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ARTICLE 1 (S)

PARTIES TO THE AGREEMENT

1.  This agreement supplements the Master Labor Agreement between Council 214 of the American Federation of Government Employees and the Air Force Materiel Command which was approved 28 February 02.

2.  The parties to this Agreement are Local 1592 of the American Federation of Government Employees and the Ogden Air Logistics Center, Hill Air Force Base, Utah.

ARTICLE 2 (S)

RECOGNITION AND COVERAGE

1.  This Agreement applies to all employees at Hill Air Force Base, Ogden, Utah, who are covered in Article 2 of the Master Labor Agreement.  Requests to clarify or modify the bargaining unit will be directed to the Federal Labor Relations Authority for resolution.  This Agreement does not apply to AAFES or non-appropriated fund employees.

2.  This Agreement is executed in conformance with Article 34 of the Master Labor Agreement.  As such, it deals with subjects which the parties at the level of exclusive recognition have agreed are appropriate for local negotiation.

3.  This Agreement supersedes the Ogden ALC Supplement to AFLC Master Labor Agreement signed 6 August 1987.  Unless otherwise expressly stated herein, this Agreement does not supersede local mid-term agreements between the parties, including agreements resolving grievances and unfair labor practice charges, unless in conflict with this agreement.

ARTICLE 3 (S)

EMPLOYEE RIGHTS

1.  Management agrees to comply with Merit Systems Principles IAW Title 5, USC 2301.

2.  Counseling will be given in a reasonable and constructive manner.  Every effort will be made to provide counseling in a confidential surrounding and in an atmosphere that will avoid embarrassment or ridicule.

3.  Employees will be allowed a reasonable amount of “on the clock” time to review and seek guidance on Personnel matters.  This time must be requested from Management and approval will be based on reasonableness and workload requirements. Management may impose reasonable procedures to account for the use of time.

4.  Supervisors will show, and employees will be given an opportunity to initial all comments concerning performance (including close out ratings) or matters not covered by Article 5 of the MLA, the supervisor enters on the AF Form 971, Supervisor’s Work Folder.  The employee’s initials indicate only that the employee has been shown the entry and not that the employee agrees with the entry.

ARTICLE 4 (S)

OFFICIAL TIME/UNION REPRESENTATION

1.  Union stewards will provide as much relevant information to designated management officials (DMOs) as feasibly possible prior to meeting at step 1.

ARTICLE 5 (S)

DISCIPLINE AND COUNSELING

1.  Management will initiate actions to return employees to a duty status and start paperwork for the payment of any applicable back pay as soon as possible.  Paperwork will be initiated within 40 days of receipt of a third party decision unless an appeal is filed.  A copy of the Standard Form 50 will be provided to the Union.  Copies of applicable overtime records sent to DFAS will also be provided to the Union.

2. Management and the Union agree that a properly negotiated last chance agreement may be used as an alternative to the removal of an employee.

a.  The employee shall be informed in writing that he/she has the right to consult with a Union representative before being bound by such an agreement.

b.  The employee shall be informed in writing that he/she cannot be required to waive his/her right to file an EEO complaint, unfair labor practice charge or any complaint of a prohibited personnel practice with respect to any matter arising in the future.

c.  Last chance agreements should be appropriate in length, normally not to exceed 12 months.

d.  Last chance agreements shall only be related to the specific offenses contained in the notice of proposed removal.

e.  No employee shall, by virtue of such agreement, waive the right to argue that he/she has not breached the agreement, nor is management relieved of their burden to prove any allegation that the employee has not fulfilled his/her responsibilities under the agreement.

f.  Upon satisfactorily completing the terms of a last chance agreement, appropriate action will be taken by management to correct or expunge the employee’s record to the extent permitted by law, rule, regulation, and the last chance agreement.

g.  If an arbitrator decides to reinstate an employee who was separated for disciplinary reasons, the employee may be entitled to recover lost wages and benefits in accordance with the Back Pay Act (5 USC 5596) and the decision of the arbitrator.

ARTICLE 6 (S)

NEGOTIATED GRIEVANCE PROCEDURE AND

ALTERNATE DISPUTE RESOLUTION

1.  With respect to Article 6, Section 6.05b, requests to meet will be made, in writing, to the DMO.  Such meetings with the Director (or equivalent) will include the Step I DMO, grievant, Union steward, and any other person deemed necessary by the Director.

2.  With respect to Article 6, Section 6.05c, requests for meetings with the Command Section Official will be made, in writing, to the Labor Relations Officer.  Such meetings will include the DMO, grievant, Union representative, and any other person deemed necessary by the Command Section Official.

3.  The normal time frames and procedures to file a grievance will be followed as outlined in Article 6, Section 6.08 b, with the following clarification.  In the case of an ongoing violation, the employee has 20 days from the date of the last occurrence of the potential violation to file their AFMC Form 913.

4.  The parties will negotiate a separate memorandum of understanding (MOU) on the topic of alternate dispute resolution procedures for grievances and impasses.  This MOU, once negotiated, may be reopened at any time at the initiative of either party.  Issues, which are covered by this Supplement or the Master Labor Agreement, will only be bargained by mutual agreement.

5.  Group grievances may be filed if the same working condition, personnel policy or practice affects more than one employee.  Group grievances may be filed only by a union representative and shall list the employees who are covered by the grievance.  If all names are not known, another identifier, e.g., all employees in a specific branch, shall be sufficient so long as management can determine who the employees are.  The signature of the union representative shall suffice for the signatures of all employees covered by the grievance, though any employee has the right to “opt-out” of the grievance on written notice to management and the union.  The procedures for group procedures shall be the same as the procedures for union grievances under Section 6.09 of the Master Labor Agreement.

ARTICLE 7 (S)

ARBITRATION

1.  The parties agree that arbitration is an effort of last resort in resolving grievances.  In an attempt to insure that only those cases that absolutely cannot be resolved otherwise are taken to arbitration, the parties agree that a free and open exchange of information is necessary and in their best interests.

2.  Once arbitration has been invoked, the advocates will meet prior to the date of the hearing, but not later than 10 days prior to the incursion of any cancellation fees.  The purpose of that meeting will be to exchange any relevant documents and information not previously exchanged and to discuss the possibility of settlement.  The intent of the information exchange is to make both sides aware of everything that will be presented at arbitration in order to preclude unexpected submissions that one of the parties did not have time to review or prepare for.  Should the meeting not result in settlement of the grievance, the parties will attempt to resolve such matters as joint submissions, stipulations, a statement of the issue to be addressed by the arbitrator, and any other procedural matters the parties wish to address.

