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ARTICLE 1
RECOGNITION AND COVERAGE

This collective bargaining agreement is entered oyt and between the parties, the American
Federation of Government Employees, Council 17&ihafter referred to as the Union, and the
Defense Commissary Agency, hereinafter referreabtthe Agency. Together, they are referred
to as the Parties.

This agreement covers all bargaining unit employldimed below, and as amended during the
life of this agreement by the Federal Labor Retati8uthority in determining matters of union
recognition.

ALABAMA
Included: All non-supervisory employees of the &efe Commissary Agency,
Redstone Arsenal, Alabama.

Excluded: All professional employees, supervisoranagement officials, including temporary
employees with appointments of 90 days or lesseamgloyees described in 5 U.S.C. 7112(b)
(), (3), (4), (6) and (7).

Included: All non-professional employees emplopgdhe Defense Commissary Agency,
Accounts Control Section, Maxwell Air Force Baséaldama.

Excluded: All professional employees, managem#éitials, supervisors and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6) &7).

Included: All non-professional employees, incluglemployees on appointments of more than
90 days, assigned to the Defense Commissary Agéfexuvell Air Force Base, Alabama and
Gunter Air Force Station, Alabama.

Excluded: All professional employees, supervisoranagement officials, and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6)l &R).

Included: All permanent employees and temporargleyees on appointments of more than 90-
days of the Defense Commissary Agency at U.S. Alwigtion Center, Fort Rucker, Alabama.

Excluded: All professional employees; manageméitials; supervisors; and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6 &n).

ALASKA
Included: All nonprofessional employees of theddske Commissary Agency who are located
at EImendorf Air Force Base, Alaska and Fort Ridsan, Alaska.

Excluded: All professional employees; temporarypkyees with appointments of 90 days or
less; management officials; supervisors; and engasylescribed in 5 U.S.C. 7112(b) (2), (3),
(4), (6) and (7).



Included: All nonprofessional employees of theddsie Commissary Agency who are located
at Fort Greely, Alaska.

Excluded: All professional employees, temporary lexyges with appointments of 90 days or
less, management officials, supervisors and empkyescribed in 5 U.S.C. 7112(b) (2), (3),
(4), (6) and (7).

Included: All nonprofessional employees of the DsfeCommissary Agency who are located at
Fort Wainwright, Alaska and Eielson Air Force Ba&kgska.

Excluded: All professional employees, temporary leyges with appointments of 90 days or
less, management officials, supervisors and empbyescribed in 5 U.S.C. 7112(b) (2), (3),
(4), (6) and (7).

ARIZONA
Included: All employees of the Defense Commisggggncy at Fort Huachuca, Arizona.

Excluded: All professional employees, manageméitials, supervisors and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6J &7).

Included: All employees of the Defense Commisgeggncy at Luke Air Force Base, Arizona,
and including temporary employees with appointments20 days or more.

Excluded: All professional employees, managem#éitials, supervisors and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6) &n).

Included: All nonprofessional employees employgdhe Defense Commissary Agency
Davis-Monthan Air Force Base, Arizona.

Excluded: All professional employees, managem#éitials, supervisors, temporary employees
with appointments of not to exceed one year, mamagéinterns, and employees described in 5
U.S.C. 7112(b) (2), (3), (4), (6) and (7).

ARKANSAS
Included: All non-supervisory employees of the &efe Commissary Agency located at
Little Rock Air Force Base, Arkansas.

Excluded: All management officials, supervisonrgfessional employees, temporary employees
with appointments of 90 days or less and emplogessribed in 5 U.S.C. 7112(b) (2), (3), (4),
(6) and (7).

CALIFORNIA
Included: All non-professional employees of thddbse Commissary Agency, Los Angeles Air
Force Base Commissary Store, Los Angeles, Caldorni



Excluded: All professional employees, supervisoranagement officials, and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (63 &R), and temporary employees with
appointments of less than 90 days.

Included: All employees of the Defense Commisgeggncy (DeCA), Western/Pacific
Region and Accounts Control Section, located at Mit&h Air Force Base,
California.

Excluded: All professional employees, managem#éidials, supervisors and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6l &n).

Included: All employees of the Defense Commisgeggncy, McClellan Air Force Base,
California and Beale Air Force Base, California.

Excluded: All professional employees, manageméidials, supervisors and employees as
described in 5 U.S.C. 7112(b) (2), (3), (4), (63l &R).

Included: All employees of the Defense Commisgeggncy at Moffett Field Naval Air Station,
California.

Excluded: All professional employees, managem#éidials, supervisors, temporary employees
with appointments of less than one year and empkgescribed in 5 U.S.C. 7112(b) (2), (3),
(4). (6) and (7).

Included: All employees of the Defense Commisgeggncy located in San Diego and Imperial
Counties, California, including the Miramar Mari@erps Air Station Commissary; the San
Diego Naval Station 32Street Commissary; the Imperial Beach Commisshag/North Island
Commissary; the EIl Centro Commissary; the San @moémmissary, and the Camp Pendleton
Commissary.

Excluded: All professional employees, manageméitials, supervisors, employees described
in 5 U.S.C. 7112(b) (2), (3), (4), (6) and (7), aachporary employees with appointments of 90
days or less employed at the San Onofre and Camgidceen Commissary Stores.

Included: All employees of the Defense Commisgeggncy, Travis Air Force Base,
California.

Excluded: All professional employees, managem#éitials, supervisors and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6) &7).

Included: All employees of the Defense Commisgeggncy assigned to Twenty-nine
Palms, California, including temporary employeethwippointments not to exceed one year.

Excluded: All professional employees, supervisoranagement officials, and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6) &n).

COLORADO



Included: All nonprofessional employees of theddsie Commissary Agency who are located
at Fort Carson, Colorado, Peterson Air Force Ba@ségrado and U.S. Air Force Academy,
Colorado.

Excluded: All professional employees, temporanplayees with appointments of 90 days or
less; management officials, supervisors and empgescribed in 5 U.S.C. 7112(b) (2), (3),
(4), (6) and (7).

DELAWARE

Included: All non-supervisory employees of the &efe Commissary Agency (DeCA),
including temporary employees with an appointmeweeding 90 days, located at Dover Air
Force Base, Dover, Delaware.

Excluded: All professional employees, managem#éitials, supervisors and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6)l &n).

FLORIDA
Included: All permanent employees and employeemporary appointments of more than 90
days of the Defense Commissary Agency, at MacDillFdrce Base, Florida.

Excluded: All professional employees; supervisaranagement officials; and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6)l &M).

Included: All employees of the Defense Commisgeggncy at Eglin and Hurlburt Air
Force Base, Florida.

Excluded: All professional employees, managem#éitials; supervisors; and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6l &n).

Included: All non-supervisory employees at theddske Commissary Agency located at Kings
Bay, Georgia, Jacksonville, Florida, and Maypoloyiga.

Excluded: All professional employees, managem#éidials, supervisors and other
employees as described in 5 U.S.C. 7112(b) ) 8)(4), (6) and (7).

Included: All non-professional employees of théddbse Commissary Agency, Key West Naval
Air Station, Key West, Florida.

Excluded: All professional employees, supervisoranagement officials, and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6l &n).

Included: All GS and WG employees of the Defensen@issary Agency, Patrick Air
Force Base Commissary and all temporary employeeppointments of more than 90 days.

Excluded: All professional employees, manageméitials, supervisors, and temporary
employees on appointments of 90 days or less aptbgees described in 5 U.S.C. 7112(b) (2),
(3). (4), (6) and (7).



Included: All GS, WG, and WL non-supervisory enyges and temporary employees
on appointments of 90 days or more of the Defermmr@issary Agency, Naval Air Station
Pensacola, Pensacola, Florida and Naval Air Statlbiting Field, Milton, Florida.

Excluded: All professional employees, supervisoranagement officials, and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6) &7).

Included: All non-professional employees of thddbse Commissary Agency, Tyndall
AFB, Florida.

Excluded: All professional employees, supervisoranagement officials, commissary
management specialists and employees describedi8.&. 7112(b) (2), (3), (4), (6) and (7).

GEORGIA
Included: All non supervisory employees and terappemployees on appointments of 90 days
or more who work at Fort Gordon Commissary Stooet Sordon, Georgia.

Excluded: All professional employees, supervisoranagement officials, and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6Jl &7).

Included: All permanent employees and temporargleyees on appointments of 90 days or
more of the Defense Commissary in Albany, Georgia.

Excluded: All professional employees, managem#éidials, supervisors and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6)l &n).

Included: All Non-Supervisory General Schedule Y@®d Wage Grade (WG) employees of the
Defense Commissary Agency, Fort Benning, Georgia.

Excluded: Temporary employees, employees with imppents of less than 90 days,
professional employees, supervisors, managemeotatsf and employees described in 5 U.S.C.
7112(b) (2), (3), (4), (6) and (7).

Included: All non-professional employees and terappoemployees on appointments of 90 days
or more who are employed by the Defense Commigsgeycy, located at Fort Stewart
Commissary and the Hunter Army Air Field Commiss&ayvannah, Georgia.

Excluded: All professional employees, supervisoranagement officials, temporary employees
on appointments of less than 90 days, and emplaessibed in 5 U.S.C. 7112(b) (83), (4),
(6) and (7).

Included: All nonprofessional employees of thedse Commissary Agency, Moody Air Force
Base, Georgia.

Excluded: All professional employees, managem#éitials, supervisors and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6) &7).



Included: All non-professional, non-supervisoryn@ml Schedule and Wage Grade employees
and temporary employees on appointments of 90-diag®re employed at the Robins Air Force
Base Commissary, Robins Air Force Base, Georgia.

Excluded: All professional employees, supervisoranagement officials and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6)l &M).

GUAM
Included: All employees of the Defense Commisgsggncy on Guam.

Excluded: All professional employees, manageméidials, supervisors and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6)l &7).

ILLINOIS

Included: All nonprofessional general schedule wade grade employees employed by the
Defense Commissary Agency located at the Greatd BR&C Commissary,

lllinois.

Excluded: All professional employees, managem#éidials, supervisors, temporary employees
with appointments of less than one year, and ensgl®ys described in 5 U.S.C. 7112(b) (2), (3),
(4), (6) and (7).

INDIANA
Included: All non-professional employees of thddbse Commissary Agency, Harrison
Village, Indiana.

Excluded: All professional employees, managem#éidials, supervisors, temporary employees
with appointments of less than 90 days and empogescribed in 5 U.S.C. 7112(b) (2), (3), (4),
(6) and (7).

Included: All non-professional employees emplopgdhe Defense Commissary Agency,
located at Crane NSWC, Indiana.

Excluded: All professional employees, supervisoranagement officials, and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6)l §n). [CH-RP-03-0004; 12/30/2003]

KANSAS
Included: All nonprofessional employees of theddse Commissary Agency who are located
at Fort Leavenworth, Kansas.

Excluded: All professional employees, temporarypkyees with appointments of 90 days or
less, management officials, supervisors and empkyescribed in 5 U.S.C. 7112(b) (2), (3),
(4), (6) and (7).

Included: All non-professional employees of thdddse Commissary Agency who are located
at Fort Riley, Kansas.



Excluded: All professional employees, temporarpkyees with appointments of 90 days or
less, management officials, supervisors and empkyescribed in 5 U.S.C. 7112(b) (2), (3),
(4), (6) and (7).

Included: All non-professional employees of thdddse Commissary Agency who are located
at McConnell Air Force Base, Kansas.

Excluded: All professional employees, temporarpkyees with appointments of 90 days or
less, management officials, supervisors and empmyescribed in 5 U.S.C. 7112(b) (2), (3),
(4), (6) and (7).

KENTUCKY
Included: All non-supervisory employees and terappemployees on appointments of 90 days
or more in the Fort Campbell Commissary, Fort CaglipKentucky.

Excluded: All professional employees, supervisoranagement officials, temporary employees
on appointments of 90-days or less, and employegsithed in 5 U.S.C. 7112(b) (2), (3), (4),
(6) and (7).

Included: All full-time/part-time permanent WG, WAnd GS employees and temporary
employees on appointments of 90-days or more wheiployed by Fort Knox Commissary,
Fort Knox, Kentucky.

Excluded: All professional employees, supervisoranagement officials, and temporary
employees on appointments of 90-days or less, ampdogees described in 5 U.S.C. 7112(b) (2),
(3). (4). (6) and (7).

MARYLAND
Included: All nonprofessional employees includiamporary employees, employed by the
Defense Commissary Agency at its commissary sta&éd in Annapolis, MD.

Excluded: All management officials, supervisongfessional employees and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6J &7).

Included: All General Schedule and Wage Grade eyagls employed by the Defense
Commissary Agency at its commissary stores locatéert Detrick, Maryland; Fort Meade,
Maryland; and Aberdeen Proving Ground, Maryland.

Excluded: All management officials, supervisongfessional employees and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6) &7).

Included: All non-supervisory Non-Professional @et Schedule employees and
Wage Grade employees employed by Defense Commisggycy, Commissary Store,
Patuxent River Naval Air Station, Patuxent Rivearpand.

Excluded: All Professional employees, managem#itials, supervisors, and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6J &7).



MICHIGAN
Included: All non-professional employees of thdddse Commissary Agency, Selfridge
Air National Guard Base, Michigan.

Excluded: All professional employees, managem#éitials, supervisors, temporary employees
with appointments of less than 90 days, and emplgescribed in 5 U.S.C. 7112(b) (2), (3),
(4), (6) and (7).

MISSISSIPPI

Included: All employees of Defense Commissary Ageincluding temporary employees on
appointments of more than 90 days, located at Ke@st Force Base, Mississippi and Naval
Construction Battalion Center, Gulfport, Mississipp

Excluded: All professional employees, supervisoranagement officials and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6 &R).

Included: All non-professional employees of thepBxeément of Defense, Defense Commissary
Agency, Columbus Air Force Base, Mississippi.

Excluded: All professional employees, temporanplayees with appointments of 90 days or
less, supervisors, management officials, and eregldyescribed in 5 U.S.C. 7112(b) (2), (3),
(4), (6) and (7).

MISSOURI
Included: All non-professional employees of thddbse Commissary Agency, at Whiteman
Air Force Base, Missouri.

Excluded: Management officials, supervisors, amgleyees described in 5 U.S.C. 7112(b)
(2), (3), (4), (6) and (7).

Included: All non-professional employees of the @efe Commissary Agency (DeCA),
Richards-Gebaur AFB, MO.

Excluded: All professional employees, supervisoranagement officials, and employees as
described in 5 USC 7112 (b) (2), (3), (4), (6) &nd

MONTANA

Included: All nonprofessional employees of theddse Commissary Agency who are located
at Malmstrom Air Force Base, Malmstrom Air ForcesBaMontana.

Excluded: All professional employees, temporanplayees with appointments of 90 days or
less, management officials, supervisors, and eneglogescribed in 5 U.S.C. 7112(b) (2), (3),
(4), (6) and (7).

NEBRASKA

Included: All nonprofessional employees of thedske Commissary Agency who are located
at Offutt Air Force Base, Offutt Air Force Base,¥aska.
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Excluded: All professional employees, temporanplayees with appointments of 90 days or
less, management officials, supervisors, and emeglogescribed in 5 U.S.C. 7112(b) (2), (3),
(4), (6) and (7).

NEVADA
Included: All nonprofessional employees of theddse Commissary Agency, Nellis Air
Force Base Commissary, Las Vegas, Nevada.

Excluded: All professional employees, managem#éitials, supervisors, and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (63 §h) and temporary employees.

NEW JERSEY

Included: All non-supervisory employees of the &efe Commissary Agency, located at Fort
Monmouth, New Jersey, and Lakehurst, New Jerseltemporary employees employed for
more than 90 days.

Excluded: Supervisors, management officials, thpleyee in the position of Secretary (Office
Automation), GS-03-18-5 employed at Fort Monmotbw Jersey and employees described in
Section 7112(b) (2), (3), (4), (6) and (7) of thexlEral Service Labor-Management Relations
Statute.

Included: All non-professional permanent employa®es temporary employees with
appointments of 90 days or more, and employeesimtegcfor 90 days or more under the
Student Educational Employment Program, employetheypefense Commissary Agency,
located at McGuire Air Force Base, New Jersey.

Excluded: Professional employees, managemenialfficcupervisors, and employees described
in 5 U.S.C. 7112(b) (2), (3), (4), (6) and (7).

Included: All non-professional employees emplopgdhe Defense Commissary Agency,
Picatinny Arsenal, New Jersey.

Excluded: All professional employees, managem#itials, supervisors, and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6J &7).

NEW MEXICO
Included: All nonprofessional employees of thed@ske Commissary Agency, Kirtland Air
Force Base, Albuquerque, New Mexico.

Excluded: All professional employees, managem#éidials, supervisors, and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6)l &M).

Included: All non-professional employees of thddbse Commissary Agency, Cannon Air

Force Base, Clovis, New Mexico, including temporgart-time and intermittent employees on
appointments of more than 90 days.
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Excluded: All professional employees, managem#éitials, supervisors, and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6Jl &7).

NEW YORK

Included: All nonprofessional permanent employees temporary employees with
appointments exceeding 90 days employed by thenBef€Eommissary Agency, located at Fort
Hamilton, Brooklyn, New York and Mitchell Field, &fen City, New York.

Excluded: All professional employees, managem#éidials, supervisors, and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6l &n).

Included: All nonprofessional permanent full-timeaployees and part-time employees and
temporary employees with appointments of 90 daysane employed by the Defense
Commissary Agency located at the United StatesdjliAcademy, West Point, New York.

Excluded: Professional employees, managemenialfficcupervisors, and employees described
in 5 U.S.C. 7112(b) (2), (3), (4), (6) and (7).

NORTH CAROLINA

Included: All general schedule and wage grade eyegls employed by the Defense
Commissary Agency, located at Marine Corps AiriSta(MCAS) at Cherry Point, North
Carolina.

Excluded: All professional employees, managem#itials, supervisors, temporary employees
with appointments of less than one year and empkogescribed in 5 U.S.C. 7112(b) (2), (3),
(4), (6) and (7).

Included: All WG and GS permanent employees amptgary employees on appointments
of 90-days or more who are employed by the Def@wmamissary Agency, Camp Lejeune and
New River Commissary Stores, Jacksonville, Northodaa.

Excluded: All professional employees, supervisoranagement officials, temporary employees
on appointments of 90-days or less, and employessithed in 5 U.S.C. 7112(b) (2), (3), (4),
(6) and (7).

Included: All permanent employees and temporarglepees on appointment of more than
90 days of the Defense Commissary Agency at Fag@rNorth Carolina.

Excluded: All professional employees, manageméiitials, supervisors, and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6) &n).

NORTH DAKOTA

Included: All nonprofessional employees of thedhsie Commissary Agency who are located
at Minot Air Force Base, North Dakota.
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Excluded: All professional employees, temporarypkyees with appointments of 90 days or
less, management officials, supervisors, and emsglogescribed in 5 U.S.C. 7112(b) (2), (3),
(4), (6) and (7).

OHIO
Included: All non-professional employees of thddbse Commissary Agency, Wright-
Patterson AFB, Ohio.

