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PREAMBLE

This agreement implements the provisions of the Memorandum of
Understanding executed by representatives of FISASCAT-CISL and
UILTUCS-UIL, and the US Forces Joint Ccivilian Personnel
Committee for Italy on 12 May 1981. It reflects agreed upon
Conditions of Employment for Italian and other non-US civilian
personnel employed by the US Forces in Italy.

This agreement supersedes the Conditions of Employment dated 1
October 2000 as well as any employer provisions in conflict with
this agreement, except where more favorable conditions contained
in lecal US Forces' publications exist as of 11 October 13984,
which are applicable to employees on the rolls as of that date.



ARTICLE 1

JOINT RESOLUTION OF DISPUTES

1. With respect to the particular and sensitive mission of the
U.S. Forces within the framework of the NATO Alliance, it is
recognized that installations must be operative around the
clock. In consideration of this requirement and the need to
guarantee the development of proper labor relations, the parties
subscribe to the establishment of procedures for joint
resolution of disputes:

a. At the local installation a committee will be established
comprised of two representatives from each party to deal with
matters within the determination authority of the local
commander which are collective in nature or are critical to the
maintenance of proper and harmonious labor relations. Prior to
any form of strike action, the committee shall convene. They
will meet within 7 calendar days following receipt of written
request of either party. All discussions of the committee will
be in Italian and English, with the employer responsible for
providing interpretation services. Upon conclusion of the
discussions, a summary of the outcome will be prepared in
writing and signed by the parties. If resolution is not reached
within 15 calendar days of the initial meeting, each party will
be free to take action deemed appropriate.

b. If the dispute involves more than one installation or
service, the national secretaries of FISASCAT-CISL and UILTUCS-
UIL will contact the JCPC Italy, outlining the problem and the
desired resolution. The JCPC Italy will respond within 20
calendar days following receipt of the notice.

2. In either situation, pending deliberations, the parties will
suspend implementation of the planned actions. However, the
decisions of the Base Commander or designated representative, or
the JCPC, pertaining to questions essential to safety, security
and efficiency of the base or U.S. Forces operations will not be
suspended.



ARTICLE 2

UNION REPRESENTATION

1. The U.S. Forces have established a relationship with FISASCAT-
CISL and UILTUCS-UIL. Matters appropriate for consultation are
specified in the preamble to the Memorandum of Understanding of
12 May 1981 (Attach. 7). In order to. ensure orderly and
effective labor relations, three levels of relationship are
recognized: '

a. National Representation. At this level the relationship
is between JCPC Italy and the national union structures. The
purpose of this relationship is the- joint development and
renewal of the Conditions of Employment and the joint review and
resolution of matters that affect collective interests of the
employees of more than one service, oOr that because of their
importance or their policy nature impact critically on the labor
relations of the U.S. Forces in Italy.

b. Local Representation. Local union delegations represent
installation employees. They assist and protect the interest of
both unicn members and non-members within the intent of the
Conditions of Employment. The primary role of the local union
delegations is to contribute to the maintenance of normal
relationships between workers and management at the installation
level, for the regular carrying out of operations, in a spirit
of cooperation and mutual understanding. Union delegates are
committed in a common undertaking with management to attempt to
resolve local disputes as well as group and individual
grievances of the installation employees under the terms of this
document.

c. In-country Service Representation. As necessary, to
establish and maintain dialogue with the highest in-country
level of command for any of the three services or for the head
office of < the Exchanges, an ad-hoc union coordinator or
coordinating structure may be designated by the National unions
in consulting with the appropriate JCPC service member.



ARTICLE 3

CONSULTATION AT THE LOCAL LEVEL

L. The local delegations will be allowed to consult with the
local representative of the employer (normally the Civilian
Personnel Office) on appropriate matters as stated in this
document provided such matters are within the scope of authority
of the local command. The local representative of the employer
will give full consideration to such matters. Consultation will
be in a cooperative and friendly manner. When subjects are of
concern to other installations or the U.S. Forces in general,
and therefore, not appropriate for discussion at the local
level, the representative of the employer will so advise the
union delegation.

2 The local representative of the employer and labor
delegations may schedule meetings to discuss local subjects on a
reqular or "as needed" basis. Minutes of these meetings may be
kept by either group. However, there will be no requirement for
either party to agree to and sign the minutes prepared by the
other party. Likewise, there will be no requirement to develop
a mutually agreed to protocol.

3. Employer-initiated actions which affect the Italian workforce
at an installation will be communicated to the local unions
prior to implementation.

4. On a periodic basis the unions will be advised of matters of
interest to employees.



ARTICLE 4

POSTING OF UNION LITERATURE

1. The local representative of the employer will permit union
notices, bulletins, or other literature to be posted 1in
designated areas. The unions agree that material which may
disrupt orderly relations will not be posted. The posting
privilege applies to the unions signatory to this document and
their local delegations. Union literature to be posted must

bear the signature of the installation level union coordinator.
A copy of the material to be posted will be provided at the same
time to the Civilian Personnel Office. Any other material
requires advance approval on the - part of the local
representative of the employer and, if posted without advance
approval, may be removed.

2. The employer will provide an adeguate number of bulletin
boards at each installation for the posting of union literature.
The specific number and location of these bulletin boards will
be determined by agreement at the local level.

3. The union delegation may distribute information during non
work hours at the installation mensa, subject to review of the
material and prior concurrence by the installation Civilian
Personnel Office. At those installations where a mensa has not
been established, distribution may take place at locations
designated by management for exclusive use as lunch rooms for
Italian civilian employees.



ARTICLE 5

UNION LEAVE

L. National Union Leave. The aggregate annual pool for
national wunion representatives of both FISASCAT-CISL and
UILTUCS-UIL unions is 13,000 hours. Eligibility is limited to
14 U.S. Forces employees holding office in the national union
structures of each union (28 officials for both unions). This
pool will be divided as follows: FISASCAT-CISL 6,500 hours per
year and UILTUCS-UIL 6,500 hours per year. As of 1 January 2007
the total annual amount of hours is increased by another 1,000
hours (500 for each union.)

2. Regional/Provincial Union Leave. Each union is allotted an
annual pool of 400 hours of regional/provincial union leave.
Eligibility is limited to those individuals who are employees of
the U.S8. Forces and hold a regional or provincial union office.

3. Local Union Leave. A pool of hours for local union use is
established on the basis of 90 minutes per employee per annum to
be shared by FISASCAT-CISL and UILTuCS-UIL. The local

representative of the employer will advise the unions of the
specific number of hours available for the installation by 15
January each year. The local union delegation will mutually
agree on sharing the pool and advise the local representative of
the employer of the agreed-to apportionment and the names of
those who are entitled to use local union leave by 31 January
each year.

4. An individual's entitlement to union leave is based on the
union office held. If an individual concurrently holds more
than one office, leave may be drawn from more than one pool.
Individuals who hold only local office will draw exclusively
from the local pool, to include participation in national level
sessions.

5. Within some reasonable period after the effective date of
this document a new list of national representatives will be
provided by the national structure of the union organizations,

showing the respective allocation of the union leave. From then
on, until further notification, the same names and individual
leave amounts will remain walid. The same will apply for

regional and provincial representatives.



