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PREAMBLE

Pursuant to authority set form in Public Law 85-454, the following Articles constitute an agreement by and between the

Adjutant General of Arizona, hereinafier referred to as the Employer, and the Association of Civilian Technicians, Inc, (ACT
Arizona Army Chapler #51), hereinafter referred to as the Organization and collectively known as the Parties. The Employer

and the Organization affirm that the public purpose to which both are dedicated can be advanced best through the
understanding and cooperation achieved through collective bargaining.



ARTICLE 1
PURPOS! OF AGREEMENT

1.1, | Pu of It is the purpose - f this agreement to:
a. ldentify the parties to the agreement and deie their respective rights and obligations

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

. Provide for the highest degree of efficency 1 the accomplishment of the operation of the Arizona Army National
Guard,

d. Promote employee communications and intrmation of personnel policy and procedures, and adjustment io
matters of mutual interest

€. Subject o all applicable Execufive Orders, aws, and reguiafions

(:] istence. The C'janization and Employer agree that the enacting of Technician Act of
ﬂ}ﬁﬂlsﬂ'ﬁ pnmaryhasmnmemmnmmmm i Guard Technician workforce. The mission is to support the National
(Guard as a complement to the Active Component.

ARTICLE 2
UN'T DESIGNATION

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

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

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

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

uniformed service (AGR). The joint review will tat - place at least annually or on request from either party, defining what
a bargaining unit member & and who are identificd as current members.

Article 3
CONFORMITY

34, Not to - In compliance wili: Public Law 95-454, the Organization agrees nol to sirke in any manner
against the operation of the National Guand.



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

; ] [ ives. A provision of this Agreement is valid to the extent it does not conflict
wl‘lh the Cnnstitutinn of th-e Unﬂed S'l:ates a federal statute, a rule or regulation, or a government-wide regulation that

was prescribed on or before the effective date of the provision. The Employer shall comply, and may require employees

to comply, with agency rules or regulations to the extent these rules or regulations do not conflict with this Agreement
or any supplement or amendment thereto.

ARTICLE 4
RIGHTS OF THE EMPLOYER

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

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

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

B. With respect to filling positions, to make selection for appointments from:
(1) Property ranked and certified candidates for promation; or
(2) Any other appropriate source
c. To lake whatever actions may be necessary fo camry out the agency mission during emergencies.

4.2. Prohibited Negotiations. Nothing in this agreement shall impose upen the Employer the obligations to negotiate with
the Organization, at the election of the agency, on maters with respect to the mission of the Employer, its budget, its
organization and the number of employees.

4.3. Permissible Negotiations. Nothing in this agreement shall preclude the parties from negoliating procedures that the
Employer will observe in exercising any authority in camying out the above rights. Nothing in this agreement precludes
negotiating appropriate arangements for employees adversely affected by the exercising of the above-mentioned
Employer's nghts.

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

ARTICLE 5
RIGHTS OF THE ORGANIZATION



5.1. Exclusive Representation. The Organization is the suclusive representative of the bargaining unit and is
entitied to act for, and to negotiate agreements covering. all employees in the bargaining unit. The Organization is
responsible for representing the interests of all member: 3f the bargaining unit it represents without discrimination
and without regard to Organization membership

5.2. Representation — General. An exclusive represer ative of the local Organization shall be given the
opportunity to be present at any formal discussion betw o 2n one or more representatives of the Employer and one

or more employees in the unit or their representatives ¢ nceming any grievance or any personnel policies or
practices, or other general conditions of employment. Frierence 5U.5.C 7114 (a) (1).

5.3, Representation during an Examination. An exci sive representative of the local Organization shall be given the

opportunity o be present at any examination of an emi-ayee in the unit by a representative of the Employer in connection
with an investigation if the employee reasonably believ: 5 that the examination may resull in disciplinary action against the
employee and if the employee reguests the represent: on.

a. The Employer representative will advise fiv ampioyee of his nght to representation pnor to any examination that
may result in disciphinary achon,

b. if in the course of an examination the empi yee makes a request for Organization representation, the Employer
must cease the examination until the represe: {afive amves or ends the interview.

¢. The local Organization representative will - authorized 1o attend such meetings without charge to leave or ioss
of pay.

5.4, Representation — Other than by the Organize‘ion. A bargaining unit member is not precluded irom being
represented by an attomey or other representative, +ther than the Organization, of the employees own choosing, or
exercising gnevance or appellate rights established 'y law, rule or regulation, except in cases of negotiated gnevance or
appeal procedure negoliated within this agreement. Vith respect o the negoltiated grievance procedure employees have
the right to present grievances on their own behaif ot withstanding provisions found in 16.4)

5.5 Officers and Stewards. The Organization shal supply the Human Resource Office (HRO), in wrifing on a current basis,
a complete list of all Organization officers and all a:horized stewards. No person shall be recognized as an officer or
steward of the Organization unless hisfher name a)0ears on the most recent listing supplied to the Employer. The

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

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

names and aneas of responsibifity will be provider' ‘o the Human Resource Office (HRO) by the Organization as changes
DOCU,

5.7. Utilization of Workspace. The Employer ap ees to permit employees who are representatives of the Organization
to utilize a secure desk or filing cabinet within t' =ir work area to maintain Organization records. if this interferes with

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

5.8. Distribution System. The Crganization wil & permitted use of the agency inlemal distnbution system. This
distribution will not include internal Organization Jusiness or lilerature for general distribution to members. The Employer wil
not be responsible for any Organization matenia sent fhrough distribubion.

10



required in order lo assure employees are apprised of the rights described in this Aricle, and that no interference, restraint,
coercion, or discrimination is practices within the activity to encourage or discourage membership in the Organization

6.2. Right or. The terms of this agreement do nol prevent any employee from discussing matiers of
personnel concem with his supervisor without using the grievance procadure

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

ARTICLE 7
NEW EMPLOYEE ORIENTATION

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

T2 Orientation. An onentation guide checklist for newly appointed employees will be used to cover all ftems of which sach
new employee should be made aware of.

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

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

7.3, Notification.

a. ﬂnﬁﬁmﬂnn:hhﬂarw&m the names of new employees will be forwarded to the Organization within one (1) pay
period after the effective date of employment. This will serve as the official notification of any new hires.

b. Thaaup&rmsurmalz.rmwamwlﬂmmmunwmpﬂmm meet with the Shop Steward
The Shop Steward will briefly explain the contents, purpose and importance of the agresment

ARTICLE 8
OFFICIAL TIME ALLOWANCE
8.1. Official Time Entitlement. Employees are enfiled to uss official time for any purpose permitted by the officia time law, 1e. 5

U.8.C. § 7131 and any amendment thereto. The amount of official time o which an employee is entitied is the amount reasonably
necessary to accomplish its purpose. The Employer may delay the start of official time to the exfent reasonably necessary o ensure
agency mission accomplishment, but must agree o adjust events for which the official time is needed—io the extent the Employer
controls or influences them and adjustment is reasonably necessary. (For example, if the Employer delays official ime needed o
represent an employee who is to be intermogated by the Employer, or needed io prepare for collective bargaining, the Employer also
must agree to delay the interrogation, or the next bargaining session, as appropriate.)

8.2. Procedure. An employee who requests official time will state its purpose and requested timing and duration. The
Employer promptly will grant the request if (a) it is for a purpose permitted by the official time law and (b) the amount
of time requested is reasonably necessary to accomplish the purpose. The Employer may grant the request but delay
the start of the official time, and any related events, to the extent reasonably necessary, as provided in Section 8.1, If
the Employer determines that (a) the request is not for a purpose permitted by the official time law, (b) the amount of
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5.9 Office Equipment. The Organization will be allowed ccess to and use of office equipment when avallable for
representational duties. Use for non-representational puposes will occur only during non-duty time. Consumable
supplies (i.e.: ribbons, ink, paper, etc.) used for non-rep: rsentational purposes will be replaced by the Organization at
the Drganization's expense, to the extent the consump!=n is significant and reasonably capable of determination.

5.10. Bulletin

a. A minimum of twelve (12) square feet will be ¢ =signaled for bulletin boards in major work areas, where more than
three (3) bargaining unit members are employec for the display of Organization literature, comespondence, and
notices. The Organization agrees that items posted will nat violate any law or contain scurmlous or defamatory
material. Matenial found to be in violation of this -rovision will be promptly removed. It is the responsibility of the
Organization to keep bulletin boards neal and ordery. Organization officials or their designated representatives are
the only authorized personnel to post or remove material on the bulletin board areas designated for Organization
use.

b. Annually and upon request, representatives i om the Employer and the Crganization will mnﬁrrq the actual
location of the Organization bulletin boards. The bulletin boards will not be moved without prior notice and
agreement of both parties.

3.11. Meeting Rooms

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

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

a. The Empioyer agrees to provide two separ:ie office spaces, one in the Phoenix / Papago area and one in the
Marana / Silverbell Heliport area. These office: will be environmentally controlied with heating, ventilation and air
conditioning (HVAC), and accessible at the Crganization's discretion. The entry door will remain consistent with
FMO locksets throughout the stale.

b. The Employer agrees 1o allow the Organiz:iion fo erect a sign outside of the location that meets Facility
Maintenance Office (FMO) standards. The Crganization agrees to pay for any cost incurred to the Employer for
phone service.

ARTICLE 6
RIGHTS OF EMPLOYEES

6.1. General. The Employer and the Organization acree the empioyees shall have and shafl be prolected in the exercise of
the right, freely and without fear of penalty of repnise 1o form, join or assist that Organization or to refrain from any such
aclivity. The freedom of employees to assist the Orpanization shall be recognized as extending fo participation in the
management of and acling for the Organization in th+: capacity of any Organization representative, including presentation of
its views to officials of the executive branch, the Cor jress, or other appropriate authority. This agreement does nol
authorize participation in the management of a laber organization, or acting as a representative of such an organization by a
supervisory or an employee when the participation <+ activity would be incompatible with law or with the officials’ duties of
the employee. The Employer shall take such actior consistent with law or with directives from higher authority, as may be
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time requested is not reasonably necessary to accomplish the purpose, or (c] delay of the start is reasonably necessary,
the Employer must state in writing the facts and reasons on which the determination is based. The written statement
must be provided contemporaneously with, or within a reasonable time after, the determination. If the determination
delays the start, the Employer will state the approved start time, with supporting facts and reasons. if the
determination disapproves the amount of time, the Employer will state the amount deemed reasonably necessary, with
supporting facts and reasons.

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

B.4. Wear of Militan jires al Time When on official time, employees are not required to wear
military uniforms. When official time is granted, it will include time reasonably necessary to change out of and back into
military uniforms. .

5.9 Meetings Sched ] mpl When meetings for purposes for which
employees are entitled to official time are scheduled by the Employer to occur after normal duty hours, the Employer

will change the duty hours of the employees to include the meeting time, so that but for grant of official time the
employees would be in duty status. Employees will be granted official time for the meeting and the duty hours added by

the change will count In determining employees’ entitlement to compensatory time. Employer agrees that to the
greatest extent possible, official time will be scheduled during normal duty hours and the Organization will make
employee representatives available during these times.

BE6. T bility. Time accountability will be kept on the agency approved STARC AZ Form 690-2, dated 10 Dec
2014. The form will be generated by the representative and presented to the supervisor for annotation on the time and
attendance report at the conclusion of the official time.

8.7 Labor Organizational Training. The Organization will be administratively excused by HRO, upon receipt of training
agenda and projected attendance list. Training agendas and projected attendance lists will be submitted by the
Organization to HRO no later than two weeks prior to the start of training. The purpose of this time is to allow these
employees to attend Organization — sponsored training that is of mutual concern to the Organization and Employer, and
in the best interest of the government for the employee to attend.

ARTICLE 8
TRAINING

9.1. Employer Commitment to Training. It is necessary and desirable in the public interest that education, salf-
improvement and self-training by employees be supplemented and extended by Employer sponscred programs. Such
training of employees in the performance of official duties and the development of skills, knowledge and abilities will best
qualify them for the performance of official duties. The Employer agrees that all employees who are required to be skilled in

their work or trade will be provided opportunity lo leam new ideas and methods related to assigned duties, as necessary,
and fo consider recommendations from the Omanization.
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9.2 Fin Leave Loss . The Em. oyer will sirive fo ensure that the employee will not incur a
financial or h&ave loss when directed to attend training.

£RTICLE 10
EQUAL EMPLCYMENT OPPORTUNITY
10.1. General. The Employer and the Organization agr-2 to cooperate on providing equal employment opportunity for all

employees, regardless of sex. race, religion, color, nati al origin and age, and o ensure that all personnel programs,
procedures and assignments are free of prohibited discriminatory practices. This section does not apply to dual-status
positions subject to specifically exempted military requir=ments such as age and gender.

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

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

stance Program (EAP), Alihou:h particular emphasis will be given to those technicians with health
mnhm:ﬁmmdmmmmmm | may affect a technician’s work perfermance, nothing in this contract
shall prohibit a technician from receiving assistance 1 nder this program for other personal problems, such as financial
difficulties, legal, family or other problems, that may ='fect job performance. EAP coordinator also responsible for providing
advice, assistance and training to commanders, mar-igers, and supervisors on effective use and participation in the
program; ensuring their understanding of the proced: res for dealing with technicians with alcohol or drug problems and the
benefits derived from successful rehabilitation (per coment reference TPR 792 dated 8 February 2011).

ARTICLE 11
HOURS OF WORK

11.1. Normal Workday. The normal workday shall e eight (8) hours. The nommal workweek will be Monday through Friday
The basic forty (40) hour work week will normally ¢ nsist of five (5) consecutive eight (8) hour workdays, except for those
employees whose services are determined by the - mployer to require a different tour of duty. An Alternate Work Schedule
{AWS), which compresses the B0-hour pay period aguirements info less than ten (10) days, is a viable altemative.
Workweek requirements will be established consi i=nt with the mission,

11.2. Notification of Work Schedules The Empiyer recognizes the requirement to negotiate with the Organization
regarding the changing of work schedules of emp'yees. However, the Employer retains the nght to unilaterally change the

work schedules of up 1o, but not more than, two (*) employees at any shop or activity, without | & | Bargaining. The
Employer will make reasonable effort to give fouren (14) days notice of a change in the work schedule.

a. Changes (o the normal work schedule will be approved through management channels. The Employer agrees 1o
negotiate the change of work schedules vhen three (3) or more bargaining unit members are affected, prior fo
implementing the change.

b. Work schedules may be temporarily - hanged on short nofice as the mission dictates.
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c. For the terms of this contract and attachments, the term "Working Days’ will count Monday through Friday, not
counting federal holidays, no changes for fiex or allemative schedules unless otherwise stated. The term Days’ wil
be understood as calendar days unless otherwise sialed.

113, Core Work Hours.

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

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

114, Physical Fitness Training

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

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

¢. On any given day it is the management’s right to cancel physical fitness Iraining on that day based on mission
requirements.