Excluded: All professional employees, managem#éidials, supervisors, temporary employees
with appointments of less than 90 days, and empelgescribed in 5 U.S.C. 7112(b) (2), (3),
(4), (6) and (7).

OKLAHOMA
Included: All non-supervisory employees at theddske Commissary Agency, located at
Altus Air Force Base, Oklahoma.

Excluded: Management officials, supervisors, psienals and employees described in 5
U.S.C. 7112(b) (2), (3), (4), (6) and (7).

Included: All non-supervisory employees at theddskE Commissary Agency, located at
Tinker Air Force Base, Oklahoma.

Excluded: Management officials, supervisors, psienals and employees described in 5
U.S.C. 7112(b) (2), (3), (4), (6) and (7).

PENNSYLVANIA
Included: All nonprofessional employees employgdhe Defense Commissary Agency,
Carlisle Barracks, Carlisle, Pennsylvania.

Excluded: All temporary employees with an appoieninof less than one year, professional
employees, management officials, supervisors, amlaees described in 5 U.S.C. 7112(b) (2),
(3). (4). (6) and (7).

Included: All non-professional permanent employaed temporary employees with
appointments of 90 days or more of the Defense Gssary Agency, CE Kelly
Support Facility, Oakdale, Pennsylvania.

Excluded: All professional employees, managem#éitials, supervisors, and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6) &7).

Included: All employees of the Defense Commis&iore located at Tobyhanna Army Depot,
Tobyhanna, Pennsylvania.

Excluded: All temporary employees with an appoimitnof 90 days or less, professional
employees, management officials, supervisors, amayees described in 5 U.S.C. 7112(b) (2),
(3). (4). (6) and (7).

PUERTO RICO
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Included: All regular full-time and regular paitre employees with appointments of 90 days or
more employed at the Fort Buchanan, Puerto Ricorfissary Store.

Excluded: Professional employees and employedsded by 5 U.S.C. 7112(b) (2), (3), (4),
(6) and (7).

RHODE ISLAND
Included: All non-professional, permanent emplayemployed by the Defense Commissary
Agency located at Naval Station Newport, Newpotoé&e Island

Excluded: All professional employees, managem#éidials, supervisors, students appointed
under various student educational employment progrand employees described in (b) (2),
(3). (4), (6) and (7)

SOUTH CAROLINA

Included: All employees including employees ongenary appointments of more than
ninety days of the Defense Commissary Agency atl€tan Air Force Base and Charleston
Naval Weapons Station, Charleston, South Carolina.

Excluded: All professional employees, manageméitials, supervisors and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6) &7).

Included: All non-professional employees emplopgdefense Commissary Agency, Parris
Island Marine Corps Recruit Depot, Parris Islanajt8 Carolina.

Excluded: All professional employees, managem#itials, supervisors, and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6) &n).

Included: All non-supervisory employees and athperary employees on appointments of more
than 90 days at the commissaries located at Shawokte Base and Fort Jackson, South
Carolina.

Excluded: All professional employees, supervisoranagement officials, and temporary
employees on appointments of 90 days or less, mptbgees described in 5 U.S.C. 7112(b) (2),
(3), (4), (6) and (7).

SOUTH DAKOTA
Included: All nonprofessional employees of thedske Commissary Agency who are located
at Ellsworth Air Force Base, South Dakota.

Excluded: All professional employees, and tempoeanployees with appointments of 90

days or less, management officials, supervisorseamgloyees described in 5 U.S.C. 7112(b) (2),
(3), (4), (6) and (7).
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TENNESSEE
Included: All employees of the Defense Commisgaggncy, Naval Air Station Memphis,
Millington, Tennessee.

Excluded: All professional employees, supervisoranagement officials, and employees as
described in 5 U.S.C. 7112(b) (2), (3), (4), (6) &7).

TEXAS

Included: All full-time, temporary, part-time amtermittent non-supervisory employees of the
Defense Commissary Agency at commissaries locatedckland and Randolph Air Force
Bases, and at Fort Sam Houston, Army, who arefpaid appropriated funds.

Excluded: All supervisors, management officialefessional employees, and all employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6)l &n).

Included: All permanent non-professional employeiethe Defense Commissary Agency,
Dyess Air Force Base, Texas.

Excluded: All temporary employees with appointnsenitless than one year, professional
employees, management officials, supervisors, amgayees described in 5 U.S.C. 7112(b)(2),
(3), (4), (6), and (7).

Included: All fulltime, temporary, part-time anatérmittent non-supervisory employees of the
Defense Commissary Agency located at the Fort Hommmissary Stores, Fort Hood, Texas.

Excluded: All supervisors, management officialmfessional employees, and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6 &R).

Included: All non-professional employees of théddbse Commissary Agency, Naval Station
Joint Reserve Base, Fort Worth, Texas, includingptrary, part-time, and intermittent.

Excluded: All professional employees, managem#éidials, supervisors, and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6Jl &7).

Included: All non-supervisory, non-professionalpoyees of the Defense Commissary Agency
assigned to the Commissary Store, at GoodfellowFaAice Base, Texas.

Excluded: Management officials, supervisors, psienals, and employees described in 5
U.S.C. 7112(b) (2), (3), (4), (6) and (7).

Included: All non-professional accounting techaicemployees employed by the Defense
Commissary Agency, Accounts Control Section, KéliyForce Base, San Antonio, Texas.

Excluded: All professional employees, temporanplayees, management officials, supervisors
and employees described in 5 U.S.C. 7112(b) (2)(43, (6) and (7).
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Included: All employees of the Defense Commissaggiicy located at Laughlin Air Force
Base, Del Rio, Texas.

Excluded: All management officials, supervisorgfessional employees, temporary employees
with appointments of 90 days or less, and emplogessribed in 5 U.S.C. 7112(b) (2), (3), (4),
(6) and (7).

Included: All non-professional employees emplopgdhe Defense Commissary Agency
located at Sheppard Air Force Base, Texas.

Excluded: All management officials, supervisomgfessional employees and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6l &n).

UTAH
Included: All nonprofessional employees of theéste Commissary Agency who are located
at Hill Air Force Base, Utah.

Excluded: All professional employees; temporarypkyees with appointments of 90 days
or less; management officials; supervisors; andleyegs described in 5 U.S.C. 7112(b) (2), (3),
(4), (6) and (7).

VIRGINIA
Included: All nonprofessional employees employgdhe Defense Commissary Agency,
Headquarters, Fort Lee, Virginia.

Excluded: All professional employees, managem#éitials, supervisors and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6) &n).

Included: All professional employees employed iy Defense Commissary Agency,
headquarters Fort Lee, Virginia.

Excluded: All nonprofessional employees, managermicials, supervisors, and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6J &7).

Included: All professional and nonprofessional &yees employed by the Field Operations
Activities, Defense Commissary Agency, Fort Leegifiia.

Excluded: All supervisors, management officiadsnporary employees appointed under 5
C.F.R. section 316.401, employees appointed uralgous student educational employment
programs and employees described in 5 U.S.C. 7112\b(3), (4),

(6) and (7).

Included: All general schedule and wage grade eyggls employed by the Defense

Commissary Agency at its commissary stores locatéwrt Belvoir, Virginia, Quantico,
Virginia and Dahlgren, Virginia.
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Excluded: All professional employees, manageméidials, supervisors and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6Jl &7).

WISCONSIN
Included: All non-professional employees of thdddbse Commissary Agency, Fort
McCoy, WI.

Excluded: All professional employees, managem#éitials, supervisors, and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6) &n).

WASHINGTON
Included: All nonprofessional employees of the s Commissary Agency located
at Fairchild Air Force Base, Washington.

Excluded: All professional employees, manageméidials, supervisors, temporary
employees, and employees described in 5 U.S.C.(BL(2), (3), (4), (6) and (7).

Included: All employees of the Defense Commisgeggncy, Commissary Store, Puget
Sound Naval Shipyard, Bremerton, Washington an@ i Commissary Agency, Commissary
Store, Submarine Base Bangor, Silverdale, Washingto

Excluded: All professional employees; managem§itials; supervisors; and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6) &7).

Included: All employees of the Defense Commisgeggncy Commissary Stores at Fort Lewis
and McChord Air Force Base, Tacoma, Washington.

Excluded: All professional employees; manageméitials; supervisors; and employees
described in 5 U.S.C. 7112(b) (2), (3), (4), (6) &7).

ARTICLE 2
DURATION AND EFFECTIVE DATE

As provided by 5 U.S.C. 7114(c) and RARTIES' agreed-upon procedure, this agreement will
be effective on May 25, 2012, provided it has beified, executed, and approved.

The union will have 45 days from conclusion of ni&g@ns in which to accomplish ratification.
Upon notice from the union to the agency that tiiered agreement has been ratified, the
agency will forward for higher agency review cotesig with the statute.

If the agreement is not ratified, the union wilbpptly notify the agency and the parties will
renew negotiations.

This agreement shall become effective and remadfféct for three (3) years from the above

date. It will be renegotiated if eithBARTY at the national level serves notice on the otlier o
intent to renegotiate during the period 105 day&Qalays prior to the expiration date, which is
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May 25, 2015. If neithePARTY serves notice of intent to renegotiate it, thiseagnent will be
automatically extended for succeeding one-yeaogsrafter the third year described above; in
that case, it will be renegotiated if either payves notice on the other of intent to renegotiate
during the period 105 days to 60 days prior toetgiration of an extension year.

If either PARTY desires to renegotiate this agrestne accordance with the terms above, this

agreement will remain in effect until such timeaasew agreement has been negotiated.

ARTICLE 3
PRINTING AND DISTRIBUTION

Section 1 Defense Commissary Agency (DeCA) will print gg®f the Master Labor
Agreement (MLA) for each bargaining unit employee aend it to the Local Union in care of
the worksite. The Local Union will be notified whre contracts are received at the worksite,
and the Union will distribute a copy to each empkyThe number provided to the Local Union
will be 150% of the number of bargaining unit enyaes at the worksite on the effective date of
the MLA.

Section 2 As bargaining units/worksites are added duriregterm of the agreement, a
sufficient number of contracts will be provided e Employer to the newly-certified Local
Union (or for the newly-certified units/worksitesthe existing Local), in accordance with
Section 1 above.

ARTICLE 4
BARGAINING

Section 1. Purpose

This Article sets forth the effect of laws and riedions on this Agreement, and to prescribe the
criteria and procedures by which the Parties sfrajhge in negotiations during the term of the
Agreement. General Terms and conditions creatddnihis Agreement will remain in full

force and effect during the renegotiation of thisAdand until such time as a new Agreement is
in effect; however, after expiration, eitfeARTY reserves the right to unilaterally rescind a
permissive provision by providing advance noticéother. All LSA’s, MOU'’s, and MOA'’s
are superseded by this MLA.

Section 2. Laws and Government-Wide Rules and Relgtions

In the administration of this Agreement, the Parsball be governed by all statutes and existing
government-wide rules and regulations, as definesil).S.C. 710@t seq., and by subsequently
prescribed government-wide rules and regulatioqdementing 5 U.S.C. 2302 (the prohibited
personnel practices). As a matter of law,UNMON and management are bound by all Federal
laws and government-wide regulations, 5 U.S.C. 7&)171) and (2).
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Section 3. Procedures for Renegotiation of MLA

If eitherPARTY serves notice within the terms of Article 2 ofstiviLA to renegotiate this
agreement, the initiatin@ARTY will submit ground rules proposals to the otR&RTY within
thirty (30) days of the date that the initiatiR§RTY submitted the demand to bargain.

Section 4. Past Practices

Any prior past practices which were in effect oa #ffective date of this Agreement at any level
(national, council, regional and/or local), shalimain in effect unless superseded by the new
agreement or in accordance with 5 U.S.C. Chapter 71

Section 5. Local Supplemental Agreements

ThePARTIES at the Local levelmay negotiate a single supplemental agreement wilth
have the same expiration date as the MLA, provil#terPARTY requests to bargain within
60 days from: the date the MLA is approved by Depant of Defense (DoD); or, if no action
by DoD, 30 days from the date of execution. Ifradiy request is made, supplemental
negotiations will continue until all phases of bairgng are completed, including third-party
dispute resolution.

Supplemental agreements shall not delete or comfltb any provision, policy or procedure in
the MLA. A Supplemental Agreement is limited to tees$ identified for supplementation in the
MLA. Subjects within the MLA that are not specilty designated as appropriate for an LSA,
are not subject for local level bargaining. Sutgehat are not contained within the MLA are
appropriate for an LSA, unless prohibited by laasvernment-wide rule or regulation or this
MLA.

If a request for LSA bargaining is timely receivatl one of the PARTIES determines a subject
is not appropriate for bargaining, then the PARTaking that determination will notify the
other PARTY in writing.

Procedures set forth below in 6.1 and 6.2 will blizad for this bargaining.

Section 6. Mid-term Bargaining

Matters appropriate for mid-term bargaining shatlude those issues within the scope of
bargaining, as proposed by eitfRTY which are either newly formulated, or changes to
established personnel policies and practices dihi@germ of this agreement, which affect the
working conditions of unit employees

Section 6.1. Procedures

Should eithePARTY desire to initiate a change to established peqolicies and practices,
and matters affecting the work conditions thatrarecovered by the MLA, the following
procedures will apply:
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ThePARTY desiring to make the change will provide writtetification of the
proposed change at least 15 calendar days prthetplanned implementation date,
unless there is an emergent or mission relatedmetasit implementation must occur
sooner. This notification will include at a minimuthe following:

a. the nature of the change,

b. implementation plans, if applicable

c. and the implementation date
If the PARTY who receives the naotification desires to bargagarding the change,
thePARTY will submit a written demand to bargain and initiaitten proposals
within 15 calendar days of the notice. EitR&RTY may request a briefing session
to explore or explain the change and its impaatmihemployees. If more
information or a briefing is needed, the requesBARTY will submit a demand for
the briefing or information within 7 calendar dafseceipt of the original
notification. Proposals will be due no later tHdncalendar days from the date the
briefing or information is received by the requegfPARTY .
If less than 15 days notice is provided due to gewror mission related reasons,
then the initiating®ARTY will implement and the receivif@ARTY must submit
the demand to bargain and initial proposals wiftirdays of the notice or
implementation, whichever occurs first.
Bargaining will begin as soon as possible and goetance with a mutually agreed
upon date, time, and location.
If a timely demand to bargain is not made, the psal change may be implemented
after the 15th day. If thdNION decides that bargaining will not be requestei, it
encouraged to notify tHEMPLOYER as soon as possible.
Agreements reached pursuant to above, will be etitewwriting and considered an
extension to this MLA.

. Should a timely demand to bargain be made conagaproposed change, the

change will not be implemented until all phasebafaining are concluded,
consistent with applicable law.

Section 6.2. Ground Rules for Mid-term Bargaining

The following ground rules apply to all mid-ternrgaining entered into as a result of changes
initiated by eithePARTY and any corresponding obligation to bargain ouehshanges under
5 U.S.C. Chapter 71. These ground rules are ietttml supplement the procedure set forth in
this Agreement, and may only be changed by mutradent.

1.

2.

Briefing Sessions. Eithé?ARTY may request a briefing session to explore or
explain the change and its impact on unit employddss session may be scheduled
in advance of the start of actual negotiationga part of the time allotted for
bargaining.

Arrangements. Negotiations may be held video teitarence, telephonically, or in a
suitable meeting room provided by the Agency. Agency will furnish theJNION
negotiating team with a caucus room, such as secemée room or other private
meeting space which is in close proximity to thgat&tion room, if negotiations will
be conducted in person. The method of negotiasi@abject to agreement by both
parties.
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3. The starting date and the daily schedule for nagotis will be established by the
Chief Negotiators.

4. Alternates may substitute for committee membersch&lternates will be entrusted
with the right to speak for and to bind the memifersvhom they substitute.

5. During negotiations, the Chief Negotiator for e®ZkRTY will signify agreement on
each section by initialing the agreed-upon sectibne Chief Negotiator for each
PARTY will retain his/her copies and will initial theh@trPARTY 's copy.

6. Itis agreed that either team may request a caacusmay leave the negotiation
room to caucus at a suitable site provided by thengy, if negotiations are
conducted in person. There is no limit on the neindd caucuses which may be held,
but eacHPARTY will make every effort to restrict the number dedgth of
caucuses.

7. Negotiation disputes, including questions of negjuitity and resolution of impasses,
will be processed in a manner consistent with 5C.€hapter 71 and implementing
regulations.

8. EachPARTY shall be represented at the negotiations atnadigiby one duly
authorized Chief Negotiator/Chief Spokesperson istrepared and authorized to
reach agreement on all matters subject to negmtimtaind to sign off on agreements
for their respectiv®ARTY .

9. TheUNION will be authorized at least the same numbadfON representatives
on official time as the Agency has representatatdbe negotiations table. The
designatedJNION negotiators, if DeCA employees, will be on offidiane for all
time spent during the actual negotiations, inclgdittendance at impasse
proceedings.

10.1f any proposal is claimed to be nonnegotiableityee PARTY and subsequently
determined to be negotiable, or the declaRARTY withdraws its allegations of
non-negotiability, the proposal will, upon requést,reopened within a reasonable
period of time. Such request must be made witBioalendar days from when the
proposal is declared to be negotiable or the cthamthe proposal is nonnegotiable is
withdrawn. Nothing in this section will precludeetright of judicial appeal.

11. Any provisions disapproved during Agency-head revieay be referred to the
FLRA by theUNION.

12. All timeframes in these ground rules may be modifig mutual consent.

13. No official transcript or electronic recordings Wie made during the negotiations;
however, eacPARTY may designate a note taker to keep notes andd®doring
the sessions.

14.Observers shall be permitted in negotiating sessimty by the mutual consent of the
Parties.

Section 7. Waivers

Nothing in this Agreement shall be deemed to waitleerPARTY 's statutory rights unless
such waiver is clear and unmistakable.
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ARTICLE 5
DUES WITHHOLDING

Section 1 TheEMPLOYER will deductUNION dues (the regular, periodic amounts required
to maintain an employee in good standing withWihNdON ) from an employee's pay each
payroll period when the following conditions haveeh met:

a. The employee has signed up for voluntaryraltott as provided herein.

b. The employee's earnings are regularly suffidie cover the amount of the allotment.
c. The employee has voluntarily authorized sudkduction on Standard Form (SF)
1187, supplied by the NION.

d. The appropriate lochINION authorized official has completed and signed Saco
of such form on behalf of tHdNION.

e. The SF1187 has been submitted to the apptegroll office in accordance with
procedures currently in place at the local level.

Section 2 TheUNION will supply SF1187 to the employees involved. TH¢ION shall be
responsible for the distribution of such formsttormhembers and for completion of Section A,
including the certification of the current amoufitiee UNION's regular dues to be deducted
each biweekly pay period.

Section 3 Deduction of dues shall begin with the first payi@e: that occurs after receipt of SF
1187 by the payroll office.

Section 4 The amount of th&JNION dues to be deducted each biweekly pay period wilbe
changed unless a notification of dues change &ived from the responsiblgNION official.

Section 5 Any change in the amount of any employee's regldas with resultant change in
the amount of the allotment of such employee peebkly pay period, shall become effective
with the deduction allotment made on the first payiod after receipt of the notice of change by
the appropriate official of thEMPLOYER or a later date if requested by tiBION.

