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PREAMBLE

1.  Pursuant to the policy set forth In Title VII, Public law 95-454, Federal Service Labor Management Relations (Chapter 71, Title 5, United States Code), hereinafter called the LAW, the following articles of this basic agreement, together with any and all supplemental agreements and/or amendments which may be agreed, to at later dates, constitute a total agreement by and between the United States Air Force, specifically, Columbus Air Force Base, Mississippi, hereinafter referred to as the employer, and the American Federation of Government Employees, Local 1296, hereinafter referred to as the union, for the Employees in the Unit described below, hereinafter referred to as the employees.  

2.  The parties recognize that the statutory protection of the right of Employees to organize, bargain collectively, and participate through labor organizations of their own choosing in decision which might affect them, safeguards the public interest, contributes to the effective conduct of public business, and facilitates and encourages the amicable settlement of disputes between employees and their employers involving conditions of employment.  The public interest demands the highest standards and the continued development and implementation of modern and progressive work practices to facilitate and improve Employee performance and efficient accomplishment of the operations of the Employer.

3.  The parties recognize that labor organizations and collective bargaining in Federal Civil Service are in the public interest.  The parties further recognize the purpose of the Law is to prescribe certain rights and obligations of the employees and the employer.  In recognition of these rights and obligations, the Union and the Employer agree as follows:

ARTICLE 1

RECOGNITION AND UNIT COVERAGE

SECTION 1: RECOGNITION: The employer recognizes that the Union is the exclusive representative of all Employees in the Unit described in Section 2 below.  The Union recognizes its responsibility of representing the interests of all such Employees without discrimination and without regard to Union membership with respect to personnel policies or other matters affecting their general working conditions subject to the express limitations set forth elsewhere in this Agreement.

SECTION 2.  UNIT:  The Unit to which this agreement is applicable is composed of all appropriated fund employees under the control of the Commander, 14th Flying Training Wing, Columbus AFB, Mississippi.  EXCLUDED: All managerial employees, all supervisory employees, all professional employees, all probationary and temporary employees, and employees serving a trial period, employees of a professional or confidential nature as defined in 5 USC 7103, employees paid from non-appropriated funds, employees engaged in federal personnel work other than in a purely clerical capacity, and employees of tenant organizations. 

SECTION 3: Personnel excluded as defined above in this Article, may not act as representatives for, or participate in the management of a labor organization.

ARTICLE 2

DEFINITIONS

DEFINITIONS:  The following definitions of terms used in this agreement shall apply. 

UNION-MANAGEMENT MEETINGS: Meetings that are held for communication and exchange of views with the intent of agreeing on matters of mutual interest. 

NEGOTIATION:  Bargaining by representatives of the Employer and the Union on appropriate issues relating to terms of employment, working conditions, and personnel policies and practices, with the view toward arriving at a formal agreement. 

IMPASSE:  The inability of representatives of the Employer and the Union to arrive at a mutually agreeable decision concerning negotiable matters through the negotiation process. 

NEGOTIABILITY DISPUTE: A disagreement between the parties as to the negotiability of an item.  If the Agency asserts non-negotiability due to a regulation the Union must take appropriate action under 5 USC 7117. 

AMENDMENTS:  Modifications of the Basic Agreement to add, delete, or change portions, sections, or articles of the agreement. 

SUPPLEMENTS:  Additional articles, negotiated during the term of the Basic Agreement, to cover matters not adequately covered by the Basic Agreement. 

GRIEVANCE:  A request for adjustment relative to a matter of concern or dissatisfaction regarding personnel policies, working conditions and environment, or relationships with Agency supervisors and officials, including disciplinary actions and other matters covered under a statutory appeals procedure. 

EMERGENCY SITUATION: A situation, designated by the Employer as an emergency, which poses sudden, immediate, and unforeseen work requirements for the Employer. 

UNION OFFICIAL AND/OR UNION REPRESENTATIVE: Any accredited national representative of the Union, the duly elected or appointed officials of the Local, including Stewards. 

AUTHORITY:  The Federal Labor Relations Authority established by the Civil Service Reform Act of 1978 (5 USC, Chapter 71). 

OTHER DEFINITIONS: Those definitions defined in 5 USC 7103.

ARTICLE 3

LAWS AND REGULATIONS

SECTION 1.  It is agreed and understood that in the administration of all matters covered by this Agreement, officials and Employees are governed by:


a.  Existing or future Laws, Executive Orders, and statutes and by government-wide rules regulations, and instructions as appropriate.


b.  By existing or future Office of Personnel Management, Department of Defense (DOD) and U.S. Air Force policies, regulations, and instructions.


c.  By regulations of appropriate authorities such as Federal Labor Relations Authority (FLRA).

SECTION 2.  It is understood that this Agreement contains contractual obligations assumed by the Parties, but also contains provisions which inform the reader of substantive provisions of Laws, Executive Orders, government-wide rules and regulations and published DOD regulations in effect at the time this Agreement was executed.  It is further understood that in the event of a change in these regulations which conflict with this Agreement, the Parties will negotiate new language that will satisfy the required changes, under the procedures specified in other applicable provisions of this Agreement.

SECTION 3.  In the event the Union and the Employer cannot reach mutual agreement regarding the proposed implementation and either party declares an impasse exists, the impasse shall be resolved utilizing the procedures outlined in 5 USC Section 7119 of the law.

SECTION 4.  Where a local instruction conflicts with this Agreement, this Agreement will govern unless changes are mutually agreed to by both Parties.

ARTICLE 4

EMPLOYER RIGHTS

SECTION 1.  RIGHTS RETAINED: The Employer retains the right and authority:  

a. To determine the mission, budget, organization, number of employees, and internal security practices of the Agency; 

b. In accordance with applicable Laws

(1) to hire, assign, direct, layoff, and retain employees, or to suspend, remove, 

reduce in grade or pay, or take other disciplinary action against employees;

(2) to assign work, to make determinations with respect to contracting out, and to 

determine the personnel by which the Employer's operations shall be conducted;

(3) with respect to filling positions, to make selections for appointments from 

among properly ranked and certified candidates for promotion or from any other appropriate source in accordance with applicable laws or Air Force Instructions in affect at the time; 

(4) to take whatever actions may be necessary to carry out the agency mission 

in situations of emergency; 



(5) to determine numbers, types, and grades of employees or positions assigned to any organizational subdivision, work project, or tour of duty, or on technology, methods, and means of performing work;



(6) to determine procedures which management officials of the Agency will observe in exercising any authority.

SECTION 2.  FUTURE AGREEMENTS: The requirements of this article shall apply to all supplemental, implementing, subsidiary, or informal agreements between the Employer and the Union. 

ARTICLE 5

EMPLOYEE RIGHTS

SECTION 1.  UNION MEMBERSHIP: Employees in the unit shall be protected in their right, freely and without fear of penalty or reprisal, to form, join and assist an Employee organization, or to refrain from such activity.  This Agreement does not prevent any Employee, regardless of employee organization membership, from bringing matters of personal concern to the attention of appropriate officials in accordance with applicable Laws, regulations, or agency policies, or from choosing his or her own representative in a statutory appeal action. Nothing in this agreement shall affect the rights of an Employee to become or to remain a member of a labor organization except pursuant to a voluntary, written authorization by a member for the payment of dues through payroll deductions.  The Employer shall not discipline or otherwise discriminate against any Employee because he or she has filed a complaint or given testimony under the Act, (5 USC, Chapter 71) this grievance procedure, or any other available procedure for redressing wrongs to an Employee.

SECTION 2.  INFORMING EMPLOYEES: It is the obligation of the Employer to provide pertinent information relative to the effective administration of this Agreement.  The Employer shall take such action consistent with Law or regulation, as may be required, in order to inform Employees of their rights and obligations, as prescribed in the Civil Service Reform Act of 1978 (5 USC, Chapter 71), and this Article. 

SECTION 3.  ACCOUNTABILITY:  An Employee is accountable only for the performance of official duties and compliance with standards of conduct for federal employees.  Within this context, the Employer affirms the right of an Employee to conduct his or her private life as he or she deems fit, if it does not interfere with the performance of their official duties.  Employees shall have the right to engage in outside activities of their own choosing without being required to report to the Employer on such activities, except as required by Law or regulation of higher authority (higher authority is that authority higher than wing level).  The Employer will not coerce or in any manner require Employees to invest their money or donate to charity.  No Employee will be required to participate in any activity not related to the official function of the Agency. 

SECTION 4.  NONDISCRIMINATION:  No Employee will be discriminated against by either the Employer or the Union because of race, color, creed, religion, sex, national origin, age, marital status, physical handicap, or lawful political affiliation. 

ARTICLE 6

FIRE PROTECTION BRANCH

SECTION 1:  COMPLIANCE: This Article is designed to address unique needs that are inherent only to firefighters.  All other provisions and Articles in this Agreement apply to firefighters unless altered by this Article and must be adhered to by the Employer and the Union.

SECTION 2.  TRAINING:  The Employer and the Union agree that training of the Fire Protection Branch personnel will be conducted Monday through Friday during normal base duty hours (0700-1600), insofar as practicable.  Normally Pit Fire and make up training will be conducted on Saturday.  Training on Sunday and holidays may be conducted when it is determined by management that the requirement for said training exists.  When outside training is scheduled and inclement weather conditions exist, AETCI 48-101 will be adhered to and consideration will be given to rescheduling the training, if possible.  When routine training is required, and the ambient outside temperature is such as to cause hazardous conditions (such as heat fatigue, heat exhaustion), the training normally will be performed without the benefit of full protection gear unless persuasive reasons exist.  Work shall be scheduled insofar as possible to avoid subjecting firefighters to undue fatigue that would accompany long hours of duty.

a. NIGHT TRAINING:  The Union agrees the need for nighttime proficiency training

when such training exists firefighting personnel will be allowed to commence on stand-by time at a reasonable time in relation to projected training duration.  Nighttime training will commence as soon as darkness permits.


b.  DEPARTMENT OF DEFENSE CERTIFICATION PROGRAM:  The Employer and the Bargaining unit agree that the DoD Fire and Emergency Services Certification Program is in the best interest of the Employer and Fire and Emergency Service personnel, and encourage all fire department personnel to support and participate in the program.  The Employer will provide the requisite funds, time, and training material and equipment, including but not limited to computer access and IFSTA Manuals, and shall authorize time for training, as well as aggressively seek available slots at the DoD Fire School at Goodfellow Air Force Base, as well as other installations, and make arrangements for courses to be held at Columbus Air Force Base, as is necessary to enable all fire department personnel to obtain needed DoD certifications for the positions they now hold and for the next highest level.

