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Aneri can Federation of Governnment Enpl oyees, AFL-CI O, hereafter
referred to as the Union, is intended to foster a workpl ace where
enpl oyees are treated fairly and equitably, respect one anot her,
and work together in a safe and healthy environnent to carry out
the m ssion of the Departnent.

The parties envision creating a new cooperative spirit of |abor-
managenent relations at NOS through this Agreenent. They are

m ndf ul , however, that disputes cannot be elimnated totally.
Thus, the focus of this Agreenent is to encourage ongoi ng

communi cati on between enpl oyees and managers and to foster the
resol uti on of |abor-nmanagenent disputes on an informal |evel.
Accordingly, the parties agreed on processes intended to expedite
the resolution of disputes.

Further, the parties envision a new at nosphere at NOS where the
Uni on and Managenment wll work jointly in neeting the m ssion of
t he Agency and where the parties will assist each other in
creating a workplace to serve as a nodel for the United States.
Treating everyone with dignity and respect, elimnating all forns
of discrimnation and prejudi ce, and encouraging full enployee

i nvol venent are key aspects of the nodel workplace that the
parties are striving to create.

The parties recognize that it is in their nmutual interest that
both institutions, Managenent and the Union, be strong and
viable. Therefore, both parties are commtted to carrying out
the letter and spirit of this Agreenent and to buil ding and
mai nt ai ni ng a good working rel ati onshi p.

The words he/his/himas used in this Agreenent are intended to
i ncl ude both masculine and fem nine genders and any exceptions
wi |l be so noted.



ARTI CLE 1
GOVERNI NG LAWS AND REGULATI ONS

In the adm nistration of all matters covered by this
Agreenent and any suppl enents thereto, the parties are
governed by existing or future | aws and regul ati ons of
appropriate authorities, by published Agency or Governnent -
wi de policies and regulations in existence at the tine this
Agreenent becane effective; and by subsequently published
Agency or Government-w de policies and regul ations required

by Iaw or by the regul ati ons of appropriate higher outside
authorities.

A copy of Title 5 US Code will be maintained in the Union
Ofice. Oher regulations and policies nay al so be
available in the Union Ofice. |If the required docunents
are unavail abl e, docunentation nmay be requested through the
Labor Rel ations and Enpl oynment Branch.



ARTI CLE 2
RECOGNI TI ON AND UNI T DESCRI PTI ON

Section 1. The Enpl oyer recogni zes the Union as the exclusive
representative of all enployees of the unit defined in Section 2
bel ow, and the Union recogni zes the responsibility of
representing the interests of all such enployees as |Iong as the
Uni on continues as the exclusive representative of the unit.

Section 2. The unit to which the Agreenent applies includes al
pr of essi onal enpl oyees of the Departnent of Commerce, Nati onal
Cceani ¢ and Atnospheric Adm nistration, National Ccean Service,
Coast and Ceodetic Survey, Aeronautical Charting Division,
Aeronautical Chart Branch.

Excluded fromthe unit are all non-professional enployees, Wage
Grade enpl oyees, supervisors, managenent officials, tenporary
enpl oyees (700 hours or less), and enployees as defined in
Section 7112 (b) (2), (3), (4), (6) and (7) of the Statute.

Section 3. The enployer agrees that in regard to the bargaining
unit, it will not enter into any other agreenent, understandi ng,
or contract with any other organi zation, association or union
that shall contravene or violate this contract except as required
by | aw.



ARTI CLE 3

MATTERS APPROPRI ATE FOR CONSULTATI ON
OR NEGOTI ATI ON

Section 1. WMatters appropriate for consultation or negotiation
are conditions of enploynent, i.e., personnel policies and
practices and matters affecting working conditions, which fal

Wi thin the scope of authority of the Enployer and which have an
i npact on enpl oyees in the unit.

Section 2. The following definitions of terns used in this
Agreenent shall apply:

a. Consultation. Meaningful discussions and witten
comuni cati ons between representatives of the parties for the
pur pose of review ng a managenent plan or proposal on matters
pertaining to conditions of enploynent, with the opportunity to
make suggestions prior to Managenent's final decision, and with
no obligations to arrive at a mutually acceptabl e deci si on.

b. Negotiation. Good-faith bargaining by designated
representatives of the parties, with the objective of arriving at
a formal decision or agreenent on nmatters pertaining to
condi tions of enploynent.

Section 3. a. |If the Enployer proposes a change in a matter
covered in this Article, the Union will be notified, either
orally or in witing, as to the nature of and the reason for the
proposed change in sufficient detail to permt evaluation of the
pr oposal .

b. After being infornmed by the Enpl oyer of a proposed
change, the Union shall respond within 10 working days with its
position on the matter(s). Managenent agrees to approve a one-
time extension of up to 5 working days upon the Union's witten
request. If consultation is appropriate, the Union shall provide
its views on the matter.

c. |If negotiations are appropriate, the Union will submt
its proposals with its response nentioned in Section 3b above.
The parties shall neet to begin negotiations within 30 cal endar
days of the Enployer's receipt of the Union's proposals.

d. Failure by the Union to respond to a managenent notice
within the prescribed tine limts shall constitute a waiver of
the Union's right to consultation or negotiation.



ARTI CLE 4

Rl GHTS AND OBLI GATI ONS OF THE EMPLOYER

Section 1. Subject to Section 2 of this Article, nothing in this

Agr eenment shal

affect the authority of any managenent offi ci al

of the Departnent:

a. To determ ne the m ssion, budget, organization, nunber
of enpl oyees, and internal security practices of the Agency; and
b. in accordance with applicable |aws:
(1) To hire, assign, direct, layoff, and retain

(2)

(3)

(4)

enpl oyees in the Departnent, or to suspend,
renove, reduce in grade or pay, or take other
di sci plinary action agai nst such enpl oyees;

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

Wth respect to filling positions, to nmake

sel ections for appointnents from anong properly
ranked and certified candidates for pronotion, or
any ot her appropriate source; and

to take whatever actions nmay be necessary to carry
out the Agency's m ssion during energencies.

Section 2. Nothing in this Article shall preclude the Agency and
the Union from negotiating:

a. At the election of the Agency, on the nunbers, types,
and grades of enployees or positions assigned to any

or gani zati ona

t he technol ogy,

subdi vi sion, work project, or tour of duty, or on
met hods, and neans of perform ng work;

b. Procedures whi ch managenent officials of the Agency
wi || observe in exercising any authority under this section; and

C. Appropriate arrangenents for enpl oyees adversely
affected by the exercise of any authority under this section by
such managenent officials.



ARTI CLE 5
Rl GHTS AND OBLI GATI ONS OF THE UNI ON

Section 1. As the exclusive representative of enployees in the
unit, the Union is entitled to consult and negotiate with
representatives of the Enployer with respect to personnel
policies and practices and matters affecting working conditions,
and to act for and to negotiate in good faith agreenments covering
all enployees in the unit.

Section 2. The Union is responsible for representing the
interests of all enployees in the bargaining unit w thout
di scrimnation and without regard to Union nenbership.

Section 3. The Union shall be given the opportunity to be
represented at:

a. Formal di scussi ons between managenent and enpl oyees in
the unit or enployee representatives, concerning grievances,
personnel policies and practices, or other matters affecting
general working conditions of enployees in the bargaining unit.
When an enpl oyee attends a formal discussion, and that enpl oyee
is also a Union representative (i.e., an officer or steward), the
Enpl oyer's obligation to afford the Union an opportunity to
attend has been net.

b. Any exam nation of an enpl oyee in the bargaining unit
by a representative of managenent in connection with an
investigation if:

(1) the enployee reasonably believes that the
exam nation may result in disciplinary action
agai nst the enpl oyee; and

(2) the enpl oyee requests representation.

ARTI CLE 6



Rl GHTS AND OBLI GATI ONS OF EMPLOYEES

Section 1. Enployees shall have, and shall be protected in the
exercise of, the right, to freely and without fear of penalty or
reprisal, to form join and assist a | abor organization or to
refrain fromany such activity. Except as otherw se provided in
the Statute, such right extends to participation in the
managenent of the | abor organi zation and acting for the |abor
organi zation in the capacity of a representative; the right, in
that capacity, to present the views of the | abor organization to
officials of the executive branch of the Governnent, the
Congress, or other appropriate authorities; and to engage in
col l ective bargaining with respect to conditions of enploynent.
It is the intent of Managenent that all enpl oyees shall be
treated with fairness and dignity. It is recognized that

enpl oyees covered by this Agreement are not w thout reciprocal
obl i gati ons.

Section 2. Laws, rules, regulations, and the provisions of this
Agreenment shoul d be enforced by Managenment and enpl oyees are
expected to conply with them \Were Managenent finds that

enpl oyee conduct is inconsistent with applicable |aw, rule,

regul ation, or the provisions of this Agreenent and that conduct
has been due to | ack of enforcenent, and where Managenent w shes
to change or correct the inappropriate conduct, Mnagenent should
appri se the enpl oyees of what is expected and that the |law, rule,
regul ation, or the provisions of this Agreenent will be enforced.

Section 3. In accordance with applicable | aws, rules,
regul ati ons, and established policies, and w thout fear of
reprisal or intimdation, an enployee has the right to bring
matters of personal concern to the attention of appropriate
officials, such as officials in the Personnel Division, or
managenent officials of higher rank than the enpl oyee's i nmediate
supervi sor. Enployees will be granted a reasonabl e anbunt of
official time to neet with these officials. An enployee desiring
to |l eave his duties to secure advice and assi stance fromthese
officials will obtain his supervisor's perm ssion before doing
so. |If he cannot be released imediately, he will be advised of
a time when he can be released fromduty, normally within 24

hour s.

Section 4. Enployees shall not be required to becone or to
remain a nenber of a |abor organization, or to pay noney to the
| abor organi zati on except pursuant to a voluntary witten

aut hori zation by an enpl oyee for the paynment of dues through
payrol | deducti on.

Section 5. Any enployee has the right, regardl ess of Union
menbership, to represent hinself, or to choose an attorney or a



representative of his own choosing in an appellate action. Wen
the negotiated grievance procedure is utilized, the enployee or
group of enpl oyees presenting the grievance nmay be represented
only by the Union; however, an enployee or group of enpl oyees nmay
present grievances under the negotiated procedure in their own
behal f as long as the Union has been given the opportunity to be
present at the grievance proceeding.

Section 6. An enployee desiring to |l eave his duties to secure

advi ce and assistance of a steward will obtain his supervisor's
perm ssion before doing so. |If he cannot be rel eased
i mredi ately, he will be advised of a tinme when he can be rel eased

fromduty, normally within 24 hours. The enployee will report
back to his supervisor upon returning to duty. An enployee
desiring to confer with the steward will also obtain oral

perm ssion fromthe steward' s supervisor before interrupting the
steward's work.

Section 7. Any enpl oyee requested by the Enpl oyer to be

guestioned regarding an investigation, has the right to request

and receive counselling fromthe Union prior to the questioning.
I f requested, the Union will provide representation to the

enpl oyee during the questioning and investigation.

Section 8. a. The Managenent recogni zes that an enpl oyee's
financial obligations or obligations alleged by any creditor are
private matters. 1In the event of a dispute between an enpl oyee
and a private individual or firmw th respect to an all eged debt
or financial obligation, the Managenent will not take any action
agai nst the enployee which is contrary to law, rule or
regul ati on.

b. Any Managenent official who has authority to take,
direct others to take, reconmend, or approve any personnel
action, will not take disciplinary action or discrimnate against
an enpl oyee due to the enployee's conduct in his private life
whi ch does not adversely affect the perfornmance of the enployee's
j ob, the performance of others or damage the reputation of the
Agency. Nothing in this subsection shall prohibit the Managenent
fromtaking into account in determning suitability or fitness
any conviction of the enployee for any crinme under the |aws of
any State, of the District of Colunbia, or of the United States.

C. During the nonth of January each year, the Enpl oyer
wi || provide each bargaining unit enployee witten notice of his
rights as specified in Article 6 Section 5 of this agreenent.