Section 6 An employee's voluntary allotment for payment afbNION dues shall be
terminated with the start of the first pay periotldwing the pay period in which any of the
following occur:

a. Loss of exclusive recognition by ti&lION.

b. Assignment of the employee outside of the baiga unit. If such assignment is
temporary, a new SF1187 will not be required taimes dues withholding at the end of
the assignment.

c. Separation of the employee for any reason distudeath or retirement.

d. Receipt by thEMPLOYER of notice that the employee has been expelled ®r ha
ceased to be a member in good standing cUtHEON .

e. Request by the employee for cancellation oflbis withholding by properly
completing and submitting SF1188, CancellationafrBll Deductions for Labor
Organization Dues, to ttBMPLOYER . These forms may be obtained from the
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EMPLOYER . An employee who submits his request for cantiefieof dues deduction
within the initial year will have the revocatiorkeffect on the first pay period
beginning on or after the first anniversary of ttate the dues deductions went into
effect. This is the date the employee’s first attteddeduction began. Thereafter, an
employee who completes the initial one-year peaod desires to cancel his dues
participation through payroll deduction, may subamitSF1188 to thEMPLOYER at
anytime during the six (6) week period immediataigceding July 1. ThEMPLOYER
must receive request for cancellation no later tt200 noon local time on the last
business day of June.

Section 7 TheEMPLOYER , through its appropriate official, shall transmaithe UNION's
National Secretary Treasurer, within five (5) waoididays after each pay day, an electronic file
with all necessary information for processing vaduw allotments. Such a list will include any
allotment deductions that are terminating withplag period covered and the reason for such
termination.

Section 8

a. TheEMPLOYER shall not recoup prior erroneous dues allotmentegt/NION by
reducing current dues allotments.

b. In the event thEMPLOYER improperly remits dues allotments to tiBlION, the
EMPLOYER will grant a waiver if the amount of an overpaymeaes not exceed the statutory
maximum amount an agency has authority to waive ifain the circumstances of each case:

1. Collection action would be against equity anddjconscience and not in the best
interests of the United States; and,

2. There is no indication of fraud, misrepreséatatfault, or lack of good faith on
the part of the employee or any other person haamipterest in obtaining a waiver.

Section 9 TheEMPLOYER understands how and where dues deductions arsitEps
internalUNION business. Should th¢NION desire to have dues deposited to locals or to a
central account, thNION and DFAS will make these arrangements, however, th
EMPLOYER will assist as necessary.

Section 10 The UNION will complete all required forms in order to charthe dues
remittance, should thedNION desire to do so. THEMPLOYER will assist theJNION in any
requests/discussions with DFAS concerning repartdteer information th&/NION desires
from DFAS.

ARTICLE 6
CELL PHONES AND OTHER ELECTRONIC DEVICES

Employees will not be allowed to use/wear bluetidotadsets and/or headphones, IPODS/MP3
players/other gaming systems while working in tleen@issary on the sales floor to include the
warehouse and other customer service areas (swasadot, off-site, and tent sales). Cellular

23



telephones are to be kept out of sight of custonséisuld be on vibrate, and should only be
answered for emergency situations or while on lwedkse of personal cellular telephones, to
include texting and pix messaging while on thesétor will not be allowed

ARTICLE 7
UNION RIGHTS

Section 1. Representation Rights

Pursuant to Section 7114 (a) (1) of Title 5 Unifdtes Code, AFGE has been accorded
exclusive recognition as the exclusive represergaif the employees in the bargaining units it
represents and is entitled to act for, and negotiallective bargaining agreements covering, all
employees in the bargaining units. As the exclusipeesentative, AFGE is responsible for
representing the interests of all employees irbtirgaining units it represents without
discrimination and without regard to labor orgatizia membership.

Section 2. Formal Meetings

Pursuant to Section 7114 (a) (2) of Title 5 UniBtdtes Code, AFGE shall be given the
opportunity to be represented at any formal disondsetween one or more representatives of
the agency and one or more employees in the bamgaimits or their representatives concerning
any grievance or any personnel policy or practaresther general condition of employment.

At all formal meetings, theJNION Representative may introduce him/herself. UhNON
Representative will have full participatory rightise same as employees. However,UNSON
Representative may not disrupt the meeting or dsother topics that are not part of the
meeting.

Section 3. Representation During Interviews

When aUNION representative, in both criminal and non-crimicedes, accompanies the person
being interviewed the role of the representativiudes:

. Clarifying the questions

. Clarifying the answers

. Assisting the employee in providing favorabtextenuating facts
. Suggesting other employees who have knowletigelevant facts
. Advising the employee

abhwWNBE

However, the representative may not disrupt theriieéw or answer for the employee.

Section 4. Right to Data

a. TheUNION has the right to be furnished upon request anthe@xtent not
prohibited by law, data that is normally maintairimdthe agency in the regular
course of business. The data must be reasonailglale and necessary for full and
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proper discussion, understanding, and negotiafieulgiects within the scope of
collective bargaining. Data must not constitut&lgace, advice, counsel, or training
provided for management officials or supervisoetating to collective bargaining.
TheEMPLOYER shall provide this information to théNION upon written request.
UNION request(s) for data must establish a particulaniestl for the information to
include what information is requested and an exgilan on how the data is
necessary and relevant.

b. If theEMPLOYER denies &JNION request for data, ttEMPLOYER shall give
theUNION the specific reasons for the denial.

Section 5. Lists of Bargaining Unit Employees

TheEMPLOYER will furnish theUNION with a current list of bargaining unit employees
quarterly, if requested. The list shall contaie ttame, grade, series, organizational code, and
SCD-leave date

Section 6. _Union Organization

a. TheUNION retains the right to: determine its organizaticstalcture; designate its
representatives and determine their representa@ssagnments and duties; and
retain, suspend, or relieWdNION representational duties.

b. TheUNION agrees to furnish tiEMPLOYER , in writing and maintain on a current
basis, a complete listing of the name, phone numbémtle of eactNION representative and
primary point(s) of contact. Communications wil imade through the appropriatdlION
designated representative.

Section 7. Union Orientation

TheUNION Representative will be allowed 30 minutes durimpyee orientation to:

a. Brief bargaining unit employees on their reprgational rights

b. Advise the employee of the contractual relaiop which exists between thiNION
and theEMPLOYER

c. Provide a copy of this agreement and otherapiate material

Section 8. Investigate Complaints & Conduct Interiews

TheUNION has the right to investigate complaints and conghietviews.

Section 9. Access to Management

UNION shall have timely access to the appropriate maneggeafficial in order to resolve
problems at the lowest possible level while assgpiire confidentiality of the complainant at all
levels. A mutually agreeable time will be estabdiglif eitherPARTY requests a labor-
management meeting.
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Section 10. Access to Bargaining Unit Employees

a. TheUNION will have access to bargaining unit employees deoto conduct
representational functions.

b. Duly appointed and elected representativessamzloyees of the/NION at the local,
district, and national level will be allowed entcaninto the commissary for the purpose of
conducting appropriate labor-management businesisiaust, if not a member of the bargaining
unit, follow procedures for official visitors. Brito coming to the Store, théNION official
must contact Store management to schedule a muagiteable time. If the NION
representative is a DeCA employee from a diffe&inte/installation, he/she will make a
courtesy contact with a management official.

c. A mutually agreeable time must be establishi¢hd the Store management
Commissary Officer if th& NION wishes to conduct non-representational functibhgually
agreeable time will be established if a labor-manaent meeting is requested by either
PARTY.

Section 11. Informational Picketing

a. TheUNION will have the right to conduct informational pickeg, provided
necessary permits are obtained. Participating @yapk will be on annual leave or leave without
pay, subject to the operational need of EMPLOYER ; or on off-duty time.

b. Leaflets and other material may be handed mdin@edia coverage will be allowed
during this time as long as it does not restrigrafions.

Section 12. Union Representation on Councils, Conittees, and Panels

When work groups are to be created to examine weaiysprove agency services and
performance and include bargaining unit membernsperation between AFGE and DeCA is the
preferred mode of operating. Where issues ofsightd obligations are involved, the following
provisions apply.

a. Establishment. THENION will be notified of the establishment of work gpsuthat
include bargaining unit member(s) when discussafmsgotiable matters will occur and will be
allowed to participate if theINION so desires. When such work groups are to dismiys
matters that are technical in nature and concdrmgtated functions that are part of non-
negotiable management rights under the Statuté, sotification is not required. However, in
the implementation of such programs, the paxtidisulfill their collective bargaining
obligations to one another.

b. Selection. Where an individual serves on avgooup in the capacity of @NION

representative, the individual is engaged in pregtactivity. In addition, theNION may
establish criteria for such designation that inekldNION membership.
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ARTICLE 8
OFFICIAL TIME

Section 1 UNION andEMPLOYER agree that there are mutual benefits resulting fiteruse

of official time to represent employees and workhwaupervisors and managers to resolve issues
and concerns. Such time will be adequate to reptdsargaining unit employees and administer
this Agreement with the Agency.

Section 2 Official time is defined as time used by a bangaj unit employee to perform
representational functions relating to a DeCA biaigg unit, on behalf of a bargaining unit
employee or th&JNION, when the representative would otherwise be intg status. Such time
granted is without charge to leave or loss of p@fficial time is available to the bargaining unit
member(s) whose names have been provided byth@N to theEMPLOYER as being a
representative of theNION.

Section 3 Official time can be used to perform represeateti functions related to the DeCA
bargaining unit and within the scope of 5 USC Chapf.. Official time includes travel time
when carrying out representational duties; offitiiale for travel may not exceed one hour,
except by mutual agreement. Official time canretbed for any activity relating to internal
business of a labor organization (including sditb@n of membership, collection of dues, and
election of labor organization officials).

Section 4 The following procedures shall applyWdNION representatives to perform
representational duties during duty hours thakatborized under the terms and conditions of
this Agreement:

a. Prior to release, théNION representative must request and obtain permissiom f
their immediate supervisor to perform representatiéunctions. The request will be made as
much in advance as practicable and extended atssehoald be requested when the reason for
them becomes known. TRENION representative will request official time, in wnigj, on the
form at Part 1 of Appendix A of this Agreement. €Tilequest must include the type of
representational activity to be conducted and stienated duration of the absence, and any
known time limits. The supervisor will completerP2, indicating approval or disapproval. If
the request is disapproved, the reason for disappwall be recorded on the form. A copy of the
completed form will be returned to the represeméatiTheUNION representative will be
released as requested, unless released at thawtiolé significantly impact operations. If
release cannot be granted as requested, the ssgremiil advise th&JNION representative as
soon as possible when release would be appropmiateally not later than the next working
day. If a delay in releasing an employedJbHON representative involves a situation within one
day of a contractual time limit, the time limittespond will be extended an amount of time
equal to the delay in release. Management's postpent of official time use will not cause the
UNION to fail to meet a deadline imposed by a third partyvided the request for official time
was timely made.

b. If an employee needs to meet withMION representative, that would constitute an
interruption of work, advance approval of the ergpls supervisor will be obtained. The
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employee's supervisor will be informed of the needpeak to the representative and the
estimated length of time required. The employdEheireleased as requested unless release at
that time would significantly impact operations.rdlease of the employee cannot be granted as
requested, the supervisor will advise UION representative and employee as soon as
possible when release would be appropriate, noymali later than the next working day.

c. TheUNION representative and the employee will inform thespective supervisors
when they return to work. If tHdNION representative and/or the employee will be delayed
beyond the estimated time, they will contact the@pective supervisors to request additional
time.

Section 5 Official time for DeCA AFGE Council 172 will be alfted in a block of 800 hours.
The AFGE Council President may decide which coumeimbers will utilize these hours. All
official time used under this block must be reqaeésb the DeCA AFGE Council 172 member’s
immediate supervisor in advance and in writing.

Section 6 DeCA and AFGE value using on-site representafiiees each store to discuss
issues and resolve problems. AFGE encourages Da@&ining unit members to serve as
onsite representatives. DeCA managers suppottriesolution opportunities. On-site
representatives will be called upon to discusseissund represent their fellow bargaining unit
members in a variety of areadNION representatives shall be granted reasonable amofunts
official time as needed to carry out their repréagonal responsibilities as authorized under this
agreement. The supervisor and UNION representativeld discuss the amount of official time
needed. ThEMPLOYER and theUNION share the mutual responsibility for ensuring the us
of official time is reasonable, necessary and enghblic interest.

Section 7 Use of official time will not advantage or disativage aJNION representative on
his/her performance rating.

Section 8 When aUNION representative requests leave in order to corlddM¢©ON business
outside the bargaining unit, liberal leave poliajl tve applied or flexible work hours will be
considered.

Section 9 TheUNION may request travel and per diem expenses to attertings (other than
negotiations) on a regional or a national basisuth expenses are not provided for these types
of meetings other suitable methods, such as camferealls, will be used.

Section 10 Training

a. Because it is of mutual benefit to BMPLOYER and theUNION, recognized
UNION representatives will be excused, without chardedwe and subject to operational
requirements, to attedNION sponsored training within the scope of the labtatiens statute.

b. Requests for official time must be submittethie Commissary Officer or designee
with as much advance notice as possible but ahamam of 15 days in advance of the
scheduled training. Requests must state the njuofefse representative(s), the date, time,
location and the detailed agenda (topics and tim€kg Commissary Officer or designee will
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respond promptly to the request. If the requedeisied, the Commissary Officer or designee
will explain the reasons. If the employee requasishedule change to attend the training, such
request will be granted unless that would signiftbaimpact operations.

c. Official time for initial training of a newWNION representative will be granted for up
to 24 hours. Official time for oth&NION sponsored training fdANION representative(s)
will be granted for up to 120 hours per store fa first and third year of the MLA, and 130
hours for the second year after. If the MLA raiger after the 4 year, the numbers of hours per
year after that for training will not exceed 12Qut@per year from the effective date of the
MLA. Hours will not be carried over from year tear and may not exceed the 130 hour cap for
the second year or the 120 hour cap for each sdiceegear For training outside the
commuting area, travel time may be during non-diatg or will be counted against the official
time authorized for training.

ARTICLE 9
UNION OFFICE AND FACILITIES

Section 1 TheEMPLOYER will provide the installation with the telephonembers of
UNION officials who are designated to represent the Dé@wyaining unit. The installation
will be requested to include the numbers in thegltetion telephone directory under the
Commissary section. Unless it is redundant indinectory, the Commissary will also have
listed the number of the local president.

Section 2 TheEMPLOYER will provide UNION bulletin boards. LocateNION bulletin
boards adjacent to tHEMPLOYER 's Official bulletin boardsEMPLOYER'S official and
UNION'S bulletin boards shall be same in number. Uh#ON shall maintairlJNION

bulletin boards in an orderly condition and bulidtioards will properly identify the AFGE Local
number.

Section 3 All material posted oNION Bulletin boards must not violate any law, proviswhn

this agreement, security regulations of higher @ity or contain obscene or libelous material.
If the EMPLOYER questions any material posteddtlION bulletin boards, they will address
the matter with the appropriatéNION representatives.

Section 4 TheEMPLOYER and theJNION agree that providing office space, if availabde, i
in the best interest of the bargaining unit empésyand thEMPLOYER . Where théJNION
now has office space/office furnishings in DeCAilfdes, such use will continue. If new
construction/renovation is anticipated, local mrtivill discuss any impact &NION space as
soon as possible. In all cases tHé¢lON will be provided the ability to meet
privately/confidentially with the employee and tore and secure records if requested by the
UNION. TheUNION will be allowed access to tHEMPLOYER'S office equipment where
available e.g., computer, email, fax capabilitees] services at no cost to tHBIION. DeCA
employees who atgNION Stewards may use the DeCA email account to condNeDN
business as long as it is in compliance with govemt-wide rules and regulations as well as
statute.
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Section 5 EMPLOYER will provide access to existing telephone servi@sN, WATTS,
commercial, etc.) to conduct labor relations, reprgational business affecting a DeCA
bargaining unit. All laws, rules, and regulationi#i be adhered to.

Section 6 Contracted custodial services provided to the carany shall also be provided to
theUNION office space if located within the store.

Section 7 UNION agrees to abide by all security and safety regiati

ARTICLE 10
MANAGEMENT RIGHTS

Section 1 Subject to Section 2 of this Article, nothing instiArticle shall affect the authority of
any management official of the Agency:

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

b. In accordance with applicable laws:

(1) To hire, assign, direct, layoff and retain éogpes in the Agency, or to
suspend, remove, reduce in grade or pay, or tdler disciplinary action against
such employees

(2) To assign work, to make determinations withpees to contracting out, and to
determine the personnel by which Agency operatitradl be conducted

(3) With respect to filling positions, to makeesetions for appointments from:

(a) Among properly ranked and certified candidéoegpromotion
(b) Any other appropriate source

(4) To take whatever actions may be necessaryrty oat the mission during
emergencies.

Section 2 Nothing in this Article shall preclude tliEMPLOYER and theUNION from
negotiating:
a. At the election of the agency, on the numidgpes, and grade of employees or
positions assigned to any organizational subdimisigork project, or tour of duty, or on
the technology, methods, and means of performingcwo

b. Procedures which management officials of therkg will observe in exercising any
authority under this Article.

c. Appropriate arrangements for employees adveestdcted by the exercise of any
authority under this Article by such managementifs.
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ARTICLE 11
HOURS OF WORK

The PARTIES recognize that the accomplishment eftbrk is the primary factor in
determining work schedules in order to providerapartant benefit to DeCA’s customers.
Supervisors will consider an employee’s needs vdwatuating work schedule options after
ensuring that the Agency fulfills its mission reguments.

Section 1. Definitions

a. Tour of Duty is the hours of the day and thesdaighin the administrative workweek
during which the employee is required to performvise on a regular, repetitive basis. The
administrative workweek of employees is the calemezek, 0001 hours Sunday through 2400
hours Saturday. Employees should not be schedaleditk more than six (6) of any seven (7)
consecutive days. Although work schedules will dreaf minimum of two weeks,
schedules currently in effect may continue.

b. The Basic Workweek of Full-Time Employees shalisist of five (5) consecutive
eight (8) hour days within the administrative wodek and two consecutive days off, subject to
workload requirements. Where non-consecutive défyare in effect, that tour of duty may
continue.

c. The Basic Workweek of Part-Time Employees stmatisist of 16 to 32 hours, regular
or irregular schedule, within the administrativeriweeek. TheEMPLOYER will attempt to
schedule two consecutive days off within the adstiative workweek for part-time employees
subject workload requirements.

d. Seniority is defined as an employee’s Servicem@Qutation Date (SCD) for leave as
documented by the SF-50 unless otherwise noted. ®iCbe used when bidding tours of duty
(see Section 16).

Section 2. Meal Period

a. Full-Time employees shall be granted, on apaid-basis, a meal period, scheduled at
or near the mid-point of the tour of duty, of aadeone-half (2) hour each workday; or, upon an
employee’s request and with the supervisor's apdr@a/meal period of up to one (1) hour.

b. Part-time employees who work six (6) hours orerio a workday will be granted, on
a non-paid basis, a one-half (%2) hour meal perabéduled at or near the mid-point of the tour
of duty, or upon an employee’s request and withstigervisor’s approval, a meal period of up
to one (1) hour. A part-time employee who works(8) hours and does not desire a non-paid
lunch will be permitted to forego his/her non-phidch period, upon the employee’s request and
with the supervisor’'s approval. Such decisions kel made at the start of each pay period, and
remain in effect for the entire pay period.