SECTION 3.  POLICIES:  The Employer agrees to post an organizational chart in the offices of the Fire Chief and Deputy Fire Chief.  All policies and Standard Operating Guides issued by the Employer will be in writing and available for review by all Employees.  The Employer agrees that no discrimination or favoritism will be shown in any work assignment in accordance with the basic agreement.

SECTION 4.  SCHEDULE:  The scheduled workweek for firefighters is seventy-two (72) hours per week and typically consists of three (3) twenty-four (24) hour shifts which normally consist of eight (8) hours of actual work and sixteen (16) hours in a standby status.

SECTION 5.  TRADING OF KELLY DAYS:  Employees assigned to the same work shift and of the same grade may exchange up to a regularly scheduled 24 hour tour of duty for up to a regularly scheduled day (Kelly Day) upon submission of a written request normally one week prior and with the approval of the appropriate on duty supervisor.  Such changes shall not result in either working more or less than his/her total schedule duty hours during a pay period or create a situation in which one or both employees would need compensation of any kind.

SECTION 6.  STANDBY TIME:  During standby time within the confines of the duty location when work and training have been accomplished, Employees will be allowed to indulge in such pastimes as checkers, chess, cards (no gambling), ping pong, volleyball, reading, watching TV, and similar activities.  All personnel indulging in such activities will conduct themselves in a well-behaved manner.  No delays in responding to an alarm or alert will be permitted.  Standby time on holidays & Sundays will commence as soon as all duties have been fulfilled to provide for operational readiness.


a. Employees will be allowed at their option to lounge in the approved sweat shirts, sweat pants, tee shirts, shorts, or coveralls during periods of stand-by time with the clear understanding that if the employee responds to an emergency he/she shall be in required turnout gear without exception.

SECTION 7.  EMPLOYEE REQUEST FOR TRANSFER:  The Employer agrees to establish a practice of accepting requests from employees for lateral transfers within the activities Fire Department.  An Employee desiring a transfer may submit a request addressed to the Fire Chief via the appropriate chain of command.  Two employees of equal grade and/or qualifications who are serving in the same position description may submit a request to change shifts to the Fire Chief via the appropriate chain of command.

SECTION 8.  UNIFORM CLOTHING ALLOWANCE.


a.  Allowances:

(1) To help defray the cost of purchase up to maximum allowable allowance in accordance with current DoD instructions, will be paid to each Employee required to wear a uniform.

(2) The initial allowance is effective as of the date an Employee is initially required to wear a uniform.

(3) The replacement allowance shall be the same as the initial allowance and paid on 

an annual basis.

SECTION 9. GENERAL RULES:  The section entitled "General Rules" will be derived through mutual consultation between the Employer and designated Union Stewards in the Fire Department. 

ARTICLE 7

UNION RIGHTS AND REPRESENTATION

SECTION 1.  RECOGNITION:  The Employer recognizes that the Union has the exclusive right to represent all Employees in the Unit in negotiations and joint meetings with the Employer with regard to all matters affecting the conditions of employment.

a. The Employer agrees to respect the rights of the Union and to meet jointly and negotiate with the Union on such matters, and further agrees to negotiate with the Union regarding implementation of any new policy or change in policy affecting the Employees or their conditions of employment promulgated by the Employer.

b. The Union, in consonance with its right to represent, has a right to present its views on new policy, changes in existing policy, or resolution to problems, and to be present at Management-initiated discussions or meetings pertaining to policy changes or any other matters affecting the Employees in the Unit.  Once the Union has presented its views to Management, the Parties (or a designated representative thereof) should meet to discuss the views (issues of negotiability or non-negotiability to be handled on a case- by- case basis.)  After discussion, Management has the right to accept or reject.  If accepted, Management will meet with the Union regarding implementation.  If the proposal is rejected, then Management will provide to the Union, its reasons for the rejection.  The Union will have twenty (20) calendar days to seek reconsideration of its views or to seek redress through the appropriate forum.  This right shall apply at all levels of Management within the Activity and the Union, starting with the steward or any Union official and first-level supervisor.  Representation shall occur at the lowest level at which a matter can be resolved, and the initial point of contact will be the lowest level Management official and Union official having responsibility and authority to act.  If either party at the initial contact feels resolution of a matter is outside its jurisdiction, the matter shall be referred immediately to the next higher level.

c. The Employer will recognize the duly elected local officers and officials/ representatives designated by the Union, including stewards.  The Union will supply the Employer in writing, and will maintain on a current basis, a list of Union officers and officials, including the stewards.  The Union may post the list of local officers and officials, including stewards on official bulletin boards.

d. The Employer will recognize representatives of the AFGE National Office.  The Union shall provide notice to the Employer of visits to be made by representatives of the National Office, when possible. 

SECTION 2.  UNION-MANAGEMENT MEETING PROCEDURES: The following procedures shall apply to activity level (Civilian Personnel Flight) Union/Management meetings:

a. The meetings shall occur as the need arises at a mutually agreed time and before implementation of any policy or act affecting the Employees or their conditions of employment.  Such joint meetings are considered an integral step used by either party to resolve a problem concerning the working environment, resolve employee dissatisfaction, including grievances, appeals and Unfair Labor Practices, administer this Agreement, or negotiate implementation of a change in policy.  Nothing in this article is intended to conflict with the negotiated grievance procedure.  They shall be conducted in an atmosphere that will foster mutual respect.  Union-Management meetings shall in no way nullify or abrogate the right of the Union to negotiate implementation of new policy or a change to a policy. 

b. The Employer and the Union shall each designate representatives who shall participate in these joint meetings.

c. Joint Union-Management meetings shall be held as agreed to in paragraph 2a.  Either party should normally provide specific item(s) for discussion in advance of the meeting, although items not submitted may be discussed.  Summary minutes reflecting items discussed and resolutions or actions, signed by both parties shall be furnished to the Union by the Employer.  Implementation of new or changed policy that cannot be readily agreed to may be submitted for negotiation in accordance with negotiation procedures established in this Agreement.  Joint meetings will be conducted during regular duty hours, with Union officials authorized official time without loss of leave or pay and will not result in overtime or change of tour.  Emergency meetings will be arranged at the convenience of both Parties involved as soon as practical after a request by either party is received, and such request shall indicate the subject matter for discussion.

SECTION 3.  REPRESENTATION:  The Union has the right to be represented at formal discussions at the discretion of the Employees.  The Union will be provided an opportunity to be represented at all formal discussions between Management and Employees or Employee representatives concerning grievances, personnel policies and practices, or other matters affecting the general working conditions of Employees in the unit.  A meeting requested by either the Union or Employer, or a meeting or bargaining session prescribed by Agency/Activity policy or this Agreement shall be considered a formal discussion and the Union shall be notified in advance of such a meeting and of its right to be represented.

a. Union initiated proposals for a new policy or changes in established Activity policies or regulations, or resolution of a problem(s) will be presented to the designated Employer representative.  Such proposals initiated by the Employer shall be presented to the designated Union representative.

b. Implementation of new or changed policies which is agreed to in bargaining shall be signed by the Union President, and the Wing Commander or designated representative.

c. The Parties recognize the right of the Union local to submit proposals or views through the Union's National Office to the Agency Head for consideration when changes in Agency procedures are proposed by the Agency.

d. The Union has the right to represent an Employee or a group of Employees in presenting complaints.  The Union representative shall be granted a reasonable amount of official time to prepare and present complaints.

e. The Union has the right to have a representative present at all discussions between the Employer and an Employee or Employees at the Employee(s) request, held in the course of proceedings conducted to resolve complaints, submitted by a member of the Unit.  The Union has the right to have a representative present at all discussions between the Employer and an Employee or Employees regarding grievances or appeals submitted by a member of the Unit.  The Employer will notify the Employee of their right to representation before such discussion is held.  The Union shall be allowed up to twenty-four (24) hours to provide a representative.  The representative shall be permitted to present the views of the Union during the discussions. 

f. The Union has the exclusive right to represent Employees in presenting grievances under the negotiated grievance procedures in this Agreement.  An Employee or group of Employees may present a grievance without representation by the Union, provided that the Local is a party to all discussions and grievance processing.  In the event an Employee or group of Employees request an attorney represent them (reference Public law 95-454, Title 5 USC Section 7114), the Union shall have the right to be present at the adjustment.  The adjustment must be consistent with the terms of this Agreement. 

SECTION 4.  STEWARDSHIP:  The steward or Union official may receive, investigate, prepare, and present Employee complaints, grievances, or appeals during duty hours.  An Employee may choose a steward from another section as desired for representation, subject to approval of the Local.  Upon request, from either party, stewards and supervisors shall discuss informally, items of concern in the application of this Agreement to avoid misunderstandings and to deter complaints from either party. 

