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PREAMBLE

Pursuant to policy set forth in Federal Service Labor‑Management Relations Statute, 5 USC Chapter 71, and all future amendments, the following articles constitute an agreement by and between the Rock Island Arsenal, Rock Island, Illinois, hereinafter referred to as the Employer, and Local F-292 of the International Association of Fire Fighters, hereinafter referred to as the Union. This agreement is entered into pursuant to exclusive recognition granted under 5 U.S. Code Chapter 71 on December 23, 1998 in Case No. CH-RP-90002.

It is agreed and understood by the Union and the Employer that in the administration of all matters covered by this agreement, officials and employees are governed by existing or future laws and the regulations of appropriate authorities; including published agency policies and regulations in existence at the time this agreement was approved; and by subsequently published agency policies and regulations required by law or by the regulations of appropriate authorities, or authorized by the terms of a controlling agreement at a higher agency level.

It is also agreed and understood that this agreement will have the full force and effect of regulations in the Fire and Emergency Services Division, Directorate of Public Works, Rock Island Arsenal.

ARTICLE 1

RECOGNITION AND COVERAGE OF AGREEMENT

Section 1.  The Employer recognizes the International Association of Fire Fighters, Local 292, hereinafter referred to as the Union, as the exclusive bargaining representative for a bargaining unit of all non-supervisory, general schedule, fire fighting and fire inspection employees in the Fire Prevention and Protection Division, Directorate of Public Works, Rock Island Arsenal.

Section 2.  Specifically excluded from the bargaining unit are all professional employees; management officials; supervisors; and employees described in 5 USC 7112 (b)(2)(3)(4)(6) and (7).

ARTICLE 2

MID‑CONTRACT NEGOTIATIONS/CONSULTATIONS

Section 1.  In exercising the right to issue rules and regulations related to personnel policies, procedures and practices, and matters involving working conditions, the Employer shall give due regard to and abide by the obligations imposed by this agreement and Federal Service Labor‑ Management Relations Statute, 5 US Code, Chapter 71, to meet, confer and negotiate with the Union.  As used in this agreement, the term "meet and confer" shall be considered synonymous with "negotiate".  Also for purposes of this agreement, negotiation is defined as bilateral exploration and exchange of views in a good faith effort to reach agreement, and reducing to writing any mutual agreement reached.  The term "consult" and/or "consultant" shall be defined as any dialogue, either written or oral, between the parities and unlike negotiations does not require a mutually acceptable compromise or agreement between the parties.  When consultation occurs, the Employer agrees to give bonafide consideration to the views that were presented by the Union when finalizing its position.

Section 2.  During the term of this agreement, the Employer will provide the Union with adequate advance notice and an opportunity to negotiate, prior to changing established personnel policies and practices and matters affecting the working conditions of unit employees.  The parties will utilize the following procedure:


a.  The Employer will provide the Union president with a written copy of the proposal (new or change to policy or regulation).


b.  The Union will review the proposal within two weeks and respond in one of the following ways:



(1)  If the proposal is acceptable to the Union, the Union will respond in writing.



(2)  If there are no questions on the proposal and the proposal is not acceptable, the Union will request in writing that the parties meet to negotiate the proposal.



(3)  If there is a question, the Union will make a written request to the Civilian Personnel Advisory Center (CPAC) to meet with the proposal's proponent.  The Union will indicate the general area(s) requiring clarification or discussion. The CPAC will arrange a meeting and normally the parties will meet within one week to discuss the issue(s).  If after discussion;



(a)  The proposal is acceptable, the Union will certify acceptance to the Employer.




(b)  The proposal is unacceptable, the Union will request that the parties meet to negotiate the proposal.  The request will be submitted to the CPAC within one week after discussion.



(4)  Non‑response by the Union within prescribed time frames will be interpreted as tacit acceptance, and the Employer may implement the proposal without further recourse.

Section 3.  The written procedure described in Section 2 above does not preclude the Employer from notifying the Union of proposed changes orally through the CPAC for matters having impact beyond the bargaining unit.

Section 4.  If, following good faith negotiations, either party determines that a dispute has developed, that party shall notify the other party in writing.  Either party shall have fifteen (15) calendar days upon receipt of such notification, to request the services of the Federal Mediation and Conciliation Service (FMCS).  If agreement is not reached through FMCS, either party shall have fifteen (15) calendar days to request the assistance of the Federal Services Impasses Panel (FSIP).  If the Union does not request the services of either the FMCS or the FSIP within the timeframe stated above, the Employer may unilaterally implement the proposed change.

Section 5.  The Employer agrees to permit the Union to review and comment on proposed job standards, which relate to positions in the unit on which comments are requested by higher echelon, and to advise the Union concerning any change in job standards, which affect the classification of a position(s) in the unit.

Section 6.  Barring unusual or otherwise uncontrollable circumstances, consultations between the Union and the Employer will be conducted during regular working hours. Agenda of topics for discussion will be presented by the Union at the time of any Union request for consultation.

ARTICLE 3

RIGHTS OF THE EMPLOYER

Section 1.  Pursuant to 5, U.S.C. 7106, the Employer retains the right to determine the mission, budget, organization, number of employees, and internal security practices of the agency.  In accordance with appropriate laws and regulations:


a.  To hire, assign, direct, layoff, and retain employees in the agency, or to suspend, remove, reduce in grade or pay, or take other disciplinary action against such employees.


b.  To assign work, to make determinations with respect to contracting out, and to determine the personnel by which agency operations shall be conducted.


c.  With respect to filling positions, to make selections for appointments from:



(1)  Among properly ranked and certified candidates for promotion, or



(2)  Any other appropriate source.


d.  To take whatever actions may be necessary to carry out the agency mission during emergencies.

Section 2.  Nothing in this agreement shall preclude the Employer and the Union from negotiating in accordance with appropriate laws and regulations:


a.  At the election of the Employer, on the numbers, types, and grades of employees or positions assigned to any organizational subdivision, work project, or tour of duty, or on the technology, methods, and means of performing work;


b.  Procedures with which the Employer will observe in exercising any authority under this agreement; or


c.  Appropriate arrangements for employees adversely affected by the exercise of any authority under this agreement by the Employer.

Section 3.  It is recognized that the Fire Chief accomplishes certain missions and functions of the Fire Department by the delegation of work assignments to his subordinates.

ARTICLE 4

RIGHTS OF UNION

The Union has been accorded exclusive recognition and is the exclusive representative of employees in the unit and is entitled to act for and to negotiate agreements covering all employees in the unit.  The Union is responsible for representing the interests of employees in the unit without discrimination and without regard to labor organization membership.  The Union shall be given the opportunity to be represented at formal discussions between Employer and employees or employee representatives concerning grievances, personnel policies and practices, or other matters affecting general working conditions of employees in the unit.

ARTICLE 5

RIGHTS OF EMPLOYEES

Section 1.  Each employee shall have the right to form, join, or assist any labor organizations, or to refrain from any such activity, freely and without fear of penalty or reprisal, and each employee shall be protected in the exercise of such right.  Except as otherwise provided by Federal Service Labor​-Management Relations Statute, 5 US Code Chapter 71, such right includes the right:

a.  To act for the Union in the capacity of a representative and the right, in that capacity, to present the views of the Union to the Employer and other officials of the executive branch of the Government, the Congress, or other appropriate authorities, and

b.  To engage in collective bargaining with respect to conditions of employment through representatives.

Section 2.  The Employer shall take such actions consistent with 5 US Code Chapter 71, as may be required in order to assure employees are apprised of the previously stated rights.

Section 3.  Nothing in this Agreement shall require an employee to become or to remain a member of a labor organization or to pay money to the organization except pursuant to a voluntary, written authorization by a member for the payment of dues through payroll deductions.

Section 4.  Employees shall have the right, freely and without fear of penalty or reprisal, to discuss with their supervisor any matters affecting their duties, working conditions, employment status, or matters of personal concern related to their employment.

Section 5.  The rights of the Union under the provisions of this Agreement shall not preclude an employee from being represented by an attorney or other representative, other than the Union, of the employee's own choosing in any grievance or appeal action, except those filed under the negotiated grievance procedure.

Section 6.  The employee has the right to be represented by the Union during any examination by a representative of the Employer in connection with an investigation if:


a.  The employee reasonably believes that the examination may result in disciplinary action against the employee, and


b.  The employee requests representation.

Section 7.  Upon request, employees will be allowed to review the contents of their Official Personnel File (OPF).  Copies of documents will be provided in accordance with established policies and procedures.

ARTICLE 6

UNION REPRESENTATION

Section 1.

a.  The conduct of representational business as set forth in the agreement shall normally be conducted during duty hours; however, all employees must recognize that their primary responsibility is to their Government position and shall conduct representational business with dispatch.  A Union representative must obtain the permission of their supervisor prior to engaging in representational business; such permission shall be granted provided:



(1)  The Union official shall fill out an appropriate request form.



(2)  The Union official shall provide specific information of the subject of the meeting, the date, the employee(s) involved, the approximate time needed and where he/she can be located.  If additional time is needed, the representative must inform his immediate supervisor prior to the expiration of the time originally requested.  The Employer's designated account for Union representation will be used to record the actual start time and completion time used by the representative.



(3)  When the needs of the work situation dictate, the supervisor may defer approval of duty time for representational business until the representative can be released.


b.  For the purpose of this Agreement, reasonable amounts of duty time shall be defined in the following manner:



(1)  Use of official duty time for representational business shall not exceed four (4) hours of duty time per week for the president, vice president, and secretary; exclusive of Partnership meetings and management‑called meetings.