¢. When a normal, scheduled meal period is noflfeawithin a shift, a twenty (20)
minute working meal period shall be permitted aadsidered as time worked for pay purposes,
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as long as the employee is required to remaineaivirk site.
Section 3. Breaks

a. Employees working less than six (6) hourslvélauthorized a total of 15 minutes of
rest during the workday.

b. Employees working six (6) hours or more willdaghorized two 15 minute periods of
rest during the workday.

c. Ifrest breaks are in increments of 15 minutes breaks will be taken at or near the
midpoint between the start of the employee’s woykalad the employee’s meal period, and the
midpoint between the employee’s meal period ancetiteof the tour of duty.

d. Rest periods will not be scheduled to stagrat the tour of duty or be a continuation
of the meal period and are not cumulative.

Section 4. Notification of Schedules

a. Management will provide as much advance natieanployees schedules as possible.
Employees will be notified of their work schedulgdeast two weeks in advance of the
administrative workweek. In accordance with 5 CotiEederal Regulations, 610.12(a), when
theEMPLOYER determines that tHEMPLOYER would be seriously handicapped in carrying
out its function or that costs would be substalgtiaicreased, notification of less than two weeks
will be permitted. A copy of any work schedule rbas will be provided to theéNION. The
method by which employees are provided and/or naadee of work schedules is a subject
appropriate for an LSA.

b. TheEMPLOYER recognizes the need for proper rest and recuperafiit's
employees. ThEMPLOYER will schedule reasonable time between individuapl®yee's
shifts.

Section 5 At the store-level, the PARTIES, (AFGE Local OniRepresentative and Store-level
Management), where issues have been identifiedoantére is low morale resulting from
scheduling, the PARTIES agree to engage in disonssh which they will try and resolve those
issues. The following process will be utilized fbese discussions:

a. The PARTIES at the store-level will contact AFGEu@oail President and the Agency
Management Representative.

b. Discussions will be facilitated to discuss the ésuand try to reach potential
resolutions to the issues.

c. Any agreements resulting from this discussion Wél reduced to writing and signed
by the PARTIES.

d. The PARTIES will monitor the results from the agremt reached to determine
effectiveness and whether each PARTY is satisfigl the results. All results, positive and/or
negative, will be reported to the AFGE DeCA CourRiesident and the Agency Management
Representative.
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Section 6. Holiday Work Procedures

A general announcement of intent to have employeek on holidays will be posted on
employee bulletin boards two weeks in advance @hibliday, unless the store has less notice.
When scheduling employees for work on holidays ENEPLOYER will first ask for

volunteers, and will select the number of needepleyees by seniority on a rotating basis. If
an employee is to be scheduled involuntarily, mtpinverse seniority will be used. Personal
needs exceptions will be considered on an equitzddes. Th&EMPLOYER will determine
whether an employee is qualified to perform thekwor

Section 7. Overtime Work

a. Planned Overtime Work Procedures. In the chplanned overtime, notice will be
provided as far in advance as possible. When sdingdemployees for overtime work, the
EMPLOYER will first ask for volunteers, and will select thamber of needed employees by
seniority on a rotating basis. If an employe@ibé scheduled involuntarily, rotating inverse
seniority will be used. Personal needs exceptigh$e considered on an equitable basis. The
EMPLOYER will determine whether an employee is qualifiegp&rform the work.

b. Unplanned Overtime Work Procedures. In the cdainplanned overtime, notice will
be provided as far in advance as possible. BM@LOYER will first ask for volunteers who are
on duty, and will select the number of needed eggss by seniority on a rotating basis. If an
employee is to work overtime involuntarily, rotaimverse seniority will be used. Personal
needs exceptions will be considered on an equitaddées. TheeMPLOYER will determine
whether an employee is qualified to perform thekwor

c. Hours worked in excess of eight (8) hours @dag or 40 hours in a week are overtime.
Unless an employee chooses to receive compengat@ryovertime pay must be paid.

Section 8. Extension of Part-Time Employee WorkdaBefore or After Tour of Duty

a. When work requirements dictate the need fortaahdil hours to be worked by
employees already scheduled to work on a workdaneduling decisions will be made by
soliciting qualified volunteers first, in seniorigyder. This provision will not require that an
employee be offered additional work resulting iredime.

b. If there are insufficient volunteers, the demisivill be made using inverse seniority.
Personal needs exceptions will be considered @yaitable basis.

c. The affected employee will be notified as mutldvance as possible of the additional
hours needed by tHEMPLOYER . Such notice will be provided at the time EMPLOYER
becomes aware of the event that created the needdédional hours, such as when another
employee notifies thEMPLOYER of a need to be on unplanned sick leave.

Section 9. Clean-up Time
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Where the type of work requires, an employee vélellowed a reasonable time at meal time,
break time, and at the end of the workday to perfoecessary personal hygiene.

Section 10. Planned Store Closures for Other thaRederal Holidays

a. When a planned store closure occurs and therthér work available for affected
employees, employees scheduled to work duringlt®ie will have the following options:
perform other duties, request annual leave witipayt or have the tour of duty rescheduled to
recapture hours otherwise lost for the pay period.

b. When a planned store closure occurs and there other work available for affected
employees, employees scheduled to work duringltsie will have the following option:
request annual leave or leave without pay, or t@ihe tour of duty rescheduled by the
EMPLOYER to recapture hours otherwise lost for the payguerilf the employee does not
elect to request annual leave and the tour of damyiot be rescheduled to recapture those hours,
the employee will be granted administrative lealfehe full work force is not required, the
selection process will be Section 7 (a) and (b)valor all employees.

c. The Agency, under this section, will providdio® to the Union within 24 hours of
when it becomes aware of closure.

Section 11. Federal Holidays

a. In accordance with 5 USC Section 6103(a), tHewing are legal public holidays
recognized by DeCA:

New Years Day, January 1

Birthday of Martin Luther King, Jr. the third Moay in January
George Washington’s Birthday, the third Mondayebruary
Memorial Day, the last Monday in May

Independence Day, July 4

Labor Day, the first Monday in September

Columbus Day, the second Monday in October

Veterans Day, November 11

Thanksgiving Day, the fourth Thursday in November
Christmas Day, December 25

Additional holidays declared by the Congress orRhesident will also be recognized.

b. For full-time employees whose basic scheduManday through Friday, when the
legal, public holiday falls on a Saturday, the Byighreceding it is the day treated as the holiday.
If the holiday falls on Sunday, the following Monydia the day treated as the holiday.

c. In accordance with 5 USC 6103(b), the followintes apply:

(1) Part-Time employees who are scheduled to waor& legal public holiday will
be paid for that holiday.
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(2) Part-Time employees who are not scheduledoitx on a legal public holiday
will not be entitled to holiday pay.

d. For Part-Time employees prevented from working to in-lieu-of holiday, the
PARTIES are encouraged to discuss and if necessary negtitafollowing options:

(1) administrative leave, if approved by B®IPLOYER on a holiday-by-
holiday basis;

(2) annual leave, accrued compensatory time, legb®ut pay, or time off
award,

(3) reschedule hours within the same pay perigédapture hours otherwise lost;
or

(4) a combination of the above.

Section 12. Daylight Savings

a. If the employee’s tour of duty coincides withytight savings time and requires
working an additional hour, the employee will bédg@ar the actual hours worked.

b. If the hours worked are less than normal bexafislaylight savings time, the
employee will be on leave or work the additionaliho

Section 13. Obtaining and Securing Government Pragty

Reasonable time will be allowed at the beginnintheftour of duty, before meals and breaks,
and at the end of their tour to prepare or secavempment property and equipment used to
perform an employee’s duty.

Section 14. Split Shifts

Split shifts are discouraged by both parties, ailldomly be used in situations where mission
requirements dictate the use of such a schedwlden employees request and management
determines such requests may be granted.

Section 15. Types of Schedules

a. Full-time employees will be given a fixed schieduFixed schedules may consist of
different weekly tours of duty but do not vary frquay period to pay period, and may be rotating
or non-rotating.

b. Fixed schedules for part-time employees withaen the same at each Commissary, or
be established, only where operational needs permit
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c. Itis understood that work schedules are sulbjechange depending on the operational
needs of the Employer and/or availability of empley. Such needs as rotating receivers
and accommodating light duty needs may affect adivegl Such cases will not be
subject to the provisions of Section 16. The Empptavill attempt to keep work

schedule changes to a minimum, consistent withatiperal needs. Personal needs
exceptions will be considered on an equitable basis

Section 16. Alternative Work Schedule (AWS)

Any AWS implementation or modification will be donensistent with the requirements of the
Federal Employees Flexible and Compressed Workdstée Act.

Section 17. Equitable Distribution of Tours of Duy

a. All stores, by department, and an employe#&s Beries and grade, when a Tour of
Duty opening arises, SCD-leave will prevail if méhan one qualified employee bids/applies on
that Tour of Duty. No full-time employee may bid a part time tour of duty or vice versa nor
may bids be made on unequal part-time tours of.diibo individual bids on a needed tour of
duty, then inverse seniority will be applied. Nopoyee will be required to bid/apply on a Tour
of Duty opening.

b. Notification of Tour of Duty openings will beqvided to employees and th¥NION.
Section 18. Pagers

In accordance with 5 CFR 551.431(a)(1) and (2pfaduty bargaining unit employee who is
required to carry and respond to a pager, willlbe standby pay status and will be subject to the
following restrictions:

a. The employee is restricted to an Agency’s psesjior so close thereto that the
employee cannot use the time effectively for hisdven purposes; or

b. The employee, although not restricted to trenag's premises:
(1) is restricted to his or her living quartersdesigned post duty;
(2) has his or her activities substantially lieaif and

(3) is required to remain in a state of readinegserform work.
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ARTICLE 12
SAFETY & HEALTH

Section 1. General

a. Whenever injury is referenced in this artitlepeans injury or iliness. The
EMPLOYER will provide and maintain safe working conditiomslandustrial health protection
for employees, e.g. ergonomic technology. UMNON will encourage all employees to work
in a safe manner and report all known health atgdfazards. ThHEMPLOYER will promptly
investigate and initiate corrective action on efjarted health or safety hazards. No employee
shall work or be required to work on or around perate equipment where it would be unsafe or
detrimental to health without proper precautionistgrtive equipment and safety devices. When
an employee, during the course of performancefafialf duties, believes he or she is exposed to
health or safety hazard which presents an immidanger which may cause death or serious
physical harm, said employee shall cease the assigisk in order to immediately contact the
nearest available supervisor. The supervisor siialle an evaluation of the situation and, after
discussion with appropriate safety personnel, nzaftecision as to whether work may proceed.
The parties recognize that in instances where grapkfeel that an imminent risk of death or
serious bodily harm could occur, an employee majintehis or her assigned task because of
reasonable belief that, under the circumstancesask poses an imminent risk of death or
serious bodily harm coupled with a reasonable b#iet there is an insufficient time to seek
effective redress through normal hazard reportimyabatement procedures consistent with
OSHA's regulations.

b. ThePARTIES: Agree to work closely on all safety matters;|\w# alert for unsafe
practices, equipment, working conditions and emrmental conditions in all work areas; and
will report all observed unsafe or unhealthy caodi to the appropriate supervisor or Safety
Officer. TheEMPLOYER will investigate all safety hazard reports andeé€essary, obtain
guidance from a safety officer.

Section 2. On the Job Injuries

a. ThePARTIES agree that all employees report all accidents ajudiés immediately,
as required by existing regulation/directive. HMPLOYER will require all
supervisors to comply with current regulations/diirees and instructions concerning
the reporting of accidents and injuries. As reegliby existing regulations/directives,
employees will report all on-the-job injuries, redjass of their severity as soon as
possible after becoming aware of the injury. Tjary should be reported to their
immediate supervisor, but if their immediate sup@wis not available, the injury
will be reported to any manager/supervisor. Indhent of an injury on the job, the
EMPLOYER will obtain, and as appropriate, provide emergemegical treatment
and transportation. THEMPLOYER agrees to notify theJNION of any reported
“Lost Time” accidents or occupational illnesseg thaolve bargaining unit
employees. This will be done within 24 hours ofewitheEMPLOYER became
aware that Lost Time was involved. Consistent whthPrivacy Act, such
notification will include name of bargaining uninployee, circumstances, nature of
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injury sustained by the employees.

b. TheEMPLOYER will supply the appropriate forms to the employeedompletion
and return. ThEMPLOYER will advise and assist the employee in filing tipplecable
compensation forms. THEMPLOYER will ensure the completed forms are processed and
promptly forwarded to the servicing Human Resoufafice

Section 3. Light Duty

a. Employees unable to perform their assignddtdse to injury or illness on or off the
job may request light duty. Employees must fursistatement from a medical authority
providing information related to their limitatioasid the length of time limitations are expected
to last.

b. TheEMPLOYER agrees to consider assigning the injured emplaydgtit duty
when such need is substantiated by a doctor'dicaté and such work is available.

c. Employees working light duty may be requireavbrk a schedule other than their
normal schedule in order to perform the light dangilable.

Section 4. Protective Equipment/Clothing:

TheEMPLOYER shall furnish protective equipment/clothing for dayges engaged in work
that requires such equipment/clothing as presciiltyedeCA and federal directives. The nature
of the duties, not the frequency, dictates theireqent for the equipment/clothing. WG
employees in the Meat Departments will be giverchert white pants in stores that employees
desire to wear these. Cleaning, repair and replaneof such issued equipment/ clothing will
be provided by thEMPLOYER as needed. The employees will be trained on thegpruse

and care of all safety equipment. Training willggeperly documented and put in employees'
files.

Section 5. Safety Council

ThePARTIES agree that theJNION is entitled to one representative and one alternat
representative on the Safety Coun¢iINION representatives will have the full rights and
privileges of other members.

Section 6. Assistance in Lifting Heavy Items

No employee will be required to lift or move anyjeati when there is reasonable possibility that
an injury would occur. Employees will receive tiiaon proper lifting techniques.

Section 7. Adverse Weather Conditions

a. Installation weather plans are unique to éacdtion and the local Installation
Commander determines installation closure.
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b. All employees will be notified of what procedarwill be in each store for inclement
weather.

c. TheEMPLOYER will notify the commissaryJNION Representative of the
announced impending installation closure at the trfhnotification from the installation
commander. Liberal leave policy will be in effektring adverse weather conditions.

d. Proactive dialogue between the Installation @amder UNION and Commissary
management should be established to develop proesthr adverse weather conditions.

ARTICLE 13
UNIFORMS, TOOLS, AND EQUIPMENT

TheEMPLOYER agrees to provide, clean and replace all speaidd tolothing and equipment
which theEMPLOYER requires bargaining unit employees to use in peifog their assigned
duties.

ARTICLE 14
SECURITY

Section 1. Employee Lockers

a. TheEMPLOYER , upon request, will furnish store and warehouspleyees a
locker. The contents of the locker are not to lmigint of as private or free from inspection.

b. Employees may provide a lock for their own lerck

c. EMPLOYER will inspect the employees' lockers as needed sarencompliance
with directives for security, sanitation, healtafety, and property accountability. When
possible, the employee will be allowed to obseheeihspection. If the employee is not
available, and there is a compelling need to operdcker, the inspecting manager must have a
witness.

d. Other than spot checks or for emergency sémitatr safety reasons, the union
representative and the employees will be givenweks’ notice, when possible, of the
requirement to remove items from their lockers.

Section 2. Spot Checks

a. In accordance with internal security policye BMPLOYER has the right to make
unannounced random spot checks of employee hanée#ems. The notice of unannounced
spot-checks will be posted on employee bulletirré®a

b. TheUNION will have the opportunity to observe such spot &kebut no advance

notice will be provided. The Employer will make seaable efforts to release a union
representative but the absence ofWNMON does not negatEMPLOYER'S right to proceed
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with the spot check. In such cases, the Unionlvélhotified after the spot check has been
conducted.

c. On request, thdNION will be provided a copy of the Memorandum of Record
authorizing a particular spot check, after it hasrbconducted. Procedures for spot checks must
be related to an internal security purpose.

Section 3. Closed Circuit Television (CCTV)

A notice will be posted in stores where overt sillarece is in use. Where overt closed circuit
television (CCTV) is not in use, the local will hetified prior to the installation and will be
provided the opportunity to bargain consistent wath. Upon request, the union will be
provided relevant parts of the CCTV tape reliedrumsupport the proposed
disciplinary/adverse action.

Section 4 Employees are not permitted to engage in surrepsitrecording of any kind (DeCA
HR Policy 50-09).

ARTICLE 15
EMPLOYEE PARKING

Section 1 Employee parking areas will be provided by the ey@t and located as close to the
assigned work area as feasible, considering sgcaafety and customer convenience.

Section 2 Handicapped employee parking will be properly kedrand as close to the
employee's assigned work as possible.

Section 3 Employee parking areas will be properly illumiegt

ARTICLE 16
INMATE LABOR

Inmate labor will be used in accordance with Tl U.S. Code. Where inmate labor is used, all
employees will be oriented to the inmate labor progand the do's and don'ts that apply to
bargaining unit employees will be posted. Workinghvinmates will only be done by properly
trained employees on a volunteer basis. If insigfficvolunteers are available the work will be
distributed on a fair and equitable basis.

ARTICLE 17
CUSTODIAL DUTIES

Employees are individually responsible for the nleg and/or sanitation of their immediate
work area as required. Custodial duties, if requaed not in the Position Description, will be
rotated fairly and equitably.
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ARTICLE 18
SMOKING

Section 1 Outdoor smoking areas that offer reasonable pioteérom the elements (weather)
will be provided for employees. Areas where smgkimpermitted will be properly identified.

Section 2 Rest breaks will be consistent as between smaketsion-smokers.
Section 3 Smoking cessation classes that are available eainstallation will be provided

during duty time to those employees who wish t@ stmoking. If such classes are not available
at the installation, information about off-base &ing cessation classes will be provided.

ARTICLE 19
EMPLOYEE TRAINING

Section 1 ThePARTIES agree that it is mutually beneficial to have alv@lined workforce.
The employees may inform their supervisor of aaintng needs they feel relates to their work
assignments. THEMPLOYER , in identifying training needs, shall take sucfoimation in
consideration. In order to encourage employeeecatevelopment and improve job skills the
agency will make available training/education imf@tion. To enhance DeCA's ability to
survive and grow and the employee's developmexihitig will be fair and equitable and
designed to meet future needs. BMPLOYER will identify its training needs and will select
employees for training based on its relevanceeaethployee's current job. Training will be
provided on new technology as required and/or retede

Section 2 An Individual Development Plan (IDP) will be démpeed jointly by the employee

and theEMPLOYER for each employee within the first 12 months d$ #igreement or
subsequent employment and reviewed annually. Tiheapy emphasis of the plans will be:

first, to address skills needed by employees iit therent positions; second, to prepare them for
new career opportunities which may come availabla eesult of organizational restructuring or
re-engineering of the positions of the Agency; ahild, to address skills needed for
advancement beyond their current grade levelsh B shall establish a series of milestones
and shall state the responsibilities of eB&RTY to realize such milestones. The IDP will be
maintained in the Supervisory Work Folder (SWF).

