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Preamble

This Agreement is made between the African Development Foundation (“the Agency" or “ADF”) and the ADF Bargaining Unit (BU) of the American Federation of Government Employees, Local 3403 (“the Union”), hereinafter referred to as “the Parties”.

The Parties agree that a constructive and cooperative working relationship between labor and management is essential to achieving the Agency's mission and to ensuring a high quality work environment for all employees.  The Parties recognize that this relationship must be built on a solid foundation of trust and mutual respect, and a shared interest in organizational success.

Therefore, the Parties agree to work together to identify problems and craft solutions, enhance productivity, and deliver the best quality of service to our grantees, applicants, and other customers.

iii

Article 1

Recognition and Coverage

Section 101:  The Agency recognizes the Union as the exclusive representative for all employees in the unit as defined by the Certification of Representation dated January 19, 2001.

Section 102:  This Agreement applies to all employees in the unit, which includes all professional and non-professional employees of the Agency as defined in the Certification of Representation.  In accordance with 5 U.S.C. 7112, excluded are all:

(a)  management officials as defined in 5 U.S.C. 7103(a)(11);

(b)  supervisors as defined in 5 U.S.C. 7103(a)(10);

(c)  confidential employees as defined in 5 U.S.C. 7103(a)(13);

(d)  employees engaged in personnel work in other than a purely clerical capacity [see 5 U.S.C. 7112(b)(3)];

(e)  employees engaged in administering the provisions of 5 U.S.C. Chapter 71 [see 5 U.S.C. 7112(b)(4)]; and

(f)  employees primarily engaged in investigation or audit functions relating to the work of individuals employed by the Agency whose duties directly affect the internal security of the Agency, but only if the functions are undertaken to ensure that the duties are discharged honestly and with integrity [see 5 U.S.C. 7112(b)(7)].

The Agency agrees to notify the Union when it establishes any new position as well as whether the position is in, or excluded from, the BU.  Should a position be excluded from the BU, Management will explain the reason for exemption and the basis of the decision.   

The Parties agree to discuss BU determinations before filing a clarification of unit (CU) petition with the FLRA.

The Agency will provide the Union with a list of names of BU employees and their positions upon request.

Article 2

EMPLOYEE RIGHTS AND RESPONSIBILITIES

Section 201:  Employees shall have the right, without fear of penalty or reprisal, to form, join and assist the Union; or to refrain from such activity; to designate Union representatives for the purpose of processing grievances and consulting and/or bargaining with management officials on their behalf; to hold office in and participate in the management of the Union; to act in the capacity of Union representative; and to engage in other lawful Union activities.

Section 202:  Nothing in this Agreement will require an employee to become or remain a member of a labor organization, and no employee shall be required by this Agreement to have labor organizations dues withheld, except pursuant to a voluntary, written authorization by a member for the payment of dues.

Section 203:  All employees in the BU have the right to be represented fairly by the Union without discrimination and without regard to labor organization membership. 

Section 204:  BU employees have the right to Union representation at any examination or inquiry by a representative of Management 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 Union representation.

Section 205:  No employee shall be required or coerced by the Agency or the Union to invest money, make political contributions, donate to charity, or participate in activities or undertakings not related to the performance of official duties.

Section 206:  No employee shall be required to disclose his or her religion, race, ethnic group or political affiliation except as may be required in accordance with law.

Section 207:  Employees have the right (consistent with General Services Administration guidelines and other provisions and regulations stipulated in the Agency’s lease with its landlord and the local building code) to decorate their personal work area with paintings, posters, and photographs as long as the decorations are in good taste, reflect professionalism and are not offensive to coworkers or the public.  The Agency and the Union will make available to employees applicable requirements from the Agency’s lease.  When there is a question as to whether or not certain decorations are in good taste, the Agency will consult with the Union prior to making a decision on the action to be taken.

Section 208:  An employee may use a radio or compact disc player if it does not interfere with the work of the Agency and the employee uses earphones so as not to disturb co-workers.  

Section 209:  BU employees shall be protected in the exercise of their statutory rights.  It is also recognized that these same employees shall be responsible for performing their assigned work in a professional, diligent, and efficient manner in order to promote the mission of the Agency.

Section 21o: Personal Rights 

Employees shall have the right to direct and fully pursue their private lives, personal welfare, and personal beliefs without interference, coercion, or discrimination by the Agency so long as such activities do not conflict with job responsibilities. 

Section 211:  Dignity and Self Respect In Working Conditions 

Employees, individually and collectively, have the right to expect, and to pursue, conditions of employment that promote and sustain human dignity and self-respect. 

Section 212: Whistle-Blower Protection 

Employees shall be protected against reprisal of any nature for the disclosure of information not prohibited by law or Executive Order which the employee reasonably believes evidences a violation of law, rule or regulation, or evidences mismanagement, a waste of funds, an abuse of authority, or danger to public or employee health or safety. 

Section 213: Unlawful Orders 

An employee has the right to refuse orders that would require the employee to violate the law. This refusal to obey an unlawful order will not subject the employee to disciplinary or adverse action. 

Section 214: Employees are responsible for assuring that their conduct comports with the Standard of Ethical Conduct for Employees of the Executive Branch 5CR 2635.  

Article 3

Union Rights and Responsibilities

Section 301:  The Union, as the exclusive representative of employees in the BU, is entitled to act for and to negotiate collective bargaining agreements covering all employees in the unit and is responsible for representing the interests of all such employees without discrimination and without regard to labor organization membership.

Section 302:  The Union and its designated representative have the right, and shall be protected in the exercise of the right, consistent with the provisions of the law and this Agreement, to:

(a) engage in collective bargaining;

(b) represent BU employees according to the grievance procedures provided for in Article 11 of this Agreement;

(c) be given the opportunity to be represented at:

1.
any formal discussion between one or more representatives of the Agency and one or more employees in the unit or their representatives concerning any grievance or any personnel policy or practice or other general condition of employment; or

2.
any examination of an employee in the unit by a representative of the Agency 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 303:  The results of surveys of BU employees conducted or commissioned by either Party regarding conditions of employment will be shared with the other Party upon request.  If a third party conducts such a survey, the results will be shared with both the Agency and the Union.  In surveys conducted by the Agency, the confidentiality of individual employees’ responses will be protected to the greatest extent practicable.

OFFICIAL TIME

Section 304:  The Agency and the Union recognize that reasonable time spent by Union officials in the conduct of Labor-Management related duties under the Statue contributes to the development of orderly and constructive Labor-Management relations.