Section 9. Participation in any Departnent-approved canpai gn,

drive or solicitation is voluntary. An enployee in the
bargai ning unit nmay be requested to volunteer or solicit for
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contributions. Absent a volunteer, the Managenent w || request
the Union to assist in providing the needed volunteer. No
managenent or supervisory enpl oyee shall participate in any
direct solicitation of enployees in the bargaining unit who are
under hi s/ her supervision.

Section 10. If Managenent conducts a study that |eads to a
deci si on inpacting upon the enpl oynent conditions of any or all
enpl oyees of the bargaining unit, the Union will be notified and
al l owed the opportunity to offer input into the final decision.

Section 11. Enployees may be permtted to play personal audio
devices with batteries or 120V., on the worksite so long as the
use does not disturb the productivity of the enpl oyee or other
enpl oyees within the worksite and does not distract clientele.

Section 12. Enployees will receive instructions fromand nake
reports through established supervisory/ managerial channels.
Enpl oyees in the unit will be informed of whomthey are to | ook
to for supervision and performance appraisal.

Section 13. The Managenent shall provide a contact point for
obtaining interpreters for hearing-inpaired or readers for

vi sual | y di sabl ed enpl oyees when needed to assist in the
acconplishnent of official work. Any enployee in the bargaining
unit who perfornms such a service shall be allowed official tine
in which to do such work.

Section 14. If a supervisor receives a conplaint against an
enpl oyee that the supervisor believes warrants placing it in a
personnel /office file, the enployee will be notified and al | owed
the opportunity to submt a witten response, also to be kept in
that file. The supervisor will give the enployee a copy of this
docunentation. The enployee has the right to request that such
docunent ati on be renoved fromthe file after a reasonabl e period
of time, not to exceed one year.

Section 15. Managenent will notify enployees in witing of al
maj or policy changes and any procedural changes affecting work
process, work flow, or working conditions. Enployees will be

apprised of any other policies or procedures being inplenented
prior to their inplenentation.



ARTI CLE 7
UNI ON REPRESENTATI ON

Section 1. The Enployer agrees to recognize the elected officers
and stewards of the Union. There shall be no restraint, coercion
or discrimnation against a Union representative because of the
performance of his representational duties. The Union agrees
that officers/stewards nay receive and investigate but shall not
solicit conplaints or grievances from enpl oyees.

Section 2. Wthin 30 days after each general election, Local
2703 shall give Managenent a conplete list of all officers,
stewards, and other representatives. Wthin the first five (5)
days of each nonth, Local 2703 shall notify Managenent of any
change in the list within the preceding nonth. The list wll
indicate the representative's position in the Union, hone
addresses and phone nunbers, and the organi zational group of
enpl oyees for which the stewards have been designated to
represent. Only those bargaining unit enployees officially
designated on this list wll be recognized as representatives of
t he Uni on.

Section 3. Union officers and stewards will be granted a
reasonabl e anount of official time to carry out representational
duties. Activities which Union representatives may appropriately
engage in during duty hours w thout charge to | eave or |oss of
pay shall include only the follow ng:

a. I nvestigation of grievances and di scussi on of
grievances wth managenent. The anount of official tinme for
i nvestigation of the grievance and for discussion wth nanagenent
shal |l be determ ned on a case by case basis;

b. Representation of unit enployees in formal disciplinary
actions. Only one representative or designated alternate shal
be assigned per case;

C. Preparation for and participation in arbitration
hearings in either a representational capacity or as a wtness;

d. Participation in periodic Union/Enployer meetings
and/ or negoti ati ons;

e. Consul tation with managenment officials over grievances,
personnel policies, practices or matters affecting working
condi tions of unit enpl oyees.

f. Revi ew, eval uation, and di scussion of proposed changes
to policy dealing with personnel practices affecting working

10



conditions of unit enployees generally. The Enployer's point of
contact in such matters typically is the Union President and
official time under this activity will be limted to his use,
unl ess he designates another Union officer to act for him

Section 4. a. Prior to engaging in representational activities,
the officer/steward will obtain perm ssion fromhis inmedi ate
supervisor (or, in his absence, the next higher |evel

supervi sor), indicate the purpose and expected duration of the
representational activity and a nmeans of being contacted, if

| eaving the work site.

b. Prior to neeting wth an enpl oyee at the enpl oyee's
work site, the officer/steward will first report to and obtain
perm ssion fromthe enployee's i medi ate supervisor (or, in his
absence, the next higher |evel supervisor). Such permssion wll
be granted unless the work situation or an emergency demands
otherwise. In the event that perm ssion cannot be granted
i medi ately, the officer/steward will be advised of a tinme when
t he enpl oyee can be rel eased fromduty.

C. Upon return to his assigned work site, the
officer/steward will report to his inmedi ate supervisor (or, in
hi s absence, the next higher |evel supervisor) for recording of
the anmount of time spent on representational activities and the
pur pose t hereof .

d. Request for official time should be nmade as soon as
possible once it is realized that the need exists.

Section 5. Union representational duties will not interfere with
the proper performance of official Governnent business. Use of
official time will be permtted only for one Union representative
at atime for each case, conplaint or grievance. This is subject
to the understandi ng that officers/stewards will conduct their
representational responsibilities with dispatch and shall use
only the anount of official tinme which is necessary in |ight of

t he business to be transacted.

Section 6. The Union agrees that those activities concerned with
organi zing efforts and internal nmanagenent of the Union,
including but not limted to the solicitation of nenbership,

coll ection of dues or other assessnents, circul ation of

aut hori zation cards or petitions, solicitation of signatures on
dues wi t hhol di ng aut hori zati ons, canpaigning for Union office,
and distribution of literature, shall be conducted only while the
enpl oyees involved are in a nonduty status. Simlarly, when the
Uni on schedul es nmenbership neetings, internal elections,

wor kshops on negotiating skills or techniques, |ocal, state, or
nati onal conventions or simlar events wholly or partially within
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t he schedul ed worki ng hours of enpl oyees, any enpl oyee attending
or participation in such events shall do so in an annual |eave or
| eave wi t hout pay status.

Section 7. The Union will be permtted to schedule a quarterly,
one-hour meeting (in the nature of a progress/state of affairs
report) with the enployees in the bargaining unit to take place
wi t hi n schedul ed worki ng hours and wi thout charge to | eave to the
enpl oyees attending the neeting. The Union will be required to
consult the Enployer at |east 10 working days prior to the
proposed neeting date to assure the continued flow of work within
ACB. The Union will bear full responsibility of informng

enpl oyees by circular, posters, etc., of the neeting date, tine,
and | ocati on.

Section 8. National Representatives of the American Federation
of Government Enployees wll be permtted to visit the bargaining
unit provided that the Union notifies the National Capital

Adm ni strative Support Center (NCASC) Labor Managenent Rel ations
Speci alist (LMRS) 7 cal endar days in advance of the proposed
visit, providing their name, office to be visited, purpose, date
and expected length of visit.

Section 9. a. If otherwise in a duty status, recogni zed Union
representatives nmay be granted adm nistrative | eave to attend
Uni on sponsored training sessions, provided that the subject
matter of such training is of nutual benefit to the Enployer and
the enpl oyee in his capacity as a Union representative, and the
Enpl oyer's interest will be served by the enpl oyee's attendance.
Any travel outside the commuting area for such training will be
in an annual |eave or | eave wthout pay status. Costs of such
trai ning shall be borne by the Union.

b. Adm ni strative | eave for this purpose shall cover only
such portions of the training session as neet the foregoing
criteria and will normally not exceed 40 hours for Chief Steward,
32 hours for the President and Vice President, and 16 hours for
ot her representatives within a cal endar year. |In addition, the
Chief, ACB may grant additional adm nistrative | eave for
trai ning, which would be of nutual benefit to the Enployer and
the Union, to experienced representatives in excess of the above
menti oned hours on an as needed basis due to changes in
situations and/or circunstances. The Enployer agrees to grant up
to an additional 16 hours of administrative |leave for each newy
designated Union representative during his first year of
representation, if the three-day basic steward training is a
portion of that request.

C. Requests for such adm nistrative | eave nust be
submtted at |east 14 cal endar days in advance in witing to the

12



Chief, ACB. Such requests nust include the follow ng
information: nane of representative(s); purpose of the training
session and why training is needed; date, tine and place of the
trai ning session; a copy of the agenda of the training session;
and, the benefits fromsuch training that are expected to be
derived by the Enpl oyer

Section 10. One Union official may utilize up to four hours of
official time annually to prepare the annual tax forns and
financial report which nust be filed with the Departnent of Labor
pursuant to 5 USC 7100, Standards of Conduct for Labor

Organi zati ons.

Section 11. Meetings requiring Union representation wll be
schedul ed during core hours or at nutually agreeable tines.

13



ARTI CLE 8
GRI EVANCE PROCEDURE

Section 1. The parties wish to foster an atnosphere of
cooperation and nutual respect between supervisors and enpl oyees.
To that end, supervisors and enpl oyees are encouraged to

comuni cate regularly with each other and di scuss any problens or
concerns and try to resolve theminformally. |f such informal
efforts are unsuccessful, enployees nay utilize the grievance
procedure as prescribed in this Article. The purpose of this
Article is to provide a mutually acceptabl e nethod for a pronpt
and equitable settlenment of grievances at the | owest

organi zati onal |evel practicable.

Section 2. This Article establishes a procedure for the
consideration and resolution of grievances and shall be the sole
procedure available to the parties and the enpl oyees in the unit
for resolving grievances which fall within the coverage. Wen
this procedure is utilized, the enpl oyee or group of enpl oyees
presenting the grievance nmay be represented only by the Union;
however, an enpl oyee or group of enpl oyees may present grievances
to the Enployer in their own behalf as |ong as the Union has been
given an opportunity to be present at the grievance proceedi ng.

Section 3. a. Wen an enpl oyee chooses a Union representative,
he shall be represented by a steward or designated alternate.

b. Enpl oyees who choose to present grievances in their own
behal f without Union representation are not entitled to further
review or consideration beyond the opportunity to present the
grievance and have it adjusted, affirmatively or negatively, as
l ong as the resolution is not inconsistent with the terns of this
Agreenent. The decision under this Article is final and does not
include any right to arbitration.

C. For any matter in which statutory appeal s procedures
exi st, the enployee may appeal through that avenue, or the
negoti ated grievance procedure, but not both.

Section 4. |If in an active duty status, a grievant shall, upon
request, be allowed a reasonabl e anount of official tinme when
such time is required for obtaining, preparing, and assenbling
information pertinent to the presentation of the grievance. A
grievant shall be allowed up to 1 hour at each step of the
grievance procedure, to discuss his grievance with managenent.
The enpl oyee's Union representative will be granted official tine
in accordance with Article 7.

Section 5. A grievance nmeans any conpl ai nt:

a. By an enpl oyee within the bargaining unit identified in
Article 2, Section 2, concerning any nmatter relating to the

14



enpl oynent of the enpl oyee;

b.

C.

By the Union concerning any matter relating to the
enpl oynent of an enpl oyee;

By the enpl oyee, the Union, or the Enployer concerning:

(1)
(2)

The effect or interpretation, or claimof breach
of the Agreenent;

Any clainmed violation, msinterpretation or
m sapplication of any law, rule, or regul ation
affecting conditions of enploynent.

Except that it shall not include:

(1)

(2)
(3)

(4)
(5)
(6)
(7)
(8)
(9)
(10)

(11)

(12)

(13)

Any clainmed violation relating to prohibited
political activities;

Retirement, life or health insurance;

A suspension or renoval for national security
reasons (5 USC 7532);

Any exam nation, certification or appointnent;

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

Any matter that is outside the direct control of
t he Enpl oyer;

Term nation of a tenporary pronotion

Term nation of tenporary enpl oyees or of career
condi tional enployees during the probationary
peri od;

Non-sel ection for pronotion froma group of
properly ranked and certified candi dates;

Any matter concerned with the filling of non-
bar gai ni ng unit positions;

Non- adopti on of a suggestion or disapproval of a
quality salary increase, performance award, or
ot her kind of honorary or discretionary award;

A prelimnary warning or adverse action proposal
which, if effected, would be covered under this
procedure or woul d be excluded from coverage under
this Article;

Gi evances where no form of personal relief to
the enpl oyee is appropri ate;
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(14) Critical elenments and performance standards of an
enpl oyee' s position;

Section 6. Question of Gievability. |In the event either party
shoul d decl are a grievance non-gri evable, the original grievance
shal | be consi dered amended to include this issue.

