Union on Managenent's official bulletin
boards for the posting of notices related to Uni on events,
activities, and itens of interest to unit enployees. The Union
will be fully and solely responsible for the posted materials in
terms of accuracy and adherence to ethical standards. The Union
shall bear full responsibility for any statenents nmade agai nst an
i ndi vi dual or any organization to the extent that the Union may
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have to substantiate the statenents through the courts or other
| egal proceedings. Violation of standards concerning content and
distribution of literature may result in revocation of the use of
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Managenment's official bulletin board by the Union. The
preparation, reproduction, and distribution of material placed by
the Union on official bulletin boards will be the responsibility
of the Union.

Section 3. Use of Ofice Space. Managenent w || provide
of fice space and utilities to the Union consistent with security
regul ations and the availability of space. Union office space
will be used by the Union to assenble officers, stewards,
representatives and enpl oyees for neetings during non-duty tine
of enpl oyees of the unit, except for recogni zed representational
activities. The Union shall be accountable for all Governnent
equi pnent, and the President of the Union shall be responsible
for designating an individual union nmenber or officer as the hand
recei pt hol der.

Section 4. Use of Conference Roons. Managenent agrees that
Uni on nmeetings may be held in conference roons |ocated in the
HQUSACE bui l ding on a space avail abl e basis. Union neetings wll
be held during non-duty tinmes, such as lunch breaks, or after
duty hours. The Union shall be solely responsible for obtaining
the conference roomfor such neetings. The Union assunes ful
responsibility for |leaving such neeting roons in a clean,
sanitary, and secure condition and for any damages to the
prem ses beyond normal wear and tear.

Section 5. Use of Tel ephones. Managenent will provide the
use of |ocal tel ephone service in the Union office for |abor-
managenent business. Union stewards will have access to enpl oyer
t el ephones when necessary in conducting representational
busi ness.

Section 6. Use of In-House Mail Service. The Union will be
permtted to use the in-house routing service in transmtting
witten correspondence related to representational activities to
managenent officials, supervisors, and enpl oyees. WMaterial
di stributed through the in-house nmail systemw || be clearly
identified as Local 4055 material.

Section 7. Use of Space for Representational Conferences.
Upon request of a Union representative, a supervisor wll, if
possi bl e, provide an area for the representative to neet with an
enpl oyee(s) to discuss the enpl oyee's grievance or conpl aint.
Such area will afford a reasonabl e anount of privacy to the
enpl oyee and the representative.

Section 8. Headquarter's Personnel Policies. Copies of
Headquarter's Personnel Policies which are applicable to
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enpl oyees in the unit wll be furnished to the Union by
Managenment upon request.
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Section 9. Oficial Publications. The Union shall have
access to official publications used by Managenent as provided
for in paragraphs a and b of this section.

a. Managenent shall provide the Union with a copy of agency
directives, local instructions and regul ations (690 Series) which
pertain to personnel policies and practices which relate to the
wor ki ng condi tions of enployees in the unit.

b. Upon request, Managenent w || provide current copies of
all regulations, directives, guides, and changes and anmendnents
thereto i ssued by Managenent relating to matters covered by this
Agr eenent .

Section 10. Distribution of Union Handbills and O her
Solicitations. 1In accordance with 5 U S.C. 7131(b) any
activities performed by any enpl oyee relating to the internal
busi ness of the | abor organi zation (including the solicitation of
menber shi p, el ections of |abor organization officials, and the
col l ection of dues) shall be performed during the tinme the
enpl oyee is in a non-duty status.

Section 11. Use of Photocopying Equi pment. The use of
phot ocopyi ng equi pnrent shall be made avail abl e by Managenent to
the Union for representational business. The Union agrees to
[imt its use of Departnent of Defense common use phot ocopyi ng
equi pnent to the photocopying equi pnent which is |ocated in
cl osest proximty to the Union office.