(a) The Union may have as many officers or representatives as it deems necessary.  However, the Agency will recognize only two (2) Union officials at any one time.  For the purposes of this Agreement, the term “official” refers solely to the two (2) Union officers or representatives (or their alternate) recognized by the Agency .

(b) A total pool of 160 hours per year will be granted for up to two (2) Union Officials for representational functions, including:  (i) attending formal discussions of a representational nature; (ii) meeting with Management and BU members regarding conditions of employment; (iii) assisting employees in the preparation and presentation of complaints and grievances; (iv) attending grievance meetings with managers and employees; (v) attending investigative interviews; (vi) participating in legislative conferences; and (vii) participating in other representational functions as necessary or required by law.   Except for participation in AFGE’s annual legislative conference, the Union may request, and the Agency will grant, official time in excess of the 160 hours to complete necessary representation functions specified in this paragraph.  
(c) In addition to the above limits, reasonable official time will also be granted to Union officials to:  (i) prepare for and attend Labor-Management negotiations and related third-Party proceedings; (ii) prepare for and participate in proceedings before the FLRA; (iii) attend meetings with FLRA field agents or attorneys pursuant to an unfair labor practice or in a proceeding to resolve an impasse; (iv) prepare for and participate in negotiations for collective bargaining agreements (CBAs); and (v) attend authorized Labor-Management relations meetings.  

(d) Employees in the BU are entitled to the use of official time as reasonable and necessary to discuss a potential grievance or to prepare a grievance and to be present at meetings concerning their grievance.

(e)  A Union official who finds it necessary to be absent from his or her work during duty hours as provided above shall:

(1) personally inform his or her supervisor of time, place and purpose of the meeting, anticipated time of return and obtain authorization to leave his or her regularly assigned duties.  The supervisor will normally concur, unless an urgent work situation demands otherwise.  In the event, the supervisor does not concur, he or she will suggest alternative times and dates for the meeting;

(2) be permitted to leave the work site to discharge his or her functions as described above once official time is approved by the supervisor; and

(3) personally inform supervisor at the time of their return to work duty. 

(f) The Agency will grant up to forty-eight (48) hours of official time for Union-labor relations-related training for any new Union official or alternate representative during the first year of service in this capacity.  In addition, the Agency will provide up to thirty-two (32) hours of official time per year for any Union official or alternate representative who has previously received Union-labor-relations training.

Section 305:  Reports to Management
The Union shall provide the Agency with a list of the names of all Union officers and representatives.  The Union will provide timely notice of any change in Union officials.

Every pay period, each Union official will submit a completed form, "Report of Union Representational Activities" to his or her supervisor for signature, who will then forward it to the office timekeeper for entry into the timekeeping system.  A sample of this form may be found in Appendix A.  The use of official time in accordance with this Agreement will not adversely affect a Union official's performance evaluation.

Section 306: Union Use of Facilities and Administrative Services
a. The Agency agrees to provide the Union an office within the 1400 I Street Office Building.  Though primary occupant of this space, the Union agrees to permit visiting staff or other individuals approved by the Agency restricted use of this office for meetings or as workspace if the Union is given advance notice and if requested meeting or work time does not interfere with the operations of the Union.  “Restricted use” means that those using the space with Union permission shall not have access to data that would compromise employee confidentiality (inclusive, but not limited to Union files or access to the Union’s personal computer).  The Union will have the key to the premises, as will Management and relevant building personnel for security purposes. 

b. The Agency will allow the Union to use the conference room for meetings at lunch time or before and after normal business hours if the Agency is given advance notice and if requested meeting time does not conflict with the operations of the Agency.

In addition, the Agency will allow the Union to use the conference room during duty hours to meet with BU members to discuss any changes in personnel policy or practice or other general conditions of employment, provided that such a meeting is of limited duration and does not conflict with Agency scheduling of the conference room.

c. The Union will have use of the Agency’s e-mail and telephone.  In addition, the Agency will permit access to its fax and photocopying equipment in the event the Union’s designated equipment is in disrepair.  However, work of the Agency will take precedence in the use of equipment.  In all cases, the Union will use Agency equipment reasonably and in accordance with the Standards of Conduct for Executive Branch Employees.  The Union may post announcements and news for BU employees on a Union specific bulletin board that will be situated in a location accessible to all staff.

Section 307: Equipment 

The Agency will provide the following items for the Union office: 

(a) one stand-alone personal computer comparable  to those used for Agency business in terms of hardware and software; 

(b) one file cabinet with a lock;

(c) one printer with fax and photocopy capabilities.  

(d) one telephone and one telephone line with access to internal (intra-Agency) and local capability for the Union to conduct representational duties.  

Section 312:  Interoffice Mail System 
The Union may conduct representational communication through the Agency’s interoffice mail and email.

Section 313:  Agency Directives
Upon request, the Agency will furnish the Union one copy of all directives that are not available electronically on its Intranet. 

Article 4

Management Rights and Obligations

Section 401:    As specified in 5 U.S.C. 7106(a), and subject to section 402 of this article, nothing in this Agreement shall affect the authority of any management official of the Agency:

(a)  to determine the mission, budget, organization, number of employees, and internal security practices of the Agency; and

(b)  in accordance with applicable laws:

(1) 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;

(2) to assign work, to make determinations with respect to contracting out, and to determine the personnel by which agency operations shall be conducted;

(3) to determine numbers, types, grades of employees or positions assigned to any organizational subdivision, work project, or tour of duty; and

(4) to determine the technology, methods and means of performing work.

(5) to take whatever actions may be necessary to carry out the Agency’s mission during emergencies.

Section 402:  The Agency will make a copy of this Agreement available to new BU employees for review. 

Section 403:  The Agency will notify the Union of new BU employees within three (3) business days of the new employee’s reporting date.  All new employees to the BU will be provided reasonable duty time within the first two weeks of their employment to read this Agreement.

Section 404:  The Agency will not retaliate against any employee who engages in Union activities.  
Article 5

CLASSIFICATION AND POSITIONS

Section 501:  All General Schedule positions within the Agency will be classified in accordance with United States OPM’s classification standards.  All permanent General Schedule positions will be reviewed by the Agency within a three-year cycle with generally one-third of the positions being reviewed each year.

Section 502:  An employee is entitled to have a copy of his or her position description within thirty (30) days of assignment to a position.  Position descriptions will contain an accurate listing of the major duties assigned by the Agency to be performed by the employees. Employees new to the Agency will receive a copy of their position descriptions on their first day of duty.  When an employee is assigned to a new position, he or she will receive a copy of the position description with the printed Notification of Personnel Action (SF-50) that is generated by the payroll contractor within thirty (30) days of the effective date of the assignment action.  Any employee may request a copy of his or her position description at any time.