SECTION 5.  AUTHORIZED OFFICIAL TIME: Union officers and officials, including stewards, shall be permitted reasonable time during working hours without loss of leave or pay to effectively represent Employees in accordance with this Agreement.  The representative's supervisor shall approve this allotted time.  In the event that workload does not permit release of the representative, Management will provide, in writing, justification for the delay or non-release and provide an alternate time(s).  If a postponement occurs which results in the delayed processing of a grievance (or similar representational duties), and no other Union representation is available, the time period shall be extended by the period of the delay.

a. All negotiations shall be conducted on official duty time in accordance with 5 USC 7131.

b. Reasonable time for receiving, investigating, preparing and presenting a complaint, grievance or appeal must necessarily depend on the facts and circumstances of each case, e.g., number and nature of allegations, number and complexity of supporting specifics, the volume of supporting evidence, availability of documents and witnesses, and similar considerations.  The above provisions shall be liberally construed in order to effect the purposes of this article.

c. Reasonable time for a Union observer of a grievance or appeal action, shall be the time necessary to observe the proceedings to their conclusion; however, a Union observer is not authorized where the Employee is represented by the Union. 

SECTION 6.  INTERNAL UNION BUSINESS: Internal Union business, such as attending Union meetings, posting or distributing Union literature, soliciting membership, collecting dues and electing officers will be conducted during the non-duty hours of the Employees involved.  Upon request and subject to normal security limitations, the Union shall be granted authority to conduct no less than three (3) membership drives up to thirty (30) days duration each per year, before and after duty hours, at lunch periods, and during break periods. Upon request, the Employer shall provide the Union with tables, bulletin boards and easels, if available, for use in such drives. 

SECTION 7.  RESTRAINT: There shall be no restraint, coercion or discrimination against any Union official because of the performance of duties in consonance with this Agreement and the Act (5 USC Chapter 71), or against any Employee for filing a complaint or acting as a witness under this Agreement, the Act, or applicable regulations and instructions.

ARTICLE 8

NEGOTIATIONS

SECTION 1.  MANNER:  Both Parties to this Agreement have the responsibility of conducting negotiations and other dealings with professionalism and in good faith, and in such manner as will further the public interest.  The Employer agrees to give adequate notice to the Union and an opportunity to negotiate the implementation of any new policy or change in established policy which is proposed during the life of the Agreement.  Negotiation of procedures to implement Management rights decisions and impact bargaining on those decisions will also be handled in accordance with this section.  The Parties agree to make every reasonable effort to resolve all differences that arise between them in connection with the administration of this Agreement for the life of the Agreement.

SECTION 2.  SCOPE OF NEGOTIOATIONS: Subjects appropriate for negotiation between the Parties are personnel policies and practices and other matters relating to or affecting working conditions of Employees within the Unit.  The Employer agrees to negotiate with the Union on any new policy or change in established policy prior to implementation.  If the change itself is not subject to negotiations, its impact upon the Employees and procedures for implementing the change will be negotiated.  The scope of negotiations includes the Employer’s implementation of such policies and practices, including, but not limited to:


a.  Working conditions


b.  Work schedules


c.  Grievance procedures


d.  Employee services


e.  Services to the Union


f.  Impact of realignment of work forces and technological change


g.  Disciplinary action procedures


h.  Implementation of pay policies to the extent permitted by Law

SECTION 3.  NEGOTIATION PROCEDURES: Negotiating sessions must be requested within a reasonable time, by either party.  Such requests shall state the specific subject matter to be considered and a suggested date for such sessions.  After a mutually agreed on date and time, the following procedures shall be utilized: 

a. Names of the members on each negotiating committee and designated chairperson and alternate chairperson will be exchanged formally by the Parties in writing prior to the beginning of negotiations.  Any changes regarding committee membership will ordinarily be submitted to the other party no later than one (1) day prior to the next negotiating session. 

b. Employees negotiating during regular duty hours on behalf of the Union shall be on official duty time in accordance with 5 USC 7131(a).

c. Mid-contract and impact bargaining sessions between representatives of the Employer and the Union shall be conducted on official time in accordance with 5 USC 7131(a).  Such bargaining is considered a part of the Union's duty to represent Employees during the life of the Agreement.

d. Upon reaching Agreement on all articles, the Agreement shall be signed by the members of both negotiating committees, ratified by the Union members in a manner prescribed by the Union, and upon ratification, signed by the Union President and the Head of Activity in accordance with 5 USC 7114, and shall be deemed final after approval by higher headquarters as required. 

e. NEGOTIATION IMPASSE: If the Parties to the Agreement cannot agree on a negotiable matter and an impasse has been reached, the item shall be set aside.  After all negotiable items on which Agreement can be reached have been disposed of, the Parties shall again attempt to resolve any impasses.  Either or both Parties may seek the services of the Federal Mediation and Conciliation Service.  When the services of mediation do not resolve the impasse, either party may seek the services of the Federal Service Impasse Panel. 

f. NEGOTIABILITY QUESTION: When the Employer alleges that a matter is non-negotiable, the procedures outlined in Section 2424 of the Federal Labor Regulations Authority regulations will be followed. 

ARTICLE 9

GRIEVANCE PROCEDURE

SECTION 1.  COMMON GOAL: The Employer and the Union recognize the importance of settling disagreements promptly, fairly, and in an orderly manner that will maintain the self-respect of the Employee and be consistent with the principles of good management.  To accomplish this, every effort will be made to settle grievances expeditiously and at the lowest level of supervision. 

SECTION 2.  SCOPE:  This negotiated grievance procedure shall apply to matters of concern or dissatisfaction regarding the interpretation, application or violation of Law, regulations or this Agreement, conditions of employment, or relationships with Agency supervisors and officials, including prohibited personnel practice charges, and disciplinary and adverse actions.  It shall apply to all matters indicated above, whether or not set forth in this Agreement.  It does not apply to:

a. A violation relating to political activities; 

b. Retirement, life insurance or health insurance; 

c. A suspension or removal for national security; 

d. Any examination, certification or appointment; 

e. Classification of position which does not result in the reduction in grade or pay of the 

    Employee; 

f. Separation of probationary employees or temporary or term employees; 

g. Non-selection for promotion from a group of properly ranked and certified candidates; 

h. An action terminating a temporary promotion; 

i. Non-adoption of a suggestion or disapproval of a quality salary increase, performance

   award or other kind of honorary award; 

j. Reduction-in-Force Procedures.  Nothing in this section shall prevent Employees 

from exercising the option of appealing adverse actions to the Merit Systems Protection

Board or processing any prohibited personnel practice defined in 5 USC 2302(b)(1)  

through the statutory appeals process, provided that the Employee has not timely filed a 

grievance in writing in accordance with provisions of this Agreement. 

SECTION 3.  Application:  The Union, an Employee, group of Employees or the Employer, may undertake a grievance.  Only the Union or a representative approved by the Union may represent Employees in such grievances.  However, any Employee or group of Employees may personally present a grievance and have it adjusted without representation by the Union provided that the Local shall be a party to all discussions and the grievance process (Reference Public law 95-454, Title 7, 5 USC Section 7114.)  In exercising their rights to present a grievance, Employee representatives shall be unimpeded and free from restraint, coercion, discrimination, or reprisal, except as provided in other articles of this Agreement. 

SECTION 4.  PROCEDURE:  The following procedures are established for the resolution of grievances: 

a. Informal Grievance: The informal grievance shall first be taken up by the grievant (and representative or steward, if he/she elects to have one) with the immediate supervisor or the lowest level Management official with authority to render a decision.  The informal grievance must be initiated in writing within twenty (20) calendar days of the incident that gave rise to the grievance, unless the grievant could not reasonably be expected to be aware of the incident by such time.  In that case, the grievance must be initiated within twenty (20) calendar days of the date the grievant became aware of the incident.  A decision will be given to the grievant within fifteen (15) calendar days after presentation of the grievance.  Such decision shall be in writing, and every effort shall be made to ensure that it is clearly communicated and understood.  Included with such decision shall be a written statement indicating the grievant’s right to pursue the informal grievance through the chain of command up to the first step of the formal grievance.  Failure of Management to meet this deadline shall enable the Union or Employee to proceed with a formal grievance without awaiting a response beyond the deadline.

NOTE 1: The point of origin in the informal is determined case by case in accordance with the nature of the case.  Whether or not the grievant pursues the informal to each level is his/her choice.  If the grievant pursues each level, he/she gets a new timeframe.  After the first level of the informal grievance the Employee may elect to file a formal grievance.

NOTE 2: All Division Chief/Commanders are co-equals, therefore, their decisions fall under the informal grievant procedures.  However, all formal grievances must be submitted to the Vice Wing Commander for a formal decision.


b.  Formal Grievance: If the grievant is dissatisfied with the decision given on the informal grievance, the grievance must be reduced to writing by the aggrieved and initiated as a formal grievance in accordance with the following steps:



Step 1.  Within ten (10) calendar days after receipt of the written decision on the informal grievance or ten (10) calendar days after the date it should have been received, the formal grievance shall be presented by the aggrieved or his/her representative to the Vice Commander, Attention: Civilian Personnel Officer.  The grievance shall be submitted on the Grievance Letter (Appendix A of this Article), and the written decision on the informal grievance if received, shall be attached.



Step 2.  Upon receipt of the formal grievance, the Vice Commander shall, within ten (10) calendar days, submit a written decision and its basis and complete the first indorsement of the Grievance Letter.  In the event of a discrimination grievance, thirty (30) calendar days will be allowed for the decision.



Step 3.  If the Vice Wing Commander or designee (a person other than the one rendering the decision in the informal stage of the same grievance) does not render a decision in a timely manner, then the Union can go directly to arbitration.  However, should the Vice Wing Commander or designee become unable to render a decision due to lack of sufficient facts or evidence, or for other reasons beyond his control, he/she may request the Union to grant a ten (10) calendar day extension.  If the Vice Commander still needs additional time, he/she may continue to request extensions.  Anytime the Union denies said extension, it will provide in writing within two (2) working days the reasons for denying the extension and the Union may invoke arbitration if the grievance is not resolved.