ARTICLE 8 (S)

DUES WITHHOLDING

1.  The Union agrees to authorize Civilian Personnel, DPCE, to receive copies of the listing identifying dues paying members of the OO-ALC bargaining unit.  The listing will only be used to identify dues paying members in order to notify payroll/DFAS and the Union when those members change to a nonbargaining position.  After proper notification of the above, the Union agrees to repay improper dues withholding.

2.  Civilian Personnel, DPC, will provide the Union a monthly listing of bargaining unit employees whose dues withholding has been initiated or terminated and the effective date/pay period.

3.  Employees will be returned to the dues paying status they were in prior to the time of Management’s action.

ARTICLE 9 (S)

COMMUNICATIONS

1.  The Base Telephone Directory will contain the name, building number and telephone numbers of the Union office.  In addition, the title, location, and telephone number of the President, Vice Presidents, Secretary, Treasurer, Master Chief Steward, and directorate chief stewards will be listed in the Directory and electronically.  Management will ensure that the Union’s telephone numbers are not changed without the Union’s consent.  

2.  Management agrees to provide adequate and separate space on official bulletin boards for the use of the Union.  The Union agrees posted information will be accomplished at Union expense and will not contain material, which is libelous, scurrilous, defamatory, or related to partisan politics.  Space allotted for Union use will normally be 48 inches by 36 inches, or one third of the total space of the bulletin board. Management agrees to provide adequate bulletin boards at those locations where the majority of employees will have reasonable access such as rest areas, building entrances, etc.  The Union agrees to utilize its stewards to maintain the bulletin boards, and to conform to the same maintenance control requirements as prescribed for the official Management bulletin boards.

3.  Management agrees to provide Union affiliated individuals, not currently employed by Hill AFB, with access to the Union office and to work areas where necessary in carrying out the Union’s representational responsibilities and activities not prohibited by law.  The Union will provide the Labor Relations Office, in the Civilian Personnel Branch, with a list of those individuals requiring access to controlled areas.  Access to a controlled area will be subject to a favorable local files check, which will be a minimum of a check of base records and a check through the Utah Bureau of Criminal Investigation and could be more extensive if necessary as determined by Management.  Final approving authority for access will be the Labor Relations Officer.  The individual requiring access will be allowed to sign for a temporary controlled area badge on an as needed basis from the control point for the appropriate organization.  Normally the individual will not require an escort.  The badge will be returned upon completion for the authorized activity or at the end of the workday, whichever is longer, if justified and approved by the Labor Relations Office.  Abuse of this privilege will result in withdrawal of authorization to the specific individual to enter controlled areas under these procedures.

ARTICLE 10 (S)

TOTAL QUALITY

Nothing supplemented.

ARTICLE 11 (S)

TESTING

1.  The parties, to the extent permitted by law and the MLA, shall negotiate changes to policies, practices or procedures with respect to drug or alcohol testing in accordance with Article 33.

2.  No employee shall be given a polygraph examination without being afforded the opportunity to have a Union representative present as an observer.  An employee' s waiver of this right shall be in writing and signed by the employee.

3.  No employee shall be required to undergo psychological or physical tests except as required by law and applicable regulations.

ARTICLE 12 (S)

MERIT PROMOTION

1.  Management will follow the competitive procedures of Article 12 of the Master Labor Agreement (MLA) in filling all permanent internal bargaining unit positions as well as the following actions:

a.  Temporary promotions for more than 120 days.

b.  Details for more than 120 days to a higher-graded position or to a position with higher promotion potential.

c.  Selection for training which is part of an authorized training agreement, part of a promotion program, or required before an employee may be considered for promotion.

d.  Reassignment or demotion to a position with more promotion potential than a position previously held on a permanent basis (except as permitted by RIF regulations).

e.  Transfer to a position at a higher grade or with more promotion potential than a position previously held on a permanent basis.

f.  Reinstatement to a permanent or temporary position at a higher grade or with more promotion potential than a position previously held on a permanent basis.

2.  The competitive procedures do not apply to the following, or any other personnel actions exempted by law, rule, and regulation:

a.  Temporary promotions or details to higher-graded positions for 120 days or less.

b.  Loans.

c.  Promotions resulting from the upgrading of a position due to the issuance of a new classification standard, due to the correction of an initial classification error, or due to additional duties and responsibilities.

d.  Possible placement of an employee not given proper consideration in a competitive promotion action or placement of an employee as a remedy or settlement of a complaint, grievance, or appeal.

3.  There shall be no exception to the minimum area of consideration defined in Section 12.06 of the MLA, except those that are in accordance with law or negotiated regulation.

ARTICLE 13 (S)

TEMPORARY PROMOTION

Consistent with Section 17.03 of the Master Labor Agreement (MLA), employees who believe their rights under Article 13 of the MLA have been violated are encouraged to file an Official Form 612 or equivalent before filing a grievance.  This gives management the opportunity to conduct a desk audit or take such other action it deems necessary to determine whether the employee performed higher-graded work and would/should have qualified for a temporary promotion.  If the employee is dissatisfied with the action taken after submitting the OF 612 (or equivalent), he/she may file a grievance.  The time for filing a grievance shall be extended by the amount of time the employee and management are attempting to resolve the matter informally under this section.  Management has the responsibility to process details in accordance with Article 20.  OF-612 shall be processed in accordance with the current MOA for experience and credit.

ARTICLE 14 (S)

REPROMOTION OF DOWNGRADED EMPLOYEES

Nothing supplemented.

ARTICLE 15 (S)

EMPLOYEE PERFORMANCE

Periodic reviews, as referenced by Section 15.02 (f) Performance Evaluation, of the Master Labor Agreement, shall be conducted not less than twice during the annual appraisal cycle. 

ARTICLE 16 (S)

REDUCTION-IN-FORCE

Reductions-in-force (RIF) will be processed in accordance with current RIF MOA.

ARTICLE 17 (S)

POSITION CLASSIFICATION

Nothing supplemented.

ARTICLE 18 (S)

TRAINING

Nothing supplemented.