Section 503:  When necessary, the Agency will revise a position description and will give a copy to the employee.  When there is a change in a position description, the employee’s performance plan (performance elements and standards) will be amended to reflect the changes(s), if appropriate.

Section 504:  The Union may request copies of position descriptions at any time.

Section 505:  When the term “performs other duties as assigned” or its equivalent is used in a position description, the term is understood to mean incidental tasks that may or may not be related to the position but are related to the Agency’s mission.  If such duties are assigned on a regular or continuing basis (i.e., more than six (6) months), the Agency will add the duties to the employee’s position description.

Section 506:  An employee who is dissatisfied with the classification of his or her position should first discuss this with the supervisor or the Personnel Officer.  If the consultation does not resolve the matter, the employee may appeal to the Office of Personnel Management (OPM).  Upon request, the Personnel Officer will provide the employee with information about the appropriate appeals process. 

ARTICLE 6

Contracting Out

Section 601:  The Union recognizes the right of the Agency to make determinations with respect to contracting out some of its functions.  In recognition of this, the Agency agrees to provide to the Union two weeks notice of its intent to contract for functions that will affect employees in the BU (see Article 401 (b) (2).

Section 602:  If the contracting out of a function adversely impacts on an employee, the employee will be accorded all rights as provided for under OPM’s the Reduction in Force Procedures.

ARTICLE 7

Details and Reassignments

Section 701. The Agency agrees to notify an employee and Union Representative within a reasonable period of time, should Management determine that a BU employee’s position will be significantly modified.  Such modification may take the form of a reassignment or a detail as defined below.

a) Reassignment:  the change of an employee from one position to another without promotion or change to a lower grade.  Reassignment includes: (1) movement to a position in a new occupational series, or to another position in the same series; (2) assignment to a position that has been re-described due to the introduction of a new or revised classification or job grading standard; (3) assignment to a position that has been re-described as a result of a position review; and (4) movement to a different position at the same grade, but with a change in salary that is the result of different local prevailing wage rates or a different locality payment.

b) Detail:  a temporary assignment to a different position for a specified period when the employee is expected to return to his or her regular duties at the end of the assignment.  (An employee who is on detail is considered for pay and strength count purposes to be permanently occupying his or her regular position). 

Section 702. Should the Agency find it necessary to reassign an employee, every effort will be made to provide the training needed to enable the incumbent to develop the skills required in his or her new position.

Section 703. When an employee is detailed for more than thirty (30) days, he or she should be given performance elements and standards that reflect the performance requirements while on the detail, if appropriate.  At the end of the detail, the employee’s performance will be evaluated and the substance of the evaluation will be included in the employee’s annual performance evaluation. In addition, if the detail is for more than ninety (90) days, the employee will be given a position description that reflects the duties required on the detail.
(See also article on Position Classification for other information on position descriptions)

Article 8

EMPLOYEE ASSISTANCE PROGRAM

Section 802: Introduction 

The Agency will continue to implement an Employee Assistance Program (EAP) to provide counseling and assistance to employees who are confronted with issues that may be helped by the intervention of a trained counselor.  The EAP will provide a procedure to deal fairly and effectively with these problems, while also recognizing the employee’s right to privacy and the Agency’s need to maintain a productive work force.  The Agency and the Union agree to inform employees and supervisors about the program and encourage its use.

Section 803
No employee will have his or her job security or promotion opportunities jeopardized by his or her request for counseling or referral to the program.  Employees who refuse referral to counseling by the Agency in connection with a performance deficiency or conduct problem, or who accept referral but withhold permission to release information to the Agency will be judged solely on available medical information, documented performance, and conduct in connection with subsequent personnel decisions.

Section 804

It is the function of a supervisor to identify poor job performance and to take corrective action.  However, poor work performance may be indicative of other problems facing the employee, such as health or emotional or behavioral issues.  Supervisors should contact the Personnel Officer for guidance when these conditions arise.  The supervisor must not, under any circumstances, attempt to diagnose the condition or draw conclusions. 

Section 805

The Union and the Agency agree to work closely to encourage all employees to become aware of counseling, training, and referral programs available for such conditions such as alcoholism, drug abuse, and mental health problems.  The Agency agrees:

a) to provide employees information on the Employee Assistance Program (EAP), and educational programs on various EAP topics, including information on how to contact EAP counselors directly;

b) that an employee who is referred to the EAP by the Agency or who contacts the EAP directly for counseling, will be granted an excused absence for the initial counseling session.  All other counseling sessions and treatment will be charged to the appropriate leave category (sick leave, annual leave, or leave without pay).  Sick leave, annual leave, or leave without pay will be granted for treatment or counseling sessions consistent with practices for other illnesses or circumstances.

c) that an employee may contact an EAP counselor directly or request professional counseling or treatment through the  Agency.   In any event, the EAP counselor shall identify and discuss with the employee alternative arrangements, and assist the employee, through the provision of information, in selecting the most appropriate one; and

d) that all confidential information and records concerning employee counseling and treatment will be maintained in accordance with applicable laws, rules, regulations, and directives.  With the exception of the specific limited types of disclosures allowed by regulation, the Agency may not obtain information about an employee’s involvement with a counseling program without the employee’s written consent.  

Section 806

If the Agency determines that an employee should or must seek professional counseling, the Agency will arrange for such counseling for the employee, by providing an EAP brochure and a telephone number, or by making the initial call to the EAP if requested by the employee.  Should the employee fail to utilize such counseling as may be arranged by the Agency, the Agency will be relieved of any further responsibility for the provision of counseling services.

If, before the implementation of disciplinary or adverse action, the Agency is informed by the employee that the conduct, behavior, or performance for which the action is proposed, is in fact the consequence of a substance abuse or mental condition, the Agency will comply with the appropriate laws, rules, regulations, and Agency policies.

ARTICLE 09

EMPLOYEE AWARDS AND RECOGNITION

Section 901 -- Background and Purpose 

Recognition of employees through monetary and non-monetary awards reflects the Parties’ efforts to promote continuous improvement in Agency performance. An employee recognition program provides a positive indication of the Parties’ commitment to providing quality public service. The employee recognition program will: 

(a)   be an incentive program that is based on achievement linked to the Agency’s mission and the Agency’s Annual Performance Plan.  (see Article 16, §1603).  The program is intended to motivate employees to strive for excellence; and 

(b) recognize the accomplishments of employees both as individuals and as members of groups.  Because of the interrelationship of work performed by employees, enhanced Agency performance is sought through teamwork and a collegial work environment.  The intent of this program is to promote a positive work environment and to link awards to employee contributions that enhance Agency performance.

