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PREAMBLE
    This Agreement is made and entered into by and between  the  Defense Logistics Agency (DLA), hereinafter  referred  to  as  the  "Agency,"  and the DLA Council of American Federation of Government Employees (AFGE) AFL-CIO Locals, hereinafter referred  to  as  the  "DLA  Council"  (which shall include all employees in the bargaining units). The parties  agree that the provisions of  this  Agreement apply to the AFGE AFL-CIO  professional and nonprofessional consolidated units of DLA employees.

    The Agency and the DLA Council share the conviction that the public interest can best be served by a constructive labor-management  relations (LMR)  program  which  provides  for optimum participation of   employees, through a cooperative relationship with the  DLA  Council,  in the formulation and implementation of policies and practices which affect them.  Both parties are committed to the development of a program which achieves that objective.

SUPPLEMENTARY PREAMBLE

     In consideration of the mutual covenants herein set forth, the parties hereto intending to be bound by its terms hereby agree to locally supplement the Master Agreement between the Defense Logistics Agency and the DLA Council of AFGE Locals as follows:

A.  Articles in the Master Agreement which require a recognition of local conditions will be followed by a locally negotiated supplement article.  Supplemental Articles and Sections will be developed by Arabic numerals preceded by a capital letter S.

B.  In some cases, owing to the technical nature of the subject matter, Articles in the Master Agreement may of necessity be supplemented by a locally negotiated regulation as in the case of Merit Promotion, Upward Mobility, Discipline, Leave Administration, etc.  An annotation to that effort will immediately follow such Articles in the Master Agreement.

C.  Finally, some Articles in the Master Agreement simply do not require local supplementation.  A remark indicating that supplementation is not required will immediately follow all such Articles.

                              LOCAL SUPPLEMENT TO ARTICLE 1
SECTION S1.  The Employer recognizes Local 1148 of the American Federation of Government Employees as the exclusive representative, under the provision of PL 95-454, for all employees as described in Section 2.

SECTION S2.  This Agreement is applicable to the following units:

        A.  The DSCC unit is composed of all nonsupervisory employees of the Defense Supply Center, Columbus, including guards, but excluding employees holding temporary appointments limited to one year or less; employees occupying professional series positions; employees in the  classification of Equipment Specialist (Series GS-1670) and Quality Control Specialist (Series GS-1900) and employees engaged in personnel work in other than a purely clerical capacity.

        B.  The DSDC unit to which this Agreement is applicable is composed of all General Schedule employees of the DLA Systems Design Center, excluding management officials, supervisors, security guards and those employees engaged in personnel work in other than a purely clerical capacity.

SECTION S3.  The Union recognizes the responsibility of and agrees to represent fairly and equitably the interest of all employees within the unit with respect to grievances, personnel policies, practices, and procedures or other matters affecting their general working condition, without regard  to Union membership, sex, race, color, age, creed, marital status or national origin of the employee.

2.1

                          LOCAL SUPPLEMENT TO ARTICLE 2
SECTION S1.  The provisions of Article 2 of the Master Agreement apply equally and across the board to all supplemental agreements reached by DSCC, DSDC and the Union.

SECTION S2.
Those items in the new regulations that require mandatory action will  be implemented as soon as practical.  Those regulations that permit local supplementation will be negotiated with the union (where applicable) before a supplement is published.  While the supplement is being developed/negotiated, the provisions of the previous supplement (that do not conflict with the new DLAR) will continue as binding on the parties.

It is further agreed that for those regulations (i.e., Discipline, Hours of Duty, Absence and Leave) for which the Office of Civilian Personnel (OCP) is the office of primary interest, that the OCP:

    a.  Will upon receipt forward a copy to the Union;

    b.  Will notify the Union within 15 workdays of receipt whether or not the regulations are to be supplemented;

    c.  If the OCP elects not to supplement a DLAR, the union may within 15 workdays of said notice, request I and I bargaining.

If the regulations are to be supplemented, the OCP will make a good faith effort to have proposed changes to local regulations/supplements (prompted by new/revised higher level regulations) in final draft form ready for negotiation (if applicable) within 60 days after receipt of the regulation by the OCP.  After the negotiations have been completed and an agreement reached, the supplement/regulation will be published within 30 days after it has  been signed.  Prior to the end of the 60/30 day time frames, the union will be notified, in writing, if there will be a delay and how much additional time is needed.

SECTION S3.  The Union will have 15 workdays to review and respond to proposed changes to center regulations.

3.1

   LOCAL SUPPLEMENT TO ARTICLE 3

SECTION S1.  The employer agrees to recognize the Officers and Stewards of the Union.  In order that the Union may properly represent and have ready access to the employees, elected Officers, Stewards and Stewards-at-Large will be recognized and permitted to function as hereinafter provided.  It is agreed and understood that the total number of Stewards and Stewards-at-Large will be based on a general ratio of one for every one hundred (100) employees and that adjustments to the number of Stewards will be made whenever there is a change of at least one hundred (100) employees in the total employee population.  However, such changes will not be made more often than once every six (6) months.  The Employer will notify the Union whenever the employee population has increased or decreased as stated above, and the Union will adjust the number of Stewards and Stewards-at-Large accordingly.  It is known, understood and expected that the Officers and Stewards of AFGE Local 1148 may on occasion be called upon to represent employees in other activities where Local 1148 has the representational responsibility.  Activity reimbursement for time is required.

SECTION S2.  The Union will advise the Employer in writing and maintain on a current basis a list of duly appointed representatives and the organizational segments to which they are assigned.  Names of Stewards and assigned areas will be posted on Bulletin Boards.  The Steward assigned by the Union to service a designated organization or segment will normally be an employee of the segment represented.  Prior to discussion with an employee, the Union Officer or Steward will report to the employee’s immediate supervisor and state the purpose of his visit.  The supervisor will make the employee available for discussion as soon as possible.  Representatives of the agency will notify the Union before holding a meeting as defined in 5 USC 7114.  This affords the union the option to exercise their right to attend or not attend.  DSCC and DSDC will grant officers and stewards reasonable official time to visit elected representatives to promote union representation of bargaining unit members relevant to the working conditions of employees.  In accordance with the Defense Appropriations Bill, the use of official time is restricted in that it may not be granted to lobby Congress on proposed or pending legislation.  (MOU 98-1)

SECTION S3.  Union Officials and Stewards engaged in official authorized activities will be authorized reasonable time off without loss of pay  and benefits exclusive of overtime payment.  The Union agrees that its Officials and Stewards will hold to a minimum official time used in performing the activities authorized by applicable regulations and this Agreement.

The Employer agrees that a reasonable amount of time may be used for the following:

    1.  To consult with supervisors or management officials on matters of mutual concern to management and the union.

    2.  To perform representational functions on behalf of unit employees.

    3.  To draw up requests or recommendations in connection with consultations or meetings not involving grievances with supervisors or management officials.

6.1

SECTION S4.  Union Officers, Chief Stewards, and Stewards are granted permission up to one (1) hour for a monthly meeting for purposes of scheduled management presentations such as sick leave control, Merit Promotion Program, Safety, and general problems related to grievances, and appeals under Government systems, and other matters of mutual concern to the Employer and the Union.

SECTION S5.  In the interest of improved Labor Relations, each Directorate/Office will hold meetings on an as needed basis with the  Stewards and Officers of their Directorate/Office to discuss unresolved problems related to labor-management relations on the basis of an agenda prepared by the Union or the Directorate/Office.  When a record of matters discussed at a Directorate/Office level meeting with Union representatives is made in writing by either party, both parties will sign and receive a copy.

SECTION S6.  The Employer will give written notice to the Union President or designee prior to changing personnel policies, practices, or any conditions of employment which have been mutually acceptable to the parties but not specifically covered in the Agreement.  The notification will contain sufficient information to provide the union the opportunity to exercise its rights to bargain prior to implementation.

SECTION S7.  The Employer will provide the Union with accurate, current information on PLFA-level matters of interest to the Local which affects  PLFA personnel policies.

SECTION S8.  RIGHTS OF THE UNION
A.  The Employer shall not improperly restrain or interfere, coerce, or discriminate against the designated representatives of the Union in the responsible exercise of their right to serve as representatives for the  purpose of collective bargaining, handling of grievances and appeals, furthering effective labor-management relationships, or acting on behalf of an employee or group of employees within the bargaining unit.

B.  The Union further agrees that its representatives will consistently  strive to improve communications between employees and supervisors, promote true efficiency of the Center by eliminating inequities, and increase the morale of employees.  Such efforts will be focused on the goal of making the Center a better place to work.

C.  In the interest of promoting career development of the employees concerned, the Union agrees that new employees and employees promoted or reassigned into other positions will normally not actively serve as Stewards until they have completed the prescribed training period for their new position.

D.  The Employer agrees to notify the Union prior to placing Union Officers or Stewards on special assignments and/or details away from their normal working areas except for the circumstances stated in Article 29 of the Master Agreement.  The Employer agrees to give full consideration to the views of the Union and to make an effort to comply with the Union's desires in regard to such assignments and/or details whenever the circumstances of the situation will so permit.

6.2

E.  The Union shall be given the opportunity to be represented at formal meetings between the Employer and employees concerning grievances, personnel policies and practices, or other matters affecting general working conditions of employees in the unit.

F.  The union may request, in accordance with the law, copies of disciplinary files covering specific actions.  The files will be  sanitized before being furnished to the union.

G.  The Employer agrees to furnish the Union with current lists containing names, position titles, grades, and organizations of employees in the unit upon request.  Costs of preparing such lists will at the Union's expense.

H.  The Employer agrees to furnish the Union, on a monthly basis, with lists containing the names of new and separated employees of the unit by Directorate/Organization.  Additionally, the Employer will provide the Union a list of those employees who have elected to participate in the AFGE Health Insurance Plan.

I.  It is agreed that the Union will have an observer present at group orientation sessions held for new employees.

J.  Parking Arrangements.

    1.  The Union will be represented on the DSCC Parking Committee by the Union President or his/her designee.

    2.  In accordance with existing policy, the annual equitable allocation of Command assigned reserved parking spaces will provide the Union President with a reserved parking space in close proximity of his regularly scheduled  job assignment or the Union Office.

    3. The Union President will be provided with four (4) special parking permits to be utilized by Union personnel in the performance of authorized Union activities.  The Union President will personally exercise control over assignment of said permits and be responsible to the Commander, DSCC, that they are used for authorized Union activities.

4.  The Union may use an available command parking space when visiting DSDC in official LMR business.

K.  Union Representative on Committees and Boards 

    1.  It is agreed that the Union will have representation on each of the following committees and councils as indicated.  The Union members for these committees and councils will be mutually agreed upon between the Union President and the Commander:

        a.  Parking Committee - 1 member

        b.  Equal Employment Opportunity Committee - 1 member

        c.  Safety Committee - 2 members

        d.  Safety Council - 1 member

        e.  Restaurant Council - 1 member

6.3

    2.  If any employee-management committee is established which concerns itself with making recommendations on personnel policies and regulations or working conditions of employees, the Union will be afforded the opportunity for membership on such committee.

L.  Participation in Wage Surveys

    It is agreed that the Union will be notified by the Employer by the close of the next working day after the Employer has received official notice of any type of wage survey that involves employees in the unit.

M.  Any forms, surveys, questionnaires, etc., related to personnel policies, procedures or working conditions to be used to gather information from employees will not be used by the Employer prior to consultation with the Union.

SECTION S9.   Local disputes over interpretations of the Master Agreement will be forwarded to the DLA Council and DLA requesting resolution.  Either party may make the request or it may be done jointly.

SECTION S10.  The employer will establish the Bargaining Unit Status (BUS) code for each position in the PLFAs and advise the union before any changes are made.  The employer will notify the Union when a change is made from the bargaining unit.  If the union does not agree with the BUS of one or more positions it may challenge management's determination.  The union may file a Unit Clarification Petition for any unresolved issue.

SECTION S11.  The definition of "normally, usually, ordinarily" is an act that happens most of the time, except rare and unusual circumstances.

6.4

 LOCAL SUPPLEMENT TO ARTICLE 4
SECTION S1.  RIGHTS OF EMPLOYEES
A.  It is agreed and understood by the parties that any non-unit employee may join the Union.  Such employees, however, may not participate in management of the Union.

B.  Every employee has the right to file an appeal or grievance in accordance with their rights under statutes or the provisions of Article 36 of this Agreement.

C.  Employee rights concerning their personnel records are contained in Article 40 of the Agreement.

D.  The availability and eligibility requirements of various Health Benefit Plans will be explained to employees during orientation sessions and open season.

E.  In accordance with DOD Financial Management Regulation, 7000.14-R, an employee who fails to timely receive full regular biweekly pay will receive a special payment when the salary represents more than eight hours pay for full time employees and more than four hours pay for part-time employees.  Payment will be released by close of business the following workday after the civilian payroll office receives the documentation substantiating underpayment.  Other salary underpayment will be made on the first payroll prepared after the error is discovered.  (MOU 98-2)

F.  If employees are authorized to use their POV for TDY, the Government assumes liability while the vehicle is being used within the scope of their employment.  This is in accordance with current law (5 USC 171) and/or regulation.

G.  Random searches will be conducted in accordance with current laws and regulations.  Employees, if on-Center, have the right to be present during searches of lockers or desks.

SECTION S2.
A.  To the extent possible, management will assure privacy during an investigatory interview and of the confidentiality of investigative records.

B.  If an employee is to be served with a warrant or subpoena, it will be done in private and with confidentiality.

SECTION S3.  In the interest of safety and health for employees in data entry positions, the following applies:

    a.  Locate units in areas where proper lighting between 28 and 50 foot candles can be achieved or where appropriate adjustments can be made.

    b.  As funds are available, accessory equipment (i.e., glare shields, filter screens, file holders) will be furnished upon request of the primary user supervisory.
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    c. Adjustable chairs are available upon request.

    d. All units are placed on typing height desk/tables (26 1/2”).  Typing height may be adjusted by raising or lowering the chair.

    e.  Where feasible, noise enclosures will be made available.

    f. Voluntary vision screening is now available.  DLA prohibits free eye examinations or payment for prescription corrective lenses.  However, payment for anti-glare coating is authorized for an employee’s glasses if medically prescribed.

SECTION S4.  The union reserves the right to negotiate a child care plan within this contract period.  Negotiations will be limited to this subject and will begin at a time mutually agreed to by the parties.

SECTION S5.  Employees and supervisors should treat each other with dignity and respect in all aspects of personnel management and with proper regard for protection of their privacy and rights under law, regulation and this Agreement.

SECTION S6.  The Employer will endeavor to establish working conditions that will be conducive to enhancing and improving morale and efficiency.

SECTION S7.  When an employee requests representation he or she will not be advised to proceed without representation in accordance with the Article 4, Section 4 A of the Master Agreement.

SECTION S8.  The highest previous rate (HPR) rule will be applied to individuals who are reinstated to a position within the bargaining unit subject to the following conditions:

A.  Reinstatement is within three years after the separation from the employment upon which the HPR is based.

B.  A nexus must exist between the position the employee is being reinstated to and the position upon which the HPR is based.  Whether or not there is a nexus will be determined by the Civilian Personnel Office.

SECTION S9.  The Agency, when requesting medical documentation regarding an employee's ability to perform assigned duties, will provide to the employee in writing the reason for the request as well as the reason for any specific document requested.

SECTION S10.  If an individual performs other duties as assigned on a regular basis, it will be incorporated into the individual's position description (PD) or documented in the individual's Official Personnel File by the supervisor.