Section 3 The availability of training opportunities wilehcommunicated to employees and the
UNION in a timely manner. ThRARTIES agree that employee self-development should be
encouraged, therefore, information regarding tregrapportunities such as correspondence
courses, and training/education opportunities thinane installation education center. Schedule
accommodation may be used to encourage self-davelopwhere possible.

Section 4 All employees will be selected for training basedemployee/organization need,
employee requests and relevance to current positibbe considered and management will
make the final selection. The decisions regardilgction or non-selection for training will be
communicated to employees and theION in a timely manner.
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Section 5 Employee training will be documented by entryath signed Supervisory Work
Folder (SWF) and Official Personnel Folder (OPFniisans of DD 1556s, training certificates,
diplomas, transcripts, signed memoranda outlinimghe-job training (OJT) and supplemental
experience forms; e.g. job application continuaftmm. The employee is responsible for
providing documentation of training to the supeovifor inclusion in the SWF. Employee is
encouraged to keep a copy of all training docunimtand periodically review for accuracy. It
is the employee's responsibility to ensure theiore of training is current and accurate.

Section 6 Training from an external source will carry equalight as training from peer
trainers.

Section 7 Agency directed training will be funded by theehgy. Other training costs will be
shared by the agency and the employee, if apprbyéle proper approving authority.

Section 8 New employees will receive orientation not latean two weeks after reporting to

duty.

ARTICLE 20
EMPLOYEE TRAVEL

Insofar as practicable, TDY travel will be schedulgithin the employee's regularly scheduled
tour of duty.

Travel will be paid in accordance with the Joinadel Regulations.

ARTICLE 21
EMPLOYEE - SUPERVISOR COMMUNICATION

Section 1 Each employee will be advised of their appropréitain of command and subsequent
changes within their store.

Section 2 It is highly recommended that both management amgl@yees follow the chain of
command.

Section 3 Consistent with official need to know, employemearvisor confidentiality will be
maintained.

ARTICLE 22
ANNUAL LEAVE

Section 1. General Provisions

Employees accrue and have a right to use accruadhbleave in accordance with applicable
laws and regulations and this agreement. Theme@tation as to the time and amount of leave
granted at any specific time is made by the superyconsidering such factors as workload,
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staffing, and training requirements, and employee'sires as determining factors. The
minimum charge for annual leave is 15 minutes &dtitional charges in multiples thereof. It
is the employee's responsibility to request antazsle in advance from the supervisor. When an
employee is required to submit a DeCAF 50-63 (fahyn8F71), Request for Leave or Approved
Absence, in advance, it will be returned expedgipunormally within 48 hours, to the
employee, indicating the supervisor’s approvalfoisaval and the reason(s) for disapproval.
Supervisors will expeditiously inform employeegtugir approval/disapproval of advance
requests for annual leave. TEMPLOYER will provide each employee the opportunity to use
all accrued annual leave in order to avoid forfeituPrior to October each year, all use or lose
leave will be scheduled for use by end of the lggar. The supervisor will not cancel or
modify previously approved leave except for unfesFscircumstances. The reason(s) will be
explained to the employee. Employees may requestad leave for any duration, for any time
and in any pattern they desire. No arbitrary qricéous restraints will be established to restrict
when leave may be requested.

Section 2. Annual Leave Plan

Employees will submit their annual leave plan orfCBe~orm 30-14 by 1 February of each year
to identify employees’ annual leave desires an@solve conflicts among employees’ annual
leave plans. The plan will be reviewed and a decisegarding the planner will be returned to
the employee by 1 March. It is understood thatiteual leave plan does not constitute final
approval of annual leave, but supervisors will medasonable efforts to accommodate
employees’ vacation decisions consistent with waatlland staffing needs. Therefore, it is the
employee’s responsibility to submit the proper Eesquest form and ensure that leave is
approved prior to taking the requested leave. @ipibased on SCD-Leave will be used when a
conflict occurs. Annual leave planner provisionffect will stay in effect unless change
through local negotiations. Once an employee haderthe selection, he/she shall not be
permitted to change the selection if such actidmnges upon the choice of another employee.

Section 3. Unplanned Leave

Unplanned leave requests will be submitted as ssdhe need for leave is known. The
supervisor will respond within three (3) workingyddrom the date of the request, or as much
notice that was provided to the supervisor, allgxime for the supervisor to make a decision.
Unplanned leave will be on a first come, first gzhbasis.

Section 4. Emergency Annual Leave

When emergencies or unforeseen circumstances egtgéring the use of annual leave that has
not been approved in advance, the approval of dheaxe cannot be presumed by the
employee. If an employee is unable to report fdydiue to an emergency, they must notify
their supervisor prior to the beginning of the shifless compelling circumstances prevent this.
If additional information is required, the supeorisnay withhold the decision on approval or
disapproval of annual leave for emergency reasatikthe return of the employee to duty.

Section 5. Forfeited Leave
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Forfeited leave, due to no fault of the employeid,lve restored in accordance with appropriate
regulations.

Section 6. Leave Transfer Program

Annual leave may be donated to specify employeeséordance with the Agency annual leave
transfer program.

Section 7. Advanced Annual Leave

Requests for advanced annual leave will be subdhittevriting to the supervisor. Final

approval authority will be made at the appropriatel. When the decision is made, the
supervisor will notify the employee within two (@prkdays. Advance leave may be granted up
to the number of hours the employee will accrudiwithe remaining leave yeaEMPLOYER

will consider request for advanced annual leavdyfand objectively on a case-by-case basis.

Section 8. Annual Leave for Internal UNION Functims

Management may approve annual leave WwhEION officials need leave for interneINION
functions.

ARTICLE 23
FAMILY AND MEDICAL LEAVE (FMLA )

Requests for leave under this Article must spettiéyleave requested is FMLA and will be in
writing, in advance when possible. Use of the DEGA-63 (formerly SF71) is an acceptable
method of written request.

Section 1. Family and Medical Leave Act of 1993

a. Pursuant to the Family and Medical Leave Act [(FMand its implementing
regulations, an eligible employee who has complatddast 12 months of service as an
employee shall be entitled to a total of 12 adntiats/e workweeks of leave without pay
(LWOP) during any 12-month period for one or mof¢he following reasons:

1. The birth of a son or daughter of the employeethrdtare of such son or daughter.

2. The placement of a son or daughter with the empgldgeadoption or foster care.

3. The care of a spouse, son, daughter, or pareheafrmployee who has a serious
health condition.

4. A serious health condition of the employee that @sake employee unable to
perform the essential functions of his or her possit

b. If leave taken under this Act is foreseeable basedn expected birth, placement for
adoption or foster care or planned medical treatntea employee shall provide notice to the
EMPLOYER of his or her intention to take leave not lesstB@ days before the date the leave
is to begin. If the date of the circumstances iregueave to begin within 30 days, the employee
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shall provide such notice as is practicable.

c. An employee can substitute accrued annual or sikd, consistent with current laws
and regulation, for any part or all of the 12 weelpaid leave entitlement in Section a, above.
Employees are entitled to a total of 12 weeks @f Eave each leave year for all family care
purposes (Federal Employees Family Friendly Leaste(FREFFLA) and FMLA). Therefore,
sick leave that can be substituted is reduced bysik leave taken in a leave calendar year for
family medical care under FEFFLA.

d. If the need for leave taken under this Act is feezble based on planned medical
treatment, the employee shall consult withEMPLOYER and make a reasonable effort to
schedule medical treatment so as not to undulyplisheEMPLOYER'S operations, subject to
the approval of the health care provider.

e. An employee may be required to provide acceptaigldical documentation as
provided by the law. In the case of FMLA leave ensection 1a (3) or (4) above, this
documentation is DOL Form WH 380, CertificationHgalth Care Provider, or the equivalent.

f. An employee who takes FMLA leave is entitled totamre their health benefits
coverage. An employee may pay the employee slidhe remiums on a current basis or pay
upon their return to work.

g. An employee who takes FMLA is entitled to biineed to the same or equivalent
position, with equivalent benefits, pay status, atiéer terms and conditions of employment.

ARTICLE 24
SICK LEAVE

Section 1 Employees will earn sick leave in accordance wajiplicable statutes and
regulations. Sick leave will be charged in onertprg1/4) hour increments. TIEEMPLOYER

and theUNION recognize the importance of sick leave and thigatbn of the employee, as
well as the advantage to the employee to utilioay when incapacitated for duty by sickness,
injury, or other valid reasons. TRARTIES agree to jointly encourage employees to conserve
such leave so that it will be available to the esgpks in the event of an extended illness and to
increase the retirement benefits of Civil ServiegiRment System (CSRS) employees

Note: Sections 2-10 of this Article refer to the usulations for sick leave use. Section 2 also
refers to sick leave for adoption purposes. Sedibrefers to the use of sick leave under the
Federal Employees Family Friendly provisions.

Section 2 Sick leave will be administered in accordancéhBitCFR 630.401 and this Article.
a. TheEMPLOYER may grant sick leave to an employee when the eyepto(1)
receives medical, dental, or optical examinatiotrestment; (2) is incapacitated for the

performance of duties by physical or mental illnésfiry, pregnancy, or childbirth; (3) provides
care for a family member who is incapacitated as#isult of physical or mental illness, injury,
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pregnancy, childbirth, or who receives medical,tdgror optical examination or treatment; (4)
makes funeral arrangements necessitated by thie deatfamily member or attends the funeral
of a family member; (5) would, as determined byhbalth authorities having jurisdiction or by
a health care provider, jeopardize the health lnérst by his or her presence on the job because
of exposure to a communicable disease; (6) muabbent from duty for purposes relating to the
adoption of a child, including appointments wittoption agencies, social workers, and
attorneys; court proceedings; required travel; amglother activities necessary to allow the
adoption to proceed; or (7) provides care for aifamember with a serious health condition.

b. When sick leave is requested for medical, demtaptical examination or treatment it
will normally be granted. The employee will requie sick leave in writing (DeCAF 50-63
[formerly SF71]) at least one week in advance é& ¢mployee has that much notice of the
examination or treatment. TEEMPLOYER will provide a prompt written response on the same
form.

Section 3. Sick Leave Notification

a. Employees have the responsibility to assurettigasupervisor is notified of their need
for unplanned sick leave. The employee will madienotification personally, unless the degree
of injury or iliness prevents it.

b. Notification will be provided prior to the start the tour of duty. In cases where the
degree of injury or illness prevents it, notificatiwill be made as soon as possible. Such
employee's notification does not in itself consgétapproval of sick leave.

c. TheEMPLOYER will provide a method to receive the notificatiovhich will
include the name and telephone number of apprepoiditials to whom to report. When
reporting, the employee shall furnish the reasorfe absence and the estimated duration.
The employee will notify the immediate supervistirthe immediate supervisor is not available,
an on-duty supervisor will be notified. If no supieor is on duty, the employee will notify
another on-duty employee in the same departmeposiible.

Section 4 Employees will be required to furnish acceptabie@nce (medical certificate - 5
CFR 630.201) to substantiate a request for appafgtk leave if sick leave exceeds three (3)
consecutive workdays. If the employee did not atiresmedical practitioner, he/she may
provide a signed self-certification statement, @xder an employee under the sick leave abuse
requirement. Th&EMPLOYER reserves the right to accept or reject the emglsystatement of
self-certification for reasonable cause. Low dezkve balance in and of itself is not reasonable
cause.

Section 5 Employees will normally not be required to fumedministratively acceptable
evidence to substantiate a request for approvsic&fleave for three (3) consecutive workdays
or less. In accordance with 5 C.F.R. 630.405, eyg#s may be required to furnish a medical
certificate or other administratively acceptabledence to substantiate a request for approval of
sick leave for an absence of any duration when ddamcessary.
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Section 6. Sick Leave Abuse

a. Where th&€MPLOYER has reasonable grounds to question whether arogewls
properly using sick leave (for example, when s@&vk is used in unusual patterns or
circumstances), thEMPLOYER will inquire further into the matter and ask thepoyee to
explain.

b. Failure to provide an acceptable explanation reault in the employee receiving
verbal or written notice requiring them to furnestceptable medical documentation for the
initial and each subsequent absence, due to illmeissapacitation for duty, regardless of
duration. Verbal notification will be confirmed wariting and provided to the employee. Any
such notice will describe the patterns or circumsta that led to its issuance. The notice will
state that, for a period not to exceed six (6) menbo request for sick leave, or other leave in
lieu of sick leave, will be approved unless suppatty a medical certificate.

Section 7 Employees who are not subject to the restristimfrsick leave abuse will not be
required to furnish a medical certificate on a garihg basis if the employee suffers from a
chronic condition that does not necessarily requoieglical treatment although absence from
work may be necessary and the employee has préyiousished medical certification of the
chronic condition. ThEMPLOYER may periodically require further medical certifica to
substantiate an employee's continued use of thiggion. However, thEMPLOYER will not
ordinarily require the employee to provide furtkertification for the period covered by medical
certification already on file with thEMPLOYER .

Section 8 As an appropriate arrangement for employees untiE8C 7106(b)(3), an employee
may request up to 240 hours advanced sick leadvarced sick leave approval will be at the
appropriate level. An employee who is under a Eeke abuse requirement, may or may not be
granted advance sick leave. For other employeesnaed sick leave will be given when all of
the following conditions are met:

a. The employee is eligible to earn sick leave.

b. There is no reason to believe the employeenatlireturn to work after having used
the leave.

c. The employee has provided acceptable medicairdentation of the need for
advanced sick leave.

d. There is reason to believe that the employdleaadrue enough sick leave to pay the
advance back.

Section 9 TheEMPLOYER will treat, as confidential, any medical infornmatigiven by an
employee in support of a request for sick leavhke HMPLOYER may disclose such
information subject to its Privacy Act obligatiofts work related reasons on a need-to-know
basis only.

Section 10 When absence for sick leave purposes has beeovapp the payroll system default
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charge of Leave Without Pay (LWOP) will apply iktle is not enough paid leave. Management
may change Leave Without Pay to Absent Without ee@WOL) if leave is disapproved.

Section 11

a. A covered full-time employee may use 40 hatisick leave each year to care for a
family member's general health or bereavement.rApleyee is entitled to use an additional 64
hours per leave year provided the employee mamtaimalance of at least 80 hours of sick
leave.

b. Full-time employees are entitled to use upZ@administrative workweeks (480)
hours of sick leave each year to care for a famiynber's serious medical condition.

c. Full-time employees are entitled to a total ®fweeks (480 hours) of sick leave each
year for all family care purposes as described amd b. above.

d. Part-time employees may also use sick leavéhéese purposes. The amount of sick
leave permitted under the Act is pro-rated in prtipo to the average number of hours of work
in the employee's scheduled tour of duty each week.

e. Family member is defined as:

- Spouses, and parents thereof;

- Children, including adopted children and spousesettf;

- Parents;

- Brothers and sisters, and spouses thereof; and

- Anyindividual related by blood or affinity whostose association with the
employee is the equivalent of a family relationship

f. Documentation for sick leave under this sectfon

1. For serious medical condition: DOL Form WH 380 (evhivill be provided
by theEMPLOYER upon request), or equivalent information.

2. For bereavement: a newspaper notice (obituarggral home
documentation, or a death certificate.

3. For general health condition: a DeCAF 50-63 andtauiéhl documentation
for an absence in excess of three consecutive \agskd

ARTICLE 25
ADMINISTRATIVE LEAVE

Section 1 Administrative leave is approved absence from ditliout loss of pay and without
charge to leave.

Section 2 When the Agency decides that the work placecldise due to inclement weather or
other unexpected conditions, employees who areegpfired to remain on/report for duty or
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who are not already on approved leave will be g@aidministrative leave, as opposed to having
to take their own annual leave.

Section 3 Administrative leave may be granted to individualpdoyees for good cause shown.

ARTICLE 26
MISCELLANEOUS LEAVE

Section 1. Court Leave

a. Court leave will be granted, pursuant to ajjlie law and regulations, to an
employee who is summoned to act as a witness bafooeirt on behalf of any PARTY in
connection with any judicial proceeding to whick thnited States, District of Columbia, or a
state or local government is a PARTY; or, to perfgury duty in any court of law. When an
employee is called as such a witness or jurorethployee will immediately notify the
supervisor and submit a copy of the subpoena onmmums. Upon completion of service, the
employee shall submit written evidence of the ddtesemployee served as such a witness or
juror. TheEMPLOYER will provide written request for excusal for an@oyee whose
services are required at the job site. If suclusakis not acceptable to the court, the
EMPLOYER will grant court leave.

b. If an employee is excused from court servidh wufficient time to enable that
employee to return to duty for at least three (@)rb of the scheduled workday, including travel
time, the employee shall return to duty unless tgcappropriate leave by teMPLOYER . It
is an employee's responsibility to request andiveagproval prior to going on leave.

c. If an employee receives their regular pay ftbengovernment for a period on court
leave, the employee will reimburse the governmieatsmount paid by the court, except that
employees may retain reimbursement for out-of-pbekpenses (e.g., mileage, tolls, and
parking).

d. An evening or night shift employee who perforosrt services during the day may
elect to be granted court leave for the employegfslarly scheduled night tour of duty. The
employee will continue to be entitled to night diféntial in accordance with applicable law or
regulation.

e. An employee will be released from work with paythe days he/she was scheduled
to work that coincide with court duty. At the empée's request, if the court duty continues into
the following week(s), the employee's workweek Wwél changed to coincide with court days.
An employee's tour of duty will not be changedoid the granting of court leave.

Section 2. Blood or Blood Plasma Donation Leave

Blood Donations. Employees are encouraged to seswmpaid blood or plasma donors. If
requested, employees may be excused from work uiittttarge to leave for up to four (4) hours
of excused absence, subject to operational reqaimenfor blood/plasma donations conducted
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on the installation, or, off of the installationémergency situations or when the worksite is not
located on an installation. This is not intendediean that every employee is expected to need
four hours. Within the four hour maximum, the timeludes time necessary for blood donation,
recuperation, and necessary travel. Normally regifes absence to donate blood will be made
as far in advance as possible. The employee wallige verification of off-installation

donation.

Section 3. Military Leave

Military leave will be administered in accordancihagovernment-wide rules, regulations, and
the statute.

Section 4. Voting Leave

a. As a general rule, when the voting polls ateopen at least three (3) hours either
before or after an employee's regular hours of waukh employee may be granted an amount of
excused leave to vote or register which will pertiné employee to report to work three (3)
hours after the polls open or leave work threen(8)rs before the polls close, whichever requires
the lesser amount of time.

b. Under exceptional circumstances where the génges do not permit sufficient
time, an employee may be excused for such additiona as may be needed to enable the
employee to vote, depending upon the particulauanstances of the individual case, but not to
exceed a full day.

Section 5. Leave for Assisting Civil Authorities

Leave will be administered in accordance with 5 WE23(b) and government wide rules and
regulations.