Section 902:  Establishing an Awards Program

The Agency will develop and discuss with the Union an Awards Program that will incorporate fair and equitable selection criteria.  The Awards Program which is to be completed no later than June 30, 2004, will, however, be developed with full understanding and regard for the Agency’s budgetary constraints.

Article 10

EQUAL EMPLOYMENT OPPORTUNITY

Section 1001: Introduction 

The Agency and the Union affirm their commitment to the policy of providing equal employment opportunities to all employees and to prohibit discrimination because of race, color, religion, gender (including sexual harassment), sexual orientation, national origin, age (40 years of age and over), or disabling condition. 

Section 1002:  Equal Employment Opportunity Policy 

The Agency's Equal Employment Opportunity (EEO) Policy designed to promote equal employment opportunity in every aspect of the Agency operations in accordance with applicable law and Government-wide rules and regulations. 

Section 1003: Affirmative Employment 

The Agency shall promote positive opportunities for all employees to contribute to the Agency’s mission to the maximum extent possible, consistent with EEO principles.  
Section 1004: Reasonable Accommodation for Employees with Disabilities 

 a) The Agency will offer reasonable accommodation to individuals with a disability unless the Agency can demonstrate that the accommodation would impose an undue hardship on the operation of the Agency’s program as defined in the Rehabilitation Act of 1973, as amended.

(b) The Parties recognize that individual accommodations will be determined on a case-by case basis, taking into consideration the employee’s specific disability, the employee’s suggestions for reasonable accommodation, existing limitations, the work environment, and undue hardship imposed on the operation of the Agency’s program as defined above.  Employees with disabilities may request specific accommodation.  However, the Agency is not required to provide the employee’s accommodation of choice as long as the Agency provides reasonable accommodation.

(c) The Parties agree that reasonable accommodation means an adjustment made to a job, the work environment or both that enables a qualified person with a disability to perform the essential duties of that position.  The Agency will promptly consider requests for reasonable accommodations for employees with disabilities.  Such accommodation will be evaluated on a case-by-case basis with regard to the merit of the request.

Section 1005:  Sexual Harassment

The Agency and the Union recognize that sexual harassment adversely affects all employees.  Sexual harassment, for purposes of this Article, is as defined by the Equal Employment Opportunity Commission (EEOC).  Training on the subject of sexual harassment will be included in the annual training on the Standard of Ethical Conduct for Employees in the Executive Branch.

Section 1006: Complaint Process 
(a) Any employee who wishes to file or has filed an EEO complaint shall be free from coercion, interference, dissuasion, and reprisal. 

(b) EEO counselors working under an Agency contract will fully advise employees who seek their assistance of the procedures (including time limits) involved in processing an EEO complaint under the statutory EEO appeals procedure. The EEO counselor will also advise the complainant of the right to file a grievance under the negotiated procedure (See Article 11, Grievance Procedures). If the employee elects to file a complaint, the employee must choose to file the complaint under the negotiated grievance procedure or the statutory EEO process but not under both. 

Article 11

GRIEVANCE PROCEDURE AND ARBITRATION

Section 1101 

The purpose of this article is to provide a mutually acceptable method for prompt and fair settlement of grievances.  The Union and the Agency share a mutual interest in resolving grievances at the lowest possible supervisory level and in a timely manner.  To promote conflict resolution, supervisors, Union Officials and employees should endeavor to resolve disputes informally prior to filing a formal grievance.  The Parties encourage the use of Alternate Dispute Resolution (ADR) as much as possible to resolve disputes.

Section 1102

a) A grievance under these procedures shall mean a complaint by any employee concerning any matter relating to the employment of the employee; by the Union concerning any matter relating to the employment of any employee; or by any employee, the Union, or the Agency concerning the interpretation or application of this Agreement; or any claimed violation, misinterpretation or misapplication of any federal law, rule or regulation affecting conditions of employment. This procedure applies to BU employees, the Union, and the Agency and shall, except as provided below, be the exclusive procedure for resolving grievances that fall within its coverage.

b) This procedure shall not apply to any grievance concerning:

(1) a reduction-in-force, or any personnel action resulting from a reduction-in-force;

(2) separation of probationary employees, or termination or expiration of any time-limited appointment;

(3) any matter or issue excluded by any provision of this Agreement, or by any        federal law, rule, or regulation;

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

Section 1103

For certain complaints, as expressly provided in 5 U.S.C. 7116 (unfair labor practices) and 5 U.S.C. 7121 (adverse actions and performance-based removal or reduction in grade), for denial of a within-grade increase, and a complaint of discrimination or of a prohibited personnel practice under 5 U.S.C. 2302, unit employees may choose to use either this negotiated grievance procedure or the appropriate statutory procedure, but not both.  An employee shall be deemed to have made this choice when he or she either files a timely written grievance in Step 1 of the formal grievance procedure (§ 1105 (b) below) or initiates a timely appeal under the applicable statutory procedure, whichever he or she does first.

Section 1104

a) The Union may file a grievance on its own behalf or on the request of any employee or employees in the BU.  An employee may present a grievance without being represented by the Union; however, the Union shall be notified in writing by the individual designated with the labor relations function and shall be given the opportunity to attend any grievance proceedings.  The resolution of a grievance shall be consistent with the terms of this Agreement.

b) Any BU employee who files a grievance may seek representation by the Union at any step of the grievance process.

c) The Parties recognize that it is an unfair labor practice to interfere with or take reprisals against any employee in the exercise of the right to file a grievance under this article.  The filing of a grievance shall not be construed as reflecting unfavorably on an employee’s or a supervisor’s good standing, performance, loyalty, or desirability to the organization.  

Section 1105:  Steps of the Grievance Procedure

 a)Informal Step: 

A unit employee, or group of employees with the same supervisor, or their representative shall take up a dispute or complaint with the immediate supervisor. A group of employees with different supervisors, or the Union concerning a Union grievance, shall take up the issue first with the individual designated with the labor relations function.  

The grievant must clearly indicate that the issue is being raised under provisions of the informal step of the grievance procedure. The grievant must raise the issue within twenty (20) business days of the date that he or she became aware or reasonably should have become aware of the matter out of which the grievance arises.  