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

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

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

ARTICLE 12
ASSIGNMENT OF WORK

12.1. Other Duties as Assigned.

a. Employees should not be required to perform duties unrelated lo their primary employment excepl as required by
special circumstances. The empioyer and the Organization agree that the cleanup of employees’ immediate work
area and general facility cleanup, where janitor service is not available, are appropriale as other dulies as assigned.
When an employee is assigned to recurming unrelated duties, an HRO Form 904-20 will be initiated fo document
these assignmenis.
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12.3

b. The term “other duties as assigned” as part ol 'he position description is defined to mean, reasonably related
duties to the job/position, and should be of the same level and classification that the individual is curmently graded.
This does not preclude management from assig ing unrelated additional duties. If unrelated duties are assigned on
a routine basis, the position descriphon should b amended to include such. Work assignments shall not be in
viclation of prohibited personnel practices or an. relevant law, rule, regulation or this agreement. Supervisors
should avoid insofar as possible assigning additonal or incidental duties lo employees, which are inappropriate to
their posibions and gualifications. However, an «:aployee refusal to camy out legitimate work assignments may be
cause for disciplinary action

¢c. Employees assigned to dulies requiring spex i iraining or certification will be provided adequate formal training
or paired with a trained or certified employee a1 adequately cross-trained pror fo being graded or evaluated on
assigned work (e.g. Aircraft transmission techrian assigned lo assist in hydraufics shop). Management will
implement adequale quality control measures " check work performed while cross-training.

d. Supennsory dubies will not be assigned o birgaining unit members without being recorded on an SF-52. The
senior technician in an area may be assigned ~adership duties necessary io continue operations (e.g. assigning
work, setting priorities, scheduling, etc) but me ¢ not perform supervisory duties (e.g. approving leave, grading or
evaluating employees, counseling or disciplinay action), these responsibilities will fall on the next supervisor in the
management chain

a. A delail is Hmtaﬂmmiy.ﬁﬁignnﬂmﬂw- amployee 1o a different position for a specified penod, with the
employee returning to his or her regular dutics at the end of the detail.

b. Details for over 120 days that are made & a higher grade position or o a position with known promotion potential
must be made under competilive promotion rocedures as set forth in the Merit Placement Plan, Competition may
be held from the onset if management feels ‘hat the position will be filed permanenty.

¢. Details of more than 30 calendar days w'/ be recorded on SF52, and a copy filed in the official personned folder
(OPF). Details for penods less than 30 cale: dar days, bul more than one pay period, will be recorded on a SF 52
with one copy for the employee and one cory fo be filed in hisiher OPF, at the request of the employee.

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

A. Seniority will be used fo fill crew or shil' /acancies. Positions should be offered o most senior qualified
technician first. If no volunteers are found crew or shift vacancy will be assigned to the least senior firsl.

b. Crews and shifts will be bid using seni ity at least every 6 months or when a crew changes are required
C. Employer will post a ist of the positior: that need to be filed on each crew andfor shift.

d. Management will post a seniority list i each facility based on grade, senionity and job fitie for every non-

supervisory technician. The table may be in list or flow chart format as long as it is clearly understood by the
employees within that work area. This lis1 will be used o form an equitable plan for work assignment, shift

assignments, compensatory time, trainin opportunities, and temporary promotions. This does not preciude
management's nght o assign work of k- have employees compete for assignments. Work areas with three
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technicians or less may provide this information to employees in writing, areas with four technicians or more wil
post the seniority list in a common area

ARTICLE 13
SAFETY | HEALTH
13.1 Employer and Organization Responsibility. The Employer will make every reasonable effort to prowide and maintain

safety equipment and safe working conditions. The Organization will co-operate to that end and encourage the employees
o work in a safe manner |AW government directives and regulations.

13.2, Employee Responsibility. Each individual has a primary responsibility for his/her own salety and an obligation to
know and observe safety rules. These practices are for the protection of each individual and his/her fellow employees, and
for the conservation of valuable (often imeplaceable) resources and equipment. Employees are responsible to appropriately
utilize personal protective equipment (FPE) or be subject to disciplinary action consistent with laws and regulations and this
agreement.

13.3. Standard for Safe Performance of Work. Managemen agrees lo take reasonable precautions to ensure employee
salety prior to assigning duties that directly or indirectly threalen the health, safety and/or welfare of the employee.
Management agrees to provide briefings, instructions, training, or schooling, safety precautions, devices and PPE regquired
by the TM, SOP, and standard shop practices whenever possible.

13.4. Safety Committees.
a. Each activity / shop will meet safety commitiee requirements |AW appropriaie safety rules and regulations
b. The Organization will nominate, for appointment by the Employer, employees from within the bargaining unit to
serve as members of safety committees when established. At least fifty (50%) percent of the activity/shop safety
committee will be made up of bargaining unit members.

¢. The names of personnel serving on local safiety commitiees will be published and posted on appropriate bulletin
boards.

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

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

13.5. Safety Inspections.

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

1. Any safety inspection or survey conducted by OSHA.
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<. Any safety or buiiding inspection con 'ucted by a state or municipal fire marshal or building inspector

J. Any safety inspection conducted by /e State Safety Officer.
b. The supervisor of each activity agrees to not v an Organization representative of the date and time of the above
safety inspections as soon as they are known. he results of safety inspections will be posted to the appropriate
safety bulletin board. Copies, if requested, of s-fety inspections will be provided to the Organization representative.

13.6. Personal Protective Equipment (PPE).

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

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

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

&. Prescription safety eyewear will be made . ailable at no cost io the empioyee. The employee at their own
personal expense to the Employer will subm' a current prescription. The employee will have an option of clear or

tinted lenses. The employee will furnish currt eyeglass prescriptions and new prescriptions as his/her vision
changes. All issued salety glasses broken o the job will be replaced at no cost to the technician.

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

g. The foliowing items will be issued 1o full-tme technicians required o work outdoors in cold climate areas, which
include Flagstaff, Prescolt, Kingman, Show _ow, Payson and Sierra Vista.

NOMEN RE 5 IURCE QUANTITY
Gioves, Insulated Biack PICIF | Pair
Coveralls, Dark Green Insulated PCIF | Pair
Boots, Insulated wiSafety Toe P CIF | Pair
Parka, Exireme Cold Weather fP CIF | Each
Liner, Exireme Cold Weather /P CIF | Each
Trousers, Extreme Cold Weather P CIF | Each

h. The items listed below will be issued k3 full-time technicians required to work cutdoors in the pedormance of
their duties, upon request from the emplc 26

NOMENCLATUR JOURCE QUANTITY
Parka, Wet Wealher +F | Each
Trousers, Wet Weather CIF | Each
DOvershoes CIF | Each

Boonie Hat CIF | Each
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. The Employer will establish a Personal Protective Clothing and Equipment (PPCAE] file on each employee. |t will
contain the record of all PPCAE items issued fo the employee for the performance of hisfher duties. Personal
Protective Clothing and Equipment hand-receipted for use in the employee’s position will be recouped upon transfer
or termination,

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

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

b. When it is determined that an imminent danger exists, employees will not be required to subject themselves Io
such danger. The employee may refuse to work if imminent danger exists and this refusal will not subject the
technician to punitive or disciplinary action, unless the refusal can be conclusively proven to have been made under
false pratenses.

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

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

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

(1} Not performing work on batleries when deluge shower and eye wash stations are inoperative when
waler service is interrupted.

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

inoperable.

(3) Prowiding alternative sources of drinking water when water service is interrupted

{4) Limiting refueling operations when shower andfor fire suppression i inoperable.
13.8. Extreme Temperature | Work Situations. The Empioyer and the Organization mutually recognize the hazards of
working in extreme temperatures, while at the same time, acknowledge the necessity for accomplishing certain tasks o
varying extent even in the most exireme lemperatures. The Organization acknowledges that it is the responsibility of each
employee o ensure the adequacy of personal clothing wom to make full and proper use of all such protective equipment
prior to working in extreme temperatures.

a. The Employer acknowledges that there are certain extremes of temperature and weather beyond which
employees are incapable of performing sustained work. Employees will not be required to work in extreme
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'emperature situations for extended penods of t e without reasonable refief away from the extreme temperature
situation. Follow guidance for work rest cycles | und in FM 21-10

b. The empioyee will communicate concems to he supervisor in order for the supervisor to determine what these
periods will be. Any dispute will utilize the haza fous work situation reporting procedure in Section 7.

¢. The employer agrees o provide envirenmen' 1| control measures sufficient to mitigate extreme temperatures
where central cooling or heating is not installer or insufficient to maintain a safe working environment. As a general
guideline. one cooler or heater shoukd be avall: ok for every two work bays.

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

contaminants, which may endanger the employee or ¢ 2ate a hazard, the employee will be required to change into fresh
clothing.

13.10, Health Examinations. Lipon request, the Emp' iyer agrees fo provide 1o the Organization a list of all required heaith
examinations, hearing tests, pulmonary studies, or ev.'ualions required by law, regulation or policy for all bargaining unit
members. Upon request, the Employer also agrees it nform the organization with test schedule status of bargaining unit
members. A written copy of the lest results will be prwded to each member.

13.11. Injuries to Employees. Employees shall imm: diately report job connected injunes or iliness to their supervisor. It s
the responsibility of the supervisor. along with the er Jloyee, to ensure that the proper procedures are followed and that all
necessary forms and nolices are completed. Emplovees with serious injuries will be treated first, followed by the necessary

paperwork. Employees will be fully advised by the E nployer as o hisher rights and obligations under the Employee Federal
Compensation Act.

13.12. Light Duty

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

duly is considered temporary when the em loyee is in the recovery process from an injury or in the recuperating
process from liness.

0. When an employee s released to retun 1o work in a temporary light duty status by a medical professional, the
employee will submit a completed Medica' Svaluafion / Light Duty request form, CA-17 Rev. Jan. 1997 (see
Appendix 3), to the immediate supervisor * consideralion of light duty assignment.

c. The Employer agrees o make every reisonable effort 1o provide suitable temporary fight duty work, which the
empioyee is qualified to perform, under t following circumstances:

(1) Work is available.
{2) The work provided will not - 2sent undue risk of Rability to the Employer or hazard 1o other employees

d. The employee will provide the supen sor with an updated medical evaluation [ light duty request form not laler
than the next scheduled medical evalug' an

13.13, Smoking in the Workplace. Smoking a 1 tobacco use is govemed by Federal Law. The Organization and its
members will comply with AR 600-63, and all C-partment of Defense Directives regarding smoking and tobacco use.
Smoking cessation assistance information and “raining will be made avallable through the Employer o employee via
Employee Assistance Program (EAP)
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13.15. Personal Hygiene. The Employer agrees to provide and maintain adequate facilities and supplies for personnel lo
perform personal hygiene in accordance with OSHA regulations and accepted industry practice. At a minimum, this will
include hot and cold running water, hand soap, and paper towels or other means for employees to dry their hands.
Employees who perform maintenance or industrial duties will also have available to them walterless-type hand cleaner and

be provided with securable lockers adequate to store PPE and uniforms required in the performance of their assigned
duties.

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

(1) Indoor work place temperatures will be maintained within the range specified by industry standards
(2} Lighting adequate to perform the work required of employees.
(3) Adequate supplies of hot and cold running water, toilet paper, soap, and paper towels to perform

personal hygiene required during the work day (i.e., hand washing after use of loilets and after exposure to
harmful chemicals). Allemalive technologies that substitule for paper lowels are allowed.

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

(3) A supply of drinking water al the work facility or site for all personne, adequate for the i:ia anned
duration and activities. e

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

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

Whaph:nargannlas occur, the Employer agrees fo notify the Organization and affected employees as soon as
possi

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

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

ARTICLE 14
LEAVE

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

purposes descnbed in § 630.401(a) for an absence in excess of 3 workdays, or for a lesser
penod when the agency determines it i1 necessary

14.2 Compensatory Time. All Compensatory Time is -wemed by TPR 630 Chapter1

1 Al h lime is TPR 15 Chapler 3-7 and TPR 300{351).
144 I

a. Definition: 5 CFR 551 431 distinguishes sta. dby status (paid) from on-call status (non-paid) based on the extent
to which an employee’s freedom of movemen' ind activity are restricted and not whether the employee is reguired
or permitted to carry an electronic paging dev: e or Cellular phone which is provided by the employer

b. Employees may be assignad o an on-call - 'atus and will be allowed to provide the Employer a phone number
where they can be contacted or employees ray be provided use an electronic paging device or portable telephone
for the duration of the duty piacing them in th1 status

€. It s understood that employees in an on-c-ll status shall nol have their travel nor their personal activities
resincled so long as;

{1} They remain within the range of "e electronic paging device.
(2} They remain in a state of readir- s Io perform work.

{3) They make amangements such ‘hat any work, which may anse during the on-call period, can be
directed by the appropriale personis).

(4) Employees who are required 1 respond o a call and perform work shall receive compensatory time of
al least two (2) hours.

| ARTICLE 15
PERF(RMANCE MANAGEMENT

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

15.2 The times spent away from the assigned j '+ by union representatives in the performance of their representation

duties should not be taken into account when e complishing a performance appraisal. The performance appraisal should
be based only on the performance of their offivally assigned work.

ARTICLE 16
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GRIEVANCE PROCEDURES

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

16.2. Grievance Definition.

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

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

c. Any complaint by any bargaining unit member, the Organization, or Employer conceming,
{1) The efiect of interpretation or a ciaim of breach of collective bargaining agreement or,

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

d. Technician grievance coverage, as outfined herein, does NOT apply to:

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

{2) Retiremen, life insurance or health insurance,

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

(4) Any examination, certification or appointment;
(5) Action based on classificabon or job degrading determination that does not result in reduction in grade
or pay of any employee. Statulory classification appeals’ procedures will be the resolution method used for
the classification action. For GS employees, TPR 500({511.6) for WG employees TPR 532-1 are the
applicable references;
(6) Individual performance appraisals being appealed to the Adjutan! General
(7} A filed EEQ complaint;
(B) A final decision made by the Adjutant General pursuant to the provisions of 32 USC 708(f).
16.3. Grievance Representation. The Organization is the exclusive representalive for itself and any member(s) in the
preseniation and processing of any grievance.
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16.4. Employees Right to Grieve Without Representation Each employee is authorized to present a grievance without
representative or through a non-organization represent'ive, but in so doing an exclusive Organization representative, is
ansured the right to be present during the grievance pceedings and processing. The employer and the organization

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

16.5. Procedure - Employee Grievance. If a setflem: 1t cannot verbally be agreed to, the following procedure will be used:

Step 1. The gnevance will be preparad in writing or ek tronic formal, using the agreed form, STARC AZ Form 680-1, dated
10 July 2011 (see Appendix 1), not later than thirty (30 calendar days afler the grievance took place or thirty (30) days after
oral discussion over the grievance with the supervisor 5 concluded, whichever is later. The grievance will be presented to
the appropnate supervisor, through HRO. The grievar = and the supporting information should be discussed with the
suparvisor. The supervisor will provide a determinalic  of settiement to the individual and the Organization, in wniting, within
ten (10) working days from the date the grievance is +ceived by HRO.