(2)  Such representational time shall not be cumulative from week to week.



(3)  All time spent on representational business shall be recorded under the Employer's timekeeping system.



(4)  Union Representatives will be allowed to utilize stand-by hours at their duty station to perform their official representational duties if they so desire.  Time used during stand-by hours will not require prior permission of the supervisor unless the representative leaves the fire station.  

Section 2.  In the interests of efficient conduct of Government business and the economical use of Government time, representational time shall be defined as that time, otherwise encompassed during normal duty hours, utilized for the following activities:


a.  Meetings called by management.


b.  Discussions with management officials concerning grievances, personnel policies, practices, and working conditions.


c.  Representing employees in authorized meetings, grievance meetings, discrimination complaints, and/or arbitration hearings.


d.  Representing employees in adverse action hearings.


e.  Meetings requested by the Union to discuss representational matters covered in this agreement.

Section 3.  Activities specifically excluded from use of representational time during actual work time include:


a.  Election of officers and/or stewards, inclusive of all related activities, e.g., campaigning, distribution of campaign literature, preparation of voting materials, casting of ballots, etc.


b.  Meetings of Union officials and/or stewards, not directly involved in the representation of an employee or group of employees.


c.  Preparation and distribution of any internal news bulletin or newspaper.


d.  Preparation and distribution of any literature soliciting membership.


e.  Soliciting signatures on dues withholding authorization forms.


f.  Attendance at Union‑sponsored local, state, or national conventions or similar events, e.g., workshops oriented toward the improvement of skills, techniques, or strategy.


g.  All intra‑ and inter‑Union meetings. (Exception: Due to the abnormal work shift of fire fighters and the inability of the bargaining unit members to hold formal Union meetings, the bargaining unit will be allowed to hold a meeting not to exceed 30 minutes between 0700 and 0730 during the shift change on the second Saturday of each month.  The working and standby hours of each shift will be adjusted so that the meeting will be conducted on standby time.)


h.  All organizing activities.


i.  Solicitation of grievances, employee opinions, or petitions.


j.  Performance of administrative functions related to benefits offered by the Union.


k.  Interviewing potential Union officers, stewards, or employees.

Section 4.  The Employer agrees to recognize the elected officers and duly designated stewards of the Union, provided the selection of officers is made from the members of the bargaining unit. The Union shall keep the Civilian Personnel Advisory Center advised in writing of the names of its officers and stewards.  A Union representative shall be designated for all shifts.

Section 5.  The Employer agrees that other duly designated representatives of the International Association of Fire Fighters, who are not employees of Rock Island Arsenal, shall be admitted to the bargaining unit area, upon request by the Union to the Employer (Civilian Personnel Advisory Center) for the purpose of meeting with officials of the Employer.  The Union agrees to state the purpose of the visit, date and expected length of the visit. Such visits shall be governed by security regulations.

Section 6.  In order not to deplete available staffing at the Fire Station, Union attendance at meetings other than those held in the Fire Station, will be limited to one (1) on‑duty representative.  Meetings with the Director, Public Works, will be limited to one (1) on​-duty representative, unless the Director, Public Works, has an additional management representative present, in which case the Union may have two (2) on‑duty representatives.  The Union may have two (2) on‑duty representatives at regularly scheduled meetings with the Commander.  Union attendance at grievance hearings will be as specified under Article 16.
Section 7. The Employer agrees to allow a Union Representative to explain the Union’s status as exclusive representative to new employees of the unit.  Such explanations will be allowed during the first three shifts of a new employee.  

Section 8.  The Employer agrees to consider Union representation on any standing Arsenal committees involving the mutual interests of bargaining unit employees and the Arsenal that do not involve management’s deliberative process.  Such consideration will be given upon written request of the union.

Section 9.  The parties agree that efforts will be made to designate mutually agreeable office space for the union to utilize in carrying out their representational responsibilities, to the extent that the space is excess to the needs of the employer.  The consideration of the union’s need for office space will also be considered in any remodeling or construction efforts the employer undertakes.

a.  If office space is provided, the employer agrees to provide excess furniture, an excess computer with standard software and connection to the Agency network to the extent they are available.

b.  The Employer agrees to provide a dedicated phone line for the Union’s use in discharging their representational responsibilities.

c.  Any facilities and equipment provided under this agreement are governed by existing and future laws, rules, regulations and policies and the Union’s use of such facilities and equipment shall be treated in the same manner as every other user.  It is understood that the Union’s use of Employer-provided communication equipment and systems access carries with it no right to expectation of privacy and is subject to the same monitoring provision as is every other user.


ARTICLE 7

UNION‑MANAGEMENT MEETINGS

Section 1. The parties agree that meetings shall be held as the need arises, and/or subject to the request of either party, to confer on personnel policies, practices, or other matters affecting the working conditions of unit employees.  Any matter the Union wishes to discuss with the Director, Public Works or the Commander will first be brought to the attention of the Fire Chief or his designated representative and elevated through successive higher levels of management for resolution prior to being discussed with the Commander.

Section 2.  In all Union‑Management meetings, subject matter shall be discussed in good faith to establish a cooperative and meaningful rapport between the Union and the Employer.

ARTICLE 8

HOURS OF WORK

Section 1.

a.  The Employer agrees that the normal tour of duty for bargaining unit employees, except inspectors, shall consist of one hundred and forty‑four (144) hours of duty per pay period.  This duty shall normally consist of six (6), twenty-four (24) hour shifts with each employee receiving one (1) day off (informally known as a Kelly Day and not to be misconstrued with unscheduled days during the pay period).

b.  This scheduled day off (Kelly Day) shall be administered on a rotating basis, but nothing in this section shall preclude unit employees from exchanging days off or rescheduling of their days off within the pay period providing adequate staffing is maintained at all times, and subject to the approval of the shift supervisor. Such trades may be scheduled up to 3 months in advance with supervisory approval.  Kelly Day changes can be made throughout the year to coincide with Annual Leave scheduled for vacation purposes.  However, all trades must be for Kelly Days within the same pay period.  The requirements of Section 7 apply to trading of Kelly Days.

c.  The Employer agrees that the normal tour of duty for inspectors shall consist of one hundred twelve (112) hours of duty per pay period.  This shall normally consist of four (4), eight (8) hour shifts and one (1), twenty‑four (24) hour shift per workweek.  The Employer shall designate which day of the workweek shall be worked as a twenty‑four (24) hour shift.  The Employer shall consider employee requests for a particular day to designate as a twenty‑four (24) hour shift.

d.  The purpose of the "swing" position is to complement staffing requirements on those days of each week when two (2) employees are on their scheduled day off.  Employees assigned to the "swing" position shall normally not have their days of work changed more than one (1) time during each pay period as a result of unscheduled annual leave or exchanging of Kelly Days by other employees.  Exceptions to this policy include approved sick leave and staffing problems.

e.  Other tours of duty may be established by the Employer subsequent to notification to the Union.

Section 2.  It is agreed that each twenty‑four (24) hour shift shall normally include duties as specified in associated position descriptions and duties normally related to and associated with the mission of the Fire and Emergency Services Division.

Section 3.  The tour of duty is promulgated by the Employer in accordance with current Department of the Army and other applicable regulations.  The tour of duty shall normally consist of ten (10) hours of actual work and the remainder shall be standby.  An employee will be considered on duty and time spent on standby duty shall be considered hours of work if:


a.  The employee is restricted to an agency's premises, or so close thereto that the employee cannot use the time effectively for his or her own purposes; or


b.  The employee, although not restricted to the agency's premises:



(1) Is restricted to his or her living quarters or designated post of duty;



(2) Has his or her activities substantially limited; and



(3) Is required to remain in a state of readiness to perform work.

Section 4.  The Employer, to the maximum extent practical, will maintain the tours of duty specified at the beginning of each calendar year.  When a change in hours of shift assignment is necessary, the Employer shall give due consideration to the employee's preferences.  On shift changes of more than 30 days, the employees will be given 7 days advance notice of changes in shift assignments, unless the Employer determines that the Agency would be seriously handicapped in carrying out its functions or that cost would be substantially increased.

Section 5.  The Employer shall attempt to solicit volunteers for the swing shift.  If volunteers are not available, the Employer may assign personnel to the positions on a six (6) month rotation basis.

Section 6.  The Employer will make every effort to maintain full staffing in the Fire Department during installation emergencies.  Off‑duty personnel will be notified in advance, if circumstances permit, of a potential call to duty.  Off‑duty employees, when notified, will make themselves available and will report for duty immediately.

Section 7.


a.  The Employer agrees to support the practice of trading of time where an employee engaged in fire protection (Section 1b) may substitute for another employee engaged in fire protection on regularly scheduled tours of duty in order to permit an employee to absent himself to attend to purely personal pursuits.  The trading of time shall be limited to no more than two (2) occurrences per pay period.  The practice will be deemed to have no effect on hours of work where the following criteria are met:



(1)  The trading of time is done voluntarily by the employees and not at the request of the Employer.



(2)  All traded time will be in twenty-four (24) hour blocks of time.  



(3)  The reason for trading of time is due not to the Employer's business operations, but to the employee's desire or need to attend to personal matters.



(4)  A record is maintained by the Employer of all time traded by the employees in accordance with requirements of policy and regulations.



(5)  The period during which time is traded and paid back must be accomplished within the same pay period.