Section 7. Inasnuch as dissatisfactions and di sagreenents arise
occasionally anong people in any work situation, the filing of a
grievance will not be construed as reflecting unfavorably on an

enpl oyee' s good standing, his performance, or his loyalty or
desirability to the organization

Section 8. Procedure. The follow ng procedure shall be adhered
to in processing enployee grievances not excluded by Section 5d
of this Article:

Step 1. a. The enployee and/or his representative, if any,
shall submt his grievance, in witing, to his immed ate
supervisor within 15 work days of the date of the occurrence of
the event that gave rise to the grievance. A grievance
concerning a continuing condition nay be filed at any tine during
the existence of that condition. |If the imredi ate supervisor
does not have authority to deal with the grievance, the nutual
determ nation of the managenent official to receive the grievance
will be made by the Labor Relations Ofice, the Chief Steward,
and the Chief, ACB. The witten grievance nust contain the
foll owi ng information

(1) Nane of grievant, organization, job title and
gr ade;

(2) Date of occurrence of event giving rise to the
gri evance;

(3) A clear and concise statenent of the grievance;

(4) Basis for alleged violation (Article(s),
Section(s) of Agreenent; |aw and/or regulation) if
any,

(5) Corrective action(s) desired,

(6) Union representative's nane, or declination of
Uni on representation; and

(7) Signature of grievant and date grievance submtted
t o supervisor

b. When the grievance neets all the requirenents above, a
neeting to discuss the matter will be held between the grievant
and/ or representative, if any, and the supervisor within 5 work
days of receipt of the grievance. A witten decision will be
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provided to the grievant, attached to the original grievance,
within 5 wrk days after the grievance neeti ng.

Step 2. a. |If a satisfactory settlenent is not reached in
Step 1, the grievant will state in witing why the decision is
unsati sfactory and submt that statenent, attached to the Step 1
deci sion and the original grievance to the Section Chief. The
grievance nust be submtted within 5 work days of receipt of the
Step 1 decision. No new issue(s) or desired corrective action(s)
will be raised at this step or subsequent steps which were not
raised at Step 1. (Step 2 is waived in those grievances where
the Chief, ACB, is the next higher |evel supervisor. The
grievant may proceed to Step 3).

b. A neeting to discuss the matter will be held between
the grievant and/or the representative, if any, and the Section
Chief, as well as those managenent officials (excluding Step 1
officials) he deens necessary, within 5 work days of receipt of
the grievance. A witten decision will be provided to the
grievant, attached to the original grievance, within 10 work days
after the grievance neeting.

Step 3. a. If a satisfactory settlenent is not reached in
Step 2, the grievant will state in witing why the decision is
unsati sfactory and attach to the Step 2 deci sion paper, and
submt the original grievance and attached decisions to the
Chief, ACB. The grievance nust be submitted within 5 work days
of receipt of the Step 2 decision. The grievant or the Union
will provide a courtesy copy to the Labor Relations Oficer.

b. A neeting to discuss the matter will be held between
the grievant and/or the representative, if any, and the Chief,
ACB, or his designated representative, as well as those
managenent officials (excluding Step 1 and 2 officials) he deens
necessary, within 10 work days of receipt of the grievance. A
witten decision will be provided to the grievant, attached to
the original grievance, within 15 work days after the grievance
nmeet i ng.

Section 9. Enployer/Union grievances under this Agreenent wll
be processed as foll ows:

a. A grievance initiated by the Union nust bear the
signature of the President of Local 2703 or his designate. The
grievance nust be submitted in witing within 15 work days of the
date of the occurrence of the event which gave rise to the
grievance. A grievance filed by the Union will be addressed to
the Chief, ACB. A grievance filed by the Enployer will be
addressed to the President, AFGE Local 2703. The witten
grievance fromeither party will contain the follow ng
i nformation.
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(1) A clear and concise statenent of the grievance;

(2) Date of occurrence of event giving rise to the
gri evance;

(3) Citation of the Article and Section invol ved,
and/ or other specifics; and

(4) Corrective action desired.

b. Upon recei pt of a clearly defined grievance, the Union
President and the Chief, ACB, or his designated representative,
as well as those managenent officials he deens necessary, wll
nmeet at a nmutually agreed date and tinme within 15 work days after
recei pt of the grievance.

C. The party against whomthe grievance is filed wll
provide a witten decision to the aggrieved party within 15 work
days after the grievance neeting.

Section 10. |If, at any step, the Union and the Enpl oyer agree
that no grounds exist for a grievance, or agree to a settlenent
of the grievance, such agreenent shall be reduced to witing and
signed and dated by the parties. Such an agreenent wll
constitute the final resolution of the grievance.

Section 11. Al tinme limts in this Article shall be strictly
enforced. Extensions during the grievance procedure may be
granted, provided it is nutually agreed in witing by the
parties, signed and dated. Woever requests the extension wll
be responsible for docunentation of the agreenent. Failure of
the grievant or his Union representative to conply with the tine
limts shall nullify the grievance. Failure of a nmanagenent
official to conply with the tine limts shall permt the enpl oyee
to advance the grievance to the next step but not to arbitration.
If no decision is rendered in tinmely fashion, prior to invoking
arbitration, the grievant or Union will notify the Labor

Rel ati ons and Enpl oynent Branch which will notify managenent of a
final three-day tinme frame in which to render a decision
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ARTI CLE 9
ARBI TRATI ON

Section 1. Arbitration, by either party, nay be resorted to
only after the procedure provided for in the Gievance Article of
this Agreenent is fully conplied with and a satisfactory

adj ust mrent or deci sion has not been reached. Notification, in
witing, of the decision to refer a grievance to arbitration nust
be received within 10 work days of the date of the Step 3
decision, or the date of the decision of an Enpl oyer/ Uni on

grievance. |If no such notice is provided within the 10 work day
period, the grievance shall be deened settled and not subject to
arbitration. |If the Union is the party seeking arbitration, the

notice will be addressed to the Chief, ACB; or, if the Enployer
is seeking arbitration, to the President, AFGE Local 2703.

Section 2. a. Wthin 5 work days after notification, the party
desiring arbitration shall request the Federal Mdiation and
Conciliation Service to provide a list of 7 inpartial persons
qualified to act as arbitrators and shall designate the type of
i ssue and any special requirenents, e.g. arbitrator
qualifications.

b. Wthin 5 work days of receipt of the list of

arbitrators, the parties will neet to select the arbitrator. |If
the parties cannot nutually agree upon one of the |isted
arbitrators, they will each alternately strike one arbitrator's
nane fromthe list and repeat this procedure, with the Union
striking the first nane. The remaining name will be the selected
arbitrator

C. In the event either party refuses to participate

in the selection of an arbitrator, the other party nay nmeke the
selection unilaterally.

Section 3. Wien a date for the arbitration hearing has been
agreed to by the arbitrator and both parties, no postponenent of
the hearing date will be sanctioned unless by nutual agreenent of
the parties, in witing. If a delay is agreed to by the parties,
the party requesting the delay will be responsible for
comunicating with the arbitrator and requesting a new hearing
date. If a hearing is postponed or canceled at such a |ate date
that a cancellation fee is charged by the arbitrator, the party
requesting the postponenent or cancellation shall pay the
cancel l ati on fee.

Section 4. a. Representatives of the Enployer and the Union

shall neet not |less than 15 work days prior to the date of an
arbitration hearing, to clarify the issue(s) and expl ore possible
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resolution of the case. |If there is no resolution, the issue(s)

to be arbitrated will be franed at the neeting, put into witing,
and signed by both parties. Only the issue(s) raised during the
gri evance procedure will be considered at this neeting. |If the

parties fail to agree on the issue(s) to be arbitrated, then each
shal | make a separate statenent of the issue(s) with a copy
furnished to the other party. Included wth any statenent of

i ssue(s) submtted by the parties will be the redress expected
fromarbitration.

b. At this nmeeting the representatives shall exchange
t he nanes of witnesses and identify exhibits to be used at the
arbitration hearing. The parties agree that only the m ni num
nunber of relevant w tnesses who have a direct know edge of the
circunstances and factors bearing on the case will be called. |If
testinmony of the witness only repeats testinony of another
W tness, thereby being redundant testinony, that witness will not

be call ed unless requested by the arbitrator. Information not
previously supplied or relied upon during the grievance procedure
will be presented to include any witten material, nanes, and

summary of the testinony of witnesses whose testinony is to be
relied upon at the hearing. The arbitration hearing shall be
limted to the issue(s) franmed at the pre-arbitration neeting.

cC. A copy of the issue(s) franmed at the pre-
arbitration neeting and a copy of any agreenent will be forwarded
to the arbitrator by the Enployer prior to the hearing.

Section 5. The arbitration hearing will be held on the

Enpl oyer's prem ses during regular day shift hours of the basic
wor kweek. Union representation at the arbitration hearing shal
be the sane as that designated under the Gievance Article or

Uni on- approved counsel. The grievant, his Union representative
and enpl oyee wi tnesses who are otherw se on duty shall be excused
fromduty as necessary to participate in the arbitration hearing
wi t hout | oss of pay or charge to annual |eave. Enployee

W tnesses shall be present only while testifying. The hearing
will be open to observers with the consent of both parties.

Under no circunstances will prem um pay or conpensatory tinme be
authorized for or as a result of the arbitration hearing.

Section 6. a. The arbitrator's fees and expenses shall be
shared equally by the Enployer and the Union and the arbitrator
shall bill each party separately. Travel and per diemcosts for
the arbitrator shall not exceed those authorized by | aw and
regul ati on.

b. If a transcript of the hearing is required by the
arbitrator, the cost shall be shared equally by the parties.
When a transcript is not required by the arbitrator, but either
party desires a transcript, the requesting party shall bear the
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cost. If both parties desire a transcript, the costs shall be
shared equal ly.

C. Either party desiring a transcript of an arbitration
hearing nmust make that decision before the day of the hearing and
so notify the other party. |If one party fails to so notify, no

transcript will be provided to that party.

Section 7. The arbitrator shall have no power to add to or
subtract from disregard or nodify any of the terns of this
Agreenent; nor shall the arbitrator substitute his judgenent for
t hat of nmanagenment in deciding upon a proper penalty in

di sci plinary cases adjudi cated under this procedure. The
jurisdiction and authority of the arbitrator shall be confined to
the issue(s) pertinent to the grievance, the interpretations and
applications related thereto, consistent with the definition of
the grievance provided in Article 8, Section 5 of this Agreenent.

Section 8. The arbitrator shall be requested to render his
award wi thin 45 cal endar days after the conclusion of the hearing
or, if atranscript is used, within 45 cal endar days after
recei pt of the transcript. The award shall be mailed to the
parties by registered or certified mil.

Section 9. The arbitrator's award shall be binding on the
parties, however, either party nmay file an exception to the award
with the Federal Labor Relations Authority, under regul ations
prescri bed by the Authority.
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ARTI CLE 10
DI SCI PLI NE

Section 1. The Enployer and the Union agree that the maintenance
of discipline is essential to the satisfactory conduct of
Gover nnent busi ness.

Section 2. a. Oal counseling, warnings, or adnonishnents are
not consi dered disciplinary actions and cannot be grieved by the
enpl oyee. If future infractions occur that warrant discipline,
the above will not be a basis for the discipline, but nay be
cited as supporting that the enployee was clearly on notice of
expect ed behavi or.

b. Counsel i ng, warnings, |eave restrictions, or
adnoni shnments which are reduced to witing nust be shared with
t he enpl oyee before they can be relied upon by Managenent in any
subsequent disciplinary or adverse action against the enpl oyee.
The enpl oyee may respond in accordance with Article 6 Section 13
of this Agreenent.

C. Any witten notice of disciplinary action to an
enpl oyee shall include all rights and privil eges provided by | aw
and regul ation, which includes the right to representation, as
appropriate. |If an enployee believes that an investigation may

| ead to discipline, he has a right to request a Union
representative be present before any di scussion takes pl ace.