6. No charge to union leave will be made in conjunction with:

a. Meetings with JCPC subcommittees not to exceed one
attendee per union per session for each installation.

b. Meetings at the local level requested by the CPO.

c. Meetings with the JCPC subcommittee held for the
purpose of conducting the triennial review of the
Conditions of Employment not to exceed one attendee per
union per installation per session.

d. Time required to travel to and from the place of
meeting in all of the situations listed above.

I Union leave is granted for the sole and specific purpose of
conducting union actiwvities. Requests for union leave will be
made, in writing, to the Civilian Personnel Office of the
activity in which the union representative is employed. They
will specify the type (national, regional or local) and amount
of leave to be used and the names of the individuals who will be
using the leave. When local union representatives leave their
place of work to conduct union business elsewhere, they will
notify the appropriate supervisors when entering and leaving
worksites.

8. Whenever union leave cannot be granted for the period
requested, the Civilian Personnel Office will notify the head of
the cognizant union as soon as possible. The head of the

cognizant union will take appropriate action after reviewing the
reasons given by the Civilian Personnel Office for refusing to
grant the leave.



ARTICLE 6
ASSEMBLIES

1. Employees are entitled to hold assemblies on post during
duty hours up to a maximum of ten (10) hours per calendar year
without charge to leave or loss of pay. Assemblies may be
called by either one or both unions for all employees of the
installation, or for a smaller organizational segment of the
installation, as long as the segment involves recognizable
organizational units. When the assembly is called for less than
the entire installation, assembly time will be charged only for
the unit(s) for which the assembly is called. When an assembly
has been held, computation of the amount of assembly hours used
will be based on the premise that all the employees of the
installation or of the unit(s) involved were considered to have
attended, except as provided in paragraph 2 below.

2. The minimum number of employees required to ensure essential
operations, security and safety will be exempted from
participation in assemblies. When it is necessary to exempt a
significant number of employees from participation, the Civilian
Personnel Office will advise the union representatives during
the assembly coordination process described below. The unions
may elect to hold a one-time, make-up assembly at no additional
charge to assembly hours for employees who are unable to attend
because of operational requirements. Arrangements for the make-
up assembly will be made at the same time as those for the
original assembly. There will be no charge to union leave for
the make-up session for one union representative per union. It
is understood that employees prevented from attending the main
assembly due to operating reasons will be free to attend the
make—-up assembly.

3. The assembly must be requested in writing by the installation
representative for the union concerned. The request must reach
the installation commander, or his designated representative,
who will coordinate with the other organizations on the
installation, at least five (5) work days before the desired
date of the assembly. The request must:

a. Specify the desired date, time, place and duration of
the meeting; the organizational units involved; and the expected
number of attendees.

b. Include an agenda.



4. Upon receipt of the request for an assembly, the installation
commander or his designated representative " 1 BN

a. Review the request for compliance with paragraph 3
above.

b. Authorize the assembly as proposed or subject to change
in date, time, place or attendance as may be dictated by
operating needs or security requirements. In the event changes
are to be considered, they will be discussed and coordinated in
advance with the requesting union(s). Normally, no more than

one (1) hour is allotted to each meeting on duty time,
preferably at the end of the daily shift.



ARTICLE 7
REFERENDUM

The employer will permit the holding of referendums at the
installation outside duty hours. A referendum must be connected
with questions related to union activities and must be
requested, held and conducted jointly by both unions. Requests
must be submitted in writing to the installation commander or
designated representative for approval and agreement on
necessary procedures.

10



ARTICLE 8
UNION DUES

1. The employer will withhold union dues from union members by
payroll deduction provided that each member has signed a
statement indicating union affiliation and consenting to the
withholding of union dues.

2. The National Union structure will provide the employer
written notice of the amount to be withheld, the date the amount
becomes effective, and the organization to which the amounts are
to be paid.

3. Only one statement for each employee and only one union
affiliation will be accepted. Employees may stop payment of
union dues by written notification to the Civilian Personnel
Office, which will provide a copy to the appropriate union.

4. TIn case of cancellation or change of union affiliation, union

dues will be paid to the former union until December 31°° of the
calendar year.

i



ARTICLE 9

CULTURAL, RECREATIONAL AND WELFARE ACTIVITIES

Consistent with the employer's regulations governing the
organization and management of social programs, cultural,
recreational and welfare activities sponsored by the employer for
the exclusive or predominant benefit of Italian civilian
employees, will be managed by groups constituted in the majority
by employee representatives.

12



ARTICLE 10

RECRUITMENT AND PLACEMENT

1. To the maximum extent consistent with operating requirements,
the employer:

a. Will satisfy newly established manpower needs through
employment of Italian citizens and/or . citizens of other
European Union (EU) countries;

and

B. Will continue to ensure that continuing positions, when
vacated by non-US personnel, will be--refilled by Italian
citizens and/or citizens of other European Union (EU)
countries. More specifically, substitution of US employees
for non-US employees 1is strictly forbidden. In the
exceptional event of the need to substitute a US citizen
employee for a non-US employee, prior consultation will take
place with the local union representatives. The criteria to
be considered will include sensitivity/security clearance,
availability of skills, agreed upon conditions of employment,
etc. The union and the employer subscribe to maintaining job
gsecurity for all employees covered by these conditions of
employment.

2. The employer will determine the number of personnel required.
Applicants will be selected by the employer through competition
on the basis of merit, fitness, training and experience. A
physical handicap which will not interfere with an individual's
ability to perform the job for which he/she is applying shall not
preclude consideration for employment. Oonly candidates who have
reached their eighteenth birthday will be considered for
employment.

3. Employees will undergo periodic physical examinations
performed by the installation medical authorities for individual
and collective medicine purposes and in consideration of
environmental factors. The local representative of the employer
will provide the union organizations with the annual preventive
medicine program. The resulte of such examinations will not be
ugsed to initiate any termination action without the prior
concurrence of the Italian medical authorities.

13



4. Notification of employment will be written in Italian
indicating: =

a.

The type of employment (Indefinite Full-Time; Indefinite

Part-Time; Temporary Full-Time; or Temporary Part-Time) .

b.

C.

d.

=3

f

The date employment begins.

The date temporary employment ends.
The employing organization.

The number of work hours per week.

The position title, the category (Operai, Impiegati, or

Quadri), and the grade level of assignment.

g.

The in-hiring rate of compensation.

The employee will be reguired to acknowledge in writing that the
above information has been given him/her.

5, The

employee being hired will provide full information

pertaining to his/her official residence and habitual address to
the employer, and will make subsequent changes known as they

occur.

§. Making a false or misleading statement in the application for
employment or in the process of being hired may be cause for
separation.

14



ARTICLE 11
TYPES OF EMPLOYMENT -

1. Indefinite Employment. This is employment for which no
specific time limitation is made in writing at the time of
appointment.