(6)  The person, who consents to work and does not report for duty, will be charged absent without leave (AWOL).


b. The employees planning to trade will obtain permission from the Employer as far in advance as practical and trade under the following criteria:



(1)  Employees, when qualified, may trade either one grade above or below their present grade.



(2)  Employees will not be allowed to trade outside of their own grade when the trade may result in other than a captain being placed in charge of the entire shift.

c.  The Employer agrees to support the practice of early relief wherein employees engaged in fire protection may relieve another employee on the previous shift or tour of duty prior to the scheduled starting time.  Such early relief may occur pursuant to mutual employee agreement.  This practice will not have the effect of increasing or decreasing the number of compensable hours of work, where it is voluntary on the part of the employees.  The procedures to be followed for early relief will be as specified in paragraph a. above.



(1) Employees reporting for early relief will be required to report to the shift supervisor on duty along with the employee being relieved.



(2)  Early relief is limited to 1 hour or less.


d.  Trading of time and early relief are practices that require the approval of the shift supervisor. A shift supervisor will not be allowed to withhold the approval arbitrarily.


e.  Complaints arising under this section will not be subject to the negotiated grievance procedure.

Section 8.  Employer agrees to staff and operate all required fire apparatus pursuant to the provisions of higher authority, laws, rules and regulations.  Employer agrees to negotiate with the Union should they desire to reduce the manning/staffing levels below the minimum requirements.

ARTICLE 9

LEAVE AND ABSENCES

Section 1.  Sick Leave

a.  Employees shall earn sick leave in accordance with applicable rules and regulations.  Approval of sick leave may be granted to employees when they are incapacitated for the performance of their duties and when they, or members of their own household, have notified the shift supervisor (or his designated representative) of the need for sick leave.  Employees assigned to a designated shift shall normally notify the shift supervisor at the Fire Station as soon as possible before the beginning of the shift so that workload can be rescheduled.  Employees who do not comply with this notification period may be charged AWOL and may be subject to disciplinary action.

b.  Sick leave shall be requested and approved in advance for visits to physicians and surgeons, dentists, practitioners, opticians, and for the purpose of securing diagnostic examination, X-rays, and treatments.  The employee shall advise the shift supervisor with as much advance notice as possible.

c.  Employees shall not be required to furnish a doctor's certificate to substantiate a request for approval of sick leave unless such sick leave exceeds two (2) assigned workdays of continuous duration.  The supervisor, in lieu of the doctor’s certificate, may accept an employee’s written statement for illness of up to two (2) continuous assigned workdays.

d.  In the case of employees who are suspected of abuse of sick leave privileges, management will counsel an employee in private.  Normally, only after the employee uses sick leave subsequent to the counseling may the employee be given an official written notice of leave usage on a standard leave restriction form.  In the event of a flagrant abuse of sick leave, the employee may be given a written notice on a standard leave restriction form at the same time of the counseling session.  In cases where management has given official written notice to an employee that he or she is suspected of having abused sick leave privileges, a doctor's certificate must be furnished for each absence from work that is claimed as sick leave.

e.  It is agreed that in cases of those on restriction, the supervisor initiating the original action, in order to determine whether such penalty can be eliminated, shall periodically review the requirement for a doctor’s certificate for sick leave absence.  The initial review shall take place at the end of three (3) months from the date of issue of official written notice requiring a doctor's certificate and each three (3) months thereafter if it has not been previously rescinded.  It is also agreed that when a restriction is to be continued, the employee will be so informed.  A Union steward may accompany the employee if requested.  When it has been determined that the restriction is no longer necessary, the employee shall be notified in writing.

f.  When it is clearly indicated by the physician/practitioner that the illness will be of an extended duration (heart ailments, tuberculosis, mental illness, etc.), a letter from the physician/practitioner at the beginning of the illness, attesting to the probable duration of the illness will be accepted in lieu of the SF71 or other medical certificate for each pay period.  This letter (required only one time) will be routed to the medical officer in charge who will, in turn, certify as to the extended absence of the employee to the Payroll Office.

g.  The Employer agrees that employees who are sent home by the Medical Office will have approved sick leave for the remainder of that day only.  If he is absent from duty on the following workday, he will call in and report the absence to his shift supervisor.  If the total absence on sick leave in these cases exceeds two (2) working days, including the time previously authorized for the partial absence of that first day, the employee will be required to submit to his supervisor a signed doctor's certificate within two (2) days after return to duty.

h.  The Employer may grant advance sick leave not to exceed six (6) weeks for serious disability or illness.  All factors relating to the individual circumstances will be considered in determining approval or disapproval.  The final decision must be made in consideration of the best interest of the Federal Service with due consideration for the well being of the employee.

i.  Employees required to give care and attendance to a member of his immediate family who is afflicted with a contagious disease as defined in applicable regulation, or who would jeopardize the health of others by his presence at his post of duty because of exposure to the contagious disease, may be granted sick leave on submission of acceptable evidence provided by competent medical authority.

j.  Family Friendly Leave Act (FFLA).  The Family Friendly Leave Act will be administered in accordance with 5, CFR, Part 630.



(1) Sick leave may be used to provide care for a family member as a result of a physical or mental illness; injury; pregnancy; childbirth; or medical; dental, or optical examination or treatment; or to make arrangements necessitated by the death of a family member or attend the funeral of a family member.



(2)  Family member is defined as a spouse and parents thereof; children (including adopted) and their spouses; parents; brothers and sisters and their spouses; any individual related by blood or affinity whose close association with the employee is the equivalent of a family relationship.  This same definition is used for the Voluntary Leave Transfer Program.



(3)  Sick leave may be used for any purpose which, if the employee experienced such a condition, would justify the use of sick leave by him/herself.



(4)  Doctor’s certification of an employee’s absence to care for a sick family member will follow the provisions of Section 1 of this Article.



(5)  When employees request time off on sick leave for purposes relating to the death of a family member, supervisors/team may request information concerning the relationship to the deceased, location of the funeral, dates, etc., to ascertain how much sick leave can reasonably be approved.


(6)  For employees with an uncommon tour of duty, the basic amount of sick leave that can be used under FFLA is equal to the average number of hours scheduled in the tour of duty for the week. For example:

      
(a) A firefighter scheduled to work 72 hours per week may use up to 72 hours of sick leave per year for family care and/or bereavement. If the firefighter maintains a balance of at least two weeks of sick leave (144 hours), the entire amount of sick leave earned during the year may be used for FFLA purposes; i.e., 182 hours.




(b) A fire inspector scheduled to work 56 hours per week may use up to 56 hours of sick leave per year for family care and/or bereavement. If the Inspector maintains a balance of at least two weeks of sick leave (112 hours), the entire amount of sick leave earned during the year may be used for FFLA purposes; i.e., 146 hours.


k.  The Parties agree to provisions outlined in the Amendment to Title 5, USC 6307 which permits an employee to use accrued or accumulated sick leave for purposes related to the adoption of a child.  Certification procedures outlined in Section 1 above will be followed for sick leave used for adoption.

l.  The Union will support efforts to eliminate unwarranted or improper use of sick leave.

Section 2. Annual Leave
a.  Annual leave shall be earned and administered in accordance with applicable regulations and in accordance with 5 USC 6303.

b.  Vacation annual leave will be scheduled at the beginning of each year.  Vacation annual leave will be granted based on seniority at the Rock Island Arsenal Fire Department.

c.  Employees shall advise the Employer of their intention to take annual leave as far in advance as possible.

d.
(1)  Although the Employer reserves the final right to allocate vacations, it is agreed that a reasonable effort shall be made to schedule annual leave of not less than two (2) weeks duration for vacation purposes consistent with manpower and workload requirements as determined by the Employer.



(2)  The Employer shall endeavor to afford each employee leave at the time the employee considers convenient and desirable within workload requirements.  The Employer shall attempt to schedule leave requests so as to allow as many employees as practicable either the Thanksgiving or Christmas holiday off.


e.  All leave scheduled shall be subject to the approval of the Employer.

f.  A copy of the annual leave schedule shall be posted where it may be reviewed by all employees.


g.  Management will make every effort to assure that employees will not forfeit excess annual leave.

Section 3. Leave Without Pay


a.  Employees may be granted leave of absence without pay in accordance with applicable law and regulations.

b.  The Employer agrees that the Union may designate employee members as representatives elected or appointed to a national Union office or as a delegate to any Union activity necessitating a leave of absence, and upon written notification to the Employer by the Union, such employee may be granted annual leave or approved leave without pay.


c.  Family and Medical Leave Act of 1993 (FMLA). Employees may be granted up to twelve (12) workweeks of unpaid leave during any 12-month period for illness or to care for family members.  Covered under this act are the birth of a son or daughter and the care of the child; the placement of a son or daughter with the employee for adoption or foster care; the care of a spouse, son, daughter, or parent of the employee who has a serious health condition; or a serious health condition of the employee that makes the employee unable to perform the essential functions of his or her position.

Section 4.  Representing Employee Organizations.  Excused absence may be granted to Union officers and/or representatives in accordance with applicable rules and regulations, to attend Union‑sponsored training when the parties agree that the training is of mutual concern to the Employer.  Exceptions to this policy will be considered on an individual basis.