Section 3. A disciplinary action, for purposes of this Article,
is defined as a witten reprimand, or suspension of 14 days or

| ess. These actions may be grieved under the negoti ated

gri evance procedure.

Section 4. An adverse action for purposes of this Article, is
defined as a renoval, a suspension for nore than 14 days, a
reduction in grade, a reduction in pay, or furlough of 30 days or
| ess. These actions may be grieved or appealed in accordance
with Article 8 Section 3c of this Agreenent.

Section 5. A suspension of any length or adverse action requires
two separate witten notices to the enployee - (1) a proposal;
and (2) a decision. In addition to stating the specific reasons,
t he proposal notice nust also give the enployee his |egal rights,
including his right to representation and a reasonable tinme to
reply (not |ess than 5 workdays). The decision notice will give
the enpl oyee his legal rights, including the right to grieve or
appeal .

Section 6. The disallowance of an enpl oyee's choice of
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representative during the notice period nay be referred to the
Labor Relations Ofice. Such referrals nust be made within three
(3) work days follow ng recei pt of the deciding official's

di sal | owance.

Section 7. |If an Enployer issues a disciplinary action as
described in Section 3 above, or an adverse action as descri bed
in Section 4. above, or a within-grade increase denial, the
affected enpl oyee will be given an additional copy of the notice
whi ch may be used for representational purposes.

Section 8. If an enployee is the subject of a crimnal
investigation or crimnal proceeding and an adverse action is
taken agai nst himinvolving the sane facts as those which gave
rise to the crimnal investigation or proceeding, the enployee
can elect, in witing, to suspend his right to file a grievance
appeal i ng the adverse action (wth the exception of an indefinite
suspension) until the conpletion of the crimnal trial or other
di sposition of the crimnal matter, if the matter is resolved
prior to trial. The grievance nust be filed within fifteen (15)
wor kdays of the date of the conpletion of the crimnal trial or
ot her disposition of the crimnal nmatter.

Section 9. Upon witten request to the Chief, ACB, but not nore
than twi ce every 12 nonths, the Union wll be furnished a
statistical sunmary of any disciplinary and adverse actions which
af fected bargai ni ng unit enpl oyees.
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ARTI CLE 11
MERI T ASSI GNMVENT PROGRAM

Section 1. The parties recognize that the purpose of the Mrit
Assi gnnent Programis to assure selection fromanong the best
qualified candi dates available and to assure that all enpl oyees
receive fair and equitable consideration for advancenent. The
parties agree that pronotions and related Merit Assignnent
Program acti ons concerning bargaining unit positions shall be
governed by the procedures of the Merit Assignnent Program as
described in the Departnent of Commerce (DOC) Merit Assignnent
Plan (MAP), dated March 8, 1989 and all anmendnents.

Section 2. It is the enployee's responsibility to assure that
application materials are conplete, accurate, and received in the
appropriate personnel office on or before the established cl osing
date. Only application materials received by the closing date

wi || be consi dered.

Section 3. a. Enployees will not make inquiry as to the status
of their application until 30 days after the vacancy announcenent
has cl osed.

b. Managenment will attenpt to notify all bargaining unit
enpl oyees who were on a Merit Program Certificate, but were not
sel ect ed.

Section 4. Upon specific request to the personnel office, any

enpl oyee will be afforded the opportunity to receive counseling
regardi ng those areas, if any, the enployee may need to inprove
in order to increase the chances of future selection for

vacanci es.

Section 5. Wen pronotion panels are established in accordance
with the MAP for the purpose of ranking candi dates for vacant
bargai ning unit positions wthin the Branch, Managenent may
request the Union to provide a |ist of names to be considered to
serve as a technical nenber on the panel. None of the enpl oyees
on the list nmay be a candidate for the vacant position. As
needed, Managenent may select an individual fromthis |list or
jointly select fromany other source as appropriate, to
participate on the panel. The nature and extent of participation
as a technical nenber of the panel will be determ ned by
Managenent, based on the qualifications and ability of the
sel ectee to serve the purposes of the panel w thout detracting
fromthe deliberative process necessary to fill the vacancy.

ARTI CLE 12

REDUCTI ON- | N- FORCE
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The parties recogni ze the benefit of working cooperatively to
pronote conservation and efficiency in order to preclude
potential R F situations and agree to work together to that end
as much as possible by | aw

Section 1. The Enployer agrees to notify the Union as far in
advance of the specific notice to enployees as practicable, and
as soon as the release of information is perm ssible after
deci si ons have been made, on actions which will result in a
reduction-in-force (RIF), transfer of function, or reorgani zation
whi ch woul d adversely affect bargaining unit enployees. The
notification will include:

a. The reason for the action to be taken;

b. The approxi mate nunber, types and | evel s of bargaining
unit positions which may be affected; and

C. The anticipated effective date that action will be
t aken.

Section 2. a. Upon witten request, the Enployer agrees to
provide the Union with information, such as current and official
organi zation charts, and functional statenents (if available), in
accordance with appropriate |law and regul ati ons.

b. Every effort will be nmade by Managenent to ensure that
all enployee files contain the nost current rating of record
possible in order to establish retention standing. The Union
wll be notified if individual or groups of enployees are m ssing
their current rating of record.

Section 3. The Enployer agrees to provide the Union with an
opportunity to discuss the nethods, procedures, and criteria to
be used in effectuating a RIF. The parties recogni ze, however,
that a RIF will be carried out in strict conpliance with
applicable laws and regulations in effect at the time the RIF is
conduct ed.

Section 4. a. Bargaining unit enployees affected by a R F have

the right to inspect RIF records that pertain to their individual

actions, insofar as it is perm ssible under the provisions of |aw
and regulations. 1In review ng these records, the enpl oyee may,

if he chooses, be assisted by a Union representative.

b. Enpl oyees and/or their designated representative wll
be permtted to review the retention register (as described in 5
C.F.R Part 351) so that the enployee may consi der how t he
conpetitive | evel was constructed and how the rel ative standing
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of the enpl oyee was determned. This includes the right to
review the conplete retention registers for other positions that
could affect the conposition of the enployee's conpetitive |evel,
and the determ nation of the enployee' s assignnment rights.

Section 5. In a transfer of function, the Enployer will consult
with the Union when a decision to relocate the unit or any of its
conponent parts has been nade. The Enpl oyer agrees to attenpt to
assi st enpl oyees who decide not to follow the transfer of
function through reassignnment, or by other appropriate neans to
avoi d separation, except in those cases where the transfer is

Wi thin the conmuting area.

Section 6. After any RIF or reorgani zati on has been in effect
for a mninmum 90 day period, the Enployer agrees to give
consideration to a bargaining unit enployee's request for
reassi gnment to a position for which he has been determ ned
qualified by the Personnel Division if he is dissatisfied with
hi s new assi gnnent.

Section 7. During the termof the contract, all RIFs wll be
conducted in accordance with this contract and the 5 C.F. R Part
351. Nothing will waive the right of the Union to negotiate on
the inmpact or inplenentation of any RIF.
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ARTI CLE 13
CONTRACTI NG aUT

Section 1. a. The Enpl oyer acknow edges its responsibility to
adhere to | aw and appl i cabl e governnent-w de regul ati ons
regardi ng the use of experts and consultants.

b. The Union will be notified if an expert or consultant
is assigned to a position in the bargaining unit.

Section 2. a. The Enpl oyer agrees to provide, as early as
possi bl e, advance notice of any proposed decision to contract
work currently performed by enpl oyees of the bargaining unit or
wor k that woul d i nmpact those enpl oyees when the proposed deci sion
wi || displace or adversely affect such enpl oyees. Consultation
wi |l take place prior to a final decision in accordance with the
provisions of Article 3 of this Agreenent.

b. The Parties recogni ze that certain decisions and
ti meframes are beyond the control of ACB nanagenent.

C. Once a decision has been made to contract out, the
Union will be notified and given its rights in accordance with

Article 3 of this Agreenent.

Section 3. Wen positions of bargaining unit enpl oyees are
adversely affected by a decision to contract out work, the
Enmpl oyer will attenpt to mnimze the inpact of reduction-in-
force actions.
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ARTI CLE 14
TRAI NI NG AND CAREER DEVELOPMENT

Section 1. In an attenpt to develop and maintain a highly
skilled and representative workforce, the Enployer and the Union
recogni ze that training and devel opnment of enployees is essenti al
to efficient operations. Reconmendations and sel ections for
formal training wll be made w thout regard to race, color,
religion, sex, age, national origin or handicap. Consistent with
the Agency's m ssion and budgetary constraints Managenent wl|:

a. support enpl oyees in enhancing their current job
skills;
b. retrain enpl oyees and restructure/redesign positions

wher e j obs have been inpacted by the introduction of new
technol ogy into the workpl ace;

C. provi de opportunities for upward and | ateral career
mobility within the Agency, when possible.

Section 2. The choice of subject matter, areas for training,

sel ection of enployees, and assignnent of training priorities is
a function of the Enployer. Based on need as determ ned by the

Enpl oyer, formal and informal training will be made available to
all enployees on a fair and equitable basis. Training wll not

interfere with operational requirenents as determ ned by the

Enmpl oyer.

Section 3. The Enployer and the Union wll enphasize to

enpl oyees in the unit the need for self-devel opnent and self-
initiated training to increase their efficiency and enhance their
career potential. Enployees interested in career devel opnent are
encouraged to discuss their interest utilizing any or al
avai |l abl e resources, including their inmediate supervisor and
personnel office. Current listings, brochures, and announcenents
of job-related training courses, as well as available
correspondence courses and after-duty-hours educational courses
wi |l be provided to bargaining unit enployees, upon request, to
assist themin their self-devel opnment plans. Enployees who

acqui re new or enhanced skills through training received outside
Gover nnment channel s are encouraged to provide docunentation of
such training to the personnel office for inclusion in the

enpl oyee' s personnel folder, subject to OPMrul es.

Section 4. It is recognized that certain training is essenti al
for the performance of duties and, in sone instances, for
certification to performduties. Enployees who refuse such
trai ning assignnents during normal work hours as determ ned by
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t he Enpl oyer shall be subject to disciplinary action.

Section 5. Enployees have the right to request a transfer,
reassi gnment or detail for career devel opment purposes, however,

the Enpl oyer retains the right to determne if such requests can
be grant ed.

Section 6. Enployees may be authorized to attend neetings or
sem nars of professional or technical societies on official tine,
subj ect to appropriate nanagenent approval .
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ARTI CLE 15
EMPLOYEE ASSI STANCE PROGRAM

Section 1. The Enployer and the Uni on encourage and support
enpl oyee utilization of the Enpl oyee Assistance Program ( EAP)
whi ch offers help to enpl oyees who have personal problens,

i ncl udi ng al cohol or other drug abuse, nental, enotional, or

ot her personal problenms which may interfere with the enpl oyee's
satisfactory and safe performance of duties, reduce the

enpl oyee' s dependability or reflect discredit on the

or gani zati on.

Section 2. The Enpl oyee Assistance Programis intended to
identify what problemis deterring the enployee's satisfactory

j ob performance and to offer the enpl oyee appropriate
confidential assistance in dealing with the problem Its goal is
to restore enpl oyees to acceptable job perfornmance.

Section 3. Enployees who utilize avail able counselling services
wll be granted official tine or |eave, as appropriate, to
participate in the EAP. Enpl oyees who decide to accept a
prescribed program of treatnment for alcoholism drug, or other

heal t h probl em which will require extended absence from work may
be granted sick or annual |eave, or |acking these, |eave w thout
pay at their request, on the sane basis as any other illness when

absence fromwork i s necessary.

Section 4. No enployee will have his job security or pronotion
opportunities jeopardi zed by a request for assistance from EAP.
Exceptions may be nmade for retention or consideration for
critical sensitive positions or those who jeopardi ze the safety
of others. Participation in some aspect of the EAP programw ||
not jeopardi ze an enployee's right to disability benefits in
accordance with appropriate laws and regul ations. A request for
assi stance, however, shall not be construed to prohibit the

di smi ssal from enpl oynent or the disciplining of an enpl oyee who
cannot or does not function satisfactorily in his enpl oynent
after an opportunity for assistance has been given and reasonabl e
time, to be determi ned on a case by case basis, for inprovenent
has been al | oned.