2. Temporary Employment. This is employment for which a
term is established for reasons of a technical, productive,
or organizational nature, Or in substitution of absent
employees.

a. The term of employment can, upon consent of the
worker, be extended only when' the initial duration
of the contract is below three years. The extension
is admitted only once and on condition that it is
required by objective reasons and is referred to the
same work activity for which the temporary
employment contract was concluded. Only in such
case, the total length of temporary employment
contract cannot exceed three years.

b. A temporary appointment and its extension may be
effected only with written consent of the employee.
The written consent will include the effective date
of the appointment, the expiration date or the name
of the employee being substituted, with the related
extension, the position title, the employment
category and grade level, the gross monthly salary,
the duration of the probationary period and the name
and location of the employing activity. The
agreement will also include a note stating that the
temporary appointment will automatically cease
without notice upon its expiration date.

c. Copy of the initial appointment and of its
possible extension will be given to the employee and
a copy will be filed in the employee’'s official
personnel folder.

d. If temporary appointments are prolonged beyond
scheduled expiration date, employee is entitled to a
pay compensation of twenty percent up to the tenth
day, and forty percent for any additional day of
extension up to the limits set below. If temporary
appointment is prolonged beyond expiration for a

15



period of 20 calendar days for appointments totaling
less than 6 months, or 30 calendar days for
appointments of 6 months or longer, the appointment
is ‘considered permanent effective the 21% or the
31°° day respectively after the expiration.

e. Employees with a temporary appointment shall
receive information about available vacancies in the

same manner as permanent -employees (e.q.
newsletters, vacancy announcements at bulletins and
intranet, etc.). The employees that have performed

a temporary seasonal job or a temporary job due to
intensification of the work are entitled the rights
for priority placement within the same installation
for the same jobs, with the condition that they
declare their will three months before the end of
the contract. This entitlement expires after one
(1) year from the date of last termination.

f. The unions will be provided an annual report of
temporary employment contracts entered into during

the previous calendar year indicating the
organizations in which this type of employment was
utilized.

3. Part-time Employment, either temporary OT indefinite,

is the type of employment with a regularly scheduled tour of
duty of less than the normal full time work schedule as
defined in article 18.

a. Part-time employment can be:

(1) “Horizontal,” when the daily working hours are
less than the normal daily working hours;

(2) “Vertical,” when the daily working hours are
the same as the normal daily working hours but for
a shorter period of time during the week (e.g. four
working days instead of £five), the month (e.g.
three working weeks instead of four), the year
(e.g. six working months instead of twelve), as
agreed in the individual contract; or

(3) “Mixed,” when there is a combination of the two
above.

16



b. The part-time employment contract will be in writing
and must address the duration and the scheduled
working hours with respect either te the day, week,
month or year.

c. Supplemental work consists of work performed beyond
the hours specified in the individual’s contract and
within the normal weekly work schedule of regular full
time employees. Requests for supplemental hours can be
made only to part-time employees who have given their
written consent to receive such requests. Part-time
employees will be asked to express their intent when
they are first appointed as part-time employees or
when changed from full-time to part-time, by selecting
one of the following options: ‘

- I am not willing to have my hours extended,

- I am willing to have my hours extended on an
exceptional basis such as for training or
temporary duty travel,

- I am willing to have my hours extended as
operational needs dictate.

The employee may change his written intent with regard
to supplemental hours at any time.

d. On each occasion, management must ascertain the
employee's availability to work supplemental hours
before actually requiring such work. Once agreement
ig reached and work is scheduled, the employee will be
required to work the supplemental hours, unless
excused for valid reasons. Management must advise the
servicing CPO which will in turn notify the unions.
Refusal of the employee to perform supplemental work
cannot be used as a valid reason for separation for
justified reason or any other disciplinary action.

e. Supplemental work will be compensated at 105
percent of the hourly rate of normal pay for work up
to 40 hours per week. The overtime rate will apply
for work in excess of 40 hours per week, in accordance
with article 42.

f. By 31 January of each year the local unions’
representatives will be provided with an annual report

b



of the number of part time employmees, the types
thereof and the supplemental hours worked by part-time
employees during the previous calendar year, including
a list of the organizations in which it occurred.

18



ARTICLE 12

TRIAL PERIOD - -

1. All employees are regquired to serve a trial period. At the
time of hire, the employee will be given a written notification
of the requirement for a trial period and its duration. During
the trial period, the employee or the employer may unilaterally
terminate the employment relationship without advance notice.

2. The length of the trial period varies depending on the grade
level as follows:

a. Grades U-10 through U-8 and E-1 through E-3 - 30 days of
actual performance.

b. Grades U-7, U-6 and E-4 through E-6 - 50 days of actual
performance.

¢. Grades U-5 through U-3, and E-7 through E-9 - 70 days of
actual performance.

d. Grades U-2 and above, and grade E-10 and above - 100 days
of actual performance.

3. In recognition of the possible need of employees in trial
periods for some time off for emergencies, use of paid permessi
in the same manner as authorized for other employees is

authorized during the trial pericd. Payment is granted for
absences in conjunction with annual days of rest as provided
under article 18 para 8, or with legal holidays. Payment is

also granted for holidays falling on a Sunday. All other pay
entitlements during periods of absence are confined to the
benefits made available by the appropriate insurance agency, if
any, without supplementation on the part of the employer.

4, A trial period is extended by the number of days of absence
from work during the respective period. This includes absences
due to permessi, holidays and rest days. In counting permessi
towards extension periods, the cumulative total will be rounded
down to full days.

5. During the trial period, the employee is entitled to the rate
of pay appropriate for the grade level at which hired.

19



6. Upon satisfactory completion of the trial period, employees
are entitled to service credits retroactive to the date of
appocintment. No adjustments are made for any absences during

the trial period.

7. Permanent and temporary employees are not required to serve
another trial period if they completed a trial period in a
previous position with the U.S. Forces at the same grade level
with same or similar duties.

20



ARTICLE 13

WORK ASSIGNMENTS, PROMOTIONS AND DETAILS

1. Employees will perform the duties for which hired or to which
subsequently reassigned.

2. Any permanent reassignment to another position, equivalent to
that previously held, will be accomplished based on, and in
accordance with, valid organizational and environmental
requirements.

3. Performance of duties other than those of normal assignment
and which are not needed for reasons of - security, safety, or
sanitation, may only be reguired to meet emergencies or needs of
a short duration which cannot be satisfied through the use of
normal resources.

4. When it is ascertained that on the basis of the grading plan,
the duties currently required and performed fall at a lower grade
level, the employee will retain his/her grade and pay benefits
treatment, pending assignment to another position at the same
grade level and employment category (Operai/Impiegati/Quadri) as
those held.

5. When vacant permanent positions are filled by promotion, such
promotions will be made competitively. The requirements to
compete are those indicated in ATTACHMENT 1 and include:

a. Work experience related to the required duties.

b. Education/training, either as a mandatory requirement or
as a substitute for experience.

c. Other job-related qualifications.

Testing may be utilized to determine qualification. Employer-
required training will be borne by the employer.

6. Employees may be temporarily assigned to higher level graded
duties. Official temporary assignments requiring full
performance of the duties of higher level positions will be
appropriately compensated and will be recorded in the personnel
file. There will be no entitlement to higher level compensation
for assignments caused by occasional situations.

21



7. Temporary assignments to higher level positions may not
exceed three (3) months except when replacing an employee having
return rights to that position. The same exception applies to
spaces designated for occupancy by U.S. personnel whether

civilian or military.

22



ARTICLE 14

CAREER MOBILITY AND PERSONNEL-ACTIONS

1. Movements resulting in changes from Impiegati to Operai
status, whether at the same or higher grade are prohibited.

2. A promotion 1is a change to higher grade within the same
unified grading plan. If the sum of base pay and third element
scheduled for the new grade is higher notwithstanding a lower
third element rate, the scheduled third element for the new grade
is assigned.

3. A change from Operai to Impiegati duties allocated at the
same grade level represents a reassignment. If the change is to
a lower third element, the difference is matched by payment of an
absorbable personal supplement.

