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PREAMBLE

This Agreement is made and entered into by and between the Defense Logistics Agency (DLA), hereinafter
referred to as the “Employer,” and the American Federation of Government Employees (AFGE), AFL-CIO,
and its agent, AFGE Council 169 of DLA Locals, hereinafter collectively referred to as the “Union,” or
“Council 169”.

The parties agree that the provisions of this Agreement apply to all professional and non-professional
consolidated units of DLA employees in the bargaining unit.

The Employer and Council 169 share the conviction that the public interest can best be served by a
constructive labor-management relations (LMR) program, which provides for optimum participation of
employees through their Union. This can be best achieved through a cooperative relationship where the
Employer and the Union share timely information regarding issues and interests, to the extent practicable. Both
parties are committed to the development of a program which achieves these objectives.



ARTICLE 1
PARTIES TO THE AGREEMENT AND BARGAINING UNITS COVERED

SECTION 1.

The consolidated bargaining unit and its sole and exclusive representative are defined in FLRA Certificate
WA-RP-01-0051 dated March 14, 2002 and any subsequent amendments thereto.

SECTION 2.

As the delegated bargaining agent of AFGE for the consolidated unit, Council 169 has the full authority to
meet and confer with the Employer for the purpose of entering into negotiated agreements covering the
members of the consolidated unit on all subjects, matters and issues covered by said agreements; and to
administer this collective bargaining agreement and all future bargaining agreements covering the consolidated
unit. Council 169 accepts the obligation to represent all members of the consolidated units on a fair and
impartial basis.

SECTION 3.

No other organization, association, or Union, or any officer or representative thereof, shall be recognized, in
any capacity or for any purpose, as the bargaining agent of the consolidated unit. When either party designates
an agent to act on its behalf in filing charges, complaints, petitions, or any other documents which have the
purpose or the result of involving an outside agency or third party in any labor management relations matter
involving the Employer and Council 169 or a local labor organization, each party will notify the other of the
name and authority delegated to such agent.

SECTION 4.

A. Council 169 and the Employer agree that in the event that the AFGE or any local affiliated with
AFGE seeks recognition in the future as the exclusive bargaining agent of any group of DLA
appropriated fund or Defense Working Capital Fund employees which are not presently a part of one
of the consolidated unit, it will be the joint position of Council 169 and the Employer to the Federal
Labor Relations Authority that the employees should become a part of the professional or
nonprofessional employees consolidated unit, as appropriate.

B. Employees who are newly organized into the consolidated unit are subject to the terms and conditions
of this MLA.

SECTION 5.

The Union shall be given the opportunity to be present at formal discussions between the Employer and one or
more bargaining unit employees concerning grievances, personnel policies and practices, and other matters
affecting general conditions of employment of the employees in the bargaining unit. If the Employer uses an
alternative medium, such as a video, video teleconference, etc., to conduct formal discussions with bargaining
unit employees concerning grievances, personnel policies and practices, and other matters affecting general
conditions of employment of the employees in the bargaining unit, the Union shall be given the opportunity to
be present. Notice of formal discussions will be provided at least one workday in advance, when practicable,
and will include at a minimum the general subject of the discussion.



ARTICLE 2
GOVERNING LAWS AND REGULATIONS

SECTION 1.

In the administration of this agreement, the parties and employees are bound by all applicable laws. The
parties and employees are also bound by all applicable rules and regulations of appropriate authorities,
including all government-wide regulations in effect at the time that this Agreement is executed.

SECTION 2.

The Employer shall effectively enforce all provisions of the Civil Service Reform Act of 1978 that it has a
statutory duty to enforce; but it will not enforce any government-wide rule or regulation enacted after the
effective date of this Master Agreement that conflicts with the provisions of this Agreement. Existing and
future DLA personnel rules, regulations, and policies, properly implemented, shall apply to the parties and unit
employees once the Employer’s labor relations obligations, if any, are satisfied. In the event that personnel
policies, regulations or rules of the Employer conflict with this Agreement, the terms of this Agreement will be
controlling.

SECTION 3.

Prior to implementing changes to conditions of employment affecting bargaining unit employees, the parties
recognize the right of the Union to bargain with the Employer on all matters that are mandatory subjects of
bargaining. However, the Employer must operate within the limits delegated to the Director of DLA by the
Secretary of Defense and comply with and implement non-discretionary directives issued by the Office of
Secretary of Defense. This Section is not to be construed as a waiver of any bargaining rights guaranteed the
Union under 5 U.S.C. Chapter 71.

SECTION 4.

Nothing in this Agreement shall impinge upon, negate, reduce or detract from the rights and privileges that are
vested in the Employer by virtue of the provisions of 5 U.S.C. 7106, “Management Rights.” Unless expressly
stated in written form, any permissive subject of bargaining within the Union’s discretion may be bargained
only at the level of recognition.

SECTION 5.

Any prior benefits, practices and/or memoranda of understanding which were in effect on the effective date of
this Agreement at any level (national, council, and/or local), shall remain in effect unless the language conflicts
with the new Master Labor Agreement or in accordance with 5 U.S.C. Chapter 71. Local Agreements must
have been approved by the parties at the national level in accordance with Article 38 of this agreement.



ARTICLE 3
UNION REPRESENTATIVES AND OFFICIAL TIME

SECTION 1. COUNCIL OFFICERS

A. The Employer agrees to recognize Council 169’s Executive Board, as specified in the Council's

Constitution. The official time and travel/per diem provisions of this MLA are limited to a maximum
of nine Executive Board members.

Council 169 will keep the Employer informed of the names and addresses of the Council Executive
Board.

The Employer agrees to provide reasonable amounts of official time to Council 169 Executive Board
members who are DLA employees to perform their duties as national officers. Such time will be
limited to the purposes authorized in this agreement and will be requested and approved prior to its
use.

SECTION 2. COUNCIL 169 LOCALS

1.

The Council 169 Local President will advise the Employer, in writing, of all elected officers and
appointed or designated representatives and stewards.

The Employer will recognize those locally elected officers and appointed or designated
representatives and stewards of the Council 169 Local whose name(s) are on the list provided by the
Council 169 Local President in accordance with paragraph A of this Section.

SECTION 3. OFFICIAL TIME

A. General

1. "Official time" means time granted by the Employer to a bargaining unit employee whose
name has been provided in accordance with Section 1 or 2 of this Article as being an elected,
designated, or appointed officer or representative of the Council 169 Executive Board or
Council 169 Local to perform representational functions defined in paragraph 2 below, when
the employee would otherwise be in a duty status. Such time granted is without charge to
leave or loss of pay, and is considered hours of work. Except as otherwise restricted in this
Agreement representational functions performed while on official time include travel and per
diem.

2. "Representational functions™ means the following authorized activities:

a. Negotiations over the impact and/or implementation of changes in conditions of
employment of bargaining unit employees which occur during the term of this
Agreement.

b. Participation in formal discussions.

c. Investigation, preparation, filing and processing grievances in accordance with the
Negotiated Grievance Procedure.

d. Preparation for and attendance at management-initiated meetings, not otherwise
described in this Agreement, when invited.

e. Participation on committees or panels as authorized by this Agreement.

f.  Preparation for and participation in proceedings before the Federal Labor Relations
Authority (FLRA) in accordance with FLRA's rules and regulations, and other third
party hearings.

g. Assisting an employee, when designated as their representative, in preparing a
response to a proposed disciplinary or adverse action.

Use of Official Time. The Employer and Council 169 share the mutual responsibility of ensuring that
official time is used only for purposes authorized in this agreement. The Employer and Council 169
support the prudent use of official time and will authorize only the amount necessary to complete the
authorized representational function.



1. Council Officers. The Council 169 President will be on 100 percent official time. Up to nine
members of the Council 169 Executive Board who are DLA employees will be authorized
reasonable official time to perform representational functions. Council Officers will
normally request release for each incidence of official time, using Appendix A. In the event
that the Council 169 Executive Board member is also a local Union official, the limits on
official time established below will apply. It is expected that Executive Board members can
maintain effective contact with Employer Headquarters officials and Council 169 officials
through the official facilities provided by this Agreement. It is incumbent upon Executive
Board members to make every effort to resolve matters concerning the implementation and
application of this Agreement without incurring travel expenses. The Employer shall pay per
diem and travel for official labor management functions in instances aside from those
described above where no other alternative exists but for a Council 169 Executive Board
member to be authorized travel to another DLA location. Such travel will be authorized and
approved by the HQ DLA Human Resources Office.

2. Local Representatives. Official Time FTE’s will be allocated based upon the actual or
projected bargaining unit members at the locations listed below at the time this agreement is
made. The number of FTE’s will be reviewed and adjusted annually on the anniversary date
of this MLA based on represented population, unless a significant change in population
necessitates a mid-year review. The number of official time FTEs is determined based upon
the following schedule:

Location Official Time FTEs
DLA Disposition Services Field 1
National Capital Region (including all DLA Installation Support 2
sites)

Battle Creek, Michigan 2
Philadelphia 4
Richmond 4
Columbus 3.5
DLA Distribution HQ/DDSP (both DDSP sites) 4
DDJC 4
DLA Sites:

Oklahoma City* 2

Ogden* 1

Warner Robins* 2
DLA Locations not listed above

250-500 1

501-1000 2

1001 or more 4
Council President Designation** 5

* Based upon SS&D projections of 265 for Warner Robins, 188 for Ogden and 207 for Oklahoma City.
Revised numbers become effective when Supply, Storage and Distribution functions transfer to DLA.

**The Council 169 President will advise the Employer on a semi-annual basis of the location to which
he/she will assign use of this .5 FTE. It may be allocated as one .5 FTE or two .25 FTE.

The Union may choose to use the FTESs as 100% official time, 50% official time, or combinations thereof.
The parties intent is that most representational work will be accomplished by representatives on block
grants of official time. Accounting for all block grants of time will be accomplished using Appendix B.

Other local officials/stewards will normally request release for each incidence of official time, using
Appendix A. Requests for official time using Appendix A may not be used in a manner that replicates the



effect of a block grant of official time. Use of Appendix A is not required for very brief uses of official
time (5 minutes or less) such as responding to an individual e-mail message or answering a phone call.
Such use of official time without Appendix A is limited to 15 minutes per day. The supervisor will assess
workload and the reasonableness of the official time request. If the official time is disapproved due to
workload reasons, the supervisor will indicate when approval can be granted.

The amounts in the table above may be increased by 50% for each local that elects to forego Appendix A
official time. Such elections must be made in writing and submitted to the Employer within 60 days of the
effective date of this agreement. The election is for one year and may be changed within 30 days prior to
the anniversary date of this MLA. In the event a local elects to exercise this option, limited amounts of
official time under Appendix A may be authorized for extenuating circumstances. Such use of Appendix
A official time may not exceed 200 hours per local per year.

SECTION 4. REPRESENTATION

The word "representative” as used in this Agreement means one representative. However, the Employer agrees
that in those situations when meetings require the attendance of an employee and his/her representative, the
Employer will normally and reasonably limit attendance to not more than two (2) supervisory/managerial
employees. When more than two supervisory/managerial personnel are required, the number of Council
representatives may be increased by one (i.e., three management representatives equals an employee plus two
Council representatives), up to a maximum of three Council representatives in any one situation. In the event
that advisory staff are needed to deal with a matter of mutual concern (i.e., labor relations, safety, health, etc.)
both parties may mutually agree not to count these advisors as representatives.
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ARTICLE 4
RIGHTS AND RESPONSIBILITIES

SECTION 1. UNION RIGHTS

In addition to those stated in this Agreement, are as stated in Title 5 U.S.C. Chapter 71.
SECTION 2. MANAGEMENT RIGHTS

In addition to those stated in this Agreement, are as stated in Title 5 U.S.C. Chapter 71.
SECTION 3. EMPLOYEE RIGHTS

Employees will be treated in accordance with Title 5 U.S.C, Section 2301, Merit Principles. Each employee
has the right freely and without fear of penalty or reprisal to form, join, or assist the Union or to refrain from
any such activity. The right to assist the Union extends to participation in the management of the Union and to
acting for the Union in the capacity of a Union representative, including presentation of its views to officials of
the Employer, the Executive Branch, the Congress, or other appropriate authority. The Employer and the
Union agree to assure that employees are apprised of their rights under this Section and that no interference,
restraint, coercion or discrimination is practiced to encourage or discourage membership in the Union and its
Locals.

SECTION 4. EMPLOYEE RIGHT TO PARTICIPATE

Employees have the right to engage in collective bargaining with respect to conditions of employment through
representatives of Council 169.

SECTION 5. EMPLOYEE CONCERNS

Employees have the right and shall be encouraged to bring matters of personal concern regarding conditions of
employment to the attention of the Union, and to the appropriate Employer or Union representative at the
lowest level capable of resolving the matter through the procedures provided in this Agreement.

SECTION 6. INVESTIGATIVE INTERVIEWS

A. A representative of the Union shall be given an opportunity to be present at any examination of an
employee in connection with an investigation if: (1) the employee reasonably believes that the
examination may result in a disciplinary action against him or herself; and (2) the employee requests
such representation. The employee may request representation before the meeting, or there may be
situations where an employee begins a meeting without requesting representation, but then decides to
request it. In either event, if representation is requested, the meeting will not be delayed beyond one
business day (Monday through Friday) without mutual agreement of the parties.

B. Where it is within the control of the Employer, employees shall not suffer public embarrassment by
the serving of warrants, subpoenas or similar legal documents in public.

C. When an employee is being physically removed from the workplace, the employer will make every
reasonable attempt to protect the employee from unnecessary public embarrassment while ensuring
the safety and security of the workplace.

D. Anemployee who is interviewed as the subject of a formal investigation conducted by the Employer
will, upon request, be advised if the investigation is ongoing or closed to the extent such disclosure
does not violate DoD or other regulations or policies and does not compromise an ongoing
investigation.

SECTION 7. RIGHT TO UNION REPRESENTATION
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Employees and supervisors will be advised in writing at least twice yearly of employees’ right to:

A. Representation at any formal discussion between one or more representatives of the Employer and
one or more employees in the unit or their representatives concerning any grievance or any personnel
policy or practices or any other general conditions of employment.

E. Representation in any examination of the employee by a representative of the Employer in connection
with an investigation, if the employee reasonably believes that the examination may result in
disciplinary action against the employee and the employee requests representation. The employee
may request representation before the meeting, or there may be situations where an employee begins a
meeting without requesting representation, but then decides to request it. If representation is
requested, the meeting will not be delayed beyond one business day (Monday through Friday) without
mutual agreement of the parties.

SECTION 8.

If an employee has a problem or situation which the employee desires to discuss with a Union representative
during working hours, the employee will advise his or her supervisor and request release prior to leaving the
worksite. Supervisors will grant reasonable requests for temporary absence for this purpose at such times and
for such a period of time as the employee can be excused without unduly impeding the work of the Employer.
If not immediately approved, the supervisor will inform the employee of the earliest time that the employee
can leave.

SECTION 9.

Employees are entitled to their pay at the proper time and in the proper amount. The Employer will make
reasonable efforts to assure that employees receive their proper pay at the proper time.

SECTION 10.

A. The Employer will advise new employees of their right to join or assist the Union freely and without
fear of penalty or reprisal or to refrain from any such activity; and will inform new employees of the
names and phone numbers of appropriate Union representatives.

B. The Employer will notify employees in writing of the general requirements for payment of Health
Benefits premiums during their non-pay status and the effects of cancellation of coverage.

SECTION 11.

The private life of an employee is his or her own affair except as it affects the efficiency of the service.

12



ARTICLES
PROPOSALS FOR CHANGE DURING THE TERM OF THE AGREEMENT

SECTION 1. BARGAINING AT THE COUNCIL LEVEL ON MATTERS NOT INCLUDED IN THIS

AGREEMENT

A. This Section addresses changes ordered by DLA headquarters, with the exception of changes that
affect only the headquarters. Section 2 addresses all other changes.

B. Negotiations regarding changes in conditions of employment initiated by the Council Executive
Board will be limited to five proposed changes per year and to subjects not already covered by this
MLA or by Memoranda of Agreement negotiated after this MLA is implemented. The Employer will
respond to the Council proposal within 10 workdays.

C. The Employer will not implement or enforce discretionary changes in conditions of employment that
are mandatory subjects of bargaining until bargaining has been completed, including a decision by the
Federal Service Impasses Panel or Federal Labor Relations Authority, as appropriate.

D. The Employer agrees to transmit to the President of Council 169, or his/her designated agent, notice

em

H.

of any change in any HQ DLA directive or policy issuance relating to personnel practices, or matters
affecting conditions of employment of bargaining unit employees which impact on them, which it
proposes to make during the term of this Agreement, on matters not specifically covered in this
Agreement.

Upon receipt of such a proposed change, the President of the Council or his/her designated agent may,
within 10 work days, demand to bargain concerning the proposed changes.

The Union will submit its proposals within 20 work days of receipt of the proposed change.

Within 5 work days of receiving the Council's proposals, the parties will confer as necessary to
achieve an agreement. It is intended that this will be accomplished primarily through telephone and/or
written communication. If at the end of 5 work days any proposals remain unresolved, the parties will
meet for "face-to-face" negotiations.

1. Unless mutually agreed, the parties will each have no more than nine members involved in
such negotiations.

2. Negotiations shall commence on an agreeable date and be conducted at agreeable hours.
Absent such agreement, negotiations shall commence on the 20th work day following the
date the Employer received the Council’s proposals. The parties will negotiate at DLA
Headquarters or other no-cost space provided by the Employer, unless mutually agreed
otherwise.

3. Unless they agree otherwise, the parties will negotiate as long or as frequently as necessary,
normally 8 hours a day plus a one hour lunch period, Monday through Friday, until
agreement or impasse is reached (exclusive of Federal holidays). In the event negotiations
last more than two weeks, a one week break will follow each two weeks of negotiations.
Holiday, Saturday or Sunday travel will not be required for the Council negotiators.

4.  When mutually agreed, the parties may use or extend the Quarterly Labor-Management
Meetings to conduct such bargaining.

If a DoD regulation mandates any change in any matters affecting conditions of employment on
issues not specifically covered by this Agreement, the procedures set forth in paragraphs A through G
shall apply.

SECTION 2. LOCAL BARGAINING ON MATTERS NOT INCLUDED IN THE AGREEMENT

A

C.

This Section applies to those changes proposed by either party that are not covered by Section 1.
Negotiations regarding such changes are normally conducted with the level where the change is
occurring, including, but not limited to SOP’s, MOA’s, MOU’s that have been approved by the
parties at the HQ/Council level as appropriate for negotiation at the local level.

Negotiations regarding changes in conditions of employment initiated by the Council Locals will be
limited to five proposed changes per year per Local and to subjects not already covered by this MLA
or Local Agreements or Memoranda of Agreement negotiated after this MLA is implemented.

The procedures for this Section must be negotiated in Local Agreements (See Article 38).
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D.

Following the procedures contained in Local Agreements, the Employer agrees to transmit notice of
any change in any directive or policy issuance relating to local personnel practices, or matters
affecting conditions of employment of bargaining unit employees which impact on them, to the
affected Council 169 Local President(s) or his/her designated agent(s).

SECTION 3. BARGAINING ON MATTERS INCLUDED IN THE AGREEMENT

A

If a future law mandates a change to this Agreement, the Employer will promptly notify the Council
President or his/her designee in writing of the proposed specific change. The Council shall, if it
desires to negotiate any negotiable aspects of the mandatory subjects of bargaining affected by the
change, notify the Employer in writing within 10 work days of receipt of the notification from the
Employer. Upon request from the President of the Council to negotiate, the parties shall initiate
negotiations using the procedures in Section 1 above. Neither the Employer nor the Council will be
permitted to propose changes unrelated to the mandate of the law. However, for purposes of carrying
out the intent of this Section, the Employer and the Council mutually recognize and agree that their
respective proposals be modified during the course of the negotiations to permit realistic good-faith
bargaining of all aspects of the negotiable subject matter, including aspects not anticipated when the
written proposals were exchanged. The parties recognize that this Section may necessitate additional
bargaining in Local Agreements.

The Employer will not implement or enforce any discretionary aspect of such changes that are
mandatory subjects of bargaining until bargaining has been completed (including a decision by the
Federal Service Impasses Panel or Federal Labor Relations Authority, as appropriate).

SECTION 4. GENERAL

A

With regard to "face-to-face" negotiations under this Article, the Employer will provide official time
(for the time the DLA employee would have otherwise been in a duty status) and pay travel and per
diem for no more than nine DLA Council representatives.

This Article does not preclude the Employer from implementing changes necessary to effectively
carry out the mission of the Agency during emergencies. In such circumstances, the Union may
request post-implementation bargaining when the change affected conditions of employment. This
Article is not to be construed as a waiver of any bargaining rights guaranteed the Union under 5
U.S.C. Chapter 71.

SECTION 5. IMPASSES

In the event of an impasse, either party may request the services of the Federal Mediation and Conciliation
Service. If after this there are issues still unresolved, either party may petition the Federal Service Impasses
Panel to settle the issue using the FSIP’s procedures.

14



ARTICLE 6
USE OF OFFICIAL FACILITIES AND SERVICES

SECTION 1. USE BY UNION

A

Council 169 shall be provided adequate private office space at the DLA Headquarters, with access to
DSN and commercial phone service and a computer with Internet access, when officers of the Council
are meeting in the Headquarters Complex. The Council 169 President shall be provided private office
space at his or her duty station with access to DSN and commercial phone service, lockable file
cabinets, and personal computer with Internet access if s/he so requests.

Up to nine members of the Council 169 Executive Board will be provided work space (with access to
DSN and commercial phone service, lockable file cabinets, Internet access and personal computer) at
their DLA location to carry out their representational duties. The preference of the parties is that such
space be private, when private office space is available. Requests for such space will be submitted to
DLA Headquarters (J-1) for coordination.

It is understood that the DSN phone system, or in the absence of DSN, FTS, if available, is
primarily to support military command and control requirements. Therefore, in keeping with the
system'’s policies, use of DSN/FTS by Council officials shall be discriminate and for legitimate labor-
management purposes.

Each local shall be provided private office space, access to DSN, or in the absence of DSN, FTS, if
available, and commercial phone service, lockable file cabinet(s), computer(s) with Internet access,
furniture, facilities or services as required in accordance with a Local Agreements.

For Employer directed moves of union offices, the employer is responsible for accomplishing the
move in the same manner as moves of other Agency offices, subject to Local Agreements.

Union representatives shall be granted access to all CFR, FLRA, OPM, MSPB, GAO documents, and
other public regulations and decisions as may be maintained by the Employer in HR offices and law
libraries. This provision does not include subscriptions to online reference services. Upon request,
the Employer will provide copies of specific case decisions, regulations or statutes as applicable.

The parties have a mutual interest in leveraging emerging technology to increase communication
while reducing costs. The Employer will equip Union Offices with such technology as budget and
equipment availability permit. The Union will maximize the use of technology, as appropriate, to
reduce costs while increasing communication.

Access to DLA facilities, systems and equipment is subject to DLA, DoD and government-wide
internal security rules, regulations and policies.

SECTION 2. USE BY EMPLOYEES

A

At DLA facilities where child care services are available, the Employer agrees that such facilities will
be governed by applicable Department of Defense regulations and the Military Child Care Act to
ensure that a safe and healthful environment is provided. The Employer agrees to meet, confer and
attempt to resolve specific issues related to child care services with local Union officials.

The Employer may authorize use of a variety of facilities that may relate to conditions of
employment. The number and types of such facilities varies greatly depending on location and
whether the installation is under DLA control. Due to the significant variations, use of such facilities
is appropriately negotiated in Local Agreements.
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ARTICLE 7
RESEARCH PROGRAMS AND DEMONSTRATION PROJECTS

SECTION 1.

For the purposes of this Agreement, “research program” means a planned study of the manner in which public
management policies and systems are operating, the effect of those policies and systems, the possibilities for
change, and comparisons among policies and systems; and “demonstration project” means a project conducted
by the Office of Personnel Management (OPM), or under its supervision, to determine whether a specified
change in personnel management policies or procedures would result in improved Federal personnel
management.

SECTION 2.

In the event that the Agency is requested to participate in an OPM sponsored research or demonstration project
under Chapter 47 of Title 5, United States Code, the Agency will:

A. Not approve any project involving bargaining unit employees if:

1. The project will violate this Agreement unless the Union has agreed to permit its inclusion,
pursuant to 5 U.S.C. § 4703f(1) or

2. Until there has been consultation or negotiation, as appropriate, with the Union if the project is
not covered by this Agreement, pursuant 5 U.S.C. 8 4703f(2).

B. Abide by 5 U.S.C. § 4703(e) if the OPM or the Agency determines the project creates a substantial
hardship on or is not in the best interest of the public, the Federal Government or employees.
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ARTICLE 8
EQUAL EMPLOYMENT OPPORTUNITY

SECTION 1. POLICY

The Employer and Council 169 agree that discrimination in employment because of race, color, religion, sex,
national origin, age, or disability as these terms are defined by appropriate law and regulation is prohibited.
Sexual harassment is also a form of discrimination and the Employer and Council 169 agree that all personnel
will work toward its prevention.

SECTION 2. EQUAL EMPLOYMENT OPPORTUNITY PROGRAM

The DLA Equal Employment Opportunity/Affirmative Employment Program (EEO/AEP) shall be designed to
promote equal employment opportunity in accordance with applicable law and government-wide regulation.
Local activities are authorized and encouraged to establish Alternative Dispute Resolution (ADR) programs
and these programs are not precluded by this article.

SECTION 3. INFORMATION DATA AND REPORTS

A. Each activity will provide employees reasonable access to regulations in the activity's possession,
which describe the discrimination complaints process.

B. Each activity will provide employees reasonable access to their approved activity Affirmative
Employment Plan, if any.

C. Each activity will allow the local Union an opportunity to comment on the activity's proposed
Affirmative Employment Plan before the Plan is submitted to DLA Headquarters. Any comments
submitted by the local Union will be considered in developing the Plan, and a copy of the approved
Affirmative Employment Plan will be provide to the local Union.

D. The Employer agrees to provide the Council with a copy of the DLA Affirmative Employment
Program Plans, if any, and Reports of Accomplishments submitted to DLA Headquarters, if any.

SECTION 4. COMPLAINTS

A. Any employee who seeks advice, wishes to file, or has filed an EEO complaint shall be free from
coercion, interference, dissuasion, or reprisal due to the complaint.

B. Complaints must be initiated within 45 days of the date of the incident or of the date when the
employee became aware of the incident. Employees seeking assistance will be advised concerning
the procedures involved in processing an EEO complaint.

C. Anemployee is entitled to designate a personal representative, which may include the Union. An
employee's representative who has been designated in writing in an EEO complaint will have the
same access to information as the complainant.

D. Pursuant to the Statute, an aggrieved employee who alleges discrimination may at his or her option
raise the matter under a statutory procedure or the negotiated grievance procedure, but not both. The
employee shall be deemed to have exercised his or her option, when, on or after the effective date of
the appealable action, the employee timely pursues a formal written EEO complaint or initiates a
notice of MSPB appeal under the statutory procedures or pursues a written grievance in accordance
with the negotiated grievance procedure, whichever event occurs first.

E. Selection of the negotiated grievance procedure in no manner prejudices the right of the aggrieved
employee to request, as appropriate, the MSPB or EEOC to review the final decision in the case of
any personnel action that could have been appealed to the MSPB or the EEOC. For the purpose of
seeking review by the MSPB or EEOC, the decision of the activity head in the negotiated grievance
procedure will be considered the final decision, in the absence of the timely invocation of arbitration.
Nothing in this agreement shall constitute a waiver of any further appeal or review rights permissible
under the Statute.

F. Persons who allege discrimination or who participate in the investigation and/or presentation of such
complaints will be free from restraint, interference, coercion, discrimination, or reprisal.
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G. Settlement agreements may affect conditions of employment for bargaining unit employees other than
a complainant. In such cases, the language of a proposed settlement agreement that affects conditions
of employment of bargaining unit employees will be provided to the Local President or designee prior
to effecting an agreement. Such changes may be subject to bargaining in accordance with the
provisions of Article 5.

SECTION 5. EEO COMMITTEES

A. The local Union may have a member on the EEO Advisory Committee, Federal Women's Program
Committee, and the Hispanic Employment Program Committee if such committees exist, or are
established at an activity. That member must be one that is approved by the activity Commander
from a list submitted by the local Union. If no person on such list is acceptable to the activity
Commander, the parties shall meet and confer in order to select a person. The local Union's
representative shall be on official time while performing authorized committee functions if an
employee, and if otherwise in a duty status. The Union's representative will be a full participant in his
or her respective committee.

B. Employees assigned to participate on Special Emphasis Committees will be allowed to do so on duty
time, subject to mission requirements as determined by the supervisor.

C. Employees participating in or attending Special Emphasis Programs sponsored by the DLA site will
be allowed to do so on duty time, if in a duty status, subject to mission requirements as determined by
the supervisor.

SECTION 6. EEO COUNSELORS

A. EEO counselors, properly trained in accordance with appropriate regulations, will be made available
and accessible to employees on duty time if otherwise in a duty status. The agency will provide
information on the role of the EEO Counselor and their functions during the EEO counseling process.

B. The Employer will post information in conspicuous places on how to obtain EEO counseling along
with appropriate telephone numbers.

SECTION 7. REASONABLE ACCOMODATION

A. A reasonable accommodation is a modification or adjustment to a job or work environment or to the
manner or circumstances in which a job is customarily performed that enables a qualified individual
with a disability to perform the essential functions of their job or to enjoy equal benefits and
privileges of employment as are enjoyed by employees without disabilities.

B. Itis DLA’s policy to accommodate any qualified employee with a disability as defined by the
Americans with Disabilities Act Amendments Act of 2008 and the Rehabilitation Act of 1973, as
amended. The requested accommodation must not cause the employee requesting the
accommodation, or others, a direct threat of harm and must not cause the Agency any undue hardship
which is defined as an action requiring significant difficulty or expense, when considered in light of
a). the nature and cost of the accommaodation; b). The overall financial resources of the facility or
Agency; and c). The mission and operations of the Agency.

C. Employees who wish to request an accommodation must follow the procedures set forth in the “DLA
Procedures for Requesting Reasonable accommodation for Individuals with Disabilities.” The
procedures can be found at: http://www.dla.mil/do/ReasonableAccommodations.asp.

SECTION 8: TEMPORARY MEDICAL SITUATIONS

For temporary medical situations that do not fall under the American with Disabilities Act, employees
desiring accommodations may address the situation with his/her supervisor to address the situation. The
employer will attempt to accommaodate the employee’s needs, subject to mission requirements. Whenever
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possible, requests will be approved at the lowest possible level. Supervisors will consider temporary
solutions including telework and provisions under Article 29, Section 2E. If necessary, resolution may
include engaging the interactive process under the DLA Procedures for “Requesting Reasonable
Accommodation for Individuals with Disabilities.”
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ARTICLE9
TELEWORK

SECTION 1.

Telework is a voluntary program which may be authorized when an employee’s officially assigned duties can
be performed at an alternate location and the criteria specified in this Article can be met. The purpose of this
Article is to ensure that eligible employees may participate in Teleworking to the maximum extent possible.
The parties recognize that both regular and recurring and ad hoc (intermittent) Telework arrangements benefit
employees and the Employer by, among other things:

A. potentially improving the productivity of employees;
B. assisting in the recruitment and retention of high quality employees;
C. improving employee morale;
D. allowing employees to establish a better balance between their work and personal lives;
E. reducing commuting costs and commuting stress;
F. improving job access and reasonable accommodations for disabled employees;
G. reducing costs for office space and related costs for utilities, parking, etc.;
H. accommodating employees needs for convalescence from short-term injuries or illnesses;
I. accommodating work needs when the regular workspace is unavailable (e.g., during office
renovation); and
J. promoting the Defense Logistics Agency as an Employer of choice.
SECTION 2.

The parties recognize that some positions are not generally eligible for Telework. These positions involve
tasks that are not suitable to be performed away from the traditional worksite, including tasks that:

A. require the employee to have daily face—to-face contact with the supervisor, colleagues, clients, or the
general public in order to perform his or her job effectively, which cannot otherwise be achieved via
email, telephone, fax or similar electronic means;

B. require daily access to classified information; or

C. are part of trainee or entry-level positions.

SECTION 3.

DLA and the Council recognize that employees who Telework must be available to work at the traditional
worksite on Telework days on an occasional basis if necessitated by work requirements. Conversely, requests
by employees to change scheduled Telework days in a particular week or biweekly pay period should be
accommodated by the supervisor wherever practicable, consistent with mission requirements.

SECTION 4. TYPES OF TELEWORK:
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A. Regular and recurring Telework arrangements are approved work schedules allowing eligible
employees to work at an approved alternative worksite at least one day per week (including from
home). Organizations may not impose blanket or arbitrary restrictions on the number of days of
telework. The number of days of Telework is based upon workload requirements, ability to maintain
effective communications in the workplace, implement new work processes, and accomplish the
mission of the Agency. When an employee submits a Telework request, he/she will meet with the
supervisor to discuss these specifics. This discussion will assist the supervisor in recommending the
number of days per week Telework should be authorized. Approving officials have the sole discretion
to determine the number of days per week (from one to five) a Teleworker is approved to work.
Approving officials will advise Teleworkers of the number of days per week they are authorized to
Telework. If the number of approved days per week is less than that requested by the employee, the
employer will advise the employee of the business/mission reason. Mere generic statements such as
“mission requirements” are not sufficient reasons.

B.  Ad hoc (intermittent) Telework means occasional, one time, or irregular Telework by an employee at
an approved alternative worksite typically for a day, or a block of days, to work on projects or
assignments that may be effectively performed away from the traditional worksite. Ad hoc
(intermittent) Telework provides an ideal arrangement for employees who, at infrequent times, have to
work on projects or assignments that require intense concentration. Work assignments in this situation
may include a specific project or report, such as drafting a local directive, preparing a brief or
arguments, preparing an organization’s budget submission, reviewing various types of proposals, or
preparing research papers. Such situations may occur through the year or be a one-time event.

SECTION 5. TELEWORK AGREEMENTS

A. Prior to commencement of regular and recurring Telework arrangements, the supervisor and the
employee must request approval to Telework using the form at Appendix C. Written approval or
disapproval normally will occur, within 10 (ten) workdays of submission by the employee, but no
later than 15 workdays. If disapproved, the employee will be provided with a written explanation of
the reason. If approved, the employee must complete and sign a Telework Agreement (copy at
Appendix D) that outlines the terms and conditions of the arrangements. The purpose of the
Telework Agreement is to prescribe the approved alternative worksite, Telework scheduling, and to
address personnel and security issues. If the agreement is for work from home, the employee must
designate one area of the home as the official workstation, and must sign a self-certification safety
checklist (copy at Appendix E) that proclaims the home safe. Appendix F must be completed by the
supervisor and employee to ensure proper understanding of the Telework Program.

B. Individual participants may terminate their personal Telework agreement by giving advance written
notice.

C. Telework agreements will normally be approved on an annual basis and will be extended unless the
employee or the employee’s position no longer meets the eligibility requirements to Telework. The
Employer may modify or terminate a Telework arrangement if that arrangement is having a
demonstrated undue adverse impact on work operations or performance. When practicable, the
supervisor or manager will provide written notice prior to the cancellation of participation in order to
provide adequate time for conversion back to the official duty station. New Telework agreements are
not required simply because a new supervisor or approving official is assigned to an organization.

SECTION 6. REQUIREMENTS
Employees who wish to Telework must meet the following requirements:

A. Be performing at the Fully Successful level.



B. Not have a disciplinary action in their record during the prior 18 month period (12 months for
reprimands) from the date they requested to Telework.

C. Not be under a letter of leave restriction.
D. Complete a Telework training course approved by DLA J-1.

The Telework approving official may waive some or all of the requirements above. Situations leading to a
waiver may include requests for short term Telework because of a documented temporary medical condition or
due to serious illness of a family member.

SECTION 7. GRIEVANCES

A. If an employee disputes the reason given by a supervisor for not approving him or her for Telework or
for terminating his or her Telework Agreement, the employee may submit a grievance using the
negotiated grievance procedure.

B. If the Union believes that the Employer is not complying with the negotiated policies or applicable
laws, rules, or regulations concerning Teleworking, the matter may be grieved under the negotiated
grievance procedure.

SECTION 8. INFORMATION

The parties agree to discuss emerging issues related to Telework when either party requests it. Such updates
will include information concerning the number of positions designated as eligible by job title, series and
grade, the number of employees requesting Telework and the number actually approved for Telework by Local
activity and other information viewed as mutually relevant by the parties.

SECTION 9. FLEXIPLACE

Flexiplace is a term traditionally applied to Telework when used for reasonable accommodation of an
employee’s disability. An employee requesting Telework as a reasonable accommodation will use Appendix
C and provide the necessary documentation to support the request. Nothing in the Article diminishes the

obligation of the Employer to provide reasonable accommodations. Should the Employer determine the
requested accommodation is reasonable; the Employer will waive the requirements of Section 6.

APPENDIX C
DLA Form 1864, July 2004

APPENDIX D
DLA Form 1865, July 2004

APPENDIX E
DLA Form 1867, Feb 2003

APPENDIX F
DLA Form 1866, July 2004
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ARTICLE 10
CAREER DEVELOPMENT AND TRAINING

SECTION 1. GENERAL

A. The Employer will provide training, education and development opportunities in accordance with 5
CFR, Part 410. The DLA Council and the Employer shall encourage employees to take advantage of
training and educational opportunities. Such training will add to skills and qualifications needed to
increase their efficiency in the performance of their duties, meet future Agency requirements, and
qualify for advancement.

B. Where non-job related courses are available only during duty hours at an area institution, the
Employer will give appropriate consideration to an employee’s request for a special tour of duty to
permit the employee to take the course.

C. To the extent practicable, training directed by the Employer will be scheduled within employees’
work hours. When it is not possible to do so, the employee’s shift may be adjusted to encompass the
hours of the training. Overtime pay for training is generally prohibited for FLSA Exempt positions,
except as specifically addressed in exceptions described in 5 CFR 410. Overtime pay for training or
attending lectures, meetings or conferences for employees covered by FLSA is described in 5 CFR
551.423, which provides for payment of overtime only when the training is directed (rather than
permitted) by the Employer and the purpose of the training is to improve the employee’s performance
of the duties and responsibilities of his/her current position.

D. The Employer agrees to provide appropriate job related training to employees without regard to
disability, race, religion, sex, age, national origin, or Union affiliation or non-affiliation.

SECTION 2. INDIVIDUAL DEVELOPMENT

An Individual Development Plan (IDP) will be reviewed and updated annually and discussed in conjunction
with performance evaluation discussions. The Employer will assist the supervisor and the employee in the
development of the IDP, upon request, and will provide access to appropriate sources of formal training (e.g.
web sites, catalogs). Upon an employee’s assignment to a new or different position, the Employer will inform
him or her of the purpose of an IDP, and develop an IDP that outlines the skills or knowledge required for
performance in the position and recognizes the employee’s developmental interests. Additionally, the
Employer shall make every reasonable effort to provide training and developmental activities identified on
each employee's approved IDP when such training is related to the employee's official job duties.

SECTION 3. EXPENSES
A. The Employer will pay approved job related training and/or formal education expenses. Employees
who are interested in pursuing courses of training or higher education at their own expense are
encouraged to do so. Employees may document such training in resumes/job applications and will be
given appropriate credit for such.

B. Where employees have been directed to attend training during duty hours, they will be carried in a
pay status, without charge to leave, while attending classes.
SECTION 4. VOLUNTARY PARTICIPATIONS/SELECTIONS
Employees may choose to submit or not submit applications for positions that are considered to be
developmental or involve a career-ladder promotion. However, once selected into a career development

program, developmental training assignments will be considered assignments of work.

SECTION 5. ANNUAL SURVEYS
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The Employer will conduct an annual review of training requirements. Employees and the Union will
participate in annual assessment and gap analysis to ensure that organizational, occupational and individual
needs are addressed in corporate training solutions.

SECTION 6. TRAINING PROGRAMS
Employer's training programs may include but are not limited to the following:

Classroom Training

On-the-job Training

Technology-based Training, e.g. computer-based, satellite, e-learning

Coaching and mentoring

Cross-training and rotational assignments

Upward Mobility Programs (including OPM-approved waivers of qualification requirements)
Internship and other career ladder positions

Retirement planning (the parties encourage employees to participate in retirement planning training
early in their careers to facilitate proper retirement planning).

IOGMMOO®m>

SECTION 7. EMPLOYEE ORIENTATION.

A. The Union has the right to be present at New Employee Orientation briefings attended by unit
employees, as they constitute formal discussions. Normally the Locals will be provided at least ten
workdays advance notice of the orientation sessions, so that a representative can be sent to conduct a
presentation.

B. At the New Employee Orientation, the Union may provide a brief (30 minutes or less) presentation
regarding labor-management relations and the functions of Federal Unions.

C. The Employer will provide Council 169 Locals with a quarterly listing of all newly hired bargaining
unit employees. This listing will include the organization, name, title, series and grade of employees
gained during the previous quarter.

SECTION 8. ADVANCE NOTICE
Normally, employees will be given at least two weeks advance notice of training courses that require TDY.

When scheduling training that will require TDY, the Employer will, upon request, take into consideration
personal hardship or other job related training courses a candidate is enrolled in that would conflict.

SECTION 9. COUNCIL REQUESTS FOR INFORMATION

Upon request, the Employer will provide the Union with appropriate information needed to fulfill its
representational responsibilities.
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ARTICLE 11
INCENTIVE AWARDS

SECTION 1.

The Incentive Awards Program will be administered on a fair and equitable basis in accordance with DLA
regulations. The parties recognize that the Employer operates under a structure as a single enterprise and
promotes the concept of "One Team-One Focus". To that extent, the parties further recognize the importance
of teamwork in reaching organizational and Agency goals for achievement. The Employer agrees to give due
consideration to using Group and Team Awards to foster teamwork and promote overall organizational
achievement in recognition of the efforts of groups, organizations, and teams which have enhanced
organizational excellence. The Employer has the discretion to use a wide variety of awards to recognize its
employees for performance in support of DLA’s mission and functions. Nothing in this agreement will
preclude the Employer’s use of other types of awards (i.e., individual awards).

SECTION 2.

Incentive Awards Committees may be used to advise approving officials regarding awards programs and
proposed awards. Council 169 Locals are entitled to a voting representative on any such committee (current or
established in the future) that reviews awards for bargaining unit employees. Where such committees do not
exist, they may be established with the mutual agreement of the parties. Where such committees are currently
established and the Local has more than one member, such arrangement will continue. Disestablishment of
such Committees may be done only with the mutual agreement of the parties.

SECTION 3.

Awards will be approved or disapproved within a reasonable period of time. Awards will be presented to
recipients in a timely manner. Any employee or group of employees considered deserving of an award by the
Employer will be nominated in a timely manner. Union representatives who use official time will not be
excluded from group awards. Awards for such employees may not be based upon the performance of
representational functions.

SECTION 4.