Section 12. Use of Electronic Mail. The Union may use the
el ectronic mail system avail able at HQUSACE to communi cate with
bargai ning unit enployees on matters related to official union
busi ness. The electronic mail system may not be used for
soliciting nmenbers or conducting internal Union business other
than for communicating notification of union neetings.
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VI. EFFECT OF AGREENMENT

Article 41 - ALLOTMENT OF DUES Page 81

Article 42 - APPROVAL, DURATI ON, AND REOPENI NG
OF AGREEMENT Page 84
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ARTI CLE 41

ALLOTMENT OF DUES

Section 1. GCeneral. Managenent agrees to nmaeke regul ar and
peri odi ¢ dues deductions fromthe pay of nenbers of the Union
subject to the followi ng provisions. Solicitation of nmenbership
or dues and other internal business of the Union shall be
conducted during the non-duty hours of the enpl oyees concerned.

Section 2. Eligible Enployees. To be eligible to make a
voluntary allotnent for the paynent of Union dues, an enpl oyee
nmust :

a. Be in the bargaining unit covered by this Agreenent;

b. Receive conpensation regularly sufficient to cover the
anmount of the allotnent; and

c. Voluntarily request an allotnent for the paynent of Union
dues on a SF-1187 (Request for Payroll Deduction for Labor
Organi zati on Dues) which has been certified by an authori zed
Uni on official.

Section 3. Changes in Dues:

a. The amount of dues certified on the SF-1187 wll remain
unchanged until an authorized Union official provides witten
certification to the Gvilian Personnel Advisory Center (CPAC)
that the anount of the dues has been changed. The CPAC wi ||
forward the change to the payroll Ofice within five (5) working
days of receipt. New SF-1187's will not be required.

b. Changes in the anmount deducted will be effective not
| ater than one (1) full pay period follow ng receipt by the
payroll office of the Union's certification of a change in the
dues structure.

Section 4. Termnation of Al otnent:
a. Dues allotnent shall be automatically term nated:
(1) Upon loss by the Union of exclusive recognition as
described in Article 1 of this Agreenent. Allotnent of dues
shal|l be term nated at the beginning of the first full pay period

after the payroll office has been notified by an authorized Union
official of the |oss of exclusive recognition;
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(2) When an enpl oyee ceases to be eligible for inclusion
in the bargaining unit covered by the Agreenent for which the
Union is the exclusive representative; or

(3) During the period of time when a dues payi ng nenber
IS in a non-pay status.

b. Dues allotnent may be voluntarily revoked:

(1) I'n accordance with Title 5, U S.C., Section 7115(a),
namely that "any such (dues) assignnment may not be revoked for a
period of one (1) year."

(2) Revocation by enpl oyees shall be in duplicate,
preferably on a SF-1188 (Cancel |l ation of Payroll Deductions for
Labor Organi zation Dues), and shall be forwarded by the enpl oyee
to the CPAC, who will forward it to the payroll office within
five (5 working days of receipt.

(3) Such revocation will be effective no earlier than the
first full pay period on or after the anniversary date of the
initial assignnment of dues w thhol ding.

(4) Following the first anniversary of dues assignnent,
as addressed in b(1l) above, a revocation may only be effected on
the first full pay period after each subsequent anniversary date
provided the formor request is received in the Payroll O fice on
or prior to the anniversary date.

(5) Copies of any voluntary revocations will be sent by

CPAC to the Union's Local Treasurer at the address on record, at
the sanme tine that CPAC forwards the revocation notice to the
payrol |l office.

Section 5. Responsibilities of the Union:

The Union shall:

a. Informand educate its nmenbers on the voluntary nature of
t he dues all otment program including conditions governing
revocation of dues allotnents;

b. Provide the SF-1187's to its nenbers;

c. Certify on the SF-1187 the anount of dues to be w thheld
each bi-weekly pay period;

d. Forward conpleted SF-1187's to the CPAC, who in turn wll
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forward themto the Payroll Ofice within five (5) working days
of receipt.
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e. Provide the CPAC witten notification concerning:
(1) Changes in the anount of Union dues; and

(2) Changes in the address for remttance of dues to the
Union as provided for in Section 7b(1) of this Article. CPAC
shall notify the payroll office within five (5) working days
foll ow ng receipt of notification of such changes.

