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Preface

This bulletin is one of a series of studies by the Bureau of Labor Statistics dealing with
collective bargaining in Federal Service, and was carried out with funds made available by the
Labor-Management Services Administration of the Department of Labor.

This study presents a detailed picture of Federal agreements in 1971 which had been negotiated
under Executive Orders 10988 and 11491, and thus does not take account of bargaining
developments resulting from Executive Order 11616, issued on August 26, 1971. It updates the
Bureau’s “Collective Bargaining Agreements in the Federal Service, Late Summer 1964 (BLS
Bulletin 1451), and compares the two studies.

This bulletin was prepared in the Division of Industrial Relations by Richard R. Nelson, Donald
L. Breneman, and James L. Doster, assisted by John H. Chase and Haney R. Pearson, Jr., under the
supervision of Leon E. Lunden, Project Director.
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Chapter 1.

Since Executive Order 10988 was issued on January
17, 1962, union organization and collective bargaining
among Federal employees have undergone dramatic
growth, In 1972, the U.S. Civil Service Commission,
which over the years has charted the steady expansion in
these areas, reported that there were then 3,392 exclu-
sive bargaining units covering 1,082,587 non-postal
employees; that organization had spread from blue-
collar, Wage Board employees, where trade unionism
held a traditional strength, to general schedule, Classif-
ication Act employees, largely white-collar occupations;
that six employee organizations, especially the American
Federation of Government Employees, (AFGE, AFL-
CIO), tended to dominate nonpostal representation;!
and that there were 1,694 collective bargaining agree-
ments covering 753,247 Federal employees. Since
1962, the rules for union activities and collective
bargaining have been modified twice, first in October
1969, by Executive Order 11491, and then in November
1971, by Executive Order 11616. Each tended to change
rules from experience gained under earlier Executive
Orders. As collective bargaining grew, the Bureau of
Labor Statistics, in the interest of fostering peaceful
bargaining under the Executive Orders, began to develop
facts that the parties could use in their negotiations.
First, it issued a bulletin in 1964 based upon a broad
survey of the few agreements that had been negotiated
under Executive Order 10988;2 and later, it published a
study of negotiations and dispute settlement pro-
cedures.3 The present study carries forward the Bureau’s
Federal agreements program by updating the 1964
survey to 1971,

Appendix A identifies clauses used as illustrations;
appendix B reproduces a variety of agreement provisions
in their entirety.

Scope and method of study

From the universe of 1,643 Federal collective bar-
gaining agreements in 1971, the Bureau drew a sample
consisting of all agreements covering 500 employees or
more, plus 1 in every 4 agreements having fewer than
500 employees, arrayed by size within agency. Repre-
sented in the study by at least one agreement were all
Federal agencies having agreements in 1971, except the

Introduction

U.S. Postal Service, which was excluded because of its
quasi-independent status. Industrial relations actiyities in
this agency are now governed by the Labor Management
Relations (Taft-Hartley) Act of 1947. In 16 instances,
substitutions were made with due regard to agency and
size because agreements selected for the sample were not
available when the study was undertaken.

The selection was based upon a Civil Service Com-
mission report of recognition and agreements in effect as
of November 1971, under Executive Orders 10988 and
11491. No agreements were used which had an effective
date after November 1971, the date on which Executive
Order 11616 became operative.

In total, the study included 671 agreements, or
two-fifths of the 1,643 agreements in effect in
November 1971; these covered 532,745 Federal
employees, or three-fourths of the 707,067 nonpostal
employees estimated by the Civil Service Commission to
be covered by agreements. (See table 1.) Twenty-six
Federal agencies were involved; combined, the Depart-
ments of Army, Navy, and Air Force and the Veterans
Administration accounted for seven-tenths of the agree-
ments studied and for more than three-fourths of
employees covered.

The 671 agreements studied had been negotiated by
over 30 different employee organizations. More than
seven-tenths of the agreements involved AFL-CIO
affiliated unions and covered fourffifths of the
employees in the study. (See table 2.) The remainder
involved independent organizations.

Virtually all of the unaffiliated unions confined their
jurisdictions to the Federal Government in contrast to
unions affiliated with the AFL-CIO, which in most cases,
also represented members in private industry. One
AFL-CIO union, the AFGE, made up entirely of Federal
employees, negotiated over one-half the agreements
studied, covering more than three-fifths of the
employees. Two independent unions, the National
Federation Federal Employees (NFFE) and the National
Association of Government Employees (NAGE),
negotiated significant clusters of agreements and repre-
sented substantial numbers of workers in the study.
Most agreements negotiated by affiliated and
independent unions were with the Defense Department,
especially the Army, Navy, and Air Force. (See table 3.)
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Table 1. Federal collective bargaining agreements
by agency, late 1971

All agreements
Agency
Agreements Workers -
Total 671 532,745
Agriculture 7 6,208
Air Force 75 96,976
Army 144 125,111
Civil Service Commission 1 100
Commerce 7 2,632
Defense 23 21,891
Federal Communications
Commission 1 6
General Service Commission 34 9,313
Health, Education, and Welfare 28 17,375
Housing and Urban Development 2 80
Information Agency 2 2,215
Interior 24 4,249
Justice 5 9,623
Labor 2 9,411
National Aeronautics and Space .
Administration 6 7,325
Navy 140 124 856
National Labor Relations Board 2 654
Office of Economic Opportunity 1 803
Railroad Retirement Board 1 1,405
Selective Service System 1 285
Small Business Administration 2 589
Smithsonian and Gallery of Art 2 186
Soldiers' Home 1 186
Transportation 17 2,248
Treasury 32 21,935
Veterans Administration m 67,083

More than one-half of the agreements studied
involved bargaining units of fewer than 500 employees.
These agreements covered less than one-tenth of the
employees. (See table 4.) Bargaining units of 1,000 to
4,999 Federal employees were most frequently found in
the Defense Department, which accounted for 95 of the
127 units in this size group.

Mixed bargaining units of Wage Board and non-
professional Classification Act employees were especially
prevalent in the study. (See table 5). These were mainly
concentrated in large bargaining units of 500 to 5,000 in
the Departments of Army, Navy, and Air Force and the
Veterans Administration. (See table 6.)

The agreements studied were dispersed widely across
the country. (See tables 7a and 7b.) The largest
concentration was found in the South Atlantic States,
which accounted for over one-fourth of the agreements
and employees covered in the study. The District of
Columbia and nearby areas of Maryland and Virginia

Digitized for FRASER
http://fraser.stlouisfed.org/
Federal Reserve Bank of St. Louis

contain many government agencies, and are responsible
for the prominence of the South Atlantic region.

Table 2. Federal collective bargaining agreements
by employee organization, late 1971

All agreements
Employee organization
. Agreements Workers
Total 671 532,745
AFL-CIO 474 429,759
Two or more AFL-CIO unions 25 44,607
Directly affiliated unions 1 9
Carpenters 1 320
Chemical Workers 2 84
Electrical Workers 1" 2,145
Fire Fighters 10 259
Glass Workers 1 1,312
Government Employees (AFGE) 343 334,226
Hotel and Restaurant Employees 1 1,102
Iron Workers 1 6527
Laborers 8 2241
Lithographers and
Photoengravers 2 198
Machinists 29 26,560
Marine Engineers 1 53
Maritime Union 10 3,647
Operating Engineers 2 350
Plumbers 1 30
Post Office and GSA Maintenance
Employees 4 132
Printing Pressmen 1 65
Seafarers 2 259
Service Employees 10 7,100
Technical Engineers 8 4533
independent organization 197 102,986
Two or more independent
organizations 2 1,601
Aeronautical Examiners 1 99
Federal Employees Association 1 423
Federal Employees (NFFE) 84 32,922
Government Employees (NAGE) 62 40,445
Government Inspectors 1 205
Internal Revenue Employees 16 12,286
National Customs Service
Association 5 3,378
National Labor Relations
Board Union 2 654
Nurses 13 1867
Overseas Education Association
(NEA) 2 6,598
Patent Office Professional
Association 1 1,194
Planners, Estimators and
Progressmen 1 7
Postal and Federal Employees 1 660
Quarantine Inspectors 1 507
Technical Skills Association 1 67
Miscellaneous independent
organizations 3 73




Table 3. Federal collective bargaining agreements by agency and organizational affiliation, late 1971

Organizational affiliation
All agreements {ndependent
Agency AFL-CIO organizations

Agreements | Workers | Agreements | Workers | Agreements | Workers
Total .. ... ... .. 671 532,745 474 429,759 197 102,986
e
Agriculture . . . . . . ... .. e 7 6,208 2 5,633 5 675
AirForce . ... ... .. ... .¢euieeeoe-. 75 96,976 52 84,899 23 12,077
ArMY & o i e e e e e e e e e e e e e e e e 144 125,111 109 92,509 35 32,602

Civit Service Commission . . . . .. ... ... .. 1 100 1 100 - -
COMMErCe . . . v v v vt ot e v e v n e e e e e ea s 7 2,632 4 308 3 2,324
Defense . ... ... ......0 0o, 23 21,891 14 18,697 9 3,194
Federal Communications Commission . . .. ... 1 6 - - 1 6
General Services Administration . . . . . ... .. 34 9,313 23 6,384 1 2,929
Health, Education, and Welfare . . . ... ... .. 28 17,375 25 16,741 3 634
Housing and Urban Development . . . . . .. ... 2 80 1 25 1 55
Information Agency . . . .. .. .. ... 2 2,215 1 2,093 1 122
Interior . . . . .. .. ... ... . 0. 24 4,249 9 1,811 15 2,438

JUSEICE . . . . . e e e e e e e e e e 5 9,623 5 9,623 - -

Labor . . ... .. ... ... ... 2 9,41 2 9,411 - -

National Aeronautics and Space Administration . . . 6 7,325 6 7,325 - -
Navy . . . . . i e e e e e e e 140 124,856 112 109,697 . 28 15,159
National Labor RelationsBoard . . . . . .. .. .. 2 654 - - 2 654

Office of Economic Opportunity . . . .. ... .. 1 803 1 803 - -

Railroad RetirementBoard . . . .. ... ... .. 1 1,405 1 1,405 - -
Selective Service System . . . . . ... .... .. 1 285 - - 1 285

Small Business Administration . . .. ... .. .. 2 589 2 589 - -

Smithsonian and Galleryof Art . . . .. ... ... 2 186 2 186 - -

Soldiers’Home . . . . ... ............ 1 186 1 186 - -
Transportation . . . . . .. ... ... ..., 17 2,248 11 1,612 6 636
Treasury . . . . . . . i it e e e e e e e e e 32 21,935 9 5,503 23 16,432
Veterans Administration . . . . .. ... .. ... 11 67,083 81 54,319 30 12,764
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Table 4. Federal collective bargaining agreements by agency and size of bargaining unit, late 1971