4. An employee's position may be reclassified to lower grade as
indicated in paragraph 4, article 13. Movements to lower grade
positions may be effected by management action or at the request
of the employee if acceptable to management. Examples would be
an employee's incapacitation to perform the duties of his/her
position, or a transfer to a lower grade position in a functional
area offering greater career opportunities. In these instances
employees will retain the grade, pay and benefits previously in
effect.

5. Employer initiated or employee requested and approved
personnel movements between different positions, localities,
organizations and different sources of funds will not result in
terminaticn of employment followed by a new appointment.

6. Financial restriction placed by U.S. law or service
regulations governing the expenditure of funds may reguire that,
in some cases, employment benefits accrued through the date of
the change be liquidated in a lump-sum. Any such payment,
including end-of-employment pay, will be considered as an advance
payment for all purposes.

7. A change from full-time to part-time employment may be
authorized subject to written agreement showing the employee's
regquest for the change and the reasons therefor, the pay and
benefit changes resulting from the change, and the employment
conditions inherent in part-time employment. Pay and benefits
are reduced in proportion teo the workweek reduction beginning on
the date of the change.

23



ARTICLE 15

SKILLS AND CAREER DEVELOPMENT

1. The employer may provide for skills and career development
for employees within the framework of the civilian employee
career development program. Courses will be accomplished
normally during regular duty hours.

2. The employer will discuss with the unions training programs
planned to meet major changes in work organization, work
methods, and/or technology when such training impacts a large
segment of the workforce.

3. Employees will participate in development activities as

required by the employer and are expected to improve their
skills and knowledge through self-development.

24



ARTICLE 16

TRANSFER OF EMPLOYEES_

1. Indefinite reassignment between worksites within the
commuting area wherein the base is located may be effected for
demonstrated technical /operational reasons. Employee
entitlements in conjunction with, and as result of these
reassignments, will be as establigshed under  these conditions of

employment .

2. Employees may be reassigned to positions within the same
commuting area without constituting a transfer. The commuting
area for an installation is any location within a 65 kilometer
radius. In case of relocation of an installation or activity
and subseguent management directed reassignments within this
commuting area the following applies:

a. If the new duty location is more than 20 kilometers from
the old duty location and the additional commuting distance
for the employee exceeds the distance to the old duty
location by at least 10 kilometers, employees are eligible
for a Transitional Reassignment Bonus (TRB).

b. The TRB is paid for each day of attendance in amount of 1
Euro per day for a maximum period of three (3) years from the
effective date of the transfer. Eligibility will cease after
three (3) years from the effective date of transfer, or the
date the employee moves, whichever occurs first.

c. All distances above are determined by utilization of the
AGIP internet map data.

3. When an employee actually changes domicile as a result of
transfer to another installation in a different commuting area
without a break in service, and actually relocates his/her
family, as appropriate, the following benefits apply:

a. For management initiated transfer:

(1) Thirty (30) days advance notice unless otherwise
agreed between management and employee.

(2) Per diem (employee only), for the actual duration of
necegsary travel.
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(3) Travel at employer exXpense for the employee and
accompanying dependents.

(4) Shipment of household goods at employer expense (not
to exceed the weight limit established in the JTR, Volume

ET).
(s) Pay of "dislocation allowance" to include:
(a) One (1) month's pay ‘congisting of Base Pay,
Contingenza, and Third Element.

(b) Reimbursement of penalty for up to three (3),

months' rent if applicable.

(6) Three (3) days administrative leave to consummate the

move .
b. When the transfer is reguested by the employee and
approved by the employer, only items (2), (3), (4) and (8)
above apply.
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ARTICLE 17

TEMPORARY DUTY TRAVEL-

1. Employees may be required to perform temporary duty travel
(TDY) in order to accomplish the mission of the employer. The
travel of employees shall be directed only for those purposes
and by those means of transportation as are- clearly in the best
interests of the employer. Employees shall not travel or be
required to travel except under the conditions and procedures
prescribed by the appropriate regulations.

2. Entitlements under this article are for official travel
only. Travel ie considered official after travel orders have
been issued by proper authority. Requests for payment of per
diem allowances and other authorized reimbursements are to be
filed within the prescribed time limits after completion of
travel. Procedures governing computation of per diem and
reimbursement of travel expenses are as prescribed by Volume 2,
DOD Joint Travel Regulations.

3 Employees required to travel for official duty on non-duty
hours are entitled to compensatory time off for each hour of
such travel. Compensatory time off will be scheduled in

conjunction with the supervisor and will be used within 21
calendar days following completion of TDY if consistent with
operational requirements as determined by management. Delays in
granting compensatory time off for operational regquirements must
be documented by the supervisor or manager and will not exceed a
total of 42 calendar days from the day of return from TDY.
Employees who drive vehicles for official purposes in
conjunction with the performance of official duties will be paid
overtime in accordance with article 42 in lieu of compensatory
time-off.

4. Employees cannot be required to travel on TDY to foreign
countries that either have been designated as “Danger Pay Posts”
by the US Department of State or for which competent Italian
authority has issued a travel warning. In case employees
volunteer for TDY to such countries, a statement to that effect
must be obtained from the employee and made a permanent part of
the personnel record. Employees will be entitled to the same
percentage amount of Regular Pay for a regular workweek as
authorized for Danger Pay to any US citizen civilian employee
deployed to the same post.
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5. Employees may be required to travel on TDY to foreign
countries for which the US Department of State has authorized
“Imminent Danger Pay”. In this case employees will receive a
lump sum payment of €75 for each period of TDY up to 15 days.

6. I1f employees are confined to the foreign country duty
location during non-duty hours, they will receive €36 for each
day they are confined during their entire non-duty time.

7 ; Employees required to travel on TDY to foreign countries
providing medical assistance through bilateral agreements will
be granted paid administrative leave for the time necessary to
obtain the required documents issued by the Italian health
authorities for sickness and job-connected accident coverage.
Eventual costs for the request or the issue of such documents
will be borne by the employer.

8. Employees may buy insurance coverage for cost of
hospitalization or medical treatment not paid by the Italian
National Health Plan for illmess or injury during TDY outside
Italy in countries without bilateral agreements. The cost of
the insurance will be borne by the employer.

9. TDY expenses will be advanced by the employer in an amount
not less than 80% of the estimated cost.
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ARTICLE 18

BASIC WORKWEEK AND HOURS OF WORK "

1. Weekly tours of duty are as follows:

a. 40 hours per week for Quadri, Impiegati and Operai except
as otherwise provided under b. below. Normally, the weekly
40 hours of work will be scheduled on five (5) 8-hour
workdays, Monday through Friday. However, different
arrangements may be necessary to meet the operational needs
of the employer.

b. Up to an average of 48 hours per week may be regularly
scheduled for employees performing discontinuous or standby
duties. Firefighters may be regularly scheduled for up to an
average of three (3) 24-hour shifts per week, each consisting
of 16 hours of work and B hours of scheduled rest at or near
the fire station at facilities provided by the employer.

2. Work schedules specifying workdays, hours of work per day.
starting and quitting time, and time and duration of lunch
periods shall be established and published by the employer.
Changes in work schedules shall be published as far in advance as
possible but not less than three (3) workdays before the
effective date of the change. Changes to work schedules are made
to meet valid operating requirements. They may not be made to
circumvent an employee's normal entitlements to compensation for
overtime, holiday benefits or weekly day of rest.

