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ARTICLE 8

BASIC WORKWEEK AND HOURS OF WORK

Section 8.  Shift hours shall be scheduled sufficiently in advance to ensure notification of affected unit employees prior to the next administrative work week (when possible, at least 1 week, except when the EMPLOYER determines that it would be seriously handicapped in carrying out its functions or that cost would be substantially increased, and shall, except where UNIT employees who are in service-type functions which continually and historically rotate, be in effect for at least one (1) work week, and when possible three (3) work weeks (except when the EMPLOYER determines that it would be seriously handicapped in carrying out its functions or that cost would be substantially increased).

ARTICLE 9

OVERTIME

Section 2.  The EMPLOYER agrees that overtime work will be distributed equally among all employees within their work center, shift, job series and grade level, as far as the character of the work will permit.  However, the EMPLOYER reserves the right to assign overtime and direct individual employees to work as required.  Employees assigned to overtime work must be reasonably qualified to perform the overtime work in an efficient and expeditious manner.  It is recognized that certain factors, i.e., Temporary Additional Duty (TAD), leave, continuity on jobs of short duration, peculiar environmental or special skill requirement, may cause temporary imbalance in the equitable distribution of overtime.  Job continuity only applies in the parent work center, unless the employee is properly detailed for 40 hours or longer.  However, nothing in this Section shall be construed as alleviating the responsibility of the EMPLOYER to use fair and equitable procedures when distributing overtime assignments to qualified employees over an extended period of time of 6 months from the UNION’s notification to the EMPLOYER of an imbalance.  When overtime work having a need for familiarization training becomes sufficiently repetitious to unbalance the equitable assignment of overtime, then the EMPLOYER will consider qualifying a reasonable number of additional employees for that work unless it would adversely affect mission and cost.

ARTICLE 13

SICK LEAVE 

Section 4.  Except as hereinafter provided, employees shall not be required to furnish a medical certificate to substantiate requests for sick leave unless such leave exceeds three (3) workdays of continuous duration.  It is agreed and understood that the EMPLOYER has the right to require that an employee furnish a medical certificate for each absence which the employee claims was due to incapacitation for duty.  The EMPLOYER may counsel employees with respect to the use of their sick leave if there is evidence of abuse.  A record of such counseling should be kept on file.  If the sick leave record of the employee subsequent to the counseling does not indicate improvement, disciplinary action may be initiated if each of the following steps has been taken:


a.
There is specific evidence that the employee has abused sick leave privilege.


b.
The employee has been notified in writing that he/she must furnish a medical certification for each instance that he/she claims was due to illness.  Such written notice will not be filed in the employee’s official personnel file.  It is further agreed that the EMPLOYER will review the sick leave record of each employee required to furnish a medical certification for each absence which he/she claims was due to incapacitation for duty at least annually and upon request of the employee semiannually.  Where such review reveals that the employee has not abused sick leave privileges during the review period, the employee will be notified in writing that a medical certification will no longer be required for each absence which is claimed as due to illness for periods of three (3) workdays or less.

 ARTICLE 16

CONTRACTING OUT UNIT WORK

Section 3.
  It is understood that appeals concerning contracting out must be appealed through the procedures contained in the OMB Circular A-76.

ARTICLE 18

PROMOTIONS

THIS ARTICLE REPLACES THE ORIGINAL ARTICLE IN ITS ENTIRETY

Section 1.  This Article constitutes the procedures for filling UNIT position vacancies through the Merit Promotion Program.  The EMPLOYER agrees to fill all positions without regard to race, color, religion, sex, disability, age, national origin, marital status, lawful political affiliation, membership/non-membership in an employee organization, or any other non-merit factor.  The UNION recognizes that other methods of filling vacant UNIT positions are available to the EMPLOYER. The EMPLOYER and the UNION encourage all UNIT employees to submit their resumes to the RESUMIX program in order to be considered for vacant positions.  When positions are filled through the RESUMIX, the best qualified candidates are certified to the selecting official in alphabetical order based on the area of consideration and the skills requested by the EMPLOYER (e.g., competitive, noncompetitive, etc.).