The supervisor, or the individual designated with the labor relations function, shall remind the grieving employee(s) of the right to Union representation.  If the grievant does not wish to have Union Representation, a Union Representative shall still have the opportunity to observe the grievance process and must be party to any settlement agreement.  Should, for any reason, an employee wishes for his or her representative to meet with his or her supervisor in his or her stead, the employee must submit a written statement to Management to this effect.

The supervisor shall attempt to resolve the issue, providing a written determination within ten (10) business days of receipt of the grievance.  If a satisfactory settlement is not reached at the informal step, the grievant may proceed to Step 1 of the formal grievance procedure or request mediation.  To request mediation, either Party should submit a request in writing to the individual designated with the labor relations function who will contact all Parties and provide information on mediation.  Participation in mediation is by mutual consent.  The next required time limit in the grievance procedure is automatically suspended for twenty (20) business days from the date a written request for mediation is received by the individual designated with the labor relations function. This time may be extended by mutual agreement.  

b)Formal Steps

Step1:

a) The grievance must be submitted, in writing, to the President of the Agency with a copy to the individual designated with the labor relations function within twenty (20) business days of receipt of the decision at the informal step.  The grievant should indicate that a grievance is being filed, describe the issue or occurrence giving rise to the grievance, the personal relief sought, and refer to any provision(s) or regulation(s) that may be applicable.  A copy of the decision provided at the informal step must be included.

b) The President or other appropriate management officials shall conduct whatever inquiry is necessary, including, if appropriate, discussion with the grieving employee and his or her Union representative.  Even if the employee has not chosen to be represented by the Union, the Union shall be given the opportunity to be present at any meetings between Management and the grieving employee(s).

c) If a settlement is reached through mediation, the mediator or the parties will draft a written agreement which will dispose of the grievance.

d) The parties do not waive any rights by participating in mediation.  If a dispute cannot be resolved through mediation, the grievance process resumes.

e) In the event the grievance is not resolved by mediation, the President or other designated management official shall convey a written decision to the grievant within twenty (20) business days of receiving the grievance or notification that mediation has been terminated. A copy of the decision shall be sent to the Union. 

Step 2:

(a)  If the grievance is not resolved to the satisfaction of the grievant through a Step 1 decision, the grievant may submit the grievance in writing to the Deciding Official (a management official in another agency such as the Agency for International Development, Inter-American Foundation, or Peace Corps) as designated by the Agency, and concurred by the Union, within 15 business days of receipt of the Step 1 decision.

b) The Deciding Official shall review the record and conduct whatever inquiries she or he deems necessary (including meetings with grievant, Union Representative, the supervisor, the individual designated with the labor relations function or any other appropriate management official), and render a written or taped decision to the grievant and the President with a copy to the individual designated with the labor relations function and the Union within fifteen (15) business days of receipt of the grievance.  This time limit shall be extended for up to ten (10) business days if additional fact-finding is necessary.

c) Step 3, Arbitration:

If the grievance is not satisfactorily resolved at Step 2, the Union or the Agency may, within twenty (20) business days from the receipt of the Step 2 decision, notify the other Party of the intention to initiate arbitration proceedings.

1) Arbitration of a grievance may be invoked only by the Agency or the Union and does not require the approval of the employee or employees involved.  

2) Within ten (10) business days after notification, the Party requesting arbitration shall ask the Federal Mediation and Conciliation Service (FMCS) to submit a list of seven arbitrators from the metropolitan Washington, D.C. area with federal sector experience.  The Parties shall contact each other within 10 business days after the receipt of such list to select an arbitrator.  The arbitrator shall be selected by mutual agreement, or, if the Parties do not agree, then the Agency and the Union shall take turns striking one arbitrator's name from the list until only one name remains.  The Party requesting arbitration strikes first. After completion of this process, the remaining name shall be the duly selected arbitrator.  

3) Either Party sending advance information to the arbitrator will furnish the other Party a copy at the same time.

4) If for any reason the Agency or the Union refuses to participate in the selection of an arbitrator, FMCS shall be empowered to make a direct designation of an arbitrator to hear the case.

5) Any costs associated with arbitration shall be borne equally by the Agency and the Union except, in the event only one of the Parties desires a transcript of the proceedings, that Party shall be responsible for the full cost of the transcript.  If the other Party later wishes a copy of the transcript, that Party shall pay for half of the original cost.  Cost of additional copies of the transcript shall be borne by the Party requesting the copy.

 6) The arbitrator's decision shall be binding on the Parties.  However, either Party may file exceptions to the arbitrator's award with the Federal Labor Relations Authority pursuant to the Authority’s regulations. The arbitrator must abide by the express terms of this Agreement and applicable laws and regulations.

7) Time limitations in the arbitration section can be extended by written agreement of both Parties.

8) If the Parties fail to agree on a joint submission of the issue for arbitration, each shall make a separate submission and the arbitrator shall determine the issue or issues to be heard.

9) Arbitration hearings shall be held within the Agency’s regular workweek.  During the time that employees would otherwise be in a duty status, the grievant(s), Union representative(s), and witnesses will be granted official time, without loss of pay or charge to leave, for the purpose of presenting their case during the arbitration hearing. 

10) In the event either Party declares a matter non-arbitrable, the arbitrator shall hear arguments regarding both the arbitrability and the merits of the case at the same hearing.

Section 1106:  Expedited Grievance Procedure

Adverse or other actions that impose suspensions, removals or reductions in grade because of unsatisfactory performance or conduct or which impose furloughs of thirty calendar days or less have a serious impact on employees. Therefore, grievances derived from such actions will bypass the informal stage and steps 1 and 2 of the formal grievance procedure and will begin at Step 3, which is arbitration. The Union may immediately invoke arbitration in such cases. The written request for arbitration should be submitted to the Federal Mediation and Conciliation Service (FMCS) by the Union within ten (10) business days following the notice of adverse or furlough action. The President of ADF and the Labor Relations Designee must be given copies of the request. To expedite the process, the Union may request FMCS to assign an arbitrator to hear the case.

Article 12

MERIT PROMOTION

Section 1201 - Purpose and Policy 

The Parties agree that the purpose and intent of a Merit Promotion Program are to ensure that promotions are made equitably and in a consistent manner. Promotions shall be based solely on job-related criteria, and without regard to political, religious, labor organization affiliation or non-affiliation, marital status, race, color, gender, national origin, non-disqualifying disabling condition, or age.  Management will review and revise the current program, where necessary, and provide to the Union for comment. 
The Agency will ensure that BU employees are made aware of the Program’s existence and will indicate on job vacancy announcements the positions that qualify under the Merit Promotion Program.   