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

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

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

4. To the employee to discuss, informally, ~ith hisiher first line supervisor and/or Organization representative, any
dissatisfaction the employes mighl have.

b. To an Organization representative to dic-uss miormally or formally with the appropnate Employer official any
complaint the Organization may have con' :ming matters under this agreement.

c. To the employee and the designated Crjanization representative for preparing and presenting the grievance.

16.7. Right to information. Upon written reques! ind subject to law, rule or regulation, Employer will supply the
Organization with all investigafion reports, andior - 'ocuments used in the onginal action when denying a grievance. This is o

ensure the Crganization has all the necessary ini” rmation for a determination to invoke or not invoke the provisions of the
arbitration article.

16. - anization Grievance.

a. Organization initiated grevances will ame the Chief of Staff as the respondent. The Organization agrees 10
consider an attempt to informally resolw: the grievance at an appropriate level prior to formal presentation.
Grievance will normally be filled within = «ty (B0) days after the facts leading up to the grievance become known fo
the Organization

b. The following procedures will be use: for all Organization grievances.
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Step 1: The grievance will be prepared in writing and submitted to the: Chief of Staff through HRO. The event(s)
ieading 1o the grievance will be discussed with the Chief of Staff at a mutually acceplable time before the Chief of
Staff provides a decision. The Chief of Staff will provide a decision, in writing, within ten (10) working days, to the
Organization President or his designated representative.

Step 2: If the Organization is dissalisfied with the decision of the Chief of Staff, an appeal will be forwarded to the
Adjutant General within ten (10) working days. The Organization will be provided a decision within ten (10) working
days. If the Adjutant General does nol sustain the grievance, a reason, in writing, will be forwarded to the
Organization.

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

ARTICLE 17
GRIEVANCE ARBITRATION

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

Eﬂ,_ﬁmmn The party requesting the services of an arbitrator will submit a request to the Federal
Mediation and Conciliation Service (FMCS) for a listing of seven available arbitrators, preferably from within the State, and
concurrently serve the other party with a copy of the request and all enclosures

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

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

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

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

r's ring of tslon. The arbitrator will be asked to render hisfher decision as soon as possible.

I7.8. E : 0 Arbitrator's Decision. Either party may file exceplions io an arbitrator's award with the Federal Labor
elations Authority (FLRS), under reguiafions prescribed by the Authority.
25
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17.9. Matter Appropriate for Arbitration. Only those m - tters, which are grievable under the grievance procedure Article
16, of this agreement, will be subject 1o arbitration.

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

17.11. Scope of Arbitration. The scope of arbitration | be imited fo the interpretation and application of the terms and
provisions of the written Agreement {and application of sgency or activity regulations).

a. An Arbitration award conceming a matier th1 under 32 USC 708(f) cannot be appealed beyond the Adjutant
General will be advisory, not binding, and will & presented o the Adjutant General as a recommendation.

b. The junsdiction and authority of the arbitrat r is limited and confined exclusively to the interpretation of the
process and application of the expressed pro- sionis) of this Agreement, laws, and the application of agency or
aclivity requiations at issue between the parties. The arbitrator will have no authority to add to, subtract from, alter,
amend or modify any provisions of this Agree nent, or publish agency or activity policies and regulations. The
interpretation placed on any agency regulatio 1 by the head of the agency or his designee will be binding on the
arbitrator who may not impose his interpreta:on of the Office of Personnel Management or agency regulabons,

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

17. ing. Where the [ rties mutually agree to arbitration without a hearing, a written
stipulkation of facts to the arbitrator will be used In 15 case, all facts, data, documentation, positions, etc., will be jointly
submitted 10 the arbitrator with a request for a decis an, based on the facts presented, within twenty (20) workdays after
selection of the arbitrator. Costs of expediled arbitr-'ion will be shared equally by the parties. The arbitrator will render
hisiher award within thirty (30} calendar days folloy g receipt of the written stipulations.

ARTICLE 18
[''JES WITHHOLDING

18.1. General. Dues withholding wil be extended 1o the Organization throughout the period that ACT. inc., Anzona Chapter
61 ramains the official representative of the bargaing unit.

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

who are employed in the bargaining unit and whe 2 net salary, after legally required deductions, is reqularty sufficient to
cover the amount of the authorized allotment.

18.3, Definition. Dues are defined as the regulz: penodic amount required to maintain a member in good standing with the
bargaining unit, but shall not include such items s inifiation fees, special assessments, finds and similar items.
Deduction{s) may be made lo allow for an Orga ' zafion-sponsored health program

18.4. Organization Responsibilities. In applic: on of the allotment arangements, the Organization shall be responsible
tor
a. Providing Standard Form 1187, "Reuuest and Authorization for Voluntary Allotment of Compensation for payment

of Employee Crganization Dues *
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b. Educating efigible employees as o the program for allotment of dues, its voluntary nature, and the availability
and uses of the required form, SF 1187,

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

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

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

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

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

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

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

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

a. The Organization shall submit a memorandum with signatures of each cument official authorized to certify SF
1187 1o the LM Office.

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

c. Aliotments will take effect the first pay penod beginning after receipt of the properly executed and correct SF
1187 in the payroll office.

d. SF 1187's, and other material pertaining o allofments will be dale-stamped upon receipt in the HRO and will be
processed within seven (7) working days to the payroll office,
. The Organization will nolify the LMR Office in writing, when an employee (i.e., a dues withholding member)
ceases lo be an Organization member in good standing. The allotment for such an employee will be terminated with
the first complete pay period after receipt of the notice in the payroll office.
f. An allotmenl shall be terminated;

{1} When the employee leaves the Bargaining Unit as a result of separation, transfer or other parsonne!

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

(3) When the agreement providing for ¢ 1es withholding is suspended or lerminated by an appropriate
authorty outside the Department of De!:nse.

(4) When the employee has been suspnded or expelled from the Organization,

{5) When employee requests terminab n in accordance with the provisions of this article
g. When an employee is in a non-pay status it an entire pay period, no withholding will be made from future pay
penods o recover the dues not withhedd. In th' case of an employee who 1s in a non-pay status for only part of such
pay period and the salary is not sufficient to oo er the full withholding, no deduction will be made. Under these
conditions, all other legal and required deduct ns have priority over deductions for Organization dues.

h. The payroll office will make the remittance “r dues withheld bi-weekly

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

{1} Identification of the employee's o janization.
{2) Payroll peniod.
(3) Employer's name andfor numbe

(4) Names of the employees and a-ount deducted. A second copy of the "Organization Dues Deduction
Report” will be provided to the loce' hapler President.

|. Adjustments to dues alioiments will occy within two pay periods

k. Reinstatement of dues withholding will t-< place within the first pay period that employee retumns to the
bargaining unit.

18.7. Standard Anniversary Date. Mew member: shall have the option of dues revocation on the first annual anniversary

dale after employee election lo participate. Theres'ler, the first day of September shall be the annual dues revocation date
established by this agreement. SF 1188's will be 1-ceived by HRO no earlier than 1 September or later than COB 15
september. Dues Revocation will not become eff- tive until the first full pay period in Oclober

18.8. P s for S ion of yes. The following procedure is established to nolify the union when
bargaining unit members are not eligible to parficale in automatic payroll deducton for dues:

a. The Labor Relations Specialist will be olified via a notice from the personnel dala system when a bargaining unit
member'[s slatus changes which makes him/her ineligible fior payroll deduction of dues (movement into an
established non-barganing unit position |

b. Upon nofification, The Labor Relatior - Specialist will send written nolification of dues suspension or terminaton
to the civilian payroll office and the Orgaization at the same ime.

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

ARTICLE 18
DISCIPLINE

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

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

14, ral.

a. This arficle applies to matters of CONDUCT. Actions that related to JOB PERFORMANCE will be accomplished
in accordance with TPR 430 and this agreement, prior o discipline actions under this arlicle. Parties 1o this
Agreement understand that conduct may aflect job performance.

b. The parties recognize that discipline may be progressive in nature; however management retains the nght to
make the final decision on discipline, Disciplinary action will be taken for the purpose of comecting offending
empioyees and problem situabions and maintaining discipline and moraie among other employees.

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

19.3 Discipl : See T 3
19.4 Adverse Actions: See TPR 752 Chapter 4

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

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

b. No written entry will be made in an employee's files conceming disciplinary matters without the knowledge of the
employee. The employee may initial the entry if desired. The employee’s iniials acknowledge thal the employee
knows that an entry was made, but in no circumsiance may initiafing the entry be considered as an agreament with
the antry or an admission of guilt.

¢. In order to protact the confidentiality of the records, supervisors brief, and to preserve the privacy of the
employee, records will normally be maintained at the lowest level of supervision excluded from the bargaining unit
and access will be limited to management/employee concemed and individuals to whom the employee has been
given written permission
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FRTICLE 20
EXCHANG! OF INFORMATION

20.1. Employer Information. The Employer agrees to | /ace the Organization on distribution for all pertinent changes to
fechnician personnel regulations, poficies and directive: 3f NGB and OPM except where this information is restricted by law,
rule or regulation

nization Inf - The Organization agi-as o provide the Employer with any pertinent laborfmanagement
refations publications and directives that they receive.

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

\RTICLE 21
MI-CELLANEOUS

21.1. Technology

a. Cell phones - Cell phone use will be permitiad in the workplace provided that it does not interfere with the
Farformance of duties or creale a safety hazand. Management may identify areas where cell phone use is banned
based on safety (fuel points, heavy traffic an- 15, elc.) Abuse of cell phones will be dealt with on an individual basis

b. Radios and Televisions - The employer a:-ees to allow the use of radios with discretion as long as they are used
in & manner as to not disturb others, disrupt 7e workplace, or create a safety hazard. The use of lelevisions is
aflowed in authorized break areas only

¢. IPods/ Ear buds/ Bluetooth - The use of « srphones in military uniform is not authorized 1AW ARG70-1. The use of
IPods/ ear buds will be allowed while condy -fing physical training indoors or outdoors on a closed course.

d. Personal compulers and other electroni media devices - Employees may bring personal computers inlo the
workplace provided thesr use does not inte 12re with the performance of dulies or create a safety hazard. No
personal computers or data storage device: will be connected to the intranet.

g, Govemnmen! compulers - Employees w be provided access to government computers dunng normal duty hours
1o accass management resources. Empk o ees must be allowed adequate time lo remain curment on events and
notices posted on ihe AZ Nafional guard | sme pages, professional email accounts, mybiz, DTS, AKQ, GTC
website, elc. Employee usage must be in - ompéiance with the signed user agreement. Employees should be
provided with a reasonable amount of pri-icy in order to access personal information (mybiz, iperms, GTC
accounts, efc.)

2128 . The Employer recognizes 1 -+ benefits to employee's morale and productivity that break rooms
orovide. Within funding and space consiraints, th Employer agrees to make reasonable efforts to provide clean and
accessible break rooms lo all employees on an ¢ uitable basis.

ARTICLE 22
IMPACT ANL IMPLEMENTATION BARGAINING



221, Right to 18] Bargaining Employer exercise of a management right that changes a condition of employment is
subject to impact and implementation (1&1) bargaining to the extent requirement by 5 U.S.C. 7106(b){2) and (b)(3) and any
change thereto. To the extent consistent with those provisions any change thereto, the procedures in Section 22, 2 apply.

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

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

ARTICLE 23
REDUCTION IN FORCE

£3.1. General. The Adjutant General is responsible for implementing a reduction in force. Any reductions in force will be
govemed by TPR 300-351(22 November 1983) (the current technician Performance Appraisal quidance shall be used in
computing evaluation ratings).

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

force. The Emlpinrw agrees lo negoliate Impact and Implementation (I & 1) bargaining procedures and appropriate

ARTICLE 24
CONTRACTING OUT WORK

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

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

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

a. The determination of agency polficy, such as determining the content and application of regulations, among other
things.

b. The direction and control of Federal employeses
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¢. The approval of position descriptions and per’ rmance standards for Federal employees.

d. The conduct of administrative hearings to det‘mine the eligibility of any person for a security clearance, or
invoiving achons thal affect matters of personal - =putation or eligibdlity to participate in Govermnment programs

e. The approval of Federal licensing actions an inspections,
i Contractors may determine the contenl of apr cations of reguiations as they pertain to other contractors.
g. Contractors may inspect or certify another coatractor's work.

24,4, Contracted Work Requiring a RIF When a cont scting out action would cause the loss of a bargaining unit member

position, the reduction in force procedures of the curmer Labor / Management agreement and TPR 300.351 shall be used 1o
assist and/or retain said employee.

ARTICLE 25
RESS CODE
25.1. Military Uniform. Excepted employees, as sup:ied by Employer and in accordance with TPR 300, Office of

Personnel Management rules on appearance, and 37 USC 708(b)(4), will wear the military uniform

a. The Employer will prowvide, at no cost to th employee, four complete sets of their duty uniform per year to include
six additional tan or cotton green t-shirts ane six additional tan or cotton green socks. Care and maintenance of the
supplied uniforms and boots are the respon: bility of the employee. Employees not wearing the prescribed uniform
properly may be subject lo disciplinary actic:

b. All full time non-supenasory techniclans | Hargaining Unit Members) are authorized four complete sets of their
duty unifarm per year (e.g., duty uniform m=y be Class B and ACU). Therefore, the bargaining unit member may
request any combination of ACU's and Cla-s Bs thal add up to their four sets of duty uniforms) through the CCDF
This will be a one for one exchange of an vnserviceable duty uniform tumed-in to their M-Day unit supply
sergeants. The uniform will be issued and/or exchanged with Velcro patches included at the fime of issue andior
exchange (not lo exceed six (B) insignia)

c. Bargaming Unit members (technicians) «ith work responsibilities that create excessive wear and tear of their
ACU uniforms (wear and tear as describe LAW AR 700-84) will have additional ACU uniforms provided when a
sufficient quantity is retained by the DCS1 ()G warehouse. It is anticipated that these would be made available when
there is sufficient stock to supply two sets f ACUs per eligible technician.

d. Barganing Unit Members (lechnicians/ Ihal require stee! toe boots for their full time duty position will have them
provided by their shop, warehouse, WA S or AASF, Temporary employees will utilize steel toe bools from their
unit. These salety boots must be Tan, in o military style and cost no more than $150.00. The shop, warehouse or
AASF will use their funds and IMPAC cr it card to purchase the boots. Immediate supervisors will ensure boots
are annotated on technicians OCIE clott ng record at their unit. Employees with special needs must request their
Safety Boots through the Supply Manag -ment Officer (SMO)

25.2. Appropriate Professional Attire for Com petitive Civilian Employees. Employees will dress in a professional
manner, appropriate for the work setting in the performance of their normal civilian duties. The following attire is considered
inappropriate: haiter lops, tops where the midrif’ s exposed, T-shirts, swim wear, cut-offs or shorts, sweat panis or other
athletic apparel, shower- type sandals or slippe s (flip-flops), and ripped, tom or frayed clothing. This also includes casual
day that the Employer may have in effect
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27.7. Changes in the Merit Placement Plan. The Employer agrees nol to make changes in the Ment Placement Pian
unless negoliated with the Organization. Nothing in this article should be considered o be a waiver of the Organization's
right to bargain any change in merit promotion and intemal placement proceedings.