SECTION S11. - Investigations

Management will encourage investigators to provide notice to employees when an interview might lead to a disciplinary action of their administrative rights and their right to have a union representative present to assist the employee during the interview.

8.2

SECTION S12.  If an individual was due a paycheck but none was issued, then the individual will be issued a new check immediately.  If a paycheck was issued but not received by an individual, a recertified check will be cut and express mailed on the fourth working day following pay Friday.

8.3

LOCAL SUPPLEMENT TO ARTICLE 5               

SECTION S1.  MATTERS NOT INCLUDED IN THE AGREEMENT
A.  The Employer agrees to transmit to the President of the Local notice of any change in any HQ DLA directive or policy issuance relating to personnel practices, or matters affecting conditions of employment of bargaining unit employees which impact on them, which it proposes to make during the term of this Agreement, on matters not specifically covered in this Agreement.

B.  Upon receipt of a proposed change, the President of the Local may, within 15 calendar days, request negotiations concerning the proposed change.

C.  If the Local requests negotiations concerning the proposed change, it shall provide the Employer with its proposals within 10 additional calendar days.

D.  Within 10 calendar days of receiving the Local’s proposals, the Employer and the Local will confer, as necessary, to achieve an agreement.

E.  If at the end of 30 calendar days any proposals remain unresolved, the parties will jointly petition the Federal Service Impasses Panel to settle the issues under the final offer settlement procedures.

F.  The Employer shall not supplement or enforce any change except for non-discretionary changes prior to the completion of negotiations or, in the event of impasse, prior to a decision by the Federal Service Impasses Panel or other such appropriate authority as may be called upon to resolve differences.

G.  If a DLA regulation mandates any change in any matters affecting conditions of employment on issues not specifically covered by this Agreement, the procedures set forth in paragraph A through F and the concept established in Article 2, Section 2 of the Master Agreement shall apply.

SECTION S2.  MATTERS INCLUDED IN THE AGREEMENT
A.  If a future law mandates a change to this Agreement, the Employer will promptly notify the Local President in writing of the proposed specific change.  The Local shall, if it desires to negotiate any negotiable aspect of the change, notify the Employer in writing within 15 calendar days of receipt of the notification from the Employer.  Upon request from the President, the parties shall, within 30 calendar days initiate “face-to-face” negotiations.  The number of representatives participating in the negotiations shall be mutually agreed upon, but in no case shall exceed three (3) per side.

         10.1

LOCAL SUPPLEMENT TO ARTICLE 6
SECTION S1.  The Employer agrees to make available space approved by the Commander without charge for light, heat and water for use by the Union as an office subject to:

    1.  The general supervision of the Employer and such rules and regulations as may be prescribed.

    2.  No alterations, modifications or changes being made to such space without the approval of the Employer.

    3.  Approved alterations, modifications and changes made to such space will be at the expense of the Union.

    4.  The Union upon termination of its use and occupancy of such space will, if so directed by the Employer, remove at its expense the approved alterations, modifications and changes and restore such space to its original condition.

    5.  The Union, at its expense, will perform normal preventative maintenance and maintain such space in a clean and satisfactory condition at all times.

    6.  Space shall not be used for social or political purposes.

    7.  Space provided will be for the private use of the Union.  Keys will be provided only to Union Officials or their designees and protective forces for security purposes.

    8.  Evacuation of the premises within thirty (30) days from receipt of notice of evacuation from the Employer.

SECTION S2.  BULLETIN BOARDS
A.  The Employer agrees to permit the Union to use open space on Unofficial Bulletin Boards not to exceed three (3) feet by four (4) feet and to install at the Union's expense, bulletin board(s) where there is no Unofficial Bulletin Board available.  Installation of bulletin boards will be coordinated with the Center's Engineer.

B.  The Union agrees to use the bulletin space so provided only to post notices concerning Union meetings, recreational and social activities, Union elections and appointments, results of elections and the Union's Newsletter.

C.  The Union is responsible during non-working hours for posting and removing material on its portion of the bulletin boards.  The Union agrees to limit posting to the Union portion of the bulletin board.

D.  Any literature, bulletins, or notices distributed within the installation or posted on bulletin boards in the space provided by the Employer will not violate any law, the security of the activity, or contain scurrilous, inflammatory or libelous material.

11.1

SECTION S3.  (In Dispute at Master Agreement Level).

SECTION S4.  The Employer agrees that the Union may publish meeting announcements in the Unofficial section of the DSCC Bulletin.  Such announcements will be reviewed and approved by the Office of Civilian Personnel prior to publishing.

SECTION S5.  When an employee desires to discuss a matter of personal concern involving personnel policies, practices, procedures or working conditions in private with the Union, existing space suitable for a private discussion will be made available as near the worksite as possible and as soon as practicable.  Arrangements for such space will be conducted by the Union with the supervisor(s) concerned.

SECTION S6.  The Employer will attempt to make space available for the Union's use for the purpose of conducting meetings, Union business and Employer-approved affairs outside of regular working hours.  In the event permission has been granted and it is necessary to withdraw such permission, the Union will be notified as soon as practicable.

SECTION S7.  The Union may request announcements be made on the Public Address System subject to the approval of the Commander.

11.2

                      LOCAL SUPPLEMENT TO ARTICLE 7
It is mutually agreed that Article 7 of the Master Agreement does not require supplementation.

- 12 -

LOCAL SUPPLEMENT TO ARTICLE 8
SECTION S1.  The Union shall designate one (1) representative to serve on the officially established Equal Employment Opportunity Committee.

SECTION S2.  The Union and the Employer, through appropriately designated representatives, will advise each other of Equal Employment Opportunity problems of mutual concern which may arise and will jointly seek resolution of such problems.

- 15 -

        LOCAL SUPPLEMENT TO ARTICLE 9
Where possible, upward mobility programs will be established which allow clerical/wage grade employees to be accepted into bridge positions thereby enabling employees to move into the professional ranks.

  - 16 -

  LOCAL SUPPLEMENT TO ARTICLE 10
SECTION S1.  The Employer will plan and provide for training and development as required to accomplish the mission.  This may involve many different types of training, such as refresher training, technical training, training in new or shortage skills categories, and on-the-job and off-the-job training.

SECTION S2.  The Employer and the Union may consult on matters pertaining to formalized training or retraining of employees prior to implementation of a training program.  The Employer agrees to make every practical effort to minimize the needs and the affects of RIF or classification actions by, among other things, retaining employees whose positions are abolished by the introduction of new equipment and processes.

SECTION S3.  If an employee fails to perform satisfactorily after a reasonable time period in a position to which he has been assigned as the result of a retraining program, an honest effort will be made to locate another position at the same grade level to which he may be reassigned.

SECTION S4.  Formal career development programs will be established as needed, to provide progression from entry level to journeyman level.  Prior to implementation of such programs, the Union will be consulted.

SECTION S5.  Cross-training in job related career fields may be provided employees when management determines that such training is beneficial to the employee's performance in his present position, when workload permits, and when such training is economically feasible.

SECTION S6.  Employee training will be annotated on the Employee Record Card (SF 7B) and a copy filed in their Official Personnel Folder.

SECTION S7.  The Employer agrees to provide appropriate job related training to handicapped employees consistent with the limitations of their handicap.

SECTION S8.  All training will be offered without regard to race, religion, sex, age, national origin, or Union affiliation.

SECTION S9.  The Employer will identify career fields in which scarcities exist and, to the maximum extent practicable, identify training opportunities in these areas and counsel the employees regarding their pursuit of these opportunities.

SECTION S10.  Where non-job related career courses are available only during duty hours at any area institution, employees may request a special tour of duty to permit the employee to take the course(s).

18.1

SECTION S1l.  Where mission essential training, as determined by the Employer, is available only during duty hours at any area institution, employees who have been assigned such training by management will be carried in a pay status, without charge to leave, while attending classes.

SECTION S12.  Upon an employee's assignment in a new position, the supervisor will inform him/her of the purpose of an Individual Development Plan (IDP).  At the option of either the supervisor or the employee, an IDP will be developed that outlines the skill/knowledges required for performance in their new position, and will outline the employee's developmental opportunities necessary to increase their potential for career growth.  If an IDP is developed, it should be reviewed in conjunction with performance evaluation discussions.

18.2

LOCAL SUPPLEMENT TO ARTICLE 11
Each agency will develop a fair and equitable process for distribution of award dollars.  This process will be reviewed by the appropriate Labor Management Partnership Council and put into effect prior to each award cycle.

 - 19 -

     LOCAL SUPPLEMENT TO ARTICLE 12                     

SECTION S1.  The primary purpose of the job description is for classification and pay purpose.  It also serves as a tool for organizing work and for informing employees of their relationship to their supervisor, as well as the major duties they are expected to perform.

SECTION S2.  Each employee will be furnished a copy of his/her current job description.

SECTION S3.  The Union may make representation and present supporting evidence to the Employer regarding the adequacy or equity of position classification standards.  Any formal recommendations of this nature shall be submitted in writing.

SECTION S4.  Position classification standards, and other guides used for position classification, will be submitted to the Union upon request.

SECTION S5.  The Union President shall be notified in advance when a classification action is to be taken that changes an employee's pay or position.

SECTION S6.  The employee and the immediate supervisor shall jointly discuss the position description during the position classification survey as well as new requirements and or changes resulting from this survey.  New position descriptions will be provided to the Union President upon request as well as proposed or new position classification standards.

SECTION S7.  A promotion resulting from the upgrading of an employee's position due to the unplanned accretion of additional duties, etc., as stated in Article 13, Section 4A, of the Master Agreement, is an exception to competitive promotion procedures.

SECTION S8.  When a desk audit has been requested by the employee or Employer, the Employer agrees not to change the duties of the position in a capricious and unreasonable way for the purpose of circumventing the audit.

SECTION S9.  General Schedule (GS) employees are covered for hazardous duty pay in accordance with 5 C.F.R. 550.9, Subpart I.

21.1

LOCAL SUPPLEMENT TO ARTICLE 13 

SECTION S2. D.  Management may fill positions by means other than those contained in this agreement, including reinstatement, reassignment, change to lower grade, transfer at the same or lower grade, appointment from a DSCC or Office of Personnel Management (OPM) register, and appointment of Special Emphasis Program eligibles.

SECTION S4. D.  When using the option in paragraph D, the following conditions apply:

        1.  There must exist a vacant, properly classified position at the level to which the supervisor intends to promote the candidate.

        2.  The selecting supervisor must be the immediate supervisor of both the vacant position and the selectee.

SECTION S5. B.  Supervisors and Managers at all levels will:

            a.  Keep subordinates fully informed on the basic principles, policies and operations of the DLA Merit Promotion Program.

            b.  Anticipate personnel needs and initiate action in sufficient time for quality recruitment.

            c.  Serve on rating and interview panels, when required.

            d.  Upon employee's request, submit applications for vacancies announced during employee's absence in accordance with employee's instructions.

            e.  Objectively consider all referred candidates.

            f.  Provide written justification and reasons for selection as required in Section 13 of this Article.

            g.  Consider Affirmative Action Program goals when making a selection for a position in a series and grade in which underrepresentation exists.

SECTION S5. C. 7.  Review their Official Personnel Folders at least annually ensuring that their qualifications and training are properly documented. This includes assuring that experience which is beyond the bounds of the official position description(s) has been documented and verified by the immediate and next higher supervisor.

SECTION S6. A. 1.  Minimum areas of consideration are as specified in the Master Agreement, except:

            a.  DSCC, DSDC and Defense Distribution Depot Columbus will be in the first area of consideration.

            b.  Positions covered by specific career programs are governed by the requirements of those programs.
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            c.  When the minimum area of consideration is expanded, the Union will be given written notice to include the appropriate reasons.

SECTION S6. B.  The area of consideration stipulated in the JOA will be the only area from which applications will be accepted. If concurrent consideration of other sources is desired, such as reinstatement eligibles, these sources must be mentioned in the JOA.  Voluntary applications from persons outside the announced area of consideration will not be accepted.  Recovered disability annuitants and registrants in the OPM's Displaced Employee Program will be included in the area of consideration when appropriate.  Employees on active military duty or with a public international organization must receive automatic promotion consideration for vacancies for which they are qualified and within the areas of consideration as long as they have reemplovment rights.

Areas of consideration specified on the JOA will include career/career conditional employees, VRA and DAV eligibles and handicapped employees who are on indefinite excepted appointments because of their handicaps (Schedule A).  Applications of employees on Schedule A appointments will be ranked using the same criteria as for employees on competitive appointments. If an employee on an excepted appointment is selected for a position, the selection will be verified by the appropriate Program coordinator, and in the case of a Handicap Appointment the Safety and Health Office before final approval and then the position will be converted to the excepted service.

SECTION S7. B.  Certain considerations must be made before or during the merit promotion process and are as follows:

        1.  Mandatory Placement Actions ‑ If an individual in any of the categories below is available and qualified when a vacancy occurs, that individual must be given appropriate placement entitlement.

            a.  Persons with statutory, regulatory, or administrative reemployment or restoration rights.  These include employees returning from military service, employees returning from overseas assignments under the terms of a return agreement, or persons whose names appear on a reemployment priority list.

            b.  Placement actions required in connection with reduction-in-force.

            c.  Placement, reassignment, or promotion that is directed by OPM. the Merit Protection Board. or other authority to effect a corrective action resulting from an appeal, grievance, or EEO complaint decision, or to correct a violation of law or regulation.

            d.  Placement of Priority 1, 2, or Spousal Preference employees entitled to mandatory placement under provisions of the DOD Priority Placement Program.  Placement of Priority 3 employees would take precedence over appointments or transfers of non‑DLA employees.

            e.  Placement of qualified recovered disability annuitants and former employees receiving workers compensation.  
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        2.  Priority considerations for employees in other categories - ​Employees in the following categories are entitled to receive priority noncompetitive promotion consideration:

            a.  Employees for whom priority consideration is awarded as part of the disposition of an EEO complaint.  This consideration is for the next appropriate vacancy for which the employee is qualified regardless of the normal area of consideration within the PLFA where the individual is employed, and will take Precedence over other priority referrals.

            b.  Employees denied proper promotion consideration because of an error or promotion program violation.  This consideration is for the next appropriate vacancy for which the employee is qualified regardless of the normal area of consideration.  Normally, only one priority referral is granted for each past consideration that was wrongfully denied.  The conditions of referral are as follows:

                (1)  Employees will have their names and DSCC Form 1333's referred to the selecting supervisor before a promotion certificate or other listing is submitted.

                (2)  The selecting official is not required to interview or select employees referred under these provisions.

                (3)  Unless otherwise dictated by settlement agreement, declination of a valid job offer within the commuting area by these employees will result in termination of entitlement to priority consideration.

        3.  Priority consideration for employees receiving grade or pay retention ‑ Employees who have been demoted without personal cause, and not at their own request, are entitled to special noncompetitive repromotion consideration subject to the following conditions:

            a.  They must be within the area of consideration that would be used if the position was to be filled competitively.

            b.  They must be within the same geographical area as the vacancy, i.e., within the commuting distance.

            c.  They must be serviced by the DSCC Office of Civilian Personnel.