3. Regularly scheduled lunch periods of not less than 30 minutes
shall be provided for daily tours of duty of eight (8) hours or
more. These lunch periods are not considered work time for
compensation purposes.

4. Where the work organization requires that the employee remain
at the worksite during lunch, lunch periods of 30 minutes will be
authorized and compensated as time worked.

5. Where shift arrangements are in effect or may be placed into
effect, employees who attend regular courses of study in
accredited primary, secondary or vocational training schools will
have their tour of duty adjusted as needed to facilitate class
attendance and examination preparation.

6. Rest periods with pay of no more than 15 minutes in each four
(4) hours of continuous work may be established. Rest periods
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are intended only for positions where the nature of the task or
distance to rest rooms makes them necessary.

7. Based on results of the annual wage survey the annual work
hours may be reduced. Reductions are granted as rest days,
permessi or pay, as agreed upon between the Joint Civilian
Personnel Committee and the national union structures. Permessi
hours will not exceed 47 hours maximum. When survey results show
a further reduction in the annual work hours resulting in
permessi hours above the 47 hour maximum, an additional rest day
is granted and the number of permessi hours reduced accordingly.

8. The following applies to rest days representing an annual
work hour reduction.

a. When rest days determined in accordance with paragraph 7
above result in an even number of rest days, management will
decide on one half of the rest days, and the other half are
decided by the local unions on an installation-by-
installation basis. When rest days determined in accordance
with paragraph 7 above result in an uneven number of rest
days, decision on ensuing odd numbered rest days altermnates
between management and the unions on an annual basis. The
union organizations will communicate their gelection within
30 calendar days after publication of the annual wage survey
results, and in any event 30 calendar days after notice by
the command of its selection of the annual rest days.

b. All employees, including those appointed or separated
during the year, those on temporary appointments and part-
time employees will be off on rest days which occur during
their period of service. There is no entitlement to any
adjustment because of length of service in the year, except
as provided under para. 10 below.

c. If the rest day occurs during a period of annual leave,
leave will not be charged. If the rest day occurs during a
period of sick leave, accident leave or compulsory oxr
optional maternity leave, the rest day will be rescheduled
within 30 days following return to duty.

d. On designated days of rest, employees will be excused
from work with pay, except for those whose service are needed
for valid operating reasons. If employees are reguired to
work on a rest day, they will be given a substitute day off
as soon as possible, normally within the next 30 days. It
the rest day occurs on a scheduled non-workday, the employee
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10.

will be provided a substitute day of rest as soon as
possible, normally within the next 30 days. Substitute days
off will be arranged between the employee and- the supervisor.
No supplemental pay or premium pay is authorized.

e. Employees in their trial period are entitled to the rest
day as long as they are in a pay status.

The following applies to "permessi":

a. Permessi are requested by the employee and approved by
the supervisor under the same procedures as approval
procedures for annual leave. When an employee requests an
absence of less than one (1) day, this absence will be
permessi until all permessi hours are’ exhausted.

b. As of 1 October each year, supervisors will be given an
accounting of all unused permessi for their employees.
Employees will be required to schedule the use of remaining
permessi prior to 31 December and supervisors must grant its
use except for extremely unusual circumstances.

c. Permessi which remain unused by 31 December will be
compensated at the overtime rate of pay. The only exception
is when the employee was precluded from using permessi
because of lengthy sick or maternity leave, or for separation
or resignation occurring during the year. 1In this case,
unused permessi will be compensated at the straight time
rate.

Part-time employees are entitled to the annual work

reduction, inclusive of both rest days and permessi, in
proportion to their tour of duty. Employees hired aftexr 17
January or separated before 15 December are entitled, for the
calendar year in which they began or terminated working, to an
annual work hour reduction in proportion to creditable service.
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ARTICLE 19

WEEKLY REST

Employees are entitled to a weekly day of rest, normally . on
Sunday . This period must consist of at least 24 hours of
uninterrupted rest every 7 days in conjunction with the daily
rest period of 11 hours. This rest day may be scheduled on a day
different from Sundays in all the cases allowed by law.
Employees whose scheduled tour of duty includes work on a Sunday
will be provided a weekday off on a day other than Sunday. In
this case the second day off constitutes Sunday. Employees who
are required to work on their scheduled day of rest will be
granted an equivalent period of compensatory time of rest to be
used within the next 2 weeks, plus the increased percentage
applicable to the situation (e.g., overtime, Sunday work, and
holiday work) .
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ARTICLE 20
HOLIDAYS s

1. Paid holidays are listed below:

January 1 New Year’s Day
January 6 Epiphany Day

The day after Easter Easter Monday
April 25 Liberation Day
May 1 Labbr Day

June 2 Republic Day
August 15 Assumption Day
November 1 All Saint’s Day
First Sunday in November National Unity Day
December 8 Immaculate Conception Day
December 25 Christmas Day
December 26 St. Stephen's Day

Locally designated Patron Saint’s Day. I1f it falls
on one of the above 12 legal holidays, the local
representative of the employer designates another
date.

2. On the above holidays, employees shall be excused from
work without charge to leave or loss of pay, except those
required for services essential for the operation of the
installation. Employees who are absent from work without
approval on the workday preceding the holiday forfeit pay
for that holiday. Also, no payments are made for a holiday
which falls within a period of leave without pay in excess
of three (3) days.

3. All personnel are entitled to one (1) day’'s extra pay
for each holiday falling on a calendar Sunday, including
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Republic Day and National Unity Day. Payment is computed
as follows:

a. If employed on a full-time basis, eight (8) hours of
normal pay.

b. If employed on a part-time basis, normal pay for a
number of hours consisting of the weekly tour of duty
divided by five. :

4. Two (2) of four (4) former religious holidays have been
replaced by days of rest. With the exception of the
Department of Defense teachers, these two (2) days are
scheduled by management, taking operational needs into
consideration. Upon reqguest, school teachers may be
granted these two (2) days during the school year for
personal reasons, but only after exhausting any permessi
granted as part of the annual workhour reduction (article
18, paragraph 29). Otherwise, school teachers will enjoy
these rest days at the same time as other employees.
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ARTICLE 21

ANNUAL LEAVE =

1. For each calendar year, all employees, including those
serving a trial peried, are entitled to the following
amount of annual leave which includes two (2) of the former
four (4) religious holidays:

CREDITABLE SERVICE DAYS
Each of the first 10 years 22
From the 11f* through the 15 year 24
From the 16" year onward 28

2. While on annual leave, employees are entitled to receive
the regular pay. The number of days constituting the
annual leave entitlement will be reviewed during the annual
wage survey.

3. One (1) day of annual leave egquals eight (8) hours of
leave for employees assigned to the 40-hour workweek. One
(1) week of annual leave egquals 40 (forty) hours of leave,
for employees assigned to the 40-hour workweek.

4. Annual leave is an entitlement the employee may not
renounce. The employer will make sure that leave is
scheduled within the limits of time provided by law or by
the CCNL. All of the annual leave entitlement is available
for use by the employee on 1 January of each year or upon
completion of the trial period, whichever is later. Leave
periods are scheduled by the employer taking into
consideration employee preference consistent with operating
requirements.

5. Annual leave is charged at the rate of one (1) hour for
each hour of absence from scheduled working hours during
the leave period. The minimum unit to be taken is one (1)
hour provided the employee has exhausted his/her permessi
entitlement. Leave will not be charged for absence on a
holiday within the leave period.