The Employer agrees to provide the Council 169 Locals a semi-annual report showing names, titles, series,
grades of bargaining unit employees, the type of award received and dollar amount (if applicable) at each
Local Activity. The Employer agrees to provide the Council 169 Locals a semi-annual report showing the type
of award received and dollar amount (if applicable) for non-bargaining unit employees at each Local Activity.
Further details regarding awards for non-bargaining unit employees will be provided upon showing of a
particularized need for such information.
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ARTICLE 12
POSITION CLASSIFICATION

SECTION 1. GENERAL

A

Each position covered by this agreement must be current and accurately described, in writing, and
classified as to the proper occupational title, series, grade, and pay system in accordance with OPM
and Agency regulations.

The description must clearly and concisely state the major duties responsibilities and supervisory
relationships of the position. Position descriptions do not control work assignment. Supervisors may
direct and assign specific tasks that are not reflected in the job/position description. Should such tasks
become major duties or grade controlling, the description should be modified to reflect these tasks so
that the description will be kept current and accurate.

Position descriptions containing "and other duties as assigned" or similar phrases will not be used as a
basis for assigning duties to an employee on a recurring basis which are unrelated to his/her principal
duties.

Employees will be furnished a copy of the description of the position to which assigned at the time of
assignment and when the position is officially revised to reflect significant changes.

As an appropriate arrangement for employees adversely affected by the assignment of lower graded
duties, the Employer will make every reasonable effort to assign work consistent with the employee's
grade level in his or her current position of record.

SECTION 2. APPLICATION OF CLASSIFICATION STANDARDS

Activities will apply newly issued OPM classification and job grading standards within a reasonable time in
accordance with applicable regulations. The local Union will be notified reasonably in advance when any
changes in position classification or job grading standards will impact on unit employees at the activity. When
an encumbered position is reclassified downward, the employee will receive grade/pay retention and priority
consideration entitlements in accordance with applicable regulations and this MLA.

SECTION 3. ACCURACY OF POSITION DESCRIPTIONS

An accurate position description is necessary to review the classification of a position. Questions regarding the
accuracy of position descriptions are resolved using the negotiated grievance procedure. During the grievance
procedure, the employee may request and receive an audit of his/her position description. Time limits for the
grievance will be extended by the amount of time taken to complete the audit.

SECTION 4. CLASSIFICATION REVIEW AND APPEALS OF POSITION PAY PLANS, TITLES,
SERIES AND GRADES

A.

B.

Upon request, the Classification Specialist shall explain all factors used in evaluating a position to an
employee or Union representative. Upon request, the Employer shall provide copies of evaluation
statements to the Union, should such statements exist.

When an employee notifies the activity that he/she wishes to file an appeal regarding job title, series,
or grade, he/she shall be furnished, upon request, information on appeal rights and procedures in
applicable regulations. Contingent upon Union acceptance, an employee may elect to be represented
by the local Union when appealing and when discussing appeal rights and procedures with the Human
Resources Office.

Employees who file a classification or job grading appeal with the Department of Defense will be
provided a copy of all documentation entered into the case file by the servicing Human Resources
Office. An employee who files a classification appeal with OPM will be furnished, upon request, a
copy of that information which OPM requires as part of an appeal and which is not readily available
to the employee.

SECTION 5. EFFECTIVE DATE
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The effective date of a personnel action directed by an appeal decision shall be as prescribed in applicable
regulations unless otherwise specified by OPM.

SECTION 6. COPIES OF POSITION DESCRIPTIONS

A. Employees may obtain a copy of their position description through the web based position description
library on the DLA web site. Upon request employees will be provided a copy of their position
description within five business days.

B. Copies of unit position descriptions will be provided to the Union upon request. When a position is
reclassified and it results in a change in series or grade, the local Union will be notified.

SECTION 7. ENVIRONMENTAL DIFFERENTIAL AND HAZARDOUS DUTY PAY

A. Environmental Differential (Federal Wage System). When it is not possible to minimize or
practically eliminate hazardous working conditions through the use of personal protective equipment
or changes to work practices, environmental differentials will be paid to Federal Wage System (WG)
employees in accordance with applicable regulations.

B. Hazardous Duty Pay (General Schedule). Pay to GS employees for irregular or intermittent duty
involving unusual hardship or hazard that is not adequately alleviated by protective or mechanical
means will be paid in accordance with applicable regulations.

C. Grade Determination. It is recognized that a determination must be made regarding whether the
physical hardship or hazardous duties were used to determine the grade of the position. Upon request,
the activity shall inform the employee and the Union whether or not such duties were taken into
account in establishing the grade, including whether, absent those duties, the grade would have been
lower.

D. Nothing in this article prohibits the establishment of Joint EDP committees on an ad hoc basis should
a need arise.
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ARTICLE 13
MERIT PROMOTION

SECTION 1. PURPOSE AND SCOPE

This Article is applicable to all promotions to Agency positions within the bargaining units represented by
Council 169. Merit Promotion policy for DLA resides at the Headquarters level and is not delegated to the
Field Activity level.

SECTION 2. PRINCIPLES

A
B.

C.
D

The Defense Logistics Agency is an equal opportunity Employer.

The Employer and the Council 169 share an interest in a fair and open merit promotion process that
provides employees with the opportunity to advance in their careers based on merit.

Employee trust in the Program is an important factor in employee morale.

Because of the importance of the Merit Promotion Program to the Employer, Council 169 and DLA
employees, the parties agree to work together to maintain the integrity of the Program and improve
the level of trust in the Program.

The Employer requires a highly competent, fully integrated workforce in order to accomplish its
mission.

The Employer may select or not select from among a group of referred promotion candidates, or
candidates from other sources such as reinstatement, transfer, reassignment, excepted appointment, or
those within reach on an appropriate OPM or delegated examining unit certificate.

The Employer agrees to provide instructions to Council 169 to assist them in setting up a USA Jobs
account to automatically receive DLA DE job announcements.

SECTION 3. POLICY

A

C.

D.

Merit Promotion procedures apply to actions implementing the competitive placement (for over 120
days) of employees (including reinstatement and transfer eligibles) to positions at grade levels higher
than those of their previous positions. They also apply to placement into positions that offer
promotion to grades that are higher than the specific full performance level of any position previously
held on a permanent basis. Merit promotion procedures do not apply to non-competitive candidates
(i.e., reassignment eligibles, change to lower grade, and repromotion candidates or to applicants under
delegated examining procedures).

Higher level duties and responsibilities will not be assighed to employees on a continuing basis when

such assignment is not in accordance with the provisions and intent of this Article since such

assignments create the impression of favoritism and pre-selection and impair employee confidence in
the integrity of the promotion Program.

Violations of the promotion program can have serious impact on personnel management that goes

beyond the particular cases involved. Proper promotion actions are essential to assure that the

Employer is being staffed by the best persons available and employees are receiving fair

consideration. Thus, the Employer agrees to take appropriate and timely measures to correct

deficiencies discovered.

Expedited Grievance Procedure for Merit Promotion:

1. The Employer and Council 169 share an interest in fair consideration of applicants for promotion.
This expedited grievance procedure provides a means for rapid review of employee or Union
grievances regarding qualifications or rating decisions.  This procedure may be used by an
employee or by the Union prior to the announcement of a selection.

2. Inthe event a grievance is filed using this procedure, the Employer will stay the selection process
for five workdays, or until the grievance decision is rendered, whichever occurs first. If multiple
grievances are filed, the Employer will suspend the selection process for five workdays from
receipt of the first grievance.

3. Matters excluded

a. Grievances not involving merit promotion [see the negotiated grievance Article].
b. Merit promotion grievances filed subsequent to official announcement of selection[s].

28



4. Procedure: The Union/employee[s] may request specific information regarding the
qualifications/rating determination to determine whether a grievance exists. The Employer
agrees to provide such information in an expeditious manner in order to avoid any delay in
processing a grievance. The written grievance must be initiated within 5 workdays after receipt
of the requested information by the Union/employees. The Customer Account Manager (CAM)
will meet telephonically or in person with the Union/employee to discuss the complaint within 3
work days from receipt of the complaint. The CAM will provide a written decision within 2
workdays of the meeting. Rationale for grievance decisions will be provided commensurate with
the issues framed in the grievance.

5. A grievance not resolved by this procedure may be advanced to the second step of the negotiated
grievance procedure for Merit Promotion (Section 16).

SECTION 4. DEFINITIONS

A

B.

Area of Consideration - The organizational and/or geographical area within which qualified
candidates will be eligible for consideration for competitive promotion or position change.

Best Qualified Candidates — Candidates are considered as being highly proficient in the requirements
of the job as defined by the Agency and can perform effectively in the position with a minimum
amount of training and/or orientation.

Concurrent Consideration - The simultaneous consideration of Agency and non- Agency candidates
for competitive promotion.

Minimum Area of Consideration - The narrowest area of consideration from which the search for
qualified candidates may be made.

Promotion Certificate - The certificate containing the names of the best qualified candidates eligible
to be considered by the selecting official for competitive promotion.

Selecting Official - The individual delegated authority by the Employer to make the decision
regarding the selection for placement into a position.

Subject Matter Expert (SME) - A person who has knowledge and experience that has provided a
familiarity with the duties, qualifications requirements, and responsibilities of the position.
Underrepresented Position - A position in any occupation or grade level in which the organization
under the supervision of the selecting official has not reached the applicable established DLA EEO
and/or Affirmative Employment Program goal(s).

SECTION 5. PROMOTIONS EXCEPTED FROM COMPETITION

The following types of actions may be taken without regard to the competitive procedures established by this

Atrticle:

A

B.

eomm

A promotion resulting from the upgrading of an employee's position due to the issuance of a new
classification standard or the correction of an initial classification error.

A position change resulting from the application of reduction-in-force procedures when the action is
technically termed a promotion because pay fixing policy requires the employee to receive a higher
rate of pay than the employee received in the old job.

Career promotion of an employee without current competition when at an earlier stage the employee
was selected from a civil service certificate or under competitive promotion procedures for an
assignment intended to prepare the employee for the position being filled.

A career ladder promotion following noncompetitive conversion of a student career experience
program (DLA Pathways Intern Program) employee.

A position change from a position having known potential to a position having no higher potential.

A temporary promotion of 120 days or less.

Conversion from temporary to permanent promotion provided the temporary promotion was effected
under competitive procedures and the fact that it might lead to permanent promotion was made known
to all potential candidates.

Repromotion to a grade which is no higher than the highest grade previously held on a permanent
basis or to a position which offers a non-competitive promotion to a position that is no higher than the
specific full performance level of any position previously held on a permanent basis. This provision
does not apply to an employee previously demoted for cause.
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I.  Promotion after failure to receive proper consideration in a competitive promotion action.

J. Promotion directed by the Field Activity Head or higher authority to effect the corrective action on an
equal employment opportunity complaint, appeal, or grievance decision or to correct a violation of
regulation or law.

K. While accretion of duties promotions may be proper and necessary under certain circumstances, it is
very important to ensure, to the greatest extent possible, that they are used on a consistent basis. A
non-competitive promotion is authorized when the employee's position is reconstituted because of
either a planned management action or an unplanned accretion of additional duties and
responsibilities, provided:

1.

2.

W

The employee will continue to perform the new duties as well as those of the current
position.

The addition of new duties and responsibilities does not impact on the grade of any other
encumbered position.

The employee meets all requirements for promotion to the position.

The position to which the employee is promoted is not a career ladder position.

The duties and responsibilities that support the higher-level position will continue beyond
one (1) year.

Successive accretion of duties promotions are not ordinarily permitted. The Local will be
advised in writing of such promotions.

When an employee is promoted by accretion of duties, immediate reassignment to another
position is generally inappropriate, especially to another career field.

SECTION 6. RESPONSIBILITIES

A. DLA Human Resources Services will:

1.

Administer the Merit Promotion Program and assure adequate advice and assistance is
provided to supervisors and employees to enable them to discharge their responsibilities in
connection with the program.

Appraise candidates for competitive promotion opportunities as objectively as possible and
consistent with the facts as evidenced in actual performance.

Provide an easily accessible method for employees to obtain status of applications,
preferably using the Internet or Intranet.

Provide advice, upon request, to employees with respect to the filing of applications and the
regulatory aspects of the promotion program.

Provide the Union with access to the promotion referral list (minus applications) and
subsequent supplemental list[s] thereto at the same time the list is submitted to the
selecting/management official having the vacancy. If a decision is made to remove an
employee from a promotion certificate, the Union and employee[s] affected will be advised
and rationale provided prior to the change. Continued access is contingent upon the Union’s
adherence to confidentiality requirements.

Upon request from the Union/employee[s], the Employer will provide a breakout of the
employee’s rating information and competencies credited.

Provide the Local Union President or designee with the names of selectees for bargaining
unit positions once the release/reporting date is established.

B. The Employer will:

1.

2.
3.

Select candidates who they believe are the best qualified without regard to favoritism or
other non-merit factors.

Make selection decisions within a reasonable time after receipt of a promotion certificate.
Release employees selected under this program normally not later than the beginning of the
second pay period following final selection. The requirement to release employees also
applies to reassignment candidates who apply in response to Merit Promotion
announcements and are selected.
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4. Document reasons for non-selection of employees eligible for repromotion priority who have
been certified on a promotion certificate.

C. The Council 169 Local will bring matters of concern regarding the promotion program to the attention
of the DLA Human Resources Services Office as early as possible in an effort to reach informal
resolutions.

D. Employees will:

1. Assure that applications are completed properly, accurately and in the detail required to
permit a valid evaluation of their qualifications.

2. Cooperate in the resolution of questions concerning their qualifications and eligibility for a

specific job vacancy or job category by providing pertinent information as may be requested

or required.

Respond to the requirements of Job Opportunity Announcements (JOAS).

4. Employees who are absent from work are responsible for monitoring vacancies for which
they want to be considered

©

SECTION 7. AREA OF CONSIDERATION

A. The area of consideration for positions to be filled through competitive promotion procedures must be
broad enough to obtain a sufficient number of best qualified candidates, inclusive of underrepresented
groups, from which to select and to provide adequate promotion opportunities for employees. The
minimum area of consideration is employees of the activity in the commuting area, except for GS-14
and above which must be at least DLA-wide.

B. The Union will be consulted prior to expansion of the area of consideration.

C. Employees who are absent for an officially approved reason, e.g., on detail, on leave, at training
courses, in the military service, or serving in public international organizations or on
Intergovernmental Personnel Act assignments, if otherwise in the area of consideration, may not be
excluded from consideration based on their absence.

SECTION 8. PRIORITY CONSIDERATION

Priority consideration will be given to those qualified candidates who have entitlement to consideration under
other regulatory requirements. These include employees affected by reduction-in-force or transfer of function
in accordance with their eligibility and/or rights under the DOD Priority Placement Program, registrants in the
OPM Interagency Career Transition Assistance Program (ICTAP), employees receiving priority consideration
under EEO procedures, employees denied proper consideration because of an error or program violation,
employees transferred or detailed to international organizations, individuals in the military service who have
reemployment rights, DOD overseas returnees, and recovered disability annuitants and injury compensationers.

SECTION 9. JOB OPPORTUNITY ANNOUNCEMENTS

A. Positions to be filled through the competitive promotion process will be publicized by means of a job
opportunity announcement (JOA). JOAs will be printed or posted electronically via the Internet.
JOAs will be printed and posted on official bulletin boards for those employees who do not have
Internet access at their desks or available in common use areas.

B. Asa minimum, JOAs shall include the following information:

The JOA number.

The position title(s), occupational series, and grades(s).

Opening and closing dates.

A brief summary of the representative duties of the position(s).

Area of consideration.

Qualification requirements, including a description of any modification of established

qualification requirements.

ocouk~kwbdE
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C.

F.

7. Selective placement factors, if any.

Specific criteria upon which evaluation of applicants will be based.

9. A statement that the position(s) covered has (have) known promotion potential which can
result in subsequent career promotion(s), if applicable.

10. Any test(s) required.

11. Any unusual conditions of employment that it might be advisable to publicize, such as tour
of duty, temporary duty (TDY) travel, driver’s license, financial statement filing
requirement, security requirements, etc.

12. A statement whether applications will be accepted from VRA eligibles and 30 percent or
more disabled veterans. A statement concerning receipt of applications from Veteran’s
Employment Opportunities Act (VEOA) candidates will be placed on announcements when
DLA merit promotion announcements are open to applicants outside of DoD. VEOA
candidates determined to be among the best qualified will be referred.

13. The statement: “The Defense Logistics Agency is an equal opportunity Employer.”

14. Statement that basic eligibility requirements such as time in grade, minimum qualifications,
and other regulatory requirements must be met by the closing date (or the closing/cut-off
date of the register, if one is used).

15. Length of temporary promotion or detail (if appropriate).

16. How and where to apply, including any special forms required.

17. Statement concerning payment or nonpayment of PCS.

18. Statement as to whether the position is a drug testing designated position.

19. Statement as to whether the position is subject to mobility or rotation.

20. Bargaining unit status.

21. Position sensitivity (and information explaining security clearance process if applicable).

®

JOAs will be posted in appropriate places, such as electronic bulletin boards, electronic mail systems,
or official bulletin boards developed for that purpose during the time limits within which applications
will be accepted. Announcements issued for specific vacancies will remain open for a minimum of
seven business days, except for those where the automated system is not used. In such cases, the
minimum open period is ten business days.

An announcement issued for a specific vacancy or vacancies may also be used to fill any number of
additional vacancies within six months after the closing date of the announcement that arise in the
activity, provided the JOA contains a statement that the JOA will be used for the additional
timeframe.

JOAs for positions for which there is an anticipated frequent, repetitive or continuous need may either
be announced on an open continuous basis, or may be announced for a limited period and used to
establish a register of best qualified candidates to be referred as appropriate vacancies arise.

1. For JOAs announced on an open continuous basis, interested applicants within the area of
consideration may apply at any time prior to cancellation of the JOA. Each time a vacancy
occurs which will be filled from the JOA, all eligible candidates who have applied up to the
date that the Request for Personnel Action (RPA) is received for recruitment will be
considered. Applicants will be removed from such registers upon acceptance of an offer of
placement from a certificate of eligibles issued under the announcement.

2. For JOAs that will be open for a limited period and used to establish continuing promotion
registers, applicants may apply only during the limited period indicated. Eligible candidates
will be placed in rank order on a register that will be used to fill similar vacancies as they
occur for a specified period of time after the closing date of the JOA. Generally, a promotion
register may be used for a period of up to one year provided the JOA is reopened after six
months to allow for the submission of applications from other interested employees and the
updating of applications by employees who have previously applied. If the JOA is not
reopened, certificates may be issued for no more than six months after the closing date of the
announcement. Applicants will be removed from such registers upon acceptance of an offer
of placement from a certificate of eligibles issued under the announcement.

To be accepted, applications must be received by the closing date of the announcement. For JOAS not
using the automated system, applications must be postmarked by the closing date and received within
five calendar days of the closing date.
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G.

Amendments, cancellations, extensions or other changes to JOAs will be publicized by issuance of an
amended JOA.

SECTION 10. EVALUATION OF CANDIDATES FOR COMPETITIVE PROMOTIONS

A

B.

The Employer and Council 169 recognize their shared interest in a consistent and efficient Merit
Promotion system that provides for prompt filling of vacancies with high quality applicants.
The Employer will use an automated system for evaluation of candidates. In the event the
Department of Defense selects new software for Merit Promotion, the parties agree to reopen this
Avrticle to address the capabilities and limits of the new system. For each position (or group of
positions) that will be filled through competitive promotion procedures, the method of rating must be
documented. This job analysis will address:

1. The competencies and training identified through job analysis as necessary for successful job

performance and the relative weight assigned to each.
2. The measurement methods to be used.
3. Evaluation procedures to be followed and measuring information to be used, based solely on
job-related criteria.

Competencies to be used for evaluation purposes must be derived from the official position
description for the position being filled.
Candidates who have a current annual performance rating of Minimally Acceptable or Unacceptable
will not be certified for promotion consideration. They will be notified that they are ineligible for
further consideration.
Applicants for promotion will be evaluated based upon related competencies, education and awards.
The relative importance and weighting of competencies, education and awards will be determined by
the job analysis prior to issuance of the JOA.
Applicants will be evaluated using a 100 point scale.
Applicants will be advised, via their OPM account, of the status for which the automated system has
awarded credit. In the event the Employer overrides the automated system determination, the
employee will be notified of the change and the reason.
To assist employees in applying for positions using the automated system, the Employer will provide
employees with information regarding locations where free Internet access is available. Where
practicable, employees who do not have Internet access at their desk/workspace will be permitted to
use available Employer computers and/or kiosks to prepare and submit automated job applications
during non-duty hours.
The Employer and Council 169 agree that it is in the best interest of employees and the Employer to
maintain a degree of consistency in evaluation of applicants. To that end, the expectation is that the
Employer will not make frequent changes to crediting plans in the absence of significant changes to
positions.

SECTION 11. REFERRAL OF CANDIDATES FOR SELECTION

A. Alist of the best qualified promotion candidates will be referred to the selecting official for
consideration. The best qualified will be determined by Human Resources based on a natural
break in the scores of the promotion candidates. Those with scores as high or higher as the score
determined by the natural break will be referred to the hiring manager. If no natural break occurs,
the score of the tenth competitive promotion candidate will serve as the cut-off for referral:
candidates with scores as high or higher than the tenth competitive promotion candidate will be
referred as best qualified to the selecting official for consideration. One additional candidate will
be referred for each additional vacancy.

B. When a promotion certificate contains at least three best qualified promotion candidates, the
selecting supervisor may not reject the certificate as inadequate solely on the basis that it contains
an insufficient number of eligibles.

C. If the promotion certificate contains fewer than three best qualified promotion candidates, or if
declinations reduce the number to fewer than three, the selecting official may request that
recruitment efforts be renewed or he/she may proceed with the selection process. If recruitment is
renewed, previous applicants need not reapply to receive consideration.

D. In cases where the position was announced at more than one grade level, the selecting official
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will be provided a list for each grade level.
SECTION 12. CANDIDATE INTERVIEWS

A. The parties agree that interviews can be one of the tools used by selecting officials as a part of the
selection process. The parties recognize that interviews may be used as a means to validate
competencies as described in the candidates resume.

B. When a list contains twelve (12) or fewer best qualified promotion candidates referred to the
hiring manager, all candidates will be interviewed. When more than twelve (12) are referred,
management will interview at least twelve candidates but are encouraged to interview more. The
Selecting Official may choose not to interview candidates s/he has interviewed for the same
position in the preceding six months.

C. Interviews will be conducted in essentially the same manner in regard to questions asked and the
information being sought so that all candidates are given an equitable opportunity to present
themselves and their qualifications.

D. Whether or not to use Interview Panels will be negotiated in Local Agreements. Use of such
panels will be disclosed to the candidates at the time interviews are scheduled.

E. Employees will be released, after making appropriate arrangements with their supervisor, for the
time necessary for the interview to be conducted.

SECTION 13. SELECTION

Selecting officials may select any of the candidates referred on the promotion certificates, or any candidate
eligible for noncompetitive consideration, or from any other appropriate source. Upon request, candidates not
selected or interviewed will be provided feedback from the selecting official This feedback will be provided
verbally or in writing and should be focused on ways in which the employee may better position themselves
for future promotion opportunities.

SECTION 14. AVAILABILITY OF INFORMATION USING THE AUTOMATED SYSTEM
The Employer will make the following information available to employees via the Human Resources web site:

All currently open vacancy announcements.
This Article of the Master Labor Agreement.
Any subsequent agreements pertinent to the Merit Promotion Process.
Password protected personal information, available to individual employees, regarding their
application history. Available information includes, but is not limited to:
1. Jobs for which the employee has applied.
2. The employee’s numerical rating (if qualified).
3. The reason for disqualification (if not qualified or eligible to apply).
4. Any selection/non-selection information provided by the selecting official(s).

oSowy

SECTION 15. RECORDS

Promotion actions will be documented and records maintained in accordance with requirements established by
the OPM. The Council 169 Local representative shall have the right to review pertinent promotion records,
upon request, subject to the limitations of the Privacy Act.

SECTION 16. GRIEVANCE PROCEDURE FOR MERIT PROMOTION

A. Mere non-selection for promotion cannot serve as the basis for a grievance. However, other
procedural matters relating to merit promotion and under the cognizance of the DHRS Office (e.g.
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qualification determinations, rating for the position) may be addressed by using the following
procedure after selection(s) have been announced:

1. Step 1: A written grievance will be provided to the appropriate Customer Account Manager
(CAM) within 10 work days of becoming aware of the action being challenged citing the
nature of the concern and the requested relief. Within 5 work days of receipt of the
grievance, the employee, Union representative and CAM will meet (telephonically or in
person, if possible) to discuss the problem and attempt resolution. Within 10 work days of
the meeting, the CAM will provide a written decision to the employee and the Union of the
outcome of the meeting. Rationale for grievance decisions will be provided commensurate
with the issues framed in the grievance. Any grievance mistakenly submitted to the local
level in accordance with the negotiated grievance procedure article will be considered timely
and immediately forwarded to the appropriate CAM.

2. Step 2: If the answer provided at Step 1 is unacceptable, the employee may advance the
written grievance within 10 work days to the Director of the DLA Human Resources
Services Office. Within 5 work days of receipt of the grievance, the Director of the DLA
Human Resources Services Office or designee will meet (telephonically or in person) with
the employee and Union representative to discuss the allegation and requested relief. A final
written decision will be provided within 10 work days of the meeting. Rationale for
grievance decisions will be provided commensurate with the issues framed in the grievance.

3. Step 3: If the answer provided at Step 2 is unacceptable, the employee/Union may advance
the written grievance within 10 workdays to the Administrator, DLA Human Resources
Services, who will issue a written decision within 10 work days to the employee/Union. The
written decision will be the final Agency decision.

B. Failure on the part of the CAM to comply with the specified time limit specified in Step 1 will permit
the grievance to be advanced to Step 2. Failure on the part of the grievant to comply with the time
limits will serve as the basis for rejecting the grievance on the basis of timeliness.

C. |Ifthe Union is not satisfied with the final grievance decision, the Union may request the grievance be
advanced to Arbitration in accordance with Article 37 of the Master Labor Agreement.

D. A declaration that the issue is nongrievable or nonarbitrable will become the threshold issue to be
determined before the merit promotion grievance can be reviewed by an arbitrator
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ARTICLE 14
EMPLOYEE ASSISTANCE PROGRAM (EAP)

SECTION 1. GENERAL

A. The Employer agrees to implement an employee assistance program and to make employees and
supervisors aware of the program. The purpose of the EAP is to assist individuals dealing with
alcoholism, drug abuse, emotional disorders, family and marital crises, financial difficulties, physical
abuse, and other personal problems that may affect job performance.

B. All proposed letters of discipline will state, “If you believe your behavior was caused by or related to
an actual or perceived disabling condition, such as drug or alcohol dependency, or other personal
problems, you may contact an EAP advisor.”

C. Inthe case of an employee with an actual or perceived disability who enrolls in the EAP after
receiving a notice of proposed disciplinary or adverse action, the Employer may consider holding the
action in abeyance to allow participation in a rehabilitation program

SECTION 2. COUNCIL-EMPLOYER COOPERATION

A. Council 169 agrees to cooperate fully with the Employer in attempting to rehabilitate affected
employees who need assistance under the provisions of this program and improve work performance,
if applicable.

B. Council 169 and the Employer recognize that the program is designed to deal forthrightly with the
problem at an early stage when the situation is more likely to be correctable.

C. Employees requiring the services of the EAP will be permitted to attend a maximum of six sessions
for initial evaluation and referral. Such time, including reasonable transit time, will be in a duty status,
if the employee is otherwise in a duty status. Odd shift employees may request a shift change to
participate in the services of EAP.

SECTION 3. EMPLOYEE RESPONSIBILITY

When an employee's problem interferes with the efficient and proper performance of his/her duties, reduces
his/her dependability, or reflects discredit upon the Employer, supervisors will either advise or encourage
troubled employees to pursue help through the Employee Assistance Program before considering disciplinary
or other corrective action.

SECTION 4. USE OF SICK LEAVE UNDER THE PROGRAM
Employees undergoing a prescribed program of treatment will be granted accrued or advance sick leave on the
same basis as any other illness when absence from work is necessary. Employees may also request leave
without pay.
SECTION 5. PROGRAM TRAINING AND PUBLICITY

A. Union representatives may attend seminars, workshops, conferences or training sessions designed to

acquaint employees with the program and its operation.
B. The Employer will annually inform employees and the Union of the program and its services.
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ARTICLE 15
SAFETY AND HEALTH

SECTION 1. GENERAL

A

The Employer will, to the extent of its authority, provide and maintain safe and healthful working
conditions for all employees. Safe and healthful working conditions will be determined in accordance
with the definitions and standards contained in Section 19 of the Occupational Safety and Health Act
(OSHA), in Executive Order 12196, and in implementing regulations and directives.

Council 169 will support the Employer's efforts to acquaint every employee with his/her safety and
health responsibilities. Any bargaining unit member who is performing duties, which he/she believes
endangers his/her health or safety, will promptly notify the nearest available supervisor. If the
supervisor agrees with the employee and cannot solve the problem by providing immediate adequate
protection, the supervisor shall remove the employee from the situation and refer the problem through
appropriate channels for action.

An employee's bona fide refusal to work in unsafe or unhealthy areas, as described above in this
Section, will not result in reprisal by the Employer. A “bona fide refusal” is based upon the
employee’s reasonable belief that under the circumstances the task poses an imminent risk of death or
serious bodily harm coupled with a reasonable belief that there is insufficient time to seek effective
redress through normal hazard reporting and abatement procedures. (29 C.F.R. § 1960.46(a))

The Council 169 Local will be promptly notified of all work areas used by bargaining unit employees
that are determined to be unsafe or unhealthful. Copies of safety or health inspections of such spaces
will be provided to Council 169 Locals.

Council 169 Local representatives who are engaged in investigations of work related accidents,
reports of unsafe or unhealthful working conditions, safety and health inspections, or other safety and
health related complaints will be considered to be performing representational functions.

The parties share a commitment to the Occupational Safety and Health Administration VVoluntary
Protection Program (VPP) as a means of enhancing workplace safety. Time spent in VPP boards,
committees and formal activities is not considered to be official time for purposes of tracking such
time under the provisions of Article 3. Employees designated by the local union as their
representative for formally recognized VPP activities are considered as operating under the protected
activity provision.

SECTION 2. PROTECTIVE CLOTHING, EQUIPMENT AND TOOLS

The Employer will furnish personal protective equipment (PPE) without charge or cost to the employee when
it determines that such equipment is necessary for the work to be done safely. PPE and how it will be furnished
will be negotiated in Local Agreements. Employees will be allowed to retain such equipment if it is not
suitable for use by other employees when they no longer need it (i.e., eyeglasses, safety shoes, etc.).
Employees are expected to exercise due care and diligence in use of PPE.

SECTION 3. SAFETY INSPECTIONS

A

B.

The Employer will conduct annual safety inspections at every Agency installation. The Council 169
Local will be afforded an opportunity to participate in these inspections.

The Council 169 Local will be notified when a Federal health officer, Employer safety inspector or
private contractor visits the facility for the purpose of a safety inspection of spaces used by bargaining
unit employees. A representative of the Council 169 Local will be invited to participate in these
inspections. The Employer will provide the local with a timely copy of the inspection report.
Council 169 Locals may, at their expense, bring in their own appropriately certified experts to
conduct safety inspections and/or testing. Such experts will be certified by OSHA. Such inspections
and/or testing will be coordinated in advance through the local Safety Office and the Safety Office
will accompany the inspector. Coordination will include the credentials of the inspector and/or lab
and the testing/inspection protocols to be followed. The Safety Office will be provided with a timely
copy of the report. It is understood that security considerations may preclude the admission of
inspectors or testing personnel into restricted areas.
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SECTION 4. FIRST-AID KITS

At activities where local health services are not available, the Employer will furnish one industrial first-aid kit
for every 50 employees, and will ensure that at least one employee of the activity is qualified to administer first
aid. The parties at the local level may negotiate extensions of this policy as it relates to first aid kits. The
Employer will ensure that safety officials are involved in this negotiation.

SECTION 5. HEALTH SERVICES AND MEDICAL EVALUATION

A

D.

E.

The Employer will provide the necessary Occupational Health medical surveillance for employees
whose exposure in the performance of official duties requires medical surveillance. Ata minimum,
this will include all bargaining unit employees who are covered by a Medical Surveillance Program
(MSP). Such employees will be notified in writing of the reasons for inclusion in the MSP. Such
employees will be provided appropriate baseline, periodic and exit medical surveillance evaluations
as determined by the occupational Health physician.

The Employer will provide employees whose positions are not covered by an MSP a diagnostic
examination if they have been exposed to hazardous material or prolonged exposure to unhealthful
working conditions and such examination is determined by competent medical authority to be
necessary. In addition, employees have the option of seeking medical examinations from sources of
their own choice at no cost to the Employer.

The Employer maintains the right to require medical examinations in accordance with 5 C.F.R.
339.301 at no cost to the employee, for employees covered by an MSP. However, employees
maintain the right to submit additional medical documentation from sources of their choice at no cost
to the Employer.

Information regarding Environmental Differential Pay is contained in Article 12 Section 7 of this
MLA.

A review of the health services of each local organization will be conducted at least once a year.

SECTION 6. WORK IN UNSAFE AREAS

A

B.

If an employee alleges that an unsafe work condition exists, the employee will inform the supervisor
and may notify the Council 169 Local and Safety Office.

The provisions of DLA safety policies, E.O. 12196, and 29 C.F.R. § 1960 in effect at the time will be
followed so that employees who are involved in occupations with identified safety/health hazards are
made aware of the hazards, informed of safe work practices, and educated in the use of appropriate
personal equipment.

Appropriate abatement procedures in accordance with DLA safety policies, E.O. 12196, and 29
C.F.R. 8 1960 in effect at the time will be followed to correct a work area which has been determined
by a competent authority to be unsafe or unhealthful.

Bargaining unit employees may sometimes be assigned to work alone, or in confined or restricted
access spaces, where safety hazards exist. Employees required to work alone or in confined spaces
will be provided a means of communication, such as a cell phone or two-way radio for emergency
use. If the work is being performed in an area that is not conducive to the use of such devices, the
Employer will ensure that the supervisor or other personnel check on the employee often to verify
his/her safety. No employee shall be allowed to work in confined or enclosed spaces without either
mechanical or natural ventilation without having someone posted outside equipped with necessary
protective equipment to effect a safe rescue.

Employees shall report accidents immediately as required by existing regulations. (Note: If an
employee is injured, transportation for medical treatment will be provided in accordance with the
provisions of Article 19). The Employer will notify the Council 169 Local President or designee in a
timely manner after an accident is reported. The Council 169 Local will be permitted to dispatch a
representative to the scene of a reported accident, subject to the official time provisions of Article 3.
Such representatives will not interfere with the official investigation of accidents, but may investigate
on behalf of the employee and the Union. Upon request, the Council 169 Local will be provided a
copy of accident reports involving bargaining unit employees. On a quarterly basis, the Council 169
Local will be provided copies of statistical reports (summaries) maintained by the Employer.
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F. The Employer will promptly notify the Council 169 Local President or designee of any hazardous
working condition or situation involving imminent danger (i.e., bomb threat, violence in the
workplace, etc.) or when the force protection condition (FPCON) changes.

G. Employees are encouraged to detect and report unsafe work practices, unsafe conditions, and health
hazards to the immediate supervisor or Safety and Health Officer, and the Council 169 Local.

SECTION 7. HEALTH AND SAFETY COMMITTEES

Where the Employer establishes a Safety and Health Committee to ensure compliance with OSHA
requirements, the appropriate Council 169 Local will have a representative on that Committee.
Disestablishment of such Committees is subject to the mid-term bargaining provisions of Article 5. The Safety
and Health Committee shall have access to appropriate Agency information relevant to their duties, including
information on the nature and hazardousness of substances in the Employer’s workplace. The Safety and
Health Committee will monitor performance of the Employer’s Safety and Health programs.

SECTION 8. WELLNESS PROGRAMS

The Employer will publicize the availability of medical programs (such as Flu shots or blood pressure
screening) that may be offered to employees as part of a Wellness Program. Participation in such programs is
voluntary and may be done on official time if it is offered during the employee’s duty hours.

SECTION 9. FIRE SAFETY

The Employer will provide fire evacuation routes and post evacuation plans in all work areas. The Employer
agrees to supply and maintain on a regular basis an adequate number of fire extinguishers in all sections as
determined by the Fire Department.

SECTION 10. HEAT STRESS AND COLD WEATHER POLICY

The parties recognize that temperature conditions in and around work areas can have a direct bearing on
employees’ comfort, morale, health and safety. Temperature extremes may place stress upon employees,
therefore, factors such as temperature, humidity, heat index, wind chill, air flow may dictate procedures to
provide relief from such stress. Policies to establish procedures for employees whose duties subject them to
extreme heat or cold will be negotiated in Local Agreements.

SECTION 11. TRAINING

The Employer will provide appropriate job related safety and health training for employees including
specialized job safety training appropriate to the work performed by the employee. Employees who are
assigned to positions that are covered by a MSP or who are required to certify hazardous material will be
provided the necessary training (necessary training may include the identification and classification of
hazardous materials, proper packing and shipping methods, emergency procedures, etc.). In addition,
employees required to perform such duties will be provided a user ID or password to the Hazardous Materials
Information Resource System (HMIRS) and training on the use of this system.
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ARTICLE 16
PRODUCTIVITY

It is to the mutual advantage of the Employer and of Council 169 to work together to improve and increase the
productivity of DLA and the skills and capabilities of its employees.
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ARTICLE 17
MEMBERSHIP AND PARTICIPATION IN PROFESSIONAL ASSOCIATIONS

Consistent with ethics laws and regulations, employees are encouraged to join and participate in professional
organizations and their meetings. Expenses for such membership and/or participation in these meetings,
including travel and per diem, will be borne by the employee. At the discretion of the Employer, employees
may be authorized official time and/or travel expenses to participate in such meetings when workload permits
and participation in the meeting is in the interest of the Employer. When an employee is directed by the
Employer to join and participate in professional organizations and their meetings, expenses, including travel
and per diem, will be borne by the Employer.
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ARTICLE 18
PERFORMANCE EVALUATION

SECTION 1. GENERAL

A

Periodic observation and evaluation of performance, accompanied by discussions, should serve to
increase understanding between supervisors and subordinate employees regarding performance.

Management will prepare and use written performance plans to evaluate the work of subordinates.

Performance plans will be applied to an employee in a fair and objective manner. Upon request,
the Employer will provide the Union existing production records to substantiate that the
application of quantitative performance standard is based on a fair and objective review of actual
production. The requested data must be relevant and for the purpose of carrying out
representational duties.

Performance plans must be current and derived from the duties and responsibilities of the
position, and performance standards must be reasonably attainable.

Employees will be given the opportunity to participate in the initial development and substantial
revision of performance plans for their positions. Employees may suggest changes to their
performance plans during the rating cycle.

Management will keep employees informed periodically of their performance, and must
provide them with counseling and training necessary to be fully productive.

Performance ratings will be one of the bases for decisions regarding employee training, awards,
reassignments, promotions, within-grade increases and quality step increases, retention,
reductions in grade, and performance-based removals from the Federal Service. Those
employees whose performance falls below the Fully Successful level will be given the
opportunity to improve.

The Agency will not prescribe a distribution of levels of ratings for employees covered by this
Agreement. Each employee’s performance will be judged solely against his/her performance
standards.

Employees who serve as representatives or officials of labor organizations will be rated solely on
the basis of how well they perform the duties and responsibilities of their officially assigned
positions. They will not be disadvantaged in their performance rating because of the time spent in
a representational capacity.
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Employees who spend 100% of their time as labor representatives or officials of labor
organizations are considered unrateable for performance appraisal purposes. For reduction-in-
force, employees who spend 100% of their time as labor representatives will receive a modal
rating.

SECTION 2. DEFINITIONS

A

Appraising Supervisor. The individual who is authorized to assign and review work, and is
responsible to oversee performance of the employee being evaluated. This individual is normally
the immediate supervisor who exercises full range of personnel management responsibility.

Approving Official. The individual(s) responsible for approving ratings submitted by the
appraising supervisor for those ratings which fall below Fully Successful. This is normally the
next higher-level supervisor above the appraising supervisor.

Critical Element. A component of a position consisting of one or more duties and responsibilities
which contribute toward accomplishing organizational goals and objectives, and which is of such
importance that unacceptable performance on the element would result in unacceptable
performance in the position.

Fully Successful. The performance level necessary for the employee to function adequately,
fulfill the duties and responsibilities of the position, and properly contribute to meeting
organizational performance goals.

MyPerformance: The DoD automated appraisal tool authorized for use by both supervisors and
employees to document the performance management process of the DoD Performance
Management and Appraisal Program.

Outstanding: Performance that, as described in DoDI 1400.25, volume 431, produces exceptional
results or exceeds expectations well beyond specified outcomes; sets targeted metrics high and
far exceeds them (e.g., quality, budget, quantity); handles roadblocks or issues exceptionally well
and makes a long-term difference in doing so; is widely seen as an expert, valued role model, or
mentor for this work; exhibits the highest standards of professionalism

Performance Appraisal. The process of reviewing and evaluating the performance
of an employee against the written performance plan.

Performance Plan. The written combination of critical elements and standards of performance for
them.
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I.  Performance Standard. The results-oriented statement that describes the level of performance
established for a critical element in such dimensions as quality, quantity, timeliness, and manner
of performance. To the extent performance standards are based on numerical goals or numerical
performance levels, the numerical goals for which the employee is responsible will be stated in
the performance standard.

J. Rating of Record. The summary rating under 5 U.S.C. § 4302 ordinarily required at the end of the
appraisal period. lllustrative of the summary rating determinations in DoD Instruction 1400.25,
Volume 431, period Level 5 - Outstanding (the average score of all critical element performance
ratings is 4.3 or greater with no critical element being rated "1" (Unacceptable) resulting in a
rating of record that is a 5); Level 3 - Fully Successful (the average score of all critical element
performance ratings is less than 4.3 with no critical element being rated a "1" (Unacceptable)
resulting in a rating of record that is a "3") and Level 1
- Unacceptable (any critical element rated as "1”).

K. Summary Rating. The written record of the appraisal of each performance element and
the assignment of the summary adjective rating.

L. Unacceptable. Performance which fails to meet the Fully Successful level for a critical
element. Also refers to the summary rating assigned if an employee is rated Unacceptable in
one or more critical elements.

SECTION 3. PROCEDURES
A. Establishing Written Performance Plans

1. written performance plans related to the duties and responsibilities of each position will be
prepared, revised as necessary, and kept current. Performance plans will set forth the criteria
by which work will be measured for each critical element. Employees will be encouraged to
participate in the initial development of performance plans for their positions and may make
suggestions to their supervisor concerning changes thereto during the rating cycle. To the
extent feasible, the performance standards should include specific, measureable, achievable,
relevant, and timely (SMART) criteria, which provides the framework for developing
effective results and expectations. To the maximum extent feasible, performance standards
shall be objective and provide opportunities for outstanding performance. Absolute (i.e.,
pass/fail) standards are permissible when a single instance of failure to meet the standard
could result in death, injury, breach of security, or great monetary loss.



cycle;

Performance standards describe how the requirements and expectations provided in the
performance elements are to be evaluated. Performance standards must be provided for each
performance element in the performance plan and will be written at the Outstanding, Fully
Successful and Unacceptable level.