Before making selection under competitive promotion procedures, activities will provide priority consideration to their current employees who are receiving grade or pay retention because they were involuntarily placed in lower grade positions for reasons such as reduction-in-force, correction of classification errors, return from overseas, or declination of functional transfer.  If these employees are qualified and interested, priority consideration must be extended for positions at or below the grade from which demoted and in the pay group which covered the employee prior to placement in the lower grade Position.  Priority consideration will not extend to positions which offer known promotion potential to a grade above that from which demoted.  Priority consideration will cease when the employee is no longer entitled to receive grade or pay retention benefits.  Declination of an offer at an intervening grade will terminate the employee's
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entitlement to repromotion at that grade level, but the employee will

continue to receive priority consideration for higher grades up to and including that from which downgraded unless further declinations occur. Employees entitled to priority consideration will have their names and DSCC Form 1333 referred to the selecting supervisor before a promotion certificate or other listing is submitted.  The selecting official is not required to interview or select employees referred under these provisions.  No limit can be placed on the number of times an eligible employee can receive repromotion consideration.

SECTION S8. C.  The period of time a JOA will be open for receipt of applications will be governed by the area of consideration of each JOA. For JOAs whose area of consideration is “DSCC, DSDC and DDCO,” the announcement will be open for 10 calendar days, excluding holidays.  For JOAs where the area of consideration is DLA‑Wide or DOD‑Wide, the announcement will be open for 15 calendar days, excluding holidays.

SECTION S8. D.  One‑time JOAs will be used only for one‑of‑a‑kind positions or positions where repeated or frequent recruitment activity is not anticipated.  Promotion certificates resulting from these JOAs may be used to fill additional vacancies for a period of 6 months after the closing date, providing these additional positions are the same title, series, and grade and at the same duty location.

SECTION S8. E. 1.  Open continuous JOAs will be used for 12‑month periods.  A first cut‑off date will be established after the JOA has been open at least 10 calendar days.  For JOAs announced in anticipation of future vacancies, if a request to fill the vacancy is not received in DSCC‑KSS prior to the first cut‑off date established in the JOA, the cut‑off date then becomes the date the first request is received in DSCC-KSS.  Uniform rating criteria will be applied to all candidates competing on a specific JOA.  Only experience, education, training and awards claimed up to the first cut-off date will be credited for consideration for the initial vacant, regardless of circumstances.  Once the first cut‑off date has passed, applicants may update their applications with additional experience, education, training and awards at any time during the 12‑month open period of the JOA using DSCC Form 1333‑2.  Each time a vacancy occurs to be filled from the JOA, such information claimed and received in DSCC-KSS up to the date the request to fill the vacancy is received in DSCC-KSS will be considered. Candidates will submit a copy of their most recent performance appraisal when they initially apply for consideration.  Any change to the initial performance appraisal due to a grievance or complaint will be submitted by the applicant, with the exception of a new rating period occurring during the open period of the JOA.  For vacancies filled after the first cut‑off date, all eligible candidates who have applied up to the date the request to fill the vacancy is received in DSCC‑KSS will be considered. 

SECTION S8. F.  Applications must be received in DSCC-K or postmarked by the U.S. Postal Service no later than the cut‑off/closing date in order to be considered.  Under no circumstances will late applications be accepted.  DSCC‑KSS will not be responsible for non‑receipt of application materials.

SECTION S8. H.  Determining basic eligibility ‑ incomplete documents will result in lost consideration for promotion regardless of the circumstances. Position descriptions/resumes will not be considered. Reference will not be made to Official Personnel Folders except to
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corroborate information provided by the applicants.  Properly completed

DSCC Form 1333's will be considered for qualifications and rating purposes.  Credit will be given on the basis of information included on the application form.  Credit will not be given for experience and responsibility not claimed.  Candidates applying for JOAs must meet all position requirements (qualifications, time after competitive appointment and time‑in‑grade) by first cut‑off/closing date of the JOA.

SECTION S9. E.         

        1.  Generic rating plans will be used for the rating and referral of candidates.  This will be annotated on each Job Opportunity Announcement (JOA) as Referral Method 2.  Rating points will be assigned with the following parameters:

        Quality of Experience                      60 - 70 points

        Performance Rating                         15 - 25 points

        Education, Training and Self-Development    5 - 10 points

        Awards                                      5 - 10 points

Crediting plans will be developed for each position filled in accordance with B ‑ E above.

        2.  Quality of Experience ‑ Experience will be rated at one of three levels as follows:

A Level

Experience in the same or substantially similar line of work at a level equal to or immediately below that of the position to be filled, which demonstrates possession of all the knowledges, skills, and abilities identified for the position.    

B Level 

Experience in the same line of work, a related field, or a substantially similar line of work, at a level equal to or immediately below that of the position, which demonstrates possession of some of the knowledges, skills, and abilities of the position.

C Level

Other qualifying experience or combination of experience and education.

Experience will be carefully evaluated against the crediting plan in terms of the knowledge, skills and abilities it has provided and the relevance to the specific position being filled.  All experience claimed, whether or not in federal government, will be evaluated.  Experience of less than 40 hours per week will be prorated.

        3.  Performance Rating ‑ Performance will be rated at one of three levels as follows:

        Level 1 ‑ Current Exceptional Rating - *

        Level 2 ‑ Current Highly Successful Rating - *

        Level 3 ‑ Current Fully Successful Rating - *

* Specific point values will be established, within the parameters stated in 1. above, when each crediting plan is developed.  Applicants' summary ratings, as annotated on the most recent DLA Form 46, 
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Performance Rating, will be used for this purpose.  Employees will

provide a copy of their most recent performance appraisal when applying on JOAs.  Candidates without a Performance rating will be assigned a presumptive rating of Fully Successful.  Performance appraisal systems outside DLA are considered to match the DLA scoring process if they contain 5 summary rating elements (regardless of the title of these elements).

        4.  Education, Training and Self‑Development ‑ Only that education which was not used to qualify applicants under the Experience factor may be credited.  Education will be credited at one of five levels for General Schedule positions as follows:

                                              Position at:

                                              GS‑2/   GS‑5/  GS‑9

                                              GS‑4    GS‑8   and above

__ Master's degree, or equivalent,              *       *      *

   in a job related field.

__ Bachelor's degree, or equivalent,            *       *      *

   in a job related field.

__ 2 or more years of job related               *       *      *

   education above the high school 

   level.

__ 1 or more years of job related               *       *      *

   education above the high school 

   level.

__ Job related self‑development course          *       *      *

   work or training above the high 

   school level (120 total hours for 

   GS‑9 and above; 80 total hours for

   GS‑5/8; 40 total hours for GS‑2/4).

Education for Wage Grade Positions will be credited at one of two levels as follows:
   Level 1 ‑ Job related self‑development coursework or training that is significantly above the norm for employees in the Position to be filled.

   Level 2 ‑ One or more self‑development courses that have been determined to be job related.

*  Specific point values will be established, within the parameters stated in 1. Above, when each crediting plan is developed.  Specific coursework to be credited will be established, depending on the position being filled, during the development of the crediting plan.

Only those courses successfully completed prior to the application date will be credited.  Copies of transcripts or certificates of training substantiating education and training claimed must be included in the employee's Official Personnel Folder before credit for education will be granted.
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        5. Awards ‑ Awards will be credited as follows:

Level 1 ‑ Agency Formal Recognition / DLA                 100% credit

Performance Awards / SSPs / QSIs

Level 2 ‑ Special Achievement Awards /                     50% credit

Commendable Service Certificates /

Certificates of Achievement / PMRS Awards

Level 3 ‑ Monetary Suggestion Awards                       25% credit

(Minimum $50.00) / MIP Awards (Minimum $50.00) /

On‑the‑Spot Awards (OTS) (Minimum $50.00)

Only awards received within the preceding five (5) years will be credited.

SECTION S9. I. ‑ Candidates will be rated based only on the information provided on DSCC Form 1333.  Merit Promotion Program Application Form. Attachments to this form will not be accepted including continuation of experience sheets, with the exception of those forms specifically requested in the DSCC Form 1333.  Any attachments received, other than those specifically requested, will be returned to the applicant.

SECTION S11. A. ‑ The 10 top ranked candidates, if available, will be referred for a single vacancy unless a tie exists for the tenth referral.  In this case, all applicants with this tied score will be referred.  For each additional vacancy, one additional highly qualified candidate will be referred.  Promotion candidates will be certified to the selecting official in alphabetical order.  Only selectable candidates will be referred (i.e., if a hiring freeze precludes the hiring of non‑DLA candidates, such individuals will not be referred).

SECTION S11. D. ‑ Additional names will not be certified when candidates decline consideration unless the total available falls to less than five (5).  If through declination the total falls to less than five. one additional candidate (if available) will be certified for each of the candidates who declined.
SECTION S11. E. ‑ Noncompetitive Referrals ‑ Candidates applying for noncompetitive consideration (e.g., reassignment/transfer eligibles, change to lower grade eligibles, reinstatement eligibles, VRA/30% disabled veteran eligibles) against specific JOAs will complete and submit DSCC Form 1333 annotated with the appropriate JOA number.  If such candidates are eligible and qualified, they will be referred to the selecting official in addition to the promotion candidates.  These candidates will be referred by category in alphabetical order.  There is no limit to the number of such candidates that may be referred.  However, only selectable candidates will be referred as defined in Section S11 A above.  VRA eligibles will be referred in subgroup order in accordance with regulatory procedures.

SECTION S12. A.
        1. All candidates certified for Promotion consideration will be interviewed (except as indicated in paragraph 2. below) if they are reasonably available before a selection is made.
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        2.  Selecting officials are not required to interview those candidates who have been previously interviewed for a similar vacancy by the selecting official within the 90 days prior to the current interview date.  In such cases, if second interviews are not conducted, the selecting official will give each candidate an opportunity to orally provide any additional information which may have a bearing on the selection process.

        3.  In situations where a position was announced at more than one grade level and once multiple certificates have been issued, selecting officials will interview the candidates certified for consideration on all the certificates, except as indicated in paragraph 2 above.

        4.  Selecting officials may interview noncompetitive referrals as defined in 11 E. above at their discretion.

        5.  Selecting officials may not administer any sort of test or formally scored set of questions for the purpose of arriving at an interview score total and basing their selections on that test or interview score.

        6.  Employees will be given overnight notices of interviews.

        7. Normally, the immediate supervisor of the position being filled will be the selecting official.  The selecting official may, at his/her discretion, convene an interview panel.  However, the use of interview panels will be limited to those instances where the position being filled requires a high degree of technical knowledge, subject matter expertise, or contains special job requirements.  If an interview panel is used, the selecting official must be a part of the interview panel.  The interview panel may assist in interviews, deliberations and recommendations; however, the selecting official is solely responsible for the selection and his/her selection authority may not be shared.

SECTION S13. A.
Any promotion candidate referred may be selected.  All selections must be based on job related criteria.  The selecting supervisor shall develop the selection criteria prior to interviewing any candidate. Selection criteria will be related to the major job functions of the position to be filled.

The selection will be documented in detail on DSCC Form 1913, Promotion/Referral Certificate.  Documentation must include a summary of the reasons for selection to include criteria which identifies the selectee as the best qualified.

During the selection process, careful consideration will be given to the Affirmative Action Plan goals and to the underrepresentation of women and minorities within major organizational elements.

The selection will be made within 10 workdays after receipt of the Promotion/Referral certificate.  If additional time is needed, DSCC‑KSS will be advised as soon as the delay is known.

Candidates will not be advised of the selection results until the selection actions are reviewed, certified, and the selecting official advised by DSCC‑KSS that the review process has been completed.
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All selections will be reviewed in the following manner:

        1. First Step ‑ All selections will be reviewed by the next higher level supervisor and concurred in by the Director or Office Chief.

        2. Second Step ‑ The activity Equal Employment Manager will review all actions for Positions at grade GS‑12 and higher, and all other positions where minorities and women are underrepresented, to ensure compliance and consistency with FEORP and AAP goals.  Other selections will be post‑audited on a sampling basis.  If no underrepresented candidates are referred or if no selection was made, a review of the referral certificate by the EEM will not be necessary.

        3.  Third Step ‑ DSCC‑KSS will review the action for regulatory compliance.

SECTION S13. B. ‑ NOTIFICATION OF ACTION TAKEN
        1.  All candidates will be informed by a copy of DSCC Form 1333‑1 of the results of the screening/rating action.

        2.  Candidates referred for consideration will be notified in writing of the results of the selection action by the selecting official.  The non‑selection notification will be in writing and state in general terms the reasons for selection.  Non‑selected candidates, upon request, will be provided specific information by the selecting official as to why the selectee was chosen.  A copy of each letter will be sent to DSCC‑KSS for inclusion in the merit promotion file.

        3.  Each listed candidate will be sent a letter of notification by the selecting official when management decides not to use a promotion certificate.

SECTION S13. C. ‑ RELEASE OF EMPLOYEES
        1.  Employees selected for competitive promotion, reassignment, or change to lower grade, in accordance with the Article will be released promptly, normally on the beginning of the second pay period following the selection.  In unusual cases, the release may be extended by mutual consent of the gaining and losing supervisors to a maximum of 30 calendar days following the date of request for release.  Release may be extended beyond the 30‑dav time limit only with the consent of the employee involved.

        2.   A losing supervisor will not condition a release upon the ability to obtain a replacement employee or attempt to restrict employees from accepting promotion.
SECTION S14. A.
Employee inquiries and complaints concerning the Merit Promotion Program in general, or pertaining to specific promotion actions, must be responded to fully and promptly.  However, a complaint of nonselection for promotion when proper promotion procedures have been used cannot be the basis for a grievance.

31.9

SECTION S14. B.
A candidate who has filed a formal complaint or grievance, and/or his/her representative, is entitled to have access to some of the information regarding candidate selection.  The names and qualifications of unsuccessful candidates will not be disclosed.  However. the following information may be released:

        1.  For successful candidates, their name(s) and qualifications. This includes current and past grades, series, title, and job description(s), awards and training that helped qualify the candidate(s), membership in professional organizations, education level, and numerical ratings assigned during the rating process.  All other personal information on the successful candidate(s) will be withheld from the complainant pursuant to exemption 6 of the Freedom of Information Act (FOIA) (5 U.S.C. 552 (b) (6)).

        2.  For unsuccessful candidates, the current and past grades, series, title, job descriptions, and numerical ratings assigned during the rating process.  Their names. social security numbers, and other personal information will be withheld from the complainant pursuant to  5 U.S.C. 552 (b) (6).

        3.  The following information is considered to be examination material and will not be released:

            a.  Locally developed or DLA developed KSA rating plans.

            b.  Internal qualification guides which supplement OPM Handbook X‑118C.  Job Qualification System for Trades and Labor Occupations, or locally developed crediting plans which copy or reference these guides.

SECTION S15 ‑ EFFECTIVE DATES
        1.  No employee will be promoted with an effective date prior to the completion of all required substantive reviews for appropriateness of the action and signature (on the SF‑52, Request for Personnel Action) by the last official delegated authority to approve the action.

        2.  Career Promotions

           a.  Management retains the right to decide whether and at what point an employee will be promoted.  The fact that an employee is in a career ladder conveys no entitlement to promotion.  However, when it can be clearly established that management intended to promote an employee by a certain date, but that promotion is delayed or not effected due to administrative error, the promotion, subject to certification by the appropriate management official and approval by the Civilian Personnel Officer, will be retroactive to the date management would have effected it but for the error.

           b.  Supervisors will advise employees in career ladders of the promotion criteria (i.e., training, performance, time‑in‑grade, etc.) which employee must meet to be promoted at the time they enter each grade level of this plan.
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           c.  At the time an employee in a career ladder meets established promotion requirements, the employer will make a decision to promote or not promote.  If the employee is not meeting the promotion criteria at the time he/she would otherwise be eligible, he/she will be given a written notice which will reflect the tasks which must be successfully performed and skills which must be demonstrated before promotion can be effected.
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LOCAL SUPPLEMENT TO ARTICLE 14
SECTION S1.  The Union is in full support of the Employees Assistance Program.  We concurrently support the intentions of other laws and regulations applicable to the Medical Behavioral Counseling Program and FPM Letter 792, "Federal Employees Health and Counseling Program."