Step 4.  If the decision in Step 2 is against the grievant, arbitration may be requested by completing the second indorsement of the Grievance Letter and submitting it to the Employer within twenty (20) calendar days after receipt of the decision.  A request for arbitration shall be valid only if signed by the Union President, Vice President, or Chief Steward.


c.  Union/Employer Grievances: Both Employer and Union have the right to initiate a grievance.  Grievances shall be submitted in writing to the other party, within twenty (20) calendar days of the incident that gave rise to the grievance or within twenty (20) calendar days of becoming aware of the incident.  A written decision and its basis will be given to the Union/Employer within ten (10) calendar days of receipt of the grievance.  If dissatisfied with the decision, arbitration may be requested by submitting the request in writing to the Union President or Acting President (if the grievance is against the Union) or the Vice Wing Commander (if the grievance is against the employer) within twenty (20) calendar days of the decision.

SECTION 5.  This procedure shall be the sole and exclusive procedure for matters within its scope.

SAMPLE FORMAL GRIEVANCE










Date

MEMORANDUM FOR 14 FTW/CV (ATTN: CIVILIAN PERSONNEL OFFICER)

FROM:

SUBJECT:  Formal Grievance

1.  Name of aggrieved, position title, grade, and organization (if several attach list) or Union:

2.  This grievance involves the interpretation, application or violation of:  (cite Labor-Management Agreement Article(s), Agency directives, etc.)

3.  Nature of the grievance as it affects the Union or Employee(s) (describes the occurrence or condition or the way in which the Agreement or policy has been interpreted, applied, or violated which gave rise to this grievance.  Include the name of the responsible Management official(s), if known:  (Additional pages may be used and documentation attached as necessary.)

4.  Corrective action desired:

5.  _____________________________________________________________________

(Name, Title, Address and Phone Number)

is hereby designated as the representative in this grievance.

______________________________________


__________________                   Signature






 
Date

SAMPLE GRIEVANCE DECISION

1st Indorsement

MEMORANDUM FOR AFGE LOCAL 1296 (ATTN: PRESIDENT)

FROM: 14 FTW/CV

SUBJECT:  Grievance Decision

Date grievance received:  ________________

The following is my decision on the grievance described in Section 1 of this form.

(Additional pages may be used as necessary.)

Vice Commander

2nd Indorsement

MEMORANDUM FOR 14 FTW/CV

FROM: President or Acting President of the Union

SUBJECT:  Non-Acceptance of Decision

The decision is not acceptable for the reasons given in the attachment.  The grievance shall be submitted to arbitration in accordance with paragraph 4b, Step 4 of the negotiated grievance procedure.

__________________________________________
________________

Signature






Date

President AFGE LOCAL 1296

ARTICLE 10

ARBITRATION

SECTION 1.  If the decision on grievance processed under the negotiated grievance procedure is not satisfactory, the Union, either as grievant or as representative of the Employee grievant(s), or the Employer may refer the issue to arbitration.  The notice referring an issue to arbitration must be in writing, signed by the Union President or the Commander, and submitted within twenty (20) calendar days following receipt of the decision by the aggrieved party. 

SECTION 2.  SELECTING THE ARBITRATOR: Within seven (7) calendar days from the date of receipt of a valid arbitration notice, the Parties shall attempt to select an arbitrator.  If the Parties, are unable to agree upon an arbitrator, they shall immediately request the Federal Mediation and Reconciliation Service to submit a list of seven (7) impartial persons qualified to act as arbitrators.  A brief statement of the nature of the issues in dispute will accompany the request to enable the Service to submit the names of arbitrators qualified for the issues involved.  The request shall also include a copy of the collective bargaining agreement.  In the event that the entire Agreement is not available, a verbatim copy of any provision relating to arbitration of the grievance shall accompany the request.  The Parties shall meet within twenty-one (21) calendar days after the receipt of such a list to select an arbitrator.  If they cannot agree upon one (1) of the listed persons, the Employer and the Union will each strike one (1) arbitrator's name from the list of seven (7) and shall repeat this procedure until only one name remains.  The remaining name shall be the only and duly selected arbitrator.  The party who invokes arbitration shall strike the first name.  The Union/Employer may withdraw their grievance at any time prior to the actual convening of a hearing or submission of the case to the arbitrator. 

SECTION 3. FEES AND EXPENSES: If the arbitrator awards a favorable decision to either the Employer or the Union, cost shall be borne by the losing party.  In the event of a split decision, cost will be borne equally by the Employer and the Union.

SECTION 4.  ARBITRATION PROCESS 

A process to be utilized by the arbitrator may be one of the following: 

(1) A stipulation of facts to the arbitrator can be used when both Parties agree to 

the facts at issue and a hearing would serve no purpose.  In this case, all facts, dates, documentation, etc., are jointly submitted to the arbitrator with a request for a decision based upon the facts presented. 

(2) An arbitrator inquiry can be used when a formal hearing would serve no 

purpose.  In this case the arbitrator would make such inquiries as he or she deemed necessary (e.g., inspecting work sites, taking statements.)

(3) A submission to arbitration hearing should be used when a formal hearing is 

necessary to develop and establish the facts relevant to the issue.  In this case, a formal hearing is convened and conducted by the arbitrator.  When agreement cannot be reached on a stipulation, each party shall prepare and submit their own issues. 

(4) A mini-arbitration may be used to expedite the resolution of the grievance.  In 

this case, the arbitrator would make such inquiries as he or she deemed necessary, prepare a brief summary of the facts and render an on-the-spot decision without an opinion.

b. The Parties may mutually agree on a stipulation of facts to the arbitrator or the Parties may request an inquiry, mini-arbitration or hearing. 

c. The Parties may direct the arbitrator to simplify or eliminate a written opinion when using the process in (1), (2), or (3) above.

d. The arbitration hearing or inquiry shall be held on the Employer's premises during the regular day-shift work hours of the basic workweek.  An Employee of the Unit serving as the grievant's representative, the aggrieved Employee, and Employee witnesses who are otherwise on duty shall be excused from duty as necessary to participate in the arbitration proceedings without loss of pay, annual leave, or any other benefit.  Employee participants on shifts other than the regular day shift may be temporarily placed on the regular day shift for the week(s) of the hearing on which they are involved. 

e. In considering grievances concerning actions based on unacceptable performance and adverse actions appealable to the Merit Systems Protection Board, the arbitrator shall be governed by Section 7701(c)(1) of Title 5, United States Code, as applicable. 

SECTION 5.  TIME LIMIT: The arbitrator will be told that in order to fulfill his/her duty as arbitrator, he/she must render a decision and remedy to the Employer and the Union as quickly as possible, but in any event no later than thirty (30) calendar days after the conclusion of the hearing or closing of the record unless the Parties otherwise agree in advance (before acceptance of the case by the arbitrator). 

SECTION 6.  ARBITRATOR'S AUTHORITY IN DISPUTES OVER THE AGREEMENT: The arbitrator shall have the authority to resolve any questions of arbitrability and interpret and define the explicit terms of this Agreement, Agency policy, etc., as necessary to render a decision.  The arbitrator shall have no authority to add to or modify any terms of this Agreement or Agency policy. 

SECTION 7.  ARBITRATOR'S AUTHORITY: The arbitrator's decisions shall be final and binding and the remedy shall be effected in its entirety as stated in the arbitrator's award. 

(a) The arbitrator's decision shall be final and binding upon all Parties, subject to either party filing an exception with the FLRA to the arbitrator's award or seeking judicial review of arbitration in accordance with 5 USC, Chapter 71.  These shall be the only two (2) methods recognized by this Agreement to modify an arbitrator's award. 

(b) Either party may in accordance with 5 USC, Chapter 71, seek judicial review of the arbitrator's decision on matters which could have been appealed to the Merit Systems Protection Board within thirty (30) calendar days of the issuance of the decision.  Such review will be sought in the Court of Claims or United States Court of Appeals in accordance with the provisions of Section 7703 of Title 5, United States Code. 

(c) Either party may file an exception with the FLRA to the arbitrator's award in any matter other than those described in (b) above.  Such an exception must be filed within thirty (30) calendar days of the issuance of the decision in accordance with Authority procedures.  If no exception is filed, the arbitrator's decision and remedy shall be effected immediately.

ARTICLE 11

HEALTH AND SAFETY

SECTION 1. GENERAL:  The Employer shall institute an effective occupational safety and health program meeting the requirements of the Occupational Safety and Health Act of 1970, Executive Order 11807, Air Force Occupational Safety and Health Program (AFOSH), Chapter XVII of Title 29 and Department of Labor Rules and Regulations.  The Employer and the Union shall consult and/or negotiate on implementation of any proposed changes or recommendations relative to safety and health policies and/or standards.  Union officials involved in activities or representation pursuant to this article shall be considered to be on official duty in accordance with this Agreement under Union Rights and Representation. 

SECTION 2.  SAFETY COMMITTEE: The Union shall designate one (1) member and one (1) alternate to serve on the installation Occupational Safety, Fire Prevention and Health Committee (Combined Aerospace Safety Council). 