All agreements

Size of Bargaining Unit

1-49 50—99 100—-299 300-499
Agency
age':: Workers gger:tes Workers ﬁ‘g;:; Workers ::g:; Workers ':'ge':z Workers
Total 671 532,745 114 3,083 70 4,936 108 20,195 50 19,638
Agriculture ............ 7 6,208 4 108 1 93 - - - -
AirForce ............. 75 96,976 6 164 6 432 9 1,740 9 3,630
Army ...veeivnnnssnes 144 125,111 19 526 19 1,336 19 3,649 7 2,782
Civil Service Commission . 1 100 - - - - 1 100 - -
Commerce ............. 7 2,632 2 51 1 53 2 434 - -
Defense .....oo0vevnnnn 23 21,891 1 1 - - 7 1,475 2 690
Federal Communications
Commission ......... 1 6. 1 6 - - - - - -
General Services
Administration . ...... 34 9,313 20 557 3 206 389 3 1,102
Health, Education,and
Welfare .. ........... 28 17,375 10 278 7 495 6 1,096 1 429
Housing and Urban
Development ........ 2 80 1 25 1 55 - - - -
Information Agency ..... 2 2,215 - - - - 1 122 - -
Interior .......covvvnns 24 4,249 9 261 8 634 5 1,024 - -
Justice ................ 5 9,623 1 46 1 51 - - - -
Labor ..........cc00ut 2 9,411 - - - - - - - -
National Aeronautics and
Space Administration . . 6 73256 - - - - 2 382 - -
Navy ...ooviiinnnnnnns 140 124 856 23 621 12 819 22 4,023 10 3,899
National Labor Relations
Board ..........0v0 2 654 - - - - 1 180 1 474
Office of Economic
Opportunity ......... 1 803 - - - - - - - -
Railroad Retirement
"Board ....iiiiiaennn 1 1,405 - - - - - - - -
Selective Service
System ........00000 1 285 - - - - 1 285 - -
Small Business
Administration . ...... 2 589 1 20 - - - - - -
Smithsonian and Gallery
of Art .ovvvvnnnnnnnn 2 186 1 23 - - 1 163 - -
Soldiers’ Home ......... 1 186 - - - - 1 186 - -
Transportation ......... 17 2,248 9 200 3 172 3 506 - -
Treasury ......ovouvveen 32 21,935 1 42 3 244 6 1,042 4 1,488
Veterans Administration . . 11 67,083 5 144 5 346 18 3,399 13 5,244
4
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Size of Bargaining Unit — Cont.
500749 750—999 1,000—4,999 Over 5,000
- Agency
;%r:: Workers ':g:; Workers '::': : Workers ﬁg: : Workers
105 63,863 85 73,782 127 240,393 12 106,855 Total.
1 507 - - - - 1 5,500 Agriculture.
16 9,433 12 10,419 14 24815 3 46,443 Air Force.
18 11,164 16 13,756 45 86,156 1 5,742 Army.
- - - - - - - - Civil Service Commission.
- - 1 900 1 1,194 - - Commerce.
3 1,900 2 1,625 8 16,190 - - Defense.
Federal Communications
- - - - - - - - Commission.
General Services
- - 3 2,572 2 4487 - - Administration.
Health, Education, and
1 727 2 1,784 - - 1 12,566 Welfare.
Housing and Urban
- - - - - - - - Development.
- - - - 1 2,093 - - Information Agency.
- - 1 950 1 1,380 - - Interior.
- - - - 3 9,626 - - Justice.
- - - - 1 4,257 1 5,154 Labor.
Nationat Aeronautics and
- - - - 4 6,943 - - Space Administration.
28 17,0562 12 10,664 26 56,328 5 31,450 Navy.
National Labor Relations
- - - - - - - - Board.
Office of Economic
- - 1 803 - - - - Opportunity.
Railroad Retirement
- - - - 1 1,405 - - Board.
Selective Service
- - - - - - - - System,
Small Business
1 569 - - - - -~ - Administration.
Smithsonian and Gallery
- - - - - - - - of Art.
- - - - - - - - Soldiers’ Home.
1 520 1 850 - - - - Transporation
7 4,237 5 4,060 6 10,822 - - Treasury.
29 17,754 29 25,399 12 14,797 - - Veterans Administration.
5
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Table 5. Federal collective bargaining agreements by size of bargaining unit and occupational group, late 1971

Occupational group

All Classification Act
agreements
Size of .
bargaining unit Professional Nonprofessional Professw.nal
nonprofessional

Am%f:: Workers zir:: Workers zir:tes- Workers ':‘nge':: Workers

Total ......... 671 532,745 29 12,806 116 61,257 17 11,756

149 ............ 114 3,083 7 178 41 1,063 1 21
5099 ........... 70 4936 5 358 20 1,325 1 53
100149 ......... 32 3,918 5 601 5 621 1 138
150199 ......... 29 4,946 - - 4 686 - -
200-299 ......... 47 11,331 4 1,089 4 995 2 446
300-399 ......... 28 9,813 1 345 2 771 - -
400499 ......... 22 9,825 1 432 1 474 2 847
500-749 ......... 106 63,863 2 1,207 16 9,479 1 530
750999 ......... 85 73,782 1 804 7 6,323 6 4905
1,0004,999 ...... 127 240,393 3 7,792 14 21,454 3 4816
5,0009,999 ...... 8 47,846 - - 1 5,500 - -
10,000-14,999 .... 3 38,749 - - 1 12,566 - -
Over 15,000 . ..... 1 20,260 - - - - - -

Wage Board,
Wage Board \:‘V::e Btf)arc! and profegsional ,and
professional nonprofessional
':,g:: Workers ﬁ,\i‘:g Workers rAnir: : Workers
3 151 126,344 305 273,295 53 47,287
1 P 32 709 31 1,023 2 89
L0 = 16 1,111 23 1,647 5 442
100-149 . . .. ittt s e 7 881 10 1,205 4 472
150-199 . . it i i e 8 1,365 14 2,397 3 498
200-299 ... .. i e et 9 2,015 21 4916 7 1870
300-399 .. ...t et i it 10 3,446 13 4,538 2 713
400499 .. ... . i eiaree e 4 1,788 12 5,371 2 913
BO0-749 .. . .ttt sttt 12 7484 62 37,608 12 7,555
750099 . ...ttt i 18 15,536 49 42,617 4 3,697
10004999 . .....0iiiiiiit ittt i 30 56,009 66 124,338 11 25,984
50009999 ......... ittt it 4 24,239 2 12,953 1 5,154
10,000-14,999 . ... ..ottt it 1 11,761 1 14,422 - -
Over15,000 ........¢ciiieerienennnanaas - - 1 20,260 - -
6
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Table 6. Federal collective bargaining agreements by agency and occupational group, late 1971

Occupational group
All Classification Act
agreements
Professional Nonprofessional Professional
nonprofessional
Agency -

::'ger::- Workers- fnger:: Workers zger;“: Workers ager:: Workers
- 671 532,745 29 12,806 116 61,257 17 11,756
AGriculture . ...ooo vt innreonrnsnoreesanans 7 6,208 1 507 2 5519 - -
AIrFOrce ....cvvviiniinnnresenrosnsennnns 75 96,976 2 2,261 10 1,627 1 801
Amy .......... et ereerasees e 144 125,111 2 4,389 21 10,546 1 1,688
Civil Service Commiission ...........c000000en 1 100 - - - - - -
COMmErce .......cveveenviencenenns PPN 7 2,632 1 1,194 - - 1 230
Defense ......ccovvnvnennnnroscocannnnnes 23 21,891 2 242 3 2929 - -
Federal Communications Commission .......... 1 6 - - - - - -
General Services Administration ............... 34 9,313 - - 4 2,452 - -
Health, Education, and Weifare ..... ereannns .. 28 17,375 - - 16 14,902 - -
Housing and Urban Development .............. 2 80 - - 2 80 - -
Information Agency .........oneeveveneonens 2 2,215 - - - - - -
Interior ....... et tesasesae e teasanas 24 4,249 1 15 4 1,402 1 21
JUSHICE . ... iviveriienncecnnnoneacaanns vee 5 9,623 1 51 - - - -
Labor ....vviinerniernnrennnananenn 2 9,411 - - - - - -
National Aeronautics and Space Administration .. 6 7.325 - - - - - -
Navy.......... heeerensas e Cereeaas 140 124 856 2 462 22 5,602 5 3,694
National Labor RelationsBoard ............... 2 654 -~ - 1 474 - -
Office of Economic Opportunity .............. 1 803 - - - - - -
Railroad RetirementBoard ............. e 1 1,405 - - - - - -
Selective Service System . .. .. c.vcvivernnenennn 1 285 - - - - - -
Small Business Administration ............c.... 2 689 - - 1 569 - -
Smithsonian and Gallery of Art ....... herarean 2 186 - - 1 23 - -
Soldiers’ Home . ..........cciciiiienonnnen. 1 186 - - 1 186 - -
Transportation .........ce00nue- reeesanaans 17 2,248 - - 7 743 - -
TreaSUNY . v vvvvecernnsonnnenonssonnosasans 32 21,935 5 2,065 10 8,530 7 4,998
Veterans Administration ...........c.c..... .. 111 67,083 12 1,620 1 5,673 1 424

Wage Board,
Wage Board Wage B:arc! am: professional, and
nonprotessiona nonprofessional
Agree- Agree- Agree-

ments Workers ments Workers ments Workers
1021 151 126,344 305 | 273,295 53 47,287
AGHCUITUNE ...ttt iitteecneanonsnsvonnosesssensnnssnes 2 56 1 33 1 93
YL - 16 24,418 40 63,226 6 4,643
ATNY ittt nte et esesanaensonoosesncnanaronss Creeeeeeaaa 31 24,698 84 76,643 5 8,147
Civil Service Commission . ............... [ . - - 1 100 - -
COMMEBICE & . it tiienenensoeetassoenosasansonsasasansons 2 63 3 1,145 - -
Defense ......coiiiiiiiiii it iiieiiireisieeeranarnnannnss 2 1,962 13 14,082 3 2,676
Federal Communications COmmIssion . ......ccvvveeensenonaasnas - - 1 6 - -
General Services Administration ..........c.civeveverntinansenen 13 5,510 17 1,351 - -
Health, Education,andWelfare . ... .........cciviiiurnnnnearan 4 257 6 1,956 2 260
Housingand Urban Development .. ....... .. ccitiieeenranennes - - - - - -
INfOrmation AgeNCY . ...vveiviercerrrionnnsorornanornrronnans 1 122 - - 1 2,093
23 - T 12 2,370 3 173 3 268
JUSEICE o ivenennnennocesssnraronasonnosansosnenaes eneaens - - 3 5,214 1 4,358
[ P - - - - 2 9,411
National Aeronautics and Space Administration .........ccccvvevans 2 1516 4 5,809 - -
Navy ....cnvuvnnnn fe e s easeasetieseneretttasasasnaonanns 52 59,833 43 47,243 16 8,122
National Labor RelationsBoard ..............c0u0n Ceeteeannes - - 1 180 - -
Office of Economic Opportunity ............. e terererreaeaan - - 1 803 - -
Railroad RetirementBoard ..........c.iciiiiiirenenienennennes - - - - 1 1,405
Selective Service System .. .......iciinirieiannn - - - - 1 285
Small Business Administration . .... araees et eeerieet e, 1 20 - - - -
Smithsonian and Gallery of Art . . .............. - - 1 163 - -
Soldiers’ Home ..........cocviivunnnns - - - - - -
Transportation ................ 5 1,217 4 75 1 213
Treasury ......coueeveneeosnsnnsnsonas 3 2,010 6 4,036 1 296
Veterans Administration .. ... e e seseiaaesear e 5 2,292 73 52,057 9 5,017
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Table 7a. Federal collective bargaining agresments by region and State, late 1971