Section 2.  In the case of career or career-conditional employees demoted as a result of the application of reduction-in-force, transfer of function, transfer of work, reclassification or other involuntary demotion or separation, the EMPLOYER agrees, as vacancies occur after such demotion, to give special consideration to repromotion of such employees to their former rating or intervening positions, provided their performance previous to the demotion was officially rated as satisfactory, or better, and their performance subsequent to demotion has been officially rated as satisfactory or better.  Such procedures shall be used before filling the position by promotion action with any other person unless the vacancy is within the scope of the mandatory placement actions directed by higher authority or required by the regulations.

Section 3.  Placement opportunities are posted on the Navy web site.

Section 4.  The best qualified applicants are not ranked, but referred in alphabetical order.  It is agreed that sick leave records will not be used in the rating process.  It is further understood that an applicant for a UNIT position vacancy will be evaluated on the basis of his/her application and any supplemental information requested by the announcement.  No credit will be allowed for experience gained other than that which is officially a matter of record at the time the announcement closes or in the case of open continuous announcements, the date the Human Resources Service Center-Southeast (HRSCSE) receives the approved RESUMIX Job Analysis and Crediting Plan from the HRO.  Failure by the employee to furnish accurate, complete and comprehensive information prior to the time applications are initially rated or updated will not be a basis for a grievance, appeal, or a request for review.  UNIT employees will be notified of receipt of resume by the HRSCSE.

Section 5.  A UNIT employee who has a complaint regarding an ineligibility letter received from the HRSCSE and who desires to pursue the matter shall use the following procedure:


a.
The employee or his/her UNION Representative, within fifteen (15) calendar days after receipt of ineligibility letter, may request a review of his/her ineligibility rating by calling during business hours or sending written notification to the HRSCSE Personnel Staffing Specialist.  If written, the letter must contain sufficient information to determine what the employee is contesting and should specify the corrective action desired.  The HRSCSE Personnel Staffing Specialist will issue a written decision to the employee concerning his/her ineligibility rating within five (5) workdays after completion of the review.


b.
If the employee is not satisfied after review and decision by the HRSCSE Personnel Staffing Specialist, the employee may submit the matter as a grievance in accordance with the procedure outlined in Step 3, Article 24, Negotiated Grievance Procedure, as contained in this Agreement.


c.
It is understood that failure to be selected for promotion when proper promotion procedures have been used; that is, non-selection from among a group of properly rated and certified candidates, is not a basis for a complaint or a grievance.

Section 6.  The procedure for promotion provided in this Article will be utilized to select employees for temporary promotions which exceed one hundred-twenty (120) days duration.

Section 7.  Time served in a higher level while temporarily promoted will count as time served at the lower level for step increases within the level.

Section 8.  The EMPLOYER agrees that all Merit Promotion interviews will be conducted during normal working hours.  The EMPLOYER further agrees that tests for UNIT positions will be conducted during normal working hours whenever workload and testing facilities permit.  UNIT employees will not be required to use leave for the purpose of participating in tests or interviews when such tests or interviews are required under the Merit Promotion Program and the competition is for positions within the UNIT.  The intent of this Section is to prevent to the maximum extent possible the holding of tests and interviews outside normal working hours.  In this regard, the EMPLOYER agrees to meet with the UNIT Chairman prior to holding tests or interviews outside of normal working hours and will explain to the Chairman the reason(s) therefor.

ARTICLE 19

CHANGES IN JOB DESCRIPTIONS AND REQUIREMENTS

Section 2.  Any unit employee in the Center who feels that his/her job or position is improperly rated or classified has the right to request his/her supervisor to have his/her job rating or classification reviewed.  The employee may be accompanied by his/her Steward in presenting his/her request to and discussing it with the supervisor.  In the event the PARTIES cannot agree on the basis for the rating or classification to the satisfaction of the employee, the supervisor will request an audit.  The audit will be conducted by the activity designee who has been delegated Position Classification authority and Position Management responsibility by the Commanding Officer.  The Steward may be present during the audit and the explanation.  Upon request, the EMPLOYER will furnish the UNION with a copy of the Evaluation Report if one is available.

ARTICLE 26

ARBITRATION

Section 5.


a.
Following the decision of the Commanding Officer or his/her designated Representative at Step 3 of Article 25, and a dispute still remains that would be subject to this Article, the PARTIES agree that the portion of the dispute which questions the interpretation of the published Department of Navy policy or regulations will be submitted jointly by the PARTIES to the cognizant office of issue in the Department of the Navy.  In the event the dispute questions the interpretation of Department of Defense policy or regulations, the matter will be submitted jointly by the PARTIES to the Department of Defense via the Department of the Navy.  The PARTIES agree to be bound by the interpretation supplied by the cognizant office of the Department of Defense or Department of the Navy.