SECTION 3.  HEALTH AND SAFETY POLICIES 

a. The Employer will exert effort to provide safe and sanitary working conditions and equipment in consonance with standards promulgated under the Air Force Occupational Safety and Health Program (AFOSH). 

b. The Employer will provide suitable protective clothing, equipment and safety devices for employees engaged in activities requiring same in consonance with standards promulgated under AFOSH.  The Employer shall provide cleaning and repair of issued clothing. 

c. When employees are permitted or required to operate machinery, equipment or to perform work that could cause injury to an inexperienced operator or endanger other Employees current Air Force Safety Instructions will be followed.

d. The Employer shall encourage Employees to work safely and to report any observed unsafe or unhealthy conditions to the Employee's immediate supervisor.  Stewards and other representatives of the Union, in the course of performing their normally assigned responsibilities, are encouraged to observe and report unsafe practices, equipment and conditions, as well as environmental conditions in their immediate areas, which may represent health hazards.  The Employer assures that no degradation or reprisal will be practiced as a result of an Employee reporting an unsafe practice or condition. 

e. When Employees are required to perform any work on any machine or in an area where conditions exist that are unsafe or detrimental to health Air Force Safety Instructions will be followed.  Further, no Employee who is, by the nature of the job, required to work in an area identified as potentially hazardous area or as a poor environmental area shall be required to work alone or without a co-worker at the access to a potentially hazardous confined area in accordance with Air Force Instructions.

(1) When an Employee feels that he or she is subject to conditions so severe 

that even a short-term exposure to such conditions would be detrimental to health or safety, he or she should report the circumstances to the immediate supervisor.  Management will afford an Employee the opportunity to contact a Union representative.  A Management representative and Union representative shall inspect the work area to ensure that it is safe before requiring the Employee to carry out the work assignment.  If any doubt regarding the safety of existing conditions is raised by either the supervisor or Union representative a final decision shall be obtained from appropriate management personnel.  If it is determined the conditions are unsafe or unhealthy, current Air Force Safety Instructions will be followed.

(2) The parties recognize that temperature conditions in and around work areas can have a direct bearing on Employees' comfort, morale, health and safety.  In determining the stress that temperature extremes may place upon an individual Employee, the personal comfort and health of the Employee will be taken into consideration as well as related factors such as wind chill factor, air flow, the work to be performed, and similar considerations.  Where the Employer's Bioenvironmental Office determines that the effective temperature in a particular work area or site that is climate controlled exceeds normal range 65 to 85 F for the degree of work being performed, the Employer will take precautionary measure to reduce the risk to Employees so exposed.  Such measures will include reduction of work being performed, increased frequency of duration of rest periods, etc.  This section shall apply to both heat and cold exposure situations.

(3) The Union or an Employee or group of Employees who believes that work is being required under conditions which are unsafe or unhealthy beyond the normal hazards inherent in the operations in question may submit a hazard report in accordance with AFI 91-202, Air Force Mishap Prevention Program.  If dissatisfied with the action taken, appeal procedures in accordance with AFI 91-301, Air Force Occupational and Environmental Safety Fire Protection and Health Program may be followed.  The procedures outlined above do not obviate or preclude the use of the negotiated grievance procedure. 

SECTION 4.  ON-THE-JOB INJURY OR ILLNESS: Employees should report to their supervisor immediately all injuries or illnesses that occur on the job, no matter how slight as soon as possible but no later than 24 hours of the occurrence, if possible.

a. The injured Employee's supervisor will, under the Federal Employees Compensation Act, supply the Employee with copies of the appropriate Office of Workers' Compensation Programs (OWCP) forms, and ensure that the forms are properly completed.  The injured Employee shall be supplied with a copy of the completed forms.

b. The Employer shall process and promptly forward to OWCP, Employee and Employer documentation required when an Employee sustains an on-the-job injury or contracts an occupational disease and elects to file a claim.  The Employer shall consult with the injured Employee (and representative, if one is requested). 

c. Employees who are temporarily unable to perform their regular assigned duties because of on-the-job illness or injury, but who are capable of returning to or remaining in a duty status, may be detailed to work assignments compatible with their physical condition, if such work is available, or their regular assigned duties may be temporarily tailored to the physical limitations, if feasible.  Appropriate medical documentation must be furnished describing the Employee's work limitations.

d. In consonance with appropriate regulations, on-the-job accident and illness records shall be maintained and reported per Office of Worker's Compensation instructions.  A copy of the CA-1 or CA-2 shall be provided to the Union at the Employee's request. 

SECTION 5.  HEALTH SERVICES AND PREVENTIVE MEDICINE


a.  Participation in any health program provided by the Employer shall be voluntary; however, both the Employer and the Union shall encourage Employee participation in the program.  Employee's time spent for examinations, immunizations, briefings, consultation, etc., pursuant to the program shall be considered as official time.


b.  The Employer shall provide periodic examinations of Employees whose duties expose them to physical contaminants, such as communicable disease, radiation, excessive noise, or toxic agents.


c.  If it is determined that an injury is job related, the Employee will be afforded the opportunity to file a form CA-1.  If a CA-1 is filed the Employee will receive a form CA-16 authorizing medical care IAW appropriate regulations.  In the case of work related illness, the Employee must file a form CA-2 and the Office of Workers' Compensation will make the determination if work related and the Agency will follow OWCP procedures.

SECTION 6.  OCCUPATIONAL HEALTH AND SAFETY TRAINING: Although Employees are basically qualified to perform their duties, the Employer recognizes the need for specific training and update-training regarding occupational health and safety to assure Employee safety and a minimum loss of staff-hours due to preventable injuries.  The Employer will continue to establish training programs to ensure that all Employees are informed of safe working habits, practices and procedures with regard to specific job assignments and shall ensure that manuals, instructions, and regulations relating to safety and health are available to all Employees.

ARTICLE 12

POSITION DESCRIPTIONS/CORE DOCUMENT

SECTION 1.  INTENT:  Each Employee is entitled to a complete and accurate position description/core document that will be reviewed annually or in accordance with appropriate instructions. These documents are not meant to be all-inclusive task lists, instead they contain the major duties and responsibilities for classification of the position and on which the employee will be rated.  If employees are required to perform work which might result in injury to the Employee or fellow Employees due to lack of knowledge of task current Air Force Safety Instructions will be followed.

SECTION 2.  POSITION DESCRIPTION CHANGES: Changes in position descriptions will be used only for the purposes outlined in Air Force Instructions.  All identical positions within the same organizational unit will normally be covered by the same position description/core doc or core document as outlined in Air Force Instructions.  Where Management requires a deviation from such standard position descriptions or core documents for certain position(s), the position(s) will be changed according to the duties and responsibilities actually assigned and performed.  Addenda, deletions and amendments to subject documents will be reviewed by the appropriate management official as outlined in Air Force Instructions and the impact assessed and recorded.  Such changes or documents will be certified and, signed by the appropriate officials as outlined in Air Force Instructions.  Changes will be discussed with the Employee and the Employee will be furnished a copy of the revised or new document.

SECTION 3.  NOTIFICATION:  Appropriate supervisory personnel will notify Employees of all changes in their position descriptions/core doc.  Should there be an adverse action as a result of any change in a position description/core doc, the Employee will be notified in writing and counseled as to his/her appeal rights.

SECTION 4.  REVIEW:  Any Employee in the Unit who feels he/she is performing duties above the level of his/her position description/core doc has the right to request a review by the supervisor.  If the Employee is still not satisfied that the duties are properly described, the Civilian Personnel Flight should be consulted.  In the event dissatisfaction continues, he/she may ask for Union representation. 

SECTION 5.  COMPLAINTS AND APPEALS: Classification appeals may be filed when an Employee believes his/her position is not properly classified.  He/She will be counseled in appropriate procedures, which are as follows: 


a.  Classification Appeals may only be filed on the following:



1.  Pay Plan (GS, WG, WS, etc.)



2.  Occupational Series



3.  Grade



4.  Title

b. Wage grade Employees must appeal through the Agency before appealing to the Office of Personnel Management. 

c. General Schedule Employees may appeal to the Agency first and then to OPM if dissatisfied, or may go directly to the OPM.

d. Any Employee who believes his/her position description/core document is inaccurate may have a Union representative present during a position audit if he/she requests representation. 

ARTICLE 13

MERIT PROMOTIONS AND DETAILS

SECTION 1.  POLICY OBJECTIVES: All personnel actions involving career progression shall be consonant with the spirit and intent of the Merit Promotion System and the Civil Service Reform Act and current Department of Defense and Air Force regulations and instructions.  Identifying, qualifying, evaluating, or selecting candidates must be made without regard to political, religious, labor organization affiliation or non-affiliation, marital status, race, color, sex, national origin, age, or non-disqualifying physical handicap and must be based solely on job-related criteria according to legitimate position requirements.

SECTION 2.  SELECTIONS:  Managers have the right to select or not to select from a group of best-qualified promotion candidates.  Managers have the right and responsibility to select from other appropriate sources, determining which is most likely to meet mission objectives, contribute new ideas and viewpoints, and meet the Air Force Affirmative Action Program goals and objectives. 

SECTION 3.  CONSIDERING APPLICANTS FROM OUTSIDE THE AIR FORCE: The availability of Air Force promotion candidates for competitive referral does not necessarily prevent applicants from outside the Air Force; however, such candidates will be referred by separate listing from applicable recruitment sources (i.e. Air Force Personnel Center, Office of Personnel Management, etc.).

SECTION 4.  INFORMATION ABOUT SPECIFIC PROMOTION ACTIONS: A selecting official is not mandated to interview any or all referred candidates on the list for selection.   Eligible candidates will be notified of the final selection.  If an Employee has been passed over numerous times on referrals and if the candidate requests counseling regarding possible areas of improvement, counseling will be provided in these areas.

SECTION 5.  All internal Employees may access the Air Force Personnel Center Website and review job openings at Columbus AFB and other Air Force facilities.  If an Employee believes he/she is qualified for a position, they may self-nominate for that position using the World Wide Web or a toll-free telephone number.  AFPC will then determine qualified applicants from those who have self-nominated and refer those candidates for consideration.

SECTION 6.  Employees desiring lateral reassignments or changes-to-lower grade are no longer required to submit written requests to the Civilian Personnel Flight.  The self-nomination process will replace this process and supervisor approval is not required.