Section 5. The Union will be notified of any EAP Trai ning
of fered to enpl oyees.
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ARTI CLE 16
EQUAL EMPLOYMENT OPPORTUNI TY

Section 1. The Union agrees to cooperate with the Enployer in
provi di ng equal opportunity for all persons in every aspect of
enpl oynent without regard to race, color, religion, sex, age,
national origin, nmental or physical handicap, and to pronote ful
realization of equal enploynent opportunity through a continuing
affirmati ve action program

Section 2. Once a potential EEO conmplaint is brought to a
supervisor's attention, the supervisor nust investigate the
matter and take corrective action as appropriate.

Section 3. An enployee may raise a conplaint of discrimnation

t hrough NOAA' s EEO adm ni strative conpl aint process or through

t he negotiated grievance procedure, but not both. An enployee
shall be deened to have exercised this option when the matter
that gave rise to the allegation of discrimnation is nade the
subject of atinely filed grievance or a formal EEO conpl ai nt,
whi chever event occurs first. Consultation with an EEO counsel or
pursuant to 29 C.F.R 613.213 does not constitute filing a fornal
EEO conpl ai nt .

Section 4. Wen Managenent is notified of EEO training offered
at the NOAA level (that is not strictly a supervisory course),

Managenment will notify the Union of its availability if NOAA has
not distributed a notice to all enpl oyees.

ARTI CLE 17
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HEALTH AND SAFETY

Section 1. The Enpl oyer recogni zes its responsibility to provide
and mai ntain, places and conditions of enploynent that are free
fromrecogni zed hazards that cause or are likely to cause death
or physical harm (as determ ned by appropriate authorities) and
to protect its property fromdamage. Consistent with this
policy, the Enployer is commtted to provide its enployees with a
work environnent free fromhealth risks or take the necessary
precautions to protect themfrom such risks associated with
exposure to chem cal, physical and biological agents. To this
end, the Enployer agrees to conply with applicable policies and
procedures of the Departnent of Conmerce issued pursuant to the
Qccupational Safety and Health Adm nistration and Executive O der
12196. The Union will cooperate with the Enployer's efforts to
provi de and mai ntain safe working conditions and will encourage
all enployees to work in a safe manner. It is further recognized
t hat enpl oyees have prinmary responsibility for their own safety
and an obligation to know and observe safety rules and practices
as a neasure of protection for thenselves and others. The

Enmpl oyer will welconme at any tinme suggestions fromthe Union and
enpl oyees which offer practical and econom cally feasible ways of
i nproving safety conditions.

Section 2. The parties encourage unit enployees to be alert to
unsafe or unheal thful conditions at the worksite. Wen such a
condition is observed, enployees should pronptly informthe
supervisor in charge. Wen the matter cannot be resolved at this
| evel , enpl oyees may contact higher |evels of Mnagenent,
including the Chief, ACB or the NOAA Safety Oficer. The

Enpl oyer agrees to investigate such reports, at the ACB |evel,
within twenty-four (24) hours for inmnent danger, three workdays
for potentially serious conditions, and twenty (20) workdays for
ot her conditions. The Local 2703 President or appointed
representative has the right to acconpany Managenent on any

i nspection conducted by an outside authority pursuant to such
reports. \When necessary the Enployer will initiate pronpt
corrective action as required. Should imediate corrective
action not be possible, the Enployer wll notify the affected
enpl oyees of plans for corrective action with a summary of
interimsteps and general tineframe to protect all enpl oyees
exposed. The enpl oyee, or group of enployees, nay be acconpani ed
by a Union representative while presenting a safety or health
probl emto Managenent. No enployee will be subject to restraint,
interference, coercion, or reprisal for filing a report of unsafe
or unheal t hful working conditions or otherw se participating in
the safety and health programas set forth in this Article.

Section 3. The Enployer agrees to post in prom nent |ocations
i nformation regarding the reporting procedures for allegations of
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unsafe or unheal t hful working conditions, including the nane and
t el ephone nunber of the NOAA Safety O ficer.

Section 4. The Enployer will avoid assigning jobs to enpl oyees
outside their normal responsibilities which may present a clear
and present danger to their health or safety.

Section 5. An enployee who becones ill or sustains a job-rel ated
injury will be pronptly referred to the Health Unit for treatnent
and counselling. The enployee will be infornmed of his benefits,

rights and the procedures to file the appropriate claim The
enpl oyee is required to give his supervisor witten notice of an
injury within the required tine periods. The enployee and/or the
supervi sor may seek any necessary assistance fromthe Personnel

O fice. The Enployer agrees to post in prom nent |ocations

i nformation regardi ng the procedures for enployees to report a
job-related illness or injury.

Section 6. The Enployer agrees that it will provide appropriate
Safety training for enployees responsible for or designated to
operate any machinery or evacuation devices before their use.

Section 7. The Enployer agrees to maintain devel oped procedures
that assure all handi capped enpl oyees are provi ded appropriate
assistance to evacuate the building in case of an energency.

Section 8. a. The Enployer wll conformto applicable General
Servi ces Adm nistration (GSA) regul ations for SSMC-4.

b. The Enpl oyer will make every reasonable effort to
i nsure that photocopy equipnent is |located in properly ventil ated
areas and that its operation does not endanger the health of
bar gai ni ng unit enpl oyees.

C. Upon establishnment of standards for acceptable
radi ati on em ssions of Video Display Term nals (VDTs), Managenent
w Il ensure that standards are net and that equi pnment not neeting
t hese standards is not used. Managenment will consider nedically
docunent ed accommodati on requests presented by pregnant wonen in
regard to use of VDITs.

Section 9. The Enployer will provide required protective gear
and/ or equipnent (i.e. gloves, fans, etc.) as directed by the
NOAA Safety O ficer to all enpl oyees who use dangerous chem cal s.
Proper ventilation will be naintained in the area where the

chemi cal s are used.

Section 10. The parties support and encourage all enployees to
quit snoking. In this regard, the Enployer nmay sponsor and/or
provi de appropriate tinme and, within budgetary constraints, bear
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the cost (or a portion of the cost) of enployee participation in
gover nment snoking cessation prograns. Participation in a
snoki ng cessation programis voluntary. For those enpl oyees who
do snoke, it will be permtted in designated areas only.
Receptacles wll be provided by Managenent and the enpl oyee is
responsi bl e for keeping the area clean of debris.

Section 11. ACB Managenent supports union participation in a
NOAA Level "unbrella"” conmmttee fornmed to address air quality and

ot her issues inpacting the working conditions of bargaining unit
enpl oyees.

ARTI CLE 18
LEAVE

Al'l requests for | eave nust be docunented on an SF-71,

Application for Leave. Annual and sick |eave may be used in 30
m nute increnents.

Section 1. a. Enployees are entitled to accrue annual |eave for
vacation periods of rest and recreation as well as tinme off for
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personal and energency purposes. The granting and scheduling of
said | eave is based on the needs of the Branch in acconplishing
its mssion and therefore is subject to the prior approval of the
supervisor. Every effort will be nade to accommbdate an

enpl oyee' s request for annual |eave.

b. Enpl oyees will submt tentative annual |eave plans for
summer vacation periods no later than March 1 of each year and
for winter vacation periods no later than Cctober 1 to ensure
that the continuity of work can be maintained and to avoid
forfeiting unused | eave at the end of the |eave year. Once |eave
pl ans are definite, the enpl oyee nust submt a | eave request
i mredi ately. Requests for |eave of at |east one wor kweek nust be
submtted at |east 30 days in advance. Requests nmade within the
30 day timefrane may be granted if the work and office coverage
can be accommopdated. Requests will be considered on a first
cone/ first served basis. A copy of the |leave plans will be nade
avail able to the enpl oyee upon request.

C. An SF-71, Application for Leave, will be used for
requesting vacation |leave and for all cases where enpl oyees are
requesting | eave that would otherw se be forfeited. SF 71
approval of requested | eave does not guarantee that |eave will be
granted. The Enployer retains the right to deny or cancel
previ ously approved | eave when wor kl oad, m ssion or energency
circunstances require it. Annual |eave which is accrued beyond
240 hours will be lost at the end of the | eave year unless it is
used or restored. An enployee nmay only request restorati on when
forfeiture of |eave is caused by illness, admnistrative error,
or a business exigency.

d. When requesting unschedul ed or energency annual | eave,
the enpl oyee will personally notify his supervisor, or the next
hi gher | evel supervisor, on the day of absence, as soon as
possi ble but no later than 2 hours after the begi nning of the
enpl oyee's tour of duty, or no later than 9:30 A M whichever is
earlier. If neither supervisor is available, the enployee nust
| eave a nmessage with a tel ephone nunber where he can be reached,
if possible, or schedule a tine to call back that day. Failure
to do so may result in a charge of being absent w thout |eave
(AWOL) .

Section 2. a. The Union joins the Enployer in recognizing the

i nportance of sick |eave and will encourage enpl oyees to conserve
sick leave so it will be available to themin case of extended
illness or injury.

b. Sick | eave, if accrued, shall be granted to enpl oyees
when they are incapacitated for the performance of their duties
for reasons of illness, injury, or other reasons as provided by

t he Handbook of Leave Adm nistration. Enployees will submt
| eave requests for nedical, dental, and optical exam nations or
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treatnents with as nmuch advance notice as possible. Enpl oyees
are encouraged to schedul e such appoi ntnents after work hours or
on non-wor k days.

C. When requesting unschedul ed or energency sick | eave,
the enpl oyee will personally notify his supervisor or the next
hi gher | evel supervisor, on the day of absence, as soon as
possi bl e but not later than 2 hours after the beginning of the
enpl oyees's tour of duty, or not later than 9:30 A M, whichever
is earlier. A call fromsoneone other than the enpl oyee is
acceptable only if the enployee is physically unable to cal
personally. Failure to call within the time limts above may
result in a charge of being AWOL. It is the responsibility of
the enpl oyee to keep supervisors advised regarding a continuing
absence on sick | eave.

d. A period of absence on sick |eave in excess of three
(3) consecutive workdays nust ordinarily be supported by a
medi cal certificate. However, if the circunstances surroundi ng
t he enpl oyee's absence indicate that the services of a physician
were not avail able or required, the enployee's witten statenent
supporting the need for sick | eave use may be accepted in |ieu of
a nedical certificate. Wen an enployee's absences indicate a
possi bl e abuse of sick | eave, the subm ssion of a nedical
certificate may be required to support any | eave absence
regardl ess of its duration.

e. In cases of serious disability or ailnent, when the
exi gencies of the situation require, enployees nay be granted
advanced sick |eave, in addition to the sick |leave to their
credit, subject to the following Iimtations:

(1) Every application for advance sick | eave nust be
supported by a nedical certificate signed by a
physi cian or other practitioner;

(2) The total sick | eave advanced nmust be charged
agai nst sick | eave subsequently earned;

(3) An enployee may not be advanced sick | eave in
excess of 13 days during the probationary or trial
peri od;

(4) The anmount advanced to a full tinme enpl oyee who
has conpl eted a probationary or trial period in
t he Federal Governnent may not exceed 30 days.

Section 3. a. Enployees nmay request, as far in advance as

possi ble, particularly if the absence is to be prolonged, |eave
for periods of absence for certain famly and nedi cal reasons as
stated in the Fam |y and Medical Leave Act of 1993. A copy of
the FMLA will be maintained in each office.

b. Leave for parental and famly responsibilities consists
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of appropriate conbinations of annual |eave, sick |eave, or |eave
wi t hout pay. Sick and annual |eave may al so be advanced to

enpl oyees. Leave without pay may be requested and granted

wi t hout exhausting all other |eave categories. Leave for
adoption may be annual |eave or | eave w thout pay. Sick |eave
for this purpose is not appropriate. Enployees covered under the
FMLA are entitled to up to 12 workweeks of unpaid | eave during
any 12-nonth period. The Enployer agrees to adm nister all such
| eave requests equitably and reasonably, taking into
consideration both the needs of the enployees and the

or gani zati on.