Section 5. Tardiness


a.  It is imperative that an employee be punctual in reporting for work at the proper time.  When an employee, on occasion, becomes tardy for reasons other than inclement weather, the Fire Chief for good cause and in due consideration of the employee's record may:



(1)  Excuse tardiness up to fifteen (15) minutes;



(2)  Charge tardiness to AWOL;



(3)  Consider the employee's request for annual leave; or



(4)  Consider the employee's request for leave without pay.


b.  Due to the employee's abnormal work schedule, blanket authorization by the Commander, RIA, for administrative leave during inclement weather does not always apply.  When an employee is delayed in reporting for duty because of extremely adverse weather conditions such as snow, ice, etc., the employee's time will be charged in accordance with Section 5a.  An employee will be allowed up to two (2) hours to report his availability/non-availability duty after the beginning of the shift.


c.  Up to 30 minutes of tardiness due to extremely bad weather conditions, bridge openings, or traffic may be excused by the shift supervisor.


d.  When emergency weather conditions occur on weekends, employees may submit individual written requests for administrative leave if weather conditions prohibited their arrival at the established start of the shift.

Section 6. Excused Leave


a.  Blood Donation.  The Employer agrees to authorize a maximum of four (4) hours of duty time to employees who volunteer as blood donors without compensation.  The actual time involved shall not exceed four (4) continuous hours from the time of departure from duty. The following provisions apply:



(1)  Employees may only donate under this provision at the community blood drive held on the Employer's premises.



(2)  Individual employees may only donate under this provision two times in any calendar year.



(3)  After donation the employee will return to the Fire Station and may go on standby time until the conclusion of four (4) clock hours from the time of departure.



(4)  Only one employee can be in a standby status as result of blood donation at any one time.



(5)  The Employer may disapprove a request requiring the employee to reschedule an appointment if the scheduled appointment unduly disrupts operations, impacts on adequate staffing, or creates an overtime requirement.


b.  Bone Marrow or organ donor.   Employees may be granted up to seven (7) days of paid leave (excused leave) each calendar year to serve as a bone marrow or organ donors.  Excused time off may be used for testing and medical appointments that are required prior to the actual donation procedure.  Employee agrees to provide appropriate doctor's certification.

ARTICLE 10

OVERTIME

Section 1.  Employees shall be paid for all overtime at applicable overtime rates in accordance with governing pay regulations.

Section 2.  The opportunities for overtime assignments shall be distributed as fairly and equitably as practicable to all employees in their particular job classification.  The Employer will attempt to solicit volunteers for overtime assignments.


a.  In the event that the number of volunteers (in the firefighter classification) is not sufficient to meet the staffing requirements, prior to directing an employee in the firefighter classification to work, the parties agree that volunteers will be solicited from the fire inspectors, if still enough volunteers have not been received, the assistant chiefs will be solicited to volunteer.


b.  Fire inspectors and assistant chiefs can only be solicited to volunteer if otherwise in a non‑duty status.


c.  Offers of overtime to fire inspectors will be made and recorded in accordance with this article. Overtime accepted or refused will be annotated on overtime roster maintained for the fire inspectors.


d.  Only one fire inspector will be authorized to work overtime, per shift, under the provisions of this agreement.  Fire Inspectors will fill the house positions during any overtime worked.

 
e.  If the employer is required to direct overtime, overtime work directed would be in reverse order to the total number of overtime hours accrued.  Any fire fighter directed to work mandatory overtime shall be charged with the full 24 hours of overtime for the purposes of maintaining the overtime log and determining the order of succeeding overtime assignments in the department.



(1)  The parties agree that an employee directed to work overtime in accordance with this Article shall be allowed to solicit other qualified fire fighters to work a portion of their mandatory overtime assignment.



(2)  For payroll purposes, all employees shall be credited with the actual number of hours worked.  However, an employee voluntarily agreeing to work a portion of another employee’s mandatory assignment shall not be charged with any overtime hours on the roster.



(3)  It is the responsibility of the person being ordered in to make sure that he/she or another employee is on duty at the time the overtime is to start.



(4)  No more than two fire fighters can split a mandatory overtime assignment.  In the event a mandatory assignment is split both parties must sign a statement acknowledging their voluntary arrangement and present it to the OIC.  Both parties must report to the OIC at the time they exchange duties.



(5)  Once the splitting of the time is established, both parties will be excluded from overtime on the day the overtime is to be worked.


f.  When a person is off duty in excess of fifteen (15) calendar days, on other than Annual Leave, he/she will, upon return to full duty, be given the average number of hours of overtime that have been worked during his/her absence.  This will start on the sixteenth day of being off duty.  The average will be determined by dividing the number of overtime hours by the number of employees on the overtime list.


g.  Exception to the above procedure is the requirement for paramedics.  The parties recognize minimum staffing for paramedics is one (1) on duty.

Section 3.  Assignment of Overtime


a.  An established overtime list will determine which employee will be offered overtime.  Overtime offered, either worked or refused, will be recorded and a total will be kept for each employee.  Overtime will be offered to volunteers in reverse order to the total number of overtime hours accrued.  When an employee refuses an overtime assignment, he will be charged with the number of hours offered.  In the event the list is exhausted and the first employee must be directed to work, he shall be charged the offered amount of overtime hours.


b.  New employees will be assigned a number based upon the highest total.


c.   Supervisors shall make every attempt to contact persons for overtime as soon as an overtime situation is known.  Once overtime is accepted, the overtime list will be updated to reflect the hours offered (refused and accepted).


d.  After an effort to contact all employees on the list one time, the first person contacted on the second time through the list will be directed to work.



(1)  Scheduled overtime will normally be solicited between 0700‑0715, 72 hours in advance of when overtime is to be worked.  Scheduled overtime is defined as known overtime requirements to meet minimum staffing levels.



(2)  Unscheduled overtime will be solicited as soon as an overtime situation is known. Unscheduled overtime is defined as overtime required to meet staffing levels due to unplanned leave requests.  


e.  If the supervisor is unable to contact a person for overtime, it shall be noted in the Fire Department Overtime Logbook.  If the person could not be contacted, he will not be charged as refusing overtime.


f.  If overtime is canceled, the Employer will notify effected employees as soon as possible.


g.  Overtime for training such as Emergency Medical Technician/Paramedic shall be exempt from this policy.

Section 4.  Employees who have been called back on overtime shall receive at least two (2) hours pay at the applicable rate regardless of the time worked during this two (2) hour period.  Overtime pay will not start until, upon reporting for duty, the called back employee checks in with the officer in charge or the alarm desk. 

Section 5.


a.  Employees in a sick leave or annual leave status during a regular scheduled work day will not be eligible for voluntary overtime assignments in a non-emergency status on intervening days until they have returned to duty in a full duty status.


b.  Employees in a light duty status will not be eligible for overtime assignments until they have been returned to full duty by medical authority.


c.  In the cases cited above, employees will maintain the hours worked before entering sick leave, annual leave or light duty status. They will not be charged overtime hours that might have been offered to them while ineligible to work the overtime.

Section 6.  Emergency Overtime:


a.  The Director, Public Works, or his designee will declare a situation as an emergency. Management will determine staffing needs required to meet the emergency situation and coordinate these needs with the union. Assignment of overtime will follow the normal procedure during the first 72 hours.


b.  If the emergency situation extends beyond 72 hours, the staffing requirements will be coordinated with the Union.  If disagreement exists, the Director, Public Works will be contacted immediately and the parties will meet and resolve the staffing concerns.  The following procedure will be initiated for emergency situations beyond 72 hours.



(1)  Employees will be solicited through the overtime list for voluntary overtime until each individual has been solicited to volunteer once.



(2)  The employer will direct employees to work overtime to meet overtime staffing needs in order on the overtime list, until the emergency ends.


c.  If the emergency situation lasts a third 72 hours, the procedure in b. above will be repeated.


d.  Parties may meet to discuss emergency overtime duties assigned in relation to the mission of the Fire Department as well as to assess the appropriate staffing level at the request of either party at any time.  The Employer is committed to assuring the emergency overtime staffing is related to the mission of fire protection and prevention to the maximum extent practicable.

Section 7.  Kelly Day adjacent to Annual Leave Request: When filling out the request for scheduled Annual Leave, employees will identify dates they are unavailable for overtime work on the SF 71, Application for Leave, blocks 4‑A and 4‑B.  Employees with scheduled Kelly Days prior to scheduled annual leave requested may identify dates they will not be available for overtime beginning with the Kelly Day if they so desire.


a.  Employees will not be charged overtime hours that might have been offered to them while ineligible to work the overtime.


b.  The parties recognize that an employee taking his name off the overtime list may require other employees to be directed to work overtime.


c.  This section does not apply to emergency overtime.

ARTICLE 11

REDUCTION‑IN‑FORCE AND DEMOTIONS

Section 1.  The Employer agrees to notify the Union of impending reductions‑in‑force immediately after any restrictive classification is lifted, and prior to local publicity, unless the announcement is made by the Department of the Army prior to notifying the Employer.

Section 2.  All reductions‑in‑force will be carried out in strict compliance with applicable laws and regulations, and in a manner which will cause the least disruption of installation activities.  To the extent feasible, reduction‑in‑force will be achieved through normal attrition.

Section 3.  Any career or career‑conditional employee who is separated because of reduction‑in‑force will be placed on the reemployment priority list, in accordance with applicable laws and regulations, and will be given preference for rehiring in temporary and permanent positions for which qualified.  Acceptance of a temporary appointment within his normal commuting area will not prejudice an employee's right to be offered permanent employment.