SECTION 7.  SUPERVISOR APPRAISAL: In the interest of providing for objectivity in a supervisory appraisal, current Air Force Instructions will be followed. 

SECTION 8.  TEMPORARY PROMOTIONS: Effective controls will be established to ensure the Office of Personnel Managements Merit Principles are adhered to.  However, when Employees are fully qualified for promotion, their assignments to higher-grade positions by temporary promotion rather than detail is encouraged.

SECTION 9.  DETAILS:  Details of 30 days or more shall be recorded using a SF 50 and entered into the Employee's electronic official personnel folder.  Details of less than 30 days duration shall be noted by the supervisor on the supervisor's record of employee, AF Form 971. 

ARTICLE 14

EQUAL EMPLOYMENT OPPORTUNITY

SECTION 1.  POLICY:  Management shall not in any way discriminate against an individual regarding employment or conditions of employment because of race, color, creed, religion, sex, national origin, age, marital status, lawful political affiliation, handicapping condition, or other non-merit factor.  Policy shall be in strictest adherence to both the letter and the spirit of the Equal Employment Opportunity Act, the Age Discrimination in Employment Act, the Civil Service Reform Act, and all other applicable laws and regulations, including future laws and regulations.

a. The Union will be entitled to have a representative on the activity EEO advisory committee.

b. The Union representative will have a full and active role on the committee and will be responsible for providing union positions on all matters addressed by the advisory committee.  Such representative will ensure that Union positions and proposals are provided in a timely manner.

SECTION 2.  UNION REPRESENTATION: An Employee discussing a problem of alleged discrimination with an EEO counselor, or at any step of the EEO complaint procedure, has the right to be accompanied by the Union representative of his/her choice if desires.  The counselors will work with the Union representative in advising an Employee whether to follow the EEO procedure or the negotiated grievance procedure in seeking redress. If, after discussing the problem, the Employee decides to follow the negotiated grievance procedure, he/she will be represented by the Union until a final decision has been made, unless he/she does not wish representation.  The Employee may file a grievance under the negotiated grievance procedure outlined in this Agreement, or a formal EEO complaint, but not both.  If the Employee files a formal EEO complaint, he/she is not entitled to Union representation from that point forward.

ARTICLE 15

DISCIPLINE AND ADVERSE ACTIONS

SECTION 1.  GENERAL:   Disciplinary actions against all Employees, including probationary Employees, must be based on just cause, be consistent with applicable laws and regulations, and be fair and equitable.  The Union recognizes the necessity for maintaining discipline and morale among Employees and the right of the Employer to initiate and otherwise effect disciplinary or adverse action to correct Employees.  

SECTION 2.  PRELIMINARY INVESTIGATION: Prior to taking a disciplinary action, management shall undertake preliminary investigations and discussions with the Employees and his/her representative IAW applicable laws and instructions.  Employees of the Unit are entitled to Union representation at all such investigatory interviews or examinations by said supervisor and shall be notified by the supervisor of this right before the investigative interview or examination begins.  If an Employee requests representation, the supervisor will reschedule the interview when a representative is available but not to exceed 24 hours.

SECTION 3.  PROPOSED NOTICE: In the event an Employee is issued a notice of proposed disciplinary or adverse action, that Employee must be afforded and made aware of all his/her rights and privileges.  In all cases, the Employee and/or representative shall be given the opportunity to review any and all evidence used and to reply to the charges orally and/or in writing, using the assistance of the Union as desired.  Evidence against an Employee shall be made available to the Employee and representative, and both shall be given official time to review such evidence and prepare a reply.  The Employee or his/her representative may request an extension of time required to reply if circumstances warrant.  This request must be submitted to the deciding official, in writing, at least 24 hours before the not later than date of reply.  

SECTION 4.  FINAL NOTICE

a. In cases involving disciplinary action, an Employee will be given advance written notice of the proposed action in accordance with current applicable directives, laws, or instructions.  In cases involving unacceptable performance, an Employee must be given 30 days advance written notice of the proposed adverse action.  Prior to the 30 days advance written notice, the Employee must have been given an opportunity to improve the specific deficiencies which were listed in the proposed notice of adverse action and the Agency must have exhibited affirmative action in assisting the Employee in correcting the deficiency.  The final notice, in such cases, will address the efforts the Employee has made to improve his/her deficiencies.

b. In the event an unfavorable final decision is issued, the Employee shall be advised that he/she has the right to appeal the decision under the negotiated grievance procedure or to the Merit Systems Protection Board (if applicable) but not both.  If the action is appealable to the MSPB, the appropriate MSPB address shall be included in the letter.

c. In any disciplinary action resulting in removal, suspension without pay, or other loss of benefits, affected against the Employee, a decision from the Merit Systems Protection Board or the arbitrator in favor of the Employee will result in interim relief pending the Agency’s Petition for Review (PFR) or appeal.

SECTION 5.  It is recognized that all Employees are expected to pay promptly all just financial obligations.  A just obligation is one which the Employee acknowledges as being just or which has been reduced to a judgment by court means.  In the event of a dispute as to the validity of a debt between an Employee and any private financial institution or individual, the Employer will take no disciplinary action until that dispute has been resolved.

ARTICLE 16

EMPLOYEE ASSISTANCE PROGRAM

SECTION 1.  GENERAL:  The Employer shall institute an effective Employee assistance program meeting the requirements of applicable laws, regulations, and guidelines.  The Employer and the Union shall discuss and negotiate any proposed changes or recommendations relative to the program for Employees with medical/behavioral problems. Union members involved in activities or representation pursuant to this article shall be considered to be on official duty.  Employee participation in the program shall be voluntary. 

SECTION 2.  TRAINING:  Representatives of the Union may participate, on official duty time, in training related to the program given to Management officials.

ARTICLE 17

LABOR/MANAGEMENT RELATIONS TRAINING

SECTION 1.  UNION SPONSORED TRAINING SESSIONS: The Employer agrees to grant excused absence to Employees who are Union officials for the purpose of attending Union-sponsored and other training sessions, provided the training is of concern to the Employees in their capacities as Union representatives.  The Union agrees that requests resulting in approval of excused absences to attend Union programmed briefings and training will not exceed a total of forty (40) work hours per year. The Union agrees this time cannot exceed forty (40) hours per employee at any one time.  This training pertains to the Union President, Vice President, Secretary/Treasurer, and Chief Steward. All travel related expenses are borne by the Union.  A written request for excused absence will be submitted at least one (1) week in advance by the Union President to the Civilian Personnel Flight.  The request will contain information about the duration, purpose, and nature of the training.  If work requirements preclude the attendance, the Employer will provide the Union an explanation in writing as to the denial of the request.  Upon return from TDY, officials must present to the Civilian Personnel Office a copy of documentation verifying completion of course or attendance.

SECTION 2.  EMPLOYER/UNION SPONSORED TRAINING SESSIONS: The Employer agrees to conduct joint Management/Union training sessions on official duty time regarding the administration of this Agreement and Activity policies affecting the working environment.  Such training shall be primarily concerned with orienting and briefing Union and Management officials on the requirements and administration of this Agreement and Agency policies affecting the working environment.  Commissioners of the Federal Mediation and Conciliation Service may be utilized to assist in these joint-training sessions.

ARTICLE 18

WORKWEEK, HOURS OF WORK AND FLEXTIME

SECTION 1.  STANDARD WORKWEEK: The standard workweek shall consist of forty (40) hours spread over a maximum of five (5) consecutive eight (8) hour days. The standard workweek will be the period for which an Employee is paid his/her straight-time pay rate.

SECTION 2.  TOURS OF DUTY:  The Employer will establish the tours of duty and hours of duty within its mission requirements.  The Employer shall give the Employee at least seven (7) days notice of the change in tours and/or hours in accordance with applicable laws and regulations.

SECTION 3.  SHIFT AND TOUR WEEK: When necessary the Employer may rotate Employees from shift to shift or tour to tour.  On scheduling of uncommon tours of duty and/or shift tours, consideration will be given to the desires of the majority of Employees as long as the mission is not affected adversely.

SECTION 4.  FLEXTIME:  Upon authorization, flextime will be negotiated prior to implementation.

SECTION 5.  RELIGIOUS OBSERVANCES: An Employee whose personal religious beliefs require that he/she be absent from work during scheduled work periods may elect, with the approval of his/her supervisor, to engage, in substitute work for time lost as the result of meeting those religious requirements.  Absence is not authorized for extracurricular religious activities occurring during normal duty hours or scheduled overtime (i.e. choir practice, bible study, etc.)

SECTION 6.  BREAKS:  Each Employee is authorized one fifteen (15) minute break to be taken after completion of one-half (1/2) of the first four (4) hour period of the normal workday and one fifteen (15) minute break to be taken after completion of one-half (1/2) of the second four (4) hour period. Additionally, one fifteen (15) minute break is authorized within each four-hour period of overtime worked.  Employees shall be allowed to take the break away from the immediate worksite.  In the event that an Employee's duties require working during a portion of the authorized break, then the break period shall be adjusted to ensure that the affected Employee gets a full fifteen (15) minute break.  If an Employee opts to take these breaks, the supervisor may restrict eating, drinking, etc., in their immediate work area at his/her discretion.

SECTION 7.  OVERTIME AND COMPENSATORY TIME: Any Employee who works, with the approval of his/her Employer, more than forty (40) hours over a one (1) week period, shall be compensated for such work by either receiving overtime pay or compensatory time off for those hours in excess of eighty (40) hours, unless such work is substitute work under paragraph 5.  Such compensation shall be awarded under controlling regulations and/or laws.  If the Employee is called back in to work after his/her tour of duty is ended, he/she is guaranteed a minimum of two (2) hours pay at the applicable rate. 