An employee will be provided a copy of the performance plan for his/her position at the
beginning of each appraisal period, upon initial entry into the position, and when a new or
revised performance plan is established.

Any substantial change to or revision of performance plans will be discussed with the
concerned employees and their comments considered prior to the plan becoming official.
When a new or substantially revised performance plan is prepared, copies of the draft plan
will be provided to the employee(s) and the Union.

While the content of the performance plans is the exclusive determination of the Employer,
the Employer will give consideration to any comments received from the employee or Union
prior to the performance plan(s) being finalized and implemented provided they are received
within 5 work days. An employee’s acknowledgement, initials or signature do not imply
agreement with the performance plan.

Changes will be acknowledged and the revisions noted in the MyPerformance appraisal tool.
Employees will be advised if:
(1) the element or standard will apply at the beginning of the next appraisal

(2) the plan is being updated during the current cycle (if the employee does not

have an opportunity to perform under the revised element(s) for the minimum 90-calendar-day
period, the revised elements will not be rated); or

(3) the current appraisal cycle is being extended by the amount of time necessary to

allow 90 calendar days of observed performance under the revised element or standard. (Extending
the appraisal cycle will affect the start date of the employee’s subsequent appraisal cycle; however,
the subsequent appraisal cycle will still end March 31 of the following calendar year.

6. To the extent practicable, as determined by the agency, employees performing like duties and

working under the same position description, will have the same standards.

B. Discussing Performance with Employees

1. Performance appraisal is a continuous process involving periodic discussions between the

supervisor and employee (at least three documented discussions per year, initial, one mid-
period discussion and a summary discussion at the end of the appraisal period or when
performance is rated). Every effort should
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be made to assure that employees understand the performance plan for their positions, as
well as the extent to which their performance meets standards. Employees, at their request,
will receive clarification of any aspect of their plan which is not clear.

2. When an employee’s performance falls below the Fully Successful level, the employee will
be counseled regarding his/her performance and the consequences that may result such as
potential denial of a within-grade increase, inability to be considered for merit promotion
and loss of RIF retention standing.

3. Each employee's performance will be discussed at the time a rating is given. If an
employee is temporarily unavailable for this discussion, the supervisor should reschedule
the discussion, if practicable.

4. Formal performance discussions will be documented in the automated tool (i.e.,
MyPerformance). If written (paper-based) documents are used, the employee will be
furnished with copies of the documents at the time of the meeting. Formal performance
meetings will be held in person, to the extent practicable, which may include the use of
various video teleconference or office communicator tools (e.g. “Skype”) to ensure face-to-
face communication. The meetings will be in private. The documented discussions will
include employee’s accomplishments and contributions; employee’s level of performance,
including any areas that need improvement; barriers to success; and employee’s
developmental needs and career goals.

C. Rating Performance

1. The DoD and DLA rating cycle begins April 15t and ends on March 31st each year.
Ratings will be based on at least 90 calendar days working under an approved performance
plan. When an employee changes from one position to another, but has served 90 calendar
days in the former assignment for the losing supervisor, a narrative assessment will be
prepared and forwarded to the gaining supervisor. To the extent that it is applicable, that
narrative assessment will be considered when the employee's performance is rated at the end
of the appraisal period. When a position change occurs during the last 90 days of the
appraisal period and the employee is otherwise eligible for a rating, a rating of performance
will be prepared. Ratings thus prepared will become the rating of record for the appraisal
period.

2. Descriptions of Performance Rating Levels. The performance rating assigned should reflect
the level of the employee's performance as compared to the standards established.

3. Employees will be advised in sufficient time of deadlines in which employee input is due
for consideration in the performance evaluation.

4. Employee self-assessments should be given serious consideration in
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10.

11.

12.
13.

developing the performance rating for that employee.

Choosing not to provide the voluntary self-assessment will not disadvantage an employee
relative to those who do provide such assessments, in and of itself. However, it is the
performance of the employee with regard to the performance plan that should determine
the rating and the rating official remains responsible for adequately and accurately
observing, fostering, motivating and evaluating that performance throughout the entire
rating period.

Supervisors will write a performance narrative that succinctly addresses the employee's
performance measured against the performance standards for the appraisal cycle. (a) The
performance narrative discusses the employee's performance and provides support for other
personnel actions. (b) Performance narratives are required for each element rated as a
means of recognizing all levels of accomplishments and contributions to mission success

An employee who has been on long-term training or other lengthy absence from duty, or for
other reasons has not completed the minimum 90 days of work necessary for a rating at the
end of the appraisal period is not eligible for a rating. When either a temporary promotion or
a reassignment NTE (date) is processed, the agency will ensure that an appropriate
performance plan exists for the position. If one is not available, he or she must follow the
procedures outlined in section 3.A. above.

When a performance rating is prepared, each performance element will be rated

consistent with the DoD Instruction 1400.25, volume 431, (e.g. Outstanding, Fully
Successful, Unacceptable).

In the event the employee has had insufficient opportunity to demonstrate performance on an
element, the element will be annotated as unrateable and will not be considered in
determining the summary adjective rating unless the supervisors extends the appraisal cycle.

If an employee's performance fails to completely meet the Fully Successful level,
performance for that element should be rated Unacceptable. The appraising supervisor will
provide a copy of the completed performance rating to the employee, discuss its contents and
the employee's performance and obtain the employee's acknowledgement, which will be
documented in MyPerformance. The employee's acknowledgement does not imply
agreement; it merely verifies that the rating has been received and discussed.

When an employee has been informed that his/her performance is below the Fully
Successful level, the Employer will promptly initiate efforts to help the employee overcome
the deficiencies. Section 4 provides further guidance to be followed when performance is
considered to be at or below the Fully Successful level.

When employees are appraised, supervisors will consider extenuating circumstances (such
as special assignments, abnormal workload fluctuations, etc.).

Employees will be assessed on the DoD or DLA values, and activity-level goals and
objectives, only to the extent applicable to the assessment of
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14.

individual performance elements as described in the performance standards for each
element.

A performance standard is a statement of the expressed level of achievement in terms of the
quality, quantity, timeliness, etc., required for the performance of an element of an
employee’s job. Application of all performance standards shall be fair and equitable, and
consistent with regulatory requirements and the requirements of the position.

D. Rerating Performance During the Appraisal Period

1.

It is expected that employees will usually receive only one performance rating per year.
However, performance may be rerated when an employee's performance in one or more
critical elements has become Unacceptable. Consistent with government-wide regulation,
performance must be rerated when the rating of record does not agree with the decision to
grant or withhold a within grade increase. Normally, supervisors will counsel employees
about performance deficiencies that would result in a denial of a within-grade increase
sufficiently in advance of the due date (60 days, when practicable) so as to allow them the
opportunity to improve their performance to the Fully Successful level.

A rerating may not take place until the employee has completed a minimum of 90 calendar
days in the job working for an appraising supervisor, and at least 90 calendar days have
elapsed since the previous rating. It is not necessary to
rerate an employee at the end of a warning period (see Section 4 below) in order to take an
appropriate performance-based personnel action.

E. Appraising Performance on a Detail, Temporary Promotion, or Reassignment NTE (date)

1.

When a detail, temporary promotion, or reassignment NTE (date) within DLA is expected to
last 90 days or more and a change to the performance plan is required the employee will be
furnished with a copy of the performance plan for the position.

Upon completion of a detail, temporary promotion, or reassignment NTE (date) lasting 90
days or more, the employee will receive a narrative statement documented in
MyPerformance. A narrative statement is a brief narrative description of an employee’s
performance, accomplishments and contributions during the temporary assignment. A
narrative statement is not a rating of record.

If the temporary promotion or reassignment NTE (date) lasted less than 9 months during the
rating period, such a narrative statement is for information only and does not become the
rating of record. It will be considered to the extent that is applicable to the employee’s
regular position when the
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J.

employee’s performance is rated at the end of the appraisal period. See section 3.C.3. for
information concerning longer temporary assignments.

Probationary Period Evaluation

1.

During the probationary period required after competitive appointment, a new employee will
be appraised to determine whether conduct, performance, and overall fitness warrants
retention in the Federal service.

Management will evaluate a probationary employee's conduct and performance not later than
2 months prior to the completion of the probation period. A written evaluation and
recommendation must be submitted on whether or not the employee should be retained. This
probationary period evaluation does not take the place of the annual performance rating. This
provision does not prevent the Agency from separating a probationary employee for any
reason during the remainder of the employee’s probationary period.

5 CFR 315 provides guidance and procedural requirements for the separation of a
probationary employee.

Performance Ratings and Other Personnel Actions

An employee's performance will govern the decision to grant or withhold a within grade
increase when one is due. General Schedule (GS) employees must be performing at "an
acceptable level of competence." An acceptable level of competence equates to a rating of
record at the Fully Successful or higher summary level. Employees covered by the Federal
Wage System must perform at a "satisfactory™ or higher level as provided in 5 U.S.C. §
5343(e)(2). A satisfactory rating equates to a rating of record at the Fully Successful or
higher summary level. The most recent rating of record must agree with the decision to grant
or withhold a within grade increase.

Effective Date of the Appraisal. A rating of record is final when it is signed by the employee's
supervisor, in his or her capacity as rating official and, where required by DLA policy, by a higher
level reviewer (HLR). A rating of record finalized before June 1 will be effective June 1.

In the event the Employer is conducting a Reduction in Force, the Employer will ensure that all
performance ratings based on the established cutoff, are entered into DCPDS prior to generating
a retention register.

Performance Rating Grievances

1. Employees are expected to seek informal resolution of disagreements with their supervisors

concerning performance ratings. A grievance may be filed only after a performance rating
has been completed and communicated to the
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employee. If it is alleged that the summary rating has been incorrectly determined, this
should be reviewed and corrected, if appropriate, by management. Only allegations of
incorrect determinations of the summary ratings or ratings of individual critical elements
may be grieved; the summary rating itself may not be grieved. The summary rating will be
appropriately adjusted automatically depending upon the outcome of a grievance on one or
more critical elements.

2. When an employee grieves one or more critical elements rated below Fully Successful,
the burden of proof that the rating(s) given is proper rests with management.

SECTION 4. WARNING EMPLOYEES OF SERIOUS PERFORMANCE DEFICIENCIES

A. When performance is considered by management to be below the Fully Successful level for non-
probationary employees, the supervisor will counsel the employee concerning performance
deficiencies, specifically identify areas of performance below the Fully Successful level, explain
what must be done to improve, and suggest ways for improvement. More than one counseling
session may be necessary before an employee is able to demonstrate Fully Successful
performance.

1. Asa matter of practice, performance deficiencies should be addressed as early as possible
during the performance cycle. Supervisors should follow the procedures in DLAI 1400.25,
Volume 431, Enclosure 2, Section 8.a. “Addressing Performance Issues Early.”

2. Unacceptable performance: If performance is considered to be at the Unacceptable level in
one or more critical elements after documented counseling and assistance regarding
performance deficiencies so that the employee is aware the deficiencies, a letter of warning
will be issued to the employee. To the extent practicable, counseling will be face-to-face.
The letter will state that performance is considered to be Unacceptable, establish a period
(normally a minimum of 90 days) during which the employee will be expected to attain the
Fully Successful level in the deficient element(s), and generally include the following:

a. Identification of each critical element in which performance is considered to
be Unacceptable and description of those aspects of work that are deficient.

b. What performance is required to overcome the deficiencies.

C. The personnel action (reassignment, demotion, or removal) that may result if
performance is not improved to the Fully Successful level and
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generally, the types of assistance management determines necessary to improve
performance.

3. The written performance plan must form the basis for the requirements of the warning letter.
During the warning period, the employee must be periodically counseled noting where
improvements have been made and where they have not. A written record of each counseling
session should be kept showing the date, nature of assistance and advice, and how the
employee is progressing. If an annual performance rating becomes due during the warning
period, the rating will be deferred until the end of the period and the employee will be so
notified.

4. The letter of warning will be canceled and the employee informed if during, or at the end of
the warning period, performance has improved to the Fully Successful level. If
performance is Unacceptable in one or more critical elements at the end of the warning
period, the employee must be either reassigned or demoted to a position where it is considered
by management that he/she could perform all critical elements at the Fully Successful level, or
must be removed from the Federal service.

SECTION 5. REMEDIAL ACTIONS BASED ON UNACCEPTABLE PERFORMANCE

A. Anemployee may be reassigned, demoted, or removed from the Federal service because of
Unacceptable performance in one or more critical job elements. A decision for such action may
only be based on instances of Unacceptable performance which occurred within a 12-month
period ending with the date of the proposed action. However, before it is proposed to remove an
employee for Unacceptable performance, consideration must be given to the advisability of a
reassignment or demotion to another position where it is likely the employee could perform
acceptably.

B. Demotions and removals due to Unacceptable performance are actions subject to the formal job
protection procedures. When proposing to take such an action under 5 CFR 432, the following
procedures will be followed:

1. Employees will be advised of their right to representation and will be given a minimum 30-
calendar day advance natice.

2. The charge must list the critical job elements and standards of performance that were not
met. It must include the basic facts developed in following the warning period outlined in
paragraph A above.

3. A reasonable amount of official time to prepare and present a reply to the charge must be
given and the employee so informed in the notice of proposed action.
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4. Any records or documents relied upon to support the charge will be made available or
provided to the employee or the representative for review upon request. Information
on this matter must be also provided in the notice of proposed action.

5. Any reply made by the employee must be carefully considered. If it is decided that the
proposed action is warranted and supported, the employee will be given a notice of
decision. The decision to take the action must be made by the approving official. The
notice of decision must include information on the employee's appeal or grievance
rights, as appropriate, as well as the right of Union representation.

6. The employee will be notified in writing when it is decided to cancel the proposed
action.

C. A performance-based action may also be taken under 5 CFR 752 when the
requirements of these regulations are followed.

D. The procedural requirements above do not apply to the separation of employees during their
probationary period after competitive appointment. Requirements pertaining to probationers
are contained in Part 315, 5 CFR.

SECTION 6. PERFORMANCE APPRAISAL RECORDS

A. The DoD automated appraisal tool, MyPerformance, will serve as the Employee Performance
Folder (EPF) for performance plans and ratings. These records will be retained consistent
with government-wide regulation, typically 4 years.

B. All bargaining unit employees will have access to computers and duty time for the purpose of
utilizing MyPerformance. All efforts will be made to avoid disadvantaging employees who do
not regularly use a computer in their jobs. To the extent the Agency requires employees to use
computers for the Performance Management System, those employees will receive any
necessary training and assistance.

C. Employees, and their union representatives, if requested, will be able to see the performance
related information about themselves that is kept in the system and will have subject to
mission requirements, a maximum of 1 hour per week during their regular work schedules
and the right to enter into the system their own achievements and successes. The system will
not allow anyone to change anything that was entered by another person (i.e., supervisors
cannot change an employee’s entries). Employees will be offered training in preparing self-
assessments of their own performance. Those employees who do not write this type of
document in the course of their normal duties will be given necessary assistance so as not to
be disadvantaged.

D. The Agency will ensure that the electronic performance management system complies
with all privacy requirements.

SECTION 7: DPMAP Implementation and Labor-Management Cooperation: The parties agree to
use the existing labor-management meeting structure to discuss issues regarding the implementation
of the Program, trends and on-going performance culture changes. Consistent with the DoD
evaluation requirements, the parties agree to work together and discuss the program evaluation
criteria.

SECTION 8: Local negotiations on this Article is not authorized.



ARTICLE 19
WORKERS COMPENSATION

The parties acknowledge that the Office of Workers' Compensation Programs (OWCP), U.S. Department
of Labor, will administer benefits derived to employees under the Federal Employees Compensation Act.
The DLA Injury Compensation Center (ICC) will administer the OWCP program for the Employer. The
Employer will publish information about the program and its benefits, points of contact at the ICC and
telephone numbers for employees needing information concerning processing of OWCP claims. The
Employer will provide a toll free number for CONUS employees to contact the ICC. In addition to the
ICC, employees may also consult the Union for information on the injury compensation process.

A

Employees are responsible for reporting all job-related injuries, or reactivated injuries and
illnesses to the appropriate supervisor. If an employee requires medical treatment for the
(traumatic) injury, the Employer should complete the front of Form CA-16, Authorization for
Examination and/or Treatment. Where there is no time to complete a Form CA-16, the Employer
may authorize medical treatment by telephone and send the completed form to the medical
facility. Unless precluded by medical emergency, employees have the right to treatment by the
health care provider of their choice. When an employee is injured on the job and is unable to
transport himself/herself to a medical facility, the Employer will make transportation arrangements
to and from the facility, unless the employee requests otherwise. Normally, transportation from the
medical facility will not be the responsibility of the Employer if the employee is admitted to the
hospital.

The injured employee will be furnished a form CA-1 (Federal Employee's Notice of Traumatic
Injury and Claim for Continuation of Pay/Compensation) (normally within forty-eight (48) hours
after report of the injury) for completion. If the employee is unable to complete the Form CA-1,
the Employer will promptly complete as much of the form as practicable, and forward the form
through the appropriate channels.

When an employee has suffered illness or injury in the performance of duties, the Employer will
counsel the employee in such matters as their right to file for compensation benefits. The
counseling will include an explanation of Continuation of Pay (COP) benefits, when applicable;
the appropriate compensation forms to be filed; the types of benefits available; the procedure for
filing claims; the option to use compensation benefits in lieu of sick leave or annual leave, and the
right to a personal representative. The counseling mentioned above is not all-inclusive. This
counseling and assistance will be available until the OWCP claim is closed.

The Employer will not prevent an employee from filing a claim and will process the claim that has
been submitted. However, it is understood the Employer will document its knowledge of the
circumstances surrounding the injury, which may be different from the information provided by
the employee. If the Employer controverts the OWCP claim, the employee or a personal
representative will be provided a copy of all information pertaining to the claim which is retained
by the Employer.

The Employer agrees to assist the employee in contacting appropriate OWCP authorities in an
effort to expedite payment of claims. The employee and a personal representative, with the written
consent of the employee, will be permitted to review and obtain copies of any documents retained
by the Employer relating to the claim. Both the employee and the personal representative (if a
DLA employee) will be allowed a reasonable amount of official time for these activities. The
official case file is maintained by OWCP.

If the compensable injury is reactivated during the period ending not later than 45 days after the

employee returns to duty and the employee has not exhausted his/her Continuation of Pay
entitlement, the employee may use the remaining portion of COP.

53



G. Employees receiving COP or compensation may be ordered to report for medical examinations for
the purpose of enabling the Employer to determine medical limitations, which may affect
placement decisions. However, the Employer must offer employees the opportunity to provide
medical documentation from their own medical care provider.

H. The Employer will refer employees to the appropriate benefits counselor (ICC or appropriate
benefits office) for counseling related to OWCP benefits to include retirement
options/information. The OWCP or benefits counselors will provide all the information necessary
for employees to make informed decisions.
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ARTICLE 20
HOURS OF DUTY
SECTION 1. GENERAL

The Employer and Council 169 agree that within the parameters stipulated in Sections 2 and 3, the
establishment of work schedules and the administration of this Article are matters appropriate for Local
Negotiations.

SECTION 2. STANDARD WORKWEEK

Normally, the basic workweek is 5 consecutive calendar days, unless local circumstances require a
modification, during which:

A. Full-time employees are required to be on duty regularly 8 hours per day.
B. Part-time employees are required to be on duty regularly on officially prescribed days and hours.

SECTION 3. WORK SCHEDULES

A. Work schedules which provide for a basic workweek and for hours of duty on the same hours each
day of the basic workweek shall be established.

B. Paid lunches may be negotiated locally and must be in accordance with applicable laws and
regulations. The parties recognize that these are only for those circumstances where employees are
required to perform substantial official duties during their lunch period.

C. Consistent with the nature of the work assignment, work schedules may provide for a reasonable
amount of time to be included in the scheduled tour of duty for those tasks, which are related
directly to the performance of work assignments, such as personal cleanliness and storage as well
as a cleanup of Government property, tools and equipment.

D. Arrangements for scheduling breaks shall be included in Local Agreements.

E. The Employer shall notify the Council 169 Local and employees at least 1 week in advance of any
change in work schedules, except upon determination that the Agency would be seriously
handicapped in carrying out its functions or that costs would be substantially increased. The
Employer agrees that when it is practicable, such notification will be 2 weeks in advance.

SECTION 4. ALTERNATIVE WORK SCHEDULES
The Employer supports use of Alternative Work Schedules (AWS) unless an adverse impact is determined

by the criteria contained in 5 USC 6131. AWS includes compressed work schedules and flexible work
schedules. AWS is negotiable at the local level for inclusion in Local Agreements.
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ARTICLE 21
OVERTIME ASSIGNMENTS

SECTION 1. GENERAL

A. The Employer and Council 169 agree that within the parameters set forth in this Article the

establishment of procedures and the administration of this Article are matters for Local
Agreements in accordance with Article 38.

Payment for overtime worked or granting compensatory time off, in lieu thereof, shall be in
accordance with applicable laws and Government-wide regulations.

SECTION 2. SCHEDULING AND APPROVAL OF OVERTIME

A. Except for emergency situations, as determined by the approving official, overtime work shall be

C.

D.

scheduled in advance of and approved in writing prior to the date on which the overtime is to be
worked. Where circumstances preclude the advance scheduling, overtime work may be approved
orally and the oral approval reduced to writing prior to the submission of the Time and Attendance
Report.

Overtime may be necessary to support mission needs. When the need for overtime arises, and in
accordance with Local Agreements, the Employer will solicit volunteers from qualified
employees. In the event time is limited or an insufficient number of volunteers are available,
employees may be required to work mandatory overtime if mission needs require. In the event
mandatory overtime is necessary, an employee will be excused when the employee is unable to
perform the overtime work for approved medical reasons and it is certified in writing. The
Employer will give due consideration to an employee’s request to be excused based upon an
unavoidable personal hardship (e.g., the need to retrieve a child from child care, car pools, etc.).
To the extent possible, overtime assignments to employees within an organizational element shall
be on a fair and equitable basis.

Overtime assignments shall not be made as a reward or punishment.

SECTION 3. CALL-BACK OVERTIME WORK

A.

"Call-back overtime" is defined as irregular or occasional overtime work performed by an
employee for which he/she is required to return to the place of employment to perform the work.
Employees shall be provided advance notice, to the maximum extent possible, of the requirement
to perform call-back overtime work.

At least 2 hours overtime pay is guaranteed for call-back overtime work.

For those situations where an employee is directed to perform work without returning to the place
of employment, the employee will be paid for the actual time spent performing work consistent
with governing laws, regulations, and decisions of the Comptroller General.

SECTION 4. ON CALL OVERTIME

An "on-call condition” is defined as those occasional situations when an employee is notified that he/she is
subject to call during a specified period of time outside his/her normal tour of duty. Overtime shall be
approved only for the specified period of the “on call condition” which qualifies as "hours of work™ as
defined by governing laws, regulations, and decisions of the Comptroller General. Consistent with
governing laws, regulations, and decisions of the Comptroller General, employees who are directed to work
during the “on-call” condition, even if the work is performed outside the work site, will be paid for actual
time spent performing the work.

SECTION 5. BEEPERS

Local Agreements may address policies for carrying beepers outside of normal work hours.
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ARTICLE 22
ADMINISTRATIVE LEAVE

SECTION 1. GENERAL

A. For the purpose of this Article, administrative leave is defined as an excused absence from duty
without loss of pay and without charge to leave.

B. The Agency and the Council 169 agree that within the parameters set forth in Sections 2 through
6, the establishment of administrative leave procedures is a matter for negotiation at the local
level.

SECTION 2. REGISTRATION AND VOTING

Excused absence may be granted to permit an employee to report to work three hours after the polls open or
leave work three hours before the polls close, whichever is less time away from work.

SECTION 3. INCLEMENT WEATHER OR EMERGENCY CONDITIONS

When practicable, all unit employees on an installation under DLA control will be subject to the same
policy regarding delayed arrival, early dismissal and closure.

A. When it becomes necessary to close any duty station because of inclement weather or any other
emergency condition as determined by the local activity:

1. Notification procedures shall be established in accordance with the circumstances attendant to
each local situation. When those procedures provide for public media announcement and
when any employee has reasonably relied on a public media announcement that his/her duty
station or that all Federal offices in his/her area are closed due to weather or other conditions,
he/she will not be considered AWOL or charged leave if, in fact, the duty station remains
open and the employee, relying on the announcement, is unaware that it is open.

2. Workdays in which Federal offices are closed are non-workdays for leave purposes. Regular
employees are excused without charge to leave or loss of pay; this does not apply to
employees in a non-pay status on the days immediately before and after the day the office is
closed.

B. When it becomes necessary to close any duty station because of inclement weather or any other
emergency condition developing during working hours, whether an employee should or should not
be charged leave for an absence depends upon his or her duty or leave status at the time of
dismissal:

1. If the employee was on active duty and was excused, there is no charge to leave for the
remaining hours of the work shift following excusal.

2. If the employee was on duty and departed on leave after official word was received but before
the time set for dismissal, leave is charged only for the time the employee departed until the
time set for dismissal.

3. If the employee was scheduled to report for duty after a leave period and dismissal is given
before the employee can report, leave is charged until the time set for dismissal.

4. If the employee was absent on approved leave for the entire work-shift, the entire absence is
charged to appropriate leave (e.g., annual, sick, or LWOP, as applicable).

C. When a duty station or an assigned site away from the duty station is open, but inclement weather
or other emergency conditions affecting travel to the duty station, or an assigned site away from
the duty station, prevents an employee from getting to work on time or not at all, the employee
may be granted administrative leave on a case-by-case basis, provided that the employee presents
to the supervisor a reasonably acceptable explanation and/or documentation related to the
emergency.

D. When an employee is officially authorized to use his/her privately owned vehicle for the
convenience of the Government and that vehicle breaks down or is otherwise inoperative, the

57



employee shall be in a duty status in connection with emergency repairs to the vehicle if the
breakdown occurs while the employee is in an official travel status. In such situations, the
employee will, as soon as practicable (within an hour, if possible), provide the supervisor with an
estimate of the situation and obtain appropriate instructions.

SECTION 4. VETERANS PARTICIPATING IN MILITARY FUNERAL CEREMONIES

A. Employees who are veterans may be granted administrative leave not to exceed four contiguous
hours in any workday to enable them to participate as active pallbearers or as members of firing
squads or guards of honor in funeral ceremonies for members of the Armed Forces of the United
States whose remains are returned from abroad for final interment in the United States, subject to
applicable law and regulation.

B. Supervisors may also excuse absences up to four hours for veterans, for the purpose of
participating as active pallbearers or as members of firing squads or guards of honor, in funerals of
active duty military not covered above or for such participation in funerals of veterans.

C. Upon request and workload permitting, annual leave/leave without pay may be approved in
conjunction with the administrative leave for the remainder of the workday.

SECTION 5. BLOOD DONATION

A. Provided there is a request by local medical authorities (i.e., physician, Red Cross, Blood Bank, etc.)
and it is approved in advance, employees shall be granted administrative leave not to exceed four (4)
contiguous hours in a workday for the purpose of making platelet donations and recuperating.
Employees are not permitted to accept payment for these services while on administrative leave.

B. Provided that it is approved in advance, employees shall be granted administrative leave not to
exceed four contiguous hours in a workday for the purposes of making blood donations and
recuperating from donating blood. This provision does not apply to employees making blood
donations for their own use or who receive compensation for giving blood. The requirement for a
request by local medical authorities does not apply to whole blood donations.

SECTION 6. EMERGENCY RESCUE OR PROTECTIVE WORK

Employees who are members of the Civil Air Patrol or other similar organizations, whose services can be
excused, may be granted excused absence for up to three days to participate in emergency rescue or
protective work during an emergency such as fire, flood, or search operations. When an employee has
requested and received approval for excused absence in excess of one day for such activities, the employee
shall provide to the leave-approving official a statement signed by a responsible official of the local
emergency organization certifying the employee's attendance throughout the period of excused absence.
This provision does not cover employees who respond to emergencies in National Guard/Reserve status.
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ARTICLE 23
LEAVE WITHOUT PAY
SECTION 1.

A leave of absence without pay (LWOP) may be granted to a bargaining unit employee who is elected to a
position of the American Federation of Government Employees, AFL-CIO, for the purpose of serving full-
time in the elected position, or who is selected as an AFGE Union Representative. The Employer shall be
given as much advance notice as possible but not less than 10 workdays. Any LWOP granted or approved in
accordance with this Article is subject to appropriate Government-wide regulations or other outside authority
binding on the Employer. To the extent of its authority, the Employer shall place the employee upon his/her
return in the position the employee left, or one of like seniority, status, grade and pay.

SECTION 2. LEAVE WITHOUT PAY FOR EMPLOYEES

A. Absences can be charged to LWOP only when the employee specifically requests LWOP or has
insufficient annual leave, sick leave or compensatory time available to cover an approved absence.
LWOP cannot be imposed as a penalty, nor can an employee be required to apply for LWOP in lieu
of suspension. It must not be confused with absence without leave (AWOL).

B. The granting of LWOP is a matter of administrative discretion except as follows:

1. Adisabled veteran must not be denied LWOP if necessary to cover an absence for medical
treatment.

2. A Reservist or National Guardsman must not be denied LWOP if necessary to perform active
military training duties.

C. Circumstances in which LWOP may be requested include (but are not limited to) the following:

1. Educational purposes when the course of study is in line with the work performed with DLA
and completion of the course would serve the best interests of DLA.

2. Temporary service with a non-Federal or private enterprise when it will contribute to the public
welfare or when experience to be gained will benefit DLA.

3. For recovery from illness or disability not of a permanent nature.

4. For protecting an employee’s status and benefits pending final action by Office of Personnel
Management on a claim for disability retirement, after all sick and annual leave has been
exhausted.

5. For protecting an employee’s status and benefits pending action by Worker’s Compensation on

a claim resulting from a work-related illness or injury or during a period the employee is carried

on the rolls while he is being compensated by Worker’s Compensation.

To avoid a break in service.

For service with a recognized employee organization.

For use in lieu of annual leave or sick leave.

For Military Reservists who are required to perform weekend drills

© N
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ARTICLE 24
ANNUAL LEAVE

GENERAL PROVISIONS.

Administration of annual leave is subject to Local Agreements, consistent with the following:

A
B.
C.

Gomm

Employees have the right to accrue annual leave.

The Employer will consider workload in making decisions to approve or deny annual leave requests.
Although the reasons an employee wants to take annual leave are normally not the concern of the
Employer, there may be situations where denial of annual leave would create a personal hardship. In
those instances, the employee may elect to share the reasons for requesting leave and the Employer
will consider those reasons in making a decision.

Consistent with workload requirements, the Employer shall schedule work so as to approve leave
requests such that employees may have an annual vacation leave period of at least 2 consecutive
weeks.

Employees will be paid for accrued annual leave at the time they separate from the government.
Leave will be taken in 15 minute increments if less than a full hour is used.

The parties recognize that cancellation of approved annual leave can create a hardship for
employees. If mission considerations require the Employer to cancel previously approved leave,
the Employer will advise the employee as soon as it becomes known to Management of the reasons
for the cancellation and indicate when leave can be taken. Special consideration will be given to
employees who can show proof of deposits for accommaodations made prior to notice of the
cancellation. Upon request by the Employee, the reasons for cancelling leave will be provided in
writing. The statement of reasons will indicate specific mission requirements that led to the
management decision.

Annual leave is normally requested and approved in advance. In an emergency the employee must
contact his/her supervisor or the supervisor's designated representative, normally within two hours
after the start of his/her shift and request annual leave. The Employer must make a decision to
approve or deny emergency annual leave on an individual case-by-case basis. The Employer will
have a person available during each shift who has the authority to receive requests for emergency
leave.

Approved annual leave that was scheduled in advance, standing alone and absent indication of abuse,
typically is not sufficient reason for considering an employee a leave abuser.

Employees have a right to request advanced annual leave. The lack of leave alone is not an
adequate reason for denial of an advanced annual leave request. The maximum amount of advance
annual leave which may be granted is the number of hours which will be accrued by the employee
before the end of the leave year, or for those employees serving under temporary appointments that
amount they will earn by the scheduled expiration date of their appointments not to exceed the
amount they will be able to accrue by the end of the leave year.

60



ARTICLE 25
SICK LEAVE

SECTION 1.

Employees will accrue sick leave in accordance with statute and appropriate regulations. Sick leave will be
taken in 15-minute increments if less than a full hour is used. Sick leave is an employee benefit to be used
when an employee:

A. Receives medical, dental, or optical examination or treatment;

B. Is unable to work/incapacitated for his or her duties due to physical or mental illness, injury,
pregnancy, or childbirth;

C. Provides care for a family member who is incapacitated by a medical or mental condition or
attends to a family member receiving medical, dental or optical examination or treatment; or
provides care for a family member with a serious health condition;

D. Makes arrangements necessitated by the death of a family member or attends the funeral of a
family member;

E. Would, as determined by the health authorities having jurisdiction or by a health care provider,
jeopardize the health of others by his or her presence because of exposure to a communicable
disease;

F. Must be absent from work for adoption related activities.

SECTION 2.

When possible, sick leave will be scheduled in advance of its use. When advance planning is not possible,
the employee must contact his/her supervisor or the supervisor's designated representative normally within
two hours after the start of his/her shift and request sick leave. When the requested sick leave will last five
or fewer work days, the employee may advise the supervisor of the anticipated duration of the absence.
Daily calls during that time are not required. Local Agreements as authorized in Article 38 will address
administration of this section. In extreme circumstances where the employee is actually unable to
personally make the contact, another individual (e.g., spouse) may contact the employee’s supervisor. In
the case of hearing impaired, use of email or Relay Service may be used to communicate requests for sick
leave.

SECTION 3.

Employees may be required to produce administratively acceptable evidence to support a request for sick
leave. Absent a suspicion of leave abuse or the presence of a sick leave restriction letter, the employee’s
self-certification is normally acceptable for absences of five days or fewer. The employee’s self-
certification may be considered administratively acceptable for sick leave requests or the Employer may
request a health care certification to support the sick leave request. Supervisors requesting medical
certification for absences of five days or fewer should be able to state the reason for the request. All
medical certifications must be provided no later than 15 calendar days after the date such medical
certification is requested. If it is not practicable under the particular circumstances to provide the requested
evidence within 15 calendar days after the date requested despite the employee’s diligent, good faith
efforts, the employee must provide the evidence or medical certification within a reasonable period of time
under the circumstances involved but not later than 30 calendar days after the date such documentation is
requested. An employee who does not provide the required evidence or medical certification within the
specified period of time is not entitled to sick leave. When exercising its right to issue leave restriction
letters, the Employer will consider the relevant circumstances.

Examples of potential leave misuse include:
A. Absence after paydays.
B. Sick leave before or after holidays.
C. Sick leave in connection with non-workdays
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Absences during heavy workloads or undesirable duties.

Intermittent sick leave use of short duration with vague excuses.

Sick leave being used as soon as it is accrued.

The employee claims illness on the day that annual leave or LWOP has been previously denied.

®mmo

Examples of situations that, in and of themselves, and absent a pattern or indication of abuse are not
sufficient reasons for considering an employee a leave abuser:
A. Alow sick leave balance.
B. The employee requests sick leave on a day adjoining a non-workday, when there is no pattern of
using leave on such days.
C. Anemployee’s serious illness exhausts earned sick leave.
D. Previously approved scheduled leave (For example — recurring scheduled appointments for
treatments of medical conditions).
E. Approved sick leave (scheduled or unscheduled) for which the employee has provided
administratively acceptable evidence to support the request.

When the Employer suspects an employee is misusing sick leave, the employee may be counseled that his
or her sick leave record is questionable and advised that if the record does not improve, the employee may
be placed on sick leave restriction requiring a medical certificate for each absence due to a claimed illness
or medical appointment. If this warning does not bring about an adequate improvement in the sick leave
record, or if the supervisor determines that counseling/warning is inappropriate, the employee will be
advised in writing that all future requests for leave because of claimed illness or medical appointments
must be supported by a medical certificate. The requirement for a medical certificate will be rescinded in
writing at such time as improvement in the employee’s sick leave record warrants. These letters shall not
be retained more than 12 months, unless the employee has been notified in writing that the requirement to
produce the medical certificate is being continued. The letter should be limited to sick leave restriction
unless there is documented evidence of both sick leave abuse and excessive employee-initiated
unscheduled/emergency leave (annual leave).

Health care practitioner’s certificates must include the employee’s name, the dates of incapacitation or
treatment and the signature of the health care practitioner to be acceptable. When an employee’s health
care practitioner is contacted by non-medical personnel of the Employer, any requested information will be
restricted to determining the authenticity of the medical certificate and not the medical history of the
employee.

SECTION 4.

Time spent by employees in obtaining job related medical examination or treatment at the appropriate
health unit shall be time in duty status.

SECTION 5.

The Employer may advance a maximum of 30 days (240 hours) of sick leave to a full-time employee at the
beginning of a leave year or at any time thereafter when required by the exigencies of the situation for a
serious disability or ailment of the employee or a family member or for purposes relating to the adoption of
a child. Thirty days is the maximum amount of advance sick leave an employee may have to his or her
credit at any one time. For a part-time employee (or an employee on an uncommon tour of duty), the
maximum amount of sick leave an agency may advance must be prorated according to the number of hours
in the employee’s regularly scheduled administrative workweek.

If advanced sick leave is denied, the Employer will provide the reasons for denial to the employee in
writing.
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SECTION 6.

An employee with a low sick leave balance should specify what leave category should be charged when
their sick leave balance is exhausted. If requested in advance by the employee, an absence which would
otherwise be chargeable to sick leave shall be charged to annual leave provided that the employee has
sufficient annual leave available.

SECTION 7.

If an employee absent due to illness is charged AWOL and provides administratively acceptable evidence of
the illness, the time will be changed to the appropriate approved leave category.

SECTION 8.

Leave requested under the Family Medical Leave Act and family friendly leave policies are administered
under the provisions of Article 26 - Family and Medical Leave Act (FMLA), Family Friendly Leave
Policies, and Bone Marrow/Organ Donation Leave.

SECTION 9:

Employees who call in to request sick leave due to illness but do not have sufficient accrued leave (sick or
annual) to cover such requests for leave due to illness, may be required to provide appropriate medical
documentation upon return to duty verifying that they were incapacitated. Leave Without Pay (unless
advance annual or sick leave is requested and approved) will be granted if the employee provides the
appropriate medical documentation. Otherwise, such absence may be charged as AWOL.
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ARTICLE 26

FAMILY AND MEDICAL LEAVE ACT (FMLA), FAMILY FRIENDLY LEAVE POLICIES AND

BONE MARROW/ORGAN DONATION LEAVE

SECTION 1. FMLA ENTITLEMENT

Under the Family and Medical Leave Act of 1993 (FMLA), most Federal employees are entitled to a total
of up to 12 workweeks of unpaid leave during any 12-month period for the following purposes:

the birth of a son or daughter of the employee and the care of such son or daughter;

the placement of a son or daughter with the employee for adoption or foster care;

the care of spouse, son, daughter, or parent of the employee who has a serious health condition; or
a serious health condition of the employee that makes the employee unable to perform the
essential functions of his or her positions.

Under certain conditions, an employee may use the 12 weeks of FMLA leave intermittently. An employee
may elect to substitute annual leave and/or sick leave, consistent with current laws and OPM's regulations

for using annual and sick leave, for any unpaid leave under the FMLA. The amount of sick leave that may
be used to care for a family member is limited. FMLA leave is in addition to other paid time off available

to an employee.

SECTION 2. FMLA JOB BENEFITS AND PROTECTION

Upon return from FMLA leave, an employee must be returned to the same position or to an
"equivalent position with equivalent benefits, pay, status, and other terms and conditions of
employment.”

An employee who takes FMLA leave is entitled to maintain health benefits coverage. An
employee on unpaid FMLA leave may pay the employee share of the premiums on a current basis
or pay upon return to work.

SECTION 3. FMLA ADVANCE NOTICE AND MEDICAL CERTIFICATION

An employee must provide written notice of his or her intent to take family and medical leave not
less than 30 days before leave is to begin or, in emergencies, as soon as is practicable.

Within three work days, the Employer will approve or disapprove FMLA leave requests or ask for
additional medical certification. If disapproved, the rationale for the decision will be provided.
Decisions and requests for medical certification will be in writing.

The Employer may request medical certification in accordance with 5 CFR 630.1207 (Medical
Certification) for FMLA leave taken to care for an employee's spouse, son, daughter, or parent
who has a serious health condition or for the serious health condition of the employee. The
Employer will safeguard the privacy of such data. In general, medical information must be
sufficient to show that the employee or family member is seriously ill, the date the illness began
and the expected duration of the illness, the need for care by the employee in cases of family care,
and whether the employee or family member is incapacitated. In addition, the request for leave
must include a statement that the employee will be providing care to the family member.

SECTION 4. SICK LEAVE FOR FAMILY CARE OR BEREAVEMENT PURPOSES

Most employees may use a total of up to 104 hours (13 workdays) of sick leave each leave year to:
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e provide care for a family member who is incapacitated by a medical or mental condition or attends
to a family member receiving medical, dental or optical examination or treatment; or

e make arrangements necessitated by the death of a family member or attend the funeral of a family
member.

For part-time or an employee with an uncommon tour of duty the amount of sick leave available is the
number of hours of sick leave he/she normally accrues during a leave year.

"Family member" for this section is defined in 5 CFR 630.201(b) , as amended. Information on this can be
found on the DLA Human Resources Web Site at: www.hr.dla.mil.

SECTION 5. SICK LEAVE FOR ADOPTION

Employees are permitted to use sick leave for purposes related to the adoption of a child. Employees may
use sick leave for appointments with adoption agencies, social workers, and attorneys; court proceedings;
required travel; and any other activities necessary to allow the adoption to proceed.

SECTION 6. LEAVE TO SERVE AS A BONE-MARROW OR ORGAN DONOR

Employees are entitled to up to 7 days of paid leave each calendar year to serve as a bone-marrow donor.
Employees are also entitled to up to 30 days of leave to serve as an organ donor. Leave for bone marrow
and organ donation is not sick or annual leave. It is a new category of leave that is in addition to annual
and sick leave.
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ARTICLE 27
COURT LEAVE

SECTION 1 - AUTHORIZED LEAVE

In accordance with applicable law and regulations, an employee will be authorized absence from work status
without charge to leave or loss of pay, to which the employee is otherwise entitled, when the employee serves
as either: 1) a juror or 2) a witness on behalf of any party when the Federal, State, DC or Local Government is
a party to the judicial proceeding. Such employee shall be paid at his/her established rate of pay (including
applicable premiums). If an employee is on approved leave/credit hours when called for jury/witness service,
court leave shall be substituted.

SECTION 2 — USE OF COURT LEAVE

A. When an employee is summoned for jury/witness service, s/he shall notify his/her supervisor as
soon as possible. Upon return to duty, the employee will present to the employer written
evidence of time served as soon as possible, but within the current pay period if possible.

B. Anemployee working day shifts who is required to perform service as a juror or witness as
described in section 1 above during his/her regularly scheduled work hours shall be granted
court leave for those hours. An employee working night or an irregular shift (irregular tours of
duty will be converted to Monday through Friday) that is required to perform service as a juror
or witness during the day shall be granted court leave for his/her regularly scheduled work hours
as necessary to allow sufficient rest between release from or report for his/her regularly
scheduled shift and service as a juror or witness.