ARTICLE 19 (S)

EQUAL EMPLOYMENT OPPORTUNITY (EEO)

1.  The Agency shall inform employees wishing to file EEO complaints that they have the option to file such complaints under the negotiated grievance procedure and that they may wish to consult a Union representative regarding this option.

2.  If an employee elects to process an EEO complaint through the negotiated grievance process, the employee may be entitled to recover the same remedies as are available through the statutory procedure for EEO complaints.

3.  The parties agree that accommodating employees with qualified disabilities works best through an interactive process involving Management, the Union, the employee, and expert resources.  Once an employee with a qualifying disability requests an accommodation, Management shall make a good faith effort to work with the employee to identify and implement reasonable accommodation.  The primary goal shall be to find a way to retain the employee in his/her current position.  If this is not feasible or would amount to an undue hardship, Management shall search for reassignment opportunities for the employee.  If no reassignment opportunities are available at the same grade, the employee may be offered a lower-graded position.

4.  Employees who are reassigned to lower-graded positions due to a qualified disability shall be granted pay retention within the meaning of 5 USC 5363.

5.  Once management determines that an employee with a qualifying disability is no longer qualified to perform the essential duties of his/her position, management agrees to conduct a search for reassignment opportunities for at least 150 days.  The employee shall be retained in a duty status during this time, unless this would be an undue hardship, in which case, the employee shall be carried in an approved leave status.

6.  Employees with qualifying disabilities who are under consideration for reassignment shall be advised and offered the opportunity to comment before they are placed or rejected for placement on specific positions for which they may qualify.

7.  The parties agree to meet to develop a process within 90 days after the effective date of this agreement which will provide for the continuous review and update of Standard Form 78 and to use the most current data to determine physical qualifications of employees.

ARTICLE 20 (S)

DETAILS TO BARGAINING UNIT POSITIONS

1.  The opportunity afforded to employees under Section 20.01 (c) of the Master Labor Agreement, to be made aware of the requirements for details, shall be in the form of a written announcement to all qualified and available employees that shall be posted on official bulletin boards in areas where those individuals are assigned.  This announcement will clearly state the job requirements and skills required under the detail as determined by the gaining organization.  Use of details shall be based on valid requirements and will be job related.

2.  Details for more than 120 days to a higher-graded position or to a position with higher promotion potential will be effected in accordance with Article 12.

ARTICLE 21 (S)

LOANS OF BARGAINING UNIT EMPLOYEES

Nothing supplemented.

ARTICLE 22 (S)

TRAVEL/TEMPORARY DUTY

1.  The Agency will strive to process travel vouchers in five days or less.  Management will inform employees required to perform extended TDYs (over 45 days) of the split disbursement and accrual options of payment.

2.  When mission related circumstances preclude the filing of interim vouchers, management will notify the card contractor to so advise and ensure that the employee will not be identified as delinquent.

ARTICLE 23 (S)

ANNUAL LEAVE

Requests for emergency/unscheduled annual leave shall be approved except where such approval will have an adverse or negative impact on work load or mission.

ARTICLE 24 (S)

SICK LEAVE

If the employee is not able to make the call to request sick leave, someone else may make it on their behalf.  The caller will state the reason(s) the employee was unable to call as well as the anticipated duration of the absence and telephone number where the employee can be reached.  The supervisor will contact the employee within the timeframe specified if the leave cannot be granted, otherwise the employee may assume approval for the period requested, up to a period of three work days.

ARTICLE 25 (S)

HEALTH AND SAFETY

Nothing supplemented.

ARTICLE 26 (S)

HAZARD AND ENVIRONMENTAL PAY

Employees who believe they are entitled to hazard pay or environmental differential pay are encouraged to raise the matter with management informally prior to filing a grievance.  Employees may initiate this action by having a Union representative submit a request for such pay in writing to an official designated by Management.  The Union and Management shall then work together to investigate the claim.  Management will deliver a written decision to the Union within 180 days of the submission of the claim.  The Union may then file a grievance on behalf of the affected employees.  The timeframe for filing as outlined in Article 6 does not start until the conclusion of the informal decision.

ARTICLE 27 (S)

EMPLOYEE DISABILITY COMPENSATION

1.  Disabled employee reemployment priority rights under 5 CFR Part 353 are grievable under the negotiated grievance procedure, or may be appealed to the Merit Systems Protection Board.

2.  Management agrees to publish electronically and post on bulletin boards the current negotiated compensation procedures and/or guidelines and points of contact.

3.  The current negotiated policy/MOA regarding light duty procedures is hereby included.

ARTICLE 28 (S)

EMPLOYER-UNION COOPERATION

1.  Upon request, Management and the Union will, where appropriate, participate in union/management meetings.  The initiating party will submit an agenda concurrent with the request.  The primary goal of such meetings is to discuss matters of ongoing concern between the parties on issues affecting large groups of employees and not to discuss individual grievances or engage in collective bargaining over specific proposed changes.  Matters affecting personnel policies, practices, procedures, or working conditions will be appropriate for discussion.  Meetings may be requested at the unit, section, branch, division, directorate, or command level.  However, attempts to resolve these matters should be accomplished at the lowest organizational level.  This provision shall not affect those organizations already engaging in the practice of holding regularly scheduled meetings, if the parties wish such practices to continue.

2.  Notification of changes in local conditions of employment will be in accordance with Article 33 of the Master Labor Agreement.  Notification may be made electronically to the Union President or his designee.  If receipt is not verified within 3 work days, a hard copy will be forwarded.

3.  In the interest of effective union/management cooperation, the Employer will, when practicable, retain union officers and chief/division stewards within their appropriate skill on the regular day shift, Monday through Friday.  When the work load and/or manpower requirements do not permit, the Union President and affected officer or steward will be given reasonable advance notice and reasons for the necessity of odd-shift assignment.

ARTICLE 29 (S)

DEVELOPMENTAL OPPORTUNITY PROGRAM (DOP)

1.  The Employer and the Union will support career advancement and career enhancement for employees in lower graded jobs. The Employer will vigorously promote the DOP to supervisors and management officials in considering candidates for promotion.  The Employer recognizes its special responsibility to enhance the career advancement prospects of employees from groups which have been traditionally under represented in higher graded positions.

2.  The parties, upon request of the Union, will meet to negotiate procedures for identifying positions qualifying for the DOP.  The goal of these negotiations will be to design and publicize, to the affected employees, the availability of alternative methods for gaining qualifications and experience necessary to advance to higher grades. 