6. Employees assigned to U.S. Forces schools will be
required to take all of their annual leave during the

school recess periods. After having exhausted their annual
leave, employees will be assigned to other work suitable to
their employment level and qualifications. Upon completion
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of these assignments, or when no such work is available,
these employees will be excused without charge to leave oOr
loss in pay. . 1

7. All annual leave will usually be taken during the year
of accrual. A minimum period of two weeks of annual leave
shall be taken during the year of accrual. The residual
period of leave will be taken within 6 months following the
end of the year of accrual or return to duty of the
employee. Carrying leave to the year following the year of
accrual is considered an exception to the general rule, and
is usually authorized only in the following cases:

a. Leave not taken because of illness or injury which
extends beyond the end of the calendar year is carried
forward to the subsequent year and granted as soon as
possible after the employee's return to duty.

b. Leave not granted during the year due to wvalid
operating requirements, difficulties in leave planning
or similar reasons.

c. Leave earned during a trial period started in a
calendar year and successfully completed the next Yyear
is added to the entitlement for the year in which the
trial period is completed.

d. Leave balances for recalls of the Italian Armed
Forces are added to the entitlement for the year in
which they return to duty.

8. If an employee's annual leave ie exhausted by 1 October,
up to 40 hours of the next year's annual leave may be
advanced.

9. Upon termination of employment, the unused portion of
annual leave earned during the year of gseparation will be
paid in a lump-sum. Unused annual leave carried over from
the previous year will be included in the lump-sum payment.

10. Upon employee's reguest, at least two (2) weeks
continuous annual leave will be granted during the period
from June through September of the year of accrual.

11. When the leave period exceeds two (2) weeks, employees

may request an advance payment for the wages OT salaries
for the period to be taken.
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ARTICLE 22

ABSENCE AND LEAVE ~

1. Absence without leave is unjustified absence without
pay.

2. In conjunction with the marriage of an employee after
completion of the trial period, a marriage leave of fifteen
(15) consecutive calendar days with pay is granted.
Marriage leave is not chargeable as annual leave and may
not be taken as part of the advance notice period of
separation. If both man and wife are employees of the U.S.
Forces, both are eligible for marriage leave.

3. Employees will be granted up to a maximum of three (3)
work days per calendar year paid administrative leave in
case of death or documented grave illness of a close
relative (spouse, children, parents, grandparents,
brothers, sisters, parents of spouse or an individual who
is officially part of the family and is listed in the
vcertificato di stato di famiglia”). The three (3) days
must be taken within seven (7) calendar days of the
qualifying event. However, the worker can determine,
together with the employer, different conditions of
performance of the work, (e.g. fractions of days to be
taken always within the seven calendar days) .

4. Time off without loss in pay is granted when an employee
is summoned as a witness on behalf of, or in the Dbest
interests of, the employer.

5. Employees appointed to perform official electoral
duties, including “list representatives” and referendum
promoting committee representatives in all elections and
referendums, are granted voting leave with pay for holidays
or other type of non-workdays for the time necessary for
the accomplishment of the electoral services subject to
submission of appropriate certification. Requests for
annual leave or leave without pay (LWOP) will be approved
to permit employees to vote in distant residences.

6. Employees are entitled to a period of rest of 24 hours
following the time of departure for blood donation, without
charge to leave or loss in pay, provided donation is to a
bank accredited by the Ministry of Health and a certificate
is produced.
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7. Employees may be excused from work without charge to
jeave or loss of pay not to exceed three (3) consecutive
days in the following instances:

@ Closure of the installation by administrative order
of the employer because of events beyond the control of
employer oOr employees such as extreme weather
conditions, serious interruptions to public
transportation and disaster.

B Closure of the activity because of sudden breakdown
of machinery, power failure, managerial reasons such as
taking inventory, retooling and other operational
circumstances in which employeés are relieved or
prevented from working.

8. During periods of heightened security and force
protection reguirements, the installation commander may
excuse non-essential personnel from work without charge to
leave or loss of pay. Essential personnel, as determined
necessary by management, will be required to report to
work. Employees so identified who do not report to work
will be in an absence without leave status (AWOL) and
subject to disciplinary action.

9. Leave without pay (LWOP). All instances of LWOP must be
requested in writing.

a. LWOP may be granted by management up to a maximum
of one year, provided the employee has used all of the
annual leave entitlement, unless longer periods are
provided for by law (e.g., military reserve duty, OY
other cases listed in the following paragraphs) .

b. Employees are entitled to up to two years of leave
without pay (LWOP) during the entire period of
employment in the following cases:

(1) Family needs due to the death of one of
the following individuals: members of the
family household; relatives within the second
degree, even if not cohabitants; disabled who
are relatives; or persons related by affinity
within  the third degree even if not
cohabitant;



(2) Situations involving commitment of the
employee or of his family to taking care of
and/or assisting theé "aforementioned
individuals;

(3) Illnesses indicated by law affecting the

aforementioned individuals, except the
employee;

(4) Situations of serious personal
discomfort, different from illnesses,

affecting the employee;

(5) Death of individuals identified in
paragraph 3 above when the paid leave in
paragraph 3 cannot be granted.

T Requests for the above periods of LWOP must be
supported by appropriate documentation.

10. Extended leave without pay is granted upon written
request to employees elected to the European, national,
regional or any other public office or appointed to
national, regional or provincial union office for the
duration of the term.

11. Unless placed on furlough at their request, employees
elected to city or provincial councils are entitled to
remain absent from work for the entire day in which the
respective council is summoned. Further, to participate in
meetings of executive bodies, council Aldermen are entitled
to additional leave of absence up to a maximum aggregate of
24 work hours per month, raised to 48 for mayors and
presidents of provincial administration. All of the above
absences, properly documented by the employee, except for
employees on furlough, will be paid in full (except that the
employer will obtain refund from the agency concerned,
inclusive of social security contributions, where
applicable). Finally, if necessary for carrying out their
mandate, all of the above employees are entitled to unpaid
leave up to a maximum of 24 work hours per month.

12. Employees who attend regular courses of study in
accredited primary or secondary schools, universities, and
post-degree specialization courses (such as the two years
of university following the three year “short” degree,
“laurea breve”), are eligible for paid leave on workdays
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when examinations are taken. These employees are also
eligible for two (2) hours paid leave a day for a maximum
period of eight (8) days prior to an “examination. These
leave hours may be accumulated at the employee's request,
subject to management approval.

13. In order to attend specially designed courses leading
to formal educational and/or diploma at primary or
secondary levels, or courses that will improve job-related
skills, an employee may be granted up to 150 hours paid
leave in any three (3) year period. This leave can all be
taken in one (1) year. In all cases, leave will be granted
only if school is held during duty hours. For courses
leading to formal education, attendance at classes will be
en a 50/50 basis - 50% on employer'é time, chargeable as
student leave, 50% on employee time. For courses which will
improve an employee's skills, attendance will all be on the
employer's time if considered justified by the Civilian
personnel Officer or other designated official. Proof of
attendance must be submitted. Absences from the course on
days when student leave was approved will Dbe charged to
annual leave or leave without pay if sufficient annual
leave is not available.