ARTICLE 32

CIVIC RESPONSIBILITIES

Section 6.  Administrative excused time may be given eligible employees for the purpose of voting in national, state, and local municipal elections or referendums.  In this connection, employees may be excused without charge to leave for the purpose of voting on the following basis:  within radius of 35 miles excused time which may permit the employee to report for work three (3) hours after the polls open or leave work three (3) hours before the polls close, whichever requires the least excused time; from 35 to 50 miles, excused time which may permit the employee to report for work four (4) hours after the polls open or leave four (4) hours before the polls close, whichever requires the least excused time; from 50 to 75 miles, excused time which may permit the employee to report for work five (5) hours after the polls open or leave five (5) hours before the polls close, whichever requires the least excused time.  For any distance over 75 miles, eight (8) hours may be allowed.  For employees who vote in jurisdictions that require registration in person, excused time to register may be granted on the same basis as for voting.  Map with radii is included in this Agreement as Appendix E.  Any employee requesting more than three (3) hours of administrative leave for the purpose of voting must provide proof for the time specified before such leave may be authorized by the EMPLOYER.  Such absences may be denied by the EMPLOYER if workload or staffing needs necessitate the employee’s presence at work.

ARTICLE 37

DURATION AND CHANGES

Section 4.  No Agreement, alteration, understanding, variation, waiver, or modification of any terms or conditions contained herein shall be made by any employee or group of employees with the EMPLOYER, and in no case shall it be binding upon the PARTIES hereto unless such agreement is made and executed in writing between the PARTIES hereto and the same has been ratified by the UNION and approved by the Department of Defense, Washington, D.C.

ARTICLE 41

ALCOHOL AND DRUG ABUSE

Section 6.  Drug Free Workplace (DFWP) and Testing Designated Positions (TDP’s).


n.
UNIT employees who are newly assigned in a TDP will receive an individual notice of possible testing at least 30 days before the employee is subject to random unannounced testing.

ARTICLE 42

INJURY COMPENSATION

Section 1.


f.
If an employee is returned to work by his/her physician and experiences a recurrence of pain, he/she must contact his/her supervisor and check through the dispensary or see his/her private physician for authorization to be off from work before continuation of pay can again be granted, assuming he/she has not taken the total of forty-five (45) days, and the recurrence is no later than forty-five (45) days after the injury.  The employee or his/her supervisor must also contact the Compensation Office of the Human Resources Office who will advise the OWCP of the recurrence.


h.
When an employee who has been treated by a private physician is released to return to work, the employee must clear with the Human Resources Office.

APPENDIX A

THIS APPENDIX REPLACES THE ORIGINAL APPENDIX IN ITS ENTIRETY

Chairman, Union Shop Committee, Chief Stewards and Stewards

Based on the PWC organization under it’s MEO, the EMPLOYER and the UNION agree to the following:

One (1) Chairman, Unit Shop Committee

Two (2) Chief Stewards in the MMR Department – One (1) in the Structural Division and one (1) in the Electrical/Mechanical Division

Five (5) Stewards (two (2) for each Chief Steward listed above and one (1) floater for the remaining PWC departments)

Any adjustments to these numbers are subject to re-negotiation as covered in Article 3 of this agreement.

 IN WITNESS WHEREOF the PARTIES have entered in this Addendum Agreement on this 3rd_day of April 2002.

EMPLOYER:


UNION:

_______________________________

______________________________

CAPT D. W. MATHIAS, CEC, USN

GEORGE J. MOORE

Commanding Officer

President, Local Lodge 192

Navy Public Works Center

International Association of 

Pensacola, Florida

Machinist and Aerospace Workers

NEGOTIATING COMMITTEE

_______________________________

_______________________________

ROBIN Y. NOYES, Chief Spokesman

GEORGE MOORE, Chief Spokesman

_______________________________

_______________________________

GARY MOORER, Member

JEFF GULLATT, Member

Approved by DOD on 10 APRIL 2002 to be effective 10 APRIL 2002.
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