C. The enpl oyer will assure continued enpl oynent for an
enpl oyee for whom extended | eave has been approved who w shes to
return to work, unless termnation is otherw se required by
expiration of appointnent, by reduction-in-force, for cause, or
for other reasons unrelated to the absence. The enployee will be
returned to the position fornmerly occupied, or to a position,

Wi thin the sane commuting area, of |ike seniority, status, and

pay.

d. An enpl oyee returning from FM.A | eave has al
entitlements as provided under the Fam |y and Medical Leave Act
of 1993.

Section 4. a. Supervisors should discuss concerns regarding
| eave usage with the enployee at the earliest opportunity.

b. Leave abuse nay be present when:

(1) proper procedures are not followed in
requesti ng | eave;

(2) the pattern of taking |eave is disruptive to
the m ssion of the office;

(3) ongoing |l eave patterns may indicate a m suse
of | eave;

C. When an enpl oyee's absences indicate an abuse of | eave,
the enpl oyee will be issued a Leave Restrictions Menorandum
citing the problemand the appropriate procedures which nust be
followed to obtain | eave. Leave restrictions will be in place
for no longer than six (6) nmonths. However, if the problem
persists, the leave restriction my be extended in increnents of
six (6) nmonths or |ess.

d. Enpl oyees wth nedical conditions are subject to the
sane | eave procedures as the other enployees. However, if an
enpl oyee's nedical condition affects his | eave usage, he is
encouraged to supply specific nedical docunmentation to his
supervi sor. Supervisors nust coordinate with the Labor Rel ations
and Enpl oynent Branch on any required reasonabl e accommobdati on.
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e. If an enployee with a nedical condition is placed on
| eave restriction, and he believes he is not being reasonably
accommodat ed, the enpl oyee nust neet with his supervisor and
di scuss this concern with the LREB. A |eave restriction cannot
be grieved, but if after these discussions an enpl oyee conti nues
to believe he is not being reasonably accommobdat ed, this issue
can be grieved under Article 8.

Section 5. An enployee donating blood at official, authorized,
non-profit blood banks, blood drives, or in enmergencies to

i ndi viduals, may be granted sufficient adm nistrative |eave to
donate blood up to four (4) hours on the sane day on which the
donation is nade and not nore than once in a cal endar nonth.

Section 6. A supervisor may permt an enpl oyee to work
conpensatory tinme off for the purpose of taking time off wthout
charge to | eave when religious beliefs require the enpl oyee to
abstain fromwork during certain periods of the workday or

wor kweek, to the extent that nodifications in wrk schedul es do
not interfere with the efficient acconplishnents of the Agency's
m ssion. The enpl oyee may work the conpensatory tine off either
three (3) pay periods before or after taking it. In either case,
t he enpl oyee nust establish a schedule with his or her supervisor
to work the conpensatory time off.

Section 7. For information on other types of |eave, refer to the
Handbook of Leave Administration or Title 5 USC.
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ARTI CLE 19
PERSONNEL RECORDS AND | NFORVATI ON

Section 1. The nmai ntenance, content, and release of information

froma unit enployee's Oficial Personnel Folder (OPF), which is

mai nt ai ned by the Personnel Division, shall be in accordance with
rules and regul ations of the Ofice of Personnel Managenent, and

t he Departnent of Commerce, and this Agreenent, specifically, but
not limted to Articles 6 and 10.

Section 2. A Unit enployee has the right to request and be
granted a reasonabl e anmount of tinme, with approval of the
supervisor, to review his OPF normally within 24 hours after
request to the Personnel Division. The request shall be
processed in accordance with Privacy Act procedures consistent
with rules and regul ations of the Ofice of Personnel Managenent
and the Departnent of Comrerce.

Section 3. a. Upon witten request to the Chief, ACB, but only
once every 12 nonths, the Union will be furnished a |ist
cont ai ning the nanes, positions and grades of enployees in the
bar gai ni ng unit.

b. Upon witten request to the Chief, ACB, but not nore
t han once every 3 nonths, the Union will be furnished a
statistical report of separations, and pronotions for enpl oyees
Wi thin the bargaining unit.

C. Upon request to the Chief, ACB, but not nore than once
every 3 nonths, the Union will be furnished a list of accessions
for the requested quarter.

Section 4. Mnagenent and the Union will consult wth respect to
the format of the information to be transmtted pursuant to
Section 3 of this Article. To the extent practicable, Managenent
will attenpt to transmt the informational reports in the fornmat
requested by the Local 2703.
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ARTI CLE 20
OFFI CE SPACE, EQUI PMENT, SERVI CES AND FACI LI TI ES

Section 1. The Enployer will provide, w thout cost to the Union,
an encl osed office (four walls, floor to ceiling) that can be
secured agai nst unauthorized entry, so as to keep al

confidential files secured and for use as necessary for
confidential representational activities. The Union shall be
responsi bl e for keeping the space in a neat, clean condition.

Section 2. a. The Enployer will provide the follow ng basic
office furniture for the Union: a desk/table, chairs,
typewiter, personal conmputer (PC), a supply cabinet, and
bulletin boards (2). |If possible, a personal conputer with
printer will be provided.

b. The Union shall be allowed to install a tel ephone and
answering machine in the office. The nonthly cost for this
t el ephone, excluding any long distance (toll) charges, will be
paid by the Enployer. Tine spent on the tel ephone in the
performance of representational activities is considered official
time; no official tinme will be granted for tel ephone use for
i nternal Union business activities. The Enployer agrees to
request that the appropriate managenent officials publish the
t el ephone nunber, office | ocation, and Union President's nane in
t he NOAA Service Tel ephone Directory.

C. Upon request to the Chief, ACB, or his designee, the
Uni on may have the use, on official tinme, of a copying nachine, a
fax machine, and PC with printer, for matters covered under this
Agreement, but not to include matters pertaining to internal
Uni on busi ness.

Section 3. Use of the interoffice mail systemw || be permtted
only for correspondence with Managenent and unit enpl oyees under
the ternms of this Agreenent.

Section 4. It is agreed, subject to advance request fromthe
Union, that the Enployer will provide information regarding the
avai lability of neeting space for the Union to conduct business
nmeeti ngs on nonduty tine.

Section 5. For the purpose of fostering effective and efficient
comuni cati ons between the parties, the Enployer will make every
effort to provide the Union with access to the el ectronic nai
system as the systemis inplenented, to handl e communi cati ons
bet ween the Union and the Labor Rel ati ons and Enpl oynent Branch.

Section 6. Governnent, Departnental and NOAA personnel
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regul ati ons mai ntai ned by the Adm nistrative Liaison Ofice (ALO
or in the NOAA Library in SSMZC3 will be available to the Union.
Materials of this nature that are not maintained by the ALO or in
the library will be nmade avail able to the Union upon request.
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ARTI CLE 21
M SCELLANEQUS PROVI SI ONS

Section 1. Bulletin Boards. a. The Enployer agrees to provide
reasonabl e space (not to exceed one quarter of the space if so
requested by the Union) on existing bulletin boards in the Unit
for the use of the Union.

b. Any material posted by the Union shall be signed by the
Union President. Wile prior approval of the Enployer is not
necessary, the Union is responsible for posted material in terns
of accuracy and adherence to ethical standards, and for assuring
that it does not violate any |law, or contain derogatory or
di sparaging material. The Enployer reserves the right to
postaudit this material and initiate appropriate action where the
privilege is abused.

C. The Union shall maintain all bulletin board space
allotted to themin good order and agrees that the maintenance
and posting of Union material shall be acconplished outside of
duty hours.

Section 2. Distribution of Agreenent. Copies of the Agreenent
shal |l be prepared and printing costs paid by the Enployer.
Sufficient copies will be provided to the Union for distribution
to current and new enpl oyees in the bargaining unit.

Section 3. Contributions. The parties agree not to coerce

enpl oyees to donate to charitabl e organi zations or to purchase
savi ng bonds. Actions which create the perception that enployees
do not have a free choice to give or not give are prohibited. No
enpl oyee will be adversely affected by his election in such
matters. However, this section shall not be so construed as to
prohi bit the Enployer from posting or circulating information
concerni ng such charitabl e organi zations, or from ot herw se
encour agi ng enpl oyees to consider contributing to worthwhile
charities or purchasing saving bonds.

Section 4. New Enployee Orientation. As part of the orientation
process, when a new enpl oyee reports to the Branch after

per sonnel processing, the Enployer agrees to allow the Union to
neet wth the new enpl oyee, up to 30 mnutes. The purpose is to
deliver a copy of the Agreenent and introduce the enpl oyee to the
Union. The Union agrees that it will make it clear that any
further contact with the Union is strictly voluntary.

Section 5. Conmittees. Wen ACB is solicited for enployee
nom nees to serve on commttees on matters affecting enpl oyee
wel fare (i.e daycare, cafeteria), Managenent w || request
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nom nees from the Union.

Section 6. Wllness/Fitness. Managenent and the Union agree
that the well-being of the enployees is a nutual interest of
fundanmental inportance. Therefore, both parties wll be
supportive of enployee's participation in NOAA/ NOS sponsored

Vel | ness/ Fitness prograns. Mnagenent agrees to distribute and
post notices of upcom ng prograns and/ or screenings on central
bull etin boards. The Union agrees to informnew enpl oyees of the
fitness center and health unit facilities.

Section 7. Part-tinme. Any full-time enployee wi shing to convert
to part-time nust submt a witten request, stating the reasons
why, to his inmediate supervisor. Managenent will make an effort
to accommodate the request. Counseling on benefits under part-
time enploynment may be obtained from Personnel. If a full-tine
enpl oyee is converted to part-tine, there is no guarantee the
enpl oyee will be converted back to full-time. However,
Managenment will make a good-faith effort to accommodate the

enpl oyee's request. If a full-time enployee is denied part-tine
enpl oynent, he will receive the reasons for denial in witing.

Section 8. Job Sharing. Job Sharing entails an arrangenent of
two or nore enployees sharing a full-tine job. Any reasonable
arrangenent, including overl apping schedul es, can be made if it
neets the needs of the job-sharers and supervisor. Enployees

W shing to job-share nust nake a witten request to Managenent,
i ncl udi ng requested work schedul es. Enpl oyees who are job-
sharing are considered part-tinme and nay consult Personnel about
benefits.

Section 9. Tenporary Enployees. The Union has the right to
consult with Managenent, in advance, concerning the proposed
hiring of a tenporary enployee to staff a bargaining unit
posi tion.

Section 10. Medical Docunentation. Wen there is reason to
believe that a health problem may be causing perfornance or
conduct problens of an enpl oyee, the enpl oyee nmay submt, or be
requested to submt nedical evidence docunenting the health
probl em affecting his performance or conduct and/or an
opportunity to voluntarily request reasonabl e accomobdati on or
initiate an application for disability retirement on his own
behal f. Wen the results of a nedical exam nation reveal that
t he enpl oyee cannot satisfactorily performhis regularly assigned
j ob, Managenent will consider reasonabl e accommodation for the
enpl oyee under the applicable regulations.

Section 11. Wthin-Grade Increases. An enployee is entitled to
receive a within-grade increase subject to conpletion of the
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appropriate waiting period and a determ nation that the

enpl oyee's work is of an acceptable | evel of conpetence. Such
determ nation will be nmade in accordance with 5 CFR 531
Subpart D.

Section 12. Enpl oyee Feedback. Enpl oyee feedback and
suggestions about how to inprove upon work efficiency and
productivity are wel coned. An enployee encountering a specific
problemw th a supervisor should first attenpt to resolve the
problemw th the supervisor. |If these efforts are unsuccessful,
t he enpl oyee may proceed up the supervisory chain or see a union
representative.

Section 13. Awards. The Parties agree that perfornance awards
w Il be adm nistered in accordance with 5 CFR 430, Subpart E, and
t he DAO 202-451. Oher incentive awards programnms currently in
ef fect at NOAA/ NOS, such as superior acconplishnent awards and

time-of f awards, will also be adm nistered in accordance with the
DAO 202-451. Enpl oyees neeting the criteria cited in the
regul ations will be eligible for awards and/or recognition on a

yearly basis.