All agreements “ Al agreements
Region and State Agreements | Workers || Region and State Agreements | Workers
TOtal . eneeeeeennnn 671 532,745 Jl Maryland «......ooeeenneenn.. 28 26,230
NorthCarolina ................ 8 9,569
SouthCarolina ................ 15 6,716
Virginia ...........ci0iiinan 42 32,757
NewEngland .................... 45 28,209 West Virginia ..........cccv0unn 8 1973
Connecticut ......cooneveveens 4 1,656
Maine .........oov0vnnevnnnes 3 530 j| East SouthCentral ............... 45 37823
Massachusetts .. .......cc0nvuns 27 16,914 Alabama ........coccveennnnns 16 19,063
New Hampshire ............... 4 6,411 Kentueky .....c.ovvivvnnnnnn. 10 8915
Rhodelsland ................. 7 2,698 Mississippi . ...cocivviinaeiann 4 2,252
Tennessee . .......ccvvvevennen 15 7,593
Middle Atlantic .................. 85 62,297
NewJdersey ........coovvennnns 14 11,987 || WestSouthCentral ............... 57 61,958
NewYork .........c.occveen. 39 22,869 Arkansas ..........cvvennnan. 2 1,638
Pennsyivania ................. 32 27,441 louisiana ................c ... 7 2,021
Oklahoma ..............cc0... 7 24,609
East NorthCentral ............... 53 47,769 TeXAS oo viiiiiiinnntcannannns 41 33,690
Minois ........ccvveeeeeennn. 21 16,757
Indiana.......ooiveennnnnnnss 7 12848 {|Mountain .........cocvveinnenn. 50 36,569
Michigan ............. PR 6 4,118 Arizona ........ciiiieinnnan. 13 3,739
Ohio......ovvvininiennnnnnn 13 12,104 Colorado ...........c000uvuen 12 7541
Wisconsin .......covveacnnenns 6 1,942 Idaho ... ..cviviiiiinnnnneennn 1 32
Montana.........c.vinninnnns 3 120
West NorthCentral ............... 31 14 552 NewMexico ........co0vnvnunn 7 2,303
JOWB. ciivntieerrenaensananas 4 1,305 Nevada ........coc0nvivnnnnes 2 871
Kansas ......c.ovivvivivnnnnens 5 3,298 Utah ... .cciiiieniiianenanns 9 21,772
Minnesota .........cc00ueennn 5 2,282 Wyoming .......co0000nencnns 3 191
MiSSOUFi .. vovveveeeneannarens 7 6,047
Mebraska ...........co000uune 2 109 f{Pacific.........ociiiievennnnnnn 107 78,750
NorthDakota..........o00unun 1 377 Alaska .....cciviteeniinnannn 10 5,825
SouthDakota .......ccovvvvenns 7 1,134 California .......ccovienvenane 63 51,163
Hawaii .............cc0unnn 1" 4540
South Atlantic ...............0.0. 188 165,480 Oregon ....oovvvineennnnnnens 8 3,864
Delaware ........cccovvuenvens 3 831 Washington ............c00... 15 13,368
District of Columbia ........... 41 41,170
Florida ..............cc0uanen 23 18941 || Foreign ..............00viiannn, 10 9,338,
GeOrgia .....coceeeenvnnenann 20 17,293
8
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Table 7b. Agreements and worker coverage of Federal collective bargaining agreements, by State and Federal administrative

region, late 1971

All agreements

All agreements

State and Federal State and Federal
administrative region Agreements | Workers administrative region Agreements | Workers
Total ......ivviiinnennnnn. 671 532,745 || Region V! . ... ... .ciiiiiinrinnn. 64 64,261
Arkansas .........cccccccnnnn 2 1,638
Regionl ...........¢c0iviverunnn 45 28,209 Louisiana .......... .. i 7 2,021
Maine ......ooiivivneronnsnns 3 530 Oklaghoma..........coovvunnnn 7 24,609
New Hampshire ............... 4 6,411 TexXas ....vvveenenenneconnann 41 33,690
Massachusetts .. ............... 27 16,914 NewMexico ..........ccvvunns 7 2,303
Rhodelsland ................. 7 2,698
Connecticut ............0nunnn 4 1656 {| RegionVII ..........cccivvennnn 18 10,759
loWa .. i inn i iinie e 4 1,305
Regiondl...........covvevenns 53 34,856 Missouri ......civiinnniannn. 7 6,047
NewYork ................... 39 22,869 Nebraska ............... .. ... 2 109
Newdersey .........oovvvnenns 14 11,987 Kansas ........civevennnnncns 5 3,298
Regiontll ............c...it 154 130,402 | Region Vil . ........ovniinn.... 35 31,135
Pennsylvania ................. 32 27441 NorthDakota................. 1 377
Delaware .............c00uvts 3 831 SouthDakota................. 7 1,134
Maryland .............cco.... 28 26,230 Montana..........cooveeennen 3 120
District of Columbia ........... 41 41,170 Wyoming ......cooevvvnnnnnnns 3 191
Virginia .....veeivnnnicnnnnas 42 32,757 Colorado ..........couuuuennn 12 7,541
West Virginia . ................ 8 1973 L0 2 9 21,772
RegionlV ... ...... .0t 111 90,342 | Region IX .. .....iiiinninnnnnn. 89 60,303
NorthCarolina ................ 8 9,569 Arizona .......ccieveneennnnns 13 3,739
SouthCarolina ................ 15 6,716 Nevada .........conviennnnnns 2 871
Georgia ........c0000000nnonn 20 17,293 California .................... 63 51,163
Florida ...................... 23 18,941 Hawaii .....coovvnnnnneennns 11 4540
Kentucky .....ovvviinnnnnanns 10 . 8915
Tennessee ... ...ccovvvnnsernns 15 7593 | Region X ... ..iiiiiiiininnnennns 34 23,089
Alabama .. .....covvvvnnennnn. 16 19,063 fdaho ... 1 32
MissisSippl v . covniiiiiiiieiinn 4 2,252 Washington ............000.n. 15 13,368
Oregon . ..vvvvnnenanenrnnenns 8 3,864
Region V ......c.iiiiininnnnnnnn 58 50,051 Alaska . ... cviuiiiiiiinnnans 10 5,825
Ohio.....iiiiiiinninenennns 13 12,104
Indiana...............co00nnn 7 12848 || Foreign ......cvvievvnneennnnnns 10 9,338
HINOIS & o vvveeneenennnnanns 21 16,757
Michigan ..........¢ .covuen 6 4,118
Wisconsin ...oovvvnriinannnnns 6 1942
Minnesota .......ccoevnnennns 5 2,282
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Chapter 2. Agreement Provisions

Selected general policy provisions

In many respects, the Federal agreements studied
were structured similarly. That is, they tended to cover
the same subject matter in virtually the same way.
General purposes and policies of the agreement often
repeated existing agency rules or Executive Orders. Most
contracts contained a preamble setting forth the
purposes of the agreement in relatively standard
language which could be traced back to Executive
Orders 10988 or 11491:

1) PURPOSE: This agreement defines certain roles
and responsibilities of the parties hereto; states
policies, procedures and methods that govern working
relationships between the parties; and identifies
subject matter of proper mutual concern to the
parties. They have entered into the agreement
primarily for the following reasons:

(@) To advance employee participation in the
formulation and implementation of personnel
policies and practices affecting the conditions
of their employment.

(b) To facilitate the adjustment of grievances,
complaints, disputes and impasses.

(¢) To foster labor-management relations.

(d) To promote the highest degree of efficiency
and responsibility in the accomplishment of the
objectives of the HUD, Federal Housing
Administration and NFFE 1616.

Over 92 percent of the agreements, in similar terms,
subordinated the contract to the Executive Order, the
Federal Personnel Manual, or agency regulations. (See
table 8.) If the agreement had been negotiated by one
unit of a large agency and another contract had been
reached at a higher administrative level having
overlapping jurisdiction, then the master agreement
governed the subordinate:

2) This contract is subject to the provisions of any
existing or future laws and the regulations of
appropriate authorities including policies set forth in
the Federal Personnel Manual; by published agency
policies and regulations in existence at the time this
contract is 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.

Any provision of this contract that is contrary to or
conflicts with the laws, regulations, instl"uctions, or
directives referred to in this article shall be null and
void.

Another 90 percent of the contracts referred to items
which were subject to bargaining by the parties. In some
instances, these items were described in broad terms, as
in the first illustration. (See table 8.) This clause also
dwelled on procedural aspects of bargaining to ensure
that matters relating to negotiability would be fully
discussed. The second provision described what was and
what was not negotiable. Examples of each are cited:

3) ... No proposal will be considered a valid item for
negotiation or discussion if it merely repeats, rewords,
or paraphrases existing laws or regulations. This is not
intended to preclude references to pertinent laws or
regulations for the purpose of citing sources of
information governing working conditions or other
conditions of employment which are negotiable. Nor
is it intended to preclude verbatim quotations which
are required by the order to be included in the terms
of the agreement or significant matters which the
parties agree should be incorporated in the agreement
to foster improved communication to the members of
the unit.

... Negotiable proposals or issues must be
responded to by the other party. If one party
considers the proposals non-negotiable, it shall so state
for the record, giving specific reasons. The mere
statement, “It is unacceptable” or “It is our
prerogative™ is not sufficient. Any proposal having a
direct effect on personnel policies, practices and
working conditions affecting the well being and
welfare of employees in the unit is a proper subject for
negotiation unless it is in direct conflict with existing
law or Agency regulation.

‘Those subjects beyond the administrative authority
of the Director of the Hospital or over which
delegation of authority has not been accorded can be
discussed and if both parties agree, the subject should
be taken to higher authority, they shall prepare a joint
statement to be submitted to the VA Central Office,
Washington, D.C. If not in agreement each may pursue
the matter through their respective channels to higher
authority.
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@)

It is agreed that matters appropriate for
consultation and negotiation between the employer
and the union are policies, programs, and procedures
related to working conditions including, but not
limited to such matters as safety, training,
labor-management cooperation, employee services,
methods of adjusting grievances, appeals, leave.
promotion plans, demotion practices, pay practices,
reduction-in-force  practices, and hours  of
work. . .. All matters which are governed by law or
regulation wherein the employer has no discretion
including but not limited to wages, salaries, overtime
rates and similar pay matters, holidays, leave accrual,
lift and health insurance coverage, retirement,
annuities, and injury and unemploymfent
compensation, will not be subject to negotiation
between the parties hereto.

Virtually all agreements contained a management

therefore. It is agreed to schedule the first meeting for
negotiating the amendment within a reasonable time
(not to exceed 30 days) after receipt of the
notification of the desire to amend the agreement. No
changes shall be considered other than those directly
related to the subject of the requested amendments.
Agreement shall be evidenced by written amendment
duly executed by both parties.