SECTION S2.  Union Officials or representatives will be afforded the opportunity to attend locally sponsored seminars, workshops, conferences or training sessions designated to acquaint supervisors, managers and employees with the program and its operation.
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                  LOCAL SUPPLEMENT TO ARTICLE 15
SECTION S1.  The Employer will provide a safe and healthful place to work for all employees in accordance with applicable laws and regulations.  The Union agrees to encourage its members to work safely by following the safety regulations and wearing approved safety equipment.  The Union also agrees to encourage its members to report any observed unsafe acts or conditions immediately to the appropriate supervisor.  The supervisor, in turn, will submit such reports to the Safety Office through proper channels and advise the employee as to the final disposition of such reports.

SECTION S2.  The Employer agrees to compile and maintain a record of all reported accidents required by applicable laws and regulations.

SECTION S3.  The Employer will consult with the Union with respect to accident prevention and safety policies and programs.  This consultation will be effected via a Safety Committee.  The composition of this Committee shall be two members selected by the Union and two members selected by the Employer.  The Committee shall meet on the first Monday of each month at 1300 hours to discuss accident prevention and safety policies and programs and to review the status of the annual Safety Program, the various monthly reports prepared by the Safety Office in relation to job injuries (bodily and health) incurred on the job, potential health and safety hazards and plans to eliminate them, formal reports relating to safety training programs, any employee reports to supervisors which were not acted on or were not acted on promptly, and measures or means that can be taken to assist those employees who appear to be accident prone.  With the advent of the establishment of the Local Safety Council, the Union will also be afforded a seat on the Safety Council.

SECTION S4.  Each member of the Committee shall be afforded time off from regular duty without loss of pay or charge to leave for the time required to perform duties provided for in this Article.

SECTION S5.  If the Employer is given advance notice of an inspection by an Agency or another Federal agency and there is no objection by the inspector, the Employer will notify the Union President so he/she can arrange to have a Union representative present during such inspection.

SECTION S6.  The Employer agrees to maintain an occupational health program and to provide the following services in accordance with the laws and regulations:

A.  Emergency diagnosis and first aid treatment of injury or illness that become necessary during working hours.

B.  Pre-employment examinations of persons selected for appointment as deemed necessary by the Employer.

C.  Referral of employees to a private physician and dentist.
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D.  Administration of treatments and medications prescribed in writing from the employee's personal physician will be furnished as follows:

    1.  Occupational Illness or Injury:

        Outpatient treatment will be furnished by the U.S. Air Force Clinic within its resources provided the employee is ambulatory.

    2.  Nonoccupational Injury and Illness:

        First aid or palliative treatment will be given for minor illness.  Repetition of treatment will not normally be given.  Simple treatment such as injections may be furnished at the discretion of the responsible physician on the written request of the employee's personal physician and provided the employee provides any medication that may be required.

E.  Within existing resources, general health measures including:  Immunization programs, upon the recommendation of the responsible physician, for employees exposed to diseases such as tetanus, small pox, or other infectious diseases associated with an employee's occupation or service and other immunizations against disease that may be a significant cause of loss of man-hours or work.  Health education and counseling directed to improve nutrition, prevention of disease or illness, or amelioration of chronic disease will be carried out as deemed appropriate by the responsible physician approved by the Commander, DSCC/DSDC.

SECTION S7.  For safety reasons, normally no fewer than two employees shall be allowed to work in an area or operation officially designated as hazardous without periodic checks being made by the supervisor, other senior employees in the area, the Security Forces or by two-way radio contact.

SECTION S8.  The Employer agrees to publish and maintain a current listing of all hazards and other work situations at this Center for which hazardous duty pay is authorized.  All employees whose duties expose them to such conditions will be compensated in accordance with applicable regulations.

SECTION S9.  No employee, other than qualified maintenance personnel, shall be required to perform work on or about moving or operating machines while in motion or operation.  This does not preclude the normal or necessary adjustments to be made to machinery or equipment in motion or operation.

SECTION S10.  Employer agrees to supply and maintain on a regular basis an adequate number of fire extinguishers in all sections.  All employees are responsible for assuring that fire extinguishers are not tampered with and that clothing, lunch boxes or other foreign material are kept away from fire extinguishers.
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SECTION S11.  Protective clothing will be provided by the employer for the protection of employees from injury and disease whenever such protection is deemed necessary by the Activity's Safety and Health Officer.

A.  Supervisors will ensure employees are trained in proper safety techniques as relate to the correct way to move office furniture and equipment before assigning such tasks to employees.  Management will provide any necessary equipment with which to perform these tasks.

B.  To ensure appropriate clothing is worn, employees will be given at least 24 hours advance notice before they are tasked to move office furniture and equipment.

SECTION S12.  Employees will receive proper training for hazardous work.
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                       LOCAL SUPPLEMENT TO ARTICLE 16
SECTION S1.  The parties agree to encourage all employees to find better and more efficient ways of performing our mission.  It is further agreed that the parties shall cooperate in the conservation of manpower, materials and supplies; the elimination of wasteful practices and the improvement of the quality and quantity of our work.

- 35 -

LOCAL SUPPLEMENT TO ARTICLE 17

It is mutually agreed that Article 17 of the Master Agreement does not require supplementation.
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    LOCAL SUPPLEMENT TO ARTICLE 18
SECTION S1.  PERFORMANCE STANDARDS
A.  Performance standards must be fair, equitable, valid, objective and consistent with the duties and responsibilities of the position.

B.  Employees will be furnished written standards within 30 days after entrance on duty, or in the case of revised standards within 30 days after the event requiring development of a revised standard.

C.  All standards must be documented on DLA Form 46a.  However, standards currently documented on DSCC Forms 1955 and 1956 do not need to be put on DLA Form 46a until such time as the standards require revision.  Employee's receipt of standards will be annotated on a 5x8 card attached to the SF-7B card.  The annotation will be initialed by the employee and the supervisor.

D.  Supervisors will review, discuss, and ensure that each employee has a current copy of their performance standards at the beginning of each performance cycle.

SECTION S2.  DISCUSSING PERFORMANCE WITH EMPLOYEES
A.  Supervisors should keep employees informed of any significant changes in their performance and will offer assistance on how to improve any weaknesses.

B.  Performance discussion will be conducted at least twice a year.  At least one discussion will be held at the midpoint of the appraisal cycle or no less than 120 days prior to the end of the cycle, and one discussion will be held at the end of the appraisal cycle when performance is rated.  Discussions will include specific information about the employee's performance positive or negative related to his/her standards, training and/or self-development achievements or needs, work goals and objectives.  Upon request, copies of any records or documents relied upon to support the individual element ratings will be made available or provided to the employee or his/her representative.

C.  Performance discussions will be recorded on a 5x8 card attached to the SF-7B card.  Entries on the card will be initialed by both the supervisor and the employee.

D.  By no later than July 1 each year, the Office of Civilian Personnel will remind supervisors of their obligation to conduct performance counseling.

SECTION S3.  APPRAISING PERFORMANCE
A.  A copy of the employee's performance standards must be attached to the Official Personnel Folder (OPF) copy of the employee's appraisal when it is forwarded to DSCC-KSE at the end of the appraisal cycle.

B.  In appraising performance, supervisors will make allowances for factors beyond the employee's control.

44.1

C.  An employee being a union officer/steward will not influence the employee's performance appraisal in any manner.  The employee is to be rated only on the time spent functioning against his/her performance standard.

D.  In all cases where the rating due date has been extended, an IOM indicating the reason for the delay and the new rating due date must be prepared by the supervisor and given to the concerned employee and a copy forwarded to DSCC-KSE prior to the original due date.

E.  When a supervisor is going to rate an employee Minimally Acceptable on any critical element, but has not counseled the employee sufficiently in advance to allow him/her an opportunity to improve, the appraisal will be deferred  for no more than 60 days to allow him/her an opportunity to improve.

SECTION S4.  RECOGNITION AND AWARDS
Absent other pertinent considerations, the immediate supervisor will propose an award for an employee who is appraised at the Exceptional level on a majority of the critical job elements with none rated below Highly Successful.  This Section is not to preclude the supervisor from proposing an award to any employee that is rated below these levels.

SECTION S5.  REAPPRAISAL DURING THE APPRAISAL CYCLE

Employees who receive a Minimally Acceptable rating in any critical element will be rerated when their performance has reached, and maintained, the Fully Successful level for a period of at least 60 days.

SECTION S6.  PROBATIONARY PERIOD EVALUATION
Probationary employees are to be counseled and rated the same as other employees.  They shall be counseled regarding the strengths and weaknesses of their attitude, conduct and performance and advised as to how they can achieve acceptable levels in any deficient areas.

SECTION S7.  DUE DATES FOR APPRAISALS
The date by which employees will receive their performance appraisals will be not later than 45 days after the end of the appraisal cycle.

SECTION S8.  PERFORMANCE APPRAISAL GRIEVANCES
Regardless of who has the burden of proof in a performance appraisal grievance, supervisors should always be able to substantiate their appraisal whether above or below the Fully Successful level.

SECTION S9.  ACTIONS BASED ON MINIMALLY UNACCEPTABLE PERFORMANCE
A.  Supervisors will keep written records of each counseling session with an employee whose performance is deficient or potentially unacceptable showing the date, nature of assistance and advice, and how the employee is progressing.

B.  An employee on a Notice of Unacceptable Performance will be allowed a minimum of 60 days in which to improve or a period of reasonable length commensurate with job responsibilities.
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C.  A Letter of Warning concerning Unacceptable Performance will be canceled in writing if during or at the end of the warning period performance improves to the Fully Successful level.

SECTION S10.  WITHIN-GRADE INCREASES/ACCEPTABLE LEVEL OF COMPETENCE
A.  Before an employee in a permanent position can receive a within grade increase, a determination must be made that his work performance is of an acceptable level of competence.  The decision to grant or withhold a within-grade increase must be supported by the employee's most recent appraisal.

B.  Supervisors should counsel employees about performance deficiencies that would result in denial of a within-grade increase sufficiently in advance of the due date normally at least 60 days so as to allow them an opportunity to improve their performance to an acceptable level of competence.

C.  When the supervisor determines that an employee's work is not of an acceptable level of competence (hereinafter referred to as a "Negative Determination"), he shall inform the employee in writing, prior to the due date, of the basis for the negative determination, of the employee's right to secure reconsideration of the negative determination within 15 calendar days of receipt of the Notice of Negative Determination, and of the availability and location of the reconsideration file.  Reasonable requests for extensions will be accepted.

D.  Management has the burden of supporting denials of within-grade increases by substantial evidence.

E.  When the decision on the employee's request for reconsideration sustains the original negative determination, the notice of decision shall inform the employee of his right to grieve under the negotiated grievance procedure.

F.  When the negative determination is final, the supervisor may make another determination at any time up to but not later than 52 weeks following the original due date of the within-grade increase.

SECTION S11:  For any adverse action that is not for personal (i.e., physical inability to perform the duties of the position), the decision notice will include a statement of the employee’s right to apply for discontinued service retirement if eligible.

The last performance appraisal of record will be used in all instances, except for Reduction In Force, where a performance appraisal is required and none exists for whatever reason.  

Performance standards will define results desired in such dimensions as quality, quantity, timeliness, degree of supervision required, and manner of performance.

When requested in writing, supervisors must provide written responses to questions concerning performance standards.

Documents created in connection with an improper performance based action will be destroyed.
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 LOCAL SUPPLEMENT TO ARTICLE 19
SECTION S1.  It is the employee's responsibility to report all injuries to the supervisor immediately regardless of how minor the injury.  The supervisor must arrange immediately to send, escort, or have the injured employee transported to the Health Clinic or other designated first aid or hospital facility.  The medical officer, nurse on duty, or other certified first aid personnel will decide whether the employee should be transported to the hospital for additional treatment and care.  The injured employee will be furnished a form CA-1 (Employee's Notice of Traumatic Injury) for completion within forty-eight (48) hours after the injury.  "If the employee is unable to complete the Form CA-1, the supervisor will complete and forward the Form to DSCC-KSE through the appropriate Directorate/Office Channels."

SECTION S2.  The Employer agrees to instruct employees in regard to their rights and benefits under the Federal Employees Compensation  Program.  This will be accomplished by various handouts, notices posted on bulletin boards, brochures, and by an instruction sheet attached to the form CA-1.  In the event an employee, at the time of injury, neglects to read the instructional sheet attached to the form CA-1, the Employer, upon completion of form CA-1 will forward the instructional sheet to the injured employee advising the employee in writing that he should keep the instructional sheet for his personal records and information.

SECTION S3.  The Employer will designate one individual to counsel and assist the processing of claims in accordance with the laws and regulations.  This counseling and assistance will be given until the employee retires or  terminates his employment.  However, counseling and assistance will be given to a retired or terminated employee insofar as resources permit.
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 LOCAL SUPPLEMENT TO ARTICLE 20                         

SECTION S1.  The Employer will consult with the Union prior to any change in the basic workweek or prior to the establishment of shifts other than those outlined in the DSCC Supplement to DLAR 1422.1, Hours of Duty.  Unless precluded by an emergency situation, tour of duty changes will be in writing and will provide a two week advance notice to the employee and the Union.

SECTION S2.  The Employer agrees to give reasonable consideration to employees' requests for assignment to or changes in workweek/shift whenever such assignments or changes will not adversely affect the accomplishment of the required work.  Fully qualified employees may volunteer for vacancies on other workweeks/shifts.  If there are more volunteers than vacancies, the supervisor will select employees in the same branch or division according to their service computation date, with employees having the most service selected first (except for guards).  When a guard vacancy occurs, and the volunteers desiring the shift change have less than one (1) year experience as guards, the volunteer with the most service on the guard force will be selected.  In those cases where guards desire a shift change and the volunteers have over one (1) year experience as guards, the volunteer with the earliest service computation date will be chosen.

SECTION S3.  When the Employer determines that cleanup time is required, a reasonable amount of time will be permitted immediately prior to the end of the shift for returning tools and cleaning the work area.

SECTION S4.  In accordance with the governing regulations, the authority to make changes in flexitime hours will not be delegated below director/office level.  Flexitime hours will be from 0600 to 1900.
SECTION S5.   In accordance with governing regulations, Alternative Work Schedules may be established subject to Local negotiations and must conform to the following:

    a.  The primary concern in determining whether or not an AWS is to be established must be the specific needs of the organization.

    b.  AWS work days/hours, breaks, lunch periods and regular days off (RDO)(normally Saturday and Sunday) will be established for each organization.  Should choice AWS days off (Monday and Friday) result in a situation where others request the same days, the AWS will be rotated starting with the person who has served the longest without taking the choice day as AWS.

    c.  Dependent on the needs of the organization, RDOs will be assigned with the most favored RDOs being offered to employees by service computation date (SCD).  Senior persons get first choice.  Normally, newly assigned employees will not displace an employee who has an established RDO unless by mutual agreement.

    d.  Any employee right not herein listed that is effected as a result of AWS policy will be surfaced for resolution/negotiation by the parties to this Agreement before the right is denied.
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     e.  All employees who earn and use AWS credit hours may be authorized to carry over up to 24 credit hours from one pay period to a succeeding pay period.