Section 4.  An employee who has been reduced in grade without personal cause will be considered eligible for noncompetitive repromotion to the grade from which demoted, in accordance with applicable regulations.

Section 5.  The employer agrees to ensure that employees have access to displaced employee programs as available in each particular situation to the fullest extent possible under law, rule and regulation.

ARTICLE 12

PROMOTIONS AND PLACEMENTS

Section 1.  It is agreed that all placements and promotions will be accomplished in accordance with the Merit Promotion and Placement Plan (MPPP) and appropriate regulations.    

Section 2.  There will be no discrimination in promotion or selection for promotion because of race, religion, color, lawful political or other affiliation, marital status, sex, national origin, age, or membership in a Union.

Section 3.  Promotions shall be made on the basis of qualifications, fitness, and merit. The selecting supervisor or official is entitled to select candidates in accordance with the spirit and intent of governing regulations.

Section 4.   


a.  The Employer agrees to hold job opportunity announcements and amendments thereto open for at least five (5) days for filing of applications.


b.  All vacancy announcements shall normally open on Monday and close on Friday.


c.  Such announcements shall clearly state the minimum qualification requirements, organizational location of the position, a statement that the results of the announcement may be used in filling subsequent vacancies for a period of one hundred eighty (180) days from the closing date of the announcement and the manner in which candidates may file for them.


d.  Announcements shall be posted on the Civilian Personnel On-Line (CPOL) web page at http://www.cpol.army.mil.


e.  The parties agree to test the use of the RESUMIX system for a 1 year period.  Prior to the test, all bargaining unit members will receive training on the RESUMIX system and resume writing skills.  A separate Memorandum of Agreement will be developed for the test period.

Section 5.  Candidates for promotion shall be given, upon individual request, their rating for promotion and the disposition of their applications.  The Employer shall provide appropriate counseling and guidance to any employee rated ineligible or not selected for promotion, in order to improve the employee's career opportunities.

Section 6.  It is agreed that as a reasonable condition of employment each candidate who will have fire-fighting duties included in their job description will be required to meet Office of Personnel Management physical requirements. This will include individuals involved in reduction‑in‑force or individuals that may have entered the Fire Department in a non‑fire fighting position.

Section 7.  Paramedic Program. If the Employer establishes firefighter positions to include paramedic duties, employees selected for this program who cannot successfully complete the required training to be certified as Paramedics, will be provided the opportunity to return to their former positions in the Fire Prevention and Protection Division. Employees selected for the program who cannot be promoted because of time in grade restrictions will be considered for waiver in accordance with government wide regulations.

ARTICLE 13

PHYSICAL FITNESS REQUIREMENTS

Section 1.  The parties recognize the importance of physical fitness for employees engaged in fire fighting.  Continued physical fitness is a reasonable condition of employment.


a.  Management has determined that one-hour of duty time, 3 days per week will be designated during the duty day for the purpose of performing physical training requirements as established by the Employer.


b.  Employees will be required to engage in exercise for a minimum of 30 minutes, sufficient to raise an employee's heart rate to the "target zone."


c.  Employees may elect to exercise longer than 30 minutes, if they elect to do so, however, they will be required to be showered and ready for duty at the end of the 60-minute period.


d.  To the maximum extent practicable, the 60-minute Physical Training period will be scheduled contiguously with a period of standby time.  With prior supervisory approval, employees may utilize their standby time to continue exercising beyond the designated 60-minute period or utilize their standby time for cleanup.


e.  Employees will be required to respond to a fire call regardless of whether the call is received during the designated Physical Training period or if an employee is exercising during standby time.


f.  Employees will be required to provide their own exercise clothing and shoes.

Section 2.  Union and management shall jointly develop a physical fitness program, which shall, at a minimum, meet the requirements of applicable Army regulations.  And all employees of the bargaining unit should participate in the program.

ARTICLE 14

SAFETY

Section 1.  The Employer will continue to make every reasonable effort to provide and maintain safe working conditions for employees in the unit.  It is agreed that safety is a collective responsibility of the Employer and the employees.  The Union will cooperate with the Employer by encouraging employees to observe all safety rules, requirements, and regulations in the performance of their assigned duties; to report promptly to their supervisors all observed unsafe practices or conditions; and, if injured on the job, to report the injury to their supervisors immediately.

Section 2.  The Employer agrees that all emergency equipment assigned to the operation of the Fire Department will receive top priority in maintenance, to assure that the emergency equipment will be in a safe operating condition at all times.  The Employer shall provide for testing and inspection of the structural integrity and safety of all apparatus and equipment utilized by the fire protection/inspection sections.  The results of these tests will be made available to the Union upon request.  The Employer agrees to take prompt and appropriate action when unsafe conditions involving apparatus and/or equipment is reported to or observed by the Employer.  New and replaced equipment will meet applicable standards.

Section 3.  The Employer agrees that during the winter season, the Arsenal Fire Station premises will receive equipment access priority in snow plowing, sanding, and salting.

Section 4.  Unsafe Conditions.  When an employee feels that he is subjected to unsafe or unhealthy conditions, other than fire protection and fire prevention duties, which by their nature are recognized, to be inherently hazardous, he will report the circumstances to his immediate supervisor.  The Employer will take prompt action on the employee complaint.  If the complaint cannot be resolved through management channels within the organization, the Safety Office (SMARI‑SF) will be contacted to make an on‑site determination of the reasonableness of the complaint. All action taken as a result of an employee complaint will be a matter of written record.

Section 5.  The Parties mutually agree to fully support initiatives developed to provide educational information to employees in the Fire and Emergency Services Division, Directorate of Public Works, Rock Island Arsenal designed to increase awareness and understanding of AIDS (Acquired Immune Deficiency Syndrome).

Section 6.  With the ongoing concern toward the spread of infectious diseases, the employer agrees to provide for the protection of bargaining unit employees to include provision of disposable gloves, micro shields, protective aprons, and adequate eyewash for response at any type of medical emergencies where the handling of the victim may be cause for concern.

Section 7.  Protective clothing furnished to bargaining unit employees will be in accordance with the requirements of OSHA and NFPA standards.  Employees shall be responsible for the condition of items furnished and the return of such items as required by the Employer.  Equipment utilized by unit employees will be in accordance with NFPA 1500 standards.  The Employer agrees to replace/repair or decontaminate protective clothing and equipment.

Section 8.  The Employer agrees that employees exposed to infectious diseases, hazardous substances, toxic fumes, epoxy paint, radiation, etc., shall be given an appropriate physical evaluation as soon as practical.  The Employer will maintain an up to date hazardous material exposure record for all bargaining unit employees.  The employer agrees to provide the Union a copy of this record upon request with the employee’s written consent.

Section 9.  The Employer and the Union agree that in an effort to promote safety and infectious disease control that the department will appoint a Safety Officer and an Infectious Disease Control Officer.

Section 10.  Rehabilitation During Emergency Operations.  The Employer shall maintain an awareness of the condition of bargaining unit employees operating within their span of control during emergencies and ensure that adequate steps are taken to provide for their safety and health.  The command structure shall be utilized to request relief and reassignment of fatigued crews.  The incident commander shall consider the circumstances of each incident/hazardous stand-by and make suitable provisions for rest and rehabilitation of bargaining unit members operating at the scene.  These considerations shall include medical evaluation and treatment, providing food and fluid replenishment (at no cost to the employee) and relief from extreme climatic conditions, according to the circumstances of the incident.

ARTICLE 15

TRAINING

Section 1. The parties recognize that training and development of employees is essential to efficient operations.  The Employer has the responsibility to provide training necessary to assure maximum efficiency of unit employees in the performance of their official duties.  Employees have the responsibility to take full advantage of the training made available and for applying the learning to their job.

Section 2.  The Union may submit recommendations for improvement of the training programs and development of employees.  The Employer will give due consideration to the views of the Union.

Section 3.  The Employer shall provide training opportunities for employees to increase skills and performance in accomplishing the mission.  Such training, as determined by the Employer, shall be at no cost or loss of benefits to the employee.  The Employer shall attempt to distribute training opportunities equitably in meeting the needs of the organization.

Section 4. The Employer will agree to provide and maintain an area on the Arsenal property to be used for purposes of practical training.

Section 5.  The parties agree that unit employees are required to participate in the DoD Fire and Emergency Services Certification program.  The Employer agrees to pursue adequate funding to support the program, which includes but is not limited to training material, reference material, computer equipment and training aids.

Section 6.  The Employer agrees to provide and maintain a department library consisting of fire prevention films, books, periodicals, Technical Orders, Trade Journals, etc., for employees’ self-development and technological advancement which may be checked out by unit members for their use.

Section 7.  The Employer agrees to maintain and/or provide access to adequate facilities necessary to support the practical portion of the approved training programs.

Section 8.  Consistent with the nature, location, availability of local transportation and duration of TDY assignments, the Employer agrees to consider requests to provide a rental car during the TDY period.

Section 9.  The Employer shall provide counseling, training and guidance to all employees in an effort to assist them in remaining current in their assigned positions and, insofar as possible, for the purpose of assisting their career development.

Section 10.  An employee shall not be assigned to duties for which they lack the necessary knowledge, skills and ability.

Section 11.  Job related training opportunities will be offered without regard to race, religion, color, creed, national origin, age, sex, disability, political/or union affiliation or any other non-merit factor.