ARTICLE 30 (S)

FACILITIES/PARKING

1.  The Union will retain its office in Buildings 178 and 555 unless otherwise negotiated.  The Union will pay no rent but will be responsible for utilities at the government rate.  The Union shall be responsible for maintenance and tenantable repairs.  Management will provide major repairs and structural maintenance.

2.  The Union shall be provided 10 local off-base access telephone lines for its use in carrying on its responsibilities.  The Union will not be charged for this service.  Union officials or representatives may not utilize government telephones to conduct internal Union business.

3.  If requested, chief and division stewards shall be provided lockable file cabinets within the work area for carrying out representational responsibilities.

4.  Management will install and maintain four directional signs at agreed upon locations to assist employees in locating the Union Office.  Management will furnish and maintain a sign in front of the Union Office that will conform to base regulations.

5.  The Union shall have mail delivered to and picked up from the Union Office by the base mail delivery twice daily and shall be permitted to use the base mail system.  Specific distribution will be limited to organizational addresses and to specific mail pickup and distribution points provided by the base mail system.  The Union may use the internal mail system for any distribution to officers or stewards.

6.  Management agrees that if facilities such as large conference or training areas are requested in advance by the Union they will be provided at no cost to the Union, if available.

7.  When a steward or officer receives an incoming telephone call at the work site, the call will be referred to the individual without interrogation of the caller.  If the steward or officer is physically unable to take the call, the message will be relayed as soon as reasonably possible.  If, after receiving the call, the steward or officer realizes that the subject is inappropriate for discussion on duty time or requires the use of official time release procedures, the steward or officer will be obligated to inform the employee of the proper procedures to be followed.

8.  Union Office employees and representatives, who are not government employees, shall be given personal identification cards and corresponding vehicle decals which shall remain in effect for the same duration as those issued to base employees.

9.  Management will provide and reserve the Union 12 spaces in front of the current Union Office.  The parties agree that the Union may reopen this provision if the need should require additional spaces.  The existing handicapped space in front of the Union Office will continue to be designated as such.  Employees designated by the Union as officers and directorate stewards will be provided "parking by permit" spaces in close proximity to their assigned work area.  When justified by showing that a reserved parking space is necessary for proper and expeditious performance of steward duties, Division stewards will be provided reserved parking spaces when requested by the President, AFGE Local 1592.  Division stewards not provided reserved spaces will be provided "official business parking permits" to be used in accordance with appropriate regulations.  The Union will be provided an additional 6 "official business parking permits."

10.  If employees are required to wear uniforms, such uniforms will be furnished by the Employer as prescribed and authorized in Air Force directives.  The Employer will provide employees lockers at the duty station as appropriate.

11.  The Employer and the Union mutually agree that rest areas are desirable from a morale standpoint.  The Employer further agrees that, when possible, such areas will be provided where concentrations of employees are assigned, for use by employees during authorized rest breaks and lunch periods.

12.  The current negotiated cold weather working conditions policy will be a mandatory briefing item for all affected bargaining unit employees, to be given in the month of September.  A copy of this policy will be in each applicable work area, reasonably accessible to all employees who may have any questions about this regulation.

13.  Management will not assign custodial duties outside the employee’s immediate work area which are not directly related to the employee's normal duties, and will not violate the intent of current negotiated policies.

14.  The Employer agrees that every effort will be made to provide adequate on-base parking facilities for base employees.  Where possible and within the provisions of existing regulations, adequate parking will be provided adjacent to buildings or work locations which allow for the shortest possible walking distance from parking facilities to work locations.  Any permanent parking changes not covered by the base traffic regulation will be negotiated.  It is agreed that reserved parking spaces provided for Division Stewards under Section 9 of this Article will not be counted against the ceiling for reserved parking established by that regulation.

15.  Employees having physical handicaps which impede walking more than one block will be provided special reserved parking, if requested and a federal medical officer certifies the handicap as justifying the need for special parking privileges.  Handicapped employees may be periodically referred to the federal medical officer for current medical evaluation and certification as to need for continued special parking privileges.  The Union may contact the Labor Relations Office to determine whether a particular employee has been certified as needing handicapped parking by the federal medical officer.

16.  Employees will not be directed to use privately owned vehicles (POV) in the conduct of government business unless appropriate reimbursement procedures are established beforehand.

17.  No locally prescribed admission, entrance, or parking fees will be assessed bargaining unit employees, except as may be directed by HQ AFMC or HQ USAF and implemented after appropriate bargaining.

18.  Management will provide to the Union and maintain 6 computers and printers in accordance with the current base standard.  In addition, management will provide a copy machine and a fax machine.

ARTICLE 31 (S)

CONTRACTING OUT

1.  Consideration for contracting out work being performed by bargaining unit employees will be done in accordance with the most recent applicable AFMC MOA for AFI 38-203, Commercial Activities Program, and AFI 63-124, Performance-Based Service Contracts.

2.  The commercial activities list provided to the Union will be sorted by organization.

ARTICLE 32 (S)

DISTRIBUTION AND PUBLICITY

1.  This Agreement shall be printed by the Employer at no cost to the Union, in the format of the Master Labor Agreement using the same stock of paper and printing style.  The cover shall be light blue with black writing.  The union shall initially be provided with 1500 copies.  The Union will have the right to request additional copies, as needed, up to 1000 per year until the agreement is superseded.

2.  Management will also make this agreement available electronically, i.e. the intranet.

ARTICLE 33 (S)

GROUND RULES FOR NEGOTIATIONS 

DURING THE TERM OF THE SUPPLEMENT

1.  When a bargaining obligation is generated by the Union over a condition of employment which has not been covered by the MLA or local supplement and was not the subject of a matter previously submitted and withdrawn during negotiations, the following procedures will apply.


a.  The Union will notify, in writing, the Labor Relations Officer of the intended changes in conditions of employment.  A reasonable time period/date following the notification will be identified as the implementation date.  The Labor Relations Officer or designee may request and be granted a meeting to discuss the change.


b.  Upon mutual agreement, management and the Union may use interest-based bargaining (IBB) techniques to bargain over matters described in Section 33 (S) 1, above, prior to bargaining through the use of traditional techniques.


c.  When a bargaining obligation is generated by the union over a condition of employment not covered by the contract, and management wishes to negotiate, they will submit written counter proposals to the local Union Office within 15 work days of the date of notification.  The local parties will determine a date on which negotiations will take place, the persons to be involved, the location, and the implementation procedures.