Section 6. Leave Without Pay

Leave without pay will be administered in accordamndth government wide rules and
regulations as well as the statute.

TheEMPLOYER recognizes that employees may be electédNtON office or
appointed to serve as a delegate tNdON convention or other such function for internal
UNION business that requires absence fromBREPLOYER'S premises. In this regard, the
EMPLOYER will, subject to workload considerations, grarene without pay for such
employee(s) provided the request is submittede&MPLOYER'S primary point of contact,
not less than 10 working days prior to the dayahsence is to begin. Leaves of absence granted
under this provision will be for a period concutrarith the term of office of the elected official
and will be renewed, subject to workload considerst by theeMPLOYER upon notification
in writing from the elected official who has be&elected and wishes to continue in a leave of
absence status. TRENION recognizes that tHEMPLOYER may choose to fill the position on
a non-permanent basis during the absence afON official.
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Section 7. Maternity/Paternity Leave

Leave will be administered in accordance with FMard the statute.

Section 8. Bone Marrow or Organ Donation

Pursuant to Public Law 103-329, Section 629(a),leyses are entitled to seven (7) days of paid
leave each calendar year (in addition to annualk#idleave) to serve as bone marrow donor,
and 30 days for organ donation.

ARTICLE 27
EMPLOYEE RIGHTS

Section 1 Pursuant to Title 5 Section 7102, United StateseCedhployees have the right,
freely and without fear of penalty or reprisalfdom, join and assist thedNION or to refrain
from such activity. The freedom of employees wisigsheUNION shall extend to participation
in the management of théNION and acting for th&/NION in the capacity of & NION

official.

Section 2 All personnel shall be treated with fairness, ggaitd dignity in all matters without
favoritism or regard to political affiliation, raceolor, religion, national origin, sex, marital
status, age or handicapping condition. Employemsstitutional rights will be protected and
employees will be treated with proper regard aradgution of their privacy. Employees have
the right to fully pursue their private lives, pemsl welfare and personal beliefs without
interference, coercion, or discrimination by mamaget so long as such activities do not conflict
with the government-wide ethics requirements abnmat in regulatory guidance or with job
responsibilities; the standard of nexus shall apply

Section 3

a. Employees may bring matters of personal conteetime attention of the
EMPLOYER , UNION or other appropriate officials.

b. An employee has the right to timely assistaar@action in resolving personnel
issues. The employee can submit a written regliesttly to the worksite Personnel Liaison.
Such request will be handled confidentially andesdifiously.

Section 4 An employee has the right to act for a labor orgatidon in the capacity of a
representative and the right, in that capacityrésent the views of the labor organization to
heads of agencies, and other officials of the etvezibranch of the Government, the Congress,
or other appropriate authorities.

Section 5 The employee shall be given the opportunity todmesented at any examination of
the employee by a representative of BMPLOYER in connection with an investigation if:

a. The employee reasonably believes that the ewdimn may result in disciplinary
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action against that employee; and
b. The employee requests representation.

Section 6 Employees have the right to refuse orders that @vceduire the employee to violate
the law without fear of reprisal. When an employefeises to follow an order on these grounds,
the employee must notify the supervisor and idgrkié law that would be violated. If the
supervisor or a higher-level official determinessia lawful order, the employee should comply.
If the employee still feels there has been a viotaof the law, the employee may document the
disagreement and refer the memorandum for recatteldNION and appropriate official. This
does not prohibit the employee from filing a griega under the negotiated grievance procedure
after following the order.

Section 7 When an employee believes that a supervisor vas ghe employee an order that
would violate a directive or regulation, the emmeyhas the right to question the order without
fear of reprisal. If the supervisor or a higherdeofficial determines that the order does not
conflict with applicable directives or regulatiorise employee is required to comply. If the
employee still feels there has been a violatiothefdirective or regulation, the employee may
document the disagreement, citing the applicabilective or regulation and refer the
memorandum for record to tleNION and appropriate official. This does not prohibi
employee from filing a grievance under the negetlairievance procedure after following the
order.

Section 8 Subject to employees' own detriment, they will betrequired to sign any document
or papers unless performing officially assignedefut Failure to sign will not be cause for
disciplinary action. Failure to sign does nottself negate the responsibility to comply with a
document's content. Except for performing offigi@ssigned duties, signing signifies
acknowledgment of receipt, not necessarily agreémen

Section 9 Except in any grievance under this agreement,tamaty or any other representative
of their own choosing may represent employees,igimy there is no conflict of interest. In a
grievance under this agreement, the employee magsehto be either self-represented or
represented by a representative designated byXHON .

Section 10 Notice of Open Seasons

Federal Employee Health Benefits: Notice of theuah open season for Health Benefits will be
provided to the employees upon receipt from theisieg Civilian Personnel Office.

ARTICLE 28
EQUAL EMPLOYMENT OPPORTUNITY

Section 1 TheEMPLOYER and thedUNION affirm their commitment to prohibit
discrimination against any employee based on x@er, religion, age, sex, national origin, or
mental or physical disability in all civilian persoel decisions. Sexual harassment violates
acceptable standards of conduct required of allMef@ployees and no instance of sexual
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harassment will be tolerated. In accordance wighlaw and government wide rules and
regulations, all EEO activity is protected and BO program will be administered in
accordance with Title VIl of the Civil Rights Adhe Age Discrimination Employment Act
(ADEA), the Americans with Disabilities Act (ADA}he Rehabilitation Act of 1973, the Equal
Pay act, and all other laws and regulations relaietiscrimination.

Section 2 An employee has the right to pursue allegatioriScpfal Employment Opportunity
(EEO) violations through the negotiated grievanaeedure in Article 47 of this Agreement, or
through the DeCA EEO program, but not both.

Section 3 TheEMPLOYER will post information on employee bulletin boardscerning

how to contact an EEO counselor. An employee whotglto pursue the EEO Statutory
Procedure must consult an EEO counselor in ordey to informally resolve the matter. The
employee must initiate contact with an EEO courrselthin 45 calendar days of the matter that
caused the employee to believe he/she was disaiedragainst or within 45 calendar days after
the perception of discrimination. In the case pkesonnel action, the contact must be made
within 45 calendar days after the effective datéhefaction. Face-to-face counseling is the
preferred method of counseling. Where unavailaitleer appropriate means of counseling will
be provided.

Section 4 The Defense Commissary Agency (DeCA) is commhittemaintaining a workplace
for all qualified employees and applicants thdiased on merit and without regard to limitation
not affecting the essential functions of the positiTo this end, DeCA will provide reasonable
accommodations to employees and applicants whQuaadified Individuals with Disabilities, as
per the statute.

Section 5 Should the Agency create a Diversity and EEOQigaly Committee, th&/NION
will be notified immediately and will be allowed participate on this committee.

Section 6 TheUNION will be provided copies of EEO reports MD7 and EEEOC Complaints
report that are required by statute when requested.

Section 7 Should thaJNION desire to meet with the Agency EEO Coordinatoiffie=e, the
UNION will submit a request in writing and the Agencyliacilitate this meeting.

ARTICLE 29
EMPLOYEE ASSISTANCE PROGRAM

Section 1 EMPLOYER will provide an Employee Assistance Program (EAPgmployees.

The EAP is a confidential, free counseling andrrefeservice provided by licensed, masters-
degreed professionals. TEPLOYER and theUNION agree to work together to promote use
of the EAP when needed. An employee who is intedest this program should contact their
supervisor or &NION representative.

Section 2 Employee participation in the program is voluntdarigis program is available to all
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employees and is conducted in a confidential macomsistent with applicable laws, rules,
regulations and this agreement. Information abawgraployee participating in an EAP may not
be disclosed to thEMPLOYER without the employee's consent; however the engglsy
status/attendance in such a program may be providétEMPLOYER . Solely participating

in the EAP’s counseling or referral services wil feopardize the employee’s job security and
promotional opportunities.

Section 3 Employees shall be allowed Administrative Leavarmythe assessment and referral
phase of the EAP. Absences during duty hours foabilitation or treatment must be requested
and charged to the appropriate leave categorydardance with leave regulations.

ARTICLE 30
EMPLOYEE RECORDS

Section 1 There are four types of employee personnel rec¢tifficial Personnel Folder,
(2) Supervisory Work Folder (SWF); (3) Time andehttiance; and (4) Adverse action file (if
created and maintained).

Section 2 Employees may access their Official Personnel Reetactronically at the
Electronic Official Personnel Folder (EOPF) wehsiten employee needs assistance, he/she
may contact the Human Resources Office. Emplogegsrequest to look at their EOPF while
in a duty status.

Section 3 SWFs are maintained at the worksite and will bevigied for onsite review and/or
copying in a timely manner to the employee upomest

Section 4 Administration of employee records will be in aatamce with governing laws and
government wide regulations, including the PrivAcy. Social Security Numbers and DeCAF
50-63 that include medical information will not &eailable except to authorized personnel.
Employees and their supervisor(s) are responsiblerfsuring that information submitted is
accurate and Time and Attendance records are signed

Section 5 Consistent with government-wide regulations the leyge has the right to provide
information for inclusion in their records. Recsmdill be accurate and complete. It is
understood that there are limits on what can bentaimied in the OPF and time constraints on
records maintained by the servicing personnel effic

Section 6 The supervisor will advise the employee when attgie of appreciation or adverse
information is placed in the SWF. The employeéd k¢l provided a copy of the SWF upon
request.

Section 7 When the supervisor becomes aware of performancermtuct to be included in the
SWF, it will be recorded in a reasonable periotirae.

Section 8 Supervisory notes (memory joggers) are for the sséeof the supervisor. If they are
communicated to any other PARTY, they must becopartof the system of records and
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administered in accordance with the Privacy Act #nisl Agreement.

ARTICLE 31
MERIT PROMOTION

Section 1 Under the Merit Promotion Program bargaining unipéoyees are given full and fair
consideration for advancement into bargaining pagitions and to ensure selection from among
the best-qualified candidates. Rating plans wil/akd and job related. The Merit Promotion
Program shall be administered in accordance wigliegble laws, rules and regulation.

Section 2

a. The minimum area of consideration is where th®EOYER reasonably expects to
get at least three (3) highly qualified candiddtesa vacancy. Management will consider
opening vacancy announcements for a period of ehdar days. Vacancy announcements will
be open and posted on the official bulletin boardaf minimum of seven (7) days. A copy of the
announcement will be given to thENION .

b. For open continuous announcements, a cover glilebe open and posted for a
minimum of seven (7) days. The cover sheet willaate the cutoff date for applying, and, in the
case of a part-time vacancy, the number of hourthfd particular vacancy.

c. Employees will advise their supervisors in wgtiof specific job opportunities in
which they are interested and arrange to be ndtifisuch opportunities are advertised while
they are absent, on leave, detail, TDY, or atiaitryg course. Th&EMPLOYER will provide a
copy of an announcement to an employee upon redoéstmation regarding the cancellation
of vacancy announcements will be posted.

Section 3 Employees are responsible for submitting requirgdieation material prior to the
closing date of the announcement and in compliaittethe “how to apply” section of the
announcement.

Section 4 If any applicant from amongst the best qualifigéhterviewed, all of the applicants
from amongst the best qualified will be interviewed

Section 5 Selections under the Merit Promotions Program belposted on each work site's
official bulletin board that is within the area@dnsideration of the bargaining unit.

Section 6 When an employee fails to receive proper consiaerah a promotion action and the
promotion decision is allowed to stand, the empdowél be considered for the next appropriate
vacancy for which qualified to make up for lost swieration. An appropriate vacancy is a
position at the same grade level or promotion pgakaf the position for which consideration
was lost. Promotions will be implemented that dreaed by higher authorities to effect
corrective action on an equal employment opporjureimplaint, appeal, or grievance decision
or to correct a violation of regulation or law. Taés no time limit on the exercise of this
consideration.
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Section 7 Priority referral will be given to employees eligifor grade or pay retention who
were downgraded through no fault of their own. Thélybe referred and considered prior to
other merit promotion candidates.

Section 8 Where ties exist for the final position among tinghly qualified candidates after
evaluation and ranking factors, all tied candidatékbe referred. Referral listings will be sent
to the selecting official in alphabetical order.

Section 9 UNION may request the ranking plan under Section 7114{)f the Federal
Service Labor-Management Relations Statute (FSLMRS)

Section 10 An employee not selected under Merit Promotion @doces may seek corrective
action through the negotiated grievance procedufgticle 47 if a procedural violation or non-
merit consideration is alleged.

Section 11 When an "accretion of duties" promotion is conteatgd, DeCA Directive 50-26,
Merit Staffing Plan, Appendix C, Documentation faccretion of Duties Promotion, will be
completed. The form will include the supervisor lex@ation of why the additional duty could
not be logically assigned to any other employee.

ARTICLE 32
TEMPORARY PROMOTIONS

Section 1 Temporary promotions of more than 120 days wiltlbee in accordance with Merit
Promotion Procedures Atrticle.

Section 2 Temporary promotions of 120 days or less are cens@inon-competitive, i.e. not
processed through the merit promotion procedures.

Section 3 When theEMPLOYER determines that there is a need to fill a job tlgtoa
temporary promotion of 120 days or less to a bafggiunit position, the following procedures
will be used:

a. An internal announcement will be posted forese{r) calendar days on employee
bulletin board(s) advising of the position to Heefi, projected length of promotion and any
possible extension, required qualifications, nafmgeecting supervisor, and closing date of
announcement.

b. Interested employees will submit an applicafiely. Standard Form-SF-171, SF-172,
Optional Form-OF-612, or Resume) outlining theialifications for the job to the selecting
supervisor, by the close of business of the clodatg of the announcement.

c. Selecting supervisor will select from amongriest qualified of the applicants.

d. Selected employees must meet the qualificagostime in grade requirements for
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the position, as prescribed in the OPM Qualificagi&tandards Handbook or equivalent.

e. To assure that tiEMPLOYER has current information and to expedite the
processing of the action, a copy of the selectepl@yee’s application will be forwarded to the
appropriate Agency official.

f. The temporary promotion will expire on the ldaly of the NTE date indicated on the
SF-50 or when thEMPLOYER determines the work requirement for the tempopaoynotion
no longer exists. In the latter case an SF-52iteatimg the temporary promotion will be
processed.

g. The employee will be paid for the higher gréden the period starting with the
effective date of the promotion as stated on th&@Ehrough the expiration or termination date.

h. An employee may not be promoted under these gaatedures to a higher graded
position for more than any 120 days during the guéty 12 months.

Section 4 At the end of a temporary promotion, all affecédployees will be returned to the
condition (position and work schedule) they wouddd been in if the temporary promotion had
not occurred.

ARTICLE 33
REASSIGNMENT

Section 1 The definition of reassignment is permanent charigmsition without loss of grade
or pay.

Section 2 Employees who have a qualified handicap, as defim@d CFR, will be provided
reasonable accommodations. If such employeedsii@assigned or detailed, appropriate
accommodations must be provided in the new position
Section 3 An employee who has been injured on the job, maghassigned or detailed under
OWCP procedures.

ARTICLE 34

DETAILS

Section 1. Definition
A detail is a temporary assignment of a Bargairimg Employee to another position or set of
duties within the Bargaining Unit.

a. A detailed Employee:

(2) Is not required to meet the qualification assgribed in the OPM
Qualifications Standards Handbook or equivalenttand-in-grade requirements for the
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position to which detailed,;

(2) Does not receive additional compensation ifdétail is to a higher graded
position and the employee is not temporarily pradadh accordance with Article 32
(Temporary Promotions); and

(3) Continues to officially occupy the position finavhich the employee has been
detailed.

b. In order to allow employees the maximum oppadtyuie demonstrate their ability to
perform their assigned duties, and to identifyasyeas possible employees' need for assistance,
coaching, and guidance, the Agency will seek tdcadetailing an employee during the first 90
calendar days after initial appointment.

Section 2. Documentation

a. Details in excess of five (5) consecutive wogled@0 hours) shall be recorded in the
Official Personnel Folder when the employee ingtsad Standard Form 172, Amendment to
Personal Qualifications Statement or its equivalend forwards it to the servicing Personnel
Office through his/her supervisor for signature.

b. Details for more than 30 days will be documemtedn SF-52, Request for Personnel
Action.

c. A formal job description will not be required¢over details of 30 days or less.

Section 3. Procedures

a. Details will be made to meet the mission relateelds of the Agency.

b. TheEMPLOYER agrees that when an employee is detailed, the wspewill
discuss with the employee the reasons for theld#tainature of the duties to be performed, and
the anticipated length of the detail. This doespretlude the supervisor to whom the employee
is detailed from assigning the employee other sinduties.

c. Details will be rotated in a fair and equitabianner. Rotations will be determined by
the Service Computation Date located on employ&eSof the eligible employees.

Section 4. Details to Higher Graded Positions

Employees detailed to higher graded positionshéltemporarily promoted, if otherwise
eligible and qualified, on the first day of the pagriod following the 30th day of the detail.
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ARTICLE 35
PERFORMANCE MANAGEMENT

Section 1. General

a. Performance appraisal and performance managemeefor the purposes of:
producing the utmost performance; maintaining coapen and communication between
employees and supervisors; creating the basiseidommance-based actions (positive and
negative). The Performance Management Systerhishatiministered in accordance with
applicable DeCA regulations and this agreement.

b. Performance standards shall be written atule $uccessful level. As applied to
employees, DeCA'’s performance appraisal systenpasgtam(s), including the performance
plan, shall be attainable, job-related, objectarej not absolute; and permit accurate
measurement of performance. When evaluating aname) the supervisor shall give due
consideration to factors beyond the control ofgheloyee.

c. Employees will be rated by their immediate suiger according to their Performance
Plan.

d. If an employee believes he/she has been geeflicting instructions by supervisors,
the employee should call the conflict to the attembf the supervisor issuing the most recent
instructions. Once an employee calls a confliechtmagement’s attention, the conflict will not
be a basis of action against the employee.

Section 2. Performance Plan

Management shall request and consider employe¢ impieveloping performance plans
(defined as performance elements and standardsy.whitten comments provided by the
employee shall be retained with the performance.plathere is a dispute over the contents of
the performance plan, the supervisor shall makéitlaédetermination of what goes into the
performance plan. An employee may request to fistad by &JNION representative in
discussions with the supervisor concerning devetaprof the content of the Performance Plan
before it has been established. After the Perfooa#lan has been established by the
designated supervisor(s), the employee will be igiexva copy of the Plan at the beginning of
the performance appraisal cycle. When there ised far a change in the Performance Plan, the
above procedures will again be followed.

Section 3. Performance Discussions

a. The employee and supervisor will discuss thpleyee's performance under the
Performance Plan at appropriate times during tipezégal cycle. At a minimum, such
discussions will occur at a mid-point review heididg the period 30 days prior to, to 30 days
after, the mid-point. At the request of the lo0GNION official, within 90 days before the end of
the rating cycle, a meeting(s) may be scheduled thi¢ bargaining unit to discuss the
performance management system. Information crititamployee performance which may be
significant enough to affect the employee's ratingng that rating cycle will be called to the
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employee's attention and documented when the sgpebecomes aware of it. At the end of
the rating cycle, the employee will be providedaycof their performance appraisal rating. If
the employee is dissatisfied with a rating, the leiyge may contest it as provided in the
Negotiated Grievance Procedures Article and appléckaw. Employees will understand that
performance for that current rating cycle will thet carried over into another rating cycle

b. If the supervisor, during a performance disimmrssanticipates that the employee may
receive a rating below fully successful if currpetformance continues, the supervisor will
inform the employee what is needed to bring hisesrperformance to the fully successful level.
The supervisor will provide the opportunity for @ssnce, which may include remedial or
developmental training, necessary for the emplégemprove their performance.