ARTICLE 16

GRIEVANCE PROCEDURE

Section 1.

a.  The purpose of this article is to provide a procedure for the prompt and equitable settlement of grievances.  This procedure is the exclusive method available to employees in the unit when processing grievances on interpretation and application of this agreement, working conditions, supervisory relationships or any matter not specifically excluded.  Employees who use this procedure may represent themselves or be represented by the Union.  In the event the employee(s) chooses self‑representation, it is agreed that the Union shall be given the opportunity to be present during the grievance procedure between the Employer and employee(s) concerning the grievance.  However, any employee or group of employees in the unit may present such grievance to the Employer and have them adjusted without the intervention of the exclusive representative as long as the adjustment is not inconsistent with the terms of the agreement and the exclusive representative has been given the opportunity to be present at the adjustment.


b.  The Union agrees to encourage employees to use the grievance procedure, Employer or statutory appeal procedures, or informal discussions with supervisors prior to addressing their concerns to organizations or individuals outside Rock Island Arsenal.  The Union will use the negotiated provisions of Article 17 or address their concerns to the Employer prior to contacting organizations or individuals outside Rock Island Arsenal.

Section 2.  Exclusions.  Excluded from this procedure are all issues which:


a.  Involve matters of reduction‑in‑force procedures or matters properly referable through the agency Equal Employment Opportunity procedures.


b.  Involve the content of policy issuances unless the complaint alleges that the local requirements are at variance with requirements established by a higher headquarters.


c.  Involve the non-selection for promotion from a group of properly ranked and certified candidates.


d.  Involve an action terminating a temporary promotion within a maximum period of 2 years and returning the employee to the position from which he was temporarily promoted.


e.  Involve the non-adoption of a suggestion or disapproval of a quality step increase, performance award, or other kind of honorary or discretionary award.


f.  Involve a preliminary warning or notice of an action which, if effected, would then be eligible for consideration either as a grievance or appeal.


g.  Involve the termination of temporary employees with a definite time limitation, term employees, or annuitants, on or before the expiration date of appointment.


h.  Involve allegations of mismanagement when no form of personal relief to the employee(s) is appropriate.  In such instances, the Activity Commander, at his discretion, may refer such matters to an Inspector General or Board of Officers for appropriate consideration as provided in AR 15‑6.


i.  Involve the separation of employees during probationary or trial periods.


j.  Involve decisions relating to the Federal Employees, Compensation Program.


k.  Those provisions specifically excluded under 5 USC Chapter 71 are:



(1)  Any claimed violation of Subchapter 3 of Chapter 73 of this title (relating to prohibited political activities);



(2)  Retirement, life insurance, or health insurance;



(3)  A suspension or removal under Section 7532 of this title;



(4)  Any examination, certification, or appointment; or



(5)  The classification of any position which does not result in the reduction in grade or pay of an employee.

Section 3.  Procedure.  (Note: During all steps of this procedure, working days are defined as Monday through Friday.)  


When two or more employees have grievances concerning substantially the same issue(s), the Union shall select one employee to process an individual grievance. The decision rendered on the grievance shall apply to the remaining grievants. All grievants must be identified by name at Step 1 and the grievance form must be annotated by the Union at Step 2 as a group grievance.


a.  Step 1.  The employee will notify the Fire Chief of his desire to mediate the issue.  The Fire Chief or designee will contact the Civilian Personnel Advisory Center to arrange for mediation of the dispute. The mediator will meet within ten (10) working days of the request to mediate with the appropriate parties in order to facilitate resolution of this dispute.  If the grievance is not settled to the satisfaction of either the employee or management, the parties agree to proceed to the next step of this procedure.


b.  Step 2.   The complaint will be reduced to writing, identifying the issue(s) and resolution desired; and submitted to the Fire Chief.  The Fire Chief, or his designated representative, will meet with the employee(s) and steward within ten (10) days of receipt of the complaint.  The Fire Chief or designee will issue the decision within ten (10) days after the meeting.  If the matter is not settled to the employee’s satisfaction, the employee then has the option to submit the grievance to Step 3.


c.  Step 3.  The employee will reduce the unresolved complaint to writing on a form mutually agreed to by the Employer and the Union.  Management officials shall be responsible for procurement of a grievance control number from the Civilian Personnel Advisory Center, and the annotation of the date received, meeting date, and decision date.

The written grievance will be submitted within ten (10) working days from the date of the Step 2 decision. The written grievance will be submitted to the Director, Public Works, or his designated representative who will annotate in writing on the grievance form the date of receipt.  The Director, Public Works, or his designated representative and such management representatives as he may request, will meet with the aggrieved employee(s), the steward and the president or vice president of the Union within ten (10) working days from the date of receipt of the written grievance to attempt to reach a satisfactory settlement of the grievance.  The Director or his designated representative will give his written decision to the employee(s) within ten (10) working days after the conclusion of the meeting.  If the grievance is settled to the satisfaction of the employee(s), no further consideration will be given this matter.  If the grievance is not settled to the satisfaction of the employee(s), the Union may make a formal notification to the Civilian Personnel Advisory Center within ten (10) working days after receipt of the Director's decision that the unresolved grievance be submitted to arbitration.

Section 4.  If any grievance is not taken up with the Fire Chief or his designated representative within three (3) weeks after the occurrence of the matter from which the grievance arose, such grievance shall not be presented or considered at a later date.


Section 5.  At each step of the grievance procedure, the Union shall be permitted to call relevant employee witnesses who shall suffer no loss of pay for so serving.

Section 6.  The Employer may call witnesses, observers, or management representatives it deems necessary to bring about a satisfactory settlement to a complaint or grievance.

Section 7.  Failure of the employee to process grievances within the time limits prescribed in each step of the grievance procedure will automatically cancel the grievance and no further consideration will be given this matter.  Extensions may be granted, provided mutually agreed upon by both parties, for unusual cases.

Section 8.  Failure of management to answer written grievances within the time limits prescribed in each step of the grievance procedure shall permit the Union to refer the case to the succeeding step of the procedure.  Extensions may be granted, provided mutually agreed upon by both parties, for unusual cases.

Section 9.  Questions that cannot be resolved by the parties as to whether or not a grievance is on a matter subject to the grievance procedure or is subject to arbitration will be referred to arbitration in accordance with Article 18. The issue of grievability/arbitrability will be the only question referred to the arbitrator for decision.

Section 10.  If an employee(s) resigns, dies, or is separated by any action other than removal before decision is reached on a grievance being processed and no compensation issue is involved, action will be stopped and all interested parties will be notified that because of the separation, the case is being closed without decision.  A copy of this notification will be made a part of the case record.

Section 11.  If during the course of a grievance a question arises as to the interpretation of published agency policy, provisions of law or regulations of appropriate authority outside the agency, the grievance will be delayed at the step in the procedure where the question of interpretation first arises.  The Employer will forward the inquiry as to the interpretation of the regulation (etc.) in question to the Department of the Army who will coordinate with any higher authority necessary to obtain an authoritative interpretation.  The grievance shall not be delayed beyond forty‑five (45) days awaiting said interpretation.  Processing of the grievance shall commence on the forty‑sixth (46) day or within ten (10) working days after receipt of the interpretation, whichever occurs first.  The Employer shall furnish the Union a copy of the interpretation upon receipt.

ARTICLE 17

EMPLOYER AND UNION DISPUTE PROCEDURE

Section 1. 

a.  The purpose of this article is to provide for the satisfactory settlement of grievances involving application and/or interpretation of this agreement where no individual employee grievance is involved.


b.  Questions which cannot be resolved by the parties as to whether or not a grievance is on a matter subject to the provisions of this procedure shall be referred to arbitration for decision. The question of grievability/arbitrability will be the only question before the arbitrator.


c.  All grievances must be processed to Step 1 of this procedure within ten (10) working days of the occurrence of the matter from which the grievance arose.

Section 2.

a.  Step 1.  The president of the Union will notify the Civilian Personnel Advisory Center of its desire to establish a Step 1 meeting to discuss the grievance.  The meeting shall be held within three (3) working days of the request.  Within five (5) working days from the conclusion of the meeting, the Chief, Civilian Personnel Advisory Center, or his designated representative shall provide the Union President with an oral decision.  If unsatisfactory, the Union will reduce the grievance to writing on the grievance form and process the grievance to the next step of the procedure.


b.  Step 2.  Within five (5) working days from the date of the Step 1 decision, the written grievance will be submitted to the Civilian Personnel Advisory Center where the date of receipt will be annotated on the grievance form.  The management and Union negotiating committees will meet within five (5) working days to discuss the grievance.  The Union shall be provided with a written decision.  If unsatisfactory, the Union may request the grievance be submitted to arbitration by so notifying the Chief, Civilian Personnel Advisory Center within ten (10) days of the written decision.

Section 3.  Employer‑initiated grievances shall be processed under the above procedure, altered to the extent that the Chief, Civilian Personnel Advisory Center, or his designated representative shall initiate the procedure.

ARTICLE 18

ARBITRATION

Section 1.  If the Employer and the Union fail to settle any grievance, such grievance may, upon written notice of either the Union or Employer, depending on which party initiated the grievance, be referred to arbitration.  Such written notice must be served not later than ten (10) working days following the conclusion of the last step of the grievance procedure.

Section 2.  Within two (2) weeks from the date of receipt of a valid arbitration request, the parties shall meet and attempt to stipulate the issue and select an arbitrator.  If the parties are unable to agree upon an arbitrator, they shall request from the Federal Mediation and Conciliation Service (FMCS), a list of seven (7) impartial persons qualified to serve as arbitrators.  The parties shall alternately bear the cost of the FMCS fee for providing such a list.  Upon receipt of the list, the parties shall meet within five (5) working days.  If they cannot mutually agree upon one of the listed arbitrators, the Union and Employer shall strike one arbitrator's name from the list and then repeat this procedure until only one name remains.  The Union shall have the first strike.