ARTICLE 34 (S)

LOCAL SUPPLEMENT

Nothing supplemented.

ARTICLE 35 (S)

DURATION

This agreement shall continue in full force and effect until superseded by a subsequent supplemental agreement in accordance with the provisions of the Master Labor Agreement.

ARTICLE 36 (S)

CALL-BACK, STANDBY, AND ON-CALL DUTY

When it is necessary to release on-call employees the RIF service comp date listing including veterans preference will be utilized to determine order of release and recall.

ARTICLE 37 (S)

CHILD CARE SERVICES

Nothing supplemented.

ARTICLE 38 (S)

UNFAIR LABOR PRACTICES
The current “Memorandum to Improve Labor-Management Relations and Avoid Unfair Labor Practice Disputes” signed by the Activity and the Union is hereby included as a part of the Local Supplement.

ARTICLE 39 (S)

BASE CLOSURE

If the Ogden Air Logistics Center is identified for closure or if any component of it is to be eliminated or contracted out due to a Base Realignment and Closure decision, the parties agree to negotiate in advance any issue related to base closure to the extent permitted by law.  Additionally the agency will make every attempt to notify the Union of impending BRAC decisions, prior to the release of manpower, work load and other related information to the public. 

ARTICLE 40 (S)

OTHER LEAVE PROVISIONS

1.  Each employee shall be notified in writing or electronically once a year summarizing the employee’s rights and responsibilities under the Family Medical Leave Act and the General Family Care (formerly the Federal Employee Family Friendly Leave Act).  The content of the notice shall be negotiated between the parties, to begin no later than 90 days after the signing of this agreement.

2.  Leave without pay shall not be unreasonably denied to an employee who does not have sufficient annual or sick leave to cover an absence.  An employee whose leave request has been approved may request placement into a leave without pay status instead of a paid leave status.

ARTICLE 41 (S)

FIRE FIGHTER PERSONNEL

1. General:  The employer agrees to furnish and maintain, adequate living quarters, and accommodations for Fire Protection personnel. Fire Protection personnel recognize managements’ right to assign work. 

2. Bedding:  The employer agrees to provide laundry services for Fire Station linens as often as needed.

3. Repair of Equipment:  Repair and replacement of Fire Station equipment that affect the health, comfort, and morale of Fire Protection personnel shall be made as soon as possible.

4. Recreation:  The employer agrees that Fire Protection personnel may in engage in recreational and extracurricular activities. Such activities shall be conducted within the base area. Personnel must be available to respond when needed.

5. Use of Fire Station:  The employer recognizes and agrees that the living quarters in the Fire Station, i.e. cooking, dining, sleeping, resting, recreational, and bathing areas is a firefighters home and is personal to him/her. The public address system shall not be used for non-emergency purposes between the hours of 2200-0630 at station one. The public address shall not be used for non-emergency purposes between the hours of 1600-0630 at station two, when the technology becomes available. The employer agrees to give Fire Protection personnel a twenty-four (24) hour notice when the Fire Station is to be used outside the realm of normal activities. The employer also agrees that Fire Protection personnel may have visitors in the Fire Station during stand-by time until 2200 hours.

6. Duty/Stand-by time:  Hours of employment shall be IAW CEF SOP 32-1-47, with a two platoon/shift working alternating twenty-four (24) hours of duty. A normal workweek consists of seventy-two (72) hours. 


a.  A shift shall include both Duty time and Stand-by time.  IAW governing regulations, during weekdays, Duty time will be at least eight (8) hours, and Stand-by time shall not exceed sixteen (16) hours unless authorized by the senior officer on duty.  Holidays will be Stand-by time. 


b.  When on Stand-by time, personnel shall be free to pursue any activity allowed within the Fire Station, and item 4 (Recreation) of this article.


c.  A minimum of five (5) continuous, uninterrupted hours shall be allowed for sleeping unless mission requirements make this impossible.


d.  Management shall make every effort to avoid scheduling or conducting training during Stand-by time. Any training conducted during Stand-by time will be reimbursed with an equal amount of Stand-by time within two pay periods.  

7. Kelly days/Trading time:  Operations Section- 

The Employer agrees that the present system of “Kelly” days, IAW CEF SOP 

32-1-47 shall remain in effect unless re-bargained. Personnel may exchange “Kelly” days or time with off duty personnel when the following requirements are met:


a.  The Senior Fire Officer shall approve the request for exchange of “Kelly” days or time. Personnel may request a written justification for a denial of request. 


b.  The exchange of “Kelly” days or time must be done with personnel of equal rank and/or skills and abilities to perform the duties. The request must be of the employees’ own initiative.


c.  The written request, AFMC Form 192, is submitted at least one (1) shift prior to the first date of the request. The written request will be filled out according to local policy. The requested dates for an exchange of “Kelly” days or time must be within the same pay period.


d.  The exchange of “Kelly” days or time will not result in increased entitlement to overtime compensation for either employee involved.


e.  The exchange of “Kelly” days will be done within the same platoon/shift.


f.  The exchange of time shall be permitted for any amount of time during a given shift.

8. Fire Prevention Section:  Fire prevention training or 60-hour personnel will be assigned to a sixty (60) hour workweek consisting of one (1) twenty-four (24) hour shift, and four (4) nine (9) hour days. Pay for the sixty (60) hour workweek will be IAW current regulation. On the one (1) twenty-four (24) shift the prevention personnel may be assigned to operations and will be used for manning vehicles.

9. FACC Section:  Fire Alarm Communication Center personnel will work a forty (40) hour workweek, Monday through Sunday, on a rotating or permanent schedule at the discretion of the Fire Chief, or the FACC senior officer. FACC duties pertaining to operations personnel will be limited, rotated by shift personnel, and will be kept to a minimum. 