C. When an employee is excused or released from jury/witness service, s/he may be expected to
return to duty provided there are at least two hours remaining in his/her scheduled work period,
excluding travel time; i.e., after the employee would arrive at the work site, and provided the
return to work imposes no hardship on the employee. In determining whether the employee
should return to work, the supervisor shall consider such factors as the type of transportation
available, the distance involved, travel time, and any other pertinent factors. Additionally, no
employee shall be required to perform a combination of work and court leave greater than
his/her (i) regularly scheduled work hours in any 24 hour period, or (ii) regularly scheduled
work days in a pay period, unless overtime is properly assigned per the provisions of the
appropriate local agreement. If it is reasonably determined that the employee should return to
work, the employee may request and be granted annual leave/credit hours rather than return to
work. Such annual leave/credit hours will be approved in the absence of significant workload
considerations.
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ARTICLE 28
OFFICIAL TRAVEL

SECTION 1. GENERAL

A. This Article is applicable to all official travel performed by the bargaining unit represented by
the Union.

B. The Employer and Council 169 agree that an employee who is authorized official travel shall
exercise the same care in the incurrence of expenses and accomplishing a mission that a
prudent person would use if traveling on personal business. In this connection, excess costs,
circuitous routes, delays, or luxury accommodations, which are unnecessary or unjustified in
the performance of a mission, are not considered acceptable as the application of prudence by
the employee.

C. Payment of per diem or actual expense allowances (including additional expenses incurred by
disabled employees who are required to travel), as well as travel or transportation expenses,
shall be in accordance with the provisions of the Department of Defense Civilian Personnel
Joint Travel Regulations (JTR).

D. The Employer will provide training on the use of the Defense Travel System and technical
assistance as needed.

SECTION 2. TRAVEL ORDERS

A. Except for emergency situations, as determined by the approving official, temporary duty
(TDY) travel orders shall be issued in sufficient time prior to the departure on TDY so as to
permit the employee to make orderly arrangements for obtaining transportation requests and
authorized advance for travel expenses.

B. The TDY travel orders may authorize an advance of funds to the employee for travel and
transportation expenses not to exceed the maximum amount authorized by the JTR, provided
that such amount is not less than $50.

C. Local travel authorizations which approve the use of a privately owned vehicle (POV) by the
employee as being more advantageous to the Government or for the convenience of the
Government, shall be issued in advance.

SECTION 3. SCHEDULING TDY TRAVEL

To the maximum extent possible, travel shall be scheduled so that the employee shall perform travel during
his/her regularly scheduled work hours. Should this not be possible and the resultant travel meets the
criteria of 5 U.S.C. § 5542 (overtime rates; computation) or the Fair Labor Standards Act (as appropriate)
the employee shall be paid overtime. Employees will be paid overtime in accordance with applicable laws
and regulations. When the payment of overtime is precluded by governing laws and/or Government-wide
regulations, the approving official who orders such travel shall record the reasons therefore and upon
request of the employees shall furnish a copy of the statement to the employee.

SECTION 4. TEMPORARY DUTY ASSIGNMENTS

When the TDY assignment requires the employee to be away from his/her permanent duty station for more
than 30 days and the assignment does not require the employee to remain at the place of TDY on non-
workdays:

A. The approving official may direct, in the TDY orders, that the employee return to his/her
permanent duty station for the non-workdays provided that the cost to the Government for
round trip transportation and per diem or actual expense allowance is less than the per diem or
actual expense allowance that would have been payable had the employee remained at the
place of TDY and the employee’s availability for duty on the scheduled TDY workdays is
not affected adversely.
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B. The employee may voluntarily return to his/her permanent duty station provided that his/her
availability for duty on the scheduled TDY workdays is not affected adversely. In the
instances of voluntary return, the maximum reimbursement to the employee for the round trip
shall not exceed the per diem or actual expense allowance to which the employee would have
been entitled had he/she remained at the place of TDY.

C. Itis the intent of the parties to provide employees with a reasonable rest period upon return
from TDY. When an employee returning from TDY arrives between midnight and 0600 due
to circumstances beyond their control, the employer will consider granting excused absence to
provide for a reasonable rest period prior to returning to duty.

SECTION 5. MODES OF TRANSPORTATION

A. The approving official shall determine the mode of transportation which is most advantageous
to the Government. In selecting the particular method of transportation to be used, the
approving official shall consider the nature and duties of the employee requiring travel, the
total cost to the Government, the total distance of travel, the number of points to be visited,
and energy conservation.

B. If an approving official determines that an automobile is required for travel, a Government-
owned or leased automobile shall be used whenever it is reasonably available. The use of
POV may be authorized only if it is more advantageous to the Government or for the
convenience of the Government.

C. When an employee elects to travel by a method of transportation other than that officially
approved, reimbursement to the employee shall be limited to the cost on a constructive basis
that would have been incurred by the Government for the officially approved mode of
transportation or the actual cost incurred by the employee, whichever is the lesser.

SECTION 6. TRAVEL VOUCHERS

Upon completion of official travel, the employee shall promptly submit vouchers for reimbursement to the
appropriate office for processing. The employee shall be permitted to resolve any matters concerning
financial reimbursement during his/her regularly scheduled work hours without loss of pay or charge to
leave. The Employer will advise the employee of the appropriate office or point of contact who will
provide advice on the processing of the travel voucher and financial entitlements. In the event the
authorizing official is not available to act on a travel voucher within a reasonable amount of time, the
Employer will designate another official to review and act on the voucher.

SECTION 7. GOVERNMENT TRAVEL CREDIT CARD (GTCC)

A. The Travel and Transportation Reform Act of 1998, “TTRA” (Public Law 105-264) imposes the
requirement that official travel will be charged on the GTCC and that the Employer must have
certain procedures in place regarding travel. The GTCC is an Employer tool to be used in carrying
out official travel. It is a Government-issued card for official business only and is not a personal
credit card of the employee. Infrequent travelers (those who are not required to travel more than
twice per year) are exempt from using the GTCC. The Employer will publish information on its
web page that explains the purpose of the travel card, its proper uses and answers common
questions about using the card. It will also publish information for those who are exempt from
using the GTCC. Employees will not be required to use their personal credit cards or advance
their personal funds for Government business.

B. Any bargaining unit employee who has been issued a GTCC and is identified as an infrequent
traveler will be notified two weeks in advance before their travel card is deactivated provided the
card issuer gives DLA more than two weeks’ notice. In the event DLA does not receive two
weeks’ notice, the Employer will notify the employee within two workdays of receiving notice.
The preferred notification method will be by e-mail unless the cardholder does not have e-mail
access. In cases where the bargaining unit member does not have e-mail access, the cardholder
will be notified in writing that his/her card will be deactivated and the date of deactivation.
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Notification will include information on options available to infrequent travelers. Such
information will also be posted to the DLA Travel web page and available in hard copy upon
request.

Credit card debts will be paid by split disbursement with the Government forwarding the amount
indicated by the employee on the claim form directly to the vendor. At a minimum, the amount
forwarded to the vendor will include the cost of lodging, transportation and rental car expenses.
Any amount of reimbursement due in excess of that paid to the card issuer will be remitted to the
employee via electronic funds transfer. Employees will be responsible for paying all travel card
charges not covered by the Government’s remittance to the card issuer under the split
disbursement process, including any charges made by persons the employee allows to use the
card.

Employees who file timely travel claims upon completion of travel (defined by the Financial
Management Regulation Vol. 9, Chapter 8, Section 080501 to be within 5 working days of return
to the Permanent Duty Station) but fail to receive the allowable reimbursement in a timely manner
by the Employer (after 30 days of receipt of the travel claim) AND who incur late fees in such
cases from the card issuer will be authorized to submit a supplemental travel voucher to servicing
travel pay office for the reimbursement of the late fees assessed. Employees will also be entitled to
the appropriate amount of interest authorized by the Prompt Payment Act. This reimbursement
provision also applies when an employee cannot file a timely claim due to actions of the Employer
(e.g., delays in processing vouchers or issuing travel orders.)

In the event an employee’s account becomes 45 days delinquent, the Employer will contact the
employee upon receipt of the 45 day notice. Employees will be contacted by the Activity Program
Coordinator (APC) via email (when available) and advised that the employee should contact the
APC as soon as possible to discuss an urgent matter related to their travel card. When email is not
available, the Employer will advise the employee, via telephone or in writing, of the delinquency.
Written notices or emails will provide the name and phone number of the APC or other official the
employee should contact to discuss the matter.

Prior to an employee becoming subject to salary offset, the employee will be notified, in writing,
of his/her due process rights under the Debt Collection Act of 1982. The Employer will provide
such employees with the procedures used for salary offset and will respond to questions from the
employee regarding the process. In the event of an erroneous salary offset, the Employer will
provide assistance to the employee to resolve the matter, including speaking with and writing to
the servicing travel pay office on the employee’s behalf. For purposes of this paragraph, e-mail is
a suitable means of communicating in writing. The employee will be provided a copy of the
written communication.

Should the Employer decide to lower the amount of credit available to a travel cardholder, the
cardholder will be informed of the change 30 days in advance. Cardholders needing additional
amounts of credit for valid government travel will be advised to contact the APC or designee for
assistance in obtaining the increased amount of credit.

Employees will not be required to waive any legal rights under the Privacy Act or to disclose any
personal information to any third party vendor or contractor, or the vendor’s agents or attorneys
except as required by applicable law, rule, or regulation.

Employees may have a Union representative during conversations and meetings regarding
disputes involving the GTCC. These meetings may be in person or by teleconference.

Unresolved disputes may be addressed using the Negotiated Grievance Procedure.
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K. Should either party identify any procedural problem with the implementation of the Salary Offset
process, the parties agree to meet, discuss and, with the mutual agreement of both parties,
negotiate the problem issue.

SECTION 8. TRAVEL ORDERS FOR UNION REPRESENTATIVES.
Union representatives who are employees may travel for official representational and training functions in

situations where this MLA does not authorize payment of travel expenses. Payment of expenses for such
orders is the responsibility of the Union or the individual.
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ARTICLE 29
REASSIGNMENTS, DETAILS AND LOANS

SECTION 1. DEFINITIONS

A.

B.

A "reassignment" is defined as any change of an employee from one position to another without
demotion or promotion within the Agency.

A "detail" is the temporary assignment of an employee without change of Civil Service status or
pay to a different position, other than his/her official position, for a specified period of time, with
the employee returning to his/her regular duties at the end of the detail.

A “loan” is the short-term assignment (10 workdays or less) of an employee to another supervisor or
organization to meet temporary or limited work situations where the position has the same grade,
series and basic duties as his/her regularly assigned position. Loans are typically used in distribution
depots. Assignments for more than 10 workdays will be considered to be details.

SECTION 2. REASSIGNMENTS

A

The Employer has the right to select employees for reassignment. In exercising its right, the
Employer may ask for volunteers, post a vacancy announcement, direct a reassignment, or use
other means of identifying candidates. Should the Employer elect to solicit volunteers, the
Employer has the sole discretion to (1) determine the area(s) from which volunteers will be
sought, (2) determine the knowledge, skills, abilities and other characteristics required for the
position(s), and (3) assess the qualifications of the volunteers. In the event the Employer has
solicited volunteers and finds a tie-breaker is needed to select from among identically qualified
volunteers, see section 5.

When management determines it will fill vacancies by voluntary reassignment, the following
procedure will be used:

1. Employees shall be notified by electronic and/or paper postings.

2. The notifications will be posted for 5 workdays in order to permit interested employees to
respond and will include instructions on the application format. Options for application
include a resume or OF-612, or simply providing a written statement of interest.

3. Employees will apply using the format specified in the posting.

4. All qualified employees within the area of consideration defined in A(1) above who
submit a timely application will be considered.

5. Selections will be in accordance with paragraph A above.

6. Employees selected for reassignment will normally be released within 30 days.

7. No further modification of this procedure at the local level is authorized.

Reassignments will not be used as a reward or punishment

Normally, an employee will be advised, in writing, at least 15 calendar days prior to an Employer
directed reassignment. The Employer will concurrently notify the Union when an employee is
involuntarily reassigned outside the bargaining unit.

The Employer shall consider temporarily assigning an employee who is temporarily disabled from
performing the full range of duties of his/her position to duties, which the employee is qualified
and capable of performing. Placements of this nature will be temporary, generally not exceeding
90 days. After this period, action shall be taken to review or reassess the employee’s condition.
Dependent on the employee’s condition and qualifications, the Employer may return the employee
to his/her official position of record, extend the temporary assignment, assign the employee to a
position at the same or lower grade, or counsel the employee on disability retirement if the
employee is eligible. The Employer may initiate separation if reassignment or change to lower
grade is not possible because of disabilities and absence of vacancies for which the employee
meets qualification requirements. If such an employee submits a request for Disability Retirement,
the Employer will consider the option of carrying the employee in a sick, annual, or leave without
pay status, as appropriate.

The Employer will ensure that the needs of physically disabled employees are considered in
reassignment actions.
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G. The Employer will consider a request for reassignment, or not to be reassigned, based upon an
employee’s personal hardship. These reasons will be discussed with the employee before the
supervisor makes a final decision. Local Agreements will address review of hardship requests.

H. If a known likely RIF situation exists, employees will not be reassigned to positions that the
Employer knows will adversely or positively affect their RIF placement rights.

SECTION 3. DETAILS

A. Local Agreements will address procedures for effecting details.

B. Inaddition to helping meet mission needs, details are a way of broadening experience and
demonstrating ability to perform at a higher level. Employees with disabilities who are serving
under excepted appointments may be considered for details.

C. An official record shall be made by the Employer of any detail over 30 days. For any detail over
30 days, the Employer shall file a copy of the Request for Personnel Action, including a written
statement of duties and responsibilities, as a permanent part of the employee's Electronic Official
Personnel Folder (EOPF).

D. Upon request, an employee may have a detail of less than 30 days made a matter of record in
his/her EOPF.

E. Details will be used judiciously and will be terminated as soon as the Employer determines the
need for the detail no longer exists.

F.  When an employee is to be detailed to a higher graded position for more than 30 calendar days,
he/she shall be temporarily promoted and paid at the higher rate.

G. The Employer will not repeatedly detail an employee for thirty (30) calendar days or less solely to
avoid temporarily promoting employees performing higher graded duties.

H. Employees will be given as much advance notice as practicable when a detail which is expected to
last from one (1) day to one (1) workweek. Employees will normally be given at least seven
calendar days advance written notice of a detail which is expected to last from one work week up
to thirty (30) calendar days.

SECTION 4. LOANS

Procedures for effecting loans will be included in Local Agreements.

SECTION 5. SENIORITY TIE-BREAKERS

Seniority tie-breakers for bargaining unit employees will be determined using the following methods, if a
seniority tie-breaker is needed:

A. Service Comp Date
B. Month and day of the birthday (not year) using the Julian Date, in ascending order.



ARTICLE 30
REORGANIZATION

SECTION 1. DEFINITION OF REORGANIZATION

Reorganization is defined as the planned elimination, addition or redistribution of significant functions or
duties in an organization and/or organizational unit. Organizational Unit is defined in DLA as a formally

established entity under a Primary Level Field Activity or J/D-Code with an assigned group of employees
under a supervisor or manager performing a continuing function and workload, generally, but not always,
reflected by an official “organizational code” in the personnel and financial systems.

SECTION 2. PROCEDURES

When reorganization is the cause of a personnel action involving separation, furlough for more than 30
calendar days, change to lower grade, or reassignment involving displacement, reduction-in-force
procedures must be followed. When the Employer uses reduction-in-force procedures it must follow them
in all respects. Some situations which may require the use of reduction-in-force procedures are:
A. When a reclassification of an employee's position due to erosion of duties will take effect within
180 days after the activity has formally announced a reduction-in-force in the employee's
competitive area; and
B. When there is an assignment to an occupied position in a different competitive level which
involves bumping or retreating.

SECTION 3. NOTIFICATION OF REORGANIZATION

The Employer shall provide the appropriate Council 169 Local with not less than 30 calendar days’ notice
prior to effecting reassignment actions resulting from the reorganization in order to afford the Council 169
Local an opportunity to request negotiations concerning the impact and procedures for the implementation
of the reorganization. Notification will include the final organization structure (“wiring diagram”), the
numbers, job titles and grades of positions involved, and a DCPDS listing of current employees (as of the date
the list is generated) in the affected organizations. The listing will include names, pay plan, series, grade, title
and organization code. Subsequent to notification, the union will be advised if there are changes to the
proposed new organizations or positions, but minor changes will not necessitate a new 30 day notice period.
If a reorganization requires the application of adverse action, reduction-in-force, or transfer of function
procedures, the notice period specified in the appropriate Article shall apply.

SECTION 4. STABILITY OF POSITIONS PRIOR TO EFFECTING A REORGANIZATION

Because employees who are detailed or loaned are still assigned to their positions of record, such
assignments have no effect on retention standing or placement rights and may be processed at any time
during a reorganization. However, if the Employer determines that it will reassign employee[s] out of an
organization that will be directly affected by an announced reorganization, the Employer agrees to notify the
appropriate Union local prior to effecting the reassignment. In the event a reorganization leads to use of RIF
procedures, placement actions will be based upon an employee’s position and organization of record.

SECTION 5. SUCCESSOR POSITIONS

When a position in an organization is abolished as a result of a reorganization and an identical position is to be
established at the same grade within 30 days in a new organization within the activity, the incumbent of the
old position will be accorded priority consideration for assignment to the newly established position, unless
this would conflict with the assignment rights of another employee. The foregoing is subject to management’s
discretion to decide to fill the newly established position.

SECTION 6. SHIFT REALIGNMENT

Shift realignments following reorganizations are appropriate for Local Agreements.
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ARTICLE 31
REDUCTION-IN-FORCE

SECTION 1. DEFINITION

This Article shall be interpreted to conform with 5 CFR 351. A "reduction-in-force™ occurs when the
Employer releases an employee from his/her competitive level by separation, demotion, furlough for more
than 30 days, or reassignment requiring displacement because of lack of work or funds, reorganization,
change to lower grade based on reclassification of an employee's position due to erosion of duties when
such action will take place after the Agency has formally announced a reduction-in-force in the employee's
competitive area and when the reduction-in-force will take effect within 180 days, or when the need to
make a place for a person exercising reemployment rights requires the Employer to release the employee.
Reduction-in-force procedures do not apply to the return of an employee to his/her regular position
following a temporary promotion or to the release of a reemployed annuitant. Reductions-in-force do not
include the reclassification of a position resulting in a downgrade other than as provided in 5 CFR 351.

SECTION 2. STATEMENT OF PRINCIPLES

A. The Employer and Council 169 share a mutual interest in assisting employees who are adversely
affected by RIF.

B. The parties agree that placement efforts are a priority and are most effective when employees are
actively involved in those efforts.

C. The Employer will support employee job search efforts and will approve employee use of annual
leave for this purpose unless work requirements do not permit the employee’s release.

D. To the extent practicable, the Employer will provide job education and re-training programs such
as resume counseling, lectures, professional conferences, and workshops, etc., during duty hours.
The Employer will give consideration to reasonable amounts of duty time for resume preparation,
job interviews, etc. for employees who are adversely affected by RIF. The amounts of such time
and the procedures for using it are appropriately negotiated at the local level between the
organization conducting the RIF and the AFGE local(s) representing the employees.

E. When the Employer becomes aware of the necessity to conduct a reduction-in-force, it will
attempt to minimize the adverse effect on bargaining unit employees through appropriate means
such as reassignment, attrition, voluntary separation incentive payments (VSIP), early retirement
(VERA), use of vacant positions for placement, filling positions at the full performance level,
waiver or modification of qualification requirements, and positive placement efforts.

F. The Employer will contact and aid the appropriate state employment service concerning all
affected employees for job placement and re-training services.

SECTION 3. NOTIFICATION

The parties share the common purposes of minimizing adverse impact on bargaining unit employees
affected by any reduction-in-force, and of accommodating the administrative needs of the Employer.

A. Prior to announcing a RIF to employees, the Employer will notify the President of the appropriate
Council 169 Local(s) of any reduction-in-force in order to negotiate appropriate arrangements for
implementation of the specific reduction-in-force. The notice will be in writing and, when
practicable, provided at least 90 calendar days prior to the effective date of the RIF. The notice
will include the reason for the RIF, the types and estimated number of positions to be abolished,
and the proposed effective date.

B. Affected employees will be notified not less than 60 calendar days prior to the effective date. To
the extent practicable, RIF notices will be delivered in person.
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SECTION 4. DOCUMENTATION

Following notification of a reduction-in-force, the Employer shall furnish to the Council 169 Local(s), upon
request, any relevant and available documents or information concerning the reduction-in-force, subject to
any Privacy Act or other statutory limitations. The request for information must meet the requirements of 5
U.S.C. Section 7114(b)(4) and must demonstrate a particularized need for the information.

SECTION 5. EFFECTIVE DATE

The Employer shall provide a specific written notice to each employee affected by the reduction-in-force.
The notice shall state specifically what action is being taken, the effective date of the action, the employee's
total credit for retention, extra retention credit for performance, the competitive level, and competitive area.
It shall state why any lower standing employee is retained in his/her competitive level. An extra copy of
this notice will be given to the employee should s/he desire to have Union representation. The Council 169
Local(s) will be notified when the Employer retains an employee under a mandatory or permissive
temporary exception.

SECTION 6. OFFERS OF PLACEMENT

A. The Employer shall make a best offer of employment to each employee adversely affected by the
reduction-in-force consistent with 5 CFR 351. An offer, if made, shall be to a position with either
no reduction in grade or pay, or with the least reduction possible in consideration of positions
available, employee qualifications, and the retention standing of other competing employees.

B. Local Agreements may allow the Union to be present during the RIF assignment process, in order
to better represent affected employees and offer their insights to those making the assignments.
The Employer may require the Union observer(s) to step out of the room if necessary to preserve
its deliberative process.

SECTION 7. RESPONSE TO OFFER

Employees shall respond to an offer of employment in another position in writing within 10 calendar days
after receipt of a written offer. Failure to respond within the specified time period shall be considered a
rejection of the offer.

SECTION 8. COMPETITIVE LEVELS AND RETENTION REGISTERS

The Employer shall establish competitive levels and retention registers in accordance with applicable laws
and regulations. The Council 169 Local(s) will be provided a copy of the appropriate retention registers
(including name, pay plan, series, grade, title, subgroup and adjusted RIF service computation date) at the
time the RIF notices are issued. The Council 169 Local(s) will also receive any updates to the retention
registers. Such information will be safeguarded and used only for representational purposes. The affected
employee shall have the right to review competitive levels and retention registers as may be applicable to
the employee. All lists, records, and information pertaining to a reduction-in-force shall be maintained by
the appropriate DHRC Office for at least 1 year following the effective date of the RIF.

SECTION 9. SEPARATION

The Employer will make reasonable efforts to find employment in other Federal agencies within the
commuting area for employees who are identified for separation through reduction-in-force. Employees
for whom no positions are found may be counseled on the benefits to which they may be entitled, including
information concerning discontinued service retirement, where applicable. Reemployment lists as
prescribed by OPM shall be established for employees who cannot be retained. Local Agreements may
define the term “commuting area.”
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SECTION 10. WAIVER OF QUALIFICATIONS

In accordance with applicable regulations, when the Employer is unable to offer an assignment, the
Employer may waive qualifications of employees who will be separated due to reduction-in-force for
vacant positions which do not contain selective placement factors, provided the Employer determines the
employee is able to perform the work of the position without undue interruption and the employee meets
any OPM-established minimum education requirements. “Undue interruption” means a degree of
interruption that would prevent the completion of required work by the employee 90 days after the
employee has been placed in the position. At the time RIF notices are issued, the Employer will notify the
Council 169 Local(s) of decisions to waive qualifications.

SECTION 11. INFORMATION TO EMPLOYEES

The Employer shall provide information needed by employees to understand fully the reduction-in-force
and how and why they are affected. The Employer shall provide equitable treatment for all employees and
make every reasonable effort to retain status employees during a reduction-in-force.

SECTION 12. RETIREMENT

Prior to and during the reduction-in-force, all retirements will be strictly voluntary. There will be no
coercion, direct or indirect, intended to influence the employee's decision, but the Employer will freely
advise the employee of any prospective retirement rights.

SECTION 13. COMPETITIVE AREA

The competitive areas will be established in accordance with applicable laws, rules, and regulations.
Descriptions of competitive areas must be readily available and generally must be established 90 days
before the effective date of a RIF.

SECTION 14. DISPLACEMENT

The Employer will not fill a vacant bargaining unit position within the organizational unit in which the
reduction-in-force is taking place until it has considered all reasonable alternatives to reduce the adverse
effects on bargaining unit employees who are to be displaced as a result of the reduction-in-force. In
considering these alternatives, the Employer will review the possibility and feasibility of redesigning a
vacant position.

SECTION 15. RELOCATION

In connection with a RIF and where applicable, the Employer agrees to grant official time and pay
relocation expenses as provided by appropriate regulations.
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ARTICLE 32
TRANSFER OF FUNCTION

SECTION 1. DEFINITION

A "transfer of function" is defined as the transfer of the performance of a continuing function from one
competitive area and its addition to one or more other competitive areas, except when the function involved
is virtually identical to functions already being performed in the other competitive area(s) affected, or the
movement of the competitive area in which the function is performed to another commuting area.

SECTION 2. PROCEDURES

In transfers of function within DLA:

A. The Employer will provide notification to the appropriate Council 169 Local(s) not less than 60
calendar days prior to the effective date of any approved transfer of function. The Local(s) may waive
this notification period.

B. Transfers of function within commuting areas will require a minimum notice (not necessarily in
writing) of 14 calendar days.

C. Where employees are being relocated to a different commuting area, the losing Employer will:

1.

Provide the appropriate Council 169 Local(s) with the maximum notice possible but not less
than 60 calendar days notice prior to the effective date of any approved transfer of function in
order to negotiate the impact and procedures for the implementation of the transfer of
function.

Assist and counsel the affected employee(s) in seeking placement opportunities with other
Federal agencies elsewhere in the commuting area.

Counsel the employee(s) on individual rights relating to retirement and severance pay and
placement potential.

Give any employee(s) affected by a transfer of function outside the commuting area, causing
physical move, not less than 60 calendar days notice in writing of the transfer of function
which provides for at least 30 calendar days for the employee to respond as to whether he/she
is willing to accompany the function.

The Employer will provide affected employees with 30 calendar days to respond to a specific
job offer.

When the Employer becomes aware that a transfer of function may result in employees being
separated, it will attempt to minimize the adverse effect on bargaining unit employees through
appropriate means such as reassignment, voluntary separation incentive payments (VSIP),
early retirement (VERA), attrition, use of vacant positions for placement, filling positions at
the full performance level, waiver or modification of qualification requirements, and positive
placement efforts. The Employer will contact and aid the appropriate state employment
service concerning all affected employees for job placement and re-training services.

SECTION 3. DOCUMENTATION

Following notification of a transfer of function, the Employer shall furnish the Council 169 Local, upon
request, any relevant and available documentation or information concerning the transfer of function,
subject to any Privacy Act limitations.
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ARTICLE 33
CONTRACTING OUT AND OUTSOURCING

SECTION 1. GENERAL

For purposes of this Article, the term “Contracting Out” refers to decisions made by the Employer subject
to the A-76 process. The term “Outsource” as defined here applies when the Employer decides to use
contractor support to supplement its current workforce in addressing fluctuations in mission workload. It is
understood that the Employer retains the right to contract out work in accordance with 5 U.S.C.
7106(a)(2)(b). Contracting out is not subject to the negotiated grievance procedure.

SECTION 2. NOTIFICATION OF CONTRACTING OUT

A. The Employer will notify Council 169 Local officials at the time an A-76 competition is
announced to compete work that is presently being performed by members of the bargaining
unit. When it is known that more than one field activity will be involved in that work, the
Employer will notify the Council 169 Executive Board.

B. The Employer will notify Council 169 Local officials prior to announcing to employees a
decision in an A-76 competition involving work that is presently being performed by members
of the bargaining unit. When it is known that more than one field activity will be involved in
that decision, the Employer will notify the Council 169 Executive Board.

C. The Employer will provide to the Council 169 Local such information concerning the
contracting out study as requested by the Local so long as the information is not restricted by
law, rule, regulation or other directives and instructions.

D. Should the Employer establish a Most Efficient Organization (MEO) or Performance Work
Statement (PWS) team to implement the A-76 decision, the Council 169 Local may nominate
an observer to offer their insight into the process. If the meetings involve management
deliberations, the Union observer may be required to step out of the room to preserve the
deliberative process. The parties agree to safeguard information, including proprietary
information, consistent with applicable regulations.

SECTION 3. NEGOTIATIONS CONCERNING ADVERSE IMPACT OF CONTRACTING OUT

A. Upon award of a contract or implementation of a MEO that will adversely affect members of the
bargaining unit, the Employer will notify the affected DLA Council Local(s) and Council 169
Executive Board. The Council 169 Local may, within 15 calendar days, request negotiation with
the Employer in accordance with 5 U.S.C. 7106(b) (2) and (3). Should Reduction in Force
procedures be required, the Employer will follow the provisions negotiated in Article 31 to
attempt to minimize the adverse effects on bargaining unit employees.

B. The Employer and Council 169 recognize the “right of first refusal” required by Federal
Acquisition Regulation (FAR) 7.305(c).

SECTION 4. NOTIFICATION OF OUTSOURCING

The Employer will notify the Council 169 Local when it has decided to outsource. The Employer
recognizes its duty to satisfy its bargaining obligations should conditions of employment for bargaining
unit employees be affected by its decision to outsource. Upon request, the Employer will discuss the
outsourcing decision with the Council 169 Local and provide information, if available, and release of the
information is not restricted by law, rule or regulation. When it is known that more than one field activity
will be involved in the work to be outsourced, the Employer will notify the Council 169 Executive Board.
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ARTICLE 34
DISCIPLINARY AND ADVERSE ACTIONS

SECTION 1. GENERAL

A

A "disciplinary action" is defined as a written reprimand or a suspension for 14 calendar days or
less. Also included are oral admonishments although these are considered to be informal
disciplinary actions.

An "adverse action" is defined as a removal, a suspension for more than 14 calendar days, or a
reduction in grade and/or pay taken for cause.

For purposes of this Article, the term “adverse action” does not apply to the separation of an
employee serving a probationary or trial period under an initial appointment pursuant to 5 U.S.C.
7511(a)(1)(A), a suspension or removal taken in the interest of national security, an action taken
under reduction-in-force procedures, return to the grade formerly held by a supervisor or manager
who has not satisfactorily completed his/her supervisory/managerial probationary period, or the
reduction in grade or removal of employees based on unacceptable performance pursuant to 5
U.S.C. 4303.

Disciplinary or adverse actions will be taken only for just and sufficient cause and in accordance
with applicable laws and regulations.

Contingent upon the circumstances of the individual case and the need to investigate and collect
information, disciplinary and adverse actions will be initiated in a reasonable period of time
(generally 15 work days) after the supervisor becomes aware of the incident which is the basis for
the action. At such time as the Supervisor believes it is likely he/she will propose or effect a
formal disciplinary action, the Supervisor will advise the employee that the action is being
considered and the general basis of the action.

At any meeting initiated by the Agency between an employee and an Agency official which the
employee reasonably believes may result in an adverse or disciplinary action, a DLA Council
Local representative shall be given the opportunity to be present upon the employee's request in
accordance with Article 4 of this Master Agreement. If representation is requested, the meeting
will not be delayed beyond one business day (Monday through Friday) without mutual agreement
of the parties.

The Employer reserves the right to cancel the investigatory interview once the employee has
requested Union representation. A decision by management to cancel an interview on this basis
need not be justified in any way, and the Employer may proceed with its investigation and/or
disciplinary action on the basis of information from other sources. The inquiry shall be conducted
in such a manner as to avoid personal embarrassment to the affected employee.

In exercising its right to discipline employees, for suspensions and adverse actions the Employer
will consider the relevant Douglas Factors in accordance with the DLA-I 7106, Maintaining
Discipline.

In considering the penalty for disciplinary and adverse actions, the Agency may take into account
those disciplinary and adverse actions taken within 5 years prior to the effective date of the
proposed current action.

SECTION 2. PROCEDURES FOR ORAL ADMONISHMENTS

Being the least disciplinary measure, oral admonishments will normally be a matter between the employee
and his/her supervisor. Within a reasonable time after discovering an infraction believed to warrant an
admonishment, the supervisor will discuss the matter and any necessary corrective action with the
employee. The incident and necessary correction will be documented by the supervisor; the employee will
be so advised and, upon request, provided a copy of the dated documentation. Information concerning oral
admonishments will not be retained more than 12 months.
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SECTION 3. PROCEDURES FOR REPRIMANDS AND SUSPENSIONS OF 14 CALENDAR DAYS
OR LESS

A. When the Agency proposes to reprimand or suspend an employee for 14 calendar days or less, the
following procedures will apply:

1. The Agency will give the employee at least 7 calendar days written notice of the
proposed action.

2. Notices will state the nature and specific reason(s) for the proposed action.

3. The Agency will give the employee at least 7 calendar days to respond orally and/or in
writing and to furnish materials to support the reply.

4. Notices will inform the employee of his/her right to contact a member of the servicing

DHRS Office staff regarding the process.

Notices will inform the employee of his/her right to representation.

6. Notices will inform the employee that any request for extension of time to reply must be
submitted in writing prior to the expiration of the time period that he/she was given to
reply.

7. The Employer will provide the employee copies of documentation used to support the
action. Any material/evidence that is not disclosed to the employee may not be used in
support of an action against the employee.

B. After the time for the employee's reply has elapsed, the Agency will issue a written final decision
to the employee. The decision notice will:

1. Indicate whether the proposed action will be effected, modified, withdrawn, or held in
abeyance. In no case will the action taken be more severe than that proposed in the
advance notice.

2. State the findings with respect to each reason(s) stated in the notice of proposed action.

3. Inform the employee of his/her grievance rights in accordance with Section 6 of this
Article.

C. A Letter of reprimand will be placed in the employee's Official Personnel Folder for not more than
12 months unless the employee receives another disciplinary or adverse action for a similar or
related offense within the 12 month period. If this occurs it will serve to extend the retention of the
former reprimand(s) for another 12 months. In no case, however, will a reprimand remain in an
employee's Official Personnel Folder for more than 24 months.

o

SECTION 4. PROCEDURES FOR REMOVAL, SUSPENSION FOR MORE THAN 14 CALENDAR
DAYS, AND REDUCTION IN GRADE AND OR PAY

A. All of the procedural requirements in Section 3 A and B apply except that the advance period will
be not less than 30 calendar days, and the employee will be given at least 20 calendar days to
respond orally and/or in writing and furnish materials in support of the reply to the proposed
action. The response may include written statements of persons having relevant information and/or
other supportive documents.

B. The 30 calendar day advance written notice period is not required for a removal or an indefinite
suspension when there is a reasonable cause to believe the employee has committed a crime for
which a sentence of imprisonment may be imposed. In such cases, the advance notice period will
be not less than 10 calendar days and the reply period will be not less than 7 calendar days. When
circumstances require, the employee may be placed in a non-duty status with pay not to exceed 10
calendar days during the notice period. Such actions under this provision are taken pursuant to 5
U.S.C. 7513(b).

SECTION 5. LETTERS OF WARNING AND INSTRUCTION

A. A letter of warning and instruction is not a disciplinary action, but may be used to clarify a
procedure, issue specific instruction, or impose certain requirements in an attempt to correct a
deficiency in performance or conduct before a disciplinary action becomes necessary.

B. When the Agency issues such a letter, it will fully explain what is required of the employee to
correct the noted deficiency. The letter will not be placed in the Official Personnel Folder and the
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employee will be so notified. Information concerning the letter of warning shall not be retained
more than 12 months. At any time after the issuance of the letter, the employee's conduct and/or
performance will be reviewed to determine whether there has been sufficient improvement to
warrant destruction of the letter.

C. Letters will advise the recipient that s/he may contact a union representative.

SECTION 6. GRIEVANCE/APPEAL RIGHTS

A. Anemployee who is dissatisfied with the Agency's decision to effect an adverse action may elect
to either appeal the decision in accordance with 5 U.S.C. 7701 or 7702 as applicable, or grieve the
decision in accordance with the negotiated grievance procedure (Article 36) but not both.

B. Anemployee who is dissatisfied with the Agency's decision to effect a disciplinary action may
elect to grieve the decision in accordance with the negotiated grievance procedure (Article 36).

SECTION 7. LETTERS OF DISCIPLINE

The Employer may elect to use Letters of Discipline in lieu of the disciplinary actions described in Section
3. When used, Letters of Discipline will substitute for a traditional disciplinary action at the decision step.
Letters of Discipline are grievable.

SECTION 8. ACTIONS BASED UPON SECURITY CLEARANCE INVESTIGATIONS

Security clearance investigations are conducted to determine eligibility for security clearances and not as a
form of reprisal. Employees affected by security clearance decisions will be provided a written description
of their due process rights.

If an employee is indefinitely suspended due to the loss of a security clearance, they may request to exhaust
their accrued annual leave prior to the effective date of the indefinite suspension. This provision does not
apply to those employees who lose their security clearance due to the reasonable belief the employee has
committed a crime for which a sentence of imprisonment may be imposed or when the loss of a security
clearance is related to a national security issue.

SECTION 9. ALTERNATIVE DISCIPLINE

The Parties recognize that Alternative Discipline may be an effective tool to correct or improve employee
behavior. The use of alternative discipline is at the discretion of management and the decision to use or not
use alternative discipline may not be grieved. Information on and examples of alternative discipline can be
found at www.mspb.gov/studies and www.opm.gov/er/adrguide/Sectionl-a.asp.

One example of alternative discipline is a last chance agreement (LCA). Management has the discretion to
offer or rescind an offer of a last chance agreement. At the request of the employee, the union will be given
an opportunity to review last chance agreements prior to the employee signing the agreement.

If a last chance agreement affects conditions of employment for bargaining unit employees other than the
affected employee, the language of a proposed LCA that affects conditions of employment for bargaining
unit employees will be provided to the Local President or designee prior to effecting the LCA. Such
changes may be subject to bargaining in accordance with the provisions of Article 5.
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ARTICLE 35
DRUG TESTING PROGRAM

SECTION 1. GENERAL

This Article provides for application of the Employer’s drug testing program as it relates to bargaining unit
employees. The parties agree that illegal use or possession of drugs by employees, on or off duty, is
inconsistent with accomplishing the Employer's mission. Accordingly, the Employer, pursuant to
Executive Order 12564, has established a Drug Free Workplace Program (DFWP) in furtherance of its
national defense mission.

A. If an employee believes his or her position has been wrongly designated as a testing designated
position, the employee may grieve the designation under the negotiated grievance procedure.
Such grievances are limited to the determination as to whether the Employer followed the criteria
established in its policy, not the content of the policy itself.

B. Employees are required to refrain from the illegal use or possession of drugs, on or off duty, as a
condition of continued employment and may not use illegal drug abuse or addiction as an excuse
for misconduct or less than fully satisfactory work performance. Employees are required to
comply with the Employer’s DFWP and refusal to do so will subject the employee to disciplinary
action.

C. The employee's cooperation of availing him or herself of assistance will be considered by the
Employer when proposing or effecting disciplinary or adverse action, related to conduct or
performance of the employee.

SECTION 2. TESTING PROGRAM

The goal of the DFWP is deterrence of illegal drug use through a carefully controlled and monitored
program of drug testing. The parties share an interest in ensuring that only those employees who occupy
properly identified Testing Designated Positions (TDPs) be subject to random testing and that only those
employees selected for properly identified TDPs be subject to pre-employment drug testing.

A. Testing Designated Position (TDP) means a position that has been designated by the Director,

DLA, as subject to random drug testing.

1. Anemployee occupying a TDP will receive written notice that his or her position has been
determined to meet the criteria and justification for random drug testing at least 30 days
before the individual is subject to unannounced random testing. The notice will include the
reason for inclusion, the appeal procedure for requesting review of the designation and the
name of a point of contact for questions regarding the decision. In addition, the notice will
include a statement that the employee is entitled to Union representation if they choose to
appeal their designation.

2. Bargaining unit employees selected for random testing will be selected on the basis of neutral
criteria.

3. Anemployee may appeal the testing designation of his/her position within 30 days following
receipt of the written notice, and within 30 days of any material change in the duties of the
position. If new information becomes available, an employee may appeal the TDP designation
within 30 days of becoming aware of the new information.

B. Types of drug testing are:

1. Random Testing of bargaining unit employees in TDPs and other bargaining unit personnel
who volunteer for such tests.

2. Reasonable Suspicion Testing. Although such testing does not require certainty, mere
hunches are not sufficient to meet this standard. Further information regarding the levels of
approval required for reasonable suspicion testing are included in the Employer’s Drug Free
Workplace policy. Reasonable suspicion testing may be based upon, among other things,

a) Observable phenomena, such as direct observation of drug use or possession
and/or the physical symptoms of being under the influence of a drug;
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b) A pattern of abnormal conduct or erratic behavior;

c) Arrest or conviction for a drug-related offense, or the identification of an employee
as the focus of a criminal investigation into illegal drug possession, use or
trafficking;

d) Information provided by reliable and credible sources or independently
corroborated, or;

e) Newly discovered evidence that the employee has tampered with a previous drug
test.

3. Applicant Testing for appointments made by the Employer (including reassignments, transfer,
or detail for more than 120 days) to positions with TDP designation. Applicant testing is not
required for employees who currently occupy a TDP within the Agency and have satisfied the
requirements for entry into their current TDP.

4. Follow-up Testing is required as part of the rehabilitation or counseling program under the
EAP.

5. Accident Testing. Such testing may be required when an employee is involved in a Class A,
B, or C mishap. Mishap categories are periodically updated by DoD to adjust dollar values.
At the time of this MLA, DoD Instruction 6055.7 defines mishaps as follows:

a) Class A Mishap. The resulting total cost of damage to Government and other
property in the amount of $1,000,000 or more; a DoD aircraft is destroyed; or an
injury and/or occupational illness results in a fatality or permanent total disability.

b) Class B Mishap. The resulting total cost of damage is $200,000 or more, but less
than $1,000,000. An injury and/or occupational illness results in permanent partial
disability; or when three or more personnel are hospitalized for inpatient care
(which, for accident reporting purposes only, does not include just observation
and/or diagnostic care) as a result of a single accident.

c) Class C Mishap. The resulting total cost of property damage is $20,000 or more,
but less than $200,000; a nonfatal injury that causes any loss of time from work
beyond the day shift or shift on which it occurred; or a nonfatal illness or disability
that causes loss of time from work or disability at any time (lost time case.)

C. All employees required to take a drug test at the direction of the Employer will be in a duty status.
If the test extends beyond the regular shift, the employee will receive overtime or compensatory
time, or be released.

D. When an employee is selected for random testing and is unable to, or chooses not to, transport
himself/herself (for example, due to being in a car pool) to the collection facility, the Employer
will make transportation arrangements to and from the facility. In cases of reasonable suspicion,
accident or unsafe practice, or follow-up testing, the Employer will arrange for transportation of
the Employee to and from the collection site.

E. When the employee drives to and from the collection site, local mileage for travel to and from the
collection site will be paid in accordance with the provisions of the Joint Travel Regulations.