Provisions for approval of the agreement, which were
found in three-fourths of the contracts studied, often
required that the contract be reviewed on the one hand
by higher agency authority and on the other by the
membership of the employee organization. Agency
approval often consisted of review to assure that the
parties had violated no rules, orders, or laws:

: s . . 8 Final authority for approval of this agreement, its
rights p:rov1s1on, again conforming to the language of the © amendments, or termination, restsgr with the
Executive Order: appropriate officials in the VA Central Office,

Washington, D.C. However, prior to submission for
. final approval, this agreement and its amendments will
) C. Management officals of the agency retain the bear tlf: signatures ogfIthe negotiating committees and
right, n accordance with applicable laws and he Center Director
;;%ut]atxc})lxils—(l) to direct employees of the agency; the )
o hire, promote, transfer, i i
employees in. posttions wimp thz;ssn;;:n Cz;z:da ;Ztatlg ©) The unic_)n agtees{that as agent for the rank-and-ﬁ!e
suspend, demote, discharge, or take other disciplinary employees 1n the ymt covered under tl.ne te{ms of this
action against employees; (3)to relieve employees contract, to submit the contract for ranf{cauo.n by the
from duties because of lack of work or for other rank-and-file employ“? of the }xmt. Ratification must
legitimate reasons; (4) to maintain the efficiency of be made at a proper union meeting.
the Government operations entrusted to them; (5) to This agreement’ is subject to approval b¥ the
determine the methods, means, and personnel by Department of the Army. The agreement W‘l_l b_e
which such operations are to be conducted; and (6) to approved by the Department of the Army .lf "
take whatever actions may be necessary to carry out conforms to applicable laws, exlstmg. published
the mission of the agency in situations of emergency. Department of Army Policies and Regulations (}mless
the Department of Army has granted an exce;;tlortxhto
During the life of the agreement, the parties might a policy or regulation) and regulation ol other
want to change or add to their understanding. Over 88 appropriate authorities.
percent of the agreements studied specifically permitted
' (10) It is agreed that this agreement and any

reopenings, commonly by mutual consent. (See table 8.)
Proposed changes had to be in writing and negotiations
limited to those items listed in the request for change:

supplementary agreement or amendment to this

agreement must be approved by a majority vote of t.he
union members of Lodge 2505 in a general Of special
meeting assembled, and by the Office of the Secretary
of DHEW and AFGE National Office.

(6) This agreement may be opened at any time for
amendment by mutual consent of the parties. Any
request fo‘r amendment shall be in writing and must be Once granted, exclusive recognition for an employee
:;fgxﬁﬁ;:dprt:));o; ;“::lf;a:ﬁ; 0: the atl;:en?ment or organization continues as long as the requirements of the
modification or amendment oftthaissoangsree:::n:; Q}S& !Executive Order are met. Recognition can be withdrawn
required because of changes in applicable laws, rules or if the employee organization loses its majority, for
regulations issued by higher authority. Such instance, through a new election conducted under the
amendmen't will be effective on a date determined to Assistant Secretary of Labor’s supervision. Similarly,
be appropriate under the circumstances. organizations which discriminate or assist or participate
) ) in strikes against the Government do not fall within the
@) By mutual consent of the parties, this agreement definition of a lawful labor organization, and are likely

may be opened at any time for amendment, after it
has been in effect for six months. Any request for
amendment shall be in writing and shall contain a
detailed statement of the changes desired and reasons

to have recognition withdrawn? If recognition is
withdrawn, over three-fifths of the contracts studied
provided for automatic termination (table 8):

11
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Table 8. Selected general policy provisions in Federal collective bargaining agreements, by agency, late 1971

General policy provisions
All Management Emplo:(:e right Items Agreement
Agency agreements rights join union negotiable reopener
Agree- | \orkers | 297" [ workers | 297 | workers | 29" | workers | 298¢ Workers
ments ments ments ments ments
Total ......iviiiiininnnans 671 532,745 | 663 530923 526 |462,637| 601 {475,175} 593 {471,863
Agriculture . . ..ot i e et e 7 6,208 7 6,208 4 6,063 7 6,208 7 6,208
AirForce ......ccivvieinnnnvannas 75 96,976 75 96,976 70 94,900 67 79,289 63 86,136
2 144 125,111} 144 | 125,111 109 ;106,798 133 |120506| 113 99,118
Civil Servicé Commission ............ 1 100 1 100 - - 1 100 1 100
COMMEICE ......connvennensannons 7 2,632 7 2,632 6 2579 7 2,632 7 2,632
Defense .......coeveininieneennns 23 21,891 23 21,891 22 21,660 17 17,074 21 19,820
Federal Communications Commission .. 1 6 1 6 1 6 1 6 1 6
General Services Administration ....... 34 9,313 33 9,002 21 8,299 31 7,995 31 8,870
Health, Education, and Welfare ....... 28 17,375 26 16,495 16 15,809 21 16,082 23 15,363
Housing and Urban Development ...... 2 80 2 80 2 80 2 80 2 80
Information Agency ...........cu00 2 2,215 2 2,215 2 2,215 1 2,093 2 2,215
Interior ......coiiieinnenennnanans 24 4,249 21 3,703 21 3,909 19 2,916 20 1,440
JUSTICE . .i.iiviiiinnnniannnnnanans 5 9,623 5 9,623 5 9,623 5 9,623 4 5,265
Labor ...ttt ittt e 2 9,411 2 9,411 2 9411 - - 2 9411
National Aeronautics and Space
Administration .............0.... 6 7,325 6 7,325 4 6,943 6 7.325 6 7,325
Navy . cvii it iiinieerniaanaan 140 | 124856 | 140 {124,856| 126 |115,166]| 132 |119474| 136 |120329
National Labor Relations Board ....... 2 654 2 654 2 654 2 654 2 654
Office of Economic Opportunity ...... 1 803 1 803 1 803 - - 1 803
Railroad RetirementBoard .......... 1 1,405 1 1,405 - - 1 1,405 1 1,405
Selective Service System ............. 1 285 1 285 1 285 1 285 1 285
Small Business Administration ........ 2 589 2 589 2 689 2 589 2 589
Smithsonian and Gallery of Art ....... 2 186 2 186 2 186 - - 2 186
Soldiers' Home . .......ovveenrannns 1 186 1 186 1 186 1 186 1 186"
Transportation ........ccccennnesene 17 2,248 15 2,163 12 1,581 16 2,198 13 1628
Treasury ... cvveivennniensannneas 32 21,935 32 21,935 26 16,394 22 14,870 27 18,557
Veterans Administration ............ 11 67,083 | 111 67,083 68 38,508| 106 63,585 | 104 63,252

Note: Nonadditive

(11)

This agreement will terminate in the event
exclusive recognition is withdrawn from the Union.

More than four-fifths of the agreements required that
copies of the agreement be distributed to each
employee, or that meetings be held to explain the intent
of the parties to supervisors and to employees:

a2)

13)

The employer agrees that this agreement will be
printed at the employer’s expense and will be
distributed by the union to all present, and new
employees of the unit. In addition, all employees will
be furnished a copy of any future amendments to this
agreement by the union.

Employer will assure that all levels of supervision
receive a full orientation on the provisions of this
agreement. It is agreed that within 30 days of the
effective date of this contract, that the employer and

12
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the union will have several informal meetings, during
which time all employees of the unit will be invited
and the agreement will be discussed and explained.
Sufficient meetings will be held so that all employees
will be afforded an opportunity to attend.

The rights of employees to organize, protected by

14

Executive Order 11491, was also reaffirmed in over
three-fourths of the agreements:

Employees shall have, and shall be protected in the
exercise of, the right, freely and without fear of
penalty or reprisal, to form, join and assist any
employee organization or to refrain from any such
activity. They also have the right to designate
representatives for the purpose of negotiating and
consulting with management. In the exercise of this
right, employees and their representatives shall be free
from any and all interference, coercion, restraint and
discrimination.



General policy provisions—Continued
Contract approval
Reference to Withdrawal of and
governing union A.gre.!em?m ratification
regulations recognition distribution Agency
Agree- Workers Agree- Workers Agree- Workers Agree- Workers
ments ments ments ments
618 509,045 429 326,191 555 458,215 506 391,174 Total.
7 6,208 4 656 6 6,175 6 6,175 Agriculture,
68 93,167 55 50,852 58 72,566 67 80,083 Air Force.
132 113,395 79 72,047 117 109,296 135 119,472 Army.
- - 1 100 1 100 1 100 Civil Service Commission.
7 2,632 4 1,198 4 1,344 3 951 Commerce.
21 21,329 10 8,503 22 20,641 15 9,337 Defense.

1 6 1 6 1 6 1 6 Federal Communications Commission.
33 9,298 17 6,668 29 9,069 13 1,237 General Services Administration,
21 16,752 10 1,533 22 16,187 22 3,539 Health, Education, and Welfare

2 80 - — 2 80 - - Housing and Urban Development.

2 2,215 1 122 2 2,215 1 122 Information Agency.

19 3,599 8 488 23 3,986 23 4,028 interior.

5 9,623 1 46 4 9,572 2 4,409 Justice.

2 9,411 - - 2 9,411 - - Labor.

National Aeronautics and Space

6 7,325 3 4,601 5 7,138 2 4,414 Administration.

126 119,735 11 108,178 111 106,837 113 104,285 Navy.

2 654 - - 2 654 1 474 Nationat Labor Relations Board.

1 803 - - - - 1 803 Office of Economic Opportunity.

1 1,405 - - - - - - Railroad Retirement Board.

1 285 1 285 1 285 1 285 Selective Service System.

2 589 1 20 1 569 - - Small Business Administration.

2 186 2 186 1 23 1 23 | Smithsonian and Gallery of Art.

1 186 1 186 1 186 - - Soldiers' Home.

31 21,425 13 8,354 22 17,631 9 4,781 Transportation.
110 66,763 102 61,018 104 62,201 75 45,985 Treasury.
100 66,763 102 61,018 104 62,201 75 45,985 Veterans Administration.

Executive Order 11491 also protects the right of
employees to present their views to Congress. However,
only four agreements, all with Defense agencies, put this
stipulation into the agreement:

15) An employee will not be precluded from presenting
his views to officials of the executive branch, the
Congress, or other appropriate authority.

(16) Employees have the right, either individually or
collectively, to petition Congress, or any Member
thereof, or to furnish information to either the House
of Congtess, or to any Committee or Member thereof,
and this right shall not be denied or interfered
with. . ..

Antidiscrimination provisions

The Federal Government’s policy opposing
discrimination within its operations has been the subject
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of specific Executive Orders as well as guidelines in the

Federal

Personnel Manual. In line with this policy,

Executive Orders 10988 and 11491 denied recognition

to any

employee organization that discriminated by

race, color, creed, sex, age, or national origin.

Statements further affirming the intent of the parties
were incorporated in over 70 percent of the agreements.
(See table 9.) In some agreements, the employer pledged
not to discriminate in any way; in others, both parties
emphasized their joint responsibilities.

an

It is the firm, positive and continuing policy of the
union and the employer that all eligible persons are
assured equal opportunity in employment matters.
Discrimination on the basis of race, color, religion, sex
or national origin is prohibited. The employer and the
union recognize a joint responsibility for making



constructive contributions to the national goal of management, At such times as management is

equality of opportunity as expressed in Executive considering filling additional positions for part-time
Orders 11246 and 11375. Equal Employment Opportunity Counselors, the
union will be notified so that they may submit their

(18) The employer has the obligation to insure that he nominations.

will not discriminate in any action for reason of race,
creed, color, sex, age (where it is unrelated to the

ability to perform the functions involved) or national 20) The union will be given a representz.ltive on 'the

origin. Equal Employment Opportunity Committee subject
to approval by the Base Commander or his designated
representative.