10. Clothing and Grooming Standards:

Section 1- Uniform requirements:


a. In accordance with AFI 36-801, the employer and AFGE agree that all 0081 Personnel will be required to wear a uniform that will readily identify the nature of Fire Protection work.


b.  The employer agrees that there will be no change to the style of uniforms currently in use without prior notification to the Union.


c.  The employer agrees to issue new personnel, or replace through wear and tear, funds permitting; one (1) Hat badge, one (1) set of collar brass, two (2) Breast badges, and five (5) Fire Department patches within the bargaining unit.


d.  Fire Protection personnel may purchase Polo-type shirts and T-shirts, which are blue, gray, or white, and have either an approved Fire Department logo, or the AFGE logo. T-shirts will be worn in-house. Polo-type shirts may be worn outside the Fire Station. This is to include approved long-sleeved shirts, job shirts, and sweat shirts. Approved uniform shorts may also be worn from 1April until 31October. 


e.  The employer recognizes that Fire Protection personnel are required by regulation to maintain physical fitness standards to perform their mission, as opposed to a commander directed fitness program, they are authorized to use appropriated funds to purchase athletic clothing IAW current regulations, and when funds become available. 

Section 2- Uniform Allotment:


a.  The employer agrees to provide an initial and annual uniform allowance IAW the maximum amounts established by appropriate law, rule, or regulation.

Section 3- Personnel Appearance:


a.  Fire Protection personnel must keep; a neat appearance, uniforms must be clean and in a high state of repair, and clean footwear.


b.  Head and facial hair must not interfere with safety equipment.

11. Schools and Training:  All schools and training opportunities will be published, and posted so that all personnel may be made aware of such. Training will be based on SCD, availability, and qualifications IAW Article 18 of the MLA. Personnel shall not be allowed classes for certifications outside of their promotion potential, if there are personnel awaiting classes for achievable promotions. CDC courses are allowed for any certification desired. 

12. Integrated Process Team:  An Integrated Process Team will be assembled with in-house Union Labor Management to discuss Fire Protection personnel issues. Bargain-able issues shall be done IAW Article 33 of the MLA.

13. Station Rotation: 
Station rotation will be accomplished by seeking volunteers first.  If there are too many volunteers, the most senior employees (leave service comp date, SCD) will rotate.  If enough volunteers cannot be obtained, the least senior employees will be required to rotate.  Non-volunteering employees will not be required to rotate again until all other qualified employees have been required to rotate.  The Employer shall maintain a roster for this purpose, which will be made available to employees upon request. 

14. Rooms:  When personnel have an assigned room prior to rotating stations, they will be granted a room upon their return to station one (i.e. four (4) personnel rotate out from station one to station two, the four (4) personnel rotating in from station three will assume those four (4) rooms). This room may not be the same room they forfeited. In the event a non-sufficient amount of rooms opens up at station one during the rotation, then the lowest SCD personnel with an assigned room shall forfeit their room to the senior SCD. Room changes are allowed for stations if both parties agree.

ARTICLE 42 (S)

UTAH TEST AND TRAINING RANGE (UTTR)

1.  Where weather conditions at the UTTR pose a threat to the safety or health of employees, the Employer shall normally dismiss those employees from duty without charge to leave.  When this determination is made in advance of a regularly scheduled shift, management will endeavor to notify the personnel affected by phone.

2.  The Employer will provide adequate and clean toilet and washing facilities as near to remote work sites as reasonably possible.

3.  The Employer will maintain a communication system which will ensure that an employee working alone will be contacted at reasonable intervals during a work project, but in any case, no less often than once every 4 hours.

4.  The Employer agrees to provide qualified emergency medical treatment for UTTR, as necessary.

ARTICLE 43 (S)

HOURS OF WORK

LUNCH AND BREAK PERIODS

1.  All Personnel, except those specifically described in paragraphs 2 and 3 below, will be authorized a period of rest not to exceed 10 minutes during each 4 continuous hours of regularly scheduled or overtime work.  Rest periods shall be established by the employer with consideration given to the concerns of the employees.  Management will make exceptions for health and safety.  Consideration will be given to the needs of work load/mission requirements.  Any changes to established rest periods, if applicable, will be accomplished in accordance with Article 33 of the Master Labor Agreement.

2.  Office and administrative personnel not granted a fixed rest period are authorized to consume refreshments at their desks or place of work, providing the total time does not exceed that authorized for fixed rest periods as described in paragraph 1 above.

3.  Certain groups of employees, other than office and administrative personnel, shall be authorized to consume refreshments at their workstations where all of the following conditions are met:

a.  The Employer and the union mutually agree that working conditions in the specific area are appropriate to allow this authorization.

b.  The Employer and Union mutually agree that the authorization to consume refreshments at individual workstations would not adversely affect productivity and orderly efficient operations.

In the event all of the above conditions are met, employees in specific work areas shall be authorized to consume refreshments at their work stations, providing the total time to obtain and consume said refreshments does not exceed that authorized for fixed rest periods as described in paragraph 1 above.

4.  Meal periods for all personnel may begin on a regular workday, no earlier than 3 hours after start of shift and no later than 6 hours after start of shift.  Specific meal periods shall be established by the employer with consideration given to the concerns of the employees.  Any changes to established meal periods, if applicable, will be accomplished in accordance with Article 33 of the Master Labor Agreement.

5.  Personnel working on tasks, where the interruption of a work phase for breaks and/ or meals will have an adverse effect on work flow as determined by the appropriate management official, may be required to take their breaks or meal periods at other than the normally scheduled time in accordance with paragraph 1, above.  Permanent change of breaks or meals will be in accordance with Article 33.

6.  All employees assigned to the graveyard shift will be permitted to work an 8 hour shift, with a paid 20 minute lunch period when such shift is approved by the Ogden ALC Commander 

7.  Employees shall remain substantially free of work during lunch and break periods, except for those with a paid 20 minute lunch break 

8.  It is mutually agreed that time clocks and buzzers will not be used.

9.  Clean-up time:  Shop or warehouse employees working at benches or equipment or in areas which must be cleaned daily will be allowed a reasonable amount of duty time for such clean-up prior to the end of their work shift.  Employees required to wear special government-furnished clothing will be allowed a reasonable amount of duty time prior to the start and end of work shift for the changing of the special clothing.  The amount of duty time allowed will be based on specific circumstances.  Five to 15 minutes of duty time will normally be sufficient to meet requirements for clean-up or changing of government-furnished clothing.  Management may, at its discretion, provide additional time as needed.  The Union may propose additional time at its discretion.