ARTICLE 28
CONTRACT DISTRIBUTION
29.1. Employer Responsibility. The employer will post this agreement in its entirety on the AZNG HRO homepage. Upon

request, a paper copy will be provided to the employes

29.2. Cost Sharing. The Organization agrees 1o share in the cost of printing or copying requirements at charge of twenty-
five (25%) of total cost, not lo exceed $500.00.

ARTICLE 29
EFFECTIVE DATE, DURATION AND MODIFICATIONS

29.1. Effective Date and Term. The effective date of this agreernent shall be the date the
agreement is approved by the Defense Civilian Personnel Manac Ent senvice (DCPMS), or
the beginning of the thirtieth (30th) day following the k : = the Employer
and the Organization (whichever is firstl_Should anyportion of thg agmgmant e detarmined to
be contrary to law or regulatic W all other portions of the agreement become binding
on the parties on the effective 8t a60veE This agreement shall be in full force and effect for
three (3) year period from the effective date hereof, and automatically be renewed for ancother
(3) year period unless either party requests to renegotiate. Requests to re-negotiate this
agreement will be in writing and served by e-mail on the other party's representative. Reguest
to re-negate this Agreement will be made within ninety (80) days and thirty (30) days of the
expiration of this Agreement (three (3) year annivarsary).

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

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

26.1. Organization Participation. When the wage sun vy lead agency requests the Employer fo participate in a wage
survey, the Employer will notify the Organization who w' nominate bargaining unit members for appointment to the wage
survey data collection team The number of personnel 1 be appointed to the data collection team will be determined by the
head agency.

ARTICLE 27
MERIT PROMOTION AND INTERNAL PLACEMENT

27.1. Purpose. To provide procedures o ensure each «mployee receives full consideralion for all position vacancies and fo
provide the opportunity for cument fullime employees «/ the AZNG to compete for advancement in a fair and equitable
manner and the best-qualified applicants to be selecte

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

27.3. Position Announcements. All announcements ‘or posifions will remain open for a minimum of fifteen (15) calendar
days, unless otherwise agreed by the Employer and 1n2 Organization. Each announcement will be posted by the agency 1o
promote wide vanety of applicanis.

27 4. Interview Panels. Interview panels consisting o permanent or indefinite technicians will be used to conduct interviews
for all positions open to Bargaining Unit members exc-pt for the following:

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

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

¢. Temporary employees may nol sit on inte: new panels.

21.5 Interview Questions. Interview questions mus: oe appropriate and relevant as they pertain to the position description,
knowledge, skills & abilities (KSAs) and vacancy amuncements. Interview questions will be designed o encourage an
open-ended response. Questions will contain desire. responses and will not resemble test questions (true false, yes-no
etc.). The interview matrix may be submitted to the | ‘RO Staffing Specialist for review prior to conducting interviews.
interviewees discussing the interview questions with ather employees prior to completion of the interview process will be
subject to appropriate disciplinary action under prov=ions of the merit placement plan.

21.6. Grievances of Restricted Practices. Restric! /e practices are defined in paragraph 6-4 of the Employer's Meri
Placement Plan. In addition to violations of this arficiz, any restrictive practice that is demonstrated to have occumred is
grieveable and may resull in the suspension of the - lacement action. If it is demonstrated within five (5) working days of
notification to non-selected candidates, that a violaion of the merit placement plan would have affected the standing of the
candidates, the placement action will be temporaril. suspended until HRO reviews the selection. HRO will review the
placement folder in conjunction with the Organizatic 1. HRO will take appropnate action if deemed necessary. An employee
gnevance based solely on non-selection form a prooerty developed rosler of qualified candidates will not be accepted.
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Organization will meet to sign a memorandum of agreement as to the exact calendar to negotiate the Labor | Management

agreement.

IN WITNESS WHEREOF, the parties have hereto enfered into this agreement on this 7th day of August 2015

FOR THE EMPLOYER

SM oyce Hanson
Acting LRS

! ..-'Il'l-.q
ﬂ%;fj_f,-

LTC Margaret Bielenberg
Member

/ [
;ﬁﬂ;/ (|,

LTC Thomas O'Sullivan
Member

Michael T. McGuire, MG, AZ ARNG

The Adjutant General

APPROVED:

FOR THE ORGANIZATION

L
Mr. Jed McGinnis
President, AZ Army ACT Chapter 61

This Agreement was approved by the Department of Defense on Chief, Field Advisory Services Division
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Appendix 1

INSTRUCTIONS FOR COMPLETING

STARC AZ Form 690-1 GRIEVANCE FORM

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

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

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

Block 5. Grievant’s normal work phone number and FAX numbaer,

Block 6. Check the appropriate block as to whether or nol grievant request
unilon

representation.

Block 7. If block & is checked "YES® (union representation is reqguested), enter the name of

the

representative requested [normally this will be the steward assigned (o the gnevant’s waork area).
if "NG" Is checked in block 6, leave this block blank.

Block B.The phone and FAX numbers of the union representative named in the previous
biock.

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

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

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

ar

Labor/Management Agreement article [union contract) that was allegediy violated by the
incident, event, or action detalled in block 12,

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

the originals).

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

matier

Block 14, 15, 16, 17 The grievant and union representative (it applicabie) sign and date in the
respectivie blocks.

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

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

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

Association of ivilian Technicians (ACT)
Arizor.: Army Chapter 61
Ofiial Time Form

REPRESENTATIVE'S MAME: it ee w e OF ANIZATION [ PHONE NO.

DATE AND TIME OF BUSINESS: DI TINATION: ESTIMATED TIME:

REPRESENTATIVE'S SIGNATURE: DATE: TIME:
appROvED ]  DISAPPRO D (Ses commaents below)

COMMENTS:

SUPERVISOR'S SIGNATURE: DATE: TIME:

SECTRON 1. P UAIRE FOR Wl OFHCIAL Tk WAS LISED
(imdeEe e o ineCiign thaeiec! used By colegory)

HOLURS
USED Ba: Term Megotiations

BB: Mid-Term Negotiations

BE: Dispute Resolution

BD: General Labor-Management Relations

ACTUAL TIME LEFT ACTUAL TIME RETURN

REPRESENTATIVE™S SIGNATURE: DATE: TIME:
SUPERVISOR™S SIGNATURE: DATE: TIME:
DISTRIBUTION WHEN COMPLETE! DORIGINAL TO SUPERVISOR FOR FILE

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

STARC AZ Form 890-2 10 Jul 011
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Appendix 3

Duty Status Report
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Appendix 3

METRUCTIONS FOR CUWMPLETING DUTY STATUS REPORT (CA-11

BUFERVIZSON: Complete Side A and re’- « the form o the physican o complebe Skde B
Fill in bhe address of Ihe  Smploying Agency and the appropriate OWCP
Desarict OfMice o ihe ap- - o8 balow. Enter the OWCTP file number in [hae

b fighl coemes

PHYSICLAN: Complete Side B, sagn o refum b the smplicang agenoy wEhbn 2 days
ta preenl inerruplion - tha employes’s mcome. Fill in your name and

acdreen
M “-cal Facility Hame and Aodress
SRl P ._-.—.:

I ]\ )

CERTIFIC & TIow: BY FEEMING BUCDT 10 OM THE FRONT OF THIE FORM. THE PHY S LAMN
CERTIFIES A5 FOL ' AVE

TCERTIFY THAT /L THE STATEMENTS IN RESPONSE TO THE
CUIESTIONS ASK [ ON THES FORM CA-17 ARE TRUE, COMPLETE AMND
CORRECT TO THE GEST OF MY KNOWLEDGE. FURTHER. | UNDERSTAMND
THAT ANY HMOWV SHELY FALEE OR MIELEADING STATEMENT, OR
MISEREPRESENT: 108 OR COMNCEALMENT OF MATERIAL FACT. MAY
SUBJECT ME TC - ELONY CRIMNAL PROSECUTION

I FUATHER UNDE" [TAMD THAT THIS REQUEST D:OES MOT CONSTITUTE
AUTHOREATION S0R PRYMENT OF MEDICAL EXPENGES BY THE
DEPARTRENT ' LABOR. NOR DOES IT MNTALIDATE ANY BREVICLE
ALUTHOMEZATION EEI.I!D I THES CASE =
i B e
Uﬂi“l’hlml-l_mwﬂ m;-w'“#-mm.whhlm

mmm M“-m dils feaded and il L]
i;--ﬂilﬂﬂ' NEFew By L AmBlE m“‘ﬂ'““_’ af thin o
1l rwdrin oy urden uend 5 the OWWCP U S, Dagarimend of Labar, Masm S-3229 2D
; mﬁgﬁﬁ“ﬂuﬂ_ﬂ'ﬁﬁuw [T T A
CH FOIT BEMND THE COMPLETED FORM 10 +8S CFRCE
i B B s, 1 B Frrirg Tlioe Pdeeyioe B0 30000

9 P00 - TSSO




Employing Agency Address

Human Resaurces Office / ICPA
5636 E. McDowell Rd. Bldg 5710
Phoenix, Az. BS00B

OFFICE OF WORKERS' P TION P M5

Us Dept. of Labor DFEC Central Mailroom
F. 0. Box B300 District 13
London, KY. 40742
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Appendix 4
GLO" SARY OF TERMS

ABROGATION TEST A test the Federal Labor Rel tions Authority applies in detarmining whether an arbitration award
enforcing a contract provision affecting nghts resery: 4 o management is deficient. If the provision at issue is an
“arrangement” for employess adversely affected by e exercise of those rights, an award enforcing such a provision will
not be set aside uniess it “abrogates” those nghts - & . uniess it leaves management no discretion at all.

ACCOUTERMENTS Accessory lems on unlarms & palches, name tapesitags, grade/rank insignia, elc

ACCRETION. When some employees are iransfen~d to another employing entity whose employees are already
represented by a union, the FLRA will often find the' those employees have “accredit” to (ie., becoma part of) the existing
unit of the new employer. with the resull that the tr: sferred amployees have a new sxclusive representative along with
8 new employer

ACTIONS DURING EMERGENCIES Managemer s night "to take whatever actions may be necessary to carry oul the
agency mission durng emergencies” doesn’t come Jup in negobability disputes very often_ In cases decided thus far, the
FLRA has held that this night is interfered with by £+ yposals attempting to define “emergency” because such definitions
wouid be inconsistent with management’s nght fo - dependently determing whether an emergency axists.

ADMINISTRATIVE LAW JUDGE (ALJ). An indivi1 ial who conducts hearings and makes initial decisions on behaif of the
Federal labor Relations Authority (FLRA) Most of e hearings are for the purpose of adjudicating unfair labor practice

complaints. The decision of an ALJ is final and no precedent setling uniess one of parties files an axception to the
decision with the FLRA

ADMONITION. To advise io do or. aganst doing + -mething, wam, caution o reprove firmiy but not harshly

ADVERSE ACTION. An official personnel aclion. sually taken for discipliinary reasons, which adversely affects an
employee and is of a seventy such as suspension for more than 14 days, reduction in grade or status, or removal For
most Federal employees, an appeal system esta ished by statute exists. The employee may choose o use the statutory
or. If covered under the contract permits, the neg liated grievance procedure, bul not bath

ADVERSE IMPACT. Change in working conditiors that works to the disadvantage of employeses. Depends on the
occurmence of a chain of events and are not nece-sarily inevitable (reasonably foreseeable) Generally involves more than
merely a hypothetical or speculative concam

AGENCY HEAD REVIEW A statutory requirem 1t that negotialed agreements be reviewed for lagal sufficiency by the
head of the agency {or his/her designes) This rst be accomplished within 30 days from the date the agreement 1S
executed If disapproved, the union can challen : those determinations by filing a negotiability petition or an unfair
labor practice charge with the FLEA If nol appr ved or disapproved within that ime, the agreamenl goes into effect and
the legality and enforceability of its terms is dec /ed in other forums (e.g., grievance or unfair labor practice proceedings)

AGENCY SHOP. A requirement that all empioy~es in the unlt pay dues or fees to the union to defray the costs of
providing represantaton
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AGREEMENT, NEGOTIATED. A collective bargaining agreement between the employer and the exclusive
representative. A coliective bargaining agreement mus! contain a negotialed grievance procedure. Also defined as a
written agreement between an employer and a kabor organization, usually for a definite term, defining conditions of
employment, rights of employees and labor organizations, and procedures 1o be followed in settling disputes or handling
issues that arise during the ife of the agreement. [Also known as Agresment, CBA, Contract, Labor-Management
Agresment or Negotiated Agreement.|

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

AMERICAN ARBITRATION ASSOCIATION [AAA) A private nonprofit organization thal, among other things, provides
lists of qualified arbitrators to unions and empioyers,

Appendix 4

APPLICABLE LAWS The Authority has said that "applicable taws" within the meaning of titke 5, United States Code,
section 7106(a)(2), include statutes, the Conslitution, judicial decisions, certain Presidential executive orders, and
regulations “having the force and effect of law’--Le., regulations that (1) affect individual rights and obligations, (2) are
promuligated pursuant to an explicit or implicit delegation of legistative authonty by Congress, and (3) satisfy certain
procedural requirements, such as those of the Administrative Procedures Act

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

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

APPROPRIATE ARRANGEMENT. One of three exceptions to management's rights. Linder title 5, United States Code
section 7106(b)(3), a proposal that interferes with management's righis can FI'EH'IEEIIIEME.'E. be negotiabla if the proposal -
constitutes an "amangement” for employees adversely affected by the exercise of a management right and if the
interference with the management right isn't "excessive” (as determined by an "excessive interference” balancing test)
Also defined as arangemenis for employees adversely (detrimentally) affected by the exercise of a management right or
rights contained in 5§ USC 71%(a) and (b)(1). The purposes of such are to address or compensate for the “actual of
anticipated” adverse effects caused by the exercise of a management right or rights To be appropriate, an arrangement
proposed must concern affected conditions of employment resulting from the exercise of those rights, cannot conflict with

law, government-wide rules or regulations, excessively interfere with the exercising of a management right or rights or
concern matiers within the employese{ 8} ' control,

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

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

ARBITRATOR. An impartial third party to whom the parbes o an agreement refer their disputes for resolution and
decision (award). An ad hoc arbitralor is one selected o act in a specific casze or a imited group of cases. A parmanani
arbitrafor 1s one salected o serve for the fife of the agreement or a stipulated term, hearing all disputes that arise during
this penod.