14. Employees who continuously and exclusively assist a
gravely handicapped close relative up to a third degree
relationship as certified by the Italian Health Authority,
are entitled to 3 days per month paid absence, when there
is no other member in the family, working or not working,
who can assist the gravely handicapped close relative. The
3 day paid absence entitlement ceases when the gravely
handicapped close relative is hospitalized or lodged in a
specialized facility. Mothers or fathers of a child with a
grave handicap are entitled to 3 days per month paid
absence after the third year of life of the child to assist
the handicapped child. The 3 days are granted only to one
of the parents for the same child, regardless of whether
there is a non-working member in the family who can assist
the handicapped child. This entitlement ceases upon the
child's eighteenth birthday. In all cases appropriate
authorization from INPS or other Italian medical authority
must be submitted to the civilian personnel office in order
to make use of this leave. Furthermore, employees will
monthly coordinate with their supervisors on what days they
need to be off for assistance of the gravely handicapped
close relative.
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15. Employees affected by a grave handicap as certified by
the Italian Health Authority, are entitled to the same 3
days per month paid absence as in para. 14 above.
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ARTICLE 23

SICK AND ACCIDENT LEAVE

Following completion of the trial period, leave is available

in conjunction with absences due to incapacitation for work
caused by illness Or on the-job-injury.

3is

a. Maximum periods of leave are as follows:

(1) TIf incapacitation is caused by on-the-job accident
or occupational disease, 36 months.

(2) In cases of hospitalization’fd}vTB, 18 months.
(3) 1In all other cases, 12 months.

b. Absences occurring within 30 days following return tO
duty after use of sick leave will be regarded as an
extension of the preceding sick leave period for all
purposes.

¢. Leave available to temporary employees will not extend
beyond the scheduled date of expiration of employment.

d. Periods of sickness in excess of three (3) calendar days
during annual leave are chargeable to sick leave if medical
documentation certifies that illness is serious enough to
impede recoupment of physical or mental energy.

Sick leave may also be approved:
a. For medical, dental or optical treatment; or

b. For absences reguired in connection with thermal cures
not involving physical incapacity for work, provided the
treatment is approved and paid for by the National Health
Agency or the Social Security, and in any event with the
limitations applicable to workers in the Italian public and
private sectors.

Except as otherwise provided in paragraphs 4 and 5 below,

compensation will be as follows:
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a. Illness:

No. of Months No. of Months Maximum
Service at 100% of Pay at 50% of Pay Pay Period
Up to 10 years 4 e 8
Over 10 to 15 years 5 5 10
Over 15 years 6 6 12

b. On-the-job injury or occupational disease:

No. of Months No. of Months  Maximum
Service at 100% of Pay at 75% of Pay Pay Period
All employees 6 6 12

c. Employees absent due to on-the-job injury during the
probationary period will be entitled to the indemnity
provided by INAIL in accordance with paragraph 3, article
12,

4. Entitlements under paragraph 3 above are inclusive of the
indemnities paid to the employee by the appropriate Italian
agency. Where the indemnities are paid through the employer,
the aggregate benefit may not be less favorable to the employee
than those under a direct payment system without
supplementation. If necessary, compliance with this principle
will be verified after the case is closed by both the agency and
the servicing payroll office.

5. Absences which extend beyond the maximum paid period under
paragraph 3 and up to the maximum leave period under paragraph &
will be granted if requested by the employee and will be in a
nonpay status.

6. The employer must be able to plan for continued operations
in conjunction with employees' absence and to arrange for
appropriate controls. In this regard, employees are required to

adhere to the following procedures governing justification and
certification of absences failing which the absence may be
regarded as unjustified:

a. Requests for leave for medical appointments, specialized
examinations or treatments will be brought to the attention
of the supervisor as soon as possible but no later than 24
hours prior to the appointments.
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b. Employees will notify the supervisor within midshift of
the first day of absence unless prevented Dby justifiable
reasons.

c. Normally the employee's signature on a local form will
be sufficient to cover absences through two calendar days.
Any absence beyond the second day requires a medical
certificate. The employee who is unable to return to work
at the beginning of his/her shift on the next regularly
scheduled workday will inform the supervisor immediately and
will produce a medical certificate. The medical certificate
must be forwarded to the supervisor immediately.

d. An employee requesting leave due to illness while at
work will give notice to the supervisor prior to leaving the
worksite.

e. In particular cases, a medical certificate may be
required to support any sick absence regardless of duration.
In such cases, the employee will be so advised in writing.

f. An employee whe is at a place other than his/her own
regular residence while on sick or injury leave is required
to notify the employer.

g. The employee shall give immediate notice of on-the-job
injury, including slight occurrences, to the immediate
supervisor.

7. If absence extends beyond the leave entitlement, the
employee may be separated.

8. In case of contagious disease, an employee may be required
to produce certification of recovery for return to duty. In the
event U.S. regulations are more stringent than those of Italy
and do not permit the employee's return to his/her job, he/she
will be granted paid administrative leave until permitted to
resume work.



ARTICLE 24

PROTECTION OF FEMALE EMPLOYEES AND PARENTAL RIGHTS

1. Any discrimination based on seX is prohibited in
connection with:

a. employment in any sector at any level
b. duties and responsibilities

c. grade level

d. career progression including training
e. pay

2. The following applies to all female personnel including
apprentices and employees serving on temporary and part-
time appointments:

a. In order to establish eligibility for pregnancy
benefits, an employee is required to furnish INPS
(Italian social security) as well as the employer
with a medical certificate of pregnancy.

b. During pregnancy and up to seven (7) months
following delivery, an employee may not be assigned
to carrying or 1lifting heavy objects, nor to
hazardous, strenuous, Or unhealthy work. The
employee will be assigned to other duties, and
retain her grade level and the corresponding wages
or salary. During pregnancy and for 1 year
following the birth of the child, a mother will not
be assigned night work (from 2000 to 0600 hrs) .

c. Female employees are entitled to paid absence
for pre-birth examinations, clinical tests or
visits by specialists 1in case these must be
conducted during work hours.

d. An employee is entitled to remain absent from
work on a mandatory basis: during the two (2)
monthe preceding the expected date of delivery;
between the expected and the actual date of
delivery, if the latter is later; and during the
three (3) meonths following delivery. Pregnant
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employees may choose to take the 5 months
compulsory maternity leave 1 month before the
expected delivery date and 4 months-after delivery,
on condition that the gynecologist and the
competent physician certify that such option is not
prejudicial to the mother’s and child’s health. In
case of delivery earlier than the expected delivery
date, the difference between the expected and the
actual delivery date will Dbe added to the
compulsory maternity leave following delivery. In
case of grave complications, an employee is
entitled to begin her mandatory absence at an
earlier stage of pregnancy, on the basis of ad hoc
authority issued by the labor inspectorate. During
compulsory maternity leave, employees are entitled
to regular pay. When the compulsory maternity
leave is paid by INPS, the employer supplements the
INPS payment as necessary to match the employee's

pay.

e. A spontaneous or medical interruption of
pregnancy intervening prior to the 180" day from
the onset of pregnancy will Dbe considered as
illness.

£f. After the 180" day, an interruption is
congidered as delivery for all purposes, even if
prior to the beginning of mandatory absence.

3. Pparental Leave. Upon request by the employee, up to six
months of parental leave will be granted, to either parent,
not to exceed 6 months, during the first 8 years of the
child’s life. The total amount of parental leave granted
to both parents cannot exceed 10 months except as indicated
below.