Some clauses permitted the employee organization to Should the nominated individual be rejected by the
nominate candidates for counselors so that equal Base Commander or his designated representative, the
employment opportunity problems might be discussed union will be advised of the objection through the
with individual employees. The decision to appoint, Union-Employer Coordinating Committee meeting.
however, remained with the agency. Any such agency ) L o
had to explain its rejection of union candidates: In its second form, antidiscrimination provisions

either created a joint committee on equal employment
opportunity or provided for employee organization
. . L . membership on an existing committee. About 19
to nominate candidates for positions as part-time . L.
"Equal Employment Opportunity Counselors. If these percent of the agreements contained references to joint

candidates meet the general qualifications for committees to deal with equal employment
counselors they will be considered for selection by opportunities. (See table 9.) The committees could deal

19 The employer acknowledges the union’s privilege

Table 9. Equal employment opportunity provisions in Federal collective bargaining agreements, by agency, late 1971

Equal Employment
All Antidiscrimination Opportunity Joint
agreements clause Committee
Agency

Agreements | Workers | Agreements | Workers | Agreements | Workers

Total ... ittt et e 671 532,745 472 436,475 128 204,323
Agriculture .........cvieieiireeeaeaaannanans 7 6,208 2 5,507 - -
AirForce ......c.iiiiiiieeiineneneanannans 75 96,976 56 85,716 22 59,779
2 T 2 144 125,111 94 95,927 22 27,792
Civil Service COMMISSION ... . et nnenaenns 1 100 1 100 - -
COMIMEICE o v v e evanne s rraannanenanaonnannnas 7 2,632 3 2,324 - -
Defense ......ciiiiiiiiiii it 23 21,891 18 20,160 6 11,725
Federal Communications Commission ............ 1 6 1 6 - -
General Services Administration ................. 34 9,313 31 9,223 - -
Health, Education,and Welfare .. ................ 28 17,375 17 15,671 2 12,764
Housing and Urban Development ................ 2 80 2 80 - -
Information AgGency ..........ceeeeenvnanennss 2 2,215 1 2,093 - -
Ierior ... ittt ittt 24 4,249 12 2,981 1 32
JUSTICE ..ot i e e i i e e 5 9,623 4 9,572 1 4,358
Labor .. i i i ittt e, 2 9,411 2 9,411 - -
National Aeronautics and Space Administration .. ... 6 7,325 6 7,325 2 2,929
NaVY ottt it i ittt i i ittt i 140 124,856 95 99,534 46 66,333
National Labor Relations Board ................. 2 654 2 654 - -
Office of Economic Opportunity ................ 1 803 1 803 - -
Railroad RetirementBoard ..............c.c0vun. 1 1,405 1 1,405 - -
Selective Service System .. ........ .00 iiennan.. 1 285 - - - -
Small Business Administration . ................. 2 589 2 589 1 569
Smithsonian and Gallery of Art ................. 2 186 2 186 - -
Soldiers'Home ............coiviiininnnrenns 1 186 1 186 - -
Transportation .. ........veviinnrnnennenneons 17 2,248 4 1,125 - -
Treasury ...ttt i e e 32 21,935 12 6463 1 1,860
Veterans Administration . ...........coviennnnen. 111 67,083 102 59,434 24 16,182

NOTE: Nonadditive.
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with internal agency affairs or, in some instances, with
problems that might develop in the community at large.
In the latter case, nongovernment groups and
community leaders were part of the committee:

1) The employer and the union agree that the
Commander’s Equal Employment Opportunity
Advisory Council is established to advise the
Commander and top management on such matters as
maintaining effective communications with the
community and for the workforce. Membership may
include  representatives of minority group
organizations and other community leaders,
employees, spokesmen for employee organizations and
officials of the depot. . ..

Many times, committee provisions also contained a
pledge of - cooperation in antidiscrimination matters,
illustrated in the following. As in all committees,
meetings become forums for discussing agency policy
and programs and specific problems that may have
arisen. Further, the designee of the employee
organization was to be paid for his time at meetings:

Q2) The employer and union agree to cooperate in
providing equal employment and promotion
opportunity for all qualified applicants and employees
to prohibit discrimination because of age, race,
religion, color, creed or sex and to promote the Air
Force.... Programs for equal employment

opportunity through a positive and continuing effort.

The union will designate an officer of Lodge 1592,
AFGE, to serve on the...Equal Employment
Opportunity Committee. The employer will recognize
the designated Lodge 1592 officer as a standing
member of the Equal Employment Opportunity
Commiittee. If employed by the employer and in an
official pay status, the designated officer will be in an
official duty status to attend meetings of the
committee which are conducted during normal duty
hours,

... The employer and the union agree to provide
information and advice in the Equal Employment
Opportunity Committee meetings of any outstanding
equal opportunity problems. The union further agrees
to make constructive recommendations for program
improvements through both the efforts of the union
representative of the Equal Employment Opportunity
Committee and collective efforts by its officers and
stewards.

Hours of work and overtime

In the Federal service, regular and overtime hours of
work are often established by Civil Service Commission
or agency regulations, leaving little discretion to the
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bargaining parties. Most of the employees covered by
agreements containing hours and overtime provisions
were in bargaining units made up partly or entirely of
Wage Board employees, since varying work periods and
the need to schedule overtime are most common in
industrial or blue-collar type of Federal activities. (See
table 10.)

Daily and weekly hours. Agencies, in most cases,
schedule the basic workweek as five 8-hour days.
Starting and finishing times generally are the same each
day, and whenever possible, work 'days are Monday
through Friday. The head of an agency can alter these
schedules if the hours specified would seriously handicap
the organization in carrying out its function, or would
substantially increase costs.

Nearly 70 percent of the agreements in the study
included regularly scheduled hours, compared with only
30 percent in 1964. (See table 10.) The first provision
establishes a general schedule, but permits exceptions
appearing elsewhere in the agreement. The second
example includes exceptions for stipulated essential
activities:

23) It is agreed and understood that, except as

hereinafter provided, the basic workweek will consist
of five (§), eight (8) hour days, Monday through
Friday, inclusive. The regular hours of work for
employees within the unit shall not exceed eight (8)
hours per day and forty (40) hours per week.
24) The basic work week shall consist of eight hours in
one day, Monday through Friday, except for those
jobs which directly relate to the protection of
property, security, health, patient care, providing
necessary power and heat, or other necessary
functions.

Overtime. Under law, overtime is paid for officially
ordered or approved work beyond 8 hours a day or 40
hours a week. Nearly three-fourths of the agreements
had provisions incorporating this policy. In the first
illustration, the premium rate was given; and in the
second the employee could chose premium pay or
compensatory time:

25) All hours of work in excess of the eight hours in
the employee’s regular work shift or in excess of the
40 hours in his basic work week shall be paid for at
not less than time and one-half the employee’s hourly
rate, except that employees in a standby status shall
be paid overtime rates only for hours of duty in excess
of 40 per week.

26) Where statutes and VA policy permit, all time
required to be worked in excess of eight hours per day
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Table 10. Hours, overtime, weekend, holiday, and shift premiums in Federal collective bargaining

agreements by occupational group, late 1971

Classification Act
All Professional Nonprofessional Professlona'l and
. . agreements nonprofessional
Hours, overtime, and premium pay
provisions
Agree- | \orkers | 297 | workers | A9 | workers | A%®" | Workers
ments ments ments ments
B < 671 532,745 29 12,806 116 61,257 17 11,756
Provision for regularly scheduled hours ..... 463 429,783 12 2,725 78 47,661 8 6,646
Daily and/or weekly overtime provisions . ... 490 456,056 10 3,708 78 52,982 9 8,054
Premium pay forearlystart .............. 45 60,676 1 432 6 3,483 - -
Equal distribution of overtime ............ 429 399,582 8 2,463 68 38,249 9 8,054
Right to refuseovertime . ................ 253 269,339 5 2,009 36 20,869 7 4,601
Premium pay for weekendwork . .......... 96 103,534 1 30 7 6,761 2 1,046
Premium pay for holiday work ............ 202 227,402 2 834 20 8,352 1 230
Shiftdifferential .. ..................... 168 153,942 2 261 15 6,800 1 230
Notice of work schedule changes .......... 365 358,651 7 1,694 48 24,652 2 1,904
Wage Board,
Wage Board Wage Boarczl and professional, and
nonprofessional .
nonprofessional
Agree- | workers | A9 | workers | A9 | Workers
ments ments ments

LI 7 | eeeraanes 151 126,344 305 273,295 53 47,287
Provision for regularly scheduledhours . ...................... 121 117,518 21 222,352 33 32,881
Daily and/or weekly overtime provisions . .........c.cceveeenanas 126 121,289 232 238,467 36 31,556
Premiumpay forearlystart . .........cooiiiiiiinerecnnnnnes 21 35,830 16 19,218 1 1,713
Equal distribution of overtime . ........ .. it iiiaanans 116 112,812 200 212,737 28 25,267
Right to refuseovertime ...............c i iiieiinnnannns 72 85,410 114 142,357 19 14,093
Premium pay forweekend work ..........ciiiieinnncnnenans 45 55,420 39 36,159 4 4,118
Premium pay for holiday Work . .......evvivnnnennnennrennns 75 84,245 94 123,534 10 10,207
Shiftdifferential .........ccciiiiiitnirnraricnanannnrnans 67 66,752 74 68,973 9 10,926
Notice of work schedulechanges . . .. ....c.iviiiiininnnnenns 98 95,475 186 210,410 24 24,416

NOTE: Nonadditive. Agreements may have more than one provision.

and forty hours per week shall be considered overtime,
and employees shall not be required to take
compensatory time off in lieu of premium pay, but
shall have an opportunity to elect overtime pay or
compensatory time. This policy does not apply to
classified positions where rate of basic compensation is
in excess of the maximum scheduled rate of Grade
GS-9 (and above) of the Classification Act of 1959 as
amended or at the employee’s option.
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Early start. Seven percent of the agreements provided
overtime pay for work performed before the start of
regularly scheduled hours. In Federal service, such early
starts may be dictated by the need to prepare work for
the regular staff, to get machinery or equipment ready
before the start of the workday, or to maintain other
scheduled activities:



27 Employees in the unit shall not be required to
perform any work or duty before or after his
scheduled work hours, without compensating the
employees for all such work or duty. It is further
understood that if an employee is directed by the
employer to report at a designated location at a
specified time, prior or subsequent to his regular shift
hours, such time shall be considered compensable at
the existing overtime rate.

Overtime equalization. Eighty-eight percent of the
agreements providing for daily and weekly overtime
required that such work would be distributed equally
among all members of the appropriate unit. This
requirement, however, was at times modified if
employees chosen had to qualify to perform the work.
Employees also might be penalized in an equalization
program when they refused overtime after receiving
notice adequately in advance of such assignments:

Available overtime work will be distributed as
equally as possible among covered employees in the
classifications, consistent with the experience and
qualifications of the employees to do the work.

an

(28) In order to insure that overtime is equally
distributed, a roster will be maintained showing who
and when an employee worked overtime. The refusal
of any employee to work overtime will be considered
the same as if he had worked provided he is given the
full two (2) weeks’ advance notice. This roster will be
kept up-to-date and made available upon request to
union officials and shop stewards.