F. Pre-employment testing for Reduction in Force (RIF). An employee whose RIF placement rights
result in placement in a TDP is subject to pre-employment testing. In the event the employee
believes he/she is not medically qualified for the position, the employee will be allowed five
calendar days from the date the position is formally offered to submit medical documentation to
prove the medical disqualification. The requirement to submit to testing will be delayed until the
employee has provided the information or five days have elapsed, whichever occurs first. For the
purposes of the RIF at hand, an employee providing acceptable medical documentation will be
considered medically disqualified. The employee is not entitled to recant at a later date and
demand placement in the position. Such delays will not be permitted if the delay will result in
another employee being adversely affected by the RIF.

SECTION 3. RANDOM SELECTION FOR TESTING
A. The Employer agrees that, except for volunteers, only those employees in TDPs will be subject to
random selection for drug testing. A bargaining unit employee who does not occupy a TDP may

volunteer to be included in the random testing program by informing the Employer in writing of
his or her desire to be included in the pool of TDPs subject to random testing. Employees
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volunteering to be included in the TDP pool will be subject to the same conditions and procedures
for random testing as persons occupying TDPs and may withdraw from participation at any time.
B. A bargaining unit employee selected for random drug testing may obtain a deferral of testing if the

employee’s first-line supervisor and second-line supervisor concur that a compelling need
necessitates a deferral on the grounds that the employee is:

1. Inaleave status (sick, annual, administrative, or Leave Without Pay)

2. Inofficial travel status (TDY) or is about to embark on travel that was scheduled prior to

testing notification.

SECTION 4. SPECIFIC NOTIFICATION OF TEST

Employees selected for drug testing will be specifically informed of any impending test and informed in
writing of each of the following:

A. The reasons for ordering the drug testing and how the employee was selected for the test (e.g.,
random, reasonable suspicion, investigation or an accident, etc.).

B. The consequences of a positive result and the consequences of a refusal to cooperate, including
possible adverse action(s).

C. The notice will advise the employee of his/her right to Union representation during the collection
process.

SECTION 5. METHODS AND PROCEDURES FOR TESTING

The Employer agrees that methods and equipment used to test for illegal drug usage will conform to
Department of Health and Human Services mandatory guidelines.

SECTION 6. COLLECTION PROCEDURES

A. Upon direction by management, designated employees will report to the designated location to be
tested.

B. Collection procedures will provide for employee privacy and dignity. Unless direct observation
collection is authorized, employees subject to testing will be permitted to provide a urine specimen
in a rest room stall or similar enclosure so that the employee is not observed while providing the
sample.

C. All samples collected will be subject to a strict chain of custody in order to maintain the integrity
of the samples and results.

D. Union representatives requested by employees are to function as observers and may not interfere
with the collection.

SECTION 7. SAFE HARBOR

The Employer agrees to provide an opportunity for assistance to those employees who voluntarily seek
treatment for illegal drug use and successfully complete a prescribed treatment program. "Safe Harbor"
insulates the employee from discipline only for admitted acts of using illegal drugs when the Employer was
unaware of such use. However, an employee may be disciplined for other misconduct.

SECTION 8. ADMINISTRATIVE ACTION

Any employee who is determined to be an illegal user of drugs and who occupies a sensitive position must
be removed from that position through appropriate personnel action. The employee may be returned to
duty in a sensitive position after successfully completing a prescribed treatment program if, in the sole
discretion of the Director of DLA or designee, he or she determines that returning the employee to duty in
the sensitive position would not endanger public health, safety or national security.
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SECTION 9. EMPLOYEE ASSISTANCE PROGRAM REFERRAL

A.

B.

Employees who receive a first confirmed positive test result, or who voluntarily admit illegal drug
use under Section 7, will be referred to the EAP.

When it appears EAP referral is appropriate, the Union will encourage the employee to respond
positively to the referral.

SECTION 10. CONFIDENTIALITY AND SAFEGUARDING OF INFORMATION

A

B.

Records, files, and information pertaining to employee drug tests and test results will be handled
confidentially and maintained in a secure manner.

Information will be released only to those officials of the Employer that have a need to know, and
are authorized by applicable law, rule or regulation to receive such information.

Regardless of the test results, any employee who is the subject of a drug test will, upon written
request to the Drug Program Coordinator, have access to any records relating to his or her drug
test.

The Employer will take necessary actions to protect the confidentiality of employee drug test
records, which may include appropriate disciplinary action when such information is disclosed
improperly.

SECTION 11. UNION REPRESENTATION

A

A grievance concerning an alleged impropriety in the drug testing process will be handled by the
parties in the same manner as any other grievance. The parties will cooperate in attempts to
resolve any dispute according to the negotiated grievance procedure.

Upon request, the employee will be provided information concerning the drug testing process and
the chain of custody.

Employees may have Union representation upon notification of the random drug test to ask
questions related to the test, as an observer during the collection process, in discussions with the
Medical Review Officer, and in discussions with supervisors concerning the test results. The
employee’s request for a union representative will be honored, but will not add to the mandatory
time (two hours) within which to report to the collection site.

SECTION 12. DISCLOSURE OF INFORMATION TO COUNCIL 169

A.

The Employer agrees to provide Council 169 an annual report that documents statistical
information regarding the Drug Testing Program. The report will include the total number of
bargaining unit employees tested, the total number of bargaining unit employees who tested
positive, total number and types of disciplinary actions taken. The Employer also agrees to
provide Council 169 an annual list of all bargaining unit positions designated as TDP and the
reason for such designation. Following receipt of such information, Council 169 may submit
documentation to the Director, DLA, requesting a review of positions designated as TDP. The
documentation will include the specific rationale for disputing the TDP designation.

Either party may include discussion of issues regarding the Drug-Free Workplace Program as it
relates to bargaining unit personnel as an agenda item for the quarterly labor/management
meetings.
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ARTICLE 36
GRIEVANCE PROCEDURES

SECTION 1. GENERAL

The purpose of this Article is to provide a mutually acceptable method for prompt and equitable settlement
of grievances between the parties to this Agreement. For purposes of this Article, employees filing a
grievance will not be subject to reprisal or retaliation in accordance with 5 U.S.C 2301.

SECTION 2. ALTERNATIVE DISPUTE RESOLUTION

The parties agree to encourage managers, union representatives and employees to consider Alternative
Dispute Resolution (ADR) as a means of resolving disputes. ADR is the preferred means as it is a positive
means of resolving conflict without resorting to adversarial approaches. See Article 48.

SECTION 3. COVERAGE AND SCOPE

A. This Article shall constitute the sole and exclusive procedure available to the Employer, the Union

and employees of the bargaining unit for the resolution of grievances applicable to any matter
involving the interpretation, application, or violation of this agreement, Local Agreements, or
matters involving the interpretation and implementation of laws, policies, regulations and practices
of the Employer not specifically covered by this Agreement.

Employee(s) Grievance. A grievance by a bargaining unit employee(s) is a request for personal
relief in any matter of concern or dissatisfaction to the employee or group of employees
concerning the interpretation, application and/or violation of this Agreement or the Local
Agreements under which the employee(s) is covered, or the interpretation or application of any
law, rule or regulation with respect to personnel policies, practices and any other matters affecting
conditions of employment. Grievances involving employees in more than one local must be
submitted and processed individually at each location. Such grievances may not be joined.

Council 169 Local or Local Employer Grievance. A grievance by a Council 169 Local or local
Employer organization is a request for relief over the local interpretation or application of this
Agreement or its Local Agreements covering the two parties, or the local interpretation or
application of Employer regulations covering personnel policies and practices and other matters
affecting conditions of employment. Grievances involving more than one local must be submitted
and processed individually at each location. Such grievances may not be joined.

Executive Board of Council 169 or DLA Headquarters Grievance. A grievance by the Executive
Board of Council 169 or DLA Headquarters officials is a request for relief covering disputes
between the parties over actions taken or alleged failure to take appropriate action which involves
the interpretation and application of this Master Agreement, or an Executive Board of the Council
169 or DLA Headquarters interpretation or application of any rule or regulation covering
personnel policies and practices and other matters affecting employment.

SECTION 4. MATTERS EXCLUDED

Excluded from these procedures are:

A

COow

Any claimed violation of Subchapter 111 of Chapter 73 of Title 5, U. S. C. (relating to prohibited
political activities).

Retirement, life insurance or health insurance.

A suspension or removal under Section 7532 of Title 5 U.S.C. (related to national security).
Any examination, certification or appointment.
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E. The classification of any position which does not result in the reduction in grade or pay of an
employee.

F. Mere non-selection for promotion from a group of properly ranked or certified candidates. This
does not apply to the right to grieve over improper procedures used during the selection process.

G. Termination of temporary promotion.

H. Termination while serving under a time limited appointment.

. Non-adoption of a suggestion.

J. Preliminary notice of a proposed action which, if effected, would be covered by this Article or
excluded by A through E above.

K. Disapproval of honorary or discretionary awards.

L. The reassignment or demotion of an employee to a non-supervisory position during the
probationary period served by new supervisors.

M. Separation of probationary employees during their probationary period.

N. Reduction in Force.

O. Matters beyond the control of the Employer.

SECTION 5. APPEAL OR GRIEVANCE OPTION

An employee alleging discrimination or affected by a removal or reduction in grade based on unacceptable
performance, or an adverse action, may at his/her option raise the matter under the appropriate statutory
appellate procedure or under the provisions of this Article, but not both. For the purposes of this Section
and pursuant to 5 U.S.C. 7121(d) and (e) (1), an employee shall be deemed to have exercised his/her option
under this Section at such time as the employee timely files a notice of appeal under the applicable
appellate procedure or timely files a grievance in writing in accordance with the provisions of this Article,
whichever event occurs first.

SECTION 6. EXCLUSIVE PROCEDURE

A. With the exception of Merit Promotion grievances under Article 13, this is the exclusive procedure
available to bargaining unit employees for the resolution of grievances.

B. Council 169 or its local affiliates have the right to act in its behalf or on the behalf of any
employee(s) to present and process grievances.

SECTION 7. REPRESENTATION

A. Anemployee who files a grievance under this procedure may be represented only by an individual
designated by the Council 169 Local. The provisions of Article 1, Section 3 apply as appropriate.

B. Anemployee or group of employee(s) may present a grievance under this procedure without
representation as long as the resolution is not inconsistent with the terms of this Agreement and
providing that a Council 169 Local representative is given an opportunity to be present at the
grievance proceeding.

C. A Council 169 Local representative will be on official time when performing representational
functions under this Article during normal duty hours. In the interest of expeditious and
economical processing of grievances, the Council 169 Local will designate a representative from
within the employee’s geographic area. When it is not possible to designate a representative from
the employee’s geographic area and the grievance involves a suspension of 30 days or more, a
demotion or a removal for cause, the Agency will pay for a reasonable amount of travel and per
diem, as applicable, for the Council 169 Local representative for representational functions
associated with the formal step of the grievance procedure specified in Section 8 of this Article.
Authorization for such payment will be subject to the Official Travel provisions of this
Agreement. In no case will the Employer grant official time or bear the costs of travel and per
diem for such representational functions for a representative who is not an employee of DLA,
unless mutually agreed otherwise.



SECTION 8. GRIEVANCE PROCEDURE

This section describes procedures for grievances submitted by the parties described in Section 2 B, C and D
above. Timeframes may be extended by mutual agreement.

A. The procedure for an employee grievance is based on the issue being grieved.

All formal disciplinary actions, to include letters of reprimand, suspensions, demotions, removals
and unsatisfactory performance ratings, may be grieved within 10 work days from the date of the
decision notice or the date the performance rating was presented. Grievances are submitted to the
field activity Commander or Director, or the Headquarters J-Code Director or equivalent that may
designate a representative to address the issue. When the supervisor, union representative and/or
grievant are not in the same geographic location and the grievance concerns a removal, demotion,
or suspension of 30 days or more, travel and per diem will be authorized if the employee requests
a face-to-face meeting and the management representative elects not to travel to the grievant.

B. All grievances related to formal disciplinary actions (as noted above) must be submitted as a
formal grievance.

C. Informal Grievance Process:

1.

It is the intent of the parties to resolve grievances at the lowest possible level and that
grievances follow the reporting chain of the employee. The intent to follow the reporting
chain does not preclude a Commander/Director/J-Code Director or equivalent from
designating an official outside the chain of command as his/her representative to address
the issue.

a) The grievance may be taken up orally or in writing by the grievant(s) and the
Council 169 Local representative with the immediate supervisor. The informal
grievance must be initiated within 20 work days from the date the grievant(s)
became aware of the act or occurrence that gave rise to the grievance. The first
level supervisor will advise the employee and representative if s/he does not
have authority to grant the requested relief and within 5 workdays will refer the
grievance to the management official who has the authority to address the
grievance. The management official hearing the informal grievance will
provide a written or oral response within 5 workdays after presentation of the
grievance. Informal grievances that are submitted in writing will be responded
to in writing. The parties at the local level may develop a form for the
submission of grievances.

b) If the matter is not satisfactorily resolved in the informal grievance, the grievant
may, within 10 workdays, submit the complaint in writing through the formal
grievance process.

D. Formal Grievance:

1.

Formal grievances are submitted to the Commander/Director or Headquarters J-Code
Director or equivalent in the employee’s chain of command. The official receiving the
grievance or his/her designated representative will meet to discuss the grievance within 10
workdays of receipt of the formal grievance. Such meetings may be conducted via
telephone or VTC when the supervisors, union representative and/or grievant are not in the
same location. Within 10 workdays after presentation of the grievance, the
Commander/Director/J-Code Director equivalent, or designee will issue a written decision
to the grievant and the Council 169 Local representative. The decision will contain specific
rationale and constitutes the final agency decision. Suspensions, demotions, removals,
and unsatisfactory performance ratings will not be effected, and letters of reprimand will
not be placed in the eOPF until a final Agency decision on the grievance is made.
Formal grievances must be signed by the grievant(s) and must include the following data:
a) The aggrieved employee(s)' name, position title, grade, and organization.
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E.

b) A description of the basis for the grievance including, where appropriate, facts
such as times, dates, names, and similar pertinent data and the article of the
MLA or the local agreement, if applicable.

c) A brief statement of the step(s) taken to informally resolve the grievance.

d) The personal remedy (corrective, not punitive action) that is being sought.

e) A statement that discrimination based on race, color, religion, age, sex, or
national origin is or is not an issue in the grievance.

f) Identification of the employee’s representative.

Grievances filed by the Employer shall be submitted to the Council 169 Local President.
Grievances submitted by the Council 169 Local (Union grievances) shall be submitted to the
Commander/Director/J-Code Director or equivalent. Such grievances must be submitted in writing
within 20 work days from the date the grieving party became aware of the act or occurrence that
gave rise to the grievance. The grievance will include a description of the basis for the grievance
including, where appropriate, facts such as times, dates, names, and similar pertinent data, and the
specific requested relief. The parties will meet within 10 work days to discuss the matter. The
party receiving the grievance will provide a written response within 10 work days following the
meeting.

If the Local Organization or the Council 169 Local Representative is not satisfied with the
decision on the grievance, either party may request that the grievance be advanced to arbitration in
accordance with Article 37 of this Master Labor Agreement. Such request must be made within 20
workdays after receipt of the decision.

Grievances over the interpretation and/or application of the Master Labor Agreement which are
resolved through local grievance or arbitration procedures shall not be construed as establishing
controlling precedent over that portion of the Master Labor Agreement which was at issue and
shall be binding only on the Council 169 Local and the local organization involved.

SECTION 9. DISPUTES BETWEEN THE EXECUTIVE BOARD OF AFGE COUNCIL 169 AND DLA
HEADQUARTERS

A. This procedure covers disputes over actions taken (or alleged failure to take appropriate actions)

C.

by the Executive Board of AFGE Council 169 or DLA Headquarters officials which involve the
interpretation and application of this Master Labor Agreement. When the Executive Board files a
grievance which raises the same issue filed by a Local or an employee, the local or employee
grievance(s) will be subsumed by the grievance submitted by the Executive Board of AFGE
Council 169. No further processing of local grievances will occur once the grievance has been
subsumed into the Council 169 grievance. The same restriction applies to grievances submitted by
a Field Activity when the Agency files a grievance on the same issue.

Council 169 and the Employer agree to exert every effort to resolve matters raised under this
procedure informally and in as expeditious a manner as possible. To facilitate informal resolution:

1. Council 169 or the Employer shall fully inform the other party of the matter of concern at
the earliest opportunity.

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

If the matter is not resolved informally:

1. The Council 169 President/Director, DLA (or designee), whichever is the grieving party,
shall communicate in writing to the other party, stating the precise nature of the
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grievance, a description of the full background and/or circumstances leading to the
grievance, applicable records and/or supporting documents, a specific citation of the
portion(s) of the Master Labor Agreement which is applicable to the grievance along with
a statement explaining why or in what manner it is felt that the particular portion(s) is
being misinterpreted or misapplied, the specific relief or adjustment requested, and a
description of efforts taken to resolve the matter informally along with a statement
explaining why offered informal resolutions, if any, were not considered satisfactory.

2. The Council 169 President/Director, DLA (or his designee), whichever is the responding
party, shall prepare a final written response to the written grievance within 15 working
days following receipt of the grievance.

3. The grieving party will notify the respondent of its acceptance of the final written
response or its intent to advance the matter to arbitration in accordance with Article 37 of
this Master Labor Agreement within 20 workdays following receipt of the response.

SECTION 10. FAILURE TO MEET TIME REQUIREMENTS

Time limits at any step of the grievance procedure may be extended by the mutual consent of the parties.
Failure on the part of the Employer to meet any of the prescribed time limits of this procedure without
mutual consent will serve to permit the grievant or the union to immediately escalate the grievance to the
next step of the process.

SECTION 11. WITNESSES

In the event either party needs a witness or witnesses during a grievance meeting, DLA employee(s) who
are called by the parties shall be in a duty status if otherwise in a duty status. The Employer will not
prevent reasonable access to witnesses in advance of grievance meetings. Witness testimony may be
provided via telephone, sworn statement, declaration, or video teleconference. In the event the parties
agree that in-person testimony is required of a witness who is not local, such witnesses who are DLA
employees will be issued travel orders and paid travel and per diem expenses in accordance with
appropriate regulations.

SECTION 12. RECORDS AND DOCUMENTATION

The Employer shall, upon request, furnish the grievant(s) and the Union with pertinent records, regarding a
grievance under this Article, subject to limitations of applicable laws and regulations. Upon receipt by the
Employer of a timely, written request for information under this Section, the time limits for processing at
any step are held in abeyance pending management’s written response to the request.
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ARTICLE 37
ARBITRATION

SECTION 1. GENERAL

This Article establishes procedures for the arbitration of disputes between the DLA Council and the
Employer which are not satisfactorily resolved by the negotiated grievance procedure contained in Articles
13 and 36 of this Master Labor Agreement.

SECTION 2. SELECTION OF ARBITRATOR

A

If the DLA Council and the Agency fail to settle any grievance processed under Article 36 of this
Agreement, either party may, within the time limits specified in the negotiated grievance
procedure, notify the other in writing of its intention to submit the matter to arbitration. Within 5
working days from receipt of the request for arbitration, the parties shall jointly request the Federal
Mediation and Conciliation Service (FMCS) to provide a list of five impartial persons qualified to
act as arbitrators. The request to FMCS will include a brief statement of the issue(s) in dispute. If
the parties cannot mutually agree on the statement to be provided, each party may submit a
separate statement.

Within 5 working days from receipt of the list, the parties will confer, as appropriate, to choose an
arbitrator. If they cannot mutually agree on one name from the list, the parties will alternately
strike one name from the list until only one name remains. The remaining name on the list shall be
the duly selected arbitrator. The FMCS shall be immediately notified of the selection.

The FMCS shall be empowered to make a direct designation of an arbitrator to hear the case in the
event: (1) either party refused to participate in the selection of an arbitrator, and/or (2) upon
inaction or unreasonable delay on the part of either party.

SECTION 3. ARBITRATION PROCEEDINGS

Once an arbitration hearing has been scheduled, there shall be no postponement or rescheduling of
the hearing except by the written mutual agreement of the parties.

By mutual consent, arbitration may be conducted as oral proceedings with no verbatim transcript
and no filing of briefs. In the event only one of the parties desires a transcript of the proceedings,
that party shall be responsible for making arrangements for and the full cost of the transcript. If the
other party later wishes a copy of the transcript, that party shall pay for half of the combined cost
of the original transcript and the second copy.

At least 10 working days before the opening of the arbitration hearing, the parties shall exchange
lists of witnesses whom they expect to have testify along with a listing of facts and/or evidence
that may be stipulated in advance of the hearing. If the parties cannot agree on a slate of witnesses,
it shall be at the sole discretion of the arbitrator to determine who may testify.

The grievant, his/her representative, and the DLA employees who are called as witnesses will be
excused from duty to the extent necessary to participate in the arbitration hearing. All DLA
participants shall be in a duty status.

The arbitrator's award shall be limited solely to answering the question(s) put to him/her by the
parties' submission. In the event the parties are unable to agree to a submission statement, the
arbitrator shall be empowered to formulate his/her own statement of the issue(s) to be resolved.
The arbitrator shall be requested to render and simultaneously serve a written decision upon both
parties within 30 calendar days after the conclusion of the hearing.

SECTION 4. COST OF ARBITRATION

The fee and expenses of the arbitrator shall be borne equally by the parties including the cost of the list of
arbitrators obtained from the FMCS. The parties are encouraged to enter into settlement discussions early
in the process. In the event either party initiates a settlement discussion after the point in time an
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arbitrator’s fees are incurred, and a settlement agreement is reached on or before the date of the hearing, the
offeror of the settlement shall pay all fees and expenses charged by the arbitrator.

SECTION 5. WITNESSES

In the event either party needs a witness or witnesses during an arbitration hearing, DLA employee(s) who
are called by the parties shall be in a duty status. Testimony by witnesses who are not onsite will be
normally provided via telephone, sworn statement, declaration, or video teleconference, unless the
Arbitrator rules that in-person testimony is essential. For Council 169 grievances, in the event the
Arbitrator determines s/he is unable to render a decision without in-person testimony, the Employer will
pay travel and per diem for up to 3 union witnesses who are DLA employees. For local grievances, in the
event the Arbitrator determines s/he is unable to render a decision without in-person testimony, the
Employer will pay travel and per diem for 1 union witness who is an employee. The Employer will not pay
travel and per diem for union witnesses in local technical cases such as contract interpretations.

SECTION 6. EXCEPTIONS TO ARBITRATOR'S AWARD

The arbitrator's award shall be binding on the parties. However, either party may file exceptions to an
award with the Federal Labor Relations Authority (FLRA) under regulations prescribed by the Authority.

SECTION 7. CLARIFICATION OF ARBITRATOR'S AWARD

Disputes between the parties over the application of an arbitrator's award may be returned for clarification.
The party seeking clarification shall bear the full cost of such clarification.
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ARTICLE 38
LOCAL AGREEMENTS

SECTION 1. AUTHORITY OF THE MASTER AGREEMENT

This Agreement is a Master Agreement. Authority to negotiate at the local level is delegated by specific
provisions of this agreement. Only those matters specifically cited in this Master Agreement as being
appropriate for negotiation at the local level may be negotiated locally. All other matters must be
negotiated between Council 169 and HQ DLA. Locally negotiated agreements shall not delete, change,
nullify, or conflict with any provision, policy or procedure in this Agreement. When this agreement is
silent regarding a subject, local union and management officials must request a specific delegation of
authority from Council 169 and DLA Headquarters to negotiate at the local level. Two types of agreements

are authorized:

A. Local Agreements. Are agreements negotiated upon completion of this MLA concerning
matters specifically authorized by this agreement for local bargaining. Such agreements are
negotiated at the local levels as defined in Section 2. Such agreements are authorized by specific
provisions of this MLA and each such agreement stands on its own. For example, Article 20
authorizes a local negotiated agreement regarding hours of duty. Article 21 authorizes a local
agreement regarding Overtime Assignments. The two agreements are separate and independent.
It is not necessary to conclude negotiations on both agreements to implement those for which
bargaining is successfully concluded once such agreements have been approved by the parties at
the DLA Headquarters and Council 169.

B. Other Local Agreements. Such matters are covered in detail in Article 5.

SECTION 2. SITES FOR LOCAL AGREEMENTS

A. For purposes of Section 1A, “Local” is defined as:

1.

o gkrwn

B oo~

11.
12.
13.

14.

15.
16.

National Capital Region. HQ, DLA Energy and DLA Strategic Materials sites outside
the NCR will follow NCR agreements, unless they are co-located with other sites having
local agreements.

Battle Creek, Michigan (includes all DLA bargaining unit employees in the area).

DLA Disposition Services field sites that are not co-located with other DLA Activities.
DLA Document Services field sites that are not co-located with other DLA Activities.
DLA Distribution Headquarters and DLA Distribution Susquehanna, PA (includes all
DLA bargaining unit employees in the area).

DLA Distribution San Joaquin, CA (includes all DLA bargaining unit employees in the
area).

DLA Oklahoma City (includes all DLA bargaining unit employees in the area).

DLA Warner Robins (includes all DLA bargaining unit employees in the area).

DLA Ogden, UT (includes all DLA bargaining unit employees in the area).

Distribution Depots (collectively) including: San Diego, CA ; Norfolk, VA, Jacksonville,
FL; Tobyhanna, PA; Barstow, CA; Albany, GA; Anniston, AL; Corpus Christi, TX. This
includes those locations that were reassigned to DLA through the Navy Warehouse
Transfer which are a part of the Depots at Norfolk, Jacksonville, and San Diego.
Columbus, Ohio (includes all DLA bargaining unit employees in the area).

Philadelphia, Pennsylvania (includes all DLA bargaining unit employees in the area).
Richmond, Virginia (includes employees of the Industrial Plant Equipment Services and
all DLA bargaining unit employees in the Richmond, VA area).

The Depot Level Reparables (DLR) sites at Detroit, M|l and Aberdeen, MD will use the
Columbus, OH Local Agreement.

The DLR site at Redstone Arsenal, AL site will use the Richmond, VA Local Agreement.
The SS&D sites at San Diego, CA, Tobyhanna, PA, Anniston, AL , Barstow, CA and
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Albany, GA will use the 8 Depots Local Agreement.

17. Forward presence positions located at the following physical locations will use the
Richmond, VA Local Agreement; Redstone Arsenal, AL; Fort Rucker, AL; North Island,
CA; LeMoore, CA,; San Diego, CA; Jacksonville, FL; Scott AFB, IL; Cherry Point, NC;
Langley AFB, VA; Oceana, VA; and Corpus Christi, TX.

18. Forward presence positions located at the following physical locations will use the
Columbus, OH Local Agreement: Bremerton, WA, Norfolk, VA; Barstow, CA; Albany,
GA; Anniston, AL; Red River, TX; Letterkenny, PA; and Tobyhanna, PA.

B. For purposes of Section 2A4 above, the employer will grant official time for three employees
who would otherwise have been in a duty status and pay travel and per diem for those
representatives. For purposes of Section 2A10 above, the employer will grant official time
for six DLA employees who would otherwise have been in a duty status and pay travel and
per diem for those representatives. For the remaining locations, official time will be
authorized for a reasonable number of DLA employees who would otherwise have been in a
duty status. The Council and the Employer agree that three to five representatives is a
reasonable number. The parties encourage the use of electronic communications methods
(e.g., video teleconferences, telephone conferences, office communicator) where appropriate
and practicable for these negotiations and for pre-negotiations.

SECTION 3. INTERPRETATION AND APPLICATION OF THE MASTER AGREEMENT BENEATH
THE LEVEL OF EXCLUSIVE RECOGNITION

Any third-party interpretation and/or application of this Agreement which is initiated and processed by the
parties at the local level, shall only be binding upon the individual Council Local and the Employer at the
local level.

SECTION 4. EXISTING LOCAL AGREEMENTS

Local agreements in effect that are not in conflict with this agreement may continue. Provisions of local
agreements in conflict with this MLA must be negotiated. Absent any such conflict, Local Agreements are
not required to be negotiated if the local parties do not desire. Either party may propose to negotiate a new
local agreement under this MLA. Negotiations on local agreements should commence within 60 days
following the training on this MLA, and should be completed within 120 days following the training on this
MLA. If negotiations extend past the 120 days the parties must notify the Director, DLA Human
Resources and the President, AFGE Council 169 and provide the reason for the delay. The parties will
approach negotiations with the intent of reaching agreement expeditiously and will use the services of the
Federal Mediation and Conciliation Service and may refer the matter to the Federal Service Impasses
Panel, if necessary. Use of binding arbitration may be invoked by either party following mediation. If the
parties jointly agree to arbitration, the costs of arbitration will be shared. If the parties do not jointly invoke
arbitration, the moving party will pay the arbitrator’s fees. In the event binding arbitration is invoked, the
arbitrator will review only the language proposed by both parties regarding the specific procedures being
negotiated. The arbitrator will determine the final language to be submitted to Council 169 and DLA
Headquarters for review in accordance with Section 5 below.

SECTION 5. REVIEW OF AGREEMENTS AND RESOLUTION OF DISPUTES

A. Upon completion of negotiations all local agreements will be forwarded to HQ DLA and Council
169 for review. The national parties have 30 days to identify provisions which are in conflict with
this Master Agreement, statute or government-wide regulation. If either party determines that
agreement language deletes, changes, nullifies or conflicts with any provision, policy or procedure
in this MLA, such language will be remanded to the local parties for renegotiation, unless the
other party submits the matter for binding arbitration within the time limits specified in Article 37
— Arbitration. If either party determines that local agreement language is non-negotiable, such
language will be remanded to the local parties for renegotiations, unless the other party submits
the matter to the FLRA for resolution.

94



B. Local disputes regarding interpretation of this Article will be referred to Council 169 and HQ
DLA for resolution. When a dispute has been submitted to HQ DLA and Council 169, the
proposal at issue will be held in abeyance pending final determination of the dispute. If the parties
at the level of exclusive recognition cannot resolve the matter, either party may submit it to
binding arbitration within the time limits specified in Article 37 — Arbitration. Negotiability
disputes will be submitted to the FLRA for resolution.
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ARTICLE 39
STAYS OF SUSPENSIONS OF MORE THAN 14 DAYS, REMOVALS FOR CAUSE AND
DEMOTIONS

SECTION 1. GENERAL

An employee may request a stay of a suspension of more than 14 days, removal for cause or demotion when
the employee:

A. timely requests and is denied participation in ADR as described in Article 48, Dispute Resolution
Procedures, or
B. foregoes ADR and files a timely grievance or MSPB appeal.

The stay must be requested in writing and submitted to the field activity Commander or Director, or the
Headquarters J-Code Director or equivalent, prior to the effective date of the action. The action will be
stayed for 45 calendar days from the effective date of the action or until an arbitrator or MSPB judge issues an
award, whichever comes first. In the event MSPB declines jurisdiction, the stay will be terminated and the
action processed.

Decision notices for such 15 day or more suspensions, demotions and removals will provide ten workdays
notice prior to the effective date in order to provide the employee with sufficient time to request a stay.

SECTION 2. ACTIONS NOT COVERED

This article does not apply to reduction in force actions, performance based actions, actions based upon
positive drug tests, or removals where there is sufficient evidence that: (1) retention of the employee is
injurious to him/herself, his/her fellow workers, or the general public; (2) retention of the employee is
resulting or will result in damage to Government property; or (3) may compromise national security or the
internal security practices of the Employer. This Article does not apply where there is reasonable cause to
believe the employee has committed a crime for which a sentence of imprisonment may be imposed.
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ARTICLE 40
PERSONNEL RECORDS

SECTION 1. GENERAL

The Employer will not maintain any system of personnel records other than those authorized by the Office
of Personnel Management (OPM) and those Agency systems published in the Federal Register in
compliance with the provisions of the Privacy Act of 1974.

SECTION 2. ELECTRONIC OFFICIAL PERSONNEL FOLDER (eOPF)

A. The eOPF is the official repository for records affecting an employee's status and Federal service.
The folder provides the basic source of factual data about the employee's Federal employment
history. It is used primarily by the servicing DHRS Office in screening qualifications for RIF
placement, determining status, computing length of service, and other information needed in
providing personnel services. Normally, eOPFs are not used to determine qualifications for Merit
Promaotion.

B. The Employer shall provide for the maintenance of an eOPF for every employee.
C. Material will be filed in the eOPF in compliance with applicable rules and regulations of the OPM.

D. Employees and their designated representative shall be permitted to review any document
appearing in the employee's eOPF upon request. If the representative seeks to review the eOPF
without the employee present, the employee must provide written authorization to the Employer.

E. Authorized personnel, not employed by the Employer, may inspect an employee's eOPF only after
producing appropriate credentials. As required by the Privacy Act of 1974, an accurate accounting
will be made for disclosure of information from the eOPF, and upon request, the information from
this accounting will be made available to the employee.

F. Employees, upon request, shall be advised of the length of time the Employer intends to maintain
unfavorable material in the eOPF.

G. Records of charges placed in the eOPF determined to be unfounded will be removed. Such charges
will not be considered a factor in connection with any future personnel actions.

H. No derogatory material of any nature shall be placed in the employee’s eOPF, or the supervisor’s
files (formerly accomplished using the obsolete “SF-7B” card and attachments) without their express
knowledge. The employee will be informed before any derogatory entry is filed. When a notation
concerning counseling, oral admonishment, disciplinary action, adverse action, etc., is entered into
the supervisor’s files, the entry will be discussed and the employee shall be advised of their right to
make written comments. Initialing or signing the document does not confer agreement. Upon
request, employees shall be furnished copies of any and all data the employer is maintaining
concerning their employment, except the eOPF which the employee can access electronically. If the
employee is unable to access the eOPF electronically a paper copy will be provided upon request. At
the sole discretion of the supervisor, negative notations regarding counseling or oral admonishments
may be removed from the supervisor’s file when the employee’s conduct improves.
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ARTICLE 41
PAYROLL ALLOTMENTS FOR WITHHOLDING OF DUES

SECTION I. GENERAL

A. For the purpose of this Article:

1. The term "employee" refers to any bargaining unit employee who is a member in good
standing of any Council 169 Local.

2. The term "servicing payroll office" refers to the Defense Finance and Accounting Service
(DFAS) office which is currently responsible for processing the pay of the employee.

3. The term "payroll allotment" refers to a voluntary authorization by the employee for a
deduction in a specified amount to be made from the employee's pay each pay period for
the payment of dues, associated with his/her membership, to the Council 169 Local.

B. The Employer and Council 169 agree that the Council 169 Local and the Employer are each
responsible for fully informing the employee that his/her authorization for a payroll allotment:
1. Iscompletely voluntary; and
2. May be revoked only after a period of at least 1 year has elapsed from the effective date
thereof. Thereafter, revocation of dues deductions will be effected based upon the date
(e.g. anniversary, specific) negotiated in Local Agreements authorized by the Article 38.

SECTION 2. AUTHORIZATION OF PAYROLL ALLOTMENT

A. Only one payroll allotment shall be authorized for an employee for dues deductions.

B. Standard Form (SF) 1187, Request for Payroll Deductions for Labor Organization Dues, shall be
used. The Council 169 Local shall purchase and distribute this form to the employees.

C. The Council 169 Local shall furnish the Employer with written notification of the name and title
of the Council 169 Local official who is designated to sign the certification on the SF 1187.

D. The Council 169 Local shall be responsible for furnishing the servicing payroll office with a
certified schedule of payroll allotments supported by completed SF 1187s that are signed by the
designated Council 169 Local official and the employees.

E. The payroll allotment shall be in an amount determined by the Council 169 Local.

1. No more than two changes in the amount of the payroll allotment shall be made during a
calendar year.

2. Written notification of a change in the amount of the payroll allotment shall be furnished
to the servicing payroll office by the Council 169 Local.

3. The change in the amount of the payroll allotment shall become effective with the first
complete pay period which occurs 30 days after the written notification is received by the
servicing payroll office.

SECTION 3. TERMINATION OF AUTHORIZATION
The payroll allotment shall be terminated when any of the following situations occur:

The employee retires.

The employee dies.

The employee is separated.

The employee transfers to another servicing payroll office within the Agency or outside the
Agency.

The employee ceases to be a member of the bargaining units.

The employee ceases to be a member in good standing of the Council 169 Local. If this occurs,
the Council 169 Local shall be responsible for promptly furnishing written notification to the
servicing payroll office.

G. The employee files a written notification (SF 1188, Cancellation of Payroll Deductions for Labor
Organization Dues) with the servicing payroll office. Termination dates are a matter to be
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negotiated in Local Agreements authorized by the Article 38.

SECTION 4. PROCESSING PAYROLL ALLOTMENTS

Payroll allotments shall be processed at no cost to the Council 169 Local or the employee.
The effective date of the payroll allotment will be no later than the first pay period following
submission of the SF 1187 to the servicing payroll office for processing.
Except as stipulated in D below, the servicing payroll office shall deduct the amount of the payroll
allotment each pay period.
No dues shall be withheld or deducted for any pay period in which the employee's net salary, after
other legal or required deductions, is insufficient to cover the full amount of the payroll allotment.
After each pay period the servicing payroll office will remit the payroll allotment deductions either
by check to the Council 169 Local or by electronic funds transfer to the financial establishment
and account authorized by the Council 169 Local. To the extent the Defense Finance and
Accounting Service will comply, the following information will be provided:

1. The names of employees from whom deductions were made and the amount of each

deduction, their Social Security Numbers and their organization assignment.

2. The total number of employees from whom dues were withheld.

3. The total amount withheld.

4. The names of employees from whom no dues were deducted in accordance with D above.

5. A copy of any written revocation received by the servicing payroll office since the
previous remittance.

6. A remark to indicate when the deduction is from the final pay of an employee due to

separation, retirement or if the employee is deceased.
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ARTICLE 42
LABOR-MANAGEMENT TRAINING

SECTION 1. UNION SPONSORED TRAINING

It is to the advantage of the parties if Union officers and stewards are knowledgeable about applicable laws,
regulations, and new developments pertaining thereto. Workload permitting, officers and stewards may be
granted reasonable amounts of official time to attend AFGE-sponsored training sessions or other courses
related to representational duties (as defined in Article 3) that are available at no cost to the Government,
either for tuition or for travel and per diem. Requests for such official time will include a copy of the training
agenda in order to enable the Employer to determine those portions for which official time will be authorized.
The annual AFGE Legislative Conference is considered to be training for purposes of this Section, except for
those portions of the conference that involve lobbying Congress on pending legislation or specific bills the
AFGE is seeking to have a Representative or Senator introduce.

SECTION 2. MANAGEMENT SPONSORED TRAINING

The Employer agrees to provide each Council 169 Local with a copy of the training calendar, if one is
prepared. Workload permitting, the Local President or designee shall be afforded the opportunity to attend
training offered to employees when such training facilitates the Union’s ability to carry out its representational
functions.

Examples of such training include, but are not limited to ADR, OWCP, DTS, OSHA, EEO and labor-
management conferences.

When such training is approved the Employer will grant official time for the Local President or designee,
along with travel and per diem when travel is required, and appropriate registration fees.

SECTION 3. MASTER LABOR AGREEMENT (MLA) TRAINING

A. Within 60 days of the effective date of this MLA, the Employer will provide official time for a three-
day “train the Trainer” session for Local Presidents or their designee. Travel expenses will be paid
for up to nine Council 169 Executive Board members and the Local Presidents or their designee, if
they are DLA employees. Travel expenses for non-DLA employees will be the responsibility of the
Union.

B. Up to 24 hours of official time will be granted for each AFGE local representative for training on this
MLA. The Council 169 Local will provide a schedule and list of trainees at least three weeks in
advance. While the timing of release for such training is subject to workload considerations, the
Employer recognizes that timely provision of such training is in the interest of both parties.
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ARTICLE 43
COPIES OF AGREEMENT

SECTION 1. GENERAL

The Employer will provide printed booklet copies (8.5” x 11”) of this Master Labor Agreement, changes
thereto and Local Agreements to each Distribution Depot and Federal Wage System employee in the
bargaining unit. The Employer will also post this Master Labor Agreement, changes thereto and Local
Agreements on the DLA Human Resources web site.

SECTION 2. COPIES FOR LOCALS

The Employer shall initially furnish each Council 169 Local a number of copies of this MLA and any
applicable Local Agreements equal to 10% of the number of unit employees represented by the Local. The
Employer will provide additional copies to locals upon request. The expenses for printing and distribution of
this Agreement and changes thereto will be borne by the Employer.

SECTION 3. COPIES FOR EMPLOYEES
The Employer will give new Distribution Depot and Federal Wage System employees a copy of this Master

Labor Agreement, changes thereto and the applicable Local Agreements at the time the employee is being
processed for employment.
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ARTICLE 44
POLICE OFFICERS AND FIREFIGHTERS

This Master Labor Agreement covers firefighters and police officers who are in the bargaining unit. Issues
unique to police and firefighter positions and operations where the provisions of the MLA are not applicable
or may not be appropriate, such as but not limited to overtime for firefighters, will be negotiated in Local
Agreements as identified in Article 38. Prior to the parties engaging in local negotiations on these unique
issues, the local parties must submit the requested topics to the President, AFGE Council 169 and the DLA
Director Human Resources for an authorization to bargain.

Matters for police officers related to training, equipment, uniforms, physical fitness standards and other
similar matters affecting conditions of employment will be negotiated at the level of recognition unless the
parties mutually agree to delegate the authority to bargain to the local level.
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ARTICLE 45
EMPLOYER-UNION COOPERATION

SECTION 1.

It is agreed by the parties that periodic meetings between their representatives will promote the spirit and
intent of the Civil Service Reform Act and enhance understanding on matters of mutual concern.

SECTION 2.

Joint Labor-Management Committees will be established at the local level. The parties will mutually
determine the frequency of their meetings and the number of their representatives. Meetings will be
scheduled during normal working hours to permit discussion of agenda items but will not include overtime.

SECTION 3.

It is further agreed that other meetings between the Union and management officials at any level may be
scheduled whenever the need arises. The party requesting such meeting will give reasonable notice to the
other party concerning the subject of the meeting.

SECTION 4.

The foregoing sections will not preclude existing methods of Employer-Employee communication such as
periodic Town Hall meetings, Newsbreaks, Safety Meetings, etc., designed to provide an exchange of views
between supervisors, Union representatives, and bargaining unit employees. The parties mutually agree that
these informal methods of communications are valuable and will continue.

SECTION 5.

If the Employer determines that Union officials must be assigned to a different shift or work schedule, the
local Union President will be notified in advance to allow the Union an opportunity to propose alternatives to
ensure continuous representation of unit employees. In addition, the Union may request the Employer to
consider assignment of Union officials to different shifts or work schedules to facilitate performance of
representational functions.
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ARTICLE 46
PERSONAL AUDIO DEVICES

The Union and the Employer agree that use of personal electronic/audio devices may positively affect
productivity and employee morale. They may also serve to inconvenience or distract other employees, create
a safety hazard, and generate dissension in the workplace.