Grievance arbitration. When the arbitralor interprets and apples the terms of the collective bargaining agreamant-—-
andfor, in the Federal sector, laws and regulations determining condibons of employrment

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

ARBITRABILITY. Refers to whether a given issue 8 subject o arbitration under the negobiated agreamant If the parties
disagree whether a matter is arbitrable or not, the arbitrator must resolve this threshold issue before reviewing the merits
of the dispute.
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ASSIGN EMPLOYEES. A management right relating to ne assignment of employees to positions. shifts, and locations.
This right includes discretion to determine “the personn- requirements of the work of the position, i.e., the qualifications

and skills needed to do the work, as well as such job-re-ted individual characteristics as judgment and reliability.” It also
includes discretion to delermina the duration of the ass nment

ASSIGN WORK A management right refating to the a: .ignment of work to empioyees or positions The right to assign
work includes discretion to determine who is to perform he work, the kind: the amount of work to be performed; the
manner in which it is to be performed as well as when s to be performed. It also includes “the right to determine the
particular qualifications and skills needed to perform th work and to make judgments as to whether a particular employee
meets those qualifications ™

Appendix 4

ATTORNEY FEES. In accordance with § U S C 550 Back Pay Act), an award of counsel fees if there is a determination
by an arbitrator or the Merit Systems Protection Boare that an unjustified or unwarranted personnel action has resulted in
the withdrawal of a gnevant's pay, allowances or diffe =ntials. The award must be in conjunction with an award of back
pay on cormection of the personnel ackon, the award « ust be reasonable and retated to the personnel action, and the
award must be in accardance with standards establis' ed under 5§ U.S.C. 7701(g). Under 5§ U.S5.C. 7701(g). the empioyee,
o obtain fees, must be the prevailing party, The awar must be in the intenest of justice (other than in a case iInvolving
discrimination), the fee must be reasonable, and it m % have been incurred by the employee.

AUTHORITY. See FEDERAL LABOR RELATIONS UTHORITY

AUTOMATIC RENEWAL CLAUSE Many, perhaps ‘nosl, collective bargaining agreements in the Federal sector have a
provision, usually located at the and of the agreame: 1. stating that if neither party gives notice during tha agreeament's
'05-60 day open period of its intent to recpen and  =negotiate the agreement, the agreement will automatically renaw
itself for a period of x number of years

AWARD. In labor-management arbitration, the final lecision of an arbitrator, final and binding on both parties. In very
imited circumstances, either party may appeal the . bitrator's decision to the Federal Labor Relations Authority (e.g
award is conlrary (o law)

BACK PAY Pay awarded an employee for compe: sation lost due to an unjustfied perscnnel action are governed by the
requiremants of the Back Pay Act, title 5, United 5 «tes Code, section 5596

BARGAINING (NEGOTIATING) A ubiquitous pro - sss--sometimes informal and spontaneous, sometimes formal and
delibarate—of offer and counteratter whereby parti=s fo the bargaining process try to reach agreement on the terms of
exchange Formal bargaining processes with asscialed rituals and bargaining routmes vary, depending on their political,
ecanomic, and social context. Also defined as the erformance of the mutual obligation of the representatives of the
agency and union to meet &t reasonable times, o sult and bargain in a good faith effort to reach agreement with respact
to the conditions of employment affecting bargain g unit employees and, upon reguest. to execute a written document
(Does not compel either party 1o agree io a propc -al or make a concession)

BARGAINING AGENT The union hokding exclu: e recognition for an appropriate unit.

BARGAINING IMPASSE (IMPASSE] When the uarties have reached a deadlock i negotations they are said o have
reached an impasse. The statute provides for asstance by Federal Mediation and Conciliation Service mediators and
the Federal Service Impasses Panel 1o help th - parties sattie impasses.

BARGAINING RIGHTS. Legally recognized righ of the labor organization to represent employaas in negotiations with
employers.

BARGAINING UNIT See APPROPRIATE UNI

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

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

Appendix 4

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

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

GEFI_TIFICA‘I_‘IDH EI_.AH. One-year parnod after a union is certified as the exclusive representative for a unit during which
petitions t!',r rival untons or employeas _mtinu to replace or remove the incumbent union will be considered untimely. The
gr E;ugnadbt:l nmdmﬂ_ fied union an opportunity to negotiate a substantive agreement, after which the contract

i me 8 . unng the contract's 105-60 day opan period, 1o a re tatio tition. Al
CONTRACT BAR and ELECTION BAR o R

CHALLENGED BALLOTS. Ballots that are challenged by election observers an the ground that the person casting the
baliot isn't eligible to vota because, .9, he orshe is a management official, supervisor, confidential employee or
engaged in personnel work. Challenged baliots usually are kept separate and if, after tallying the uncontested ballots, it
is determined that there are enough challenged ballots to affect the outcome of the election, the Authority's agents will
rule on each challenged ballot to see whether it should be counted

CHECKOFF. See DUES ALLOTMENT.

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

CLARIFIGATION OF UNIT PETITION. That portion of the FLREA's mullipurpose pelition nof involving a gquestion
conceming representation that may be filed atl any time in which the petitioner (union of managemant) asks the FLRA to
determine the bargaining unit status of various amployees—-ie., to determine whather they are management officials,
supenvisors, employees angaged in non-clencal personnel work, or confidential employeas, and therefore excluded from
the unit {and from the coverage of the collective bargaining agreement applicable to the unit and its negotiated grisvance
procedura).

COLLECTIVE BARGAINING. Literally, bargaining between andfor among representatives of collectivities (thus invalving
intemnal as well as external bargaining); but by custom the exprassion rafers to bargaining between labor organizations
and employars, CIVIL SERVICE REFORM ACT OF 1878 (CSRA). Legislation enacted in October 1978 for the purposs of
improving the civil service. It includes the Federal Service Labor-Management Relations Statute (FSLMRS), Chapter
71 of title 5 of the United States Code. Also known as Public Law 95-454 passed by the 95th Congress on October 13,
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1978, which became effective on January 11, 1978 Ti 2 Vi of the Act concerns Federal Service Labor-Management
Relations and supersedes Executive Order 11481 as srended. This provided Federal employees a legal, statutory basis
for their nght to organize, bargain collectively, and paripate through labor unions in decisions, which affect their working
conditions. Titke V1l is codified at 5 U.S.C. Chapter 71,

CLASSIFICATION ACT EMPLOYEES Federal empl vees—typically professional, administrative, technical, and clerical
gmployees (I.e., "white coliar” employees)—-sometime: -alermed to a “Ganeral Schedule” employees, to distinguish them
from Federal Wage System (blue collar, Wage Grade] 'mpioyees.

COLLECTIVE BARGAINING OR NEGOTIATIONS. 1' e performance of the mutual obligation of the employer and the
exclusive representative to meet at reasonable times, 10 consult and bargain in good faith, and upon request by either
party to execute a written agreement with respact to i+ 'ms and conditions of employment. This obligation does not compel
aither party to agree to proposals or make CONCASSIO

COLLECTIVE BARGAINING AGREEMENT (CBA) =e AGREEMENT, NEGOTIATED

Appendix 4

COMPELLING NEED Test used o determine whet! «r a discrelicnary agency regulation that doesn't involve the exercise
of management's is a valid limitation on the scope o' bargaining. There are three "llustrative criteria” of compeliing
need: (1) the regulation is essential o the effective & d efficient accompitshment of the mission of the agency, (2) the
regulation is necessary to ensura the maintenance ¢ basic menit principles, and (3) the regulation implements a mandate
of law or other authority {e.g., a regulaton) in an estontially non-discretionary manner.

CONCILIATION. See MEDIATION

CONDITIONS OF EMPLOYMENT (COE). Under til: 5, United States Code, section 7103(a)({14), conditions of
employment "means personnel policies, practices. #-d matters, whether established by rule, regulation, or otherwise [e.g.,
by customn or practice), affecting working conditions sxcept that such term does not include policies, practices, and
matters - (A} relating to political activities prohibitec inder subchapter Il of chapter 73 of this titke; (B) relating to the
classification of any positions, or (C) 1o the extent & ch matters are specifically provided for by Federal statute.”
(Emphasis added). || does not include policies. pra ices and matiers relating to prohibited political activities, o tha
classification of any position, or to the extent the m ters are specifically provided for by statute.

CONFIDENTIAL EMPLOYEE. An employes who s in a confidential capacity with respact to an individua! who
fomulates or effectuates management policies in | = field of labor-management relations. Confidential employees must
be exciuded from bargaining units

CONSULTATION To be distinguished from nego. ation, The FSLMRS provides for two types of consultation: batween
gualifying unions and agencies conceming agenc wide regulations and qualifying unions and thosa agencies issuing
Govermmment-wide regulatons

CONTRACT BAR The incumbent union is protec’.sd from challenge by a rival union if there is an agreament in affect
having a term of not more than three years, exce) during the agreement's open period™--ie.. 105 to 60 days prior to the
expiration of the agreement. See ELECTION BAF and CERTIFICATION BAR.

CONTRACTING OUT A right reserved to manag =ment that includes the nght to determine what criteria management will
use to determine whather or not to contract out agancy work

“COVERED BY™ DOCTRINE. A doctrine under wnich an agency doas not have to engage in midterm bargaining on
particular matters because those matters are aln-ady "covered by the existing agreement. A defense to an allegation of a
refusal to bargain, resulling agency initialed cha jes of umon-initiated mid-term bargaining reguest [t applies whan an
agency proposes to take a specific action, or the union initiates & proposal, concaming a “condition of employment” but
the agency refuses to negotiate with the union over the matter based on its baelief that the malter has already been the
subject of negotiabions and 5 therefore coverad - v the partes’ agreament * The Authority has defined "matter” as the
general topic of dispube, rather than the more lrm ied topic which may be the subject of the union” concems over an
agency action of the unigns particular mid-contro ot proposal
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DECERTIFICATION. The FLRA's withdrawal of a union's exclusive recognition because the union no longer qualifies
for such recognition, usually because it has lost a representational election

DECERTIFICATION PETITION. A petition filed by employees in an existing unit (or an individual acting on thair behalf)
asking that an election be held to give unit amployees an opportunity to end the incumbent union's exciusive recognition.
Such a petition must be accompanied by a 30 per cant showing of interast and be timely filed (i e, not barmed by alection,
certification or contract bars)

DE MINIMIS. According to Black's Law is, of a fact or thing so insignificant that a court may over look it in deciding an
issue or case. The FLRA position of de minimis has long recognized thal requiring agencies to bargain over every single
managemaent action, no matter how slight, would be impractical Consequently, it has heid that agencies are obligated to
bargain over the impact and implementation of a management action only if the changes effected by that action will have
morg than a de minimis - that is, more than a minimal - effect on conditions of employment. 354 and AFGE, Local 1760,
24 FLRA 403. In datermining whether a change is de minimis, the FLRA will consider the nature of tha change and the
&xtent to which it will impact bargaining unit employees. In applying this standard, keep the following FLRA
pronouncements in mind:

1. The overall size of the bargaining wnit is irekvant

Z. The FLRA will consider the number of employees affected by the change, but this factor is not controlling.
Appendix 4

3. A change that has a major impact on jusi one employee will not automatically be considerad de minimis.

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

5. for the change

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

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

DIRECT EMPLOYEES. The Authority has defined this right to include discration “to supenvise and guide [employees] .

in the performance of their duties on the job.” The right to direct, by i#self, rarely s used as the basis for finding a proposal
nonnegotiable. However, when combined with the right to assign work, it is the basis for finding proposals establishing
performance standards nonnegotiable

DISCIPLINE. A right reserved lo management that the FLRA has sald includes the nghl "to investigate to determine
whether discipline is justified. “ It also "encompasses the use of the evidence obtained dunng the investigation *

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

DUES ALLOTMENT (WITHHOLDING, CHECKOFF). Dues withholding services provided by the agency o unions that
win exclusive recognition or dues withholding recognition. If the formar, the sensces must b provided withoul charge to
the union. Employes dues assignments must be voluntary (no union or agency shop amangements permitted under the
Federal Service Labor-Management Relations Statute) and may not be revoked axcapl at yearly intervals or if a
member bacomes ineligible (i.e. promotion to supervisor, etc. ), but must be terminated when the agreement ceases o be
applicable to tha employee or whan the employee is expelled from membership m the umon

DUES WITHHOLDING RECOGNITION. A very imited form of recognition, under which a urmion that can show that it has
10 per cant of employees in an appropriate unit as members can qualify for the right only to negotiate a dues deduction
amangement. Such recognition bacomes null and void as soon as a union is certified as the axclusive representative of
the wnit.
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DURATION CLAUSE (TERM OF AGREEMENT) Clai & in a collective bargaining agreement that specifies the time
penod during which the agreement s in effect (normal - three years). Where an agreement has a term greater than three
years, the agreament serves as a contract bar only du'ng the first three years.

DUTY OF FAIR REPRESENTATION “An exclusive reresentative is responsible for representing the interests of all
employees in the unit it represents without discriminat n and without regard to labor organization membership ®

DUTY TO BARGAIN. Broadly conceived, it refers to b th (1) the circumstances under which there is a duty to give notice
and, upon request, engage in bargaining (see MIDTERM BARGAINING) and (2) the negotiabilily of specific proposals
Disputes over the former usually are processed throur ! the Authority’s unfair labor practice procedure and frequently
mvolve make-whole and status quo ante remedies. D¢ outes over the latter usually are processed through the Authority's
no-fault negotiability procedure in which the Authorl delermines whather or not there is a duty to bargain on the
proposal at issue. Encompasses bargaining to the por t of cbiaining @ CBA over on-going changes in working conditions
(midtarm) that are not clearly covered-by the collectv:  bargaining agreement or previously waived by the union; and
bargaming over matters initiated by a union before, dng (midterm coverad-by and waiver tests apply) or after the term
of a CBA

ELECTION AGREEMENT Agresment entered into § - the agency and the unon(s) competing for exclusive recognition
dealing with campaign procedures, elechon chserver date and hours of election, challenge ballot procedures, mail
balloting (it used), position on the balict, payroli peric - for voter eligibility, and the like. Such an agreement is subject o
approval by the appropnate FLRA Reguonal Drecton
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ELECTION BAR One-year pencd after the FLRA |'-s conducled a secret-ballot election for & unit of employees, where
the election did not lead to the certification of a unic' as exclusive representative. During this one-year period the FLRA
will not consider any reprasentalion pefitions for the unit or any subdivisions thereof. See CERTIFICATION BAR and
CONTRACT BAR.