Article 13

OFFICIAL RECORDS

Section 1301:  Official Records and Files 

No personnel record may be collected, maintained, or retained except in accordance with laws, rules, government-wide regulations, agency directives, and this Agreement. All personnel records are confidential and shall be viewed only by officials with a legitimate need to know for the performance of their duties; they must be retained in a secure location. Employees shall periodically be advised of the nature and purpose of their Official Personnel Folder (OPF) and its location. 

Section 1302:  Access to Records

During normal duty hours, employees and their representative(s) designated in writing shall have the right to examine an employee’s records, subject to regulation and agency directive.  Employees and their representatives shall be accompanied by the Agency’s HR personnel at all times.  Employees, or their representative(s) designated in writing, may receive at no cost copies of the employee’s records that have not been previously furnished. Additional copies will be provided; however there may be a charge in accordance with the Agency fee schedules in effect at the time of request. 

An employee against whom a disciplinary or adverse action is proposed, shall have available for review all pertinent records.  Copies of pertinent records and documents upon which the proposed action is based shall be available for review and copying by the employee, his or her representative, if any, or the Union.  
Article 14

OFFICIAL TRAVEL

Section 1401:  To the maximum extent practical, the employee and the Agency will work to ensure that timing of travel fulfills the needs of the Agency, and at the same time makes allowance for the employee’s personal needs.  

Section 1402:  The Agency will, in accordance with Federal regulations, assure that all travel-related procedures are implemented in a timely fashion to ensure travelers’ safety.  In particular, the Agency will (i) assure that relevant United States Embassies are aware of the Agency’s mission and relationship to other Federal agencies such as USAID and the United States Embassy and (ii) obtain requisite United States Embassy clearances for staff prior to their departure.  

Section 1403: As set out in Article 15, Section 1505 and in accordance therewith, the employee is entitled to compensatory time for any authorized official overtime while serving overseas.

Section 1404:   An employee traveling on Agency business will be entitled to a stopover in lieu of business class travel for all travel in excess of fourteen (14) hours.  In unusual circumstances or emergencies, the Agency may authorize an employee to fly business class, if she or he must arrive at the destination within a period of time such that a stopover would significantly delay or substantially impede the fulfillment of the purpose and objectives of the travel.
Section 1405: The Agency will comply with United States Federal Travel Regulations in providing accommodations for an employee with a medical problem.  The Agency will designate a doctor, such as the State Department medical services or other approved government agency physician, to perform a medical assessment that will specify the needed accommodation, if any.  If the designated doctor concludes that an employee’s medical condition necessitates travel in business class, the Agency will authorize such travel.   For non-chronic conditions, the designated doctor must perform periodic assessments.  

Article 15

PAID OVERTIME AND COMPENSATORY TIME

Section 1501:  The Agency and the Union agree to minimize the need for overtime. In accordance with Title 5, United States Code, all overtime shall be officially ordered or approved in advance by the ADF President or his or her designee. 

Section 1502: The maximum overtime pay will be at the GS-10, step 10 level, regardless of the pay level of the employee in accordance with the applicable provision of Title 5, United States Code.  

Section 1503:  An employee compensated at the GS-10, step 10 level or below may request, and the Agency may grant, compensatory time in lieu of overtime pay.  However, the Agency may not require an employee to be compensated for overtime work with an equivalent amount of compensatory time.

Section 1504:  An FLSA covered or FLSA non-covered employee compensated above the GS-10, step 10 level may request, and the Agency may grant, compensatory time in lieu of overtime pay.  The Agency and the Union agree that the Agency will have the final authority to replace overtime pay with compensatory time on an individual basis for FLSA non-covered employees, as may be deemed necessary by the Agency.

Section 1505:  The Agency acknowledges that temporary duty assignments overseas often involve weekend travel and work.  Further, the holidays in countries where ADF operates generally do not coincide with official United States holidays.  Therefore the Parties agree that the President or his or her designee may order or authorize a six-day work-week or work on an official United States holiday, if the holiday is not nationally observed in the employees’ temporary duty (TDY) country while an employee is working overseas.  The Parties further agree to the following:

(a) the BU employee’s travel authorization must stipulate that a six-day work week is authorized, unless unscheduled overtime results from an event that could not be scheduled or controlled administratively; and

(b) the BU employee will receive compensatory time for any official overtime while serving overseas.  

Section 1506:  The Parties agree that BU employees will use their compensatory time within six (6) months from the end of the pay period in which it is earned.  It is further agreed that a BU employee who fails to request or take compensatory time off within this time limit shall lose his or her right both to compensatory time and overtime pay, unless his or her failure is due to an exigency of the service beyond the employee’s control.
Article 16

PERFORMANCE APPRAISAL SYSTEM

Section 1601:  The Agency and the Union agree that it is in the best interest of Management and the employees to have an effective and user-friendly performance appraisal system.  

Section 1602:  In designing a new performance appraisal system, the Union and the Agency agree that the new performance appraisal system will be based on the principles described below and will take effect no later than June 30, 2004.  These principles include, but may not be limited to, the following.

(a) In the process of developing the new system, the Agency will provide sufficient opportunity for employees to give comments and feedback on key aspects of the system. 

(b) The system is founded on a commitment to develop and measure performance based on individual performance plans, as described in Section 1603 of this Article. 

(c) The Agency will provide training for all staff on the implementation of the new system, including the development of performance elements and standards.

(d) The system will be guided by a commitment to transparency, simplicity, and uniformity in application across the Agency.  

Section 1603:  Performance Plan
Each employee will have a performance plan at the beginning of the appraisal year.  The plan will link the employee’s performance objectives with the Agency’s Mission and Performance Plan.  The plan should also include special duties and projects not included in the employee’s position description, and identify training and staff development goals.  

(a) The critical elements of an employees’ performance plan will be consistent with the major duties of the position to which the employee is assigned or detailed.   Critical elements will vary from position to position.  The number of critical elements will be at least three (3) and no more than five (5).

(b) While generally all duties of a position are important, some are less important than others.  Non-critical elements will address job duties that are not critical to the successful performance of the position.  The number of non-critical elements will range from zero (0) to three (3).  The total number of performance elements, both critical and non-critical should range from five (5) to eight (8).

(c) Each employee shall have the right to comment on proposed performance elements and standards for his or her position.  If the employee and supervisor cannot reach an understanding concerning the proposed elements and standards, the employee may request a review by a higher-level supervisor.  However, the final decision regarding the elements and standards remains with Management.

(d) If during discussion of the performance plan with a supervisor, an employee so chooses, she or he will be free to seek Union input, comments, and suggestions. 