Section 4. Performance Improvement Plan

a. When the supervisor determines that the emplayi fail in one or more critical
elements, the supervisor will develop a written poghensive PIP and include whatever
measures the supervisor determines are necessanipgche employee's performance up to the
fully successful level. Any improvement plan tigtleveloped will provide for counseling,
training, and guidance, as appropriate.

b. The employee will be given a reasonable amotitie in which to bring their
performance up to an acceptable level. At theddride PIP period, a written determination of
the employee's performance on the failed elemewi(she issued. If it is determined that the
employee still failed the element, the supervisirinitiate action to remove the employee from
the position by reassignment, demotion, or removal.

c. If the employee successfully completes the BUPwithin a year of the onset of the
PIP, the employee again becomes unacceptable @athe element(s), the supervisor will
initiate removal, demotion or reassignment actamappropriate.

d. If a PIP period would end after the normalmattycle, the rating cycle will be
extended by the amount of time needed to comphiet®tP before a performance appraisal
rating is issued.

Section 5. Procedures for Performance-Based Demotis or Separations

a. Following the completion of the PIP period &cfon 4, if the decision is to propose
demotion or separation, the employee will be preai80 days advance written notice of the
proposed action. The notice will include:

(1) The type of action proposed;

(2) The specific instances of unacceptable peréoice by the employee on which
the proposed action is based;

(3) The critical element(s) of the employee'sitoms involved in each instance of
unacceptable performance;
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(4) The employee's right to be represented battamney or other representative

(5) The employee's right to answer orally andiarriting within 15 calendar
days.

b. The 30-day advance notice period may be extendeto exceed 30 additional days
for the following reasons:

(1) To obtain and/or evaluate medical informatidren the employee has raised a
medical issue in the answer to the proposed reztuati-grade or removal;

(2) To arrange for the employee's travel to nekeral reply to a DeCA official;
or the travel of a DeCA official to hear the empeis oral reply;

(3) To consider the employee's answer if an extents the period for an answer
has been granted (for example, because of the gagfoillness or incapacitation);

(4) To comply with a stay ordered by an offiagélthe Merit Systems Protection
Board

(5) To consider reasonable accommodations ohdibapping condition;

(6) For other reasons as approved by OPM. Dedsiorextension requests will
be provided as soon as possible.

c. Afinal written decision must be issued to émeployee after expiration of the advance
notice period. The decision notice must be givieor defore the time the action becomes
effective. A decision may not be effected untibathe advance notice period has expired.

d. The contents of the final decision notice must:

(1) Specify the instances of unacceptable pedowa by the employee on which
the reduction-in-grade or removal is based; bedgetby the reviewing official or other official
in the supervisory chain or in a higher positioarthhe individual proposing the action

(2) Inform the employee of their rights to appdulttdecision to the Merit
Systems Protection Board (MSPB), time limits féin§ such appeal, the address of the
appropriate MSPB office for filing the appeal, g®f the MSPB regulation, and a copy of the
MSPB appeal form; and

(3) Inform the employee of the right to grieve thexision through the Negotiated
Grievance Procedures Atrticle.
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ARTICLE 36
AWARDS

Section 1 In accordance with the DeCA Incentive Awards ProgrReCA will:

a. Encourage DeCA personnel to improve Governmmpetations and support and
enhance DeCA and national goals; and

b. Recognize and reward personnel appropriatetynptly, and on the basis of superior
performance, special acts or services, or othexsopei or group efforts that substantially exceed
normal standards or expectations and result inorgat federal government productivity and/or
services.

c. Administer the Incentive Awards Program in ademce with the merit system
principles of Title 5, United States Code. Any De€ployee may nominate their co-workers
for all types of awards, either as individuals sr@agroup. No person will be involved in the
approval process of an award that would be consitlarconflict of interest. Awards should be
presented in a public manner at a ceremony commegeswith the level of the award. The
UNION will be invited to awards ceremonies held for enyples of the bargaining unit.

Section 2. Types of Incentive Awards may include thfollowing:

a. Monetary
- Performance Award
- Special Act or Service Award
- Quality Step Increase
- Time Off Award
- On The Spot Award

b. Non-monetary
- Honorary e.g.; Certificate/Memorandum of Appréioia
- Meritorious Medals
- Length of Service, etc.

Section 3. Suggestion Awards

In accordance with the DeCA IDEAS Program, DeCAcemages all employees to participate in
the IDEAS (Improve Defense Commissary Agency Eéficly and Service) Program. The
EMPLOYER will endeavor to process all awards and cost reédndtleas in a timely and
expeditious manner.
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ARTICLE 37
POSITION DESCRIPTIONS and POSITION CLASSIFICATION

Section 1. Position Descriptions

a. The purpose of a position description is tadbs officially, for pay and
classification purposes, the relevant assignetsskild duties of the position.

b. Position descriptions will be based upon theary duties and responsibilities
assigned in accordance with the work specificatibiie Position Classification Standard for
title, series and grade level of each positionl. iddntical positions within the same
organizational unit will normally be covered by tseme position description. Where
management requires a deviation from such staratesition descriptions, the position(s) will be
classified according to the duties and respong#sliactually assigned and performed. Addenda,
deletions, and amendments to position descriptiothde reviewed by a classifier, and impact
thereof recorded on current job descriptions anakéov job descriptions, if applicable, or
classification records maintained in the Civiliaer$bnnel Office. Such changes in position
descriptions will be discussed with employees dwey till be furnished a copy of the changed
position descriptions. An employee may requestpy ©f the position evaluation statement for
their position from the classifier.

c. Employees who believe that their position desions are inaccurately described may
discuss this matter with their supervisors foriization.

d. To the extent possible, the Agency will avasgigning duties which are inappropriate
to that employee's position and qualificationssiffan descriptions do not describe all job
assignments.

Section 2. Position Classification & Appeal

a. Itis agreed that an employee will be notifieevriting when an appropriate
determination has been made to downgrade or upginademployee's position as a result of
classification action. The notification will inclecavailable appeal procedures. Grades of jobs
will not be downgraded except through proper apgilbn of classification standards to officially
approved job descriptions.

b. TheEMPLOYER agrees to provide, upon request by the employdéstiter
representative, copies of applicable classificasimmdards.

c. If employees are dissatisfied with their piosis pay plan, series, grade, or title, they
may pursue a classification appeal through theagpjate appeal procedures. However,
employees are encouraged to request a positioewedwwm their Supervisor first. The
employee may request a representative of his/teysihg to represent him/her in the
classification appeal.
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Section 3
Upon request by an employee, they will be furnishedpy of their job description.

ARTICLE 38
DISCIPLINARY AND ADVERSE ACTION

Section 1. Purpose

Disciplinary and adverse actions shall be for fustse, promote the efficiency of the service,
and assure due process. Normally disciplinaryaahwrse actions will be progressive and
constructive in nature and will not be for punitieasons. A common pattern of progressive
discipline is reprimand, short term suspensiong @mm suspension, and removal. Any of these
steps may be bypassed when the severe nature lnéhlagior makes a lesser form of discipline
inappropriate.

Section 2. Definitions

a. Disciplinary action, for the purposes of thigiéle, is defined as a suspension of an
employee for 14 calendar days or less, or a leftezprimand.

b. Adverse action, for the purpose of this Articsedefined as a removal, a suspension
for more than 14 calendar days, a reduction ingrada reduction in pay.

c. Informal actions such as oral admonishmentierieof warning, etc; are not discipline
but are intended to correct the conduct before reer@us actions are deemed necessary. These
actions/matters, however, are grievable.

Section 3. General

a. Management, when possible, will notify emplayas soon as they become aware of
any infractions or policy violations that could uétsn discipline. When taking actions under
this Article, mitigating and aggravating factordivee considered, as well as the DeCA 50-4.

b. For other than informal actions or lettersegrimand, there will be a proposing and
deciding official. The deciding official will be &ast one level higher than the proposing
official. However, the proposing and deciding atilanay be the same person when that person
is the head of the component e.g., Region Dire@ommissary Officer.

c. Employee will be provided original and one ¢bpy of proposals and decisions under
this article.

d. When the employer determines that formal dis@py action may be required to
correct misconduct on the part of an employeestipervisor will obtain available information
concerning the alleged misconduct. This may inclrlévestigative interview with the
employee. The purpose of the investigation is suenrelevant facts are known and afford
employees the opportunity to explain the basidteir actions. Supervisors are encouraged to
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inform employees of their right IdNION representation in these circumstances.

e. Prior to the commencement of an investigataayreénation, the employee will be
informed of the purpose of the examination.

f. The employee and/or the exclusive represematiay request and management will
consider a delay in the implementation of a susparend/or removal action prior to the
effective date of the action when a grievance Isrstted.

Section 4. Procedures

a. Written Reprimands:

Written reprimands shall be maintained as a tempaegord on the left hand
side of the employee's Official Personnel FoldePpfor a period not longer than one
year. The supervisor or the employee may initiatevéew of the written reprimand at
any time to determine if there has been substantjalovement, e.g.; no recurrence of
similar or related misconduct. If so, the lettell e removed from the employee's OPF
and the supervisory work folder (SWF).

b. Disciplinary Actions

(1) Employees against whom a suspension of fourlte&ndays or less is proposed
are entitled to:

(a) An advance written notice to enable the enggoy understand fully the
violation, infraction, misconduct, or offense fohieh the employee is being charged.
The notice will include a description of the offensimes, places, dates, and events that
were the basis for the proposed disciplinary acti¢gpon request, thEMPLOYER will
furnish the employee, or the designated represeeta copy of all pertinent
information, both for and against the employee;

(b) A reasonable time, not less than 14 calendgs,do answer orally and/or in
writing and to furnish affidavits or other eviderioesupport of the answer. Extensions to
this time period will be granted for a demonstraded valid reason if requested orally or
in writing by an employee or designated represamafn employee and designated
representative if any, will be authorized a reabtsamount of duty time to prepare an
answer, if they are otherwise in a duty status;

(c) Be represented by thiNION or other representatives of their choice.
Designations will be in writing signed by the emyde. Once the designation has been
made, all contacts and correspondence will be iirdbe representative;

(d) A written decision which includes specific seas and grievance rights
within fourteen (14) calendar days of the emplayeesponse; or, if no response was
made, from the end of the response period. Exteagmthis time period will be granted
for a demonstrated and valid reason if requestalllyasr in writing by the deciding
official or designee.
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c. Adverse Actions
(1) Employees against whom an adverse actiorojggsed are entitled to:

(a) Atleast 30 days advance written notice tdenthe employee to
understand fully the violation, infraction, miscared, or offense for which the
employee is being charged. The notice will inclad#escription of the offense,
times, places, dates, and events that were the tmaighe proposed adverse
action. However if, there is a reasonable caugelieve the employee has
committed a crime for which a sentence of imprisentmay be imposed, the
advance notice period may be less than 30 days thmuest, thEMPLOYER
will furnish the employee, or the designated repnéstive, a copy of all pertinent
information, both for and against the employee;

(b) A reasonable time, not less than 21 calendgs tb answer orally
and/or in writing and to furnish affidavits or othevidence in support of the
answer. When the crime provision is invoked, ttepoase period may be reduced
to not less than seven (7) days. Extensions toefgonse period will be granted
for a demonstrated and valid reason if requestelliyasr in writing by an
employee or designated representative;

(c) Be represented by thiNION or other representatives of their choice.
Designations will be in writing signed by the emygle. Once the designation has
been made, all contacts and correspondence wilirbegh the representative;

(d) A written decision which includes specific seas and grievance
rights within 21 calendar days of the employeespoase; or, if no response was
made, from the end of the response period. Extaagmthis time period will be
granted for a demonstrated and valid reason ifestgal orally or in writing by
the deciding official or designee.

Section 5. Grievance and Appeals

a. Disciplinary actions are grievable throughlegotiated grievance procedure article.
b. Adverse actions may be grieved or appealededterit Systems Protection Board
(MSPB), but not both.

ARTICLE 39
ELECTRONIC FUNDS TRANSFER

Section 1 All employees will be paid by Electronic Fund Tséer (EFT) unless a waiver is
granted. An employee is eligible for waiver undep@rtment of Treasury regulations if the
employee determines that payment by EFT will imppsardship due to a physical or mental
disability, or a geographic, language or literaeyrier, or would impose a financial hardship.
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ARTICLE 40
PAY ADMINISTRATION

Section 1. Environmental Differential Pay or Hazadous Duty Pay

Wage Grade (WG) employees are entitled to environahelifferential pay in accordance with 5
CFR 532.511. General Schedule (GS) employeextitizé to hazard pay differential in
accordance with 5 CFR 550, Subpart |. Pay detextioin will be made on an individual basis.
For example, WG employees exposed to cold hazamescribed in 5 CFR 532.511, will be
provided protective equipment/clothing that praaticeliminates the hazard. If such protective
equipment/clothing is not provided, environmeniéfedential pay will be paid.

Section 2. Shift Differential Pay and Night Pay Oferential

a. WG Shift Differential Pay

REGULAR HOURS DESCRIPTION DIFFERENTIAL

Between 0800 and 1500 Shift 1 0%
Between 1500 and 2400 Shift 2 7-112%
Between 2300 and 0800 Shift 3 10%

Night shift differential is payable for the entshift if the majority of the employee's regularly

scheduled non-overtime work, to include meal pesjggibetween 1500 and 2400 on second

shift, or between 2300 and 0800 on third shiftmajority of hours means a number of whole

hours greater than one-half including meal period&arking half of the shift (for example; four
hours of an eight hour shift) does not qualify $bift differential.

b. General Schedule Night Pay Differential
Night work is defined as work performed by a GS yge between the hours of 1800 and
0600. The amount of night differential pay is 16%the basic rate of pay. Night differential
pay is paid to: an employee who is regularly saketito perform night work; an employee who
is temporarily assigned night work.

Section 3. Overtime Pay

a. Overtime will be compensated in accordance witHieglple provisions of Title 5 and
the Fair Labor Standards Act. Overtime is definedime worked by employees in excess of an
eight (8) hour work day or in excess of 40 hourary one administrative workweek.

b. Overtime pay will be recorded in 15-minute groents.

c. General Schedule overtime will be paid at amé@ne-half times of the individual's
hourly rate of basic rate of pay., Wage Grade avertill be paid at one and one half times of
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the individual's hourly rate of basic rate of pA¥hen an employee is called back to work
outside of their regularly scheduled tour of datyninimum of two hours work will be recorded
on the employee's Time and Attendance sheet.

Overtime pay for FLSA exempt employees is equalite and one half times the
employee's hourly rate of pay. However, if theplayee's rate of pay exceeds the minimum
applicable rate for a GS-10 (i.e., GS-10, stepntjuding any locality-based comparability
payment, or any applicable special rate of payptretime rate is the greater of:

1.1 1/2 times the applicable minimum hourly maftdéasic pay for GS — 10; or
2. The employee’s hourly rate of basic pay.

d (1) FLSA-Exempt Employees may request, and then8y may grant compensatory
time off in lieu of premium pay for irregular or casional overtime. The Agency may not
require employees to accept compensatory timeindf premium pay, unless the employee's
rate of basic pay exceeds the maximum applicaldefoaa GS-10 (i.e., GS-10, step 1),
including any locality-based comparability paymemntany applicable special rate of pay.

(2) FLSA-Nonexempt Employees may request aadiiency may grant
compensatory time off in lieu of premium pay faegular or occasional overtime, however the
Agency may not require such employees to acceppeasatory time in lieu of premium pay.
The choice is always up to the employee.

Section 4. Sunday Premium Pay

a. Any GS or WG employee is entitled to eighti{8)rs Sunday Premium Pay if any
part of the scheduled tour of non-overtime dutisfeetween midnight Saturday and midnight
Sunday. Any employee who has a regularly schedoladof duty which includes a shift
beginning on Saturday and ending Sunday, and athhifbegins on Sunday and ends on
Monday, is entitled to Sunday Premium Pay for littiis worked. Employees who are regularly
scheduled to work on Sunday, but who do not worktake annual or sick leave instead, are not
entitled to premium pay for the "scheduled" Sundayk hours. Employees are entitled to
Sunday premium pay for each hour of Sunday workithaot overtime work (in excess of eight
(8) hours) of each regularly scheduled tour thairior ends on Sunday.

b. The Sunday Premium Pay rate is 25% of the eyeple basic hourly rate.

Section 5. Holiday Pay

An employee who performs non-overtime work on adagl is entitled to basic pay plus holiday
pay equal to basic pay.
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ARTICLE 41
LABOR-MANAGEMENT COMMUNICATION

Section 1. General

The parties agree that a cooperative, construator&ing relationship best serves both parties in
achieving common goals. The relationship betweanagement and labor will include open
and honest communication with a view toward recoiggi and addressing the common interests
of the parties while meeting the needs of theipeesive contingencies.

Section 2. Senior Level Group

DeCA and AFGE will have two-way information exchargf the senior levels on strategic
issues and initiatives. This is to provide operadi information and employee feedback. The
senior level group will consist of the DeCA Directwy his/her designee and AFGE 172 Council
representatives. The senior level group will naédeast semi-annually. Scheduling of the
meetings will be by mutual agreement.

Section 3. Partnership

Local partnerships can be established or contitwyerutual agreement. Joint training for both
parties on communication and cooperation is engaata Such training should to the maximum
extent possible draw upon no cost or low cost nessu

ARTICLE 42
CATEGORIES OF EMPLOYEES

The appropriate use of term, intermittent, partetirind full-time employees is a paramount
concern of th&EMPLOYER and theUNION. TheEMPLOYER will provide theUNION upon
request, the Unit Manning Document and other apjatgpavailable data concerning the use of
categories of employment. If surveys are conduatdtle store level, regarding categories of
employment, th&JNION will be invited to participate

ARTICLE 43
WAGE SURVEYS

Section 1 The Employer agrees to notify the Union prompfiyany wage surveys, hearings,
results of surveys, which will affect bargainingtuemployees.

Section 2 If selected by AFGE to participate in a wageveyr one representative per
bargaining unit local will be released on officimhe per each survey. The Union will also
identify an alternate in case there are any issarserning the original representative. The
alternate will be allowed to attend the Wage Suivaining.
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ARTICLE 44
REDUCTION IN FORCE/TRANSFER OF FUNCTION/REORGANIZAT ION

The Agency will notify the Union when it plans toreduct a Reduction in Force, a Transfer of
Function, Reorganization, and/or a furlough. ThgeiAcy and the Union will utilize the
procedures set forth in Article 4, Bargaining.

ARTICLE 45
COMPETITIVE SOURCING PROGRAM

The Agency will notify the Union when it plans togage in a competitive sourcing process.
The Agency and the Union will utilize the proceduset forth in Article 4, Bargaining.