Use of such devices is permitted to the extent that such use does not create a safety hazard or inconvenience
other employees or customers. When a dispute regarding audio devices arises among employees, the
employees will attempt to resolve it among themselves. If that is unsuccessful, the employees, a Union
representative and the supervisor will meet in an attempt to resolve the matter. If that is unsuccessful, the
supervisor will render a decision. Employees who operate powered industrial equipment or work in an
environment where such equipment is utilized may not use personal electronic/audio devices.
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ARTICLE 47
LABOR MANAGEMENT MEETINGS

A. The parties agree that quarterly meetings between officials of DLA HQ and the Council 169
Executive Board will be held to facilitate a constructive labor-management relationship. The
parties may mutually agree to conduct additional meetings in person, via video teleconference or
by telephone. The Employer will pay per diem and travel and provide official time (for time
otherwise in a duty status) for up to nine Executive Board members.

B. One Joint Labor-Management meeting will be held annually at DLA HQ. The Employer will pay
per diem and travel and provide official time (for time otherwise in a duty status) for up to nine
Executive Board members. Each Local may send representatives (workload permitting) on
official time at the expense of the Local. Questions from the Union representatives should be
submitted in writing at least 30 days in advance, so that the Employer can ensure the appropriate
management personnel can address these issues.
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ARTICLE 48
ALTERNATIVE DISPUTE RESOLUTION

SECTION 1. DEFINITION

A

Alternative Dispute Resolution. A process designed to resolve disputes in a manner that avoids the
cost, delay, and unpredictability of the traditional adjudicatory process. The overall objectives of
the ADR Program are to promote open communication between disputing parties, reduce costs,
and resolve disputes at the lowest possible organizational level at the earliest opportunity. The
parties agree to encourage managers, union representatives and employees to consider Alternative
Dispute Resolution as a means of resolving disputes. ADR is the preferred means as it is a positive
means of resolving conflict without resorting to adversarial approaches.

Mediation. A dispute resolution process in which a trained, impartial third party helps the parties
communicate with each other and explore alternatives to meet their interests. Mediation
emphasizes problem solving rather than a determination of fault or adversarial procedures.

Mediator. The mediator is a trained neutral third party who provides assistance to disputing parties
in attempting to reach a resolution.

Management Representative. Is a management official who has been delegated authority to enter
into settlement agreements that are binding on the Agency. Normally, in disciplinary actions
where a final agency decision has been rendered, the management attendee in ADR will be at a
level higher than the deciding official.

SECTION 2. PROCESS

A

The parties agree to engage in ADR in good faith to explore issues and options as possible
resolutions of part or the entire dispute.

An employee may request ADR at any time by requesting it through their supervisor. The
employer will either approve or disapprove the request. If approved, the employer will arrange the
ADR.

Participation in the ADR process is voluntary for both parties, and may be ended at any time by
any party.

The goal of ADR is to reach a mutually agreeable resolution. Settlement agreements reached as a
result of the ADR process are binding on both parties and must be consistent with laws, rules or
regulations and may not violate the terms of this Agreement. The language of a settlement
agreement that affects conditions of employment of bargaining unit employees will be provided to
the Local President or designee prior to effecting an agreement. Such changes may be subject to
bargaining in accordance with the provisions of Article 5. Providing this copy to the union will
constitute notice under the terms of Article 5. The parties will keep the terms of the settlement
agreements confidential to the extent permissible by law, regulation, policy and agreement. It is
understood that the terms may be shared with those with a need to know.

The parties may have advisor(s) of their choice during the mediation process. The parties to the
dispute are expected to participate fully in the discussions regarding the dispute and potential
resolution.

Since the parties are discussing matters that may affect their rights, the parties have the right and
opportunity to consult with counsel/representatives.
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G. In matters involving a grievable action:

1. For suspensions, demotions, removals, reprimands and unsatisfactory performance
ratings, the employee may submit a written request for ADR within 10 work days from
the date of the decision notice or the date the performance rating was presented.
Selection of ADR suspends the time limit for filing a grievance until the ADR process is
complete. The ADR process must be completed within 20 workdays from the date of
request, unless the parties mutually agree to an extension. Suspensions, demotions,
removals , and unsatisfactory performance ratings will not be effected, and letters of
reprimand will not be placed in the eOPF until the employee’s time limit for requesting
ADR has expired. Such actions are held in abeyance during ADR. In the event ADR is
unsuccessful, the employee may elect to proceed with a formal grievance by filing with
the Commander/Director/J-Code Director or equivalent in writing within 5 work days
from the date of conclusion of the ADR process.

2. For other matters (not covered in a. above) the employee has 20 days to request ADR or
to file a grievance. If ADR is requested the time limit for filing a grievance is suspended
until the ADR process is completed or the request for ADR is denied. The ADR process

must be completed within 20 workdays, unless the parties mutually agree to an extension.

In the event the dispute is not resolved through ADR, the employee may submit a formal
grievance within 5 workdays of the conclusion of the ADR process.

H. The Employer agrees to use ADR techniques unless it determines ADR is not appropriate. When
the Commander/Director/J-Code Director or equivalent decides ADR is not appropriate, the
rationale will be provided in writing. Although individual Employer decisions to decline ADR are
not grievable, a pattern of consistently avoiding ADR is not in keeping with the spirit of this
agreement. The Council 169 Executive Board will advise the Director of DLA of such situations.

. Inorder for ADR to succeed, the participants must have confidence in the neutrality of the
mediator/facilitator. In the event either party believes the neutral party is not truly a neutral,
another mediator/facilitator will be selected.

J. The parties understand that the mediator shall not decide anything, give legal or other professional
advice, evaluate the dispute, or promote any particular outcome. The role of the mediator is to
listen; help the parties clarify their issues, interests and statements; and generally facilitate the
parties’ discussion.

K. The mediator/s shall not testify on behalf of any party. The parties agree not to subpoena the
mediator/s or the mediator/s’ records.

L. Everything said and done in ADR is confidential, except as specifically waived in writing. In
addition, until reduced to writing and signed by all parties, all terms of any offers, options, and
agreements made in connection with the ADR are considered non-binding proposals and are
confidential.

M. Unless the parties specifically agree otherwise in writing, a written agreement reached through
ADR and signed by all parties shall be confidential.

SECTION 3. EVALUATION
At the conclusion of the mediation initiative, the parties to the mediation shall be requested (not
mandatory) to complete an evaluation form. Upon request the union will be provided copies of the

Mediation Evaluation Forms. The forms will be redacted to protect the confidentiality of the ADR process.

SECTION 4. RECORDS
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Since confidentiality considerations shall be maintained throughout the ADR process, no written records of
the ADR proceedings shall be maintained.
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ARTICLE 49
WELLNESS/FITNESS PROGRAM

SECTION 1. PURPOSE

A wellness/fitness program enhances the well-being of DLA employees and contributes to a healthy and
productive workforce. Employees may voluntarily participate in wellness/fitness activities during the
workday for a maximum of 1 hour per day three times per week. The goal is to encourage and motivate
employees to develop a healthy lifestyle and enhance the quality of work life.

A

The Agency and the Council recognize that employees are responsible for their own health and fitness.
While all employees are encouraged to adopt healthy lifestyles and actively pursue fitness in
coordination with their physician’s advice and guidance, participation in any Agency-sponsored health
promotion or activity is voluntary.

The Agency will publicize the availability of medical programs (such as education programs relating to
health, diet and nutrition) that may be offered to employees as part of a Wellness Program.
Participation in such programs is voluntary, is subject to availability of Agency funds, and may be
done as a part of the Agency sponsored Wellness/Fitness Program.

The Agency and the Council agree that it is in the employees’ best interest to consult with a medical
professional prior to beginning any physical fitness program and encourage all employees to do so.

SECTION 2. AUTHORIZED TIME FOR WELLNESS/FITNESS ACTIVITIES

A

Employees may be granted a maximum of 1 hour per day three times per week of administrative leave
during duty time for wellness/fitness activities. Part-time employees will be authorized a pro-rated
amount of time based on the average number of hours worked during a pay period. Only one block of
time per day is authorized under this program. Fitness activities suitable for administrative leave
should address cardiovascular/aerobic endurance, muscular strength, flexibility and body conditioning.
Wellness activities include, but are not limited to, onsite or agency-sponsored classes on health
education, weight management, stress management, tobacco cessation and on-site health screenings.
Any unused periods of time cannot be banked and carried over to the next week. The three hours per
week includes time for changing clothes, showering and traveling to/from the exercise location.
Wellness/fitness activities may be used in conjunction with the regularly scheduled lunch period or
before or at the end of the day. Employees are responsible for keeping their supervisors advised of
when and where they are participating in wellness/fitness activities.

Any periods of time over the 3-hour limit will be charged as annual leave, credit hours or
compensatory time and is subject to supervisory/manager approval and leave and absence regulations.
On site facilities, such as the facility/base gym, on base running/walking tracks should be used if
available. However, alternate arrangements may be approved for those employees not co-located with
on-site facilities. Alternate arrangements are subject to negotiations between the parties at the local
level and are authorized to be included in Local Agreements. Memberships to commercial fitness
facilities are the responsibility of the individual employee and will not be paid by the Agency.

For production-oriented operations requiring minimum staffing levels for mission accomplishment,
scheduling arrangements may be subject to negotiations between the parties at the local level and are
authorized to be included in Local Agreements.

Supervisors/managers may cancel an employee’s wellness/fitness administrative leave for
wellness/fitness based on mission requirements (supervisors will describe the specific mission reason
for cancelling the wellness/fitness leave). Supervisors should try, whenever possible, to allow

109



employees to reschedule the exercise time period (up to 1 hour per day, 3 days per week) for another
time or day in the week.

H. Administrative Leave for wellness/fitness may not be granted during times of mandatory overtime.

SECTION 3. PROCEDURES

A

Prior to beginning a physical fitness program employees must self-certify to the best of their
knowledge that they have no medical conditions or limitations that would put them at risk of injury or
harm to their health while participating in the fitness program.

Employees must submit the required form (to be agreed to with the Council) for requesting approval of
administrative leave for wellness/fitness for physical fitness activities to their first level supervisor
with a copy of their self-certification. This request must include the employee’s projected times,
location and nature of the fitness activities.

The supervisor/manager will approve/disapprove the request based on mission requirements.
Supervisors/managers are encouraged to approve requests to the fullest extent possible.

SECTION 4. ADDITIONAL CONDITIONS

A

o

Employees scheduled for Temporary Duty (TDY) or training must suspend their wellness leave
arrangements during applicable days/weeks.

Participating employee’s performance must be at the fully successful level.

Employees must not have a current leave restriction letter or written reprimand.

Employees who receive a suspension or demotion for misconduct or poor performance will be
restricted from participation for a 15 month period from the effective date of the action.

Employees on light duty are not eligible to participate in fitness activities until cleared for full duty.
New employees are not eligible for the program during the first 90 days of employment with the
agency.

Employees or positions covered by an existing duty time-for-fitness provision (i.e., emergency
essential employees, police officers and firefighters), are not entitled to additional administrative leave
for fitness participation.

If there are more employees requesting a specific time and date for wellness/fitness participation that
can be allowed, the employees will attempt to resolve the conflict. If the employees cannot resolve the
conflict, the highest service computation date (SCD) will prevail.

Employees must maintain appropriate accountability of time and attendance while engaging in
wellness/fitness activities and will report any administrative leave used for this purpose by entering
“LN” in the EAGLE system, with the appropriate reason code, for the dates and times they participate
in the program.

An employee’s participation in this program can be suspended at any time if abuse is suspected by the
appropriate management representative.

SECTION 5. ADDITIONAL INFORMATION.

Upon expiration of the Master Labor Agreement, the parties agree to evaluate this article, including impact
to mission and productivity, and make changes or modifications as appropriate.
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ARTICLE 50
DURATION AND TERMINATION

SECTION 1.

This Agreement shall remain in effect for a period of 3 years from its effective date and shall automatically
be renewed for additional periods of three years, subject to applicable law and/or regulations, unless either
party gives written notice to the other party of its desire to renegotiate portions of this Agreement between
90 to 60 calendar days prior to the three year anniversary. Such negotiations, if held, will be separate and
distinct from mid-term bargaining set forth in this Agreement.

SECTION 2.

This Agreement is executed effective April 19, 2016 and binding upon the parties as of May 19, 2016.

111



Statement on Matters Subject to Local Negotiations

The Defense Logistics Agency and American Federation of Government Employees Council 169 reaffirm
that certain Articles contained in the Master Labor Agreement are subject to negotiations between the
designated AFGE Council 169 Local and local DLA management. These matters are specifically identified
in the MLA subject to the limitations in Article 38, and do not require specific authorization from the

Parties under Article 5.

In an effort to provide better clarity and effective administration of this MLA, the Parties have identified
the following provisions of the MLA subject to local negotiations. The intent of this Statement is to
identify existing bargaining obligations at the local level under Article 38, not to expand or reduce
bargaining. Failure to include a provision in the chart below that is otherwise specifically identified by the
MLA as authorized for local negotiations does not remove, deauthorize, or otherwise cancel the ability of
the local parties to negotiate over the matter. Similarly, inclusion of provision in the chart below not
specifically authorized in the MLA for local negotiations does not grant authority to the local parties for

negotiation.

Article Provisions
5 — Proposals for Change During the Term of the Section 2C
Agreement

6 — Use of Official Facilities and Services

Section 1D; Sectionl1E; Section 2B

13 — Merit Promotion

Section 12D

15 — Safety and Health

Section 2; Section 4; Section 10

20 — Hours of Work

Section 1; Section 3D; Section 4

21 — Overtime

Section 1A, Section 2B; Section 5

22 — Administrative Leave Section 1B

24 — Annual Leave General Provisions

25 — Sick Leave Section 2

29 — Reassignments, Details and Loans Section 3A; Section 2G; Section 4
30 — Reorganization Section 6

31 -- Reduction-in-Force Section 6B; Section 9

41 — Payroll Allotments for Withholding of Dues Section 3G

44 — Police Officers and Firefighters

First Paragraph

49 — Wellness/Fitness Program

Section 2E; Section 2F
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The parties agree to the following Memorandum of Agreements (MOAS) will remain in effect. All MOAs
negotiated at the National Level after April 19, 2016, are applicable and apply even if they are not included
in the below list. All other MOAs negotiated at the National Level prior to April 19, 2016 and not included

in the below list are dissolved.

7/19/2017

06/22/2017
06/22/2017
3/22/2017

11/07/2016

10/25/2016

08/11/2016
08/08/2016

03/31/2016
03/25/2016
12/15/2015
10/21/2015
07/30/2015
07/24/2015
02/27/2015
12/4/2014

06/27/2014

05/08/2014

01/08/2014
12/20/2012
10/19/2011
07/06/2011

02/11/2011

08/04/2010
06/03/2010
03/30/2010
09/23/2009

06/17/2009
06/16/2009

12/19/2008
03/12/2008
03/11/2008

SAFETY AND OCCUPATIONAL HEALTH MANAGEMENT
SYSTEM

J62 DAWIA

DAWIA

PHASED RETIREMENT

IMPLEMENTATION DEFENSE PERFORMANCE
MANAGEMENT AND APRAISAL PROGRAM (DPMAP)
SECURITY AND EMERGENCY SERVICES PROFESSIONAL OF
THE YEAR

DIVERSITY AND INCLUSION COMMITTEE(S)

COMMON ACCESS CARD (CAC) FOR ACCESSING THE
ELECTRONIC BENEFITS INFORMATION SYSTEMS (EBIS)
UPLOADING OF DESCRIPTIVE DATA AND PHOTOS

EAGLE TELEWORK MANAGEMENT

DLA REGISTERED SEX OFFENDER POLICY

RAPID DEPLOYMENT INITIATIVE

DISPOSITION SERVICES RTD PICK-UP HOURS

J8 REALIGNMENT AND REORGANIZATION

REDUCTION OF EMERGENCY ESSENTIAL EMPLOYEES IN
LEAVE AND EARNINGS STATEMENTS

DLA DISPOSITION SERVICES

TRANSFER OF POSITIONS FROM DISPOSITION SERVICES TO
DISTRIBUTION (D2 PHASES 2 AND 3)

TRANSFER OF POSITIONS FROM DISPOSITION SERVICES TO
DISTRIBUTION (D2 PHASE 1)

MTE EQUIPMENT

DLA HOTELING, HOT DESKING AND DESK SHARING
EMERGENCY FURLOUGH

LACTATION PROGRAM

FOURTH ESTATE PERSONNEL ACCOUNTABILITY AND
ASSESSMENT SYSTEM (FEPASS)

REMOVAL OF COMPUTER EQUIPMENT

COMMON ACCESS CARDS

MLA GROUND RULES

REVISION TO MEMORANDUM OF AGREEMENT FOR
PANDEMIC INFLUENZA PLAN

EAGLE (AMENDED)

EMERGENCY ESSENTIAL, NON-COMBAT ESSENTIAL, AND
CAPABILITY-BASED VOLUNTEER

LAW ENFORCEMENT PROGRAM ONE BOOK CHAPTER
DLA PANDEMIC INFLUENZA

OFFICIAL TIME FOR LOBBYING CONGRESS

115

116
117
119
120

121

122
123

124
125
126
127
128
129
130
131

132

134

136
138
140
142

143

144
145
146
149

150
151

153
155
158
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01/31/2008
10/02/2007
03/21/2007
03/21/2007
10/19/2006
08/23/2006
06/15/1006
03/30/2006
06/16/2005
07/06/2004
12/09/2003

RECRUITMENT RELOCATION AND RETENTION INCENTIVES 159

DSCC AND DSCR FORWARD PRESENCE POSITIONS 161
INFORMATION ASSURANCE (IA) CERTIFICATION 163
LAW ENFORCEMENT PROGRAM ONE BOOK CHAPTER 164
DLA TUITION ASSISTANCE PROGRAM 165
MOTORCYCLE SAFETY REQUIREMENT 167
COMMON ACCESS CARDS 169
VOLUNTARY PROTECTION PROGRAM (VPP) 170
LEAVE AND EARNINGS STATEMENTS 171
MASS TRANSIT SUBSIDY PROGRAM 172
ARTICLE 39, INTERPETIVE GUIDANCE 173
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MEVIORANDUM OF AGREEMENT
Between
The Defense Logistics Agency (DLA)
And the
American Federation of Govermmeant Employees Councll 162 (Council)

The Defensé Logisties Agency {hareinafier referred to as DLA) and the American
Federation of Government Employeas, Council 169 {(hereinafter refeired to as Council} hereby
agree to the following concerning the implamentation of the DLA Instruction Safety and
Octupational Health Management System.

1. The Agency will authorize AFGE Councit 169 President or designee travel
expenses and conference fees to attend the National Voluntary Protection
Program Annual Conference, based upan budgetary Hmitations and operational
needs.

2. Local Commanders and Directors will have equal representation of management
officials and AFGE €169 local Representatives to attend the Regional and/ar
Mational Voluntary Protection Pregram Annual Conferances. Based upon
budgetary limitations and operational needs will determine the equal numbers.
if thare are appiicabla local bargaining agreements, those agreements will
prevail, as appropriate.

3, Local Commanders and Directors will coraply with the MLA Regulation
(Standards - 29 CFR) PART 1960 Basic Program Elements for Federal Employees
OSHA and local agreements when implementing Safety and Occupational Health
Programs.

4. Local Commanders and Dfrectors at a site workmg toward or maintaining
Voluntary Protection Program recognition may request a joint assistance visit
from the Eouncil and the Designated Agency Safety and Health Official to
facilitate Voluntary Protection Program efforts. Based on budgetary limitations,
the Agency (requesting site) will pay travel and per diem for a Council
Representative to accompany the Designated Agency Safety and Health Official.

For the Council: . ' For DLA
Frank D. Rienti, Jr. M Brad Bunn
President, AFGE Council 168 Director, DLA Human Resources

D.ate: Pt S P : Date: '7'/ { "/, 7

115




MEMORANDUM OF AGREEMENT
BETWEEN
DEFENSE LOGISTICS AGENCY
' AND
AMERICAN FEDERATION OF GOVERNMENT EMPLOYEES COUNCIL 169

Defense Acquisition Workforce Improvement Act Implementation

The Defense Logistics Agency (“DLA”) and the American Federation of Government
Employees Council 169 (“AFGE Council 169”) (together, the “Parties”) enter into this
Memorandum of Agreement for the purpose of implementing the Defense Acquisition
Workforce Improvement Act “(DAWIA”), Department of Defense Instruction (“DODI”)
5000.66, and DLA policy for certain AFGE Council 169 barga:lmng unit emp]oyees in DLA
Information Operations (“J627).

As part of DLA’s notice to AFGE Council 169 on June 12, 2017, DLA identified 52 employees
whose positions were previously classified as DAWIA positions under DODI 5000.66 ahead of
its scheduled implementation plan of July 21, 2017.

Therefore, the Parties agree to the following with respect to these employees:

1. DLA will give these 52 employees 24 months to complete their DAWIA certification
beginning July 21, 2017.

- 2. These employees shall sign the DAWIA Statement of Understanding (“SOU”).

For the Union: | For the Agency:
W 43RS D /9‘-[ / ;a—— 6/2:%7
Frank D. Rienti, Jr. Date Brad Bunn ! Date

President, AFGE Council 169 Director, DLA Human Resources
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MEMORANDUM OF AGREEMENT
BETWEEN
DEFENSE LOGISTICS AGENCY
AND
AMERICAN FEDERATION OF GOVERNMENT EMPLOYEES COUNCIL 169

Defense Acquisition Workforce Improvement Act Implementation

The Defense Logistics Agency (“DLA”) and the American Federation of Government
Employees Council 169 (“AFGE Council 169”) (together, the “Parties™) enter into this
Memorandum of Agreement for the purpose of implementing the Defense Acquisition
Workforce Improvement Act “(DAWIA”), Department of Defense Instruction (“DODI”)
5000.66, and DLA policy for AFGE Council 169 bargaining unit employees across the DLA
enterprise.

Therefore, the Parties agree to the following:

1. DLA will notify bargaining unit employees in writing of their required level of
certification under the DAWIA, DODI, and DLA policy. Supervisors will discuss all
certification requirements, to include level of certification required for the position, and
the date the required certification is expected to be obtained.

2. An employee may request and DLA must provide an explanation why his or her position
falls within the requirements of DAWIA. Both the request and response must be made in
writing.

3. Employees will have 24 months to obtain the required level of certification beginning on
the effective date of assignment into the position.

4, Employees assigned to acquisition Workforée positions covered by DAWIA, DODI
5000.66, and DLA policy will be given duty time to complete training needed to obtain
the required level of certification.

5. Anemployee may seek a waiver of the requirement to obtain the required level of
certification within the 24-month time period provided that the employee follows the
following procedures:
a. Waiver requests must be submitted using DD Form 2905 no later than 90 days
before the deadline for obtaining the required level of certification.
b. Waiver requests must state the reasons for not obtaining the certification, the
DAWTA courses remaining, and a proposed completion date for certification.
c. The approval of any waiver is at the sole and exclusive discretion of DLA. f'\(‘
A\

lof2 "g,‘f
< b
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d. Approval of waivers will be documented in an employee’s Electronic Official
Personnel File (“EOPF™).

6. A waiver will not eliminate the requirement to obtain the required level of certification,
but only serve to extend the period allowed for the employee to obtain the certification.

7. Failure to obtain the required level of certification may resulf in reassignment to a vacant
position for which the employee is qualified, removal from the federal service, or any
other appropriate action permitted by law, rule, or regulation.

8. IfDLA determines that an employee’s current level (e.g. 1, 11, or III) or type (e.g. career
field or path) of certification should change based on the employee’s duties, it will notify
the employee and provide 24-months for the employee to obtain the new certification if
the change in certification level requires new or additional educational or training
requirements, DLA will also notify the employee if a certification is no longer required.

9. DLA will follow the procedures in the DLA-AFGE Council 169 Master Labor
Agreement for notifying employees and the AFGE Council 169 when making any
changes to an employee’s position description or performance plan.

10. Either Party may reopen this Agreement upon notifying the other Party only where a
change to the DAWIA, DODI, or DLA policy conflicts with the provisions of this
Agreement. Notification shall be made in writing,

11. AFGE Council 169 bargaining unit employees serving as union representatives on 100%
official time can request a waiver/extension using DD Form 2905 that will be elevated to
the Career Acquisition Executive (“J7 Director™) for approval.

For the Union: : For the Agency:
Ll f R Fers> /é-e/?— 622/
Frank D. Rienti, Jr. =" Date Brad Bunn ‘Date

President, AFGE Council 169 Director, DLA Human Resources

20f2
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MEMORANDUM OF AGREEMENT
Between
The Defense Logistics Agency (DLA}
And the

American Federation of Government Employees Council 169 (Council}

The Defense Logistics Agency (hereinafter referred to as DLA) and the American Federation of
Government Employees, Council 169 {hereinafter referred to as Council) hereby agree to the following
for the purpose of implementing the DLA Instruction Phased Retirement.

Eligible employees who properly complete the application requirements will receive a decision
as soon as possible but no later than 30 calendar days.

For the Union: For the Agency:
%/ St 2l M 3!:.:. ) 1P
Frank D. Rienti, Ir. Date : Brad Bunn Date

President, AFGE Count:il 169 Director, DLA Human Resources
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MEMORANDUM OF AGREEMENT
BETWEEN
DEFENSE LOGISTICS AGENCY
AND

AMERICAN FEDERATION OF GOVERNMENT EMPLOYEES COUNCIL 169

Defense Performance Management and Appraisal Program

The Defense Logistics Agency (DLA) and the American Federation of Government Employees
Council 169 (AFGE Council 169) enter info this Memorandum of Agreement for the purpose of
implementing the Defense Performance Management and Appraisal Program (DPMAP) for
bargaining unit employees.

Therefore, the Parties agree 1o the following:

L

The current appraisal cycle will end on December 31, 2016, DLA will establish a new
performance period of January 1 — March 31, 2017 (Abbreviated Appraisal Cycle) under
existing policies and procedures before transitioning to a new annual cycle of April 1, 2017 -
March 31, 201§ under DPMAP.

During the Abbreviated Appraisal Cycle, DLA will place employees on performance plans
using the same plans (i.e. performance elements and standards) for the period of January 1-
March 31, 2017. The Parties agree that employees will not be issued a rating of record at the
end of this period.

From the date of this agreement, through Aprt 30, 2017, the Couneil, Locals and employees
will have 10 work days to provide input for new performance standards versus the 5 work
days as stated in Article 18, section A (4), or 30 days from the completion of negotiations,
which ever is later. During this initial period, if production reports are used to establish
performance standards they will be vrovided to the union.

AFGE Council 169 Executive Board members will be provided the opportunity to conduct an
internal uiion train-the-trainer session with their local Presidents or designee, The agency
agrees to shorten the Annual Labor-Management Meeting by 1 day to provide the Council the
opportunity to conduct their session.

The DLA and AFGE Council 169 agree to modify Atticle 18 of the DLA-AFGE Council 169
Master Labor Agreement (MLA)

Date

For the Uniof: For the A;yi-
S ) A AN W ! '/ "/If
rad Bunn

frankD Riént, I Date

President, AFGE Council 169 Director, DLA Human Resources
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MEMORANDUM OF AGREEMENT
Between
The Defense Logistics Agency(DLA)
And the
American Federation of Government Employees Council 169 (Council)

The Defense Logistics Agency (hereinafter referred to as DLA) and the American Federation of
Government Employees, Council 169 (hereinafter referred to as Council) hereby agree to the following
concerning the Security and Emergency Services Professional of the Year Award.

A Council member, or designee, may participate on the evaluation panel at the DLA
Installation Support Safety and Security and Emergency Services (DS-S) level as a voting
representative for bargaining unit employees represented by the Council.

For the Council: For DLA

" Frank D. Rf/nti Jr, Brad Bunn
President, AFGE Council 169 Director, Human Resources
Date: /Z' "‘/7’/é Date: /P"‘"/"
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MEMORANDUM OF AGREEMENT
Between
The Defense Logistics Agency(DLA)
And the
American Federation of Government Employees Council 169 (Council)

The Defense Logistics Agency (hereinafter referred to as DLA) and the American Federation of
Government Employees, Council 169 (hereinafter referred to as Council) hereby agree to the following
concerning the establishment of the Diversity and Inclusion Committee(s).

A Council Representative, or designee, may participate as a member of the Diversity and
Inclusion Committee(s).

For the Council: For DLA
Frank D. Rienti, Jr. Brad Bunn
President, AFGE Councﬂ 169 Director, Human Resources

Date: f "f”:/fé Date: ’ l'

122



MEMORANDUM OF AGREEMENT
Between
The Defense Logistics Agency(DLA)
And the
American Federation of Government Employees Council 169 (Council)

The Defense Logistics Agency (hereinafter referred to as DLA) and the American Federation of
Gaovernment Employees, Council 169 (hereinafter referred to as Council) hereby agree to the following
cancerning the mandate to the use the Common Access Card {CAC) for accessmg the Electronic Benefits

-~ - - - Information System (EBIS). 8 - . el AL

\

1. Upon request CAC Readers will be provided to bargaining unit employees represented by
Council,

2. Employees will receive instructions on how to use and upload the CAC Reader software

program.
For the Councll: . ForDLA
/f:rank D. Rnentl i, » Brad Bunn
President, AFGE Counci! 169 Director, Human Resources

Date: 5/{’}” // 4’ Date: { b

123



MEMORANDUM OF AGREEMENT
BETWEEN
DEFENSE LOGISTICS AGENCY
AND
AMERICAN FEDERATION OF GOVERNMENT EMPLOYEES, COUNCIL 169

DLA DISPOSITION SERVICES POLICY FOR UPLOADING DESCRIPTIVE DATA AND PHOTOS

The Defense Logistics Agency (“DLA™) and the American Federation of Government Employees
(“AFGE™). Council 169, (collectively “Parties™) agree to this Memorandum of Agreement following
negotiations of the implementation of DLA Disposition Services’ Policy For Uploading Of Descriptive
Data And Photos.

DLA Disposition Services will take the following steps for employees tasked with uploading descriptive
data and photos:

1) Train employees in the functional operation of camera equipment

2) Train employees in the steps necessary to take photos acceptable for documentation purposes [e.g..
angles, lighting, etc.]

3) Appropriately annotate training and update Positions Descriptions (PDs) as necessary.

This agreement is effective as of the date the parties have signed below.

Mr. Brad Bunn, Director Mr. Frank Rienti, President
DLA Human Regpurces AFGE Council 169

|
Date 9’ > ‘ Praw e
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MEMORANDUM OF AGREEMENT

EAGLE Telework Management

The Defense Logistics Agency (DLA) and the American Federation of Government Employees Council
169 (AFGE) enter into this Memorandum of Agreement over DLA’s implementation of the EAGLE
Telework Management (ETM) system, electronic process DLA employees will use to request, renew,
cancel, and otherwise manage their participation in DLAs telework program.

Therefore, the Parties agree to the following:

1. The Parties will continue to follow the telework procedures found in Article 9 of the Master
Labor Agreement.

2. AFGE Council 169 bargaining unit employees will be given a reasonable amount of time but no
less than fourteen (14) calendar days to add their existing telework agreement into the ETM
system. If an employee fails to upload their agreement within this timeframe, DLA will give the
employee an additional opportunity to add their agreement before taking action.

For the Union: For the Agency:
Q _ 2 AL 25/76
b Date d Bunn Ddte
President. AFGE Council 169 Director, DLA Human Resources
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Memorandum of Agreement
[mplementation of the
DLA Registered Sex Offender Policy

The Employer and AFGE Council 169, agree to implement the DI.A Registered Sex Offender Policy
consistent with the following:

* Ancmployee temporarily detained for a non-valid alert (c.g. an error in reporting. wrong person,
wrong information. ete.) will be granted administrative leave during the period detained.

¢ Anemployee who is initially detained. but does not have an active warrant. and is then cleared to
have aceess to the facility should be granted administrative leave lor the time detained.

-/ . = N~ :j ‘S )ﬂu\ r
Date Datc
Frank D. Rienti. Ir. Brad Bunn
President. AFGE Council 169 Director. DLA Human Resources
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Memorandum of Agreement
Implementation of the Rapid Deployment Initiative

+  Because of the importance of the Defense Logistics Agency’s (DLA) ability to support the
Department of Defense Global Response Force (GRF) through the Rapid Deployment Initiative
(RDI), DLA (the Employer) and AFGE Council 169 (the Union), agree to implement the
initiative with the understanding that:

e The Agency may ask for volunteers, post vacancy announcements, or use other means of
identifying candidates to fill positions to cstablish the RDI teams. In the event the
Employer has solicited volunteers and finds a tie-breaker is needed to select from among
identically qualified bargaining unit employee volunteers, service computation date
(SCD) in ascending order will be used.

¢ [n the event of an unforeseen hardship (e.g.. serious medical issues of the employee or
immediate family member) that would impact the employee’s ability to deploy,
(the Employee will provide substantiating documentation). the Agency would first look
to fill the void with a deployable cold cycle team equivalent member. As soon as the
hardship is resolved the employee would be put back to their original cycle. If there is no
one on the cold cycle team to replace the employee with the hardship, the Agency could
replace the employee on the RDI team.

* Because of the nature and potential impact of the deployment cycles of RDI members on
local seniority-based leave scheduling procedures and the ability of RDI team members
1o request leave. leave scheduling arrangements for RDI Team members will be
administered separate and apart from normal local activity leave rosters.

¢ In the event there are issues the union wishes to address once provided the Instruction,
the parties agree to post-implementation bargaining.

Nl / 3 ),
=Z el

Mr. Brad Bunn, Director Mr. Frank Rienti, Presideng—="
DLA Human Resources AFGE Council 169

wla-l W P~ >
Date | Date
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MEMORANDUM OF AGREEMENT
BETWEEN
DEFENSE LOGISTICS AGENCY (DLA)
AND
AMERICAN FEDERATION OF GOVERNMENT EMPLOYEES (AFGE), COUNCIL 169

DLA DISPOSITION SERVICES REUTILIZATION, TRANSFER, AND DONATION (RTD)
PICK-UP HOURS OF OPERATION / DAYS TO REMOVE PROPERTY

The RTD Pick-Up Hours of Operation/Days to Remove Property policy (Policy) is intended to
improve customer satisfaction by providing Disposition Services’ customers consistent hours of
operation for RTD processing across the enterprise. DLA will implement the Policy no earlier
than August 1, 2015.

DLA and AFGE agree that implementation of this Policy will not result in any changes to work
schedules, pre-approved leave, fitness time. and other conditions of employment.

Changes in work schedules. pre-approved leave, fitness time. and other conditions of
employment as a result of implementation of the Policy will follow the applicable provisions in

the Master Labor Agreement and appropriate Local Agreements.

Mr. Brad Bunn Mr. FrankRienti
Director President
DLA Human Resources AFGE Council 169

July 29, 2015 (.l 37 2015
Date Dae”
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MEMORANDUM OF AGREEMENT
J8 Realignment and Reorganization

The Defense Logistics Agency (DLA) and the American Federation of Government Employees
Council 169 (together, the Parties), hereby agree to the following concerning the realignment and
reorganization of J8 Finance Operations employees. The realignment and reorganization will
become effective no later than July 8. 2015.

DLA will not cancel or change telework or wellness/fitness agreements nor previously approved
leave on the sole basis that J8 will realign or reorganize its functions and positions. Any
cancellation or changes to these agreements or previously approved leave will follow the Parties’
Master Labor Agreement.

For the Council:

f -~/
Frank Rienti. Jr. 7

President. Council 169

Brad Bunn
Director, DLA Human Resourceg

e MH//} r) /&(/S# Date: 7/2 ‘I/I.S—
T / '
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MEMORANDUM OF AGREEMENT

BETWLEEN THE
DETENSE LOGISTICS AGENCY
AND THE

AMLURICAN FEDERATION OF GOVERNMENT EMPLOYEES, COUNCIL 169

The Defense Logistics Agency (“DLA”) and the American Federation of Government Employees,
Council 169 (“AFGE™) (collectively “Parties™), agree to (his Memorandum of Agreement
(“Agreement”) following negotiations over DLA Disposition Services” plan to reduce the number of
positions designed Emergency Essential (“EE”) under the Civilian Expeditionary Workforce (“CEW”).
The Parties engaged in bargaining over the of DLA Disposition Services’ plan consistent with 5 U.S.C.
§7106(b)(2)-(3) and Article 5 of the Parties Master Labor Agreement.

Therefore, the Partics agree to the following:

A. DLA Disposition Services will reduce the number of positions designated EE by taking the following
procedures;
I. Remove all permanently medically disqualified employees from the CEW program.
2. Leave all CEW assignments “as is” if there are no changes in requirements.
3. Where there is a decrease in requirements for positions currently designated EE and employces
currently occupy these positions, DLA Disposition Services (“DS”) will offer removal from the
CEW program to those employees who have deployed and have the most senior service
computation date (“SCD™) notwithstanding DS Directorate. Employees will be given five (5)
business days to accept this offer. If an employee rejects or fails to respond to this offer within
five business days, management will proceed to the next individual with the highest seniority and
has deployed until the requirements are met. If an employee is on extended leave or temporary
duty assignment during this five day period, DS will make every attempt to contact the employec
to accept or reject the offer.
4. Where there is a decrease or increase in positions designated EE and vacancies in those
positions exist, DS will solicit volunteers {rom within the specific DLA Disposition Services
Directorate to fill these specific grade and series requirements. Employees will be given seven
(7) calendar days to respond to a call for volunteers to fill these requirements. If not enough
employees volunteer to fill these vacancies, the DILA Disposition Services Directorates will
advertise job opportunity announcements (“JOAs™) for those positions until filled.
B. This Agrecment constitutes the full understanding of the Parties, and may be changed only by mutual
agreement.

FOR AFGE: FOR DLA:

i - - . g - L - _‘j_fj'f {“‘h\‘:; 7

A - T 4 ) . - o ‘_ y A i . o
Azl S ] //,(( sy ] &w\f&“/ C27 715
Robin Nichels Date Allen Brooks Date
AFGE Council 169 Defense Logistics Agency
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MEMORANDUM OF AGREEMENT
BETWEEN THE
DEFENSE LOGISTICS AGENCY (DLA)
AND THE
AMERICAN FEDERATION OF GOVERNMENT EMPLOYEES {AFGE), COUNCH. 169

Leave and Earning Statements

This document outlines the procedures that will be followed when DLA turns off the malied Leave and
Eatnings Staternent (LES} for those employees who have demonstrated use of the MyPay system for
access to their LES and contlhue to receive a malled copy of the LES.

1. Employees who have demonstrated they are able to access MyPay within the last four pay
periods will have their malled LES turned off.

2. DLA will notify those employees wha have their mailed LES turned off of this action via the email
identified by the employee In the MyPay system, This emall will be reviewed prior to
distribution by the President, AFGE Council 169, and will include a statement that the employee
has the right to turni the malled copy bacl on via the MyPay system if they chose to contfnue to
receive the malled copy. This emall will also include instructions on how to turn the malled copy
of the LES back on.

3. Emplayees will be granted duty time to view and/or print a copy of their LES based on
operaticnal requirements. They may use the klosk or computer lab avallable to employees that
do not have computer access based on thelr position of record.

4, i required emﬁioyees will be provided assistance accessing MyPay by thelr supervisor or other
appropriate employee:

5. This pracesswill be repeated every 90 days.

e ey
Mr. Frank Rlent, Presidént (o

Mr. Brad Bunn, ]Qirect'or
DLA Hurnan Resources AFGE Councit 169
/9\ 7’/’ ¥ e

Date Date
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MEMORANDUM OF AGREEMENT
BETWEEN THE
DEFENSE LOGISTICS AGENCY
AND THE '
AMERICAN FEDERATION OF GOVERNMENT EMPLOYEES, COUNCIL 169

The Defense Logistics Agency (“DLA”) and the American Federation of Government
Employees, Council 169 (“AFGE”) (collectively “Parties™), agree to this Memorandum
of Agreement (“Agreement”) following negotiations over DLA’s transfer of positions
and employees as identified below from DLA Disposition Services to DLA Distribution,
The purpose of this transfer is to integrate the identified positions and employees into
DLA Distribution in order to meet the mission of DLA.

DLA will transfer the positions and employees identified in the attached Appendix from
DLA Disposition Services to DLA Distribution at or near their same current duty station.
The date of the transfers will occur as follows:

Cyele 2 locations where transfers will occur no earlier than August 10, 2014 _

Anniston, AL Red River, TX
Barstow, CA Richmond, VA
Jacksonville, FL Susquehanna, PA (physically located in

Norfolk, VA (including St. Julien’s Creek  Mechanicsburg, PA)
annex in Portsmouth, VA)

Cycle 3 locations where transfers will occur no earlier than October 19, 2014

Cherry Point, NC Guam

As part of this transfer, certain positions and employees as identified in the Appendix will
accrete to another bargaining unit represented by a labor union other than AFGE. The
locations of these positions and employees are as follows:

* DLA Disposition Services Cherry Poini, NC to DLA Distribution Cherry Point,
NC.

* DLA Disposition Services Red River, TX to DLA Distribution Red River, TX.

* DLA Disposition Services Susquehanna, PA (physically located in
Mechanicsburg, PA) located in Mechanicsburg, PA to DLA Distribution
Susquehanna, PA (physically located in Mechanicsburg, PA).

* DLA Disposition Services Norfolk, VA (including St. Julien’s Creek annex in
Portsmouth, VA) to DLA Distribution Norfolk, VA (employees will remain at St.
Julien’s Creek). ﬁ-}




Therefore, the Parties agree to the following:

» Until the Parties renegotiate a successor Master Labor Agreement (“MLA™), DLA
will continue to follow the applicable local agreements, past practices, and
procedures followed at DLA Disposition Services for the transferring employees
after they transfer to DLA Distribution, except for those employees who accrete
into & bargaining unit represented by a union other than AFGE. These
employees’ working conditions shall be determined by any agreement or practices
between DLA and the gaining non-AFGE union. For the transferring employees
who remain inside a bargaining unit represented by AFGE, any successor MLA
that is fully executed and approved upon Agency Head Review shall govern
working conditions.

» Nothing in this Agreement prohibits DLA and AFGE Locals to negotiate and
agree to any changes to conditions of employment for transferring employees
prior to implementation of the successor MLA, provided that any such agreement
complies with the requirements in the Parties’ 2013 MLA, including Articles 5
and 38, and this Agreement.

o All ransferring employees will remain eligible for Alternative Work Schedules,
except as identified above, in accordance with any applicable DLA Disposition
Services local agreements, past practices and procedures until implementation of
a successor MLA.

* Leave scheduled and approved prior to an employee’s transfer will be honored,
provided that these employees followed the scheduling procedures under the
current MLA or applicable local agreements. Should management need to cancel
already approved leave for these employees, the provisions of Article 24, Section
G of the MLA will be followed.

FOR THE UNION: : _, FOR THE EMPLOYER:
L < / : ’
‘ ézﬁ'?/)'“/’ A /_gsw--. 2 . /7
“Ffank Rienti Date /' Brad Bumn !, ate
President Director, Human Resources (J1)
AFGE Council 169 Defense Logistics Agency
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MEMORANDUM OF AGREEMENT
BETWEEN THE
DEFENSE LOGISTICS AGENCY
AND THE
AMERICAN FEDERATION OF GOVERNMENT EMPLOYEES, COUNCIL 169

The Defense Logistics Agency (“DLA™) and the American Federation of Government
Employees, Council 169 (*AFGE”) (collectively “Parties™), reach this Memorandum of
Agreement (“Agreement”™). The Parties reached this Agreement following negotiations
over the transfer of positions and employees as identified below from DLA Disposition
Services to DLA Distribution. The purpose of this transfer is to integrate the identified
positions and employees into DLA Distribution in order to meet the mission of DLA.