Section 1604:  Review and Appraisal 

The Agency and the Union agree that supervisors should meet routinely throughout the year with employees to discuss employee performance and ongoing training needs.  One meeting should serve as a formal mid-point progress review.  In particular, supervisors should meet frequently if the employee’s performance is deficient.   

(a)  Supervisors will conduct a performance review meeting with each employee at the end of the appraisal year.  In this meeting, the supervisor will discuss each performance element and his or her assessment of the employee’s performance against each element. The employee will provide to his or her supervisor a list of accomplishments for each performance element, which the supervisor should take into consideration in making a final determination about an employee’s performance rating.

(b)  The performance rating format should include among other things:  (i) ratings against performance elements, (ii) supervisor’s narrative supporting the ratings, (iii) a narrative addressing overall performance, and (iv) a space for employee comments. 

Article 17

REDUCTION IN FORCE

Section 1701.  It is the Agency’s policy to minimize the use of Reduction in Force (RIF).  When reductions are necessary, the Agency will follow OPM’s procedures and other applicable laws and regulations.  The Agency will ensure that all members of the BU will have access to all relevant federal laws, rules, and regulations related to the Reduction in Force.  Further, the Agency will make every effort to ensure that employees fully understand all rights provided in said laws, rules and regulations.

Section 1702.  An Agency is required to use the RIF procedures when an employee is faced with separation or downgrading for a reason such as reorganization, lack of work, shortage of funds, insufficient personnel ceiling, or the exercise of certain reemployment or restoration rights.  A furlough of more than 30 calendar days, or of more than 22 discontinuous work days, is also a RIF action.  (A furlough of 30 or fewer calendar days, or of 22 or fewer discontinuous work days, is an adverse action.) 

Section 1703.  When it is determined that a reduction – in – force will be necessary, the Agency will notify the Union in writing prior to providing specific notification to employees. The Agency will provide the Union with the following information: the reason for the reduction in force, the approximate number and types of positions affected, and the approximate date of the action.  Upon request, the Union will receive copies of specific notices to BU employees affected by the RIF.

Section 1704. The Agency shall provide a specific written notice to each employee selected for release from a competitive level sixty (60) full days before the effective date of release, except as provided in 5 C.F.R. §351.801(b).  

The notice shall include:

(a) the action to be taken, the reasons for the action, and its effective date;

(b) the employee’s competitive area, competitive  level, subgroup, service date, and ratings of record received during the last three years;

(c) the place where the employees may inspect the regulations and records pertinent to the case;

(d) if applicable, information on the Reemployment Priority List and on assistance for displaced employees;

(e) confirmation that he or she shall retain grade and pay if the employee is placed in a lower grade;

(f) the employee’s right to appeal to the Merit Systems Protection Board (MSPB) under the provisions of the Board’s regulations; and

(g) information regarding the availability of outplacement assistance and job information.

An employee receiving a specific RIF notice may review the retention register for his or her competitive level and related records.  The Agency agrees to provide, upon request, individual counseling to an employee concerning the basis for determining the competitive level and assignment rights for his or her position.  The Agency shall preserve all registers and records relating to a RIF for two (2) years. Employees who receive assignment offers shall have a minimum of fourteen (14) calendar days to accept or reject an offer of assignment.

The Agency agrees to give preference to displaced or adversely affected employees by utilizing the provisions provided under the Career Transition Assistance Plan (CTAP). 

Section 1706.   Employees who are adversely affected by the RIF will be provided transition counseling and outplacement assistance if requested. The Agency will maintain and utilize, for a period of two (2) years for Group I
 employees and one (1) year for Group II employees, from the effective date of the RIF, a Reemployment Priority List (RPL).

Article 18

SAFETY AND HEALTH 

Section 1801

The Parties agree that a safe and healthy working environment is important for all employees and for accomplishing the Agency’s mission.   The Agency will follow all applicable laws, rules, and regulations concerning occupational safety and health, including those regarding workplace inspections and the prevention and abatement of unsafe or unhealthy working conditions.

Section 1802

The Agency and the Union shall cooperate in the continuing effort to eliminate safety and health hazards from the workplace.  To achieve this objective, the Union may make recommendations regarding occupational safety and health and the abatement of causes of occupational accidents, injuries, and illnesses, pursuant to the Occupational Safety and Health Act of 1970 and Executive Order 12196.

Section 1803

If an employee or the Union has occupational, health and safety concerns, the concerns shall be brought be the attention of the person designated with the labor relations function.  Following such notice, the Agency will contact OSHA to assess and make recommendations to remedy the situation.  
Article 19

TRAINING AND CAREER DEVELOPMENT

Section 1901:
The Agency believes that all employees should have the opportunity to engage in training opportunities to enhance and develop the skills necessary for the effective performance of their duties.  

Section 1902:  
In furtherance of this, the Agency encourages its employees to take appropriate training and participate in meetings and conferences related to improving their job performance.  Needed training should be identified at the beginning of each performance cycle in a discussion between the supervisor and the employee and recommended by the supervisor to senior management, as a part of each employee’s performance plan.  Time spent by employees participating in Agency-approved training activities will be considered official time.

Section 1903:
The Agency agrees that it should provide a work environment supportive of the professional development and advancement of its employees.  The Agency recognizes the value of promoting from within when positions are vacated or created and when such actions will promote the efficiency of the organization.  The Agency will support employees’ efforts to increase their skills and abilities through training and developmental assignments consistent with budgetary constraints and workload considerations.  The Agency will make every effort to notify employees when an existing position becomes vacant or a new position is created.  The notification will include information on how the position(s) will be filled.

Article 20

WORKERS’ COMPENSATION

Section 2001:  Information
(a) The Agency agrees that when an employee suffers a job-related occupational disease or illness or traumatic injury in the performance of duties and reports it to his or her supervisor, the Agency will provide the injured employee with the following information as applicable:

1) his or her rights to file for compensation benefits;

2) the types of benefits available;

3) the procedure for filing claims; and

4) the availability of continuation pay during an employee’s absence,  in lieu of using sick or annual leave, up to the limits established by law.

(b) The Agency will provide an employee who has filed for compensation benefits assistance and information on such options available under applicable laws, regulations, and Agency policies.

Section 2002: Employee Options


(a) An employee with a job-related traumatic injury or occupational disease or illness may request to use accrued sick or annual leave instead of leave without pay, pending approval or disapproval of his or her compensation claim.


(b) Employees shall have the option of buying back the leave used and having it reinstated to their account if their claim for compensation is approved consistent with applicable laws, regulations, and Agency policies.