ARTICLE 46
NEGOTIATED GRIEVANCE PROCEDURE

Section 1 ThePARTIES agree that this Article establishes the exclupioeedure available to
unit employees and tHRARTIES for the processing and settlement of grievancasféil
within its scope, including questions of grievalyitand arbitrability. Th€ARTIES recognize
and endorse the importance of bringing to light ersdlving grievances in a prompt manner.
Normally the expeditious settlement of grievandetha lowest possible level is in the best
interest of the®PARTIES.
Section 2 A grievance means any complaint:
a. by any employee concerning any matter relatrige employment of the employee;
b. by theUNION concerning any matter relating to the employméminy employee; or
c. by theUNION, or theEMPLOYER concerning:
(1) The effect or interpretation, or claim of bread this Agreement; or

(2) Any claimed violation, misinterpretation, orsapplication of law, rule or
regulation affecting conditions of employment.

Section 3 The following matters are excluded from this gries@ procedure:

a. Any claimed violation of Subchapter Il of Chep73 of Title 5, U.S.C. (relating to
prohibited political activities);

b. Retirement, life insurance or health insurance;

c. Any examination, certification, appointmeng.ethe separation of an employee
during a probationary or trial period;
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d. A suspension or removal under Section 7532tté 5 U.S.C. (related to national
security);

e. The classification of any position which does result in the reduction in grade or
pay of an employee;

f. Non-selection from among a group of propedgked and certified candidates, except
where claims of procedural violation or non-medahsideration is involved;

g. To extent required by law, the separatioraroEmployee while serving under a
temporary appointment;

h. Non-receipt or disapproval of a performancarhor other kinds of discretionary
awards, except for claims involving inequitabletidigition of awards;

Section 4 Only the employee or a representative designatatlddyNION may be the
representative in a grievance under this procedOmece a grievance is filed thiNION has the
right to be present at all stages, and to be peavalcopy of any decision issued. Any resolution
of the grievance must comply with the terms anddé@ns of applicable collective bargaining
agreement(s). If theNION is the designated representative, the employdeavitate in

writing, and any changes to that designation al#idoe in writing. Communications under this
procedure shall be to the official designated @ngtievance form. If theINION designated
representative is changed, thRION will notify management of said change, in advaiifce,
possible.

Section 5 If two or more employees or tiéNION have identical grievances with no
individual variation, th&JNION may select one grievance for processing and acigida on
that grievance shall be binding to all of the ofigkentical grievances. Each grievant and the
UNION shall be provided a copy of the grievance decision

Section 6 All PARTIES shall follow grievance time limits. In unusual airostances,
exceptions for good cause shown should be favo@bdigidered. Time limits may be extended
by mutual agreement. If time limits are not metthe grieving PARTY, then the grievance will
be considered as withdrawn. If the time limits maoé met by the deciding PARTY, then the
grievance may be submitted directly to Arbitration.

Section 7 The following procedure shall be used in casegiei/gnce(s) filed by an employee
and theUNION in behalf of an employee:

a. Informal Step: The employee or their represtérg must contact the immediate
supervisor within 21 calendar days after the mafiteing rise to the grievance, or within 21
calendar days following the date the employee cbaite been reasonably expected to be aware
of the matter giving rise to the grievance to infiaily discuss the grievance. The request for the
meeting may be submitted in writing. If resolutismot reached during informal stage, then the
grieving PARTY may move the grievance to the Steythin 10 calendar days of the date of the
meeting or final decision.
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b. STEP 1. The employee or their representatiaét phesent the grievance on the
Grievance Form contained at Appendix B to the imiatedsupervisor within 21 calendar days
after the matter giving rise to the grievance, @hin 21 calendar days following the date the
employee could have been reasonably expecteddwéee of the matter giving rise to the
grievance. The grievance statement will includelibsis for the grievance, the remedy
requested and the identification of the employesgsesentative. The basis for the grievance
should include such relevant information as prorisif law, regulation or article and section of
this Agreement allegedly violated, if applicabke timely meeting will be held if requested in
the Step 1 filing or by the Step 1 official. Thepsrvisor will issue a written decision to the
grievant within 10 calendar days of receipt of ghievance or if a meeting is requested, then 10
calendar days from the date the grievance meegihgld. If resolution is not reached during
Step 1, the grieving PARTY may move the grievamc8tep 2.

c. STEP 2. If the matter is still not resolvettafeceipt of the STEP 1 response, the
grievance shall be presented in writing to the Sfairector/Commissary Officer or his/her
designee within 10 calendar days following receithe STEP 1 decision. The subject
matter/substance of the grievance will remain ungkd throughout the negotiated grievance
procedure. The grievant may include additionaisiae support or clarify the original complaint.
The Step 2 grievance will be filed using the agrepdn Grievance Form contained at Appendix
B. A timely meeting will be held if requested hretStep 2 filing or by the Step 2 official. The
Store Director/Commissary Officer or his/her desigmwill issue a written decision within 10
calendar days of receipt of the grievance grievaméea meeting is requested, then 10 calendar
days from the date the grievance meeting is h8lech decision will be the final Agency
decision for purposes of these procedures. Inexa@nce involving a disciplinary/adverse or
performance-based action, if the Commissary Offieénvolved or is the proposing official for
the action, then the final step grievance offigidl be the Zone Manager level. If resolution is
not reached during Step 2, eitf®RTY can request grievance mediation in accordance with
the Grievance Mediation Article.

Section 8 In the event the immediate supervisor is direictiplved with the grievance or the
grievance involves matters outside the his/heraiith the supervisor will elevate the grievance
to the next level in the chain of command who @arder a decision on the grievance. If the
next level in the chain of command is the Commig&ficer, the Commissary Officer will be
the Step 1 official, whether or not the Commisg@fijcer is directly involved in the grievance.

Section 9 In order to foster effective and efficient opevatand to foster cooperatiddNION
and management agree that problems should be addrégsough ongoing cooperation when
possible. Grievances are the right of employE®PLOYER and théUNION, and when used
should be taken seriously by BIARTIES with commitment to using them as a means of last
resort to resolve problems. Cooperation is théepred mode.

Section 10 When management files a grievance orihNdON files a grievance in its own
name, the following procedure will be used. Inestbases the grievance procedure as outlined
in Section 7 will be used. If a grievance arisesvgen thé?ARTIES, either thdJNION
President or Commissary Officer or their desigrmaay file a written grievance with the other
PARTY within 21 calendar days after the matter givirsg fio the grievance or the day the
PARTY could have reasonably been expected to be awdhe ofiatter giving rise to the
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grievance. The grievance will state the basistfahe provision of law, cite the regulation or
article and section of this Agreement allegedlyatied if known and applicable, the relevant
facts, and the relief being sought. Within 10 ndlr days after the grievance was filed the
PARTIES will meet and attempt to resolve the grievandaedolution is not reached during
this meeting, eithedPARTY can request grievance mediation in the same mantianed in the
Grievance Mediation Article.

a. If grievance mediation is invoked, the decisiot be issued within 10 calendar days
after final mediation contact, unless the grievames concluded by written mediation
settlement.

b. If there is no mediation, a final written déers including any position on grievability
or arbitrability must be rendered by the respondétitin 10 calendar days of the grievance
meeting. If a timely decision is not issued asunexyl above or the grievifgARTY is
dissatisfied with the decision, the grieviR@RTY may proceed to arbitration in accordance
with the Arbitration Article. Time limits may bextended by mutual agreement.

Section 11 In the event the respondent should declare &ariee to be non-grievable or non-
arbitrable, the original grievance shall be cong@deamended to include that issue. The
respondent, making the allegation not later tharfitral written decision, shall raise non-
grievability or non-arbitrability.

ARTICLE 47
GRIEVANCE MEDIATION

Section 1 ThePARTIES agree that grievance mediation may be an effectethod of
resolving grievances efficiently and economicalyusing the services of an objective third
PARTY to help thePARTIES gain mutually acceptable grievances resolutidbsevance
mediation is available after the second step ofjtievances procedure if requested in
accordance with the following.

Section 2 If either PARTY requests mediation,a grievance will move to mediation prior to
arbitration so long as:

a. EithePARTY requests mediation within 10 calendar days ofiptcé the second
step grievance decision;

b. Grievance mediation is completed within 30 dafysmely request, extensions of this
time limit can be mutually agreed to (if no extemsoccurs, the time limit to move the grievance
to step two resumes on the 31st day); or

c. Grievance mediation will occur only in thoseas where Federal Mediation and
Conciliation ServicFMCS),or other mutually agreeable low cost/no cost medsaare
available.

Section 3 ThePARTIES agree to the following mediation procedures:
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a. ThePARTIES will jointly select a mediator from the sourceeindfied in 2c.

b. Should mediation be unsuccessful, Arbitratioretlimits will begin the day following
the final mediation contact.

c. Proceedings before the mediator will be infdrniRules of evidence shall not apply.
No record of the meetings shall be made.

d. In accordance with the negotiated grievancegatore article, the grievant(s) will be
represented by the representative(s) of their ehoidiscussion will be open to all participants
(grievant(s), management representativé{8)lON representative(s), mediator).

e. While the mediator shall have no authoritympadse a resolution of the grievance,
either or bottPARTIES may request that the mediator suggest a resolatioffer a
recommendation to tHRARTIES. The mediator will have the authority to meetasegely with
eitherPARTY.

f. If a recommendation is adopted, it will be redd to writing, signed and implemented,
and the grievance will be considered concluded.

g. Grievances not resolved through mediation nragged to Arbitration. Arbitration
proceedings will be held as if grievance mediatiad not occurred. Nothing said or done by the
PARTIES or the mediator during the mediation session neayded or referred to during
arbitration proceedings.

h. Any materials presented to the mediator steaidturned to thBARTY presenting
the materials at the termination of the mediationference.

i. Mediation conferences will be held at a locattbat is agreeable to tFARTIES and
the mediator. By mutual consent of R&RTIES, mediation conferences may be conducted
telephonically.

j. No cost mediation will be used when availabiRegardless of whicRARTY requests
mediation, mediation will not occur if it would reme eithelPARTY to incur costs against its
wishes. If it is decided that mediation is costhpbitive, time frames for Arbitration of the
grievance procedure will start the following day.

Section 4 ThePARTIES agree that grievance mediation is a supplemeitnit not a
substitute for the contractual grievance procedure.

Section 5 All matters subject to the negotiated grievancegdore are appropriate for
inclusion in the grievance mediation process.
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ARTICLE 48
ARBITRATION

Section 1 If the EMPLOYER and thdUNION fail to settle any grievance properly processed
under the Negotiated Grievance Procedure and étABRTY desires to further pursue the
matter, the grievance, upon written request byeeitheUNION or theEMPLOYER , may be
submitted to arbitration. Either ttfiEMPLOYER or theUNION must submit a request for
arbitration within 30 calendar days after issuanitthe applicabl®ARTY 's final decision with
respect to the grievance.

Section 2 ThePARTIES are encouraged to attempt settlement at the tibigation is invoked
and throughout the process. The notice to invokiration must be signed by the Commissary
Officer/designee or the union president/designe@ppropriate.

Section 3 The process for selecting an arbitrator and praoged hearing shall be as follows:

a. Within seven (7) calendar days from the datiefvritten notice to invoke
arbitration, thePARTIES will jointly request a list of seven arbitratorsiin the FMCS and will
include the required fee. Whichever PARTY invoRebitration will pay for the list.

b. Within 14 calendar days following receipt oé tlist of arbitrators thEMPLOYER
and theUNION will select an arbitrator. If thEARTIES cannot mutually agree upon one of
the listed arbitrators then tEEMPLOYER and thdUNION will alternately strike one name
from the list and will repeat this procedure untily one hame remains. The remaining named
person will be the duly assigned arbitrator. Theywho will strike first will be the party
invoking arbitration. Within five (5) calendar dagfter selection of the arbitrator, the
PARTIES will notify the FMCS in writing of thd®PARTIES' selection. Upon contact by the
arbitrator with thePARTIES, a conference will be held to discuss arrangenfenthe
arbitration hearing.

c. ThePARTIES may attempt to jointly stipulate the issue(s) ¢éodbitrated. If the
PARTIES fail to agree on a joint submission of the issareafrbitration, eacRPARTY may
prepare a separate submission and the arbitraafirdgtermine the issue(s) to be heard.

d. ThePARTIES may mutually agree to extend the time limits settfin the process.

e. The PARTIES will exchange witness lists no latentti5 calendar days prior to the
date of Arbitration.

Section 4 Threshold issues such as compliance or non-conugliaiith the negotiated
grievance and arbitration procedure are matterddoision by the arbitrator.

Section 5 The arbitration hearing, if held, shall be condddlering the regular day shifts
Monday through Friday. The grievant and approvédesses, who are otherwise on duty, shall
be excused from duty to participate in the arbgraproceedings during the time they are
required without loss of pay or charge to annuaée If necessary, the grievant's tour of duty
will be rescheduled to allow the grievant to attémel hearing. Witnesses' tours of duty will be
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rescheduled only for the time necessary to proigdémony at the hearing. Scheduling of
witnesses will be done in consideration of the nois®f the Commissary.

Section 6 ThePARTIES will request the arbitrator render a decision aiskly as possible but
not later than 30 calendar days from the conclusfahe hearing unless tRRARTIES agree
otherwise.

Section 7 The arbitrator shall not have authority to chamgedify, alter or delete any terms of
this agreement, or any supplements thereto. Tiigaor's decision shall be final and binding.
EitherPARTY may file an exception to the arbitrator's awarthwhe Federal Labor Relations

Authority in accordance with law and regulation.

Section 8 Arbitrator Fees and Expenses

a. The fees and expenses of the arbitrator sedbbne equally by tHEMPLOYER
and theUNION.

b. Transcription services cost shall be sharedlbgby PARTIES, where the
PARTIES mutually agree to obtaining a transcript. Absentual agreement, eithBARTY
may unilaterally request that a transcript be preghéut must bear all costs incurred in its
preparation.

ARTICLE 49
DRESS CODE

a. Except as provided in this Article, an employ@leébe permitted to choose his/her
dress and appearance, however dress and appearasiceresent a professional appearance.

b. Dress and appearance will be appropriate fodthies performed. Clothing,
including head and footwear, with slogans, drawilmgdanguage which could be construed as
being lewd, obscene, profane, offensive, or seywsijgestive, or which advocates or glorifies
the use of illegal drugs or other unlawful condwt| not be worn. Employees working on a
sales floor or in a warehouse will not wear opegdtfbotwear, for example, sandals, flip-flops,
and shower shoes. Clothing which may presentetyshfzard will not be worn.
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Appendix A

Union Representation Time Sheet

Part 1. To be completed by the representativesabahitted to the supervisor.

Representative's Name

Date Time
Purpose (Check Applicable)

Employee Complaint Concerning
Employment (BK)

Grievance/Mediation/Arbitration
(BK)

Statutory Appeals (BK)

Labor-Management Relationship
(BD)

Estimated duration of absence:

Natjotis (BA)

__ FLR@D)

Union Sponsored Training (BD)

— Otmedfy):

Part 2.

Approved _
OR

Disapproved

1. Explanation for Disapproval:
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Alternate Time Approved By Management:

Signature of Supervisor:

Time Out Time In Time Used

(For Internal Union Use)
Did the representation activity entail other tinesioles official time?

No

Yes. If so, how much time was the unigr'srpersonal time, including annual leave.
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Appendix B
Grievance Form
Grievance Form - Step 1

Grievant(s) Name: te Bked:
(Please Print)

Select one below:
| hereby authorize AFGE to represent mbingrievance; or

| desire to represent myself in this grieean
AFGE's Representative's Name:
Phone:
Address:
Basis of Grievance (please include known relevafiorination necessary to understand the

grievance in order to issue a fair decision) (&ttaiher pages as needed): The grievant is filing a
grievance because:

Remedy sought (attach other pages as needed):

Does the Grievant request a meeting before a decisimade?
__Yes_No

Signature of Grievant

Receipt Acknowledged (Immediate Supervisor) Date

Date of Step 1 Grievance Decision:

Deciding Official's Signature:

Decision (attach other pages as needed):

(1) Copy for employee; (2) Signed Originals - @oeUNION, one for EMPLOYER

Date received by Representative:

Signature of Representative:
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Step 2

Basis of Step 2 Grievance (please include knowevegit information necessary to understand
the grievance in order to issue a fair decisiore §hevant is filing a grievance because (attach
other ages as needed):

Remedy Sought (attach other pages as needed):

Does the Grievant request a meeting before a decisimade? Yes No

Signature of Grievant

Receipt Acknowledged (for DeCA): Date:

Date of Step 2 Grievance Decision:

Deciding Official's Signature:

Decision (attach other pages as needed):

Signature of Representative: Date:
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The PARTIES hercby agree to implement the terms of this negotiated agreement:

FOR THE EMPLOYER FOR THE UNION
Y P 5/, ;5/;2@\1
/ /KAROI'YN TURCO' r‘rf “Date MARK GIBSON Date
Chief Negotiator Chief Negotiator

81



DEPARTMENT OF DEFENSE
CIVILIAN PERSONNEL ADVISORY SERVICE
1400 KEY BOULEVARD
ARLINGTON, VA 22209-

MAY 25 201

MEMORANDUM FOR THE DIRECTOR. MR. JOSEPH H. JEU
DEFENSE COMMISSARY AGENCY
1300 E. AVENUE
FORT LEE. VIRGINIA 23801

SUBJECT: Collective Bargaining Agreement between the Defense Commissary Agency
and the American Federation of Government Employees. Council 172

The subject agreement. initially executed on November 16. 2011 with subsequent
November 23. 2011 changes to Article 1. Recognition and Coverage. was disapproved on
December 15,2011, The parties revised the disapproved provisions, and re-executed the
agreement on March 28.2012. The revised agreement was disapproved on April 23.
2012. The parties again revised the remaining disapproved provision. and re-executed
the agreement on May 23. 2012 The change has been review ed pursuant to S US.C.
7114(c)(1). The revised agreement is hereby approved w ith the understandings
previously described in the April 23. 2012 memorandum

The approval of this three-year agreement does not constitute a w aiver of or
exception to any existing law, rule. regulation or published policy.

This action is taken under authority delegated by DoD 1400.25-M. Civilian

Personnel Manual. Subchapter 71 1. Labor Management Relations. Please annotate the
revised agreement to indicate:

“Approved by the Department of Defense on ___ MAY 2 § 2012

A signed copy of the approved agreement. along with one copy of OPM Form
913B. should be forwarded as follows: One electronic copy emailed to
labor.relations @ cpms.osd.mil. An electronic version of OPM Form 913B is available at
hup: www.opm.gov/forms pdl il OPM913 . pdl

If there are any questions concerning the agreement. Mr. Lance Dechant can be
reached at (703) 618-2642.
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A copy of this memorandum was served on the union representative by certified

mail on MAY 259019 -

A Darryl Roberts 24\
Ay

v Director
Labor and Employvee Relations Division

cc:

Mark Gibson

National Representative, AFGE
1630 Pecan Circle

Canyon Lake. TX 78133

Defense Commissary Agency
ATTN: BEHLL Karolyn Turcotte
1300 E Avenue

Fort Lee. VA 23801

)
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