DLA will transfer the positions and emplovees (the “Transferring Employees™) identified
in the attached Appendix A from DLA Disposition Services to DLA Distribution at or
near their same duty station on May 4, 2014 (“Transfer Date™). as described by the
following:

e DLA Disposition Services at San Joaquin, Tracy, California to DLA Distribution
San Joaquin, California.

e DLA Disposition Services at Warner Robins, Robins Air Force Base. Georgia to
DLA Distribution Warner Robins. Georgia.

e DLA Disposition Services at Hill, Hill Air Force Base, Utah to DLA Distribution
Hill, Utah.

Therefore. the Partics agrec to the following:

1. Until the Parties renegotiate a successor Master Labor Agreement (*“MLA™), DLA
will continue to follow the applicable local agreements, past practices and procedures
followed at DL A Disposition Services for the Transferring Employees after the
Transfer Date, except as modified by this Agreement or in case of an emergency.
Once a successor MLA is fullv executed and approved upon Agency Head Review.
working conditions for these Transferring Employees shall be governed and
determined by the MLA.

[

Nothing in this Agreement prohibits DLA and AFGE Locals to negotiate and agree to
any changes to conditions of employment prior to the implementation of the
successor MLA. provided that any such agreement complies with the requirements in
the Parties’ current MLA. as provided for in Articles 5 and 38. and this Agreement.
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3. All transferring employees will remain eligible for Alternative Work Schedules in
accordance with any applicable DL A Disposition Services local agreements, past
practices and procedures until implementation of the successor MLA.

4. Leave scheduled and approved prior to the Transfer Date for effected employees will
be honored, provided that these employees followed the scheduling procedures under
the current MLA or applicable local agreements. Should management need to cancel
already approved leave for these employees the provisions Article 24, Section G of
the MLA will be followed.

FOR THE UNION: MPLOYER:

N

" Frank Rienti %Date Brad Bunn' Date
President ' Director. Human Resources (J-1)
AFGE Council 169 Defense Logistics Agency
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MEMORANDUM OF AGREEMENT
BETWEEN
DEFENSE LOGISTICS AGENCY (DLA)
AND

AMERICAN FEDERATION OF GOVERNMENT EMPLOYEES (AFGE), COUNCIL

169

DIRECTIVE TYPE MEMORANDUM (DTM) MATERIAL HANDLING EQUIPMENT

(MHE) OPERATOR TRAINING LICENSING AND CERTIFICATION
STANDARD OPERATING PROCEDURE (SOP) FOR MATERIAL HANDLING

EQUIPMENT OPERATIONS, LICENSING AND TRAINING AND DLA POWERED

INDUSTRIAL TRUCK (PIT) PROCEDURES

This document outlines the standard issues related to the implementation of
Enterprise-wide policy and procedures related to MHE Operator Training and
Licensing and certification and procedures for the operation licensing, procedures for
PIT. Local supplementation of these policy documents/procedures is prohibited
except as indicated below. The DTM on MHE and the SOP for MHE and PIT will go
into effect on January 1, 2014,

DEFINITIONS:

¢ Material Handling Equipment: Forklifts, handling material and storing
materials involve diverse operations such as hoisting tons of steel with a
crane; driving a truck loaded with blocks of concrete blocks, carrying bags or
materials manually; and stacking pallets of bricks or other materials such as
drums, barrels, kegs and stacks of lumber.

o Powered Industrial Truck: Any mobile power controlled truck used to carry,
push, pull, pick, stack or tier materials. PIT can either be ridden or conirolled
by a walking operator. Earth moving and over-the-road haulage trucks are not
included in this definition. Equipment that was designed to move earth, but
has been modified to accept forks is also not included.

The Parties agree to the following conditions related to operation, training and
licensing of either MHE or PIT:

¢ Employees who either occupy or apply for a position that requires the operation
of either MHE or PIT will attend refresher training at least every three years. This
training will include hands on evaluation by a qualified trainer.

¢ Written examinations associated with this refresher training will be administered
to access an employee’s knowledge level post instruction, Courses, for which
DLA controls the content, will be open book with a passing score of 75%.
Employees who score below the required percentage will be required to retake the
classroom training and will be retested. Employees who fail test will be allowed a
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reasonable number of opportunities to retake the test. For the purpose of this
MOA reasonable is defined as a maximum of 3 retakes.

« Employees will be required to carry the appropriate MHE license or certification
(OF 346 or equivalent) if working at a location that is supervised by someone
unfamiliar with the employee’s MHE certifications, If DLA is a tenant of a host
installation, DLA employees will be required to follow the host installation’s
requirements and regulations.

¢ FEmployees who are invoived in a near miss or accident involving either MHE or
PIT will be required to take refresher training if an accident/near miss
investigation validates that the employee involved was responsible for the
incident. The employee will be required to aitend refresher training and hands-on
evaluation testing prior to resuming operation of MHE or operating any new types
of MHE or PIT.

¢ Empioyees who provide training on this program must be qualified to do so.
When bargaining unit employees are used to train other employees the following
order of selection will be used:

¢ Those qualified employees who have trainer duties in their position
description.

s Those qualified employees who volunteer to perform training duties. If
more employees volunteer than are needed, qualified employees will be
selected by using their Service Computation Date (SCD).

» If there are no employees who volunteer to perform training and there are
no employees who have trainer duties in their position description
available, qualified employees will be forced using inverse SCD.

» Site specific PIT Programs, preoperational checklists and accompanying
Occupational Health Protection Procedures will be negotiated, as appropriate, at
the local facility between the local AFGE union and the site commander/director.

» Employees who are not current on either their physical examination or training
requirement will not be allowed to operate MHE/PIT.

This agreement is effective as of the date that both parties have signed below and
continues until either terminated by the parties or superseded by the MLA.

el f 2

Mir. Brad Biinn, Director “¥ir. Frank Rienti, President

DLA Human Resources : AFGE Council 169
/8/rs o

Dafe Date
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MEMORANDUM OF AGREEMENT

BETWEEN
DEFENSE LOGISTICS AGENCY (DLA)
AND

AMERICAN FEDERATION OF GOVERNMENT EMPLOYEES (AFGE), COUNCIL 169

DLA Hoteling, Hot Desking, and Desk Sharing

This document outlines the standard features for all hoteling, hot desking, and desk sharing programs
(to include pilot programs) established in DLA. Assuming the conditions outlined below are in
place, such programs may be customized to local conditions through negotiations between the
Primary Level Field Activity Commander/J-Code Director. or his'her designee, and the appropriate
AFGE Local Union President, or hisher designee. Such agreements must be forwarded to Director,
DLA Human Resources, and the President, Council 169 for review prior to implementation.

DEFINITIONS:

a. Hoteling: An arrangement through which employees telework and reserve a non-dedicated
workspace in the office on as-needed basis.

b. Hot Desking: An arrangement through which employees telework and occupy a workspace
in the office on unreserved, first come/first served basis. “Hot desks™ are also referred to as
“hot seats™ or “touchdown workstations.”

¢. Desk Sharing: An arrangement through which employees are assigned to 2 sfa-eciﬁc
workspace; however, the workspace is not dedicated 1o a single employee but rather shared
among two or more employees.

The Parties agree to the following conditions which are mandatory in ali hoteling, hot desking. and
desk sharing programs in DLA:

a. The Agency, at the local level, must notify the local union when they are considering the
implementation of a Hoteling Program and engage in any &1 bargaining if appropriate.

b. Participation in such programs is voluntary and participants may withdraw at any time by
notifving their supervisor in writing.

¢. Paricipants will be held to the same measures of work performance and accountability as
employees working in the treditional DLA work space.

d. All employees are required to follow established core duty hours regardless of work location.

e. Employees who do not work at their assigned work location greater than or equal to 50
percent of their workdays in a work week due to any combination of regularly scheduled
telework and alternative work schedule days. and part-time employees who work in the
office less than 3 days a week. will not be guaranteed a dedicated. exclusive workspace at
their DLA organization. Those employees who withdraw from the program will be provided
a dedicated workspace in their office; however. it is not guaranteed to be the same dedicated
workspace they had prior to joining the program. p )

el
t& ly\ﬂ W

L
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f.  Employees who do not have a dedicated, exclusive workspace at their DLA organization will
reserve DLA workspace under a hotel reservation system, occupy DLA workspace through
hot seating, or occupy DLA workspace under a desk-sharing arrangement.

Participants in such programs will be provided appropriate equipment to support successful
job performance while teleworking. “Appropriate™ is defined as that equipment which is
normally provided to DLA teleworkers based on current policy and practice.

"

h. Employees will be provided with lockable storage to store personal belongings and sanitary
wipes for employee use at the hoteling and/or hot seating location.

i. Such programs cannot include terms that are contrary to, or establish new, DLA policy {e.g.,
with respect to telework, hours of duty, time and attendance, performance management.
security, safety. and information technology) or violate the terms of the Master Labor
Agreement (MLA).

j. The Agency may terminate such programs, or any individual’s participation in such
programs, based on business/mission need.

k. DLA management has the right to terminate any individual’s participation in such programs
based on current law, policy. and the MLA.

I. Whenever a participant's telework days are involuntarily reduced DLA must provide the
reasons for such termination per the terms of the MLA.

m. Requests for Reasonable Accommodation under this program will be handled in accordance
with Article 8, Section 7 of the MLA.

It is further agreed that such arrangements are appropriate oaly when based on business or mission
needs as determined by the Agency such as overcrowding. cost effectiveness, or renovation.

This agreement is effective as of the date that both parties have signed below and continues until
either terminated by the parties or superseded by the MLA.

Mr. Brad Bunn. Director AMr. Frank Riénti, President™

DLA Human Resources AFGE Council 169
1220/ 20972

Date ' Date
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MEMORANDUM OF AGREEMENT
Between the
Defense Logistics Agency
Andthe
American Federation of Governtment Employees, Council 169
EMERGENCY FURLOUGH

This MOA establishes procedures and deseribes gotions the Agency will 1ake in the event
of 4 furlough of 30 days or fess (flurlough) in accondance with applicable law,
Governmentewide rule or regulation.

- The Agency will determine those positions to be “excepied in the event of a furlongh in
secordancs with established DoD guidance. In some instances, organizations will have
multiple eniployees performing essentially identical functions but only a portion of them
will be necessary for continuation of' essential operations dutiag & furlough, Inthose
instances, employees will b excepted based on seniority, Senfority will be detenniined
using the employee’s Reduction-in-Force Serviée Computation Dates (RIF SCD), The
continuation of the exempted activities may require 6 unique skill-sel not possdssed by
the senlor employee, 1nsuch fncidents, the responsible supervisor/munager shall fdentify
the host sénlor individuat possessing the requisits unique skill-set necessary to perform
the exempt activity immediately upon suspension of operations. The supetvisor/manager
will document the basts for that determination in s mentorandum for the recosd.

. Exployees will be provided writien notice of the furlough. Whenever practicable, written
nofice will be given in advance, However, faifure to provide advance notice will not
entitle employees to be kept in & pay status for the notice period after the furlough date.
Thg Ageucy will provide a copy of an SF-8 in conjunciion with the written notice of the
furiough.

The supervisor will sttempt ta contact an employes who §s away from the worksite, using
contact information that is on file. This includes employees on apptoved leaveand those
whomay be T, For thoss employees who ant on leave, Such feave will be canceled.
The Pasiies recoguize that the number of furlough days may not be known {n advance and
that the Agency may not be able to notify bargaining unit employees of the dusation of
the furlough, Employees will be notified of when to retum to work via public media,
Additionally, the supervisor will make every reasonable effort to contact employees
personally {includes leaving a message on a parsonal volee mail system), using contact
informations on file, via tefephone or emall,

. As 3001 as practicable nnd afler approval by the approprinte autharitics, the Ageney will
furnish the respective local unfon (with 1 copy to the Council President) a copy of the list
of “axcepled™ bargaining unit positions and the hargalning unit employees who bave baen
designated (o be retained in those "excepted™ positions in accordance with paragraph 1.
The list wili be used for official representaion purposas only,

Time frames for grievances and ADR will be extended for the length of the furlough,

All pravisions of the Master Labor Agreement will be applicable under the furlough
excepl those that are in conflict with law retated to furlough setions,
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9. Those employzes who are not furloughed and who are on an approved telework
agreement may continue to ielework unless the superviser/manager determines that the
employee’s presence at the worksite is necessary duc 10 the emergency furlough
Situation.

10. Employces are entitled to benefits outlined in guidance fssued by the Office of Personne!
Management refated to emergency furlonghs, This guidance can be found at

o vifurlouah/(irlo

H. The parties agree 16 abide by appl:cah!e laws, rutes, and regulations ngnrding CMCTEENLY
furtoughs. If Congress and the President ¢nuci legislation regarding retroactive
compensation for furloughed employzes, the parties agrec 10 enghge in
discussions/riegotiutions (if approprinte) regatding the implementation of stech legislation
10 bargaining unk employess, as spplicable,

f¢ /
Brad Bunh, Ditcctor f‘FranL D. Ri¢tti; Pﬂ:sidcm/ et I //
DLA Human Resoureos AFGE Council 169
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"MEMORANDUM OF AGREEMENT
Lactation Program

The Defense Logistics Agency (hereinafter referred to as DLA)J and the American
Federation of Government Employees, Council 169 (hemuaﬂ&r referred to as the
Council) hereby zpree 1o the following conceming the revisions 10 LA instruction 7306
{Lactation Program):

In situations where a ILA acllmy atrzady provides compensated breaks (e.g., 15
rainutes in the moraing andfor 15 minutes in the aﬁemmn} that eraployess can use for
any purpose, program participants whe use thelr break tfime 1o 2xpress milk must be
compensated in the satme way as other employess who are compensated for such break
time, Insitations where a DLA activily provides for other break policies, supervisors
shall work with nursing mothers o ensure evenngss of applying break policies and 1o
ensure they are allowed to utilize breaks in the same manner as other emplayees who
witlize break timie at their Jocation, The sverage tme for pumping varics among
individuals, so any additional time used beyond the existing break period should be
acvounted for. A smps.rvisor has the diseration fo grant excused absence Tor these beiefl
absences, Besides normal bresk thmes and excused time, when absences are for tore
than Brief periods of Yime, additional time in 13-mimue inerements ¢an be charged 1o
annual leave, compensatory fime, evedit hours, or fompensatory time off for vavel, or an
employes may adjuss her work schedule (starting or stopping times) 10 make up the
additional tinse,

¥or the Coungil; ForDLA;

/ Frank D, Riedi, Jr. -
President, AFGE Coureil 169 Diirector, Hﬁman Resources

Date: ,Q?*'*' f?i 2047 Date: Qv"}( é,‘ _3%”
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Memorandum of Agreement
Between
The Defense Logistics Agency (DLA)
and the American Federation of Government Employees Council 169
(Council)

LA and the Council hereby ngree to the following conceming the implementation of the FOURTH
ESTATE PERSONNEL ACCOUNTABILITY AND ASSESSMENT SYSTEM (FEPAAS).

1. DLA will provide the workforee the following markeling materdals (as provided at the AFGE
FEPAAS briefing on November 30, 2010} (1) At ne cost 1o the employess upon initial entry
into the warkforee; {2) Upon initis) announcement of FEPAAS implementation; and (3) Upon
request of the employee therealer. As it relates to number (3), if marketing materiale are not
available, the agency will direet the employee to the FEPAAS wobsite whers such materials are
avallable 1o bz printed,

Trifolds
Wallet Cards
Magnets

DLA will display posters in appropriate places throughout the enterptise prior to
implamentation of the FEPAAS sysiem.

2. DLA will not delegate any supervisory/management sesponsibilities g defined under this
instruction to bargaining unit employees unfess such employees are detailed to 2 management
level position in excess of 30 days, This does not apply to those bargaining unit employees
who may have been assigned duties es FEPAAS Agency Administrators (AADMIN). These
employees will contini to perform duties as assigned under this instruction.

The parties understand that entering tnto this MOA will ot restrict DLA"S rights under the Federa!
Service Labor Mandpement Relations Statute, Bection 7106 (g) (2} (D).

iﬁf}é/ Lot 1251 | dfufu

Frank Rienli yd Dats / Brad Bunn Diaté
For AFGE Counci] 169 Forthe Defense Logistics Agency
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SETTLEMENT AGREEMENT

In settlement of the Colincll's Demand to Bargain on the Issue of liahllity
statements related to the removal of computer equipment from DLA facliities
dated Dacember 14, 2009, the Defense Logistics Agency and the American
Federation of Government Employees, Councll 169 agres to the followlng:

1. DLA Form 1813 will be used enterprise wide for computer equipment that
leaves the workslte for such purposes of as telework or officlal travel.
Other local hand raceipt forms that were previously used ars replaced and
superseded by revised Form 1813 (July 2010).

2. J-6 agress to secure laptop computars at the worksite that were Issued to
employees who do not telework or travel on a regular basls.

3, Employees who wish to retrieve/replace hand receipt forms previously
signed for computer equipment may do so by contacting thelr local J-6

organization.

For the Union: For the Agsncy:
L A M/Z
/Frank Rienti T S P Brad Bunn

President, AFGE Councll 169 Director, Human Resources

Edward J. Case
Acting Chief Information Officer
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Memorandum of Agreement

Between
DLA and AFGE Council 169

The Defense Logistics Agency (DLA) and American Federation of Government
Employees Council 169 (the Council) hereby agree to the following changes to section
one of the Common Access Card {CAC) MOA dated June 15, 20086.

1. The CAC is the standard identification card for Department of Defense (DoD) and is used
fo enable physical access to buildings, installations, controlled spaces and information
technclogy systems that access DoD computer networks. This MOA includes all
identification (smart) cards used to enter buildings (i.e., LENEL, etc.). At this time, the
EAGLE and ATAAPS systems are used for recording and reporting time and aitendance
within DLA for pay purposes. The CAC or any other identification (smart) cards will not be
used officially or unofficially to record or report time and attendance. However, the parties
understand that it is a management right to initiate a disciplinary action based upon available
evidence and in accordance with the Master Labor Agreement.

This agreement constitutes the full understanding of the parties. The provisions of this
Memorandum of Agreement may be changed only with the mutual agreement of the parties.

//,/‘/ﬂ%’/ b3/ &ﬂ—— 5 Jime 20/

Frank Rient’” Date Brad Bunn Date
For AFGE Counel 169 For the Defense ogtstlcs
Agency
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MEMORANDUM OF AGREEMENT
GROUND RULES FOR MASTER LABOR AGREEMENT NEGOTIATIONS 2010

The Defense Logistics Agency (DLA or Employer) and the Amesican Federation of Government
Employees Councit 169 (the Council or Union) hetehy agree to the following concerning
negotiation of the Master Labor Agreement (MLA):

1. The negotiating team for the Union will be compzised of (9) nine members, Council team
members who are DLA employees will be in an official titne status, Travel and per diet will be
provided for nive Council team members«(to include 2 cental vehdcles) for all aspeces of negotiations
up to and including impasse, The Chief Negotiators will act as the spokesperson for their team in
negotiating all aspects of the agreement, The patties will designate alternate Chief Negotiators who
will assume the role of spokespetson in the absence of the Chief Negotiator. The parties agree to
Lirnit the number of people in the negotiating room to ten people each at any given time, Fach patty
may have one othet attendee to sezve as a technical expert. All negotiations will be “Fage to Face”

2. The Parties will exchange a list of the full names, tiles, work addresses, e-mail addresses, and
telephone numbers of thelr respective eam members. fxlthough the patties may replace team
members as may be necessaty, both agree stability of the negotinting tesms is jmportant to effective
negotiations,

3. The Bmployer will provide its inteest/changes of Articles or new Atticles, to the Council
President not latet than June 18, 2010. The Council will provide its interest/chaoges of Articles ot
aew Atticles 1o the Employer's Chief Negotiator not later than June 18, 2010, These dates may be
modified by mutual consent of the Chief Negotiators. These mterest/changes of Articles or new
Articles will constitute the coraplete set of articles to be negotiated into 2 new MLA. No other initial
proposals on a given subject ares, (s opposed to counter-proposals) will be pesmitted after that date
without the mutual consent of bath Chief Negotiators. The patties will submit 2 paper copy of theit
proposals and will e-mail 20 electronic version formatted in M8 Word,

4. The employet will provide official time for each local that meets with the Union’s Executive

. Boatd, one travel day and one meeting day up to 16 hours, for the purpose of preparation of union
proposals for the MLA. This official dme may be used by one official or divided among sevesal
union representatives. The employet shall provide one week of official time for the DLA enployees
on the Council's team to meet in Phoenix, AZ for the purpose of prepatation of Union
interest/changes of Asticles or new Atticles for the MLA, The Employer will pay travel/per diem
for nine members of the Couneil team (to include 2 rental vehicles) for travel from Sunday to
Sunday,

5. 'The patties apree to meet for two weeks in the Washington DC Metro Arca, Negotiations will
commence oa July 20, 2010. Duty houts will be 9:00AM + 5:00 PM, Tuesday through Friday-first
week, Monday through Thussday, sccond week. One hour for lunch pex day. 1f not finished the
parties will break and reconivene (normully for two weeks) where and when by mutusl agieement,
but not Iater than one month. The Employer shall provide a properly equipped uegotiating toom
and necessaty equipment and supplies, to include but not limited to: Lap Top computers with
printer, phones, photocopiet, Fax machine and a sepamte room it which to caucus,

1
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6, Both DILA and the Union mutually agree that renegotiation of & new MLA is of mutual benefit to
the patties and completion of the agreement will be piven high priotty.

7. The patties tecogaize the need for sach negotiating team to conduct caucuses to facilitate
effective negotiations. Either party may call for caucuscs at its disceetion, Howevet, caucuses will be
beld to the shoztest time necessaty, If caucuses are likely to exceed one hout, the Chief Negotiator
of the party calling & caucus will notify the other Chief Negotiator of the situation and discuss
whether there will be a caucus, a recess, or whatever othet arrangements that would avold wasted
time, The cancusing pasty will take every reasonable effott to avold unoecessarily delaying the
negotietions,

8, If eithes patty alleges that it is not obligated ¢o batgain on a pasticula matter, the-parties will first
discuss whether or not the parties may likely teach agreement otherwise. If so and if possible, the
parties will explote alternative language which will achieve the puspose of the proposal and will not
render the phasing outside the scope of bargalning, Shonld agreement vot be likely in either case,
exch party will decide what recouse it may require,

9, The Chief Negotiators will initiat and date agreed-upon articles or sections as they ate completed.
Aftes initialing the article or section, it will not be subject to futther discussion unless there is 3
mutual agteement to reconsides; or revise the agreed upon article or section,

10, It is the intent of the parties to hold Articles and/or zections on which agreement cannot be
reached until all negotiable items on which agrecment can be seached ate disposed of, At that time,
the pacties will tnake a diligent effort to xesolve all outstandiog acticles or pections. If the diligent
effort does not result in agreement, the services of the Federal Mediaton and Conciliation Service
will be requested by either or both parties. If the setvices of the Fedetal Mediation and Conciliation
Service do not zesolve the impasse, either pazty may request the Federal Service Impasses Panel to
settle the impasse in accordance with 5 USC 7119,

11, Once the negotistions have officially statted, any changes to these procedures may be made only
by mutal consent of the Chief Negotiators, Any new terms agreed to will be reduced to weiting,
sipned and dated by the Chief Negotlatots, Any modified tetms of this agteement may be made by
pen and ink change, initialed and dated by the Chief Nepotiators.

12, Upon completion of s Master Labor Agreement that is fully acceptable to both parties, the
Employer will prepate the apreement in final deaft for review and proofreading, ‘The patties will
have 15 calendar days to teview for ervoss. Upon receipt of the final draft, the Council will submit
the agresment for ratification. Language imposed putsnant to FSIP ozders will not be subject to
ratification. The agreerment will be considered ratified upon notification of the Employer by the
Council, or lacking such notification, 37 ealendar days following teceipt of the corrections to the
final draft. In the event the agreement is not ratified, the parties will reconvene within 15 days to
commence negotiations. Negotintions will niot be limited to fesues identified in the ratification
process. Upon completion of these negotiations, the patties will sign the agreement. The Employer
will then forward the agreement to the Defense Civilian Personnel Management Service, Field
Advisoty Sexvices (FAS) Division for agoncy-head review. The agreement will become contractanlly
binding when apptoved by FAS or withia thirty days after the execution of the agreetent,
whichever accurs fitat, '
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13, In the event FAS disapproves the agreement, the patties will vesume negotiations on those
provisions identified by FAS as nonnegotiable. No provisions of the agreement shall becoms
effective until the disapproved provisions have been resolved, All jtems that ate tenegotiated shall
be submitted to FAS for agency head review,

14, Should any dispmity in wording be discovered aftex the MLA is printed and the signed or
initialed language agteed at the bargaining table, the signed ot initialed Jénguage shall preval,

15. This memorandum of agrecment becomes effective immediately upon signing,

For the Council: For DLA:

W Hand, 5L 0 /0 -’{/ %/w

/Frank D, Rient, J&. © Brad Bunt{
Chief Negotiator, Council 169 Chief Megotiator, DLA
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REVISION TO MEMORANDUM OF AGREEMENT
FOR PANDEMIC INFLUENZA PLAN

‘T'he Defense Logistics Agency and the American Federation of Government Employees
Council 169 lmchy agree 1o the following revision o the Memorandum of Agreement signed Narch
12, 2008 concerning the DTA Pandemic Influenza Plan:

1. DLA's original Pandemic Influenza Plan followed the phases as identificd by the World
Flealth Organization because its plan predated the phases identified in the PT Plan issued by
DolYs Northern Conunand (NORTTICOM).

2. DLA 15 revising its phases of P to be consistent with NORTHCOM o minimize confusion
about the actual phase DLA is in based on instruction from DoDD.

3. Two parage aph» in the original MOA need to be maodified to correct the reference to phases
and when certain actions are appropriate:

2. Telework: Change the phases listed in sentence four from “Phases V and VI to
“Phascs 3-4™.

h. Labor-Management Relations: Change the phases in sentence 7 flom “Plase V and
VI and “Phase V/VI™ to “Phases 3-4" in both parts of the sentence,

For the Council; For the Employer:
LY 2R M),
Ffeank 1, Ricnti L e Karon 1. Webb

AFGE, Council 169 Acting Director, Tuman Resources
J-25-cr 993/09

Date Daté
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MEMORANDUM OF AGREEMENT
DLA-wide Deployment of
Employee Activity Guide for Labor Entry (EAGLE)
Amended June 17, 2009

The Defense Logistics Agency (hereinafter referred to as DLA}Y and the American
ation of Government Employees Council 169 (hercinatter referred to as the Council) hereby
to the following concerning deployment of EAGLE within all DLA organizations represented

by AFGE Council 169.

1.

The BEAGLE system is intended to account for time and work activities. Daily input of
information is strongly encouraged fo ensure accuracy, but not required.

An employee/timekeeper may be requited to project time at the end of the pay petiod in
order to pay the employee in a timely manner. The requirement to input projected time in
advance does not probibit an employee from requesting and being granted leave on the days
when attendance was projected. In such cases, the time will be corrected in the system,

Transition to EAGLE does not change significant conditions of employment related to
recording time and attendance, Such matters (work schedules, procedures for recording
time, whether start/stop times are recorded, ete)) are covered by Article 20 of the Master
Labor Agreement and are subject to local bargaining in Locally Negotiated Operating
Procedures. Deployment of EAGLE will not be delayed pending negotiations of new
pracedures for recording time and attendance. Negotiations regarding changes that may be
necessitated by EAGLE deployment will commence within 30 calendar days of receipt of a
timely derrand to bargain,

Aftected Council Locals will be briefed on the RAGLE system prior to implementation.
Employees/ timekeepers will be provided training needed to use the EAGLE system.

Training may be in classrooms, by webinar or other means. Upon request, union
representatives will be provided the same training as employee users of the system.

For the Councils For the Employer:

P ﬂf"f{/{/ "*4* 9‘1’\4»?3? (N

/ Frank DD Tienti, Jr. _ ﬁfx‘tV]VNeal

AFGE, Council’ 169 Director, Human Resources
f;ﬂu /7, ey %m 17,2009
I‘ﬁate. Bate
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MEMORANDUM OF UNDERSTANDING

The Defense Logistics Agency and the American Federation of Government Employees, Council 169
hereby agree to the following provisions regarding the designation of civilian positions within DLA as
Emergency-Essential (EE), Non-Combat Essential (NCE) and Capability-Based Volunteer (CBV):

1.

DoD defines an Emergency-Essential position as a position-based designation to suppott the
success of combat operations or the availability of combat-essential systems in accordance with
section 1580 of Title 10, United States Code (USC). DoD civilian employees in these positions are
designated as Key personnel.

DoD defines Non-Combat Essential as a position-based designation to support the expeditionary
requirements in other than combat or combat support situations and will be designated as Key
personnel.

DoD defines Capability-Based Volunteer as an employee who may be asked to volunteer for
deployment, to remain beliind after other civilians have evacuated, or to backfill other DoD
civilians who have deployed to meet expeditionary requirements in order to ensure that critical
expeditionary requirements that may fall outside or within the scope of an individual’s position ate
fulfilled.

‘The parties agree it is best to have willing volunteers for EE and NCE positions. Accordingly,
vacant positions designated as EE and NCE shall be announced as such, and applicants selected
for BE and NCE positions shall sign a written agreement documenting acceptance of the EE or
NCE conditions of employment as appropriate. '

‘The Employer will provide information to applicants and employees to help them understand what
it means to occupy an EE or NCE position. Such information may be in the form of promotional
videos, web sites, personal counseling, printed material, and other appropriate means.

Incumbents of positions that management decides to designate as EE or NCE subsequent to the
employee being hired for the position shall be notified in writing of this change.

4. Assignments and/or Designations shall not be made as either reward or punishment.

b. The notification letter shall include the Do Directive 1404.10 —~ DoD Civilian
Expeditionary Workforce. They will also be provided a DD Form 2365, Civilian
Expeditionary Wotkforce Agreement and the DLA Statement of Understanding and
Agreement for Deployment Requirements, which they will be asked to sign.

¢. The Agency will endeavor to address any concerns the employees have, prior to the
employee’s decision regarding whether or not to sign the DD Form 2365, The notification
letter shall include points of contact at the DLA FHuman Resources Center (DHRC) for
questions concerning any aspects of EE or NCE requirements, Employees may consult
their Union representative regarding the matter.

d. Unless mission requirements necessitate a shorter notice, employees will have 90 calendar
days after receiving the notification package to inform the Agency of their decision to
accept or decline signing the DI Form 2365. Employees may request and the Employer
will consider an extension to the time limit,

e. Should the employee decline to sign the DD Form 2365, the Employer will work with the
Employee to identify available non-EE or non-NCE positions for which the employee is
qualified in an effort to retain these employees within their commuting area. Should the
Employee decline an offered position, or if a position is not avaitable, he or she may be
separated in accordance with reduction in force regulations. The Employer will offer
Voluntary Eatly Retirement and Voluntary Separation Incentive Payments as appropriate.
Other benefits available to affected employees may include registration in the DoD Priority
Placement Program, permanent change of station orders and job placement assistance.
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7. 'Those duties that must be performed while deployed and that qualify the position as NCE or EE
will be placed in the Position Deseription and matked as such.

8. EF or NCE employees who complete a deployment will be eligible for a cash award based upon
their contribution to the mission,

9. EE or NCI employees who are not deployed may be excused for up to three hours per week to
engage in fitness activities at the worksite or installation fitness facility where the employee is
working. Fees or expenses for membership or use of fitness Facilities are the tesponsibility of the
employee. Release of the employee is contingent upon the supetvisor’s determination that
workload permits the employee to engage in fitness activities.

10. Training for EE and NCE employees is based upon the requirements of their assignment and may
include subjects such as safety, UCM], cultural sensitivity, and other matters determined
apptopriate by the Employer.

11. Medical examinations the Employer determines to be necessary will be at the ’r*mployet s expense,

Exams may include provision of DNA samples, dental st-rays, or other appropriate records to

facilitate identification of the employee.

EE or NCE determinations are based upon the duties of the position. If an employee occupying

an BEE or NCE position is selected for another position that is not so designated, the employee

ceases to be BEE or NCE. The employee may volunteer to be designated as a Capability-Based

Volunteer (CBV) and execute a new EE or NCE agreement. Should the Employer wish to

convert the new position to BE or NCE, the requirements of paragraph 6 above will apply.

The Employer has the right to select EE/NCE employees for deployment, Although all

EE/NCE employees are required to deploy when directed to do so, to the extent practicable, the

Employm will use qualified volunteers for deployment. Unless urgent requirements do not allow

time to do so, the B mployex wilt seek volunteers from among qualified EE/NCE employees to

meet deployment requirements, In the event there are insufficient quahﬁed volunteers, the

Employer will direct the deployment of a qualified EE/NCE employee. The Employer will: (1)

determine the site(s) from which volunteers will be sought, (2) determine the knowledge, skills,

abilities and other characteristics required for the position(s), and (3) assess employee
qualifications. Hach or; ganmtton employing BR/NCE employeeq will maifitain rosters of

EE/NCE employees for each site sorted by series and grade and in order of RIF Service

Computation Date (SCD). When selecting from among identically qualificd EE/NCE employess,

the employees’ RIF SCD will be used. Assighments based on RIF SCD will be inverse order of

scniority when directing assignments and in order of seniority when selecting among volunteers.

Once deployed based upon selection from the roster, the employee will be removed from the

roster until it has been exhausted.

14. On an annual basis, the Employer will review all EE/NCE positions that have not been deployed
within the preceding 2 years to determine whether the need for the EE/NCE designation is still
required. The results of the review of bargaining unit EE/NCE positions will be provided to the
Council.

12

13

This agreement constitutes the full understanding of the parties. The plovlslom of this Memorandum of
Agreement may be changed only with the mutual agreement of the parties,

Dated this /b el‘day of élwm , 2009

X/// p Y. /

/ For the Union & or the _,
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MEMORANDUM OF AGREEMENT
LAW ENFORCEMENT PROGRAM ONE BOOK CHAPTER,

The Menorandum of Agreerent (MOA) on this subject dated March 21, 2007 is
amended ag follows:

1) Physical Fitness testing conducted during oalendar year 2009 will be
conducted for baseline purposes only, for officers hired prior to January 2009,
The test xesults will agsist officers in measuring and achieving compliance with
the fitness requirernents for thelr jobs, Baginning with calender year 2010, if a
polies officer camof sueet the physical fitness zequirsraents within the presoribed
tirae lirnity, the Employer will copduct a.job search in the commuting avea in an
effort to Jocate a vacant position for which. the employee Is qualified. The retest
procedutes in patagraph 2 of the MOA, dated March 21, 2007 will still apply.
New Jiires will be tested during 2009 and must pass the fest to be bized.

2) In Police Policy Document #10-005, the Employer modifed the physical
fitness gualifications as followa

a. "The situps have beon deleted.
b. ‘The Tlinols Agitity test has bee replaced with & 13 inch vetticel jump.

¢, Officess having medically documented long-term medieal sestrictions
or disabilities may complete alternative physion! fitness events as needed
in zecordance with their Hmitations, Alteynaiive events that may he
applicable incude a 2-mils walk instead of the 1.5 mile run, » durarmy
drag instead of pushups, or the [linois agility test instead of the vertical

jump.

3) Offjocts attending the Federal Law Enforcement Trainiog Center of
comparnble police tealning will bo required to sign page 5 of the SF182,
Authorization, Agreemant, and Certification of Training, prior to attending the
fralning cowse, This statement addresses paying back the cogt of the waining if
the exmployee does not romaia with the ageney for et least 3 times the length of the
training cousse. :

4) New bires will be vequired to acknowledge in writing that they have read the
Seeutlfy Force Policy and Praeedures Manual dirlng their Initial indooteination

pexiod,

5) New liros will be xequired to sign a DLA Police Emplayment
Copditions/Btatement of Undexstanding and Agreement which docurnenfs the
existing conditions of employment for police officer positions.
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7) Provisions of the March 21, 2007 Memorandum of Agreement that are pot
amended by this agreement, inoluding paxagraph 3 regarding duty e for finess,

remain in effect.

6) A copy of this agreement will be distributed to each bavgaining vnit police
officer.

FOR THE UNION: FOR THE EMPLOYER:

ZPL— (yony

Frank D, Rients, Jr, .'afz“:e{}&ﬁ;
@cct Jaman Resources

President
AFGE Council 169 sfense Loglstics Agoney

Date; a/)/?{dﬁf’ Date: LZ,/M/OJ/
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DILA Pandemic Influenza

The Defense Logistics Agency, hereinafter referred as the Employer, and AFGE Council
169, hereinafter referred to as Union, recognize the importance of establishing a plan of
action in the event of a pandemic influenza outbreak. The parties share an interest m
ensuring the health and safety of Employees during a pandemic influenza outbreak while
continuing the mission of the agency. The DLA Pandemic Influenza Plan is provided to
assist its supervisors and Employees with properly responding to the various phases of
pandemic influenza should it become necessary. The parties also share an interest in
observing the terms of the Master Labor Agreement to the maximum extent possible during
such a potentially catastrophic event, but recognize the extraordinary circumstances of a
pandemic flu outbreak could necessitate temporary variations to the terms of the MLA. Any
such temporary variations will be negotiated at the level of recognition unless the parties
mutually agree to delegate authority to field activities and Locals.

In the event the Employer forms committees or working groups to develop pandemic
influenza plans, the Union will be offered the opportunity to participate. If such
committees/working groups are not used, field activities will seek the input of the
appropriate Local(s) in developing their plans.

Health and Safety

The employer and the Union agree that the safety and health of DLA Employees are critical
to the mission of DLA. Article 15 shall be followed during a pandemic influenza outbreak.
As required, DLA will provide Employees appropriate personal protective equipment when
determined necessary to perform the work to be done safely as stated in Section 2. Locally
Negotiated Operating Procedures will address how such PPE will be furnished. Seasonal flu
vaccinations will be provided through the Wellness Program as stated in Section 8 to the
extent that they are available for DLA to provide. Pandemic flu vaccinations, and/or
medical treatment, will be offered and administered as required by the Department of
Defense, as supplies and personnel are made available. Article 15 LOCNOPS negotiated
before the date of this agreement may be reopened by either party to address procedures for
furnishing PPE in the event of a pandemic influenza outbreak.

The Employer will provide information to Employees on proper hand washing techniques
and other appropriate measures to reduce the spread of pandemic influenza. The Employer
will conduct risk-based evaluations of the need for waterless hand sanitizers at locations
where water is not readily available. 29 CFR 1910.141 contains OSHA guidelines on potable
water.




Telework

For positions where the work may be performed from an Employee’s home or a telework
center, the parties recognize that telework may be one of the Employer’s most effective
means of contihuing operations during a pandemic influenza outbreak. DLA will continue
to administer the telework program as agreed in Article 9 during a pandemic influenza
outbreak. As agreed in Section 4 (A), the approving official will determine the number of
days (from one to five) to approve for telework. An Employee’s request and reason for
changing the number of telework days will be considered by the approving official before a
final decision is made. Although provisions of the MLA related to telework will remain n
effect during a pandemic influenza outbreak, during Phases V and VI of a pandemic
influenza outbreak (as defined in the DLA Pandemic Influenza Plan) Employees in the
affected areas whose positions are suitable for telework will do so unless there 1s a
compelling reason (e.g. unavailability of technology or direct mission impact) to do
otherwise.

Hours of Duty and Overtime

Alternative and Regular Work Schedules are properly addressed in Locally Negotiated
Operating Procedures for Article 20, Hours of Duty. Overtime assignments are properly
addressed in Locally Negotiated Operating Procedures for Article 21. In the event
Employees are relocated to another DLA facility, the LOCNOPS of their home organization
will be followed to the extent practicable.

Leave

DLA will continue to administer the leave programs as agreed in Article 24 (Annual Leave)
and Article 25 (Sick Leave) and Locally Negotiated Operating Procedures related to sick and
annual leave. Employees will have up to 15 days to provide medical documentation upon
returning to work from sick leave and up to 30 days if it is not practical under the
circumstances. The parties recognize the broad effects of a2 pandemic influenza outbreak
may make it difficult for Employees to obtain medical certification for illnesses. The
Employer will advise Employees when and where an influenza pandemic has been declared
and that the requirement for medical certificates will be waived.

When it is determined that administrative leave is appropriate at a particular location by the
Director of DLA or the Field Activity Commander (or their designees) given the
circumstances at that site/location, Employees who are determined essential may be required
to report to work in the event of a pandemic influenza outbreak.

Evacuation Payments

DILA may provide evacuation payments to an Employee who is ordered to evacuate from
his or her regular worksite and directed to work from home (or an alternative location
mutually agreeable to the agency and the Employee) during a pandemic health crisis. In this
situation, DLA may designate an Employee's home (or alternative location) as a safe haven
during the period of evacuation. An evacuated Employee at a safe haven may be assigned to
perform any work considered necessary during the evacuation without regard to the

z &
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Employee's grade or title. When authorized by DLA, evacuation pay shall be paid on the
Employee's regular pay day and remains in effect for not more than 180 calendar days,
unless terminated earlier. Evacuation pay will be in accordance with all laws, rules and
regulations governing such payment.

Labor-Management Relations

The parties will continue to administer the MLA during a pandemic influenza outbreak.
Also, DLA will follow guidance provided by DoD via OSHA, the Department of Health
and Human Services and the World Health Organization to ensure Employees are informed
on proper hygiene measure that should be taken to prevent/minimize the spread of the
influenza virus. In the event a large number of bargaining unit Employees (more than 250)
from one geographic location are relocated (DY) to an alternate site due to pandemic
influenza, the Employer will provide the opportunity for the Local to include at least one
Union representative in the group. When less than 250 bargaining unit Employees are
relocated, the Union may designate one of the bargaining unit Employees as a Union
representative. Such representatives will be granted reasonable amounts of official time
(Article 3) for representational duties. The Employer will consider exceptions to the 200
hour limit (Article 3, Sec. 3B2) if necessary to provide Employees with adequate
representation. In Phase V and VI of a pandemic influenza outbreak, Union officials who
are on 100% oftictal time may request to temporarily (for the duration of Phase V/VI)
change their duty stations to their home addresses if they are able to carry out their
representational duties from home. If such a change in duty station results in a move to a
lower or higher locality or wage area, the representative’s pay will be adjusted in accordance
with applicable regulations.

This memorandum of agreement becomes effective upon signing. DLA will publish its
Pandemic Influenza Plan and disseminate it.

For the Council: For DLA:

2 2 SN

{Frank D. Rienti , Jr. o
AFGE, Council 169 it , Human
Resources
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MEMORANDUM OF AGREEMENT

The Defense Logistics Agency and the American Federation of Government
Employees, Council 169 hereby agree to the following provisions regarding
interpretation of the Master Labor Agreement provisions for approval of official time
for attendance at the AFGE Legislative Conference:

1. The Council President will certify that all employees who will receive official
time have been btiefed regarding the MLA limits on lobbying.

2. Lobbying activities as described in the MLA will be carried out on annual leave.

3. Employees are accountable for their adherence to the MLA.

This agreement constitutes the full understanding of the parties. The provisions of

this Memorandum of Agreement may be changed only with the mutual agreement of
the parties.