Section 2003:  Placement of Workers Compensation Claimants

(a) Where the employee requests and supports his or her request with the required medical information, the Agency will consider assigning the employee on a temporary basis to such duties it deems consistent with the employee’s medical needs due to the compensable injury.

(b) Where the employee requests and supports his or her request with an approved Office of Workers Compensation Programs claim and appropriate medical information, the Agency will give due consideration in assigning the employee to duties it deems consistent with the employee’s medical needs due to the compensable injury.  Any such action made will be consistent with applicable laws, regulations, Agency policies and this Agreement.

(c) When an incapacitated employee who has been determined by the Office of Workers Compensation Programs to be recovered sufficiently that he or she is required or permitted to seek reemployment, the Agency will consider the employee for appropriate employment as provided for by applicable laws, regulations, and Agency policies. 

Article 21

[RESERVED]

Article 22

[RESERVED]

Article 23

[RESERVED]

Article 24

[RESERVED]

Article 25

MANDATED CHANGES AND MID-TERM BARGAINING

Section 2501. If a future statute, Executive Order, government-wide regulation or judicial decision requires the Parties to change this Agreement, either Party may notify the other, in writing, of proposed contract language to implement the change required.  If either Party desires to negotiate to the extent permitted by law, it shall notify the other Party within fourteen (14) calendar days of the receipt of the invitation to negotiate.  If the responding Party does not reply within fourteen (14) calendar days to moving Party’s notice, the former waives any right to negotiate on the proposed required change, and the proposed formal contract language will become part of this Agreement.  During these negotiations, neither Party will be permitted to propose changes unrelated to the change specifically required by the law, Executive Order, government-wide regulation or judicial decision.

Section 2502.  Except as provided elsewhere in this Article and in 5 U.S.C 7117 (which discusses impact and implementation negotiations) negotiations initiated by either Party during the term to add to, amend, or modify this Agreement may be conducted only by mutual consent of the Parties.   A request to renegotiate must be accompanied by the revised proposals for the article(s) the moving Party wishes to renegotiate. The Parties will meet for the purpose of negotiating the amendments or modifications within thirty (30) days of receipt of the proposals from the moving Party. 

Article 26

DURATION OF AGREEMENT

Section 2601:    Effective Date 

This Agreement will become effective when it has been approved, ratified, and signed by the Parties.  

Section 2602:  Duration

(a) This Agreement shall remain in effect for three (3) years from the effective date shown on the cover of this Agreement.

(b)  However, for a period of sixty (60) calendar days commencing on the twenty-fourth (24th) month anniversary of the effective date of this Agreement, either Party may propose to reopen up to three (3) articles of this Agreement by submission of any written negotiable proposals for that article to the other Party.  If no proposals are received by the expiration of the sixty (60)- day period, no articles may be reopened.  Any article may be opened at any time by mutual consent of the Parties.

Section 2603:  Automatic Renewal

(a)
This Agreement shall be automatically renewed from year to year thereafter unless one Party gives the other written notice of its intention to renegotiate this Agreement no less than sixty (60) nor more than ninety (90) calendar days prior to its expiration date.  If notice to renegotiate is given, the Agreement shall be extended for one year or until a new agreement becomes effective, whichever is earlier.

(c) At the time this Agreement is extended or renewed, the Parties will negotiate, consistent with applicable law, concerning any changes in this Agreement that may be required by changes in government-wide or Agency regulations.  

Section 2604:  Renegotiation

In the event that one of the Parties decides to renegotiate this Agreement as provided for in Article 25, the following procedures will apply:

(a) representatives of both Parties shall meet within seventy-five (75) calendar days after the notice to renegotiate is given to arrange for ground rules negotiation, including designation of the time and place for general negotiations on the new agreement;

(b) ground rules negotiation shall be held at the Agency’s headquarters in Washington, D.C.  Each Party shall be represented by up to three persons;  

(c) each Party will designate a chief negotiator who will have appropriate collective bargaining authority; and

(d) the Agency will make a room available for negotiations.

Appendix A

SAMPLE

REPORT OF UNION REPRESENTATIONAL ACTIVITIES

Pay Period __________ through __________






(date)


(date) 
    

Union representative: Enter the number of hours shown for each activity and submit to your supervisor for signature.  A report should be submitted even if it reflects "0" activity for the pay period.

Supervisor:  Review and sign the report, and submit it to the timekeeper.

Timekeeper:  Enter the hours shown under the appropriate transaction code.

Code 35 ("Union/Contract Neg"):

Time spent preparing Union contract proposals for a 

master agreement (including FSIP) or midterm negotiations


________











(Code 35)

Code 36 ("Union/Labor-Mgmt Activities"):

Management/Union meetings at which the employee was 

representing Local 3403 (OTHER than grievances)



________











(Code 36)

Code 37 (Representational Functions):

37a.
Time spent responding to agency-initiated 

changes in working conditions (other than for 

a master agreement)





_________

37b.
Representational activities associated with

grievances.






_________

37c.
Counseling bargaining unit employees.


_________


Total of 37 a + b + c



________











(Code 37)

Code 38 ("Union/Training"):

Union training








________











(Code 38)

___________________________________

Employee (name)

x__________________________________

x_____________________________

Employee (signature)




Supervisor (signature)

COLLECTIVE BARGAINING AGREEMENT

BETWEEN

AFGE LOCAL 3403

AND THE

AFRICAN DEVELOPMENT FOUNDATION

IN WITNESS WHEROF, the Parties have entered into this agreement this fourth day of February, 2004.

FOR THE AFRICAN DEVELOPMENT


FOR AFGE LOCAL 3403/

FOUNDATION





ADF BARGAINING UNIT

_____________________________


______________________


Doris M. Martin,





Rabihah A. Mateen

General Counsel and Chief Negotiator



Chief Negotiator

______________________________


______________________

Chiquita Stone Evans





Janice Cobb Hennix

Personnel Specialist





Member









______________________









Janis McCollim

Member

Approved:






Approved:

_______________________



_____________________

Nathaniel Fields





Rabihah A. Mateen

ADF President






Vice President, ADF Bargaining Unit









AFGE Local 3403

� Employees are ranked on a retention register in three groups according to their types of appointment:


-Group I Career employees who are not serving on probation;


-Group II Career employees who are serving a probationary period, and career-conditional employees;


-Group III employees serving under term and similar non-status appointments.  (An employee serving under a temporary appointment in the competitive service is not a competing employee for RIF purposes and is not listed on the retention register)