Right to refuse overtime. More than one-half of the
agreements with overtime provisions gave employees the
right to refuse overtime. Again agreements covering
workers in Wage Board and mixed units predominated.
The right to refuse, however, was usually limited. For
example, it might be granted if replacements were
available if insufficient notice was given, or if the
employee had a legitimate personal reason:

(29) An employee shall have the right to refuse an
overtime assignment provided he has a legitimate
reason and a qualified employee is available to take his
place. However, if the employer is unable to find a
replacement, the employee will work overtime.

(30) a. The supervisor shall notify the employee
forty-eight (48) hours in advance of all scheduled
overtime assignments. Any employee covered by this
agreement shall have the right to refuse overtime
assignments unless notified at least forty-eight (48)
hours in advance of the scheduled overtime or for

personal reasons acceptable to both the employee and
the supervisor. If an employee refuses an overtime
assignment other than either of these conditions, he
shall not be considered for overtime again until his
name is again reached on the overtime list. An
employee who is on approved sick leave, annual leave,
holiday leave, leave without pay, absent without leave,
holiday leave, or on excused absence at the time the
overtime list is prepared shall not be considered as
available for his overtime assignment, but shall retain
his standing on the overtime list for the next
scheduled overtime assignment.

Lacking an absolute right to refuse overtime,
employees could be relieved from such assignments
under circumstances acceptable to agency officials. For
example, an employee might be excused from overtime
if the work would . impair his health or cause undue
hardship:

31 An employee may be required to perform overtime
work. Such work will be kept to an absolute
minimum. No employee will be required to work
overtime if the additional work would impair health or

efficiency or cause extreme hardship.

Weekend work. A few agreements provided for weekend
premium pay when weekend work was part of the
worker’s regularly scheduled work week. Premium pay
of time and one-fourth ordinarily applied:

(32) The employer agrees that any employee within the
unit, who is required to work on a Sunday as part of
his basic workweek, is entitled to pay at his rate of -
basic pay plus premium pay at a rate equal to
twenty-five (25) percent of his rate of basic pay for
each hour of Sunday work which is not overtime work
and which is not in excess of eight (8) hours for each
regularly scheduled tour of duty which begins or ends
on Sunday. Sunday premium pay is not payable to an
employee on annual or sick leave or otherwise excused
from working on a Sunday.

(33) All full time employees assigned shift operations
when Sundays fall within their regular scheduled work
week, shall be paid the 25 percent differential referred
to in the following: Employees with the unit who may
be required to work on Sundays as part of their basic
week will be compensated at | and 1/4 times their
regular hourly wage for the entire shift if any part of
the shift falls on Sunday, provided the Sunday hours
are actually worked. A unit employee on annual or
sick leave or otherwise excused from work for the
Sunday portion of his shift shall receive his regular
rate of pay for the shift.

In a regular Monday through Friday schedule, premium
pay rates for weekend work were on an overtime basis:
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(34) All hours of work on Saturday and Sunday will be

compensated at one and one-half times the employee’s
hourly rate, provided that neither Saturday or Sunday
is included in the employee’s scheduled work week,
and provided further that work performed on
Saturday and Sunday is overtime work as defined. ...

Holiday work. Thirty percent of the agreements
provided premium pay for work on holidays. (See
table 10.) Clauses distinguished the compensation to be
received for a holiday falling within or outside the basic
workweek. Wage Board or mixed units represented 89
percent of the agreements with these provisions:

employer agrees to advise the union of the action
taken and the reasons therefor.

(38) Whenever it is necessary to schedule a two or three
shift operation or to change the shift hours of
employees, 48 hours prior notice will be given to the
concerned employee when practicable, and there shall
be an equitable distribution of these assignments
among the employees within their regularly assigned
work area.

Shift differential. Additional pay, mostly for Wage
Board and nonprofessional Classification Act employees,
was provided for work outside the normal daytime shift

(35) Employees working on a holiday outside their basic in one-fourth of all agreements:
workweek shall receive the same pay as they would )
normally receive on an overtime day. 39 Members of the unit who are assigned to regularly
. . cops . . scheduled tours of duty at night shall be paid a
‘l‘:(m*";y";i;"mk“,‘g ona holiday W‘“““th“‘e“ bas;g differential of thirteen cents ($0.13) additional per
workweek shall receive the same pay as they woul hour for work on the second shift (4:00 p.m. to 12:00
normally receive on a regular work day, plus the day’s midnight) and seventeen cents ($0.17) additional per
pay they are no'rmal~ly entlﬁled to for a holiday, plus hour for work on the third shift (12:00 midnight to
the applicable shift differential. 8:00 a.m.)
(36) Upgraded employees working on a holiday within

their basic workweek shall receive double their hourly
rate plus double their appropriate shift differential for
all hours not to exceed eight (8) hours worked on such
holiday. Graded employees working on a holiday
within their basic workweek shall receive double their
hourly rate plus their appropriate shift differential of
10% of their hourly rate for all hours not to exceed
eight (8) hours worked on such holiday. Holiday
premium pay is not payable for overtime work on
holiday.

Notice of schedule changes. Over one-half of all
agreements required the employer to notify employee
organizations before any change in work schedules or
intention to start additional shifts. This percentage is
more than double that found in the 1964 study. A
two-week notice period was most common, although
reference occasionally was made to shorter periods.

Callback pay. Callback pay, which guarantees a
specified number of hours of work or pay when
employees are directed to report for duty after
completion of their regularly scheduled hours, was
found in 39 percent of the agreements studied,
compared to 15 percent in 1964. (See table 11.) Most
were found in Defense-related agencies and involved
Wage Board occupatigns. Usually, the amount of
callback pay conformed to Comptroller General Opinion
B-175452, May 1, 1972, which interpreted the
applicable statute> as guaranteeing 2 hours’ pay, at
overtime rates, for the inconvenience of being called
back to duty. In the first illustration, the employee also
is guaranteed that he will not be unnecessarily held over
for work other than that which caused the emergency
callback:

Notice requirements, however, were waived in situations 40) ~ Employees “1(1;‘1 b?"k t‘; his place of Timplot!l:mehr:t

. « et at a time outside of, and unconnected with, his

designated by the employer as “emergencies™: scheduled hours of work, within his basic workweek,

a7 Management has the right to change existing tours to perform unscheduled overtime of less than two (2)

- of duty, after appropriate consultation with the union hours dl.}ratlon, shall be pa‘x‘d a mimnimum of two hours

and consideration of the union viewpoint. Normally of overtime pay for each “callback,” even though no

any change will be announced in writing at least two work, or less than two (2) hours of work is actually

(2) weeks in advance and will continue for a period of performed. Also, any employee “called back shall_be

at least two pay periods. Management may make properly excused upon completion of the job which
exceptions to these requirements in emergency he was “called back™ to perform. ...

circumstances. @n An employee shall receive a minimum of two (2)

(32) Section 4. The employer agrees that, except in hours compensation in accordance with applicable

emergency situations, employees in the unit will be
notified of changes in their workweeks or shift hours
at least three (3) calendar days in advance of the start
of the administrative workweek during which the
change is effective. When, due to an emergency, the
employee is not notified as provided herein, the
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regulations if he is called back to work on an overtime
basis outside his scheduled hours of work.

Reporting pay. Only 3 agreements provided for
“reporting pay,” which is a minimum pay guarantee to a
worker who reports for work on schedule but cannot be
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utilized (or less work is available than can be
accomplished during the guarantee period):

@“2) When an employee reports for duty (except
holidays) in accordance with his regular work schedule
and it is determined that his services are not required,
he will be guaranteed a minimum of 2 hours of his
regular or similar work at his regular rate of pay.

44)
Pay guarantee for unexpected dismissal. Twenty-nine
percent of the agreements assured employees no loss of
pay if they were dismissed for reasons beyond their

to leave unless assigned by the employer to other
work. However, this provision does not apply to
employees excluded by applicable laws and regula-
tions. Determination of essential personnel to be
retained will be the responsibility of the appropriate
supervisor. Wherever feasible retention of essential
employees will be on a rotational basis.

In case of absence due to extreme weather
conditions or public emergency situations and where it
is determined on an individual basis that it was
impossible for all practical purposes for an employee
to get to work, excused absence without charge to

control, such as unexpected down-time or inclement
weather. These provisions applied to early dismissal and
to weather which prevented an employee from reaching
his place of work:

@43) When an employee is relieved from duty by the
employer during his regular shift hours due to
interruption or suspension of operations, including
inclement weather, breakdown of equipment, or other
emergencies, or Acts of God, he shall be excused for
the balance of the shift without loss of pay or charge

leave will be authorized.

Rest periods, cleanup time,
and clothing and tool allowances

The frequency of provisions relating to rest periods,
cleanup time, and clothing and tool allowances has risen
markedly since 1964. In the Bureau’s earlier study, 4
percent of the agreements provided for rest periods, 5
percent for clothing allowances, and 18 percent for
cleanup time. In the current study, 35 percent provided

Table 11. Reporting pay, callback pay, and pay for unexpected dismissal in Federal collective bargaining agreements,

by agency, late 1971
Provision for
Unexpected dismissal
Callback pay Reporting pay pay — Acts of God,
etc.
Agency
Agreements | Workers | Agreements | Workers | Agreements | Workers
.1 1 259 233,669 3 2,999 194 194,218
Agriculture . ......c.iviiereiniacierterranatann 1 7 - - - -
AifFOrce .......cciiieiinncisnnraasnnsannas 22 26,508 - - 15 11,683
AIMY it it it et 71 63,670 1 1,941 44 49,015
Civil Service Commission ..........coevievnennn - - - - - -
COMMEICE . ..ot ivn i nvnnsnnnncencnonnnnens 2 94 - - 1 230
Defense . .......ciiiiiiiiiiiiiiiiiienrnannn, 5 2,660 - - 9 12,009
Federal Communications Commission ., ........... - —_ - - - -
General Services Administration ................. 9 4917 - - 5 786
Health, Education,and Welfare - - -« -« «c v covcvnnee 5 13,805 - - 3 13,602
Housing and Urban Development ................ 1 25 - - 1 25
Information Agency .........voeieneiieinennnn - - - - - -
I iOr o v ittt iiiie i titenvrenennoesansnnns 6 1,680 - - 1 950
I T3 1 o - - - - - -
Labor ...ttt i it e e - - - - 1 4,257
National Aeronautics and Space Administration .. ... 5 4511 - 4 5,930
NaVY . itiine ittt eterartennnaons 97 97,971 1 608 71 71,568
National Labor RelationsBoard ................. - - - - - -
Office of Economic Opportunity ................ - - - - - -
Railroad RetirementBoard ..............cccvunn - - - - - -
Selective Service System . . ....... ... i - - - - - -
Small Business Administration ..............0... 1 20 - -~ .2 589
Smithsonian and Gallery of Art ...... PN 2 186 - -~ 2 186
Soldiers’ Home ........cciiininineenenneenans - - - - - -
Transportation .......c.oceurenceernecnnreenns 10 1,426 - - 6 1,233
TrEaSUrY . oo v ieneentenrennensoetnnsnoenncns 3 2,010 - - 16 12919
Veterans Administration . .......co0vvvnnennenane 19 14,179 1 450 13 9,236
NOTE: Nonadditive. An agreement may contain more than one provision.
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Table 12, Rest periods, cleanup, clothing and tool allowances in Federal collective bargaining agreements, by occupational

group, late 1971

Working conditions
All ) . ] ] .
agreements Rest periods Cleanup time Clothing allowances | Tool allowances
Occupational group
Agreementsl Workers | Agreementsj Workers [Agreements|Workers | Agreements|Workers Agreements'Workers
Total ........ 671 632,745 234 248,395 252 294,142 266 278,638 97 87,375
e
Classification Act
Professional only .... 29 12,806 6 770 3 827 2 261 1 30
Nonprofessional only . 116 61,257 23 30,311 12 8,480 30 10,315 8 1,534
Professional and
nonprofessional . .. 17 11,756 1 230 - - - - - -
Wage Boardonly ....... 151 126,344 42 48,286 82 100,022 92 104,193 37 29,578
Wage Board and .
nonprofessional ..... 305 273,295 142 150,621 135 165,868 127 151,480 45 51,187
Wage Board, professional
and nonprofessional . . 53 47,287 20 18,177 20 18,945 15 12,389 6 ,| 5,046

NOTE: Nonadditive,

for rest periods; 40 percent, clothing allowances; and 38
percent, cleanup time. Once again, units of Wage Board
employees in the Department of Defense and the
Veterans Administration negotiated most of the
agreements. (See table 12.)