Section 3.  The arbitrator's fee and his necessary travel expenses will be borne equally by the parties and shall be paid in accordance with appropriate regulations.

Section 4.  The arbitration hearing shall be held on the Employer's premises during the regular day shift hours of the basic workweek. All necessary participants in the hearing and pre‑hearing meeting called by the arbitrator, if Federal Government employees, will incur no loss of pay or charge to leave if otherwise in a duty status.

Section 5. The arbitrator shall be requested to render his award as quickly as possible, but in any event, no later than sixty (60) days after the conclusion of the hearing or filing of the post‑hearing briefs, unless the parties agree to a longer period.

Section 6.  It is agreed and recognized that arbitration provided herein is binding and appealable only under the provisions of 5 USC Chapter 71 to the Federal Labor Relations Authority.

Section 7.  Arbitrator's Authority.


a.  In rendering a decision, the arbitrator has the authority to:



(1)  Interpret and define the explicit terms of this agreement;



(2)  Rule on the application of Office of Personnel Management, Department of Defense, Department of Army, and command regulation and policy utilizing all official proponent interpretations issued under the terms of this agreement.


b.  The arbitrator shall have no authority to alter, amend, add to, or subtract from the terms of this agreement or any other agreement made supplementary hereto.


c.  The arbitrator may not substitute his discretion for that of the Employer in cases where the Employer has exercised discretion on a manner allowed by law, regulation, or this agreement.

Section 8.  The arbitrator shall rule on the grievance as submitted by the parties. The decision shall be based on the presentation of the parties and the arbitrator shall have no authority to alter, amend, add to, or subtract from the grievance and arguments as submitted by the parties through presentation of the case and post‑hearing briefs.  The arbitrator shall have no authority to expand the grievance and may only rule on the stipulated issue as stated by the parties.

ARTICLE 19

ALTERNATIVE DISCIPLINE PROGRAM

Pursuant to the Partnership Agreement, 10 Nov 94, parties agree to follow the provisions of the Alternative Discipline Program.  This is a program of "Paper Discipline” in which an SF-50 documenting that an employee has been disciplined shall be placed in the Official Personnel Folder.  The discipline has the same force and effect as a suspension, with no loss of pay to the employee.  The parties recognize that circumstances may warrant discipline, but the interests of correcting behavior allow the imposition of the discipline without loss of pay.  The parties also recognize that the paper discipline shall serve as the equivalent of a loss of pay suspension for any future action against the employee that might be processed by the employer.

ARTICLE 20

UNIFORMS, PROTECTIVE

CLOTHING AND UNIFORM ALLOWANCE

Section 1.  The Employer agrees to furnish all fire fighters protective clothing and equipment, required by applicable regulations; safety shoes, required in performance of the mission; and all cap devices, insignia and patches prescribed.

Section 2.  All uniforms will be in compliance with NFPA 1975 Standards.  The dress uniform will be worn for official business functions only unless it meets NFPA 1975 requirements.  The Employer agrees that there will be no change in the uniform without prior notification to the Union.  A six (6) month grace period shall be allowed in the event of any uniform changes made by higher agencies.

Section 3.  Uniform allowances will be in accordance with existing rules and regulations.  Uniforms will be as specified in the station house rules.

Section 4.  It will be required of each employee to report for duty in a complete uniform of the day.  In the event an employee is assigned duties which would require the wearing of a "dirty work uniform" that employee shall maintain a uniform of the day in his locker in the event uniform change is required.

Section 5.  It is agreed that the Employer will instruct all new employees of complete uniform requirements and process requests for uniform allowances as expeditiously as possible.

Section 6.  Parties agree to address appropriate dress during standby time in the station house in fire department rules.

ARTICLE 21

USE OF OFFICIAL FACILITIES

Section 1.  The Employer agrees to provide a reasonable amount of bulletin board space located in the Rock Island Arsenal Fire Department for the posting of Union notices.  The Union agrees that literature posted and/or distributed must not violate any law, regulations or security of Rock Island Arsenal or contain scurrilous, libelous, derogatory or other such matter.

Section 2.  The Employer agrees to allow access to all regulatory guidance included in the Supervisor's Civilian Personnel Handbook through the installation’s Intranet services.  

ARTICLE 22

PUBLICIZING THE AGREEMENT
Section 1.  The Employer agrees that as part of their orientation, all new or rehired employees in the bargaining unit shall be informed of the Union's exclusive recognition status, and given a copy of this agreement.

Section 2.  The Employer further agrees to furnish each employee in the bargaining unit a copy of this Agreement.

ARTICLE 23

VOLUNTARY ALLOTMENT OF UNION DUES

Section 1.  Employee Eligibility.  An employee may at any time authorize an allotment from his pay for the payment of Union dues (the regular, periodic amounts required to maintain good standing in the Union) provided he meets all of the following requirements:


a.  He regularly receives an amount of pay that is sufficient after legal and other authorized deductions to cover the full amount of Union dues.


b.  He has voluntarily completed Standard Form 1187, Request and Authorization for Voluntary Allotment of Compensation for Payment of Employee Organization Dues.


c.  He is employed in the unit represented by the Union for which he authorizes payroll withholding of dues.

Section 2.  Procedure:  Deduction of Union dues for an eligible employee will be accomplished by the Defense Finance and Accounting Service (DFAS) beginning with the first full pay period after receipt. The employee must have properly completed and signed the SF 1187, and submitted the form to the designated official of the Union.  The Union must complete and sign Section A of the SF 1187, certifying as to amount, prior to submitting the form.

Section 3.  Amount.


a.  The amount of the Union dues to be deducted each pay period will remain as originally certified to on the SF 1187 by the designated Union official until a change is made and certified to by such official and that certification is submitted.


b.  Any change in the amount of an employee's regular dues with resultant changes in the amount of the dues deduction of such employee per pay period will be effective with the deduction made for the first full pay period beginning after receipt of the notice of change, or at a later date if requested by the Union.  Such changes in the amounts of the Union dues will not be made more frequently than once each twelve- (12) months.

Section 4.  Termination.

a.  An employee's voluntary allotment for payment of Union dues will be terminated with the start of the first pay period following the pay period in which one or more of the following occur:



(1)  Any type of separation, transfer, or other personnel action which results in the employee leaving the unit.  The employee will be responsible for notifying the appropriate office i.e. customer service representatives, when such move or reassignment takes place.



(2)  Loss of Exclusive Recognition by the Union.



(3)  Suspension or termination of the agreement providing for dues withholding by an appropriate authority outside of DOD.



(4)  Suspension or expulsion of the employee from the Union.


b.  An employee's allotment for the deduction of Union dues may also be terminated by the employee's submission of a Standard Form 1188, Revocation of Voluntary Authorization for Allotment of Compensation for Payment of Employee Organization Dues.  A dues assignment may be revoked on 1 September or on the first anniversary date of the SF 1187, whichever is later.  After the first year membership requirement is met, dues may be revoked only on 1 September.  A termination of allotment under this paragraph will be effective with the first full pay period after 1 September, provided the revocation is received by such date. Upon receipt of any such SF 1188, the Employer will transmit the duplicate of such form to the designated Union official.


c.  The Union will promptly notify the appropriate office in writing when any of its members who have authorized an allotment for payment of Union dues is expelled or suspended from the Union or ceases to be a member in good standing.

Section 5.  Remittance.  The Employer, through the Finance office, will transmit to Norwest Bank, 203 West Third, Davenport, Iowa, within three (3) working days after each payday, a check drawn on the Treasury of the United States and made payable to the Union in the amount equal to the total of all allotment deductions made.

Section 6.  A list identifying the Union by name and local number which will include the name of each employee member on dues deduction, and the amount of the deductions made for each such employee member will be forwarded to the secretary/treasurer of the Union.

Section 7.  General.


a.  The Union recognizes its obligation to inform and educate its members on the program for allotments for payment of dues, and the uses and availability of the required form. The Union is also responsible for procuring and distributing the prescribed allotment form (SF 1187) and for certifying as to the amount of its dues.


b.  The Employer, through the Payroll Office, agrees to maintain a supply of the prescribed form (SF 1188) for use in revoking an allotment and to make this form available to employees upon request. Written requests for revocation of allotment which are otherwise in order and signed by the employee will be accepted and acted upon even though not submitted on the prescribed form.


c.  This article for voluntary allotment of Union dues will continue in effect for the life of the agreement.

Section 8.  The Union will indemnify, save harmless, or take other steps requested by the Employer to protect the Employer from any and all claims and disputes by reason of its acting hereunder.

ARTICLE 24

JOB DESCRIPTIONS

Section 1.  It is mutually agreed that the Employer has full authority to make duty assignments and such assignments will be performed by employees in the unit. The Employer agrees that duty assignments will be normally related to the employee's position and classification.

Section 2.  The Employer and the Union recognize that all work assignments cannot be covered in job descriptions and that some work assignments are made under the provisions of "other duties as assigned.  If any "other duties" should be assigned with such frequency as to become "regularly assigned" and they meet the definition of a major duty, the job description will be revised.