SECTION S6.  The provisions of the DSCC Supplement to DLAR 1422.1, Hours of Duty, are applicable to this Agreement.  To the maximum extent feasible, travel time required for Temporary Duty (TDY) will be scheduled during the employee's regularly scheduled work tour.
SECTION S7.  Employees whose primary duty is operating VDT equipment will be allowed to do other work ten minutes of each hour as necessary, to relieve the eye and back strain associated with these positions.

SECTION S8.  Contents of the Individual Time/Attendance Record, DSCC Form 340, are private between management and the employee.  Perusal by other than management, employee and timekeeper is inappropriate and may result in disciplinary action.

SECTION S9.  When changing work hours due to a change in positions or to support special projects, the following will be considered:

    a.  The employee's participation in continuing courses in an accredited college, university, or other educational institution.

    b.  A true individual hardship for the employee.

    c.  An employee's participation in a carpool.

    d.  The religious needs of applicants and employees, including the needs of those who observe the Sabbath on other than Sunday, will be made when those accommodations can be made (by a grant of leave, a change of a tour of duty, compensatory time, overtime, or other means) without undue hardship on the business of DSCC.

SECTION S10.  Leave, absences, tardiness and jury duty will be charged in compliance with the provisions of the DSCC Sup 1 to DLAR 1422.1, Hours of Duty, and DLAR 1424.1, Absence and Leave. 

SECTION S11.  On the first day of an absence from work, the employee will notify his/her immediate supervisor within two hours of the commencement of the primary hours of duty.  Supervisors should make it clear to the employee exactly how much leave is being granted and when the employee needs to call again if more leave is to be granted.

SECTION S12.  To the extent that such does not result in undue hardship to the organization, mission, or another employee, a reasonable accommodation will be offered by a supervisor to an employee who specifically requests compensatory time off due to religious beliefs which require that the employee abstain from work on a given day.  It remains the responsibility of the supervisor to determine what accommodation is reasonable.


SECTION S13.  The provisions of the DSCC Supplement to DLAR 1422.1, Hours of Duty, and the DSCC Supplement to DLAR 1424.1, Absence and Leave, are applicable to this Agreement.

47.2

LOCAL SUPPLEMENT TO ARTICLE 21
SECTION S1.  The parties agree that overtime will be distributed among employees within the same job classification and grade within the same basic work/organization unit, whichever is applicable.  Overtime will be offered to employees in accordance with an overtime list except when a particular skill is needed by the Employer.  To this end, a posted overtime list will be maintained which will be composed of the employees of the same job classification and grade in the same basic work/organizational unit, whichever is applicable, whose documented productivity records are satisfactory.  Names on the list will be ranked from top to bottom by employees service computation dates, with the most senior names first.  Any employee turning down overtime will automatically revert to the end of the list.  

The name of any employee whose documented productivity record is marginally satisfactory will not be posted on the overtime list and an employee's name may be removed from the list if his/her documented productivity record becomes marginally satisfactory.  However, the overtime list will be used on a call-back basis in rotational sequence.  The supervisor will explain to an employee the basis for omission or deletion of his/her name from the overtime list.  If the employee whose name has been omitted or deleted from the overtime improves his/her documented productivity record to a satisfactory level, his/her name promptly will be included on the overtime list in accordance with the procedure stated above.  

If an insufficient number of volunteers are obtained, the Employer will exercise its prerogative to assign overtime.  Further, the Employer will not be required to use the "overtime list" in case of emergencies.  However, an employee on excused leave, or his/her regular day off will maintain his/her position on the list.

SECTION S2.  The fact that an employee used annual leave or sick leave during a pay period will not be sufficient cause to exclude him/her from working overtime during that same pay period.

SECTION S3.  The provisions of the DSCC Supplement 1 to DLAR  1422.2,  Civilian Personnel Overtime and Holiday Premium Pay, are applicable to this Agreement.

SECTION S4.  Holiday work will be offered/assigned in accordance with the overtime provisions of Section S1 of this article.  If there are insufficient volunteers, employees will be assigned in reverse (from bottom to top) rotational order by service computation date from the holiday roster.

SECTION S5 - CALL - BACK OVERTIME:  Call-back overtime is defined as irregular or occasional overtime work performed by an employee for which they are required to return to the place of employment to perform the work.

Employees shall be provided advance notice to the maximum extent possible to perform call-back overtime work.

The overtime roster will be utilized and the supervisor will advise the employee that they are in a call-back status.
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SECTION S6 - ON-CALL STATUS: (5 C.F.R. §  551.431) An employee is considered to be off duty but in an on-call status when notified that they are subject to call during a specified period of time outside their normal tour of duty, but are required to remain within a reasonable call-back area.  Overtime shall be paid only for the period when actually performing the overtime work, as defined by governing laws, regulations, and decisions of the Comptroller General.  The overtime roster will be utilized and the supervisor will advise the employee that they are in an on-call status.

SECTION S7 - STAND-BY OVERTIME:  Stand-by overtime is defined as hours of work when the employee is restricted to their duty station, close to it, or their living quarters and they are required to remain in a state of readiness to perform work.  Their personal activities are substantially limited. 

Employees required to remain in a stand-by status will be available to work and will be in a pay status.

The overtime roster will be utilized and the supervisor will advise the employee that they are in a stand-by status.

A roster will be established for week day overtime and another for weekend overtime.

An employee cannot be penalized/disciplined for not responding to electronic devices such as beepers, pagers or cellular phones, unless placed on stand-by status.
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LOCAL SUPPLEMENT TO ARTICLE 22

SECTION S1.  The provisions of DSCC Supplement to DLAR 1424.1, Absence and Leave, are applicable to this agreement.  Weather emergencies are covered by Encl. 3 to DSCC Sup 1 to DLAR 1424.1.

SECTION S2.  In accordance with 5 C.F.R. § 630.206, if an employee is unavoidably or necessarily absent for less than one hour, or tardy, a supervisor may excuse the employee without charge to leave. This excusal must be fair and equitable. 

SECTION S3.  Provided there is a request by local medical authorities and it is approved in advance, employees shall be granted administrative leave for the purpose of making apheresis (blood bank procedure) donations and recuperating from apheresis.  The maximum excusal time will not exceed 4 contiguous hours in a workday, except in unusual cases.  When the employee must travel a long distance, or when unusual need for recuperation occurs, up to an additional 4 hours may be authorized.  Employees are not permitted to accept payment for these services while on administrative leave.

SECTION S4.  Administrative leave for bone marrow donations is covered by current law.
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LOCAL SUPPLEMENT TO ARTICLE 23
It is mutually agreed that Article 23 of the Master Agreement does not require supplementation.
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LOCAL SUPPLEMENT TO ARTICLE 24
SECTION S1.  Except in an emergency, an employee must request annual leave in writing and obtain the approval of the appropriate leave approving supervisor in advance of the absence.  In an emergency, an employee must request leave from the appropriate leave approving supervisor, as soon as possible, but normally no later than (2) hours after the start of the employee's primary tour of duty (as defined in Enclosure 1, DSCC Supplement to DLAR 1422.2, Hours of Duty).  Normally an employee is expected to personally contact the appropriate leave approving official to request emergency annual leave.  Under unusual circumstances a supervisor will consider such requests from an intermediary.  However, if an employee makes repeated requests for emergency annual leave, he/she may be required to directly contact the appropriate leave approving supervisor with such requests.

SECTION S2.  By no later than 1 February, supervisors must advise employees of their right to schedule their annual leave for the remainder of the leave year.  Employees must submit their requests to their supervisors by no later than 15 February.  With one exception, scheduling conflicts between employees who desire to take annual leave at the same time will be resolved in favor of the employee with the most seniority by Service Computation Date (SCD) irrespective of grade.  The exception is conflicts between employees who wish to take annual leave during the period of five (5) workdays immediately preceding or following the Thanksgiving, Christmas or New Years’ holidays.  Such conflicts will be resolved in favor of the employee who has served the longest period of time without having taken any leave during the holiday period in question.  Supervisors must resolve scheduling conflicts and establish an approved scheduled by no later than 1 March.  Once the schedule is established, an employee may not later be displaced from it by another employee, nor may the employee be denied approval to take the leave unless to do so would impair mission accomplishment. 

SECTION S3.  Every reasonable attempt consistent with the workload will be made to satisfy the desires of an employee with respect to the approving of extended annual leave for special vacations.

SECTION S4.  All leave requests will be approved/disapproved within a reasonable time after submission.

SECTION S5.  When an employee changes positions or supervisors, the new supervisor should, consistent with workload requirements, attempt to honor previously scheduled leave.

SECTION S6.  Annual leave will be scheduled to preclude, to the greatest extent possible, the need for overtime.

SECTION S7.  The provisions of DSCC Supplement to DLAR 1424.1, Absence and  Leave, are applicable to this Agreement.
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    LOCAL SUPPLEMENT TO ARTICLE 25
SECTION S1.  An employee must request leave for prearranged medical, dental, or optical examinations, from the appropriate leave approving supervisor in advance of the absence.  An employee who is unable to report for duty because of illness or incapacitation must request leave from the appropriate leave approving supervisor as soon as possible, but normally no later that two (2) hours after the start of the employee's primary tour of duty (as defined in Enclosure 1, DSCC Supplement to DLAR 1422.1, Hours of Duty).  Normally an employee is expected to personally contact the appropriate leave approving supervisor to request sick leave.  However, if the employee is prevented from doing so because of illness or incapacitation, supervisors will consider such requests from an intermediary.  In the event a supervisor has reason to believe that an employee may be abusing their sick leave privileges, he/she may initiate corrective action as outlined in Section S3 of this Supplement.

SECTION S2.  Sick leave of more than three consecutive workdays must be supported by a medical certificate unless the employee was not attended by a physician.  In that case, the employee's signed certificate showing satisfactory evidence of incapacity will be accepted in lieu of a  medical certificate.  However, in cases of suspected leave abuse, a supervisor may require an employee to furnish a medical certificate showing satisfactory evidence of incapacity for the entire period of the employee's absence from duty.

SECTION S3.  If a supervisor believes that an employee's use of sick leave is questionable, the supervisor will counsel the employee.  If, after counseling, the employee's pattern does not improve the supervisor will advise the employee by written notice that he or she will be required to furnish a medical certificate for each future absence because of alleged illness.  At the end of six month intervals, the supervisor will review the employee's attendance record.  If there is no longer a pattern of leave abuse, the leave restriction will be removed. If not, the employee will be counseled and the restriction continued.  An example of the appropriate sick leave control letter is available from the servicing Employee Relations Specialist.

SECTION S4.  All advanced requests for sick leave will be approved/disapproved within a reasonable time after submission.

SECTION S5.  An employee's right to privacy will be respected.  Supervisors' questions concerning employees' health will be limited to those necessary to justify approval of sick leave.  The employer agrees that privileged information dealing with an employee's medical history will be safeguarded against unauthorized access.  Any information provided by the employee to the supervisor will be kept in the strictest confidence.

SECTION S6.  The Agency shall consider temporarily assigning an employee who is temporarily disabled from performing the full range of duties of his/her position to duties which the employee is qualified for and capable of performing.
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SECTION S7.  Employees will be counseled before being requested to undergo a fitness-for-duty examination and will be provided a written reason for the request.

SECTION S8.  The provisions of DSCC Supplement to DLAR 1424.1, Absence and Leave, are applicable to this Agreement.
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                  LOCAL SUPPLEMENT TO ARTICLE 26
SECTION S1.  The provisions of the Articles covering Annual Leave and Sick Leave are applicable to this Article.

SECTION S2.  The provisions of DSCC Supplement to DLAR 1424.1, Absence and Leave, are applicable to this Agreement.
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LOCAL SUPPLEMENT TO ARTICLE 27
The provisions of the DSCC Supplement to DLAR 1424.1, Absence and Leave, are applicable to this Agreement.  If an employee is summoned for jury service/jury qualification or subpoenaed as a witness, in connection with a judicial proceeding on behalf of the Federal, state or local government, he/she shall be paid at his established rate of pay.  A night sift employee who performs jury/witness service during the day shall be granted court leave for his/her regularly scheduled night tour of duty if the employee so desires.
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LOCAL SUPPLEMENT TO ARTICLE 28
It is mutually agreed that Article 23 of the Master Agreement does not require supplementation.
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LOCAL SUPPLEMENT TO ARTICLE 29

SECTION S1.  The Employer may detail an employee to a position or set of  duties other than his officially assigned position for a specified period of time in accordance with Office of Personnel Management Regulations and implementations thereof.  Details to a higher position shall be rotated among employees in the organization when feasible.

SECTION S2.  Details may be made appropriately under, but not limited to, circumstances such as the following:

A.  To meet emergencies occasioned by abnormal workload, change in mission or organization, or unanticipated absences such as sick leave or emergency annual leave.

B.  Pending official assignment, pending description and classification of new positions, pending security clearance and for training purposes.  Except for security reasons, details will be in writing and state the specific reasons for such details when such details will exceed thirty (30) calendar days.

C.  The employer agrees to give reasonable consideration to an employee's request for reassignment whenever such assignment will not adversely affect the accomplishment of the required work.  Fully qualified employees may volunteer for vacancies, if management asks for volunteers.  If there are more volunteers than vacancies, employees will be selected according to an established standard process.  A standard process must be established and/or changed through the appropriate Labor Management Partnership Council.

SECTION S3 - DETAILS  

A.  When an employee in the Unit is detailed to any position in which he has no previous experience, where possible, he shall be given a reasonable break-in period with an experienced employee. 

B.  Should there be a need to detail personnel and volunteers are requested by management, volunteers will be selected and assigned based on seniority.  Should there be insufficient volunteers, mandatory details will be made in inverse order of seniority.

C.  Details shall be rotated in a fair and impartial manner among employees in an organizational element based on qualifications and skills of employees in light of the required work to be performed.  In accordance with these considerations, the agency will rotate details so that each employee in the organizational element will be detailed once before other employees in that particular organizational element are detailed twice.  The agency will notify the employee selected for the detail as far in advance as possible.

SECTION S4.  Details will not be made to evade the principles of the Merit Promotion Program and will not be used for a substitute for other appropriate personnel actions.
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SECTION S5.  If the Employer determines that an employee will be assigned to a higher graded position for a period in excess of 30 calendar days, the action will be processed as a temporary promotion if the employee is eligible and qualified for the promotion.  In an emergency situation, details not to exceed seven (7) days may be effected to allow advance notice to the employee and time to process the temporary promotion.

SECTION S6.  The provisions for temporary promotions specified in this Article are considered nondiscretionary policy and may for overlong details provide the basis for backpay under the Back Pay Act, 5 USC.
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LOCAL SUPPLEMENT TO ARTICLE 30
It is mutually agreed that Article 30 of the Master Agreement does not require supplementation.
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   LOCAL SUPPLEMENT TO ARTICLE 31
SECTION S1.  Reduction-in-force (RIF) will be affected in accordance with all regulations in such a fashion as to cause the least disruption to the work force and the mission of the Employer.

SECTION S2.

A.  The Employer agrees that, whenever possible, any reduction in personnel will be attained through normal attrition and by assignment of surplus employees in existing vacancies for which they are qualified.

B.  The Activity agrees to minimize the effect of a reduction-in-force (RIF) to the maximum extent possible through reassignment, retraining, or restricted outside hiring and any other appropriate means to avoid separation/downgrade of career or career-conditional employees.  The Agency agrees to: (a) adjust the workforce through reassignment or transfer of unit employees to vacancies for which they are qualified; (b) not fill vacant positions under recruitment until a decision is made whether an affected employee can be placed in the position under RIF procedures; (c) fill trainee and developmental positions under recruitment at the target level through RIF regulations, and (d) take other appropriate actions.