ARTICLE 19

OVERTIME

SECTION 1.  EMPLOYEE ASSIGNMENT: When overtime is required, Employees normally assigned to the duties performed on such overtime will perform the overtime work. Care will be taken to ensure that Employees in the same job classification performing the work during the normal duty hours receive the opportunity for such work on the basis of equal distribution.  In no case will overtime work be assigned to any Employee as a reward or punishment.  This will in no way affect Management's right to assign Employees or to determine the skills or qualifications required for the overtime assignment.

SECTION 2.  DISTRIBUTION:  Records showing the overtime distribution shall be maintained, and all Employees shall have a fair and equitable opportunity to share in the overtime, unless an Employee indicates unwillingness to perform overtime duties.  In the event an Employee does not desire to work overtime, the Employer shall make every effort to accommodate the Employee's request to be excused from overtime work provided that another qualified Employee is available for the overtime.

SECTION 3.  COMPENSATION:  An Employee shall be neither compelled nor permitted to work overtime without compensation.  For unscheduled overtime, Employees shall be compensated for any partial hour worked in increments of fifteen (15) minutes.  Employees who are required to work overtime in excess of four (4) hours outside their regular work shift will be allowed a one-half hour lunch period, if requested, without compensation.

ARTICLE 20

LEAVE

SECTION 1.  ANNUAL LEAVE

a. Although approval or disapproval of leave requests rest with supervisors, the use of annual leave is a privilege afforded by regulations, and will not be denied unless there is justifiable and valid reason.

b. Except in unusual circumstances, Employees will provide supervisors with annual schedules NLT 31 January of each year for the entire year to prevent forfeiture.  Employees will be notified by the supervisor of any problems arising from the initial leave schedules and take appropriate action to resolve the problems NLT 15 Feb.  Such schedules may be changed because of unforeseen circumstances when necessary to ensure mission accomplishment.  Supervisors are free to change schedules at the Employee's request if circumstances warrant.  Employees will be consulted before the schedule is finalized.  In determining choice calendar time, the supervisor will consider first the mission of the organization and will then make an effort to schedule annual leave for vacation purposes as equitably as possible to accommodate Employee desires.  Exceptions may be made by supervisors when mitigating circumstances dictate; e.g., illness in family.

c. Application for unscheduled annual leave will be made sufficiently in advance to enable supervisors to determine the impact on workload.

SECTION 2.  SICK LEAVE

a. Employees shall earn and be granted sick leave in accordance with applicable statutes, regulations, and instructions. Approval of sick leave will be granted to Employees when they are incapacitated for performance of their duties by sickness, injury, pregnancy and confinement, medical, dental, or optional treatment or examination, or when a member of the Employee's immediate family is afflicted with a contagious disease, as defined in appropriate instructions, and the presence at work of the Employee would jeopardize the health of others.  The Employee may also be granted leave in accordance with applicable law and instructions under the Family Friendly Leave Act and the Family Medical Leave Act following the provisions of applicable Air Force Instructions.  The Employee shall notify the immediate supervisor or designated representative of his/her incapacitation for duty, if there are means available, as soon as possible after the start of the Employee's shift, but normally not more than two (2) hours after the shift begins.  Approval of sick leave for prearranged medical, dental, and optical appointments must be secured in advance.

b. Employees will not be required to furnish a medical certificate to substantiate a request for less than 3 consecutive duty days of sick leave unless there is reason to believe that an Employee is abusing sick leave privileges.  In this event current Air Force Instructions will be followed. Supervisors will review the sick leave record of those Employees required to present a medical certificate for each absence due to illness at least every six (6) months to determine if the requirement should continue.  The supervisor will inform the Employee of their determination.

SECTION 3.  MISCELLANEOUS LEAVE

a. Employees will be granted leave for jury duty, voting, and other specific type absences not covered elsewhere in this Agreement, according to Office of Personnel Management and Air Force directives, rules, laws, regulations and instructions.  Such will be made readily available to Union officials and Employees within work areas upon request of the individual concerned.  Local supplements to Air Force Instructions on this subject will be coordinated with the Union prior to official publication.

b. Supervisors shall have the option to excuse absences of less than one hour for unavoidable absences, brief periods of tardiness, or brief periods of early dismissal.  This will be at the supervisor's discretion or he/she may provide the Employee the opportunity to request previously accrued leave, time off, credit hours, or leave without pay.

c. In the event of inclement weather, the Installation Commander may authorize administrative dismissal or closure in accordance with applicable instructions.

ARTICLE 21

VOLUNTARY ALLOTMENT OF UNION DUES

SECTION 1.  The Employer shall continue to deduct Union dues from the pay of Employees in the Unit, subject to the following provisions:

a. The Union agrees to procure Standard Forms 1187, "Request and Authorization for Voluntary Allotment of Compensation for Payment of Employee Organization Dues," and furnish them to eligible members desiring to authorize an allotment for withholding of dues from their pay.

b. The President or other authorized officer of the Local will certify on each Standard Form 1187 that the Employee is a member in good standing in the Local, insert the amount to be withheld, and submit completed Standard Forms 1187 to the Civilian Payroll Office.

c. The President or other authorized officer of the Local shall notify the Civilian Payroll Office when the Local's dues structure changes. The change shall be effected at the beginning of the first full pay period after receipt of such notice. 

d. Allotments will be effective at the beginning of the first full pay period after receipt of Standard Forms 1187 by the Civilian Payroll Office.

e. The Local will promptly notify the Civilian Payroll Office, in writing, when a member of the Local is expelled or ceases to be a member.

f. The President of the Local will immediately notify the appropriate Civilian Payroll Office in writing of any change in the name and/or address of the financial officer of the Local.

g. The Agency will submit an alphabetical listing of the members and amounts withheld. The list will also include the names of those Employees for whom allotments have been permanently or temporarily stopped and the reason therefore (e.g., moved out of the Unit, separation, or insufficient income during pay period.)  If an Employee is in LWOP status, he/she will be counseled that he/she may pay Union dues directly to the Union Secretary/Treasurer and that upon return to work dues will be again withheld.  Employees in the Bargaining Unit who become ineligible for inclusion in the Unit should notify their servicing Civilian Payroll Office.  However, in the event Union dues have been erroneously withheld for an Employee whose allotment eligibility has ceased, it is the Employee's responsibility to ensure cancellation of the allotment.  

h. A member may voluntarily revoke an allotment for the payment of dues by filling out a Standard Form 1188, "Revocation of Voluntary Authorization for Allotment of Compensation for Payment of Employee Organization Dues," and submitting it directly to the Civilian Payroll Office.  After receipt of such notice revocation will become effective as of the first full pay period following the anniversary date of the Employee's authorization of dues withholding or the first pay period beginning after July 1st, whichever is later.  This time limitation shall not apply to members whose bargaining unit status has changed rendering them ineligible for membership. The Civilian Payroll Office shall provide the Local appropriate notification of the revocation.  The duplicate copy of the Standard Form 1188 completed by the member will be used for this purpose.

i. Management agrees to provide this service without charge to the Local or members and to continue this service regardless of contract status as long as the Local holds exclusive recognition.

ARTICLE 22

USE OF OFFICIAL FACILITIES AND SERVICES

SECTION 1.  SPACE/EQUIPMENT: In order to facilitate and expedite the Labor-Management Relations Program, the Employer agrees to provide to the Union space at the Activity to be used for a Union office and utility services, including one (1) DSN telephone line, in accordance with appropriate laws, rules and regulations. The Employer further agrees to provide the Union with internet access, provided that all Union users are current appropriated fund employees of Columbus AFB and that the internet is used for official Union business only.  Violation of this provision will result in termination of Internet Service.  The Union agrees to be bound by the rules, regulations and instructions governing computer and Internet usage as applies to the Department of Defense, Headquarters United States Air Force, Headquarters Air Education and Training Command, and Columbus AFB.  Union meetings and other appropriate activities will be held at the Community Activity Center, on regularly scheduled times agreed to by Employer and Union.

SECTION 2.  INTERNAL MAIL SERVICE: This service will consist of correspondence to and from the Union and Management.  Internal mail service may also be used for official correspondence between the Union and Employees as pertains to official grievances only.  Membership material, newsletters, informational material, etc., will not be sent through internal mail service.

SECTION 3.  BULLETIN BOARDS: The Employer agrees to provide bulletin board space on official bulletin boards used by members of the Unit for the posting of Union literature such as correspondence and notices previously approved by the commander's representative.  Such displays will not exceed 11" X 14" in size and will reflect "destroy" dates.

SECTION 4.  COPIES OF AGREEMENT: Sufficient copies of the Agreement will be furnished the Union for its use. The cost of printing this Agreement shall be borne by the Employer.  The Agreement will also be posted on the Agency's official web site.  Whenever possible, electronic copies of this document should be provided.

SECTION 5.  INPROCESSING: The Civilian Personnel Flight will ensure during the inprocessing stage of new Employees of Columbus Air Force Base that a copy of the Union Information Release Form is given to Employees.  After Employees complete the form, it will be returned to AFGE Local 1296 by the CPF.

SECTION 6.  POLICY:  The Employer agrees to make available to the Union and Employees, Office of Personnel Management and Merit Systems Protection Board publications, including regulations, supplements and classification standards.  The Employer will ensure the Union has access to all current and future Agency and Activity policy directives, regulations, etc., relating to Unit Employees or their working environment and of all Agency and/or instructions, reports or listings relative to the Labor-Management Relations Program.  This does not require release of intra-management communications protected from release from the Freedom of Information Act or Title 7, CSRA.

INFORMATION RELEASE FORM

As a member of the Bargaining Unit at Columbus Air Force Base, the AFGE Local 1296 represents you. The Union would like authorization for Columbus Air Force Base to grant access to your local address for the purpose of mailing you information concerning what they believe to be pertinent issues.  Do you object to the release of such information?