EMPLOYEE The term "employee” includes an ind «dual “amployed in an agency™ or "whose employment in an agency
has ceased because of any unfair labor practice,” | it does not include supervisors and management officials or anyone
who participates i a strike or mambers of the unifi: med services or employees in the Foreign Service or aliens occupying
positions outside the United Stales

EQUIVALENT STATUS Status given a union cha ‘enging the incumbent union that entities it to roughly equivalent
access during the penod preceding an election to ' ciliies and services (bulletin boards, internal mail services, efc ) as
that enjoyed by the incumbent urion

EXCEPTIONS TO ARBITRATION AWARDS. A « .iim thal an arbitration award is deficient "on... grounds similar to those
applied by Federal courts in private sector labor-r anagement retations,” or because it violates law, rule or regulation.
Some of the "grounds similar to those appbed by  =deral courts™ are: the awarnd doesn't draw its essence from the
agreement, the award is based on a non-fact, the rbifrator didn't conduct a fair hearing, or the arbitrator excesdad his/her
authority. Under 5 US.C 7122, either party to ar' . tration may file with tha Federal Labor Relations Authority an exception
{appeal) 1o an arbitrator's award because the aw. d is 1) contrary to any law, rule or regulation; or 2) on other grounds
similar to those applied by Federal courts in prive = sector labor-management retations (e.g., award does not draw its
essanca from the agreement; resolving ssues m' submitted lo arbitration; granting remedy that exceeds claimed
viclation), The Authority will not consider an exce stion with respect o an award redating to actions taken in accordance
with 5 U.5.C. 4303 and § U.5.C. 7512, See aiso © CFR Part 2425,

EXCESSIVE INTERFERENCE. A balancing tes’ ‘hat the FLRA applies to proposals that are arrangements for employees
adversely affected by the axercise of managems if's rights in order to determine whather they are negotiable appropriate
arrangements The test involves balancing the xtent to which the proposal ameliorates anticipated adverse effects
against the exient to which il places mestnclions - n the exercise of managemant’s nghis.

EXCLUSIVE RECOGHNITION Under the Feder+! Service Labor-Managemant Relations Statute, exclusive recogniticn
s normally obtained by a umion as a resull of re- 2iving a majority of votes cast in a representational election. The rights a
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union is accorded as a result of being cedified as the exclusive representative of the employaes in a bargaining unit
include, among other things, the right to negatiate bargainable aspects of the conditions of employment of bargaining unit
employees, to be afforded an opportunity to be present at formal discussions, to free check-off arrangements and, at the
request of the employee, to be present at Weingarfen examinations.

EXCLUSIVE REPRESENTATIVE . The unicn thal is certified as the exclusive representative of a unit of employees either
by virtue of having won a representation election or because il had been recognized as the exclusive representative
before passage of the CSRA. See EXCLUSIVE RECOGNITION. A union holding exclusive recognition is sometimes
refarrad 1o as the exclusive bargaining agent of the unit

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

FAIR REPRESENTATION, DUTY OF. The union's duty o represent the interests of all unit employees withoul regard o
union membership.

FEDERAL LABOR RELATIONS AUTHORITY (FLRA, AUTHORITY) The independent agency responsible for
administaring the Fadaral Service Labor-Management Relations Statute (FSLMRS) As such, it dacides, among othar
things, reprasantation issues (e.g., the bargaining unit status of certain employees), unfair labor practices (violations of
any of the provisions of the FSLMRS), negotiability disputes (i e, scope of bargaining issues), exceptions to
arbitration awards, as well as resolve disputes over consultation rights regarding agency-wide and Government-wide
regulations. The FLRA maintains nine regional offices. Also see the FLRA web page at hitp /'www fira. gow/
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FEDERAL MEDIATION AND CONCILIATION SERVICE (FMCS). An independent agency thal provides mediators to
assist the parties in negoliations. Although the bulk of its work is in the private secior, it also provides its services to the
Federal sector. FMCS also maintains a roster of qualified private arbitrators, panels of which are referred to the partias
upan joint request. See MEDIATION. Also see the FMCS wabpage at hitp/fwww fira.gow/

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

;Eaf?LEESEmﬂE LABOR-MANAGEMENT RELATIONS STATUTE (FSLMRS). Title 5. United States Code, sections
1 - 71d5.

FINAL-OFFER INTEREST ARBITRATION. A technigue for resolving bargaining impasses in which the arbitrator is forced
to choosa among the final positions of tha parties--rather than order adoption of some intermediate position (i.e., “split the
diffarence”). It can apply to individual ftems or “packages” of items. The theory is that aach party, expecting that the
intarest arbitrator will pick the most reasonable of the bwo final offers, will have an incenlive (o move closer to the position
of the other party in order to increase the odds that the arbitrator will select its final offer as the more reasonable of the
two, This in tum narmows the gap between the parties. If the gap is namow enough, it can be bridged by the parties
themsalves (by, 8.g., splithing the difference)

FORMAL DISCUSSION. Under title 5, United States Code, section 7114{(a)(Z)(A), the exclusive representative must be
given an opportunity to be represanted at “any formal discussion between one or more representalives of the agency and
one of more employees in the unit or their representatives concaming any gnevance or any personnel policy or prachces
or other general condition of employment.” (Italics added.) Under 5 U S.C 7114{a){2){A), a discussion between an agency
repregentative({s) and a bargaining unit employes(s) conceming any gnevance of any personngl policy or prachice or other
condition of employment which affects bargaining unil employees. The exclusive representative must be given the
opporiunity to be represented al these meetings.
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FREE SPEECH Under title 5, United States Code, sec on 7116(e}, the expression of personal views or opinions, even if
=ritical of the union, s not an unfair labor practice if & -h expression is not made in the context of a representational
election and if it "contains no threat of reprisal or force | promise of benefit or was not made under coercive conditions

Luring the conduct of an election, however. managem: 1t officials must be neutral This limited right of free speech
applies to agenay reprasentatives.

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

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

GENERAL COUNSEL The General Counsel of the F- deral Labor Relations Authority investigates unfair labor
practice (LULP) charges and files and prosecutes ULF .omplainfs. He/she also supervises the Authority's Regional
[irectors who, in turm_ have been delegated authority  + the FLRA to process representation petiioners

GOO0D FAITH BARGAINING A statulory duty to app ach negotiatons with a sincere resolve to reach a collective
bargaining agreement, to be represented by properly - uthonzed representatives who are prepared to discuss and
negobate on any condition of employment, to mesl - | reasonable times and places as frequenily as may ba necessary
and to avoid unnecessary dslays, and, in the case of * 1 agency, to furnish upon request data necessary to negotiation.
Also defined as: The overall behawor and effort on the part of an agency and union during the negotiations process. This
includes the obligation on the part of an agency and ' ion tor approach negotiations with a sincere resolve to raach
agreement, send duly authonzed repressntatives pre: ared to discuss and negoliated on any condition of employment,
mest at reasonable bmes and convenient places as  aquently as necessary and to avoid unnecessary delays, exaculs,
upon request, a written document incorporating the :- reed lerms, and to take such steps as are necessary to implement
the agreement Ana i the case of an agency, 1o furr +h 1o the union upon request and, o the extent not prohibited by law.
data —

1 Which is normally maintamned in the regu! © course of business
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2 Which is reasonably available and neces - ary for full and proper discussion, understanding and negotiation of
subyects within the scope of collectnee barg © ning, and,

d. Which does not constitute guidance, adv =, counsel or fraining provided for management officials or
supenisors, relating to collective bargamin

GOVERNMENTWIDE REGULATIONS Regulatio : issued by an agency beanng on conditions of employment that must
be complied with by other agencies. Such regulati 15 are a major fimitation on agency discretion and therefore on the
scope of bargaining, which presupposes agency iscretion, Agencies chiefy invalved in issuing such regulations are the
Office of Personnel Management (on personned anagement) and the General Services Administration (on property
management) See, also, CONSULTATION.

GRIEVANCE Under titie 5, United States Code, © ction 7103{a){8), a grievanca “means any complaint — (A) by an
employee concermning any matier relating fo the e ployment of the employee; (B) by any labor organization concaming
any matter relating to the employment of any emp syes, or (C) by an employee, tabor arganization, or agency concerming
= i1} the effect or inlerpretation, or a claim of brea 5, of a collective bargaining agreament. or (i) any claimed violation,
rmisinterpretation, or misapplication of any taw, ru - or regulation affecting conditions of employment.”

GRIEVANCE ARBITRATION Ses ARBITRATO-

GRIEVANCE BAR. A claim by eithar party 1o a ¢ Jlective bargaining relationship that a statulory appeal was prewously
filed involving the same facts and theones allege in a subsequently filed gnevance,

GRIEVANCE PROCEDURE. A systematc proco jure, devised by the parties io the agreement, by which a grnevance
moves from one lavel of authority to the next hig er level until it is settied, withdrawn, or referred to arbitration. Under title
S United States Code_ saction 7121, a collectivi bargaining agreement must contain a grievance procedure terminating in
final and binding arbitration. Apar from matters sal must by statute be excluded (such as grievances relating to
retirmment, health and lite insurance and the cla sification of positions), the scope of the grievance proceduna s 0 be
negotialed by deciding whal matters are 1o be ¢ <uded from an olherwise "ull scopa® procedure-ie., 8 procedure that
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covers all the matters mentioned in the statutory definibon of "gnevance " See NEGOTIATED GRIEVANCE
PROCEDURE.

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

Ses SELECT for a discussion of the much more frequently ulilized right of management, in filling positions, 1o make
salactions for appointments from any appropriate source. The relationship between the right to hire and the nght 1o select
i% still unciear.

IMPASSE See BARGAINING IMPASSE

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

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

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

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

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

INTEREST-BASED BARGAINING (IBB). A bargaining technique in which the parties starl with {or at least focus on)

interests rather than proposals. agree on critenia of acceptability that will be used to evaluate alternatives: generate
:avam;_art:manm that are consistant with their interests. and apply the agreed-upon acceptability critena to the
ppandix

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

technique, with its focus on interests and on developing alternatives, lends to make the parties more flexibie and open to
aiternative solutions and thus increases the likelihood of agreement

INTERNAL SECURITY PRACTICES. A right reserved to management by title 5, United States Code, section 7108{a){1)
The right to determine the internal security practices of an agency isn'l limited i establishing “those policles and actions
which are part of the Agency's plan to secure or safeguand its physical property aganst internal and external risks, to
prevent improper or unauthorized disclosure of information. or to prevent the disruption of the Agency's activities " It also
extends to safeguarding the agency's personneal,

INTERVENTIONNANTERVENOR. The action taken by a competing labor organization (intervenar) o place itself as a

contender on the ballot for a recognition election onginally iniiated by anather union (petitioner), Non-incumbent
infervenors need only produce a 10 per cent showing of interest to be included on the ballot

INVESTIGATORY EXAMINATION. See WEINGARTEN RIGHT.

JENKS RULE. Even if it overcomes privileges, the rule is discretionary as o pre-iesbmony documeanis, You can always
ask the witness if their testimony is based on any document. Likewise, at deposition you can ask about documents that
might be relevant to the case generally. But asking, “describa for me each documant that you reviewed in preparation for
today's deposition” would be an objectionable question. in short. the “JENKS RULE™ is a rule permilfing the production of
& protected affidavit for purposes of cross examinalion,

LABOR MANAGEMENT AGREEMENT [Collective bargaining agreement, Contract, Agreemant] A wrilten
agreement between the Employer and the organization, usually for a definite term, defining conditions of employment,
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nghts of Empioyees and labor amanizations, proced. res to be followed in settiing disputes or handling issues that arise
auring the life of the agreement

LABOR ORGANIZATION. A union—i.e.an ofganiza an composed in whole or in part of employees, in which employees
ﬂ'ammE;:n m pay dues, and which has as a purpo: - the dealing with an agency concemning grievances and conditions
of em

LAYOFF EMPLOYEES Right reserved tno managen nf by titie 5 United States Code, section 7106{a)(2)(A)

LUNCH PERIODS (Duty Free) Uninterrupted unch enod, where no work of any kind may be scheduled, unless misson
requiraments make an early recall to work necessar

MANAGEMENT OFFICIAL. An individual who formi-ales, determines, or influesnces the policies of the agency. Such
individuals are excluded from appropriate units.

MAMAGEMENT RIGHTS Refers o types of discrel  n reserved o management officials by statute.

» Core rights Consists of the nghits “to determime tt mission, budget, organization, number of employees, and intermnai
security practices of the agency ~

* Operational rights. Consists of the rghts to e, ssign, direct. layoff, and retain employees in the agency, of o
suspend, remove, reduce in grade or pay, or take o er disciplinary action against such employees, to assign work, to
make determinations with respect io contracting ou’ and to determine the personnel by which agency operations shall be
conducted, with respect to filling positions. to make slections for appointments from-— among properly ranked and
certified candidates for promotion; or any other app priate source; and to take whalever actions may be necessary to
cafry oul the agency mission durnng smergencies
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* Three exceptions. The three lile 5, United Stat . Code, section 7106(b) exceptions to the above involve (1) title 5,
United States Code, section 7106(b){1) permis: ve subjects of bargaining (e.g., staffing patterns, technology) on
which, under the statute, agencies can elect 1o ba ain, (2) procedures management will follow in exercising its reserved
rights, and (C) appropriate arrangements for am | oyses adversely affected by the exercise of management nghts

1. "Permissive” subjects exception This exem ion o management's rights "staffing patterns” — ie., with "the numbers,
types, and grades of employees or positions assi ed lo any organizational subdivision, work project, or tour of duty™ and
with “the technology, methods, and means of per ming work.” Under the statute such matters are, moreover, negotiabie
“at the election of the agency” even if the proposi ' atso directly interferes with the exercise of a title 5. United States
Code, section T106{a) right

2. Procedural "exception.” Tile 5. United State . Code, section 7106(b}(2). dealing with procedures, really in't an
exception to management's nghts as the Authori! has held that a proposed "procedure” that “directly interferes™ with a
management right is not a procedure within the r saning of tite 5, Uniled States Code, section 7106{b){2)

3. Appropriate arrangement exception Tile 5 Iniled States Code, section 7108(b)(3) applies cnly if the proposal is
intended to ameliorate the adverse effects of the xercise of a management right Where such is the intent of the
proposal, the Authority apples a balancing test i which it weighs the sxtent to which the proposal ameliorates the
expected adversa effects against the extenl to w' .ch it interferes with the management nght and determines whether or
not the specific proposal “excessively”™ mterferes ith management nghts. If the interference is "excessive.” the proposal
sn't an “appropriabe arangement and thersfore = nonnegotiable, If olherwisa, the proposal is a negotiable appropnate
arrangament, evan though it interferes with man gements nghts. To gualify as an "amangement” to which it would be
proper to apply the excessive interfearence balar ing tes!, the propesal has to be “tailored” 3o that it applies only o those
amployees who would be adversely affected by & proposed management decision
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MANDATORY SUBJECTS OF BARGAINING. Those matiers that the agency must bargain over upon receipt of a
union's request, such as conditions of employment not otherwise waived by the union or covered by the parbes’
agreament .
MEDIATION. Use of a third party, usually a neulral without authorty o impose a setflement, to assist the parties to reach
agreement Mediation technigues vary, but one common practice is for the labor mediator to separate the parbes (in order
to control communications) and meet with them separately and, in effect, engage in interest-based bargaining with them,
Because the madiator usually is a neutral who cannol impose a setflernent and because he or she is expected fo keep
confidences, each party is more willing to be open with the mediator than with the other party (or with an interest
arbitrator). Because of this greater openness, the mediator often is able o ses areas of possible agreement that the
partes are unable to see in direct, unmediated, negoliations.