C.  The Activity agrees to have the Local AFGE representatives trained and participate fully in all RIF actions.

SECTION S3. 

A.  Career or career-conditional employees separated by reduction-in-force action will be placed on the re-employment priority list and receive preference for vacancies in accordance with applicable regulations for which they are qualified and available.  Lists of separated employees will be maintained as required by regulation.

B.  The Activity agrees to notify the Local at the time of decision of any proposed RIF.  Such notification will be in writing and prior to any notification to affected unit employees.  Management will advise as soon as possible information regarding the following:

    1.  The reason for the RIF:

    2.  The positions, numbers, types and grades of the employees to be affected;

    3.  The proposed effective date of the action; and

    4.  Any additional information relevant to the RIF.

Within 10 work days of receipt of written notice, the Local may request negotiations concerning the impact and procedures for implementing the RIF.  Negotiations will begin within 10 work days of the request.  

Section S4.  When an employee separated because of reduction-in-force action is offered and accepts a temporary appointment, he shall not thereby lose his right to be considered for permanent employment.  Employees shall respond to any offer within the time limits specified on the written notice.
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SECTION S5.  Employees demoted without cause or placed in retained grade shall receive priority consideration for repromotion for any vacancy for which they are qualified.

SECTION S6.  Employees affected by reduction-in-force have the right to review their standing on the retention register.  A request for information relative to the reduction-in-force should be presented by the affected employee to his Civilian Personnel Representative.

SECTION S7.  The Employer agrees that a supervisor will not submit exceptional ratings on each critical element solely for the purpose of improving the standing of an employee on a retention register.

SECTION S8.   

A.  Any affected competitive levels and retention registers established shall be made available for review by the Local President upon request. 
B.  A list of competitive levels and the retention register shall be provided to the Local at the time the notice is issued to affected employees.  The Local shall be informed of any changes to competitive levels or retention registers.  The above information shall be accom- plished in a confidential manner. The Activity shall maintain all lists, records and information pertaining to the RIF for at least two years.

C.  Upon request of the Local, the Activity shall make competitive level records available for review and will furnish a copy of the records for specific competitive levels.

SECTION S9.   Vacant positions which contain selective placement factors shall be reviewed by the Office of Civilian Personnel to determine if these factors are required or can be waived without seriously affecting the mission.

SECTION S10.  In the event of a RIF, the Employer will contact the appropriate State Employment Service to obtain available information on training programs for which the employees may be eligible, and inform them how to apply for such training.

SECTION S11.  An employee who accepts an offer of assignment to another position will be given necessary training in the new position as determined by the supervisor.  The Agency, after informing the Local, shall inform all employees as fully and as soon as possible of plans or requirements for RIF in accordance with applicable rules and regulations.  The employee shall also be informed of the extent of the affected competitive area, the regulations governing RIF and kinds of assistance benefits provided for affected employees.

SECTION S12.  In all of the foregoing, the Employer and the Union agree to a program of positive cooperation and assurance to employees that their rights will be safeguarded.

SECTION Sl3.  An employee who receives an advance notice for assignment to a lower graded position or separation has a right to review with Union assistance, if desired, all records pertaining to the action and to see a copy of all regulations pertaining to reduction-in-force.  This includes the retention register for the affected employee's
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competitive level and those for other positions for which he/she is qualified, down to and including those equivalent to the grade above the position, if any, which constitutes the best offer.  If separation is proposed, this includes all positions equal to and above the grade level of his/her current position and all records relating to a review of his/her own retention record.  The employee is entitled to review the registers listing the employee who will be entitled to displace him/her.  The Employer agrees to make every reasonable effort to satisfy the employee's desire for information about something as important as a loss of his/her job.  If, after this review, the employee believes that the provisions of all pertinent regulations have not been followed, he/she has the right to discuss any questions with a member of the Office of Civilian Personnel  staff.  If  the employee still believes that the action does not comply with all pertinent regulations, a grievance may be submitted within 15 calendar days after the effective date of the action.  The competitive area for DSCC is DSCC.  The competitive area for DSDC is DSDC.

SECTION S14.  In the event of a reduction-in-force and to the extent possible, the Employer agrees to give to all employees reached for RIF maximum assistance in obtaining other employment.  The Activity is encouraged to provide services under the Interagency Career Transition and Assistance (ICTAP) program as administered by OPM, the State or local governments.

SECTION S15.  After written notification to the union and as soon as available management will furnish, in writing, the following information:

1.  The reason for the action to be taken;

2.  The approximate number of employees who may be affected initially;

3.  The types of positions anticipated to be affected initially; and

4.  The anticipated effective date that action will be taken.

Employees downgraded without personal cause and not at their request while serving in a career or career-conditional appointment shall be given priority consideration for repromotion, without competition, to a position not above the grade from which downgraded.  When an employee who has been determined to be among the top ranked candidates is not  selected, written justification will be provided.  The current

performance appraisal of record shall apply  until the conclusion of the RIF.  If the Agency retains an employee under a mandatory or permissive temporary exception, the Local shall be notified.

SECTION S16.  The union will be afforded an opportunity to have an observer with the group making assignments in the RIF process.

SECTION S17.  The competitive areas for bargaining unit employees are:

A.  DSCC and serviced DLA activities in the Columbus commuting area except DSDC, DRMR Columbus and DRMO Columbus.

B.  DSDC 

(Competitive areas A and B are separate and do not impact each other).

SECTION S18.  The provisions of the DSCC Supplement to DLAR 1410.1 are applicable to this Agreement.
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LOCAL SUPPLEMENT TO ARTICLE 32

The activity agrees to notify the Union as soon as possible that a transfer of function has been approved.  The agency will provide the Union with as much detailed information as possible following the approved final decision.  Such information will include the numbers of positions involved, skills, grade levels, etc.  Following receipt of information on how many people will exercise their transfer of function rights, the activity will inform the Union as to the procedures it plans to use to staff positions, i.e., merit promotion, reassignment, recruitment, RIF, etc.               
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LOCAL SUPPLEMENT TO ARTICLE 33

SECTION 1.  The Employer agrees to inform the Union immediately after Congressional notification when contemplating the possibility of contracting out of bargaining unit work and will continuously keep the Union apprised of the development of the consideration to contract out.

SECTION 2.  When the Employer determines that unit work will be contracted out, the Employer will meet and confer with the Union concerning the impact on bargaining unit employees.

SECTION 3.  The Employer agrees that all provisions of this Article will be complied with prior to the implementation of a decision to contract bargaining unit work out of the unit of recognition.  The parties agree that no implementation of the Employer’s decision to contract out shall take place until all requirements imposed by this Agreement are met.

SECTION 4.  The Employer will strive to minimize any adverse effects on the employees in accordance with the provisions of Article 31, Reduction-In-Force, and through training and/or reassignment.

SECTION 5.  The Employer will notify the Union when a site visit will be conducted.
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LOCAL SUPPLEMENT TO ARTICLE 34
SECTION S1.  Normally, the proposing supervisor will initiate disciplinary action within 15 calendar days after he/she has been made aware of the facts and circumstances of an offense that warrants such action.  If there is to be a delay in making a determination whether or not to take an action, the concerned employee will be advised that action is being considered and a date by which such determination will be made.  Absent unusual circumstances, such as an ongoing security investigation, such a date will not be more than 30 calendar days after the supervisor became aware of the facts and circumstances of the

offense.

SECTION S2.  Employees will be given a minimum of 15 calendar days advance notice of a reprimand, 20 calendar days advance notice of a suspension of 14 calendar days or less, and 30 calendar days advance notice of an adverse action.

SECTION S3.  Employees will be given a written response to disciplinary proposals within 15 calendar days after the expiration of the time allowed for reply.

SECTION S4.  Reckoning periods are as follows:  12 months for a letter of reprimand unless the employee receives another disciplinary or adverse action for a similar or related offense within the 12-month period, in which case it is 24 months; and 24 months for all other disciplinary and adverse actions.  The period begins on the date management effects the disciplinary decision.

SECTION S5.  The provisions of the DSCC Supplement to DLAR 1406.1,  Maintaining Discipline, are applicable to this Agreement except where they are otherwise modified by the provisions of this Supplement.

SECTION S6.  Normally actions under this article will not begin at a level that will not allow for review of the decision at the PLFA level.

SECTION S7.  Dependent on the seriousness of the offense, the principle of progressive discipline will be adhered to.

SECTION S8.  Before a notice of proposed action is initiated, an  investigation will be conducted.

SECTION S9.  Before any disciplinary action is proposed, the fact that the employee is successfully participating in a rehabilitation program will be given due consideration.

SECTION S10.  For any adverse action that is not for personal cause (i.e. physical inability to perform duties of the position), the decision notice will include a statement of the employee's right to apply for discontinued service retirement.
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                    LOCAL SUPPLEMENT TO ARTICLE 36
SECTION S1.  A grievance means any complaint:

        a.  By employees concerning any matter relating to the employment of the employee;

        b.  By the union concerning any matter relating to the employment of any employee; or

        c.  By any employees, the union or the agency concerning:

            1.  The effect or interpretation, or a claim of breach, of a collective bargaining agreement; or

            2.  Any claimed violation, misinterpretation or misapplication of any law, rule or regulation affecting conditions of employment.

A complaint/grievance must be identified as an informal or formal grievance in order to be adjudicated under this negotiated grievance procedure.

SECTION S2.  It is agreed that a grievant may withdraw his/her grievance at any time.  Either party, for good cause, may request a reasonable extension of time frames set forth herein provided such request is submitted prior to the expiration of the specified time frame.  However, if the grievance involves continuing financial liability on the part of the Employer, the period of time extension requested by the Union and agreed to by the Employer shall not be counted in determining financial liability.

SECTION S3.  Questions involving interpretation or application of the Federal Personnel Manual will be referred to the Office of Personnel Management for an advisory opinion prior to accepting any such matter for processing under the provisions of the negotiated grievance procedures.  The interpretation of the Federal Personnel Manual rendered by the Office of Personnel Management on such questions must be considered by the parties in resolving informal or formal grievances.  This provision shall not serve as a bar to continuation of a grievance which otherwise would have been timely filed.

SECTION S4.  Both parties to this Agreement strongly support the concept of Stewards handling the grievance during the initial stages.  Normally, when an employees requests Union representation, a Steward from the same organization will be assigned to represent him/her/them.  When a representative is designated in a grievance, all communications on the matter will be through the representative.  It is understood that the Union will encourage the top elected officials to refrain from becoming extensively involved in grievances during the initial stages.  While the parties jointly agree to the resolution of grievances and complaints at the lowest possible level, it is also agreed that grievances may be escalated by mutual agreement to any advance stage of the grievance procedure outlined below.
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SECTION S5.
A.  Employee grievances (except those filed in accordance with Article 39) concerning formal disciplinary or adverse actions or removals based on unacceptable performance grievable under this Article will begin at the first level of management above the deciding official and be filed at a formal step as appropriate.  In these cases, the time limit for filing the grievance will be ten (10) workdays after receipt of the notice of decision.

B.  Grievances that are initiated with Directors/Office Chiefs or the PLFA Commander will begin at Step 3 or Step 4 of the procedure respectively.  In these cases, the time limit for filing the grievance will be ten (10) workdays after the date of the act or occurrence or date the employee(s) becomes aware of that act or occurrence.

C.  Any on going occurrence that is in violation of this agreement or any applicable laws or regulations has no grievance time limit.

D.  In addition to the requirement of Section 8 D of this Article, the following is required in all written grievances:

    1.  Normally and if known the specific section(s) of the Article(s) of the Master or Supplemental Agreement or the law, rule or regulation with respect to personnel policy, practices or other matters affecting conditions of employment that are subject(s) of the grievance.

    2.  Identify issue(s) not resolved at the previous step.

E.  Decisions rendered in each step, and properly signed by appropriate persons, shall be final and binding upon the parties, unless appealed to the next step of the procedure in accordance with the time limits set forth in this Article.

F.  Grievance Procedure (Supersedes Section 8A of Master Agreement and  modifies 8B to read "Step 4 decision" at the end of the section).

    1.  Step 1.  (Informal)  A grievance concerning a particular act or occurrence shall be presented within ten (10) workdays after the date of that act or occurrence or the date the employee (or group of employees) became aware of that act or occurrence.  The grievance will be presented orally or in writing to the employee's supervisor or other appropriate management official who will act promptly on the grievance, seeking advice from an Office of Civilian Personnel representative, and discussing it with his next level supervisor, if necessary, to resolve the grievance quickly and effectively.  The supervisor will issue a written decision within ten (10) workdays after the presentation of the informal grievance.  If the employee is not satisfied, he/she may submit a formal grievance for consideration in accordance with the procedural steps set forth below.  An employee must seek informal resolution of a grievance before he/she may request relief through the formal grievance process except in those situations described in Section S4 B of this Article.
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    2.  Step 2.  (Formal)

        a.  If an employee (or group of employees) is dissatisfied with the decision arrived at in Step 1, he/she may, within ten (10) workdays, alone or through his/her representative, present his/her grievance for further consideration in writing to the next level of supervision above the level specified in Step 1 (refer to Sections 8 D and S4 C of the Article).

        b.  The Employer will promptly furnish the Union a copy of the grievance when the Union has not been named as the representative.

        c.  The Union, when it has been designated as the representative, shall at all times keep the Employer informed in writing of the person selected by the Union to represent the employee(s).

        d.  A meeting may be held at the request of either the supervisor or the employee.  If the employee desires to have a meeting, he/she should request one in the written grievance.  If a meeting is to be held, supervisors must arrange and hold such within five (5) workdays after receipt of the grievance.  The Union will be notified when it has not been selected as the representative, which will constitute an invitation for the Union to be present at the meeting if held.

        e.  The supervisor will give a written decision to the grievant(s) within ten (10) workdays after the date of the meeting, or if a meeting is not held, within ten (10) workdays after his/her receipt of the grievance.  A copy of this decision will be furnished to the Union when it is not the representative of the employee(s).

        f.  At any step in this procedure, where a group of employees are grievants, the group will be bound by the decision of the employee selected as representative for the group. 

    3.  Step 3.  If the employee (or group of employees) is dissatisfied with the decision rendered in Step 2, he/she may forward the grievance within ten (10) workdays from the receipt of such decision in writing to the Director/Office Chief.  A meeting may be held at the request of either the Director/Office Chief (or his/her designee), or the employee.  If the employee desires to have a meeting he/she should request one in the written grievance.  If a meeting is to be held, the Director/Office Chief, or his/her designee must arrange and hold such within five (5) workdays after receipt of the grievance.  The Union, if not the representative, will be notified in writing of the date, time and place of any meeting and shall be allowed to attend same.  The Director/Office Chief or his/her designee, shall give the grievant(s) a written decision within ten (10) workdays after the meeting, if held, or within ten (10) workdays after receipt of the grievance.

    4.  Step 4.  If the employee (or group of employees) is dissatisfied with the decision rendered in Step 3, he/she may forward the grievance within ten (10) workdays from the receipt of such decision in writing to the PLFA Commander.  The PLFA Commander or the designated representative will review the grievance and, if he/she desires, arrange for a meeting with the principals involved within five (5) workdays from receipt of  the grievance.  In those instances where they have not been designated as the grievant(s) representatives, the Union shall be invited and allowed to attend such meetings.  The PLFA Commander shall give the grievant(s) a written decision within ten (10) workdays after the meeting, if held, or within ten (10) workdays after receipt of the grievance.
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    5.  Step 5.  Grievances not satisfactorily resolved at Step 4 of this procedure may be referred to arbitration in accordance with the procedures specified in Article 37 of this Agreement and the Supplement thereto.