ARTI CLE 22
DUES W THHCOLDI NG

Section 1. The Enployer will deduct Union dues fromthe biweekly
pay of those eligible enployees who are nenbers of the bargaining
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unit or who have applied for nenbership in the Union, when the
followi ng requirenents are net:

a. The enpl oyee nmust be a nmenber in good standing in the
Uni on or nust have applied for nenbership in the Union contingent
upon paynent of the first nmonth's dues by neans of voluntary
all ot nent as provi ded herein;

b. The enpl oyee's earnings nmust be sufficient to cover the
anount of dues after all other |egal and required deductions
are made; and

C. The enpl oyee nmust have voluntarily submtted through
the Union a conpleted Standard Form 1187 (SF 1187), Request and
Aut hori zation for Voluntary All ot nent of Cbnpensatlon for Paynent
of Enpl oyee Organization Dues, which will be supplied by the
Union, and forwarded to the QA LMRS

Section 2. The anmount of dues deducted each biweekly pay period
shall be the anpunt certified by the Union in section A of the SF
1187, beginning the first full pay period after receipt by the CA

LMRS. The anount withheld will not be changed unl ess the Union
certifies to the OA LMRS that the dues have been changed. The
Union will not change the anmpbunt of the allotnment nore frequently

t han once each 12 nonths.

Section 3. Allotnent for dues deduction may be term nated by an
enpl oyee t hrough subm ssion of a SF 1188 Cancel | ati on of Payr ol
Deducti ons For Labor Organi zation Dues, or a nenorandumto the QA
LMRS. After paynent of one full year, cancellation can be
instituted by submtting a SF 1188 to OA LMRS and w Il becone
effective the first full pay period after it is received.

Section 4. An enployee's voluntary allotnment of Union dues wll
be term nated by the Enpl oyer when any of the foll ow ng occur:

a. Loss of recognition by the Union;

b. Transfer of the enpl oyee authorizing dues deduction
outside the bargaining unit; or

C. Recei pt by the OA LMRS of witten notification fromthe
Uni on that an enpl oyee has ceased to be a nenber of the Union in
good st andi ng.

Section 5. After conpletion of each pay period, the follow ng
will be transmtted to the allottee designated by the Union:

a. The remttance for dues withheld will be sent to:
AFCGE, Local 2703

45



P.O Box 1212
Silver Spring, Maryland 20910

after each pay period. The check will be made out as follows:
AFGE, Local 2703.

b. Each remttance will be acconpanied by a |ist
cont ai ning the name of each nmenber from whose sal ary dues have
been wi thheld and the anmpbunt withheld for each person |isted.
Dupl i cate copies of revocations made and SF-1188's processed
under Section 3 will be sent to the Union by the OA LMRS

C. This service shall be provided w thout charge to the
Uni on.
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ARTI CLE 23
UNFAI R LABOR PRACTI CE CHARGES

Section 1. The Union and the Enpl oyer agree that neither party
will file an Unfair Labor Practice (ULP) charge under a 5 USC
7116 against the other party until the follow ng requirenents are
satisfied:

a. The charging party will first attenpt verbal discussion
and resolution with the other party.

b. I f verbal resolution is not acconplished, the charging
party will provide the other party witten notification of the
al | eged charge and a request for a neeting to resolve the issue.
The witten notice will contain a clear and conci se statenent of
the facts constituting the alleged ULP, to include where
applicable, the date, tine, place, and nature of the particular
act (s) conpl ained of, and the nanes of the individuals invol ved.
The notice shall also cite the applicable paragraph(s) of 5 USC
7116 violated. The notice shall be served on the Chief, ACB, or
t he President, AFGE Local 2703.

C. The parties will act pronptly and earnestly to resolve
the issue(s) through this informal process during a 30 cal endar
day period following the date of receipt of the notice. This
time may be extended by nutual agreenent.

d. This 30 day resolution period in subparagraph b. above
shall not act so as to preclude the charging party from neeting
the statutory tinme limts of the Federal Labor Relations
Aut hority (FLRA) for filing a charge.

Section 2. |If a settlenent is not achieved during this infornmal
process, a formal charge nay be filed with the FLRA. A copy of
the formal charge will be provided to the other party. Even
after a formal charge has been filed, attenpts to resolve the
charge at the local level will continue. Should the matter be
resolved to the nutual satisfaction of the parties subsequent to
the filing of a formal charge, the charging party shall wthdraw
the formal charge.
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ARTI CLE 24
DURATI ON AND TERMS OF AGREEMENT

Section 1. The effective date of this Agreenent shall be the
date it is approved by the head of the Departnent of Commerce, or
hi s designee; or the 31st day follow ng the date of execution of
this Agreenent if approval or disapproval has not occurred before
t hat day.

Section 2. This Agreenent shall remain in full force and effect
for three years fromthe effective date. Thereafter, this
Agreenent shall be automatically renewed for a one year period
unl ess either party gives witten notice to the other party not
earlier than 105 days or later than 60 days prior to the first
anni versary date or prior to each subsequent anniversary date of
its desire to renegotiate or termnate this Agreenent.

Section 3. Wien this Agreenent is automatically renewed, the
provi sions of the Agreenent which conflict with effective |aw,
Depart ment of Commrerce or National Oceanic and At nospheric

Adm ni stration regulations or policies, or regulations of
appropriate authorities outside the Departnent of Conmerce, shal
be null and void. |If either party wi shes to renegotiate, the
parties will first neet at a nutually agreed upon site and tine
to negotiate ground rules. The ground rules (dated Septenber 15,
1993) agreed upon for negotiation of this Agreenent may be used
as a guideline. Wen renegotiation occurs, this Agreenent shal
remain in full force and effect during negotiations, until a new
Agreenment or changes to the current Agreenent take effect. Upon
termnation of this Agreenment, all terns, conditions and
practices established by this Agreenment shall cease to exist or
be enforceabl e.

Section 4. This Agreenent, except for its duration period as
specified in Section 2 above, is subject to opening only as
fol | ows:

a. For anmendnent, after receipt by the Enpl oyer of any |aw,
executive order, or regulation of appropriate authority (i.e.
OPM DCC, NOAA, etc.) which affects any of the terns and
conditions of this Agreenent and/or which alters the

di scretionary authority of the Enployer with regard to any
matter dealt with in this Agreenent. The request for such
anendnent will include a summary of the proposed anendnent and
make reference to the appropriate |aw, order, or regul ati on upon
whi ch each anendnent request is based. The parties shall neet to
open negotiations on such matters within 30 cal endar days after
the Union receives the request. No changes shall be considered
except those bearing directly on and falling within the scope of
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such law, order or regulation, and the discretionary area which
t he sane del egates to the Enpl oyer

b. Anmendnent to this Agreenment will not serve to change the
effective date of this Agreenent or its duration. Any anendnent
shall require the approval of the Departnment of Comrerce as cited
in Section 1 above.

Section 5. New rules and regul ati ons whi ch change wor ki ng
conditions contained in this Agreenent will not be effective for
the bargaining unit (unless required by law) during the term of
this Agreenent wi thout the agreenent of both parties.

Section 6. Any changes to rules or regulations, with respect to
wor ki ng condi tions of bargaining unit enpl oyees, or anendnents to
this Agreenent which are negotiated and agreed to pursuant to
this Article or Article 3 will be duly executed by the parties in
a Menorandum of Understanding (MOU) and will become an integral
part of this Agreenent and subject to all the terns and
conditions of this Agreenent.

ARTI CLE 25
FLEXI BLE WORK PLAN
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Ref erences: This Article will be adm nistered according to:
Title 5 U S. Code, Chapter 61, Subchapter 2, and
5 CF.R 610 Subpart D.

Section 1: Pur pose. To establish internal Aeronautical Chart
Branch policy for the use of a Flexible Wrk Pl an.

Section 2: Definitions.

a. Core Tine. Core hours are those designated tinmes and
days during the biweekly pay period when an enpl oyee nust be
present for work. Core hours shall be five (5) hours a day.
Core hours will be 9:30 a.m wuntil 3:00 p.m, with the exception
of approved |unch period. Wth the supervisor’s approval, an
enpl oyee may use credit hours or |eave during core hours.

b. Credit Hours. Hours of work within the tour of duty
whi ch are in excess of an enployee’s basic work requirenent and
whi ch the enpl oyee elects to work so as to vary the length of a
wor kday or wor kweek.

C. Flexible Tine Band. That portion of the workday when
enpl oyees nmay choose their arrival and departure tines.
Sel ection of flexible time nust be with the coordination and
approval of the imedi ate supervisor. Flexible tine will be from
6:30 am — 9:30 aam and 3:00 ppm - 6:30 p.m (See exception
in Section 5g).

d. Lunch Period. A period of tinme during the workday when
an enployee is free fromthe performance of official duties. The
| unch period, (30 mnutes), may be schedul ed on a flexible basis
with the approval of the inmediate supervisor. Lunch time wll
start no earlier than 11:00 a.m and end no later than 2:00 p. m

e. Ext ended Lunch Period. The approved use of additional
non-duty tine, between the hours of 11:00 a.m and 2:00 p.m,
coupled with the normal lunch period, to enable an enpl oyee to be
absent fromthe office without charge to leave. To utilize an
extend lunch period, the enployee nust extend the schedul ed tour
of duty to provide for the additional non-duty time within the
desi gnat ed working hours of 6:30 a.m to 6:30 p.m, and be
present during core hours. For exanple, a full-time enpl oyee
whose schedule is 7:30 a.m to 4:00 p.m, with a 30 mnute |unch
period, requests and is granted an extended |unch period totaling
two hours. The enployee nmust extend the tour of duty to 5:30
p.m to conplete eight hours of duty.

f. Overtime Hours. Al hours in excess of 8 hours in a
day or 40 in a week which are officially ordered in advance in
t he basic/regul ar work week, or are ordered in excess of 80 hours
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per pay period under the Maxiflex schedule. Enployees are
entitled to overtine pay for overtime work in accordance with
appl i cabl e provisions of |aw

: Daily Attendance Log (Appendix). Serial sign in/sign
out sheets (Form CD 465), Appendix A, showi ng tinmes of arrival
and departure will be used to record and report attendance.

Under the serial sign in/sign out nethod, enployees sign their
nanme and record their exact time of arrival in order, one after
the other. Wen departing fromwork at the end of the enpl oyee’s
wor k day, enployees again sigh their nane and record their exact
time of departure in order, one after the other.

In addition to the serial sign in/sign out sheets,
i ndividual tinecards will be |ocated at enpl oyees’ desks and
mai nt ai ned daily by enpl oyees. For each pay period, enployees
W ll submt timecards to their supervisors for certification

For each day, total tine will be rounded up or down to the
nearest 30 mnutes. It is not necessary to docunent the nornmal
| unch period, i.e., the regularly scheduled 30 m nutes, as part

of the enployee’ s tour of duty/schedule.

The Log is to be used by supervisors for certification of
the tine and attendance, and will be filed by tinekeepers with
the Time and Attendance Reports, as a separate file, each pay
period as supporting docunentati on.

Section 3. Maxiflex.

a. Maxiflex is a flexible schedul e which contains core
ti me bands schedul ed on no | ess than 4 workdays in the work week
Wi th scheduled arrival times that may vary fromday to day and in
which a full-tinme enpl oyee has a basic work requirenent of 80
hours for the biweekly pay period.

b. Bi - Weekl y Maxifl ex schedul es nust be set and submtted
to the supervisor for approval no |l ess than two pay periods in
advance. The supervisor nmay nodify schedul es to ensure office
coverage and to neet work requirenents. Any variance to an
approved schedul e shoul d be infrequent and approval w Il be at
the discretion of the supervisor based on office requirenents and
enpl oyee wor Kkl oad.