+

Rest periods. Provisions specifying rest periods typically
governed the number, duration, and scheduling of such
breaks. Criteria often were specified for supervisors to
follow in granting breaks involving factors such as
physical exertion, fatigue, and employee isolation from
others. Usually, employees received a 15 minute break
period during the first and last 4 hours of work, Clauses
also safeguarded against abuses and cautioned
employees, for example, against extending lunch
periods, changing starting or quitting times, and
conducting union business:

@5s) It is the policy of the employer to grant rest
periods for not to exceed fifteen minutes during the
first half and the second half of an 8-hour shift,
subject to the criteria below, It is left to the operating
official’s discretion to determine whether rest periods
are to be taken on a time schedule by all personnel or
to authorize individual rest periods at such time as will
not interfere with his work. These rest periods shall
not be a continuation of the lunch period, nor taken
immediately prior to quitting time. Criteria for
determining the need and duration for rest periods are
as follows:

a. Protection of employee’s health by relief from
hazardous work or that which requires continual
and/or considerable physical exertion.

b. Reduction of accident rate by removal of
fatigue potential.

c. Working in confined spaces or in areas where
normal personal activities are restricted.

d. Increase in or maintenance of high quality
and/or quantity production traceable to the rest
period.

“@6) Employees who work eight-hour tours of duty will
have a rest period of not more than 15 minutes for
each four hours of continuous work. Employees who
work on four-hour shifts will have not more than one
15-minute rest period. Rest periods will not be used to
lengthen the lunch period, to start work later, or to
end a tour of duty earlier when a rest period is not
taken by personal choice or because of workload
demands. Rest periods that are not taken may not be
accumulated for later use. Rest periods may be
canceled by supervisors when workload emergencies
arise or when workload so requires. Since rest periods
are taken during on-duty hours, union business will
not be conducted during such periods.

At least one agreement allowed breaks during the
working day but did not set aside a designated time
period:

@n There will be no assigned periods for coffee breaks.

Employees will be permitted to purchase refreshments
within the facility and return to their work or other
designated areas.

Cleanup time. Most agreements providing for cleanup
time allowed a “reasonable” period, rather than a
specific amount of time, to wash, change clothes, and
put away tools. At times, clauses permitted; such
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activities to take place before lunch and quitting time;
others were silent in this aspect:

48) The employer will provide a reasonable amount of
time consistent with the nature of the work performed
for employees to clean up prior to lunch and at the
end of the work day. In the same manner a reasonable
amount of time will be allowed employees for the
storage or cleanup and protection of government
property and equipment and personal tools prior to
the end of the work day.

@9 Time will be allowed each civilian employee for the
attendance to his own personal clean-up.

Clothing allowances. If agency regulations required
specialized uniforms or protective clothing, these
generally were provided to employees:

(50) Subject to the provisions of applicable regulations,
the employer agrees to furnish ... special
clothing . . . that employees may be required to

use....

The employer agrees to furnish protective clothing
and equipment in accordance with Department of the
Army Regulations.

(629

Tool allowances. Provisions dealing with tools and tool
allowances stipulated not only tools which the agency
provided but also basic tools of trade which certain
skilled employees are required to supply. Since these
employees are required to furnish tools, provisions also
could cover arrangements for storage of personal tools
and procedures for claiming loss:

Tools and equipment necessary for the accomplish-
ment of their duties as determined by the employer
will be made available to employees concerned in
accordance with applicable regulations and Technical
Ozders. Such tools issued to the employee are subject
to personal accountability according to governing
regulations.

(52)

53) It is agreed that the employer will continue to

supply the tools and materials currently provided.

Subcontracting

Nearly one-fourth of the agreements to some extent
restricted contracting out of work normally done by
employees in the bargaining unit. (See table 13.) Over
three-fourths containing subcontracting clauses were
negotiated with the Navy and Army, and accounted for
more than four-fifths of the employees covered by such
provisions.

Provisions restricting contracting out fell into three
categories. Most of these stated that the employer would
not contract out work unless necessary; as a rule, they
specified a time period in which the employer would
notify the employee organization of any subcontracting.
The advance notice implies that the employee
representative could question the decision to contract
out and could use the time to marshal arguments against

the decision:
54) Although it is the policy of DCASR, Chicago to
employ within manpower and funding limitations
qualified personnel appointed under U.S. Civil Service
Commission procedures in continuing or permanent
positions in accordance with existing laws and policy,
if contracting out for personnel services on a
continuing basis is determined necessary, reasonable
advance notice of two weeks when possible will be
furnished the Local.

55) Empioyee agrees to notify the union in advance of
all contracting actions which have a tendency to
displace career employees. . . .

(56) ...Whenever the work normally performed by
employees in the unit is expected to be contracted
out, the employer agrees to inform the council before
implementing such action.

In the second category, the right of the employee
organization to protest the action, or to have a role or be
consulted in the decision was explicit if the decision
affected the size of the present work force. The first
example required a written management decision on the
employee organization’s protest:

Employees who are required to provide basic tools as ‘ST The employer shall give the union 30 days advance
provided in Base and Departmental instructions will be notice of its intention to solicit bids for “contract
provided safe and secure stowage for personauy-owned work” which would result in a reduction in force or
tools. Tools required to be furnished by employees demotion of any employees. Such advance notice will
will be specified in announcements of positions to be provide a full explanation of the reasons for making
filled. Inventories of personally-owned tools will be this change and will afford the union an opportunity
filed with the shop head. The employer agrees to to file a written protest within ten (10) days. The
investigate any claim of loss or damage to employer will consider the protest and shall furnish
personally-owned tools and to compensate the owner the unjon a written decision.

for the fair value of such tools (in cash or in kind, as

determined by the employer) if the investigation (58) It is recognized that it is the general policy of the
establishes that the loss or damage was not the fault of DOD to accomplish, with Civil Service employees, the
the owner. regular routine recurring operational work at those
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Table 13. Restrictions on subcontracting, work by supervisors, and reference to jurisdictional issues in Federal collective
bargaining agresments, by agency, late 1971

Restrictions on Restrictions on work Jurisdictional
subcontracting performed by supervisors issues
Agency

Agreements Workers | Agreements Workers | Agreements Workers

10 159 182,006 134 131,795 45 68,709
Agriculture .........cceiivnrsrnnrrronrsannas - - - - 1 33
AlrForce .......coiveveninirnncersnnrannens 2 1,764 1 509 - -
AMMY .ttt it ittt 55 69,163 46 51,337 7 6,482
Civil Service Commiission ............c0cccvneunn - - - - - -
COMMEICE . . v vt vivienronrssscroascosnannanss - - - - -
Defense . ...oveiinrvvnnnranernensssncensnreas 4 5,778 6 3421 1 2,369
Federal Communications Commission ............ - - - - -
General Services Administration ................. 4 4381 4 478 - -
Health, Education,andWelfare .. ................ 2 238 2 1541 - -
Housing and Urban Development ................ - - - - - -
Information Agency ..........ciiviiiinnnranns 1 2,093 - - - -
LT T 2 103 2 a7 2 1,601
JUSHICE .. v i e i i it e et e s i en e - - - - - -
Labor . ...t i i i ettt e e 1 5,154 - - - -
National Aeronautics and Space Administration .. ... 3 2,995 4 4,324 1 187
NaVY . iiiiiiiieeiientssonssnnssannasannns 69 81,413 60 64,876 28 54,987
National Labor RelationsBoard ................. - - - - - -
Office of Economic Opportunity ................ - - - - - -
Railroad RetirementBoard ..............cc00ven - - 1 1,405 - —
Selective Service System .. ........ccciiitnanns - - - - - -
Small Business Administration .................. 1 569 - - - -
Smithsonian and Galleryof Art ................. - - 1 163 - -
Soldiers’ Home ...........c.iciiiineenrnenenn - - 1 186 - -
Transportation ..........cccueiennnnsaneansns 3 354 1 850 2 1,040
Treasury . ....ccieerrecsnnnesenannssonaranss 1 85 3 1,039 3 2,010
Veterans Administration .........c00nveeivnnnen 11 7916 2 1,249 - -

NOTE: Nonadditive.

activities that have traditionally employed such a
force. DISC work may be contracted to accomplish
seasonal and other peak work loads, to prevent the
buildup of unduly large backlogs of work, to perform
occasional specialized work and to accomplish work
that, for economic or other reasons, can be better
performed by contract. Prior to the initial contracting
of work that has traditionally been performed by
DISC employees, the employer agrees to consult and
discuss other possible courses of action with the
union. This will affect the contracting of work that
does not affect the work force.

force to perform or economic or regulatory
considerations dictate that such work be performed by
contract. Of necessity, work will be contracted under
conditions such as: when special technical skills or
equipment are not available; when all manpower
resources are committed and the work is of such
urgency that its accomplishment cannot be deferred;
or when accomplishment cannot be deferred; or when
accomplishment by contract is specifically directed by
the Commandant of the Marine Corps, or other higher
authority.

(60) It will be the policy of the employer, that work
In the event of contracting out of work, the normally performed by employees in the unit will not
employer will, to the maximum extent possible, be contracted for on a farm-in farm-out basis unless
minimize any employee displacement. beyond the capacity and capability of the employees
in the unit and/or economic consideration dictate the
The final category limited subcontracting to specific need for such actions.

situations: specialized skills or equipment needed; The employer will consult with the union when
insufficient manpower to perform the work in the plant }hm.'s a change in this policy or discuss OutStanqmg
; g arm-in farm-out contracts upon requests of the union.

or yard; deadlines to meet; or orders from higher
authority: 61) ...In most matters wherein the employer has
discretion, it will be the policy that work normally
59) The employer agrees to continue the existing performed in the Center will not be contracted out or

policy whereby work that is normally performed by
employees in the unit is not contracted out unless it is
beyond the capacity or capability of the station work

assigned to employees not in the Center, unless such
work is beyond the capacity (timing, workload and/or
availability of appropriate skills) or capability of the
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Center employees to perform or if technological
changes dictate that such work be performed outside
the Center. In this regard, the employer agrees to
consult with the union concerning any work situation
changes affecting employees in the Center.

No agreement placed an absolute ban on sub-
contracting of work regularly performed by employees
in the bargaining unit.