Section 3.  The Union recognizes the right of the Employer to determine duty assignments.  The Employer agrees to notify the Union prior to changing the classification of an employee's position in the bargaining unit, which will result in an adverse personnel action or remove the employee from the bargaining unit.

Section 4.  Questions of fact regarding the accuracy of an employee's officially assigned job description should be resolved between the employee and the supervisor. Where necessary, a decision involving current and future duties and responsibilities of the position will be made by the Commander, Rock Island Arsenal or designee; his decision will be considered final.

Section 5. Employees may seek the adjustment of the pay category, title, series, or grade of their officially assigned position under the provisions of the procedures as described in applicable current laws, rules and regulations.

ARTICLE 25

PRODUCTIVITY

Section 1.  The parties mutually agree that the public interest requires high standards of employee performance and the continual development and implementation of modern and progressive work practices to facilitate improved employee performance and efficiency.  In pursuit of this goal, technological progress and the economical use of human and other resources shall be of mutual concern to the parties.

Section 2.  In addition to the training provided by the Employer, the Union shall encourage unit employees to take advantage of training opportunities of a self‑development nature to upgrade their skills, knowledge, and abilities.

Section 3.  The Union shall assist the Employer in introducing cost reduction proposals, which would be in the best interest of lowering the overhead rate and improving the competitive stature of the Arsenal.

Section 4.  The parties shall place full support and effort behind such human resource programs as Upward Mobility, Equal Employment Opportunity, and Employee Assistance Program, as such programs improve employee well‑being, proficiency, and morale; and serve to promote the efficient administration of Arsenal operations.

Section 5.  In realization of the effects of wasteful abuse of energy upon the productivity of the Arsenal, the parties agree to promote and support all local efforts to conserve energy resources through the economical use of Arsenal electricity, gas, oil, water, paper, etc.; support of paper recycling projects; and carpooling.

Section 6.  To the extent permitted by law, the Employer agrees to request the U.S. Justice Department to defend, when appropriate, all claims and civil lawsuits arising from emergency service/treatment performed within the firefighter's/technician's course and scope of official duties.

Section 7.  In the even shift personnel cannot issue flame permits, such duties will be performed by the Fire Inspectors, as determined by the Officer In Charge.

Section 8.  In order to comply with the provisions of the DoD Fire Fighter Certification program the Employer agrees to provide adequate training to unit employees by Agency certified vendors/contractors or other appropriate sources.  

ARTICLE 26


MISCELLANEOUS

Section 1.  The Employer agrees to provide suitable living facilities including those necessary for comfortable working, sleeping, eating, recreation, training, and study.  Shower and latrine facilities will also be provided.

Section 2.  The Employer agrees to maintain station house rules.  Prior to implementing any changes or making additions to the station house rules, the union will be consulted and its views will be considered.

Section 3.  The eating and sleeping quarters in the Fire Department will be used only by fire fighters and will not be open to transient personnel.

Section 4.  Membership to the mess fund will be on a voluntary basis.  Cooking assignments will be made among employees who are members of the mess fund, all employees who use the kitchen will participate in kitchen cleanup after the meal.  Normal fire station maintenance, including periodic cleaning of the kitchen, will be performed by all employees of the bargaining unit.

Section 5.  Soft Drink Machine.

The Employer recognizes that the unique shifts worked by Firefighter personnel do not lend themselves to utilizing the Post Restaurant facility.  As a result, the Employer agrees to allow the Union to maintain a soft drink vending machine for the employees in the Fire Station.  The Union will assume total responsibility for the soft drink vending machine located in the Fire Station.  The Union will operate the machine and administer the money solely as a service to the employees in the Fire Station. Profits realized by the operation of the vending machine will be utilized to finance benefits for employees in the Fire Station (e.g. funeral bequests or cable TV hookups).  Any discrepancies in finances will be the Union's responsibility and will not reflect on the Employer.

Section 6.  Smoking is prohibited in DOD buildings in accordance with Department of Defense (DOD) Instruction 1010.15, 7 March 1994.  Smoking will be done outside the building, at least 50 feet from entrances and exits.

Section 7.  When an employee becomes temporarily disabled as certified by a medical doctor through accident or natural causes and cannot fully perform his assigned duties, the Employer will make every reasonable effort to assign him to suitable temporary duty available, first within the Fire Prevention and Protection Division, and then the Directorate of Public Works.

Section 8.  The parties recognize the need for a drug-free workforce and support the Agency program of random drug testing.  All Agency drug testing will be conducted in accordance with applicable laws, rules and regulations.

ARTICLE  27

EMPLOYEE ASSISTANCE PROGRAM

Section 1.  Individual employee participation in the Employee Assistance Program is voluntary.  Employees are encouraged to avail themselves of the EAP programs for counseling, referral or other assistance whenever needed.  Assistance is available for many work and home life issues such as grieving, alcohol abuse, substance abuse, gambling, parenting, domestic issues, financial problems and others. 

Section 2.  A manager or supervisor who suspects that an employee has alcohol or another intoxicants in their system, which in the manager/supervisor’s opinion could affect the performance of the employee or co-workers will request an on-site visit by an EAP counselor.  The manager/supervisor with EAP input will make a determination as to whether or not an employee is fit for safe and efficient performance of official duties.  If suspected of having alcohol in their system employee’s will be given the option of taking a breathalizer test.  In the event an employee is deemed to be unfit for the safe and efficient performance of official duties, the employee will be removed from official duty status and carried in an administrative leave status for the remainder of that work day.  Employees in a duty status with alcohol or other intoxicating substances in their systems may be subject to appropriate disciplinary action.

Section 3.  An employee facing disciplinary action will be offered the opportunity to request voluntary participation in an employee assistance program and have the disciplinary action held in abeyance until successful program completion, if there is a clearly identified nexus between the identified problem and the misconduct. 


a.  Approval of the request for voluntary participation in an employee assistance program shall be based upon the initial intake interview with the EAP staff as to the likelihood of successful completion.  The length of the treatment program will be determined by the manager/supervisor in conjunction with the EAP staff.  In cases where removal of the employee is proposed the minimum prescribed treatment program shall be one year.  In matters where conduct or performance is extreme or egregious, participation in an assistance program may not be offered to the employee.  

b.  If the employee successfully completes the prescribed treatment program while maintaining a successful level of performance and has no further instances of misconduct the disciplinary action will be rescinded.  In cases of non-compliance with a treatment program, the disciplinary action will be reinstated.

c.  Normally, an employee will only be approved for an EAP program with disciplinary actions held in abeyance one time.  

d.  In all circumstances, an employee shall have the right to seek Union representation throughout the process.

Section 4.  An employee may be referred to EAP by the Employer, the Union, themselves or other employees.   Employees must obtain supervisory approval prior to any worksite absence while in a duty status.  Employees are afforded duty time to visit the employer’s EAP office.
ARTICLE 28

DURATION OF AGREEMENT

Section 1.  In accordance with 5 USC 7114(c), the agreement between the parties will be submitted to higher authority to determine compliance with applicable published laws, regulations, and policies.  Where violation of laws, regulations or published policies of higher echelon are found, higher echelon will advise the Commander, Rock Island Arsenal, of the specific violation and furnish the appropriate citation of law, regulation, policy, or decision of the central labor authority.  The parties will meet and negotiate the required changes in the agreement.

Section 2.  This agreement shall remain in full force and effect for three (3) years from the date approved by higher echelon or the thirty‑first (31st) day after execution by the Commander, whichever is earlier.

Section 3. The termination date of the agreement shall be considered to be 11:59 p.m. on the day prior to the anniversary of the date identified by Section 2.

Section 4.  Either party may give written notice to the other, not more than one hundred five (105) days, nor less than sixty (60) days prior to termination date of this agreement, or any anniversary date thereafter, of its intention to terminate this agreement in its entirety, or to renegotiate this agreement, or any part thereof. If neither party gives timely notice, this agreement shall be automatically renewed for one (1) additional year.

Section 5.  When notice to renegotiate this agreement is given, the moving party shall indicate the subject article(s) in which changes are sought, together with a copy of the proposed changes. Negotiations on the proposed changes will begin within thirty (30) calendar days after receipt of such notice. If, for good and sufficient cause, either party requests an additional extension of time, that extension shall not exceed fifteen (15) calendar days.

Section 6.  If renegotiation of this agreement is in progress, but completion at the local level has not been accomplished by its termination date, the agreement will be extended for a period of not to exceed six (6) months.

Section 7. The articles or sections of this agreement may be reopened for amendment(s) by mutual consent of both parties. Requests for such amendment(s) by either party shall include a written summary of the amendment(s) and a reasonable time (15 workdays) after receipt of such notice to review the proposed amendment(s). If the parties mutually agree that opening of the agreement is warranted, they shall arrange to begin negotiation on a mutually agreed date. No changes other than the agreed‑upon amendments shall be considered during negotiations.

Section 8.  The parties agree that they have bargained fully with respect to all proper subjects of collective bargaining and have settled all such matters as set forth in this agreement.

Section 9. The parties agree that upon the signing of this agreement, all memorandums of understanding predating this agreement are null and void.

In witness whereof the parties hereto by their

authorized representatives have executed this

agreement on this ___ day of ______________, 2001.

International Association of





Rock Island Arsenal

Federal Fire Fighters, Local F-292

EXECUTED:

Under authority delegated by the Secretary

of the Army, this agreement is executed

for the Department of the Army.

RANDALL D. CORBIN

Colonel, OD

Commanding

Approved by the Department of Defense on_________________.
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