C. Enpl oyees may earn credit hours within the limts of
their schedules. No enployee nay work nore than 10 hours in one
day in any conbination of regular tinme, flex tinme or credit hours
(excl udi ng overtine).

d. When enpl oyees use the Maxiflex Schedule to work fewer
than 5 days a week or 10 days in a biweekly pay period, they can
request a preferred day off. The supervisor nust take into
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account all requests and approve them based on program

requi renents and office coverage. Preferred days off are subject
to rotation on a two pay period basis so that all enpl oyees have
an equitable opportunity to choose a preferred day off. Highly
request ed days may not be avail abl e both weeks of a pay period.

e. When a designated holiday falls on an enpl oyee’s
regul arly schedul ed non-work day, the supervisor will schedul e an
“in lieu of” holiday. Enployees are entitled to only 8 hours of
pay for holidays. Enployees nust be aware that if the holiday
falls on a day scheduled for nore than 8 hours of work, they nust
either reschedule their tinme or account for the additional tine
by using annual |eave or credit hours.

f. Enpl oyees working after 6:00 P.M are not entitled to
ni ght pay because their tour of duty includes 8 or nore hours
avai l able for work prior to 6:00 P.M

Section 4. Requl ar Tine.

a. Nor mal busi ness hours of 8:00 a.m to 4:30 p.m during
whi ch the Branch nust have adequate staff coverage to conduct
busi ness operations with other agencies or the public.

b. An enpl oyee who selects not to participate in Maxiflex
must work the normal busi ness hours, and cannot earn credit
hour s.

Section 5. Credit Hours

a. Supervi sors must approve an enpl oyee’s request to work
credit hours to be applied to another workday, workweek, or
bi weekly pay period, subject to the following |imtations:

(1) An enployee may work a maxi mum of 2 credit hours
per day;

(2) The maxi mum nunber of credit hours an enpl oyee
may carry fromone pay period to a subsequent pay
period is 24.

b. Credit hours are considered part of the basic work
requi renent (non-overtinme work) in the biweekly pay period to
which they are applied. An enployee is entitled to his basic
rate of pay for such credit hours.

C. An enpl oyee will not be paid for unused credit hours in
a bi-weekly pay period which are in excess of the maxi num
carryover of 24 credit hours. Any such unused credit hours wll
be forfeited.
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d. Credit hours shall not be used by an enpl oyee to
increase his entitlenent to overtinme pay.

e. For part-tine enpl oyees, credit hours accunulation is
limted on a pro-rated basis. For carry-over purposes, a part-
time enpl oyee may carry-over credit hours from one biweekly pay
period to a subsequent biweekly pay period, an anount equal to
one-fourth of his basic biweekly work requirenent.

f. Credit hours may be earned and used in 30-nminute
increments. Enpl oyees nust request and obtain supervisory
approval for use of credit time in advance.

g. Enpl oyees wi shing to earn credit hours may begi n work
at 6:00 a.m wth advanced supervi sory approval.

Section 6. Annual and Sick Leave

a. The Maxiflex concept in no way effects the enpl oyee’s
right to earn annual or sick |eave. Supervisors retain the
authority to approve or deny requests to take |eave.

b. Time off during the enpl oyee’s basic work requirenent
nmust be charged to the appropriate | eave category. However, an
enpl oyee may use credit hours in lieu of sick | eave or annual
| eave.

Section 7. Responsibilities.

a. Subj ect to the coverage needs of the office, enployees
may choose, outside core tine, their owm work schedule. Wen
coverage requirenents are established, all enpl oyees are obliged
to nmeet coverage requirenents. The determ nation of who wll
wor k which particular hours to ensure coverage is within the
authority of the imredi ate supervisor. Were practicabl e,
personal preferences will be honored in scheduling coverage.
Where personal preference conflicts with the equitable sharing of
t he burden of coverage, personal preference shall give way. The
opportunity of each enployee to maxim ze his flexible work hours
shall be consistent with the coverage of legitinmte work unit
functions. The official work day for office coverage shall be an
8% day, Mbnday through Fri day.

b. The goal of Maxiflex is to permt the maxi num degree of
personal flexibility consistent with the acconplishnment of the
m ssion of the Branch. Enployees nust conply with requirenents
for time accounting, obtaining prior supervisory approval of work
schedul es, and any other requirenents of their unit. Individual
abuses of these privileges may result in the cancell ation of
Maxi fl ex for those enpl oyees abusing the system
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C. Enpl oyees who elect not to participate in Maxiflex are
expected to work regular tine, e.g., 800 am to 4:30 ppm wth
a 30-mnute lunch period to begin no earlier than 11:00 a.m and
end no later than 2: 00 p. m

d. Enmpl oyees will be required to account for their
schedul ed tours of duty each workday in either a duty status or
approved | eave st atus.

Section 8. Procedures.

a. Prior to the beginning of the first pay period after
Maxi f| ex becones effective, the inmedi ate supervisor wll:

(1) Request in witing (attaching a copy of this
docunent) the following information fromthe
enpl oyees whom t hey supervi se;

(a) A declaration fromeach enployee as to their
participation or non-participation in
Maxi f | ex;

(b) If participating, a statenment of their
initial bi-weekly schedule with arrival/
departure tines including their preferred
day off (if applicable) and the |unch
peri od;

(c) A certification by signature of the proposed
schedul e.

(2) Review the proposed schedul es, considering
overall work requirenments and coverage of the
of fice during business hours.

(3) Advise enployees of approval of their proposed
schedul es. \Wen conflicts exist, e.g., al
enpl oyees request schedul es begi nning at 7:00
a.m, discussions will be held with affected
enpl oyees to nutually adjust schedules to assure
m ssi on acconplishnent and office coverage. The
i mredi at e supervisor will make the final
determ nati on when agreenent cannot be reached
and advi se all enpl oyees.

b. When usi ng an approved extended | unch period, the
enpl oyee will record the beginning tinme and ending tinme of the
| unch period and any change to starting or quitting tinmes in the
REMARKS col umm of the CD- 465.
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C. Day to day variations of nore than one half hour from
t he approved schedul e shoul d be infrequent and are to be
coordi nated 24 hours in advance with the i medi ate supervi sor.

d. Requests for |ong-termchanges to an approved schedul e
nmust be submtted in witing in advance to the i nmedi ate
supervi sor for approval. Requests for |ong-term changes can be

made no nore frequently than once a nonth.

e. When work requirenents arise which require the presence
of an enpl oyee during hours that are outside the approved
schedul e, the imedi ate supervisor will coordinate with the
af fected enployee to nutually revise the schedule. The
supervisor will specify the hours to be worked when the
enpl oyee’ s attendance is considered essential. Wen revising an
enpl oyee’ s schedul e, consideration nust be given to such matters
as conmuting by public transportation or in carpools with
enpl oyees from ot her organi zati ons, child care needs, and
schedul ed nedi cal appoi nt nents.

ARTI CLE 26
LABOR- MANAGEMENT RELATI ONS

Section 1. The parties recognize that the entrance into a fornal
col | ective bargaining agreenent is but one act |eading toward a
constructive | abor-Managenent rel ati onship. The success of a

| abor - managenent relationship is further assured if a structured
forumis established and used by the parties to conmunicate with
each other on matters of nutual concern or interest in the area
of conditions of enploynent.

Section 2. To pronote a constructive | abor-nmanagenent

rel ati onshi p, Managenent and the Union are commtted to
establ i shing and mai ntai ni ng nmeani ngful consul tation and
comuni cati on between the parties, including relations between
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the LMRC, and between the union steward and the supervisor of the
unit where he/she is steward, to the Branch’s Labor- Managenent
Rel ati ons Conm ttee.

The parties agree to continue efforts to discuss and resol ve

i ssues of concern at the | owest |evel possible. Union
representatives and managenent representatives are encouraged to
keep open lines of comunication and hol d peri odic discussions
regarding policies and problens in the organi zation. Such
nmeetings shall be on duty time, shall be brief, and shall cover
matters of concern between them and appropriate to their

rel ati onshi p.

Section 3. The parties agree to establish a structure for

meani ngf ul consul tati on and conmuni cati on at the Branch | evel.
Toward this end, Managenent and the Union shall each nanme two (2)
per manent nenbers to serve on the Branch’s Labor- Managenent

Rel ations Commttee. The Branch’s Labor-Managenent Rel ations
Commttee shall neet at |east quarterly, unless agreed to

ot herwi se. \Wen the conmttee wi shes to neet on a new policy
established at |evels above the Branch, a Committee
representative will contact the Labor and Enpl oyee Rel ati ons
Branch to secure an additional appropriate neeting participant,
if needed. Concerns with the performnce nanagenent system in
particul ar any changes, w |l be discussed by the LMRC, when
needed.

ARTI CLE 27
EMPLOYEE SPACE ALLOCATI ON

Section 1. Mnagenent and the Union recognize that the quality
of workspace has a significant inpact on the efficiency of ACB
operations. Wen Managenent plans to change space allocations
for entire units or larger groups, the Union will be consulted.
(Any rearrangenent of space within an Area will be done in
consideration of Sec. 2.) Such consultations should include,
where appropriate, such issues as the follow ng: size, design
and |l ocation of offices and work areas; access to w ndows; comon
use space (break roons, conference roons, etc.); ACB furniture,
etc.; location of commbn use equi pnent; and storage or file
space.

Section 2. Managenent agrees to elimnate, wherever practicable,
pl ainly inequitable workspace allocations anong enpl oyees. It is
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the intent of both parties to resolve conflicts over workspace

al l ocation at the | owest possible |evel. The supervisor shal
establish and nake known a consistent policy for allocating
wor kspace based on the overall efficiency of the office. 1In the

absence of such a policy, office seniority shall be the deciding
factor. O fice efficiency takes priority in consideration of
space arrangenent, however, enployee preference wll also be
consi der ed.

Section 3. The parties recognize that GSA or tenant restrictions
may inpose limtations on space options.

ARTI CLE 28
PERFORMANCE MANAGEMENT SYSTEM

Section 1. The Performance Managenent System (PMS) will be
adm ni stered in accordance with appropriate |aw and regul ati on
i ncl udi ng Appendi x C of Departnment Admi nistrative Order (DAO
202-430. Copies of this DAOw || be available in the Union

of fice.

Section 2. The identification of job elenents and the
establ i shment of performance standards are a nanagenent right.
However, enpl oyee input is encouraged. Mnagenent agrees to
formul ate the el enents and standards fairly, reasonably and
objectively. Although elenents and standards are non-grievabl e,
enpl oyees should attenpt to resolve matters of concern informally
with their supervisors. Under rare circunstances, the supervisor
may consider md-term adjustnments to the weights of elenents in

t he performance plan, upon the enployee’s request. Wen an
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enpl oyee appeals his rating of record, the applicability of the
standards and el enments nay be addressed as part of that appeal.

Section 3. The supervisor will offer the enployee an opportunity

for a pre-appraisal neeting, before witing the final

Appendi x A

appr ai sal .

I NSTRUCTIONS: Al | enpl oyees who are covered by an alternative work schedul e
program usi ng a sign-in/sign-out method of tine accounting nust sign this formand
note the tinme when reporting to and departing fromwork. Those who are on
programs with flexible |unch periods may al so be required by their program
guidelines to sign in and out for |unch.

The first covered enployee to arrive for the day should enter the date and sign in
or out on the next available line. |If the page is filled, date the next page and
use the first line. A proper entry consists of recording the tine, whether you
are arriving or departing, any pertinent remarks, and signing with at |east your
first initial and surnane.

FORM CD- 465 LF
COMMVERCE
(2-86)

U.S. DAPARTMENT OF

DAO 202-
610

ALTERNATI VE WORK SCHEDULE
ATTENDANCE LOG

ORGANI ZATI ON

DATE

CHECK ONE
TIME REMARKS

ARRI VE DEPART

S| GNATURE
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I N WTNESS WHERECF, the parties hereby enter into this Collective
Bar gai ni ng Agreenment on this 31% day of May, 1994.

FOR THE UNI ON: FOR THE EMPLOYER:
Virginia E. Mercer J. Austin Yeager
Pr esi dent Rear Adm ral, NOAA
Aneri can Federation of Director

Gover nnment Enpl oyees Coast And Ceodetic
Local 2703 Sur vey

NEGOT| ATI NG TEAMS

FOR THE UNI ON: FOR THE EMPLOYER:
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Virginia E. Mercer
Chi ef Negoti at or

Francis M DeZego Jr.

Ronal d Carberry

Robert G fford
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Carl G N xon
Chi ef Negoti at or

Donna L. Gal |l ant

Betty J. Bradley

Penney Bail e
Labor Rel ations
Speci al i st
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