SHIFT CHANGES

1. Except where the employer would incur increased costs or reduced efficiency of operation, the employer agrees to the following:


a.  The administrative week will consist of 7 days-beginning 0000 hours, Sunday, to 2400 hours, Saturday.


b.  The employer will attempt to ensure that, if at all possible, employees are scheduled for 2 consecutive days off, preferably Saturday and Sunday. Where two consecutive weekend days off are not practicable, the Employer will attempt to schedule employees for 1 weekend day off, i.e., Friday and Saturday, or Sunday and Monday.


c.  A split workweek or tour will not be used to prevent payment of overtime.

d.  Changes to established shifts and hours of work will be kept to a minimum and will be made only when dictated by the mission requirements or resource requirements.


e.  The basic workweek will normally consist of AWS (5-8’s, 5-4-9, or 4-10’s), as currently exist.  This does not preclude the Union and management from negotiating different AWS schedules.

2.  Management agrees to establish permanent shifts/tours where sufficient volunteers with necessary skills are available. In cases when too many volunteer, the most senior skilled, qualified and available will be used.

3.  In cases where there is an insufficient number of volunteers a roster will be established in inverse leave service computation order for rotation. 

4.  Shift/tour rotations shall be accomplished in 2 payperiod increments, unless otherwise negotiated.

5.  Shift/tour rotation rosters shall be prepared and maintained by the Employer and made available to affected employees and/or the Union upon request.  The roster shall be kept and filed for one year.

6.  Employees who have previously volunteered for a permanent shift/tour may come off that shift/tour at the next shift change provided they notify the immediate supervisor 10 calendar days prior to the end of the shift.  The employee will be placed on the shift/tour rotation roster in their position on the roster by SCD.  The Employer will seek volunteers to staff the particular shift/tour slot vacated by the employee coming off the shift/tour.

7.  Exceptions to shifts/tours for personal reasons may be made on a case-by-case basis.  However, the circumstances giving rise for such exceptions must be bona fide circumstances and employees will be required to provide proof to the Employer that such circumstances are bona fide.  Exceptions will be reviewed periodically, but no less than once a year.

8.  Any changes to established shifts/tours shall require notification to the Union under Article 33 of the Master Labor Agreement and require bargaining with the Union, except under the following situations whereas it is agreed that notice to the Union and affected employees must be made as soon as feasibly possible.


a.  When examinations are required for a competitive appointment or conversion to career conditional as required by the Office of Personnel Management.


b.  When tests are required by the Employer for a personnel action the employee will be given a minimum of 2 calendar days advance notice.


c.  When physical examination or medical aid or emergency treatment is provided on base while an employee is in official duty status.


d.  When medical examinations are authorized by the Employer to determine fitness for federal service or as part of the Employer’s health program.  Employees will be assigned to the day shift at least 1 day prior to the day the examination is scheduled and return to the previously scheduled shift the workday following completion of the examination.


e.  Acceptance of a TDY assignment wherein the hours of duty at the TDY site are other than those worked by the employee at the home station.


f.  When required to attend grievance or appeal hearings, court martial or administrative hearings: (1) as the aggrieved, (2) as the aggrieved’s designated representative, (3) to furnish testimony, or (4) as part of the employee’s assigned duties to serve as the grievance or appeal hearing representative of the Employer.


g.  Separating employees must be assigned to the day shift to accomplish required base clearance procedures.


h.  When required, for Employer authorized variations in workweek, to facilitate an employee’s educational opportunity or to attend Employer required orientation or training.


i.  Periods of real world contingencies, emergencies, alerts, or exercises.


j.  Acceptance of a reassignment, promotion, change to lower grade or other directed personnel action.


k.  For volunteering employees whose workweek can be changed to cover emergency annual leave or illness of other employees.


l.  Union representatives may be allowed a shift adjustment when required to represent employees in accordance with the Master Labor Agreement.  This adjustment will be arranged on a case-by-case basis between the representative, supervisor, or appropriate management official not to exceed 3 hours.  Management will attempt to schedule meetings for this representational purpose to coincide with this arrangement.  Final approval for the adjustment will be at the discretion of the supervisor, based upon mission requirements.  The representative will request this adjustment as far in advance as possible to management.


m.  When necessary, employees may be allowed shift adjustments to meet with management officials under the criteria outlined in paragraph l, above.

OVERTIME

1.  Employees will not be directed to work overtime as long as the work requirements can be met by other qualified employees with the necessary skills in the area that are willing to work the overtime on a voluntary basis.

2.  First consideration for overtime shall be given to those employees at the lowest organizational level in the Branch, Section or Unit in which the requirement for overtime exists.   Equal consideration will be given to qualified employees considering the following factors: skills, job qualifications, performance, and dependability.

3.  If management determines that overtime is necessary, they will first seek volunteers among qualified employees as outlined in paragraph 2 above.  If there are too many volunteers, the most senior employees using leave service computation date (SCD) will be offered the overtime.  The volunteers who work overtime shall not be allowed to work additional overtime until all qualified volunteers have be given an opportunity to work overtime.  If the required number of qualified and available volunteers cannot be obtained, management may assign mandatory overtime.  For mandatory overtime, selection will be from among those qualified employees, with the least seniority based on SCD.   Those employees that are forced to work overtime on a non-volunteer basis will not be required to work additional mandatory overtime until all other employees, qualified to perform the required overtime, have been required to also work the mandatory overtime.  Management shall maintain a roster for the purpose of tracking the assignment of overtime work and access will be made available to the employees upon request.   If an employee is required to work overtime, but can demonstrate exigent personal circumstances or reasons due to health or safety concerns not to perform the overtime, management may release the employee from the requirement and the employee’s name shall remain at the top of the roster for future mandatory overtime.

4.  Supervisors shall not assign overtime to employees as a reward or punishment.  Overtime rosters will be prepared from available employees, at work, at the time the rosters are established.  An employee on approved leave or compensatory time will not be prohibited from working overtime on future requirements, nor will his/her standing on future overtime rosters be affected. 

5.  Employees who are called back to work at a time outside their regularly scheduled work hours, shall receive at least 2 hours of overtime pay as a result of the call back.

6.  Emergency/unscheduled overtime will be offered/directed to those employees at work in accordance with para 3, above.  Continuation of work overtime may be required by management in limited cases where interruption of the work phase would have an adverse effect on work flow.