MED-ARB (mediation followed by interest arbitration). A procass in which a neutral with authonty to imposa (or to
recommand the imposition of) a setfement. first resorts 1o mediation techniques in an attempt 1o get the parties (o
voluntarly agree on unsettied matters, but who can laler impose a setlement i mediation failz. The theory bahind it s that

the parties will be more receptive to the med-arb’s suggestions for setlement if they know that the med-arb has authonty
o impose a seftlement.

MERIT PRINCIPLES. Prohibited personnel practices and Merit Principlas

Prohibited personnel practices means actions that are taken for reasons forbidden under [aw. They include unlawiul
discrimination; improper personned solicitations and recommendations; coercing polibcal activity, mproperdy influencing
employment decisions, granting improper preferences in personnel decmsions, appointing refatives improperly; retaliation
against whistieblowers; retaliation for the exercize of appeal or grievance nghis, discnmination on the basis of conduct
which is not job-related; and violations of the ment system principles

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

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

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

3. Provide equal pay for equal work and reward excelient perdformance
4. Maintain high standards of integrity, conduct and concem for the publ inferest
5. Manage employees efficiently and effectively
Appendix 4
6. Retain or separale amployees on the basis of perfformance
7. Educate and train employees when it will resull in better arganizational or individual performance

8. Protect employees from improper political influence

8. Protect employeas agamsl repnsal for the lawlul disclosure of informabon i “whisieblowsar siuations when
they disclose waste, fraud, abuse or illegal activibes.

MIDTERM BARGAINING /| NEGOTIATIONS. Literally, all bargaining thal takes place durng the life of the contract
Usually contrasted with term bargaining — |.e., with the renegotiation of an expired (or expiring) contract Midterm
bargaining includes 1&1 bargaining, union-initiated midterm bargaining on new matters, and bargaining pursuant 1o a
reopener clause. [t excludes matters that are already “covered by” the term agreement

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

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

NATIONAL UNION. Ordinarily, a union composed of ¢ wmber of affisated local unions. The Bureau of Labor Statistics in
= union directory, defines a national union as one witi agreements with different empioyers in more than one state, or an
affiiate of the AFL-CIO, or a national organization of & ployees.

NEGOTIABILITY. Refers to whether a given topic is & “ject 1o bargaining between an agency and the union. The Federal
Labor Relations Authority makes the final decision wh - her a subject is negotiable or nonnegoliable.

NEGOTIABILITY APPEAL (PETITION FOR REVIEW |f an agency believes that a union proposal is contrary to law or
applicable reguiation, or is olhenmse nonnegotiable u o jer the statute, it may inform the union of its refusal to negotiate. 5
U.S.C 7117 provides a nght to appeal the agency's d' sermination of non-negotiability to the FLRA

NEGOTIABILITY DETERMINATION. A decissan reac ad by the Federal Labor Relations Authority on a request for
expedited review of negotiability lssues  Umnons in dis - ites with agencies conceming what matters may be collectively
bargained may file negotiablily appeats, technically ¢ led petitions for review. A negotiability determination may be
rendered when an agency clums & matler is non-ned. Eable or thers & no duty 10 bargain. Matters that invalve such
allegations that do not involve the actual or contempl &d changes in working conditions can only be filed under the

negotiability appeal procedure

NEGOTIABILITY DISPUTES Dmsputes over whethe a proposal s nonnegoliable because (a) it is inconsislant with laws,
rules, and reguiations establishing conditions of emp yment andlor (b) it interferes with the exercise of rights reserved fo
management Negotiability disputes normally are pre essed under the FLRA's “no fault® negotiability procedures

NEGOTIATED GRIEVANCE PROCEDURE (NGP). collective bargaining agreement (CBA) must contain a grievance
procedure terminating in final and binding arbitratior  The NGP, with a few sxceptions involving statutory alternatives
(e.g.. adverse and performance-based actions), s I exclusive administrative procedure for grievances falling within its
coverage. Apart from the malters excluded from the coverage of the NGP by stahute = &.g., retirement, life and health
nsurance, classification of pasitions - the NGP cov- s those matters specified in the definition of grievance in title 5,
United States Code, sechon 7103{a)(9) (see GRIEV \NCE, above), minus any of those matters that the parties agree o
exclude from the NGP Thal is, under the FSLMRS | rogram, the parties negotiate o determine what matiers to exclude
from the procedure rather than what matters it is to - clude—just the opposite from pre-FSLMRS and private sector
practices. A syslemalic procedure agreed Io by the . egotiating parties for the resolution of grevances. The negotiated
gnevance procedune & applicable only o employei- in the bargaining unit. The scope of the negotiated grievance
procedure s negohated by the parties and may mc de certain matters for which a statutory appeal procedure exists,
uniess the paries negotiate their exclusion. Severs matters cannol be included under its scope: 1) actions taken for
viclations of the Hatch Act. 2) retirement, life insurr e or health msurance; 3) a suspension or removal taken in the
mierest of nalional secuitty, 4) any examination o ification, or appointment; or 5) the classification of any position which
does not result in the reducton in grade or pay of :  amployse 5 U.5.C 7121 requires the inclusion of @ negotiated
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gnevance procedure in all agreements and reguin  binging arbitration as the final step of the negohated gnevance
procedurs

NEGOTIATION IMPASSE. If thera are no dispute  over the essential obligations of bargaining, assuming the parties’
have bargaining in good faith bul unsuccesstully ¢ -ar a negoliable proposal, # i point where the parties are unable to
reach an agreement

NOMN-NEGOTIABLE. A lerm used lo indicala the  ubject matter of a management change does not concern a condition of
employment for affected employees, & a reserve  management right or because the matter is permissively negotiable
and the agency has elacted not fo bargain. Addit nally, the term applies to a union proposal that does not concem a
condition of employment for affected employees s in conflict with law, Government-wide rule of regulation or excessvely
interferes with a reserved management right

NHO-DUTY TO BARGAIN, A term used loondical  the subject matier of a managemeant change or union initiated proposal
involves a condition of employment for affected «+ nployees thal has been previously waived by the union or is coverad by
the parties’ collective bargaining agreement



NUMBER OF EMPLOYEES OF AN AGENCY . A mght reserved to management by title 3, United States Code, section
7106(a)(1). There have been no FLRA decisions in which a proposal has been found nonnegotiable because it interfered
with this right.

OBJECTIONS TO ELECTION. Chargas filed with the FLRA contesting election results bacause of alleged irregularities in
the conduct of a representational election. If the objections are sustained, the FLRA could set aside the elechion results
and ardar that the alection be rerun

OBLIGATION TO BARGAIN. The right to bargain iz affimative; if management does nothing, the union may require
negotiations over working conditions. The right o bargain is also responsive; when management changes working
conditions, the changes may lead to negotiations. Thal obligation is hulfilled through negoliations leading to a basic
agreament, mid-term bargaining, and bargaining over impact and implementation decisions made within the ambit of
management nghts. In order 1o meet this obligabion, management has the duly o gve the exclusve bargaining
representative advance notice of the proposed implementation of decisions and provide the union with an opporunity o
participate in impact and implementation bargaining. The union must then act if it is to act at all

OFFICE OF PERSONNEL MANAGEMENT (OPM). Issues Government-wide regulations on personnel matters that
may have a substantial impact on the scope of bargaining, consults with labor organizations on those regulations,
provides technical advice and assistance on labor-management relabions matters to Federal agencies, also provides
informabion on parsonnel matters 1o Federal agencies and the general public {e.g., this annofated glossary), exercises
oversight with regard to statutory and regulatory requiremants relating 1o personnel matters, and provides support
sarvices for the Mational Partnership Council

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

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

OPFEN PERIOD. The 45-day period (105 - 80 days prior io sxpiration of agreement) when the umion holding exclusive
recognition is subject to challenge by a rival union or by unit employees who no longer want lo be represented by the
union. The open period is an exceplion to the contract bar rule

OPM. Refars to the Office of Personnel Management (OPM). OPM supports Governmenl program managers in their

personnel management responsibilities through a range of programs This includes administering or requiring a merit
systam for Federal employment, providing services related to retirement. health benefits and life insurance benefits for
federal employeeas

ORGANLZATION. A right reserved to management According to the FLRA, this nght encompasses an agency's authority
to determing s administrative and functional structure, inciuding the relationship of personnel through lines of coninol and

Appendix 4

the distribution of responsibilities for delegated and assigned duties. That is, the right includes the authority to determine
how the agency will structure itself to accomplish its mission and funchions

ORGANIZATION (Union) — Refers o Labor organization (e, Association of Civilian Technicians, Inc , (ACT Anzona
Army Chapler #51)

OPPOSITION TO EXCEPTION TO ARBITRATION AWARD. If a party files an exceplon (appeal) 1o an arbitrator's
award, the other party may oppose the exception to the Authority in accordance wilh 5 CFR 2425 1 Oppositions (o
axceptlions must be filed within thirty (30) days after the date of service of the exceplion

PACKAGE BARGAINING. A negotiating technigue wheraby contract proposals are grouped into a “packaga” usually
offering substantial concessions by one pary, in exchange for substantial gains. Freguently, the package proposal will be
advanced with the condition that it must either be accepted as presenied or rejected entirely

PANEL Sea FEDERAL SERVICE IMPASSES FANEL
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PARTICULARIZED NEED The Authority's analytical ¢ proach in dealing with union requests for information under titie 5,
United States Code. sechion 7114(b)(4). Under this ap; aach, the union must establish a "particularized need” for the
nformation and the agency must asser any counterva ng interests. The Autharity then balances the one against the
other to determine whether a refusal to provide informe on s an unfair labor practice.

FARTNERSHIP A form of employes participation est lished purscant to Executive Order 12871 in which the parties are
expected to deal with matters relating to improving the erformance of the agency in a non-adversanal, non-litigious
manner The scope of parinership deliberations are br - ader than those of collective bargaining in that they usually
nclude, a.g., deliberalions over the conditions of empl /ment of non-bargaining unit employees. Partnership deliberations
also include deliberations over staffing pattems, lechn - ogy, methods and means—matters integral to improving agency
performance, which is the overnding purposs of the O er

When President Bush signed Executive Order 13203  -scanding 126871, there was speculation that it meant the end of
labor-managemeant cooperation and communication ir e Federal Government. The President was mativated by his
comnviction that partnership is not something that shou: be mandated for every agency in every situation. But while
agencias are no longer required Io form parinerships i their unions, they are sirongly encouraged to establish
cocperative labor-management relations. Cooperatior setween labor and management can enhance effectivensss and
efficiency. cut down the number of amployment-relate - disputes, and improve working conditions, all of which contribute
to the kind of performance and results scught by the | eskdent. This will demand ent and union leaders who
Irust each other, who are opan and honest with each (her, who respect the different interests that each party brings to

the table and build on the interests they shan

PAST PRACTICE (ESTABLISHED PRACTICE). Ex: ling practices sanctioned by use and acceptance. that are not
specifically included in the collective bargaining agre: nent. Arbitrators use evidence of past practices 1o interpret
ambiguous contract language. In addition, past pract: as can be enforced under the negotiated grievance procedure
because they are considered part of the agreement o gualify as an enforceable established practics, the practice has to
be legal, in effect for a certain penod, and known an- sanctioned by management. Existing practices sanctioned by use
and acceptance. which amount fo terms and condity s of employment even though not specifically inciuded in the
collective bargamning agreement In order o constitu - 8 binding past practice, it must be established that (1) the practice
must involve a condition of employment, and (2) the ractics must be consistently exarcised for an extended period of
time and followed by both partes, or followed by on party and not challenged by the other over a substantially long
duration. It should be noted that if a matter is not 8+ ndition of employment, it does not become a condibon of
employment either through practice or agreement

PERFORMANCE STANDARDS A desciphion of i level of perfformance/achievement to achieve a fully acceptable
peflormance of the dulies and responsibilibes of the osition

PERMISSIVE SUBJECTS OF BARGAINING The  are two types of proposals dealing with so-called “permissive
subjects of bargaining” proposals dealing wih (1)« atters covered by like 5, United States Code, section 7106{b){1) -
Le , with staffing patterns technology and method: and means of parforming the agency's work, and (2) matters that ane
not conditions of employment of bargaining unil en loyees. Regarding the former, it should be noted that although an
agency can “elect” nol to bargain on a (b){1) matte the President has directed heads of agencies to instruct agency
management o bargain on such matiers in sechor 2{d) of Executive Order 12871 — This directive was rescinded by
Executive Order 13202 Regarding the latter, # she ld be kept in mind that, apart from the statutory axclusions from the
definition of condition of employment found in tit - 5, United States Code, section 7103(a){14), a matter may be found
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not be a condition of employment because (1) it d s with the conditions of employment of non-unit employeas (e.g.. a
proposed procadura for filling supervisory vacanc -3) or (2) there is no direct connection between the mattar dealt with by
Ihe proposal and the work situaton or employmer  refationship of bargaining unit employees (e.q., 8 proposal authonzing
unit amployees o hunl on a millary base when o duly). Regardiess of type, once agreement is reached on a pamissive
subject of bargaining, that agreement cannot be ¢ approved by the agency head, and is enforceable under the

ngolated griavance procedurne

FERSONNEL BY WHICH AGENCY OPERATIO 5 ARE CONDUCTED, A night reserved to management by title 5,
United States Code, section T108[a){2WE)

PICKETING. Demonstrating, usually near the pl: e of employment, to publicize the existence of a labor-managemant
dispute. This 1s commaonly calked Informational 'cketing and is directed toward advising the public about the ssue in

dispute. This is specifically protected by 5 U.S.C "116(b) s0 long as the picketing does not interfere with agency
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operations. This is not to be confused with a “strike” as Federal employees are nol permitted 1o sinke under Federal law
informational picketing may only be conducted outside an employee's established duty hours or the empioyee must be in
an approved leave status.

PROCEDURES. Undar title &5, United States Code, section T106(b)2), the procedures obsarved by management in
Bxgrcising s resenved rights are negoliable

To gqualify as a negotiable (b){2) procedure, the proposed “procedure” must not require the use of standards thal, by
themsalves, direclly interfere with management's reserved rights or otherwise have the effect of imiting managemeant’s
resened discrabon.