SECTION S6.  Disputes between the Union and the Employer (excluding grievances that can be resolved below the command level).

A.  This procedure covers disputes over actions taken (or alleged failure to take appropriate actions) by the Union or the Employer which involve the interpretation and application of this Supplement.

B.  The Union and the Employer agree to exert every effort to resolve matters raised under this procedure informally and in as expeditious a manner as possible.  To facilitate informal resolution:

    1. The Union or the Employer shall fully inform the other party of the matter of concern at the earliest opportunity.

    2. Informal resolutions shall not be construed as establishing binding precedent on a particular practice or, necessarily, on the interpretation of the Supplement.

C.  If the matter is not resolved informally:

    1.  The Local President/Commander (or his designee), whichever is the grieving party, shall communicate in writing to the other party, stating the precise nature of the grievance, applicable records and or supporting documents, a specific citation of the portions(s) of the Supplement which is applicable to the grievance along with a statement explaining why or in what manner it is felt that the particular portion(s) is being  misinterpreted or misapplied, the specific relief or adjustment requested, and a description of efforts taken to resolve the matter informally along with a statement explaining why offered informal resolutions, if any, were not considered satisfactory.

    2.  The Local President/Commander (or his designee), whichever is the responding party, shall prepare a final written response to the written grievance within 15 working days following receipt of the grievance.

    3.  The grieving party will notify the respondent of its acceptance of the final written response on its intent to advance the matter to arbitration in accordance with Article 37 of the Master Agreement within twenty (20) workdays following receipt of the response.
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  LOCAL SUPPLEMENT TO ARTICLE 37
SECTION S1.  If a grievance is not resolved satisfactorily under Article 36, such grievance shall, upon written notice by the party requesting arbitration to the other party, be referred to arbitration.  However, arbitration may be invoked only by the Employer or the Union.

SECTION S2.  The written notice requesting arbitration must be served not later than twenty (20) workdays after receipt of the Commander's decision under Step 4 of Article 36.  Either party for good cause, may request a reasonable extension of these time frames provided such request is received prior to the expiration of the time frame.

SECTION S3.  The written notice requesting arbitration must state the  specific issue(s) that is to be submitted to the arbitrator.  Normally an issue may not be submitted for arbitration unless it was first presented in a formal grievance.

SECTION S4.  Whenever possible, arbitration hearings shall be held during the regular day shift hours of the basic work week (Monday-Friday).  The grievant(s) and any employee witnesses who are local DLA employees shall be on "official time" while participating in the hearing.

SECTION S5.  An equal number of representatives from both sides take part in the arbitration proceedings.

SECTION S6.  A bargaining unit employee who is to be questioned regarding an arbitration proceeding will be informed:

    a.  Of  the purpose of the questioning;

    b.  That no reprisal will take place if he/she refuses to participate;

    c.  That his/her participation is voluntary; and

    d.  Any employee that has been identified as a union witness may request a union representative when being interviewed by the management representative.

SECTION S7.  In reference to 3B of the Master Agreement, the determination as to who will strike the first name from the FMCS list of arbitrators will be accomplished by a flip of a coin.

SECTION S8.  Prior to invoking arbitration, both sides will exchange all material and findings.  Concerned parties will meet in an attempt to settle the case before arbitration is invoked.

SECTION S9.  Any exception to the arbitrator’s award must be filed within 30 days or the award is binding on both parties.
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LOCAL SUPPLEMENT TO ARTICLE 39
SECTION S1.  If an employee elects to appeal an action in lieu of filing a grievance as provided in Article 36, Section 5 of the Master Agreement, these procedures apply.

SECTION S2.  An employee has five (5) working days after receipt of the  notice of decision to indicate in writing his/her intent to appeal the action in order to be granted a stay of certain personnel actions.  The Office of Civilian Personnel will be furnished a copy of the appeal when it is filed.  Failure to file a timely appeal will cause the stay to be terminated.

SECTION S3.  An Agency decision to remove a bargaining unit employee under 5 U.S.C. § 4303 or § 7512 will be stayed for 90 calendar days or until the Merit  Systems Protection Board makes an award, whichever comes first, provided the employee files a timely appeal under 5 CFR 1201.22.

SECTION S4.  This Article does not apply to removals where there is  sufficient evidence that:  (1) retention of the employee is injurious to  him/herself, his/her fellow workers, or the general public; (2) retention of the employee is resulting or will result in damage to Government property; or (3) retention of the employee may compromise national security or the internal security practices of the Agency.  This Article does not apply where there is reasonable cause to  believe the employee has committed a crime for which a sentence of imprisonment may be imposed.
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LOCAL SUPPLEMENT TO ARTICLE 40
SECTION S1.  Employees will be made aware of, have access to for review, and will be given copies of any systems of records, upon request, and not otherwise restricted by law or regulation, kept by their supervisor relating to their employment.

SECTION S2.  The employee will be given the opportunity to initial any adverse statement(s) placed on his/her SF-7B card.  Initialing an entry is not tantamount to agreement with the entry, but only signifies the fact that the entry was reviewed.

SECTION S3.  The employee has the right to review his/her SF-7B card at any time.  The employee has the right to make notes and attach information expressing disagreement with any entries made on the SF-7B card.  Any entries on the SF-7B card will be in accordance with the Master Agreement.  Disputes regarding adverse entries on the card may be resolved through the negotiated grievance procedure.  Adverse entries may remain on the card no longer than one year unless a longer period is required by regulation or negotiated agreement.

SECTION S4.  Any (adverse) comments will be entered on a separate 5 x 8 inch card.  Comments will include the record of counseling, oral admonishment positive or negative comments, pertinent dates, a description of the discussion with the employee, and any corrective action discussed.

SECTION S5.  The provisions of DLAR 1444.2, Maintenance of Civilian Personnel Records in Operating Offices, are applicable to this Agreement.
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LOCAL SUPPLEMENT TO ARTICLE 41
SECTION S1.  The Employer will withhold the regular and periodic Union membership dues from the pay of members who make voluntary allotment for the purpose.

SECTION S2.  The amount of withholding will include regular periodic amounts required to maintain a member in good standing, and will not include initiation fees, back dues and fines.

SECTION S3.  Allotments of Union dues will be made on Standard Form 1187, Request and Authorization for Voluntary Allotment of Compensation for Payment of Employee Organization Dues.  This form, completed, signed by the employee and certified by an authorized official of the union, will be forwarded to the Chief, Payroll Branch, Accounting and Finance Division.  The Union will be responsible for supplying the form to its members and educating its members on the program for allotments for payment of dues, and the uses and the availability of the required form.

SECTION S4.  Dues will be withheld each bi-weekly pay period, in the amount certified by the Union on Standard Form 1187.  The amount withheld will not be changed unless the Union certified to the Chief, Payroll Branch, that the dues have been changed.  A change will take effect beginning the first full pay period following receipt of the certification of a change.

SECTION S5.  Dues withholding will become effective the first full pay period after a properly executed allotment form is received in the Payroll Office.

SECTION S6.  An employee may revoke his allotment by submitting to the Payroll Office one copy of Standard Form 1188, Cancellation of Payroll Deductions for Labor Organization Dues.  The form may be obtained from the Union Steward or Office of Civilian Personnel.  A written request for revocation of allotment otherwise in order, dated and signed by the employee, will be accepted in lieu of the form.   


     a.  For those allotments that have been in effect in excess of one year - cancellations will be accepted after August 20 of each year.  The cancellation will be effected once a year - the first full pay period after September 1.

     b.  For those whose allotments are in the first year - the cancellation may only be submitted the pay period before the anniversary date of the allotment and will be effective the first full pay period after the anniversary.

    c.  In both cases an employee must submit the cancellation to the DSCC Payroll Liaison Office by no later than 1500 hours (3:00 PM) on the last Friday of the first full pay period after September 1 or after the first anniversary. (MOU 02-02)

     d.  Receipt date to be documented by date stamp, with a copy to the Union Office stating reason for revocation (anniversary date, supervisor, etc.).
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The Payroll Office will notify the Union in writing of the revocation of an allotment by an employee.

SECTION S7.  When a member is leaving DSCC/DSDC, the losing agency will forward the gaining activity a copy of the previously executed Form 1187 so that dues will continue to be deducted.  This applies only if the member is still represented by AFGE Local 1148.
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LOCAL SUPPLEMENT TO ARTICLE 42

SECTION S1.

     A.  Union officials or representatives may be excused without charge to their leave in conjunction with attendance at a Union sponsored training session, provided the subject matter of such training is of mutual concern to the Government and the employee in his capacity as an organization representative and the Government’s interest will be served by the employee’s attendance.  At least seven (7) workdays in advance of the commencement of such training, a written request will be submitted to the Employer for the approval within the time limits of the applicable laws and regulations.

     B.  Each agency will approve excused absences for steward training required to maintain state of the art skills when requested by the union President.  The number of authorized stewards will be determined as of 30 September of each year at the rate of 1 per 100 employees.

SECTION S2.  The authorized delegates to the semi-annual DLA-AFGE meeting, as certified by the Local President, will, subject to the approval of the Commander, be granted administrative leave for attendance and travel with no expenses paid by the Employer.
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LOCAL SUPPLEMENT TO ARTICLE 43
SECTION S1.  Booklet copies of this Supplement shall be provided by the agency to each employee in the bargaining unit.  The Local President will be furnished 158 8 ½” x 11” size copies to meet the officers and stewards needs.  Upon request of the Union President, additional copies will be provided.
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LOCAL SUPPLEMENT TO ARTICLE 44

SECTION S1.  In a negotiability dispute, if the issue is determined to be negotiable, the parties will enter/resume negotiations within 30 days of the decision rendered.  The remainder of the Supplement will be signed and put into effect.

SECTION S2.  Any of the three designated bargaining officials (one official from each activity and the union) may call a designated bargaining team meeting with regard to issues which affect the agreement.  Prior to this meeting the designated bargaining official will compile sufficient data for evaluation by the designated bargaining team to reach resolution.

SECTION S3.  Finished products will be in the form of numbered MOUs and these will be published annually as updates to the Agreement.

SECTION S4.  This group will meet at least quarterly.
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LOCAL SUPPLEMENT TO ARTICLE 45
SECTION S1.  The agreement will be reviewed by the commanding officers and the designated bargaining team within 30 days of the completion of the proposed agreement.  The intent of this review is to approve the agreement for implementation.

SECTION S2.  Such negotiation will be separate and distinct from mid-term bargaining as set forth in this Agreement.

SECTION S3.  This supplement will stay in full force and effect until a new supplement is agreed upon in that it does not conflict with the master agreement.

IN WITNESS WHEREOF, the parties hereto have entered into this

Agreement on the 19th day of June 1996.

DEFENSE SUPPLY CENTER                    AMERICAN FEDERATION OF

COLUMBUS                                 GOVERNMENT EMPLOYEES,

                                         LOCAL NO. 1148

 - Signed - 

________________________

E. A. ELLIOT   

RADM, SC, USN      

Commander

DLA SYSTEMS

DATA CENTER

 - Signed -                               - Signed -

________________________                 ____________________ 

P. K. ANDERSON



     CARMELITA B. RILEY

CAPT, SC, USN 



     President

Commander 
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Local Supplement Attachment 1

The following is a list of documents which the parties agree to incorporate into the DSCC-AFGE Local 1148 Agreement:

    Partnering Agreement Between DCSC and AFGE Local 1148, Nov 22, 1994.

    Memorandum of Understanding, DCSC/AFGE Partnership Council, Nov 24, 1994.

    DCSC/AFGE Partnership Council Operating Guidelines.

    Partnering Agreement Between DSDC and AFGE Local 1148, Feb 3, 1995. 

    DSDC/AFGE Partnership Council Operating Guidelines.

PARTNERING AGREEMENT

BETWEEN

DEFENSE CONSTRUCTION SUPPLY CENTER

AND

AFGE LOCAL 1148

             We jointly agree that a partnering relationship between labor and management is essential to ensure that DCSC meets its mission requirement and delivers the highest quality service to its customers.

              We further agree that our partnership will work under the following guidelines:

               -  A partnership requires mutual respect and understanding.

               -  Partnering is shared decision making and shared responsibility for those decisions.

               -  A partnership is a two-way street of cooperation.

               -  A partnership requires a free-flow sharing of pre-decisional information.

               -  Partnership decisions are based on consensus.

               -  Partnerships require joint training.

               -  Partnering is an evolutionary process.              

               -  Partnering requires self-evaluation to determine its value to all parties.        

Under these guidelines, the DCSC/AFGE Partnership Council will promote:

               -  The production of high quality service  and products as an integral part of mission accomplishment.

               -  Continuous skill learning for employees.                                  

               -  The recognition of the value of our employees who deserve work-oriented work places.

               -  The training needed to accomplish the Partnership’s objectives.   

               -  Open communications, mutual respect, and trust among all employees.

               -  The spirit of partnering in each directorate/office.

               -  The removal of barriers that restrict productivity, flexible work processes, improved work conditions, and continuous quality improvement.

               -  Bargaining in good faith, using interest-based processes, over any workplace issue with the objective of reaching an agreement which integrates the interests of the stakeholders, i.e., the employees/union, management, the customer, and the public.

       - Signed -                                                         ____ - Signed -_____             CARMELITA B. RILEY                                            E. A. ELLIOT

President                                                           RADM, SC, USN

AFGE Local 1148                                              Commander

22 Nov 94

MEMORANDUM OF UNDERSTANDING

DCSC/AFGE PARTNERSHIP COUNCIL

SECTION 1 - GENERAL

                      A.  The parties agree there will be a DCSC/AFGE Partnership Council which will meet regularly to discuss and resolve issues and problems of concern to the Union and the Activity.  Issues to be discussed may include, but are not limited to, matters covered by a Negotiated Agreement, such as grievances, hours of work, and so on.

                      B.  The Council will establish procedures and guidelines to govern its operations.

                      C.  The Council is one of the mainstays of a healthy labor-management relationship, and any problems stemming from the implementation or administration of this Agreement may be brought before the Council.  The Council will use a cooperative, interest-based approach to resolving issues and problems.  To that end, permanent and alternate members of the Council will receive training in interest-based, nonadversarial negotiations.  This training must be scheduled or accomplished before being appointed a member of the Council.  This will build a foundation of trust and understanding, along with a familiarity with the concepts and methods of researching mutually acceptable resolution of issues.  

                       D.  The Council will attempt to come to a speedy resolution of any complaint, problem, or issue considered.  The Council will report directly to the Center Commander and any issue not resolved will be referred to that official for resolution or revert to an agreed upon disputes resolution process as determined by the Council.

SECTION 2 - MEMBERSHIP

                      The Council will consist of eight permanent members, four Union and four Activity.

                      UNION

                      Four members:  AFGE Local 1148 President plus three (3) others from the DSCS bargaining unit designated by the President.

                      MANAGEMENT

                      Four members appointed by the Commander.  Representation should include director level, and first line management; operations and support management; and a Labor Relations Representative from the Civilian Personnel Office.

SECTION 3 - MEETINGS
                      Meetings will be held at least monthly and additionally as required.

SECTION 4 - REPORTING
                      At the discretion of the Council, information and feedback will be provided to Center Commander, managers and bargaining unit employees on any issues considered during meetings.

                      Copies of the minutes will be maintained in the Labor Relations Officer’s office and in the union office.  They will be posted on each official DCSC bulletin board, published in the union newsletter, and the appropriate Center publication.