%/%%/ cAl0 8

f’or the Union Date
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Mesgorandwm of Agreemend

1. In the event that an employee’s recrultsoent, relovation or retention incentive service
agreement is terminated because af a rating of record below “Fully Successful”, the
employee ruust yelmburse the agency for the amount of all benefits received under the
existing incentive agreoment fhat axe in excess of the amount attributable to completed
service.

2, At any thne during the service agreement, a recruitosnt, relocation or retention
incentive will be terminated if the etmployee so requests.

3, The reduction ur fermination of & recruitment, relocation, or retention ingentive may
not be grieved under the provisions of the Master Labor Agreement, Artiele 36 or
appealed. Howaver, the preceding sentence shall niot be construed to extinguish or Jessen
any right or remedy under sub-chepter IT of chapter 12 of title 5, United States Codg, or
any of the faws referred to in § USC 2302(d).

4. Employees receiving a recruitment, relocation, or retention tnoentive who have been
counseled by their supervisor that thelr performance in one or more elements is
wiinimally successfil, and who suecessfully bring their performance up to “Fuily
Successful” prior to the next rating of record, will not suffer any loss of their recruitment,
relocation, or retention incentive service agreoment. However, the parties recognize that
certain other circumstances may reguire terminating an incentive service agreement, a8
authorized in OPM regulations; examples ave: & reduction in foxce, insufficient furyls to
continue planned incentive payiuants, or failure of the employes to fulfill the terms of the
servicd agresiment,

5. Employees recelving a rectuitment, relocation, or refention incentive who have been
counseled by their supervisor that theit performance in one or mote clements is
upacceptable, and who suecessfully bring their performance up to “Fully Successful”
ptior to the next rating of record, will not suffer any loss to their recrnifment, relocation,
or retention incentive service agreement. However, if an employes is removed, or is
demoted out of the position for which the recrultment, relocation, or retextion incentive
was being paid, the incentive will bo terminated at the time the employee is taken ouf of
the position, If an employee is resssigned to & diffetent position, the recruitment,
relocation o1 refention incentive will continue, tnless management deterrnines that the
new position does not warrant payment of the incentive. In addition, the parties
recognize that certain other circumstances may tequire torminating an incentive service
agresinent, ag authorized in OPM regulations; examples are: a reduction in force,
insufficient funds to continue planned incentive payments, or faifure of the employes to
fulfill the terms of the service agreement,
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6. If an employee fails to complete the agreed-upon service period, for recruitment
incentives he or she must ropay the portion of the incentive atiributable to the
uneompleted period. Exeeption: No rapayment is required if the employee is
involuntarily separated (for rensons other than miscotduct or performance) For
relocation (ncentives, no repayment is required if the employee is involuntarily separated
(for reasons other thab misconduet or performance) op if the agency determines, in
writing, that it is necessary to relacate the employee to a position in a different
comanuting area, Other circumstances in which the employee must repay a portion or all
of the incentive are provided for fp applicable OPM regulations.

FOR THE UNION: FOR THE EMPLOYER:

"""f 2 v - ‘
%‘” . fm iy QMJW
M‘%,«-‘ e’ f”'"ﬂ‘

Frank D. Rienti, Ir. =~ Nea

President Jiunan Resources {J-1)
AFGE Council 169 efense Logistics Agency

Date: _/ —~30-¢'§ Date: ]~ 3}~ 0§
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MEMORANDUM OF AGREEMENT
DEFENSE SUPPLY CENTER COLUMBUS AND RICHMOND
FORWARD PRESENCE POSITIONS

The Defense Logistics Agency (hereinafter referred to as DILA) and the American
Federation of Government Employees Council 169 (hereinafter referred to as the
Council) hereby agree to the following concerning Continental United States (CONUS)
Forward Presence positions attached to Defense Supply Center Columbus (DSCC) and
Defense Supply Center Richmond (DSCR):

Locally Negotiated Operating Procedures (LOCNOPS) for DSCC and DSCR will
apply to their Forward Presence posttions except for those positions located at DLA sites
authorized to negotiate a separate LOCNOP. Attached is a listing of locations to be
covered by DSCC and DSCR LOCNOPS.

Other Forward Presence sites covered by a LOCNOP other than the DSCC or
DSCR LOCNOQPS are:

Warner Robins — Warner Robins LOCNOP
Tinker AFB — DDOO LOCNOP
Philadelphia NAVICP - DSCP LOCNOP
Ogden, UT — DDHU LOCNOP

These four sites are covered by separate LOCNOPS as authorized by Article 38 of
the Master Labor Agreement.

For the Council: For DLA:

D P 7 Qo [ e _sotsfo

,FrankD Rienti, Jr. y«/g,?/; P @{j@eaﬂ

AFGE, Council 169 4 , Human Resources
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Supply Center Forward Presence Positions To Be Covered by
LOCNOPS

{(as reported to J-13 in September 2007)

DSCR:

Locations:  Redstone Arsenal, AL 4 positions
Fort Rucker, AL
Notth Island, CA
LeMoore, CA
San Diego, CA
Jacksonville, FL
Scott AFB, IL
Cherry Point, NC
Langley AFB, VA
Norfolk, VA
Oceana, VA
Corpus Christi, TX

B b = ) b D e e P e

DSCC:
Specific numbers not provided, but estimated at 1 or 2 positions per site.

Locations: Bremerton, WA
Norfolk, VA
Barstow, CA
Albany, GA
Anniston, AL
Red River, TX
Letterkenny, PA
Tobyhanna, PA
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MEMORANDUM OF AGREEMENT
INFORMATION ASSURANCE (1A) CERTIFICATION

The Employer and AFGE Council 169 recognize that Information Assurance is a critical issue that
is growing in impottance. The patties share an interest in implementing IA certification in a manner
that assists [A employees in becoming and remaining certified.

SECTION 1: GENERAL

When the duties of a job requite JA certification, the employee must obtain and maintain the
apptoptiate cettification s a condition of employment.

‘The Employer will discuss with the employee all requirements to be certified, to include level of
certification requited for the position, and the date the certification is expected to be obtained
and/or maintained. The discussion is based upon the 1A Training, Cettification, and Wortkforce
Management Progtam in accordance with DOD Directive 8570.1 and the employee's Position
Description or actual duties petformed. During such discussions, employees may express their
views regarding the IA requirements for their positions. )

Once an employee is advised of the deadline for certification, the employee should make good use
of the tine to obtain the needed training and take a cextification exam early enough to allow time for
study and/or refresher training for a retest (if needed) priot to the certification deadline.

Metit Promotion Announcements shall specify that selectees have 6 months to be certified.

Employees will be requited to sign a statement of understanding regarding the certification
requirement.

SECTION 2: EXPENSES AND OFFICIAL DUTY TIME

The Employer will determine training requirements for employees. When the Employer determines
training to be necessaty, such teaining wilt be conducted during official duty time.

Employees will be provided a reasonable amount of duty time to take the test for the certification
and one retest. The Employer will pay for the cost associated with the test.

The Employer will also pay for follow-on required continuing education courses and an initial test
and one retest if required for periodic recertification.

An employee on a telework agreement may request approval to use telework to take online IA
certification training provided by the Employer. Telework is administered in accordance with
Atticle 9 of the Master Labor Agreement.

‘This agreement constitutes the full understanding of the parties. The provisions of this
Memorandum of Agreement may be changed only with the mutual agreement of the parties.

. M%/ FRYry oA 3-2/-07
/F ﬁ)ate

ot the Union £ geficy Date
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MEMORANDUM OF AGREEMENT
LAW ENFORCEMENT PROGRAM ONE BOOK CHAPTER

The Defense Logistics Agency (heremafter referred to as DLA or Employer) and the
American Federation of Government Employees Council 169 (hereinafter referred to as the
Council or Union) hereby agree to make the following changes to the Law Enforcement
Program One Book Chapter as proposed to Council 169 on October 6, 2006, and revised on
February 2, 2007 with the updated Weapons Qualification Policy Document:

1) Police Policy Document #10-004, ITIC3: Add the following statement: “Employees
may provide available medical information from their personal physician to the
Employer’s physician for his/her consideration concerning medical ot physical
fitness for the position. Expenses for such additional medical information will be
the responsibility of the employee.”

2) Police Policy Document # 10-005, ITIB5: Revise from, .. .within one year from the
date of this policy document being approved.” to “...within eighteen months of this
policy document being apptoved.” In the event an employee cannot meet the
physical fitness requirements after 18 months, the employer will retest the employee
in 90 days. If the employee fails the retest, the employer will offer one last test after
90 days. The Employer will assist the officer in developing a fitness program.

3) Police officers may be excused for up to three hours per week to engage in fitness
activities at the worksite or mnstallation fitness facility where the employee is working.
Fees or expenses for membership or use of fitness facilities are the responsibility of
the employee. Release of the employee is contingent upon the supetvisor’s
determination that workload permits the employee to engage in fitness activities.

4) In the event a police officer cannot meet the physical fitness requirements within the
prescribed time limits, the Employer will conduct a job search in the commuting area

in an effort to locate a vacant position for which the employee is qualified.

5) This memorandum of agreement becomes effective immediately upon signing.

For the Council: : For DLA:
%XM/?;/W Q/Z// ﬂ»j 3-2107

I"rank D. Rientl Jr ffzﬁ

AFGE, Council 169 Human Resources
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MEMORANDUM OF AGREEMENT
DLA TUITION ASSISTANCE PROGRAM

The Defense Logistics Agency (hereinafier referred 1o as DLA or Employer) and the
Arperican Federation of Government Employees Councif 169 (hereinafter referred 10 as
the Council or Union) hereby agres io the following concemning the PLA Tuition
Asgistance Program:

1. Revise paragraph 5 of the DLA Tuition Assistance Policy as follows by adding
paragraph ¢:

“e. Under no civcumstances will employees accept payments that result in duzal
compensation. Grrants, scholamships, veteran benefits, or other aid for texibooks, fees
{iaboratory, administrative, and other non-tuition fec 5), supplies, computers, or
travel/transportation may only be accopled 1o the extent that these expenses are pot
covered by payments uoder DLA'S tuition assistance program.”

2. Revise patagraph 8d of the DLA Tuition Assistance Policy as follows:

“d. If an employee separates from Federal (overnment serviee before completing
a course, he/she must reimburse DLA for the full tuition amount funded. Waivers may he
approved when the separation is in the best interest of the Government, Waiver authority
shall rest with the heads of HO DLA organizations and Field Activities.?

3. Revige the title of paragraph 9 of the DLA. Tuition Assistance Policy to: “DLA
Completion Requirements” and sevice paragraph %a as follows:

“a. Ifa course is dropped, failed or not completed with a grade of “C” or better
(or equivalent in non-traditional zrading systems), employees must reimburse DLA for
the full amount funded, or retake the course within 1 vear at their own expense and ghow
proof of successful completion. Additional tuition assistance will not be approved until
those arrengements have been made with DTC to retake the course or reimburse the
Agency. Those in the position of having to reimburse the Ageney will be given the
option of paying their indebtedness through payrol! deduction. In that event, the
eraployee may resume participation in the Program upon exeeution of the payroll-
deduction agreement.”

4. Revise patagraph 10¢ of the DLA Tuition Assistance Policy as follows:
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5. Parapraph 1 of the DLA Tuition Assistance Training Agresment will be modified as
follows: .

“A signed DLA Tuition Assistance Agreement is required for each tuition
assistance instance for which the Federsl Government (hereinafter referred to as the
(overnment) pays approved costs prior to the course starting date. This agreement is
specific to the coirrse title, institution and term identified below. Any and all other
agreements curreotly in effect reiain intact and are uot alteved by this agreement.
Nothing contained herein shefl be construed as limiting the authority of DLA to waive, in
whole or in part, an obligation of an employee o pay expenses incurred by the
Government in conpection with the tmining.”

6. Revise the last sentence of paragraph ib of the DLA Tuition Assistance Training
Agreement as follows:

“b. The requirement 1o reimburse the Government does not apply in the cagse of
refirement,”

7. Revise paragraph 22 of the DILA Tuition Assistance Training Agreement as follows:

“a. If I should recejve any grade balow a C (or equivalent) or withdaw from a
governraent-paid course, | must veimburse DLA for the full amount funded, or retake the
course within 1 year at my own ¢xpense and show proof of successful completion.
Additional tuition assistance will not be approved until I make arrangernents with DTC to
retake the coutse or reimburse the Ageney.”

8. Revise paragraph 4 of the DLA Tuition Assistance Training Agreement as follows;

“Under no circumstances will 1 accept payments that result in dusal compensation,
[ undesstand that | may only accept grants, scholarships, veteran benefits or ather akl for
textbooks, fees (Jabotatory, administrative, and other non-tuition fees), supplies,

computets or travel/transportation that are not covered by payments under DLA’s taition
assistance program.”

2. This memorandum of agreement becomes effective unmediately upon sigring.

Far the Couneil: For DLA:

Tl - Qe Lt

Frank D. Rienti, Jr. & rg}al 1075 -0
AFGE, Council 169 L‘é r, Human Resources
o199
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Regarding the motorcycle safety requirements in DoD Instruction 60355 .4, DoD Traffic
Safety Program, the parties agree to the following implementation procedures, These
procedures apply to the five sites at which DLA controls the installation; the
Headquarters Complex, Defense Supply Center Columbus, Defense Supply Center
Richmond, Defense Distribution Depot Susquehanna Pennsylvania, and Defenge
Distribution Depot San Joaquin California. The parties acknowledge that for DLA sites
that are a tenant on an installation belonging to a different DoD Component, the host
installation controls the implementation of the motorcycle safety rules.

1. DLA shall provide a motorcycle safety class approved by the Safety Office to any
DLA employee who wishes to operate a motorcycie on a DLA facility. The Inotorcycle
safety class will be provided at 1o cost to the employee(s). Employees attending the class
duting normal duty hours will not be charged leave to attend the class.

2. DLA shall accept a state driver license motorcycle endorsement as having met the
safety class requirement, if the motorcycle license requirements of that state wmeet the
DoD motorcycle safety requirements.

3. In accordance with paragraphs 1 and 2, some employees may not qualify for a
motoreycle permit until they have completed the motorcycle safety class. In those cases,
DLA shall provide a temporary permit to operate a motorcycie on the installation until an
cmployee has an opportunity to take the next available motorcycle safety class, The
employee will provide evidence of registering for the motorcycle safety class when
obtaining the temporary permit. The lemporary permit may be extended if the employee
has a valid reason why he or she missed the class.

4. Bargaining unit employees may take the motorcycle safety class as refresher training
after one year if space is available.

5. To asgist employees who ride motorcycles to meet the DalD requirements for brightly

eolored upper garments during the day and reflective upper gamaents at night, employees
are encouraged to check with the Security office at their site if they are unsure whether a

particular garment is considered sufficiently bright or reflective,

6. If an employee arrives at the gate to a DLA facility without all of the required
personal protective equipment on, he or she will be allowed to put on the remaining
equipment in the existing area where vehicle inspections are conducted before proceeding
through the gate.

7. Employees who are riding a motoroycle to work for the first time will be permitted to
enter the DLA facility on that day even if they do not have all of the personal protective
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equipment required by DoD rules. However, they must be wearing all protective
equipment required by state law at that Jocation.

8. The motorcycle safety requirements will be publicized at each affected site by
whatever means that site customarily notifies afl employees about new policies or
information.

9. The motorcycle safety requirements will be enforced at a particular site no sooner than
30 days after the notice referred to in paragraph 8 is released. During the 30-day notice
period, motoreycle riders who are not wearing adequate personal protective equipment as
required by DoD rules will be advised about the required equipment on their way in
through the gate. All personal protective equipment required by state law at each
location will be required for all motorcycle riders, even during the 30-day notice period.

10. The parties acknowledge that the requirements of DoD Instruction 6055.4 apply to
“all persons at any time on a DoD installation™.

FOR THE UNION: FOR THE EMPLOYER:

President L Auphan Resources
AFGE Council 169 Defense Logistics Agency

AUG 2 3 2006
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Memorandum of Agreement
Between
DLA and AFGE Council 169

The Defense Logistics Agency (DLA) and American Federation of Government Employees Council 168 (the
Council) hereby agree to the following concerning the Common Access Card (CAC):

1. The CAC is the standard identification card for Department of Defense (DoD) and is used to enable physical
access to buildings, installations, controlled spaces and information technology systems that access DoD
computer networks, The CAC will not be used officially or unofficially to record time and attendance.

2. Prior to being issued a CAC, employees will be required to complete the necessary paperwork for civilian
employees. Employees will be required to give information concerning the following: their name, work location,
office email, pay grade, telephone number, date and place of birth, SSN and home and work addresses. The
CAC does not currently include information concerning the employee’s blood type, health history or willingness
fo be an organ donor. The information on the CAC will be safeguarded in the same manner as other Privacy Act
data.

3. This agreement covers uses of the CAC identified in paragraph 1. If any other future uses for the CAC are
directed by the DoD or proposed by DLA, DLA must satisfy any labor relations obligations with AFGE Council
169 prior to expanding its use.

4. Due to internal security procedures requiring use of the CAC for access to DoD networks, DLA employees
will begin using the CAC for such access as socon as networks and applications are enabled for CAC access. It
is in the mutual interest of the parties to facilitate the transition and help employees develop good CAC usage
habits. In order to provide a transition period, both CAC and user ID/password access will be available for 90
days where practicable. The intent is that employees will use the CAC during the transition period and the User
ID/password will be a “safety net” in the event the employee’s CAC is not available. The Employer will provide a
temporary user ID and password to allow system access when an employee’s CAC is not available, to the
extent allowed by DoD and/or DLA security procedures in effect at the time such a request is made.

5. The Employer will provide reasonable accommodations to employees with disabilities.
8. Employees who lose their CAC will not be charged a fee for replacement.
7. Issuance of CACs will be in accordance with DLA and DoD security procedures.

8. The parties share an interest in supporting the ability of employees io telework in accordance with Article 9 of
the Master Labor Agreement. The employer will provide equipment needed for approved teleworkers to the
extent it is available. The Employer will review assignment of laptop computers in an effort to maximize
assignment of such computers to teleworkers. The parties recognize that technical and budget realities may
limit the Employer’s ability to provide such equipment. To the extent permitted by DoD and/or DLA security
praciices and availability of software licenses, the Employer will provide remote access software and card
readers to allow employees to use their home computers to telework. Use of such software and hardware is at
the employee’s risk. The Employer will not provide technical support for non-government computers.

9. This agreement constitutes the full understanding of the parties. The provisions of this Memorandum of
Agreement may be changed only with the mutual agreement of the parties.

j%opies of this agreement will be posted to the DLA websy’te.
_/f’:;;’,« sl e b -l C—»/ gq; ,M/@U\’ 7 Z@,ﬁ/{{ ,5, /5. QO

Frank Rienti, Jr. e " Date é@g’yéﬁﬂ ! Date
For AFGE Council 169 rthelbDefense Logistics Agency
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MEMORANDUM OF AGREEMENT
March 30, 2006

The parties have studied the Voluntary Protection Program (VPP) that is sponsored by
the Occupational Safety and Health Administration (OSHA), and agree as follows:

L]

The parties agree that the safety of the DLA workforce is of the utmost
importance. Reducing accidents as much as possible is the right thing to do for
the DLA workforce, and it directly enhances the accomplishment of DLA’s very
important mission.

The parties acknowledge that OSHA administers VPP on a geographic site basis,
rather than for an entire nationwide employer. Due to this feature of VPP, the
parties agree that the various geographic sites within DLA will have to pursue
VPP separately at their own pace, based on their particular safety issues.

Geographic sites will apply to OSHA for the VPP star after satisfying all OSHA
requirements and upon agreement of the local and the employer that it is
appropriate to do so. “Site” includes all DLA organizations at a given geographic
location.

At each site pursuing VPP, local management and the AFGE Local will work
together on VPP activities. VPP is not a program that can be bargained into
existence. It will succeed only when management, the union and individual
employees are committed to its success.

While the VPP program itself is not about bargaining, it cannot be used to change
conditions of employment without satisfying labor relations obligations in
accordance with the provisions of the Master Labor Agreement. This
memorandum constitutes the parties’ agreement regarding VPP.

Management agrees to keep the Council 169 Executive Board informed of the
status of DLA’s participation in VPP.

For the Union: For the Employer:

RRRRR

L

L LA o Q. Rt

Frank D. Rienti ¢~ - Jiiﬁ-éy@mea] 3.30~2006

President, Council 169

) ctor, Human Resources (J-1)
.—-3, _ ’S {) . Cf
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MEMORANDUM OF AGREEMENT

The Defense Logistics Agency (hereinafter referted to as DLA or Employer) and the
American Federation of Government Employees Council 169 (heteinafter refeired to as the
Council or Union) hereby aggee to the following concetning proposed changes by the
Department of Defense for Leave and Earnings Statements (LES) and W-2 forms as cited in
the lettes dated Apuil 29, 2005:

1. The MyPay website opetated by DFAS provides a great oppostunity to reduce costs
associated with the mailing of paper LES and W-2 forms while permitting employees the
oppottunity to access this information without being dependent upon the US Mail for
receipt of these documents. Using MyPay to view and print the LES can further reduce
these administrative costs, Additionally, DFAS usually makes the electronic LES available to
employees soonet than paydays and W-2s ate usually posted piiot to January 31" of each
Yeﬂi'-.

2. DLA and the Council aptee to encourage continued use of the website to obtain the LES
and W-2 ont a voluntary basis. While we recognize thete may be instances whete some
employees atre not able to take advantage of this benefit, DLA and AFGE: Council 169 will
continue to work together to develop proactive solutions to facilitate increased patticipation.,

3. 1t is the understanding of the parties that DEAS intends to matket the proposed change
concerning the LHS and W-2 forms to affected employees but the details of their effotts are
not known by the parties not under the control of DLA. Upon receipt of additional
information from DFAS regarding the date that DFAS will implement the change to receipt
of hatdcopy LES and W-2 fotms, DLA agtees to disseminate this information to field
activities for further dissemination to employees. Further, DLA also agrees to post
information on its website(s) to ensure employees ate notified of the change being imposed
by DFAS.

For the Council:
-7
4
7/ i ”“‘/ a/ —
et .
Frank Rienti, Jt =~ _~7¢. B

President, Counci 169
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Memorsndum of Agreement

The Defense Logistics Agency and the American Federation of Government

Boployess, Couneil 169 have agreed to the following provisions regerding menagement's
initiative to improve the administration of the Mags Transit Subsidy Program, Under this
initintive, employess wha parficipate in the Mass Tranzit Subsidy Program will re-apply
for the subsidy and turn in any DLA parking decals they may have. This agremmnt
applies to the entire consolidated bargaining unit.

1. Employess will be given at least aix weeks to re-apply for the mass transit subsidy
afer they receive notification. The notification will explain what is happening and why.

2. After employees tumn in thelr DLA parking passey, they may occagionally have to drive

in to work because of doctor eppointments or similar veagons, This will require them to

abtain a parkiog pasa for thet day. Menegement will take into aceount any delays the

employee encounters in obtalning the pass before charging the employee with being

tardy. Delays could result from circumstances sich a8 a bus sirike, 8 shutdown of Metro,

3:- other circumnetances in which many employees have to get a patiing pass on the seme
ay.

3. At aites where parking is controlied by DLA, arrangements for employees may be
negotiated locally, The procedures to inform employees on the changes to the mass
transit suhsidy program and prosedures to inform them of how they can obtain parking
pasies on days when they need them with the least inconvenience, may be negotiated,
Mothing in any local agreements cat conflict with the parties’ Master Labor Agresment
{MLA) or thiz agreement, Completed local agreements will be sent to Council 169 and
DLA Headquarters for review, in eccordance with MLA Article 38, Section 8.

4, Onee an employee i no togget taking advantage of the mass trensit subsidy, the
employee will have sn oppostunity to regiater his or Her vehiole again, and will be given
,thgurrmﬂy vsed parking decsl that is being given to other similardy situated emplovess
at that time.

JU

L6 2004 FOR THE EMPLOYER.:
Pmidemt ' v wickée, Human Resources (J-1)
APGE Council 169 ' Defenses Logisties Agenoy

......
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Interpretive Guidenrce
Article 39

Council 169 and the Employer recognize that the language of Article 39 is unclear and may lead to
interpretation questions and inconsistent application of stays. In order to eliminate any
misinterpretation of the agreement and ensure the contractual right of employees to obtain stays, the
parties provide the following binding guidance:

o A sty is defined as 2 delay of the effect of an action after the Employer issues a decision
notice. An action cannot be stayed after it is effective. It was not the intent of the
parties to stay actions that have already occurred. Had that been the intent of the
parties, the MLA would have addressed whether such employees would receive back pay
for the time beiween the effective date of the action and the date it was cancelled.

o The intent of the parties was to offer an opportunity for an employee who is being
disciplined by suspension, change to lower grade or removal to obtain a stay of the
action while a grievance or MSPB appeal is being pursued. Given that all actions that ate
subject to stays are two step procedures requiring a proposed notice and a deciston
notice, ample time is available for the employee to obtain advice and assistance trom the
Union and request a timely stay. At least 5 workdays will be given between the date of
the decision letter and the effective date except for actions that are inappropriate for a
stay.

e  Stays must be requested by the employce prior to the cffective date of the action in order
to be considered requested in a timely manner. The language in Section 1 that indicates
an employee has 10 workdays to file a grievance to obtain 2 stay is tied to the negotiated
grievance procedure in Article 36. Three clarifying examples of stays are:

o An employee receives a decision notice on Mondy, Noverriber 39, woidh an
effective date of Friday, November 19", Tlne employet b 1 wrotkdiys from
November 3™ to file a timely grievance and to request a stay. The ten workday
limit is based upon the requirements of Article 36.

o An employee receives a decision notice on Monday, November 3 xwrtr a7
effective date of Friday, November 19" . The action is appealable to MSPB and’
the employee elects to file such an appeal. The 10 workday limit does not apply,
and the employee has until November 19" to submit the appeal and request 2
stay

o An employee receives a decision notice on Monday, November 3, with an
effective date of Monday, November 10%. Regardless of the whether the
employee chooses to appeal or grieve, the employee has until November 10" to
request a stay.

o Article 39 does not apply to Reduction in Force actions.

For the Union: For the Agency:
7 ) < R .

Frank D. Rient, ]1/ )y
President, Council 169 , AFG AR 75

o e o s2f s
manReséurces, DLA 7/ 1/ b /;3
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APPENDIX A
OFFICIAL TIME FORM

NAME OF UNION OFFICIAL:

TIME AND DATE FOR WHICH OFFICIAL TIME IS REQUESTED:

f

—

REQUESTOR’S SIGNATURE AND DATE:

Negotiations over the impact and/or implementation of changes in conditions of

employment of bargaining unit employees which occur during the term of this Agreement.

Investigation, preparation, filing and processing grievances in accordance with the
Negotiated Grievance Procedure.

Attendance at management-initiated meetings, not otherwise described in this Agreement,
when invited.

Participation on committees or panels as authorized by this Agreement.

Preparation for and participation in proceedings before the Federal Labor Relations
Authority (FLRA) in accordance with FLRA's rules and regulations, and other third party
hearings.

Participation in formal discussions.

Assisting an employee, when designated as their representative, in preparing a response to
proposed disciplinary or adverse action.

Other (State reason):

SUPERVISOR’S ACTION (SIGNATURE AND DATE):

Approve: Disapprove: *

* If disapproved due to workload reasons, indicate time and date when approval can be granted:

Time Union representative departed:
Time Union representative returned:

Copy to:
CSO-C/CSO-N and Council Local

a
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This form

APPENDIX B
OFFICIAL TIME REPORT FOR UNION OFFICIALS

is solely for the purpose of accurately reporting the use of official time by union officials who have block

grants of official time to conduct labor relations business during their duty time. At the conclusion of the pay
period, this form is to be provided to the supervisor, who will forward it to the servicing Customer Support Office
(New Cumberland or Columbus). Exceptions to the due date may be made in extenuating circumstances.  If
mutually agreed at the local level, the form may be submitted to the timekeeper instead of the supervisor. Upon
mutual agreement of the Employer and AFGE Council 169, this form may be automated.

Name

Pay Period Ending

Week 1 Code MTN | Code DR [Code GLR |Daily Total

Sunday

Monday

Tuesday

Wednesday

Thursday

Friday

Saturday

Weekly Total

Week 2 Code MTN | Code DR [Code GLR |Daily Total

Sunday

Monday

Tuesday

Wednesday

Thursday

Friday

Saturday

Weekly Total

Code MTN

Code DR

Code GLR

Mid-Term Negotiations. Negotiations over the impact and/or implementation of changes in conditions of
employment of bargaining unit employees which occur during the term of this Agreement.

Dispute Resolution. (1) Investigation, preparation, filing and processing grievances in accordance with the
Negotiated Grievance Procedure. (2) Assisting an employee, when designated as their representative, in
preparing a response to a proposed disciplinary, adverse action. (3) Preparation for and participation in
proceedings before the Federal Labor Relations Authority (FLRA) in accordance with FLRA rules and regulations,
and other third party hearings.

General Labor-Management Relations. (1) Participation in Formal Discussions. (2) Attendance at management-
initiated meetings, not otherwise described in this Agreement, when invited. (3) Participation on committees or
panels as authorized by this Agreement. (4) Includes other official time authorized by this MLA but not specifically
listed in this or the other two categories.
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TELEWORK REQUEST AND APPROVAL FORM

1. EMPLOYEE 2. ORGANIZATION 3. JOBTITLE

4, GRADE AND JOB SERIES 5. PHONE NUMBER 6. Last Performance Evaluation Rating

7. DESCRIPTION OF WORK TO BE PERFORMED:

8. DESCRIPTICN OF OUTPUTS:

D Improved Productivity

T

!:l Improved Morale " ' Workspace Availability

i
e

D Incentive to remain with DLA l:l Reduced Parking

D Environmental Concerns D Promoting DLA as an Employer

Improved Job Access Other (Specify below)

9a, Specify Other Benefits:

e ¥

10. EQUIPME fimAND SOFTWARE REQUIRED:

i,

i

11. NUMBER OF COMMUTER MILES SAVED PER TELEWORK DAY:

12. START DATE 13. END DATE

DLA FORM 1864, JUL 2004 Page 1 of 2 _ POF (DLA
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14. IF REGULAR AND RECURRING

a. TELEWORK TOUR OF DUTY (e.g., 8:30 A.M. - 5:00 P.M., including a one-half hour lunch period.) | b. Day(s) of the week employee will telework:
From: To:

— — | — | 1
c. Nurbhet of Days per Wekk Telework Is Recommbnded: L] L] e. ALTERNATE WORK SITE ADDRESS:
1 2 3 4 5

d. ST SCHEDULE TYPE:
l:l Fixed schedule in accordance with local guidance andfor collective bargaining agresment.
I:I Flexitime in accordance with local guldance and/or collective bargaining agreement.

AWS in accordance with local guidance and/or collective bargalning agreement.

15. [F PERIODIC OR INTERMITTENT

a. TELEWORK TOUR OF DUTY {e.g., 8:30 A.M. - 5:00 P.M., including a one-half hour lunch period.) | b. Dates employee wi

From: , To: 11

iy
it
— Al i

— — ~ ot |
¢. Nuniioeh of Days per Waehk Telework is Recommbnded: L]
1 2 3 4

ALTLL:.RNATIVE WORK SITE ADDRESS:

d. ST SCHEDULE TYPE:

16. SIGNATURES AND RECOMMENDATION

a. EMPLOYEE'S SIGNATURE b. DATE

¢. SUPERVISOR'S SIGNATURE d. DATE
e. SL{F’_EF(VISOR‘S RECOMMENDP@N
Approved Disapproved 3 4 5
17. APPROVAL
a. Numf Days Weel@lework @uthori
Approved
3 4 5
‘ PRIVACY ACT STATEMENT
AUTHORITY: Publlac portatlon Appropriations Act, 2001 (Telecommuting).

rllciﬁg;m ,and to furdl, evaluate g { raport on program activity. The recerds may be used by Informaticn Technology offices for determining
equwpment] -g,softvy ‘e naeds; for ensurmg appropriate system safeguards are in place, and for managing technelogical risks and
vulnerabilliti

% B
_ ; i Z "ﬁ_' .
PRINCIPAL PURPOSE(S}): Irg pn is collectjg}o registe ﬁyuals as participants in the DLA altemate workplace program; to manage and document the dutles of

nm%mation may B%’algclgsed for any of the Routine Uses published by DLA and posled at
it lﬂfw efensé'ﬂkiﬂahallpnvacyinotlces:'dIafdla preamble.html.

i s
DISGLOSURE: Dlscleséure Is voluntary However, failure to provide the requested Information may result in our inability to include you as a participant in the
alternate workplace program.
iy,

DLA PRIVACY AC'EJESYSTEM NOTICE 8330.10 APPLIES

DLA FORM 1864, JUL 2004 Page 2 of 2
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TELEWORK AGREEMENT

Employee Job Title

Grade and Job Series Supervisor

1. Employee volunteers to participate In the program and to adhere to applicable policies, guidelines, and procedures.
Agency concurs with employee participation and agrees to adhere to applicable policies, guidelines and procedures.

2. Participation in the program will last commencin
and ending on

3. Employee's official duty station tour of duty will be from to
including a one-half hour non-paid lunch period) an the following days:

Employee's telewark tour of duty will be from to ﬁﬁ'? on the following days:

i

. . i N
Fixed schedule in accordance with local guid%’f@% and/@g}fgzﬁ?llec
Flexitime in accordance with local guidance and%i%olledﬁl‘”

AWS in accordance with local guidance and/or egllg

Number of Days per Week Telework is Authorized: D
(\B}?ﬁ% l, X

: jon régyireme

6. These dates/times may be modified as needed to ﬁm r’?‘j@ :

supervisor in accordance with local guidance and!é“iiﬁaiég

%ﬁgain ﬁ’@‘{@g

7. All pay, leave, and fravel entittements wil
i yee‘s‘%ﬁ%l@f“work scheduie and will record the time and
| duty statiSti

i
f’gug the local guidance and/eor collective bargaining

8. Employee's timekeeper will have a copy?

i
@ﬁ; ile working at the alternative work site. If employee works overtime

o] ol i o ‘3{3%‘ ompensated in accordance with applicable law, regulations, or
ydidance. Thejen “Will.not Wark In excess of hisfher prescheduled tour of duty (including overtime,
qy gHIEY o ey L ; ‘r y
gloryiime, religiotighti fedit ho

compensaig 7@" -i’{@.,slunless he or she receives permission from his or her supervisor.
By signing iﬂ‘hs Ei‘i?ﬁﬁf?}%pl
e

e tel

S ; tfailind“'i%%‘iagbtain proper approval for overtime work may result in his/her
removal fro @j;g &fibtRer appropriate action.
L

LI iy ’ [T
il wgsﬁﬁa;.!h )
11. If employe ven%%j{?@l e

a0

ment, employee will use and protect the Government equipment in

o

accordance with /f@“gf{cy policy and pro: %@;&pres. Government-owned equipment will be serviced and maintained by the
government. If an dfiiployee provides his/her own equipment he/she is responsible for purchasing and installing any
software, servicing it Ekfd maintaining it. Use of personally owned computer equipment to connect to the DLA network
is approved if appropriﬁ% security software is installed and security procedures are followed to avoid risk of intrusion or
impact to the DLA environment.

12. DLA retains the right to inspect the home work site, by appointment only, to ensure proper maintenance of
Government-owned property and safety standards, provided management has reascnable cause to believe that a
hazardous work environment exists.

DLA FORM 1865, JUL 2004 Page 10f 3 FormFlow (DLA)
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13. DLA will not be liable for damages to an employee's personal or real property during the course of performance of
official duties or while using DLA equipment in the employee's residence, except to the extent DLA is held liable by the
Federal Tort Claims Act or claims arising under the Military Personnel and Civilian Employees Claims Act.

14. DLA will not be responsible for operating, maintenance, or any other costs (e.g., utilities) whatsoever associated
with the use of the employee's residence. The employee does not relinquish any entiflement to reimbursement for
authorized expenses incurred while conducting business for the government, as provided by statute and implementing
regulations.

15. Employee is covered under the Federal Employee's Compensation Act if injured in the course of actually
performing official duties at the official alternate work site. Any accident or injury occurring: ;Lhe alternate duty station
must be brought to the |mmed|ate attention of the supervisar, Because an emp[oymg Hre f’ige jdent sustained by a

i

official wark or office area for purposes of telework

i
17. Employee will meet with the supervisor to receive asmg@ en
appropriate. ‘

hi

wi*gm Tflnauthorlzed disclosure or
974, PL 93-679, codified at

Section 552a, Title 5 USC.

20r g addblématerial and other documentary materials,
i @ejved durfti v}:@elework in accordance with DLAI 5015.1, DLA

ikt

20. Employees shall manage all files, records, pape
regardless of physical form or charactenshcﬂ% Jg@d% or
Records Management Procedures and Reéq sh

21. No classified doguments (hard or e !)e may be té hm to, or created at, an employee's alternative work
site. For Official Use Only and se éjﬁ% p%n cf ﬁed data; may be taken to alternative work sites if necessary
precautions are taken to proteq@t%gdata |s ypgjy!th Dd

?.' regulations.
gL 1‘_!;;1

22. Telework will be tern&}émf; d if |t1”ﬁ;g¥ersely é’%ﬁe{:ts the performance of the employee.
e b;eﬁl?"'figﬁa%% ['jr:?; 5

. authoii

”‘E 1),
L
é%\ f_‘ ' foyee in to the official duty station for mission needs at any time.

23. Supervisors haveit
' ‘Juaﬁdled in accordance with established policy and/or collective
T,

Call baglipu éelde the telglc
bargalnlﬁ'gg j’@? ment.
h A AT l@f

24, After a|d‘ i‘opna‘f
%:,ggjn
25. The employk

Visor, the érﬂ*ployee may cancel the telework arrangement.

gﬁﬂ%ﬁ ‘

u df{%red the the DLA standards of conduct while working at the alternative work site.

"’il’mi
26. The employee aoéggnowledges that te%“é\uork is not a substitute for dependent care.

27. Employee acknomﬁé@ges that he/she has read and understands the Privacy Act Statement on page 3 of this form.

SUPERVISOR'S SIGNATURE ' DATE

EMPLOYEE'S SIGNATURE DATE

If either the supervisor or employee cancels this agreement, fill in the information on page 3.

DLA FORM 18635, JUL 2004 Page 2 of 3




if either the supervisor or employee cancels this agreement, fill in the information below.

Cancellation Date;

Cancallation was:

DEmponee—initiated DSupervisor-initiated

Reason(s) for cancellation:

AUTHORITY:

PRINCIPAL PURPOSE(S):

ROUTINE USES:

DISCLOSURE:

PRIVACY ACT STATEMENT

Public Law 106-346, Sec, 359, Transportalion Appropriaiions Act, 2001 (Telecommuting).

Information is collected to register indlviduals as particlpants In the DLA alternate workplace program; to manage and decument the duties of
participants; and {o fund, evaluate and report on program activity. The records may be used by Information Technology offices for determining
equipment and software needs; for ensuring appropriate systern safeguards are In place, and for managing technological risks and

vulnerabilities.

Information may be disclosed for any of the Routine Uses published by DLA and posted at
hitp:/fwwaw defenselink.mil/privacy/noticesidlaldla_preamble.html.

Disclosure Is voluntary. Howsver, failure to provide the requested information may result in our Inability to include you as a participant In the

alternate workplace program.

DLA PRIVACY ACT SYSTEM NOTICE $330.10 APPLIES

DLA FORM 1865, JUL 2004
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SUPERVISOR - EMPLOYEE CHECKLIST

Employea Name Supervisor Name

The following checklist is designed to ensure that the teleworker and supervisor are properly oriented to the
palices and procedures of the Telework Program. Questions 4, 5, and € may not be applicable to the talework

employee. If this is the case, state non-applicable or N. A.

ITEM

1. Employee/Supervisor has read DLA Telework Policy and Procedure

2. Employee his been projided with a schedule of work hours.

3. Employee has has not been issued government furnished equipment. (If aqmﬁlpment has

been issued, complete items 4 and 5 below. If not, enter N. A. in the date block %&d skip to item 6.

4, Equipment issued by DLA is documented and properly receipted. Chf%@:k as aﬁphé‘

YES NO

Computer

Modem

A eﬁéy have been explained and are
2

5. Policies and procedures for care of equnpmeyt‘ﬂ?&%@d b)ﬁ o/
‘l;:i‘ll

clearly understood,

DATE

6. Policies and procedures covering classme
are clearly understood.

7. Requirements for an adequate ang ; 7,9 space and/or area have been discussed, and the
employee certifies those L~ Y

9. Employee understa S

“k “é}&perwégf ﬁsgay terminate employee participation, in accordance
iy
with established adHi

trative p ;@cedures I;ﬁhd union-negotiated agreements.

ety
h h

10. Emp[ jog has participa Qﬁ*ﬁi‘fg “El‘ammg
TN

‘ @%%éﬁf@ﬂpafed |r; ;f%mlng

11. Su pe%;, jsor

Il!

12. Telewom% “Agreement has been completed and signed.

EMPLOYEE'S S@MEURE

DATE

- this space intentionally left blank -
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SELF-CERTIFICATION HOME SAFETY CHECKLIST

1. Employee Name 4, Home Work Site Address

2. Organization

3. Home Work Sita Telephone

5, Describe the designated work area, e.g., bedroom, den, living room, etc.

;ﬂ&gﬁ”’;hc:

{Beattached to

the Telework Agreement.

ITEM %z YEE | NO
1. Are temperature, noise, ventilation, and lighting levels adequate to mairljg?in your(%%ma%ﬁigvel of
job performance? iy A T
2. Is all electrical equipment free of recognized hazards that would caiﬁ,@%
wires, bare conductors, loose wires, flexible wires running through wallsf 3
ceiling)?
3. Will the building's electrical system permit the grounding of electr

{ ol

4. Are aisles, doorways, and corners free of obstfg%gigp it \,ﬂi§ibility and movement?

ST A
5. Are file cabinets and storage closgggig" I3 ﬁ'ﬁgeﬁg’, A'Wérs and doors do not open into walkways?

G T
6. Are the phone lines, elggiithlic:
p . m;:g;ﬁ%gg%.
basebogard? i it
- this space intentionally left blank -
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EXE.CUTION OF AGREEMENT

The Defense Logistics Agency and the American Federation of Government Employees Council 169,
hereby re-executed this Master Labor Agreement on April 19, 2016.

For the Union: For the Employer:
7/@%’ Y M
Frank D. Rients, Jr. Brad Bunn, Chief Negotiator
President and Chief Negotiator Director
American Federation of Government Employees ~ DLA Human Resources-
- Coungcil 169 '

Billi& Keeler, Team Member

@?ﬂ =

ana Maggio, Team Member Danyl 0 erts ts, TeamWiGmber .
David M. Andrews, Team Member DY, Renee Roman, Tesm Momber

K fo Ly Joli

Luo;JK ewis, Téﬁn Member Stacey SalqffFeam Member '
Mhstap bk 72 i

omqyé Safuuels, Team Member Troy Holroyd, Teatn Member ?

=G .
Tithothy SGhTing, Team Member \ '
' | f

£ it~

arda K. Redditt, Team Member

UL BB

William R. Gayle, Team Membet
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