___NO, I do not object and hereby grant CAFB permission 

      to release my home address to AFGE my mailing address is:

___YES, I do object and do not grant permission for the release of 

       my home address.

(SIGNATURE)

ARTICLE 23

NEW EMPLOYEE ORIENTATION

SECTION 1.  ORIENTATION OF NEW EMPLOYEES: The Employer shall inform all new Employees that Local 1296 is the exclusive representative of Employees in the Unit.  Each new employee will be advised he/she can receive a copy of this Agreement from any Union official, whose names and locations are listed on bulletin boards or obtain a copy from the Agency’s official web site.  Representatives of the Union shall be afforded a period of time, to be mutually agreed upon, to speak at orientation sessions for new Employees.

SECTION 2.  MONTHLY LIST OF NEW EMPLOYEES:  The Employer shall furnish the President of the Union, upon request, the following information regarding Employees of the Unit:

Full Name

Position Title and Grade

Duty Phone

Bargaining Unit Status Code 

Supervisory Level

Position Title

ARTICLE 24

TOBACCO POLICY

SECTION 1.  This guidance establishes procedures to control tobacco use on Columbus AFB.  It does not cancel or supersede other instructions that control tobacco use because of fire, explosive, or other safety hazards, or in areas where minors are present.

a.  No tobacco use is the acceptable organizational norm.  Air Force Personnel must not use any form of tobacco products (to include smokeless) in any facility on Columbus AFB.

(1) Unit commanders must identify designated tobacco use areas.  Consider distance from the workplace when designating areas.  Commanders will also designate areas to be used in the event of inclement weather.  These areas will be outside and covered.  Areas shall be located in areas where non-smokers will not be exposed.  These areas will also be opened to non-smokers or smokers alike.  Appropriate containers will be available to dispose of tobacco products.  Those who utilize these areas will be required to perform clean up and sanitation.  Commanders will resolve conflicts due to the provisions of this guidance, in favor of the non-tobacco user.  Final approval authority rests with the installation commander.  Using smokeless tobacco products or smoking is not allowed under any circumstances in government owned or leased vehicles.

b. The Employer will make available tobacco cessation programs.  Employees who desire to participate in Employer sponsored tobacco cessation programs can be considered to be on duty to participate for one full program, which may include several sessions.  Subsequent programs will be attended on the Employee’s own time, annual leave, or leave without pay.

c. To preclude misunderstanding of this policy, all newly-assigned/hired personnel will be briefed during in processing.  Frequent reminders should also be issued as required.

ARTICLE 25

DRUG TESTING

SECTION 1.  All civilian drug testing will be done in accordance with the Department of the Air Force Civilian Drug Testing Plan, and Air Force Procedural guidelines for the Civilian Drug Testing Program.

In addition, the Parties agree to the following implementation procedures:


a.  The Agency will notify all employees in Testing Designated Positions (TDPs) immediately upon inprocessing.  Employees will sign a letter stating they are aware they are in a TDP and agree to submit to testing requirements outlined in Department of Defense and Air Force procedures.  All Bargaining Unit Employees are hereby advised upon notification to submit to testing they are entitled to Union representation.


b.  In the event an Employee's specimen is reported as positive, the contract Medical Review Officer (MRO) will contact the Drug Demand Reduction Program Manager and/or Drug Testing Program Administrative Manager and the Employee's supervisor.  If the MRO needs to contact the Employee for any reason, the Employee will be notified via telephone at their duty section.  The Employee will have the right to Union representation at all subsequent meetings to discuss the Employee's use of drugs and possible disciplinary action.  The Employee shall not be allowed to remain on duty in a sensitive position who is found to use illegal drugs prior to successful completion of rehabilitation or counseling program.      


c.  Upon a verified positive drug test, the supervisor will refer the Employee for evaluation and appropriate referral for substance abuse counseling and rehabilitation to the Alcohol and Drug Abuse Prevention and Treatment (ADAPT) office.  If it is determined that the Employee is not to be terminated, the Employee will be allowed up to one hour of excused absence for each counseling session.  Up to three hours will be allowed during the initial assessment and referral.  Absence during duty hours for subsequent rehabilitation or treatment will be charged to the appropriate leave category according to Air Force leave instructions.

ARTICLE 26

DISCRIMINATION AND CLIMATE ASSESSMENTS POLICY

SECTION 1.  The Parties are unequivocally opposed to and will not tolerate discrimination or favoritism as specified in Title 7 of the Civil Rights Act.  It is therefore agreed every possible effort shall be made to ensure all Employees will receive fair and equitable treatment, with no discrimination of favoritism shown for any reason.

SECTION 2.  The Parties agree to effective use of Climate Assessments to evaluate the climate of organizations on Columbus AFB.  The Employer agrees to ensure that all Employees are given the opportunity on a voluntarily basis to provide an honest assessment without fear of reprisal, in such a manner that the identity of the person taking the assessment is not revealed in any manner unless so authorized by the Employee, to provide locked boxes at each assessment site to be accessed only by those personnel assigned to the Military Equal Opportunity Office.  The Employer further agrees to notify the Union when the climate assessments will take place and to allow Union representatives to be present at all unit in-briefs that affect Bargaining Unit Employees.

SECTION 3.  The Employer and the Union encourage unit Employees to participate in Agency sponsored Special Emphasis Programs or events held on Columbus AFB.  Participation in these events will be voluntary and not a basis for performance evaluation.

ARTICLE 27

CONTRACTING OUT

SECTION 1.  The Employer and the Union recognize the fact that contracting practices may cause an adverse impact upon the Federal Civil Service System through its effect on the Employee, on manpower management and use, and on the national policies and purposes embodied in the personnel law.

SECTION 2.  The Employer agrees to notify the Union of any contracting activity that could adversely affect Bargaining Unit Employees.  

SECTION 3.  When the final determination is made that the Unit work will be contracted out or competitively sourced, the Employer will meet and confer with the Union concerning the impact on Bargaining Unit Employees. This will also include reorganization of a Unit and reduction-in-force procedures.

SECTION 4.  Both Parties recognize in many instances, the final decision to contract out a function does not necessarily rest with the Employer.  If the decision to contract out a function is made by higher authority, the Employer agrees to continue adverse impact bargaining as a direct result of the awarded contract.

ARTICLE 28

CONSULTATION

SECTION 1.  For the purposes of the Agreement, consultation is defined as any dialogue, either oral or written, between the Parties on a specific issue(s) and unlike negotiation does not require a mutually acceptable compromise between the Parties.  The purpose of consultation is to provide the Union an opportunity to express its views and comments regarding the proposed implementation of personnel policies, practices and matter affecting working conditions of Unit Employees and to permit the Employer to fully consider such views and comments prior to implementing such matters.

SECTION 2.  The Parties recognize that frequent or continuing changes to existing personnel policies, practices, and matters affecting working conditions of Unit Employees may be disruptive to moral and productivity; however, the Parties also recognize that changes in personnel policy, practices, and matters affecting working conditions, not covered by this Agreement, must be made and new guidance issued to improve personnel management, Employee morale and services, and meet mission requirements.  Therefore the parties agree:


a.  Prior to issuing new, or changing existing personnel policy, practices, or matters affecting working conditions of Unit Employees, the Employer will either provide in writing or discuss the changes with the Union's representative, and;


b.  Within seven (7) calendar days after the discussion or the Union's receipt of the Employer's proposed changes, the Union will furnish the Employer its views and comments, in writing, concerning the proposal and identify any changes or additions which the Union desires the Employer to consider and its reasons therefore. 

ARTICLE 29

DURATION AND EXTENT OF AGREEMENT

SECTION 1.  EFFECTIVE DATE AND TERM: The effective date of this Agreement shall be the date it is signed by the Parties, subject to the approval of the Air Education and Training Command and higher level headquarters as appropriate.  It shall remain in effect for five (5) years from the date of signatures by both Parties.  This Agreement shall be renewed for an additional five (5) year period on each fifth anniversary date thereafter unless between one hundred twenty (120) and sixty (60) calendar days prior to any such date either party gives written notice to the other of its desire to amend or modify the Agreement.  If such notice is given, this Agreement shall remain in full force and effect until the changes have been negotiated and approved.

SECTION 2.  AMENDMENTS AND SUPPLEMENTS: This Agreement may be amended and/or supplemented as follows:

a. At any time under the provisions of the articles entitled Negotiations and Union Rights and Representation.

b. Within a reasonable time after the enactment of any new law or regulation of appropriate authority which affects the provisions of this Agreement.  A proposal by either party to negotiate such amendments or supplements shall cite the pertinent law or regulation and the article(s) of this Agreement affected. When such a proposal is submitted, representatives of the Employer and the Union shall meet within fifteen (15) calendar days to negotiate the requested amendments or supplements.

c. Amendments and supplemental Agreements shall become effective on the date signed by the Parties, subject to the approval of the higher headquarters as appropriate. They shall remain effective concurrent with the basic agreement.
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COLUMBUS AIR FORCE BASE, MISSISSIPPI

LABOR-MANAGEMENT AGREEMENT

The labor-management parties at Columbus Air Force Base are the American Federation of Government Employees, Local 1296, and Columbus AFB Management.  Under this Agreement, we are hereby dedicated to the pursue solutions that enhance quality and productivity, customer service, mission accomplishment, efficiency, quality of life, employee development, organizational performance, and military readiness, while considering the legitimate interests of both labor and management.  We are committed to the exchange of all ideas that will enhance our working relationship, and seek an environment that will support mutual trust and respect between labor and management.
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Columbus AFB, Mississippi





�





�





NEGOTIATED LABOR


AGREEMENT





LOCAL


1296





� EMBED Word.Picture.8  ���





�





�








�








�





Approved by the Department of Defense on 27 March 2002








50
56

_1043745112.doc
[image: image1.png]AFGEY

PROUD TO MAKE AMERICA WORK