7.  For ORE, ORI, and mobility, see current MOA.

HOLIDAY WORK

1.  Employees shall be entitled to all holidays prescribed by federal law.

2.  It is mutually agreed that work on holidays, or observed holidays, shall be held to an absolute minimum subject to the mission requirements and usual essential maintenance, security, and fire protection requirements of the base.  It is mutually recognized that fire fighters, guards, hospital workers, general facilities maintenance workers, and all others, whose regularly scheduled tours of duty include holiday or observed holidays during such regularly scheduled tours of duty, are required to work on such holidays to accomplish the usual essential work of the base.

3.  Whenever holiday work is required, each supervisor, after considering specific skill requirements to accomplish the holiday work load requirements, may solicit volunteer employees who have the needed skills to perform the work.  The appropriate Union steward will be notified of the required holiday work and will encourage voluntary participation.  Volunteers will be solicited from employees having the required skills within the activity having the responsibility for the work.  If volunteers cannot be obtained, and the employees are generally equal in terms of qualifications, performance, and dependability, the least senior employee (leave service comp date, SCD) will be assigned the holiday work.  The non-volunteering employees, who are required to work the holiday, will not be required to work another holiday until all other employees, qualified and available to perform the holiday work, have been required to work on a holiday.  The employer shall maintain a roster for this purpose, which will be made available to employees and/or the Union upon request.  If an employee is required to work a holiday, but demonstrated exigent personal circumstances, the supervisor may release the employee from the requirement and the employee’s name shall remain at the top of the roster for the next holiday.  If there are too many volunteers, the most senior employees (by SCD) shall be given first opportunity to work the holiday.  The volunteers permitted to work the holiday shall not work another holiday when there are too many volunteers, until all qualified and available volunteers are permitted to work a holiday, if desired.

4.  In those mission essential areas where holiday work is required, a rotational system will be established in January of each year, with desired holidays off to be selected by the most senior person (by SCD) having selection for a holiday off one-time, then said selection would go to the next person listed by SCD in a descending order.

ARTICLE 44 (S)

ALTERNATE WORK SCHEDULES

1.  The use of alternate work schedules can improve productivity and morale in the work force and reduce the need for employees to consume leave.

2.  Existing alternate work schedules shall be continued until changed in accordance with the law and applicable negotiated agreements.

3.  Flexible work schedules may be established on the base or in such base components as the parties may negotiate.  Flexible work schedules shall designate the hours and days employees must be present for work and the hours during which employees can choose the time of their arrival and departure so long as mission requirements are met.

4.  Compressed work schedules may be established on the base or in such base components as the parties may negotiate.  Compressed work schedules shall provide for either a 5-4-9 schedule or a 4-10 schedule.

5.  A determination by Management to exempt a position from an alternate work schedule pursuant to a request under 5 USC 6127 is grievable by the employee and, if elevated to arbitration, shall be processed under the procedures for expedited arbitration.

6.  Prior to Management proposing any changes in alternate work schedules, Management shall provide the Union with all documents and findings to prove “adverse impact.”

ARTICLE 45 (S)

PERSONNEL SECURITY

1.  The procedures set forth in DOD Regulation 5200.2-R and AFI 31-501, Personnel Security Program, will be completed prior to taking separation action against an employee on the basis of revocation of security clearance/access.

2.  Prior to initiating action to terminate employment, the employee may be considered for reassignment to another position or voluntary change to lower grade.  If the employee is considered, the following criteria must be met:

a.  A vacant position is available commensurate with the employee’s personal qualifications and reduced security clearance.

b.  The employee’s performance rating at the time of suspension of clearance/access is fully successful or better.

c.  Where more than one similarly situated employee qualifies for the vacant position, the employee with the earliest service computation date shall be placed.

3.  Individuals whose employment is terminated because of revocation of security clearance/access are not prohibited from seeking reemployment commensurate with personal qualifications and security clearance/access required.

4.  The Employer will provide appropriate training to security manager personnel who are required to review employees’ background investigation forms (employee personnel security questionnaire).  The Union will designate 1 representative to observe this training.  The Union will be notified in writing at least 10 working days in advance of the scheduled training.

5.  The Employer will provide adequate training or instruction so that unit employees can understand the intent of the various questions on all background investigation forms.  This training/instruction will clearly indicate if the requested information is for the previous 7 or 10 years, or the entire life of the employee, for each question.

6.  At no time during the review of the said forms by the security manager will the material be in an unsecured location where unauthorized employees may have access to the data.

7.  Employees with disabilities may be entitled to the protections of the Rehabilitation Act and other provisions of this agreement, as applicable.

8.  The Employer may allow employees who have had a “secret” level security clearance revoked to work in controlled areas where that employee does not have access to classified information.  Supervisor or other assigned/volunteer personnel will escort said employees on a daily basis as needed.

ARTICLE 46 (S)

DRESS CODE

The current negotiated MOA regarding dress codes is hereby included.

The negotiating teams of both parties agree to the contents and provisions of this Local Supplement to the Master Labor Agreement.

FOR THE EMPLOYER
FOR THE UNION
DON HOLMAN

TROY TINGEY

Labor Relations Officer

President, AFGE Local 1592

WAYNE EVERLEY

TRENTON DAVID

Lead Management Analyst
Executive Vice President 

Administration & Personnel Division
AFGE Local 1592

JAY PARKIN

KEVIN FORNELIUS

Ch, Hydraulics Flight Control Section
Educational Vice President

Commodities Division

AFGE Local 1592

RICHARD RASMUSSEN
BRENT WEYLAND

Ch, Mission Support Section
Master Chief Steward

Aircraft Maintenance Division 
AFGE Local 1592

BRAD SNEDDON

Deputy Ch, Generator Branch

Electronics Division

WAYNE ST JEOR

Ch, Resources Management Branch

Aircraft Division

This Supplement to the Master Labor Agreement between the Air Force Materiel Command (AFMC) and the American Federation of Government Employees (AFGE) AFL-CIO, Council 214 is hereby signed 

on 19 September 2003 at Hill Air Force Base, Utah.


FOR THE EMPLOYER  
FOR THE UNION
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KE J. SULLIVAN ' TROY TINGEY

Mafor General, USAF AFGE Local 1592
Commander : President




Ratified by AFGE Local 1592 on 26 June 2003.

Approved by HQ AFMC/DPCL on 1 August 2003.

Approved by Council 214 on 6 August 2003.
1

                                    61