Section 6. Responsibilities of Managenent:
Managenent shal |
a. Mke SF-1188's avail able for enpl oyees at the CPAC.

b. Provide a copy of the SF-1188 or its equivalent to the
payroll office wwthin five (5) working days of receipt.

Section 7. Pr ocedur es:

The foll ow ng procedures will govern the voluntary all ot nent
of dues:

a. Wthhol di ng of Dues.

(1) Upon receipt of a properly conpleted SF-1187, the
payroll office shall arrange to w thhold Union dues in accordance
with procedures (normally 26 bi-weekly pay periods) under which
enpl oyees are regul arly conpensat ed.

(2) The dues deduction shall be effective not |ater than
one full pay period follow ng receipt of the SF-1187 in the
payrol |l office.

b. Rem ttance of Dues:

(1) The payroll office shall remt the dues w thheld
after each pay period for which deductions are made. Rem ttance
of dues shall be forwarded to the Treasurer of AFGE Local 4055,
at the address of record, or credited to the AFGE Local 4055
account of record as designated by the Union.

(2) The payroll office shall provide the Union Treasurer
a Uni on Dues Deduction Report which will contain the foll ow ng
i nformation:

(a) ldentification of the payroll office reporting
the data and the Union local to receive the dues;
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(b) Pay period endi ng date;
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(c) The nanes of nenbers whose dues are being
forwarded to the Union and the amount of dues w thheld; and

(d) The ampbunt remtted to the Union |ocal.

ARTI CLE 42

APPROVAL, DURATI ON, AND REOCPENI NG OF AGREEMENT

Section 1. Approval. This Agreenent shall be executed when
signed by the Union President and the Chief of Staff. This
Agreenent shall becone effective only after review and approval
by the Departnent of Defense Field Advisory Services. |If the
agreenent is not approved within the 30-day period, the Agreenent
shal | take effect and shall be binding on the Agency and the
excl usi ve representative subject to the provisions of Public Law
95-454, Title VII, and any other applicable law, rule, or
regul ati on.

Section 2. Length of Agreenent. This Agreenent shall be in
full force and effect for four (4) years fromthe effective date
thereof, and fromyear-to-year thereafter will be automatically
renewed, unless either party shall give to the other party
witten notice of intention to termnate or renegotiate this
Agreenment in its entirety no nore than 105 days and no | ess than
60 days prior to its anniversary date and each subsequent
anni versary date, provided the Union continues to neet the
definition of a | abor organization as defined in Title VI,
Public Law 95-454 and maintains entitlement to exclusive
recognition as provided in Public Law 95-454.

Section 3. Renegotiation of Agreenent. Mnagenent and the
Uni on agree that in those cases where notice is served prior to
the anniversary date to renegotiate this Agreenent in its
entirety that negotiations shall comence within thirty (30)
cal endar days after receipt of such notice by either party from
the other. This time |imt may be extended by nmutual consent of
both parties.

Section 4. Revision of Agreenment. The provisions of this
Agreenment shall remain in full force and effect except in
i nstances where the parties nutually agree to anmend, suppl enent
or rescind provisions or instances where regul ation, |aw or
provi sions of this Agreenment necessitate or authorize
nodi fication. The party desiring revision of the Agreenent shal
request negotiation within twenty (20) days of notification of
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t he proposed changes. Before preparing any anendnment to this
Agreenent, the parties will negotiate the inpact and
inpl enmentation if there is adverse inpact on the bargaining unit
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enpl oyees' working conditions. The effective date will not be

del ayed for inplenentation of any change due to changes in | aw,
regul ati ons of appropriate authority, or to correct an illegal or
I nproper past practice.

Section 5. (O her Agreenents Non-Binding. No agreenent,
al terations, understandings, variations, waiver, or nodification
of any terns or conditions contained herein shall be nade with
Managenent by any enpl oyee or group of enployees and in no case
shal | such be binding upon the parties unless agreed to by the
Uni on President or his/her designee and approved by Managenent.

Section 6. Term nation of Agreenent and Uni on Recognition.