Work by supervisors

Only 19 of the agreements examined in the 1964
Federal agreement study, compared with 20 percent in
the 1971 study, prohibited supervisors or other
nonbargaining unit personnel from doing work normally
performed by members of the bargaining unit. (See
table 13.) As in 1964, the Navy Department negotiated
the largest number. Normally, the clauses stipulated the
situations in which work by supervisors would be
permitted; for example, in emergencies, or when

hecessary as part of training:
62) The employer agrees that, to the extent practicable
and consistent with manpower requirements and
regulations, full time supervisors shall not be assigned
to perform duties outlined in job or position
descriptions of unit employees except when training
or instructing employees, or in cases of emergencies,
or when unforeseen production or schedule difficulties
dictate such assignments.

63) The employer agrees that supervisors will not be
required to perform routine duties of their sub-
ordinates except when such work is considered to be
a part of the normal duties of the supervisory position,
or for any of the following purposes:

Instruction or Cross-Training.
Procedure evaluation or Testing
Economy

Emergency circumstances

peos

Craft jurisdiction

A small number of agreements, covering 13 percent
of the workers studied, included provisions dealing with
jurisdictional disputes among craft unions. Over one-half
of these were negotiated with the Navy Department.
Typically, clauses stated that the employer would
observe customary trade jurisdictions whenever possible,
that changes would be discussed with the union, that the

employer would consider the union’s views:
(64) Whenever circumstances have made it necessary to
assign craftsmen to work of another craft or
non-craftsman to craftsman level work, the employer

agrees to consider the views and recommendations of
the union in regard to policies and practices relating to
assignment of work to the various trades. Minor jobs
of one trade associated with maintenance or repair
jobs of another trade may be performed by the trade
doing the maintenance or repair.
65) The employer agrees, prior to implementation, to
discuss with appropriate union representatives any
significant changes regarding basic and fundamental
trade or craft jurisdiction, including major journeyman
or apprentice training programs. The employer further
agrees to consider the views and recommendations of
the union, including the International, in matters
relating to trade or craft jurisdiction.

The Employer agrees to meet with union officers
to discuss trade jurisdiction with respect to introduc-
tion and application of new materials and new
processes of a significant nature.

Any equipment over which the union has been
granted jurisdiction by the employer shall be operated
only by unit employees for normal production needs.

(66) In the event a problem arises with respect to trade
or craft jurisdiction affecting employees in the unit,
the council may bring such matters to the attention of
appropriate officials of the employer. The employer
agrees to give serious consideration to the views and
recommendations of the council in regard to policies
and practices relating to assignment of work to the
various trades to the maximum extent possible
commensurate with maintenance of efficient
operation.

One agreement negotiated by a local Metal Trades
Council gave Council affiliates an opportunity to resolve
jurisdictional issues and to present their view to agency
management. However, this policy was qualified by the
employer’s necessity to maintain the efficiency of
operations:

©7) The employer recognizes that the matter of trade

jurisdiction boundaries between and among crafts for
the purpose of establishing a claim to the work is an
appropriate subject for determination by the various
crafts affilated with the council. The council agrees to
provide the department head the council’s position in
writing. The council recognizes the employer has the
right to assign work in a manner necessary to maintain
efficiency of government operations.

Health and safety

Federal agreements contained a variety of health and
safety-related provisions, most prominently those which
created safety committees and those which referred to
unsafe working conditions. (See table 14.) These were
most prevalent among components of the Department of
Defense and the Veterans Administration. Virtually all
covered employees in Wage Board or in mixed bargaining
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Table 14. Selected safety and health provisions in Federal collective bargaining agreements, by occupational group, late 1971

Classification Act
All
. . Professional
Safety and health provision agreements Professional Nonprofessional nonprofessional
Agree- Agree- Agree- Agree-
ments Workers ments Workers ments Workers ments Workers
Total ...tiiit ittt it 671 532,745 29 12,806 116 61,257 17 11,756
Policy statementsonsafety .............. 122 76,254 3 755 27 9613 6 5317
Joint safety committee . . ................ 353 381,917 6 1,718 42 42,085 8 5,857
Equal representation ................. 43 34,130 2 834 4 2,883 - .-
Unequal representation ............... 286 | 324,602 4 884 35 33,283 6 3,939
Unable to determine representation ..... 24 23,185 - - 3 5,919 2 1918
Inspection by safety committee ........... 35 72,914 1 432 4 17,056 2 1,569
Reference to unsafe conditions ........... 346 360,486 4 985 54 41,957 9 6,576
Union notified of accidents .............. 130 164,930 1 432 16 6,119 3 1,946
Placement of disabled employees .......... 169 231,727 4 1,656 15 20,447 — -
Medical units .........oceveinoennnnns 264 294,729 5 2,750 38 30,750 10 6,465
Wage Board,
Wage Board Wage: B?arq an? professionat,
nonprotessiona and nonprofessional
Agree- Agree- Agree-
ments Workers ments Workers ments Workers
B 1 | P 151 126,344 305 273,295 53 47,287
Policy statementsonsafety .........cc0vevrincuerrrrvenennns 36 35,231 44 22,628 6 2,710
Jointsafetycommittee ...........c.cciitiiiieeiaannianaann 93 86,483 178 210,643 26 35,131
Equal representation .........ccceiienennentessencenson 16 7817 17 12,891 4 9,705
Unequal representation .........ccicemvcecrroasencnnans 69 73,777 153 194,718 19 18,001
Unable to determine representation ...........c.ccvveennnans 8 4,889 8 3,034 3 7,425
Inspection by safetycommittee ...........cc0iinveeennrannn 12 22,305 13 18,690 3 12,862
Reference tounsafeconditions ..........ccoviiieiinncnnnes 100 107,349 159 182,142 20 21,477
Union notifiedofaccidents .........coiviiiininenineennnns 60 82,083 45 70,717 5 3,633
Placement of disabled employees ..........cciiiennvnnrennn. 54 84,833 84 111,799 12 13,092
Medical UNits .. ov it iiinernnrnoeoesonsnsonseracnsnnns 72 94,972 117 127,736 22 32,056

NOTE: Nonadditive. Agregments may contain more than one safety provision.

units which included Wage Board personnel, since these
employees are more likely to be exposed to safety

hazards than white collar employees.

Safety policies. Of the agreements studied, 18 percent,
triple the proportion in the 1964 study, set forth safety
and health policies for the bargaining unit. These could
be general statements, obligating the employer to

establish nonhazardous conditions:

(68) The employer will exert every reasonable effort to
provide and maintain safe working conditions and

industrial health protection for employees.

Or they extended the obligation to seek safe working
conditions to both the employer and the union:

(69) The hospital shall make adequate provisions for the
safety and health of employees. The union shall
maintain an active interest in all aspects of safety, the

reduction of accidents, and the elimination of safety
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hazards, and will encourage all employees to work in a
safe manner.

(70) Management will exert every reasonable effort to
provide and maintain safe working conditions and
industrial health protection for employees. The union
will cooperate to that end and will encourage ail
employees to work in a safe manner. It is recognized
that each employee has a primary responsibility for his
own safety and an obligation to know and observe
safety rules and practices as a measure of protection
for himself and others. Management will consider,
from any individual employee and from any employee
organization, suggestions which offer practical and
feasible ways of improving safety conditions.

Clauses often contained a pledge to obey Federal and
other laws on safety:

an Management agrees to make every reasonable effort
to provide and maintain safe working conditions and

to comply with applicable Federal, State and local



laws and regulations relating to safety and health of
the employees. . . .

Safety committees. Most common were provisions
establishing joint safety committees, which appeared in
53 percent of the agreements studied involving 72
percent of the workers covered. (See table 14.) Again
this increase over 1964 is significant.

As a rule, safety committee clauses established the
composition of the committee, described its functions

program, a joint Employee-Management Safety Com-
mittee will be established. The committee will consist
of the chief, JCOO or his representative (who shall be
the chairman), the safety officer, and two approved
representatives from the union. The committee will
advise on safety policy and program.

The committee and any technical safety spegialists
required, will periodically, but not less than quarterly,
inspect the Jeffersonville Census Operations Facilities.

and authority, and stipulated the frequency of meetings. (75) A joint committee consisting of at least one

In most instances, the two parties were represented member appointed by the union and an equal number
. . . appointed by the agency shall be formed for promot-

unequal.ly;. that is, management represer}tatlves were in ing efficiency through safety. The committee will

the majority. Apparently safety committees made up convene monthly and will make necessary recom-

entirely of management personnel often existed before mendations to the Agency in respect to correcting

the first Executive Order on labor-management relations unsafe conditions discovered by the committee.

was issued. Subsequently, unions and associations were Reports of unsafe conditions will be investigafed

able to negotiate on safety matters and succeeded in by the committee and a tour of inspection will be

placing one or a small number of representatives on made when necessary to determine corrective action

these committees. As noted in table 14, the number of to be recommended.

agreements providing for equal representation was rela-

tively small. (76) The Center agrees to establish a Safety Committee

In describing the responsibilities and authority of
joint safety committees, the provisions appeared at times
to be broad and vague, and their range of activities could
not be determined by anyone not familiar with their
actual day-by-day operations. As the following illustrate,
the general promotion of safety programs may give an
inexact mandate to committee members:

in each of the major operations and designated staff
offices. The Center agrees that the union may have
equal representation on each safety committee estab-
lished in the major operations and staff offices. Such
committees shall be advisory to the respective opera-
tions directors and staff office chiefs. . . Each commit-
tee will periodically inspect its operations or staff
office work area and recommend changes in safety
measures to the operations directors and staff office
chiefs. The committee may review causes of accidents

(72) It is a joint responsibility of the division and NFFE . A 5
to promote the division safety program, and to insure involving its operations or staff office and make
the observance of safe working practices. The division recommendatjons for corrective action.
agrees to appoint one member of the union as a
member of the Division Safety Committee. Some committees had the initial authority to resolve
) isputes over health and safety issues and to develo
73) A mutual and cooperative attitude to accomplish disp y 155U velop

safe working conditions and to report promptly
on-the-job injuries or accidents requires representation
of management and representation of the employee
organization on the safety committee. Management
agrees that a representative of the employee organiza-

safety and education programs. In the second illustra-
tion, committee members were specifically guaranteed

no loss of pay while on committee work:

tion will participate in the meetings of the safety an The agency agrees to maintain a joint union-man-
committee on matters of safety policies, programs and agement health and safety committee in each sector.
procedures. ... The employee organization may The committee shall be composed of at least one
nominate three representatives, one from each shift to representative of management and one representative
serve as representatives on the Security Division Safety of the union. The union representative shall be
Committee. When unsafe or unhealthy conditions are selected by the union.
observed, they should be immediately reported to the
cognizant supervisor in the area involved. The committee shall:
a. Meet as often as necessary upon request of
More specific contracts occasionally granted commit- either party.
tees periodic or irregular safety inspection as one of their b, lMal;e periodic iI}SPectitzls of the facilities at
; . least once every six months,
func?lons. Some cla.uses vygre explicit, 'fmd others c. Make recommendations to the Chief Patrol
implied that after inspection the committee could Inspector for the correction of unsafe or
recommend changes in safety policies to agency harmful conditions and the elimination of
management: unsafe or harmful work practices.
74) To assist in the positive implementation of the d. Promote health and safety education.
25
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