       - Signed -                                                              - Signed -__________          CARMELITA B. RILEY                                        MARY ANN SKOCIK

President                                                             Director

AFGE Local 1148                                                Office of Civilian Personnel

 22 Nov 94  
Date      

DCSC/AFGE PARTNERSHIP COUNCIL

OPERATING GUIDELINES

PURPOSE

                      In support of the DLA/AFGE Partnership Council, the DSCS/AFGE Partnership Council, hereafter referred to as the Council, is established to create, implement and maintain a cooperative, constructive working relationship between labor and management to achieve common goals.  Also, to investigate, study, and discuss possible solutions to mutual problems or potential problems affecting the Center.

SCOPE

                      A.  The Parties agree they will meet regularly to discuss and resolve issues and problems of concern to the Union and the Center.  Issues to be discussed may include, but not limited to, matters covered in the Local Supplement to the DLA/AFGE Master Agreement.

                      B.  The Council is one of the mainstays of a healthy labor- management relationship, and any problems stemming from the implementation or administration of the negotiated agreements may be brought before the Council.  The Council will use a cooperative interest-based approach to resolving issues and problems.  To that end,  members of the Council will receive partnership training including in interest-based bargaining and Alternative Dispute Resolution procedures.  This will build a foundation of trust and understanding, along with a familiarity with the concepts and methods of reaching mutually acceptable resolutions of issues.

                      C.  The Council will attempt to come to a speedy resolution of any complaint, problem, or issue considered.  The Council will report directly to the Commander all issues that are resolved as well as those that are not resolved.

REPRESENTATION
                      Union
                      Four members:  AFGE Local 1148 President plus three (3) others designated by the President.

                      DCSC Management
                      Four members appointed by the Commander:  One director level manager (the senior representative), one first line supervisor, the Labor Relations Officer (LRO) and one to be designated by the Commander.  This team must include ICP and P-900 representation (excluding the LRO).

                      The senior member of labor and management will have a designated alternate who is a current member of the Council.

                      The terms of office shall be indefinite, subject to the determination of the Commander for management and the Union President for the Union.

CHAIRING
                      Responsibility for chairing meetings shall alternate between the union and management at the beginning of each fiscal quarter.  Each party will determine whether their chair assignment will be permanent or rotate among their members.

REPORTING
                      The chairperson will furnish a recorder for each meeting.

                      Minutes will record discussion of issues addressed by topic.  Verbatim transcripts will not be maintained.  Drafts of the minutes will be reviewed by each Council member prior to issuance in final.  The minutes will be signed by the chairperson and the senior official of the other party.  Copies of the minutes will be furnished to the Commander and all Council members.

                      Copies of the minutes will be maintained in the Labor Relations Officer’s office and in the union office.  Minutes will be posted on each official DCSC bulletin board.  They will also be published in the Union newsletter and the appropriate Center publication.

DATE AND TIME OF MEETINGS
                      Meetings will be held at least monthly and additionally as required and shall be limited to two hours.  Monthly meeting will normally be held on the first Tuesday of the month from 1000 to 1200.  Every attempt shall be made to keep such a schedule realizing that some flexibility is necessary.

                      An agenda will be distributed to members by the Chairperson at least two workdays prior to the scheduled meetings.  Preparation and distribution of the agenda will be the responsibility of the Chairperson.

                      The written agenda will normally include the issues to the discussed; names of members or alternates attending; names of any non-members and/or “experts” invited to participate in discussions and the issues they will be involved in; and the time and place of the meeting.

                      Order of business for the meetings shall be as follows: 

                      1.  URGENT BUSINESS.  This is an issue or issues which may arise during the period from issuance of the written agenda to the beginning of the meeting.  Discussion will be limited to proper placement on the agenda by mutual consent.

2.  OLD BUSINESS.

3.  NEW BUSINESS.

4.  FUTURE AGENDA ITEMS.  Preliminary discussion only.

GENERAL GUIDES

                      1.  Recommendations growing out of these meetings will be in accordance with current law and government-wide regulations.

                      2.  Topics that could lead to grievances may be discussed.

                      3.  Each topic shall be discussed fully and action reach before proceeding to another topic.  Topics requiring further study may be tabled.  Where mutually satisfactory decisions are not reached, the topic shall be considered under an agreed form of Alternative Dispute Resolution (ADR) process.  If not resolved through ADR, the issue shall be canceled and revert to its proper place in the labor-management relationship, i.e., grievance procedure, negotiations, etc.

                      4.  It is the intent of the parties that these guidelines are to remain flexible.

                      5.  The Council will develop methods and procedures for self evaluation in order to determine its effectiveness and value to the Center.

THE ABOVE IS AGREED TO BY THE PARTNERSHIP PLANNING COMMITTEE

____ - Signed -_____________                              ____- Signed -____________

CARMELITA B. RILEY (AFGE)                               FRED HARRIS (DCSC-KSE)

____ - Signed -_____________                              ____- Signed -____________

ANN BRADWAY (DCSC-LM)                                  RICHARD GIPSON (DCSC-I)
PARTNERING AGREEMENT

BETWEEN

DLA SYSTEMS DESIGN CENTER

AND

AFGE LOCAL 1148

             We jointly agree that a partnering relationship between labor and management is essential to ensure that DSDC meets its mission requirement and delivers the highest quality service to its customers.

              We further agree that our partnership will work under the following guidelines:

               -  A partnership requires mutual respect and understanding.

               -  Partnering is shared decision- making and shared responsibility for those decisions.

               -  A partnership is a two-way street of cooperation.

               -  A partnership requires a free-flow sharing of pre-decisional information.

               -  Partnership decisions are based on consensus.

               -  Partnerships require joint training.

               -  Partnering is an evolutionary process.              

               -  Partnering requires self-evaluation to determine its value to all parties.        

Under these guidelines, the DSDC/AFGE Partnership Council will promote:

               -  The production of high quality service  and products as an integral part of mission accomplishment.

               -  Continuous skill learning for employees.                                  

               -  The recognition of the value of our employees who deserve work-oriented work places.

               -  The training needed to accomplish the Partnership’s objectives.   

               -  Open communications, mutual respect, and trust among all employees.

               -  The spirit of partnering in each directorate/office.

               -  The removing of barriers that restrict productivity, flexible work processes, improved work conditions, and continuous quality improvement.

               -  Bargaining in good faith, using interest-based processes, over any workplace issue with the objective of reaching an agreement which integrates the interests of the stakeholders, i.e., the employees/union, management, the customer, and the public.

       - Signed -                                                         ____ - Signed -_____             CARMELITA B. RILEY                                            P. K. ANDERSON

President                                                           CAPT, SC, USN

AFGE Local 1148                                              Commander

3 Feb 95

DSDC/AFGE PARTNERSHIP COUNCIL

OPERATING GUIDELINES

PURPOSE

                      In support of the DLA/AFGE Partnership Council, the DSDC/AFGE Partnership Council, hereafter referred to as the Council, is established to create, implement and maintain a cooperative, constructive working relationship between labor and management to achieve common goals.  Also, to investigate, study, and discuss possible solutions to mutual problems or potential problems affecting the Agency (Defense Logistics Agency).

SCOPE

                      A.  The Parties agree they will meet regularly to discuss and resolve issues and problems of concern to the Union and the Center.  Issues to be discussed may include, but not limited to, matters covered in the Local Supplement to the DLA/AFGE Master Agreement.

                      B.  The Council is one of the mainstays of a healthy labor- management relationship, and any concerns stemming from the implementation or administration of the negotiated agreements may be brought before the Council.  The Council will use a cooperative interest-based approach to resolving issues and concerns.  To that end,  members of the Council will receive partnership training in Interest-Based Bargaining and Alternative Dispute Resolution procedures.  This will build a foundation of trust and understanding, along with a familiarity with the concepts and methods of reaching mutually acceptable resolutions of issues.

                      C.  The Council will attempt to come to a speedy resolution of any complaint, problem, or issue considered.  The Council will report directly to the Commander all issues that are resolved as well as those that are not resolved.

REPRESENTATION
                      Union
                      Four members:  AFGE Local 1148 President plus three (3) others designated by the President.

                      DSDC Management
                      Four members appointed by the Commander:  Deputy for Operations and Mission Support (the senior representative), one director, one office chief, and the Labor Relations Officer (LRO). 

                      The senior member of labor and management will each have a designated alternate who is a current member of the Council.

                      The terms of office shall be indefinite, subject to the determination of the Commander for management and the Union President for the union.

CHAIRING
                      Responsibility for chairing meetings shall alternate between the union and management at the beginning of each fiscal quarter.  Each party will determine whether their chair assignment will be permanent or rotate among their members.

REPORTING
                      The chairperson will furnish a recorder for each meeting.

                      Minutes will record discussion of issues addressed by topic.  Verbatim transcripts will not be maintained.  Drafts of the minutes will be reviewed by each Council member prior to issuance in final.  The minutes will be signed by the chairperson and the senior official of the other party.  Copies of the minutes will be furnished to the Commander and all Council members.

                      Copies of the minutes will be maintained in the Labor Relations Officer’s office and in the Union office.  Minutes will be posted on each official DSDC bulletin board.  They will also be published in the Union newsletter and the appropriate Center publication.

DATE AND TIME OF MEETINGS
                      Meetings will be held at least monthly and additionally as required and shall be limited to two hours.  Monthly meetings will normally be held on the _____________ of the month from 1330 to 1530.  Every attempt shall be made to keep such a schedule realizing that some flexibility is necessary.

                      An agenda will be distributed to members by the Chairperson at least two workdays prior to the scheduled meetings.  Preparation and distribution of the agenda will be the responsibility of the Chairperson.  Items for the agenda may be submitted to the Chairperson by any member of the Council

                      The written agenda will normally include the issues to the discussed, names of members or alternates attending, names of any non-members and/or “experts” invited to participate in discussions and the issues they will be involved in, and the time and place of the meeting.

                      Order of business for the meetings shall be as follows: 

                      1.  URGENT BUSINESS.  This is an issue or issues which may arise during the period from issuance of the written agenda to the beginning of the meeting.  Discussion will be limited to proper placement on the agenda by mutual consent.

2.  OLD BUSINESS.

3.  NEW BUSINESS.

4.  FUTURE AGENDA ITEMS.  Preliminary discussion only.

GENERAL GUIDES

                      1.  Recommendations growing out of these meetings will be in accordance with current law and government-wide regulations.

                      2.  Topics that could lead to grievances may be discussed.

                      3.  Each topic shall be discussed fully and action reach before proceeding to another topic.  Topics requiring further study may be tabled.  Where mutually satisfactory decisions are not reached, the topic shall be considered under an agreed form of Alternative Dispute Resolution (ADR) process.  If not resolved through ADR, the issue shall be canceled and revert to its proper place in the labor-management relationship, i.e., grievance procedure, negotiations, etc.

                      4.  It is the intent of the parties that these guidelines are to remain flexible.

                      5.  The Council will develop methods and procedures for self evaluation in order to determine its effectiveness and value to the Agency.

___Signed__________________               ____Signed________________

CARMELITA B. RILEY                                P. K. ANDERSON

President                                                     CAPT, SC, USN

AFGE Local 1148                                        Commander

MOU 98-1

MEMORANDUM OF UNDERSTANDING

DSCC/DSDC AND AFGE LOCAL 1148

     Amendment to DSCC/DSDC-AFGE Local 1148 Supplemental Agreement.   Article 3, Section S2, is amended as follows:

     The following language is deleted from Section S2:

     Reasonable official time for officers and stewards for visiting, phoning and writing to elected representatives in support of, or opposition to, pending or desired legislation which would impact the working conditions of employees represented by the Local, will be granted.

     The following language is added to Section S2:

     DSCC and DSDC will grant officers and stewards reasonable official time to visit elected representatives to promote union representation of bargaining unit members relevant to the working conditions of employees.  In accordance with the Defense Appropriations Bill, the use of official time is restricted in that it may not be granted to lobby Congress on proposed or pending legislation.

_- - Signed - -____________                             __- - Signed - -_______
ERNEST W. SMITH                                           HARVEY HODAK

President, AFGE Local 1148                              Labor Relations Officer

_October 5, 1998_

Date
MOU 98-2

MEMORANDUM OF UNDERSTANDING

DSCC/DSDC AND AFGE LOCAL 1148

     Amendment to DSCC/DSDC-AFGE Local 1148 Supplemental Agreement.   Article 4, Section S1, E, is amended as follows:

     The following language is deleted from Section S1:

E.  Whenever an employee fails to receive their full pay on time for holiday or overtime work, the Activity will take immediate action to pay the employee within two working days when the shortage represents more than two hours pay for part-time employees or four hours pay for all other employees.

     The following language is added to Section S1:

E.  In accordance with DOD Financial Management Regulation, 7000.14-R, an employee who fails to timely receive full regular biweekly pay will receive a special payment when the salary represents more than eight hours pay for full time employees and more than four hours pay for part-time employees.   Payment will be released by close of business the following workday after the civilian payroll office receives the documentation substantiating underpayment.  Other salary underpayment will be made on the first payroll prepared after the error is discovered. 

_- - Signed - -____________                             __- - Signed - -_______
ERNEST W. SMITH                                           HARVEY HODAK

President, AFGE Local 1148                              Labor Relations Officer

_October 15, 1998_

Date
MEMORANDUM OF UNDERSTANDING                                                           01-02

Coverage of Local Supplement

We agree to modify the DSCC/DSDC-AFGE Local 1148 Negotiated Agreement as follows:

     1.  Rename the Agreement the DSCC/DSIO-AFGE Local 1148 Negotiated Agreement.  It is understood that DSIO is the DLA Systems Integration Office, Columbus (DSIO-S) and includes other organizations with official bargaining unit status under DLA Headquarters Office J-64 (DSIO-E, Ft. Belvoir; DSIO-J, Battle Creek; DSIO-P, Philadelphia; and DISOC).

     2.  Change all references to DSDC in the Agreement to DSIO. 

    
__- - - Signed - - - ____                            __- - - Signed - - -______     
GEORGE PARKS                                     HARVEY HODAK


President 



             Labor Relations Officer


AFGE Local 1148


             DSCC-KL

__Feb 5, 2001_

Date

MEMORANDUM OF UNDERSTANDING                                                              01-03

Area of Consideration

We agree to modify Article 13 of the DSCC/DSIO-AFGE Local 1148 Supplemental Agreement to amend the first area of consideration as follows:

SECTION S6. A. 1.   Minimum areas of consideration are as specified in the Master Agreement, except:


a.  DSCC, DSIO, Defense Depot Columbus (DDCO), Defense Reutilization and Marketing Office Columbus (DRMS Columbus) and the DLA Human Resources Operation Center (HROC) will be in the first area of consideration.

     __- - - Signed - - -______                                         __- - - Signed - - -_______

     GEORGE PARKS                                                     HARVEY HODAK

     President 



                                 Labor Relations Officer

     AFGE Local 1148




 DSCC-KL

____Feb 15, 2001___
Date

MEMORANDUM OF UNDERSTANDING                                               02-02

Union Dues Cancellation

To clarify bargaining unit member procedures for cancellation of union dues, we agree to the following revised language to Article 41, Section S6, c, of the DSCC-AFGE Local 1148 Supplemental Agreement to read as follows:

c.  In both cases an employee must submit the cancellation to the DSCC Payroll Liaison Office by no later than 1500 hours (3:00 PM) on the last Friday of the first full pay period after September 1 or after the first anniversary.

     ____-- Signed --____________                ____-- Signed --___________

     GEORGE PARKS             
                 HARVEY HODAK

     President 



                 Labor Relations Officer

     AFGE Local 1148      
                     
      CSO-C

_Nov 4, 2002_
Date