Term nation of this Agreenent does not in and of itself term nate
the Union's recognition.
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MEMORANDUM OF AGREEMENT

N
In accordance with Federal Labor Relations Authority the
preceding articles constitute an agreement between the U S Arny
Cor ps of Engl neers Headquarters, %l\/anagerrent) and Local 4055,
Arerican Federation of Governnment Enpl oyees, AFL-CIO (Union).
FOR THE U.S. ARW FOR LOCAL 4055, AMERI CAN
CORPS OF ENG NEERS FEDERATI ON OF GOVERNVENT
PLOYEES, AFL-CIO
HOMAS M. VERNA /GLORIA A. BELL
HQUSACE AFCE LOCAL 4055
igéef Neﬂ' r for Managenent Chief Negotigtor for Union
Unj Team Menber:
~— NNETH A. NELSON BRENDA C. WADDY

Union Team Menbe

Mazgement Team Member

"TERESA R BRILEY
Managenent Team Advi sor

EA OWENS
i Team Menber

BRENDA C.

Maj or Ceneral, U S Ar ny Pr esi dent

Chief of Staff AFGE Local 4055
27_January 1998 N Rnunre 1995

Dat e Dat e
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DEPARTMENT OF DEFENSE
CIVILIAN PERSONNEL MANAGEMENT SERVICE
1400 KEY BOULEVARD
ARLINGTON, VA 22209-5144

MEMORANDUM FOR COMMANDER, U.S. ARMY CORPS OF ENGINEERS,
ATTN: CECW-OD, 20 MASSACHUSETTS AVENUE, N.W,,
WASHINGTON, DC 20314-1000

SUBJECT: Negotiated Agreement Between the U.S. Army Corps of Engineers and the
American Federation of Government Employees, Local 4055

We have reviewed the changes to the subject agreement, which were sent to us by
fax on February 27, 1998, pursuant to 5 USC 7114(c)( 1). The changes have resolved the
negotiability problems which were identified in our letter disapproving the agreement
dated February 26, 1998. The agreement as modified is approved this date.

The approval of this agreement does not constitute a waiver of or exception to any
existing law, rule, regulation, or published policy.

Copies of the approved agreement should be forwarded as follows:

a. Defense Civilian Personnel Management Service (DCPMYS), Field
Advisory Services Division, Labor Relations Branch, 1400 Key Boulevard, Suite B-200,
Arlington, VA 22209-5144 - two copies and one copy of OPM Form 913-B (attached).
Also, send a copy of your agreement on disk (Microsoft Word, WordPerfect or any
standard text format) or e-mail us a copy at labor.relations@cpms.osd.mil.

b. Assistant Secretary of the Army (Manpower and Reserve Affairs),
ATTN: SAMR-CPP (Mr. David Helmer), 111 Army - Pentagon, Washington, DC
20310-0111 - one copy.

This action is taken under authority delegated by DoD 1400.25-M, Civilian
Personnel Manual, Chapter 711, Labor Management Relations. This agreement is to be
annotated to indicate: Approved by the Department of Defenseon FEB 27 1998 .

Congratulations on the successful negotiation of an agreement. If there are any
guestions concerning this matter, Neil Glenicki may be reached at (703) 696-6301, select
#3 for Labor Relations and enter extension 423, or DSN 426-6301, select #3 and enter
extension 423.



A copy of thisletter has been served on the labor organization which is a party to this
agreement on Feb 27 1998.

//(
54\ JOHN C. MOSELEY
Chief, Field Advisory Services

Attachment:
OPM Form 913-B

cC:
Ms. Brenda Waddy

President, American Federation of
Goverment Employees, Local 4055
20 Massachusetts Avenue, N.W.
Washington, DC 20314-1000

Assistant Secretary of the Army

(Manpower and Reserve Affairs)

Attention: SAMR-CP-LR (Mr. David Helmer)
111 Army - Pentagon

Washington, DC 20310-0111

U.S. Army Corps of Engineers
Attention: CEHR-D

20 Massachusetts Avenue, N.W.
Washington, DC 20314-1000