FROHIBITED PERSOMNNEL PRACTICES (SEE MERIT PRIMCIPLES)

PROHIBITED SUBJECTS OF BARGAINING. Includes those malters reserved as management nghts pursuant to 5 USC
T106(a)

QUALIFIED APPLICANT An apphcant for & vacantiadvertised posilion who, using established staffing procedures, is
able o meet minimum gualification of the position

QUESTION CONCERNING REPRESENTATION (QCR) Relers lo a pelibon in which a union seeks o be the axclusive
representative of an appropriate unit of employees, or in which employees in an existing unil want to decertify the
incumbent union. The filing of such a petition is said to raise a question conceming representation--L.e | whether, and by
whom, unit employees are to be represented. Such pelitions are distinguished from petitions seeking to clarify the
composition of existing units {(a.g., whether certain individuals are in or out of the uni) or to amend the names of the
parties o the exclusive bargaining relationship

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

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

. REPRESENTATION ELECTION. Secret-ballot election to delermine whether the amployess in a ppropriate unit shall
have a union as their EXCLUSIVE REPRESENTATIVE i e

REPRESENTATIONAL FUNCTIONS. Activities performed by union representatives on behalf of the employees for whom
the l.IJ"_lH‘.H_'I is the exclusive representative regarding their conditions of employment. It includes, among other things,
negotiating and policing the terms of the agreament, attending partnership council meetings, being present at formal
discussions and, upon employee request, Weingarten examinations

REPRESENTATION ISSUES. Issues related o how a unjun gains of loses exclusive recognition for a bargaining unit,
determining whether a proposed unit of employees s appropriate for the purposes of exclusive recognition, and
determining the unit status of various employees

REPUDIATION OF AGREEMENT. Framework developed by the FLRA o determing whaiher (1) the breach of the
agreement was clear and patent and (2} the provision breached weanl to the heart of the agreement
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RETAIN EMPLOYEES. A right reserved to managemen! Although the nghts 1o layolf and retam appear o be opposite
sides of the same coin, the FLRA rarely mentions the nght 1o retain when invoking the right to layoff to find nonnegotiable
proposals dealing with RIF's and furloughs.

REVIEWER [(Performance Appraisals) Mormally the technician's second kevel supenvisor in the [supenasory) cham of
command. The appraiser will consult with the reviewer prior lo discussing the rating with the technician and obtain the
reviewer' s concurmence and signature, and then present the rating to the technician lor signature

SCOPE OF BARGAINING. Matters about which the parties can negotiate. Ses NEGOTIABILITY DISPUTES
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BELEE‘I_‘ (WITH RESPECT TO FILLING POSITIONS) The statute reserves to management the nght to make selections
tor appointments from any appropnate source The rig  to select includes discretion to determine what knowledge, skills
and abilitles are necessary for successiul performance n the position 1o be filled. as well as to determine which
candidates possess these qualifications

SENIORITY. Tenm used lo designate an employes's £ us relative to other employees for determining order of overtime
assignments (n/a to National Guard Technicians), con ensatory time assignments, vacations, etc. Straight seniority is
senionty acquired solely through length of service De srtmental or shop seniority considers status factors in a particular
sepanment of shop, rather than the entire agency A . nionty list is a ranking of individual workers in order of seniority

SHOWING OF INTEREST (S01) The required svider o of employee interest supporting a representation petition. The
201 is 30 per cent for a pefition seeking axclusve rec inition; 10 per cent to intervene in the election; and 10 par cant
when patitioning for dues allo'menl recognibon Evide = of such a showing can consist of, e g, signed and dated
authorization cards or pettions

STAFFING PATTERNS A stor-hand expression us | fo refer o titie 5, United Stales Code, section T108{b){1)'s long-
winded referance o “the numbers, types and grades | employees or positions assigned to any organizational
subdivision, work project. or four of duty © Under e« dule, agencies can elect not to bargain on such matters.

STANDARDS OF CONDUCT FOR LABOR DRGAN “ATIONS Standards regarding internal democratic practices, fiscal
responsibility, and procedures to which a union mus!  dhere to qualify for recognition. The Depariment of Labor has
responsibility for making known and anforsing stand s of conduct for unions in the Federal and private sectors.

STEWARD (SHOP, UNION, AREA) Union represer ative in an organzation to whom the union assigns vanous
representational funchions, such as investigating ant wocessing grievances, representing employees, collecting dues,
mhk::ng new members, atc Stewarde are usually ff ww employees who are trained by the union to carry out these
du

STRIKE (PROHIBITED BY STATUTE). A temporar - stoppage of work by a group of employees in connection with a
labor dispute. In the Federal secior, strikes are sper “cally prohibited by Federal law and constitute an unfair labor
practice under Section 7116(b)(7) of the Federal S nos Labor-Management Relations Statute. Slowdowns, sickouts and
refated tactics are also prohibited by the Statule

SUBSTANCE BARGAINING. This concems harga  ing over whether an action by the agency to change to conditions of
employment affecting employes working condifions il or will not be made. Substance bargaining rather than impact and
mplementation bargaining is required anytime the + bject matier involves a condition of employment. When an agency
has discretion under the law 1o change or nol chan - employee working conditions, any bargaining concerming whather
the change will be made reguires substance barga: ng (e.g. over the decision itself or over the procedures or appropriate
amangements conceming a decision alfeady made  the matter concerns a managament rights or is not a condition of

amplayment)

SUCCESSORSHIP Where as the result of & raar. nization, a portion of an existing unit is transferred to a gaining
employer, the latter will bé found to be the succes: ¢ employer (thus inheriting, along with the employees, the axclusive
representative of those employees and the coliec & bargaining agreement that applied to those employees) it (a) the
post-transter unit is appropeiate, (b) the ransferme argaining unit employees are a majority in the post-transfer unit, (c)
the gaining employer has “substantially” the same ission as the losing employer, (d) the transferred employees perform
“substantialty” the same duties under “substantiall  simiar working conditions in the gaining entity. and (e) it is not
demansirated that an &lechon = necessary o deb  mine representaton
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SUPERVISOR. Under title 5. United States Code section 7103(a)(10), a supervisor is “an individual employed by an
agency having authority in the interesi of the age ¥ io hire, direct, assign, promote, reward, transfer, furlough, layofi
recall, suspand, discipline, or remove empioyees o adjust their grievances, or to effectively recommend such action,
the exercise of the authonty = not merely routine -+ clarical in nature but requires the consistent exercise of iIndapandent
judgment, except thal, with respect to any unit wi =h includes firefighters or nurses, the barm "supervisor includes only
those individuals who devols a preponderance o “heir empioyment time to exercising such authority].]* The individual
need sxercise only one of the indicia of supervis: v authority, not a majority of them, to qualify as a supervisor for the
purposes of the statute, pmwvided it involves the « insistent axercise of indepandent judgment.
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UNFAIR LABOR PRACTICE (ULP). A violation of any of the provisions of the Federal Service Labor-Management
Relations Statute. il is a term of art that is narmower in scope than the misleading adjective “unfair” suggests. ULF chames
are filed with the Authority by an individual, a union, or an employer They ame investigated by the General Counsel who
issuas a ULP complaint if the General Counsel concludes the charge(s) have menl, and who prosecutes the matter before
an Administrative Law Judge in a fact-finding heanng and before the Authority, which decides the matter

The most common agency ULPs are duty-to-bargain ULPs (usually a failure fo give the union notice of proposed
changes in conditions of employmeant and/or engage in impact and implementation bargaining), formal discussion ULPs,
Weaingarten ULPs - and failure-lo-provide-information ULPs The inosi commaon ULP committed by a unicn = a faillure (o
fairly represent (see fair representation) all unit members without regard o union membesrsip

ULP BAR. A claim by either party to a collective bargaining relatonship that a gnevance was previously filed involving the
game facts and theones alleged in a subsequently filed ULP

UNILATERAL ACTION. Impiementation of management decisions conceming personnel policies and matters affecting
working conditions without providing the union advance nolice of such changes i working condiions and an opportunity
to negotiate o the extent parmitted by aw.

UNION. A labor organization “composed in whole or in part of employess, in which employees parficipate and pay dues.
and which has as a purpose the dealing with an agency concerning grevances and conditions of employment. .
Association of Civilian Technicians, Inc., ACT Arizona Army Chapler #651

UNION-INITIATED MIDTERM BARGAINING ON NEW MATTERS. Absent a bargaining waiver, the union has the right to
iniiate, during the life of the existing agreement, bargaining on malters not "covered hy" the agreemenl. There is a split
in the circuits, which the Supreme Court has agreed o resclve, regarding this statutory nght, with the D.C. Circuit holding
that the union has such a right (see NTEU v, FLRA, B10 F 2d 285 (D.C Cir. 1987), and the Fourth Circuit holding that it
does not (see SSA v. FLRA, 956 F.2d 1280 (4th Cir. 1982) Also see Dept of Energy v. FLIRA, Nos. 95-2949 and -3113
(4th Cir. Feb. 13, 1987), where the 4th Circuit went further and held that the FSLMRS prohibiis such bargaining
consequently, such a right could not be established by collective bargaining agresment

UNIT. See APPROPRIATE UNIT

UNIT CONSOLIDATION. A no-risk procedure for combining existing units into oive or mons larger appropriate units

UNIT DETERMINATION ELECTION. When (a) several petitioners seek o represent different parts of an agency. (b) the
proposed units overiap, and {c) the FLRA finds that more than one of the proposed units are Appropriate, it lets the
employees vole for units as well as unions

WAIVER. An agreement reached between union and management whereby one party voluntarily gives up rights afforded
to it. For waivers to be enforceable, they must be “clear and unmistakable ° It should be noted that managemeant cannol
waive rights afforded to management under 5 U S.C 7106(a)

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

* Expressed Agreement - A union may contractually agree lo waive its nght o mitate bargaining in general by a “zipper
clause.” that is, a clause intended to waive the cbligation o bargain duning the term of the agreement on matters nol
contained in the agreement or by specifying a parficular subject maiter that is precleded from further bargaining during the
term of the agreement

= Clear and Unmistakable - A waiver may alsoc be evidenced by bargaimng history whan the subjact of med-term
bargaining concemns matters which were dizscussed in conlract negotiabons bul which wene nol specifically covered in the
resulting contract. In this calegory, waiver may be found where the subject malier of the pruposal offered by the uron
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during mid-term negotiations was fully discussed and expiored by the paries al ihe bargasining ke For example, where
a union sought to bargain over a subject matter but iater withdrew its proposal i exchange for another prowision, a waiver
of the union’s right to bargain over the subject matter thai was withdrawn would be found  The particular words of
proposals offered durnng contract and mid-term negotiations need nol be dentical for a waver to east In determining
whether a8 contract provision constilutes a clear and unmistakable waiver, the Aulhority examines the wording of the
provision al issue as well as other relevant provisions of the coniraci, barganing history, ang past practice
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WEINGARTEN RIGHT | EXAMINATIONS Under ttle  United States Code, section 7114(a)(2)(B), an employee being
Bxamined in an investigation (an investigalory examn ©n or interview) is entitied to union representation if

(1) the examinabicn is conducted by a represe ative of the agency,
{2} the employes reasonably baleves thal the xamination may resull in disciplinary action, and
{2} the employees asks for representation

Such axaminabons are called Weingarten examinato . because Congress, in establishing this right, specifically referred
to the private sector case establishing such a nght E: h agency has the obligation to post Weingarten rights annually
either through common bulletin boards o web postme  hrough 8 commonly accessed employee web page

Also oefined as a Weingarien Meeling whereby an ex mve represantative “shall be given the opportunity to be
represented at any examinabon” of a unit employee b an agency representalive in connection with an investigation if the
employes reasonably beieves that discipline may res | from the examination and requests representation. An amployas
who is questioned during an invesligatory exammato  that may result in discipline “may be too fearful or inarticulate to
relate accurately the moiden! beng inveshgated. or tc  ignorant fo raise extenuating factors. Thus, the union
representative must be fres o hedp clanfy the ssues  facts, of o suggest other employees who may have knowledge of
thEm

WORK STOPPAGE CONTINGENCY PLAN. |AW 5  SC 7118(b)(7), it shall be an unfair labor practice for a labor
organization to call or participate in, 8 stnke, work 51 opage. or slowdown, or picketing of an agency in a [abor-
management dispute f such picketing nferferes witt 10 agency's operations, or to condone any activity by failing to take
action to prevent or stop such activity This stalte p hibits Federal employees from striking against the Government of
the United States. Emplovess can ba dizeiplined for  ngaging in such action. Informational picketing, which does not
disfupt Agency operabions or prevent public access  a facility, is not prohibited. The agancy headquarters shall be
immediately notified when prohibited acts take place Al states should have a Work Stoppage Contingency Plan. This
olan is for official use only and = available on 3 nee lo-know basis to those individuals directly involved in developing or
implamenting it Review and update the plan benns v and fallowing any concered activity, revise as neaded.

WORKING CONDITIONS 1he existing environmer 0 which employees perform thesr duties. This includes such things
as access 10 and from the facility, baginrung at the ¢ rance to the grounds, the type of equipment used and surroundings
they are accustomed to (e.g ceilings. walls, painl, ¢ rpel, lamperature, lighting, servicas such as coffee, popcorm. and
snacks, rules, relations and procedures relating to @y employes activity, rights or benefit (e.g. schedules, breaks,
training, discipline, conduct and performance stand | d_ atfire, parking, entertainment), etc. Any action taken which
changes a nghl benefil prviege, ete currently &ny 2d by employees is a change in working conditions., Howewver,
changes in working conditions may or may nof be £ nject fo negotiation. See Conditions or Employment.

ZIPPER CLAUSE. An agreement provision specifs . iy barmng any atternpt o reopen negotiations during the terms of the
agreament [For a related teim. see Reopening C! use
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Technician Personnel Regulation (TPR) applies to all Army and Air National Guard Technicians, Managers and
Supervisors (military or civilian). These regulations meet Federal and Depanment of Delense (Dol)) requirements as cited
in Tithe 5, United States Code. Current versions of the TPRs can be found at

JPR 303 Aug 05 Military Technician Compatibiily

TPR 400 Sep OF The Technician Human Resguices Uevelopment Program
TPR 430 Nov0S  Appraisal Program

JPR451  Dec88  Awards Program

TPR 5§11 Jun OF Classification and Workforce Management

TPR 630 Aug 10 Absence and Leave Program

IPR 700
PR 715
TPR 752
IPR 752-1
IPR 792
TPR BOO

TPR990-2  Jul B4 Hours of Duty, Pay, and Leaves - nc Lianges -2
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CURRENT LISTING OF REGULATIONS, DEMA DIRECTIVES & RESOURCES
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AZNG Reg 20-3 Retenbion & separation for Army & Air NG

www.ardema.govisa/publicationsireguiations/az | reguiations.htmi

DEMA Directive 25 1 Technican Incentiv Awards Plan
www azrdema.govisaipubl i nde htmi
DEMA Dlmr:twe 25,2 _ T echnscian ﬁ&mﬁi & Program

DEMA Dlre{:trwa 255 Environmental Oif renliad & Hazand Pay
2 | S a3 ati giimvd € kil

DEMA. Directive 25 8 Menit Flacemeant ' an

www . azdema.govisaipublicationsidirectivesiing «.htmi

Federal Wage Suparisors (FWES) Job Grading for  aperasors (OPM)
ww.opm. govifedcissi/fwssupy pdf

General Schedule (GS) Supernisory Caisde (DPM)
www.opm. gov/fedclass'gssq.pdl

Annual NGB Human Resounces Manpower Vouch

Guide to Recruitmeni & Retantion Tools for NG T hnicians (Ot 2000)
HRO Office

A Handbook for Measunng Emplovee Performant Ahgning Emploves
HROD Office

MNGE Blue Book for Unil Manning
HRO Office

Foziion Managemen! Handbook o Superisos
HRDO Office

19 Jan 2000

1 Fab 1998

10 Dec 1996

1 Feb 1998

15 May 1998

July 07

15 May 2008

HRO Office