Parental leave may be increased to 7 months for the working
father in situations where he exercises his right to
absence of more than 3 months. In this case the maximum
leave for both parents cannot exceed 11 months, however the
maximum leave for the mother can never exceed six months.
parental leave will be extended to a maximum of 10 months
in case of a single parent. Parental leave may be
continuous or fractioned. Fractioned parental leave is when
there is at least one day of work between two periods of
leave of even one day.
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a. The employee's monetary entitlement during
parental leave is:

(1) 30% of regular pay paid by the employer
when leave is taken within the 3 Yyears of the
child’s birth;

(2) When leave is taken between the 4" and the
gt year of age of the child, employees are
entitled to 30% of regular pay provided that the
parents annual income is lower than 2.5 times the
minimum INPS retirement pension.

(3) Full pay on holidays (including
supplementation by the employer) .

(4) Full period is credited for the sole
purpose of end-of -employment pay. periodic
seniority pay increments, and annual leave

category only (accrual towards current leave year
is excluded) .

b. Employees with an annual leave carry-over from
the previous year are entitled and reguired to
exhaust such leave immediately upon completion of
mandatory absence and prior to initiating any
coptional absence.

4, Leave Without Pay (LWOP) in case of illness of the
child. During the child's first 3 years of age, a working
mother or father is entitled to leave without pay in
connection with illnesses of the child, documented by
medical certificate issued by the specialist physician of
the Italian Health System. When the child is between 3 and
8 years of age, each parent is entitled to LWOP in
conjunction with illnesses of the child within the limits
of 5 days per calendar year.

5 Rest periods. During the child's first year of life
working mothers must be granted two (2) rest periods of one
(1) hour each per day, with pay, which may be cumulated
daily, or one (1) rest period of one (1) hour when the
daily work schedule is less than six (6) hours. The rest
period entitlement is doubled in case of delivering 2 or
more children, and may be shared with the father. During
the rest period entitlement women may not be required to
work overtime.
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6. Fathers’ rights:
a. Working fathers are entitled to absent themselves
from work, and receive the pay provided for the
situations listed below:

(1) Mandatory after-delivery absence of para. 2d
above in case of death or grave illness of the
mother, or the mother’s abandonment of the
child, or exclusive assignment of the child to
the father.

(2) Daily rest periods (where the age of the
child is not more than one "(1) year) of para. 5
above where: the child is assigned only to the
father; or where a working mother (excluding
self-employed) does not avail herself of the
daily rest; or where the mother is self-
employed; or in case of death or grave illness
of the mother.

b. In the above cases, the father will furnish the
employer with the appropriate gsupporting documentation
and a statement from the mother's employer certifying
the renunciation of her entitlement.

7. Adoption and Custody. Workers who have adopted or who
have been assigned a child in pre-adoption may request and
must be granted:

a. Up to three months of compulsory parental leave
until the child is up to 6 years of age at the time of
the adoption or pre-adoption. Subject leave is to be
used during the first 3 months following the actual
entrance of the child into the family. In case of
international adoption or pre-adoption, leave is also
granted when the child is older than 6 years and until
the child is 18 years old. Upon reguest, Leave Without
Pay will be granted for the time required to be spent
in the foreign state for the execution of the
international adoption process. This will be certified
by the Agency authorized to handle the process.

b. When the child is between the ages of & and 12

years, optional parental leave will be wused within
three years of the entrance of the child in the family.
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The same provisions apply in case of international
adoptions or pre-adoptions.

8. Protection of female workers. Working women have a

right to job preservation as follows:

a. Working women may not be separated during the
period from the onset of pregnancy to the child's first
birthday, except for just cause, cessation of the
activity to which the employee is assigned, or
expiration of temporary appointment. In case of
resignation, the labor inspectorate will have to
validate the resignation action. In cases of
resignation, employees will not be required to provide
advance notice. SR

b. Women may not be separated from the date of request
of publication of bans to one (1) year following
marriage, except for just cause, closure of
installation, cessation of the activity to which the
employee is assigned, or expiration of temporary
appointment.
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ARTICLE 25

SAFETY AND HEALTH IN THE WORK ENVIRONMENT

1. Employer's responsibilities.

The employer will be responsible for taking all necessary actions to
ensure healthy and safe working conditions for all employees in
accordance with Italian legislative decree of 19 September 1994, No.
626 and ensuing modifications and implementing provisions to the
extent that they are applicable to the U.S. Forces in Italy and with
the intent of harmonizing US safety programs with these programs and
in any case the most stringent provisions prevail.

Primarily this involves:
a. Conducting and documenting risk assessment.

b. Keeping all employees apprised of general hazards as well as
hazards specific to respective duties or work site.

c. Organizing the prevention and protection service, designating
the chief of such service, and assigning other personnel as needed;
apprising employees of prevention and protection methods adopted to
ensure a safe and healthy work place.

d. Making available to employees all necessary protective
equipment, clothing, etc., and providing each employee the
necessary safety training, to include fire prevention and

protection, evacuation, and first aid training.

e. Providing for employee safety representatives and other
persons having safety or health protection responsibility to
attend the training courses respectively prescribed for them to
qualify for assigned functions.

f. Designating competent physician(s) to operate programs such as
pre-employment physicals, occupational health, and where required,
medical surveillance; provide professional medical advice to
employees; and establish and maintain prescribed medical records.

g. Provide for a change in activity or a 15 minute break every
120 minutes for employees whose duties objectively require the use
of a computer video terminal (CVT) - for at least four (4)
consecutive hours.

h. Providing, at no ©c¢ost to employees, required medical

examinations, laboratory tests, etc., and, in case of on-the-jocb
injury, emergency first aid treatment.
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i. Enforcing safety rules, and taking appropriate corrective

action.
j. Each installation will establish a safety committee consisting
of:

1) A safety official acting on behalf of the Commander,
Commanding Officer or equivalent.

2) The person Responsible for the Prevention and Protecticn
Service (RSPP), who shall meet the training and certification
requirements for the fulfillment of such duties in Italy, as
per para. l.e) of this article. If the Responsible Person at
1) above satisfies these requirements, he/she may occupy both
positions.

3) A designated competent physician.
4) The employees' representatives for safety (ESRs) .

The safety committee will meet whenever necessary oOr requested, and at
least once a year. No charge will be made to the 40 hours
administrative leave in paragraph 3a when attending such meetings.
The agenda items discussed by the safety committee may cover several
subjects provided they concern safety and health in the workplace in
accordance with the attachment to this article which indicates
examples, besides those listed by Legislative Decree 626/1994 and
ensuing modifications for discussion during the Periodic Meeting. All
parties concerned will exert every effort possible to resolve any
disputes in house, before recourse to off-base authorities 1is

considered. Operating procedures for the above committee will be
determined by mutual agreement and published in instructioms at the
local level. In addition, local agreements will regulate access of

the ESRs to work areas.

2. Employees' responsibilities.
Employees:

a. Are entitled to monitor the application of the measures intended
for the prevention of on-the-job injury and occupational diseases.

b. Will undergo all safety training and appropriate medical
programs made available by the employer, and comply with
established safety standards and reguirements at all times.

c. Will diligently use protective services, egquipment, clothing,
etc., as provided by the employer, and refrain from making
alterations to safety equipment without prior authorization.

d. Will abstain from engaging in acts, which may be dangerous to
their own safety or that of other employees or government property.
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e. Will immediately report to the appropriate supervisor any on-
the-job injury or accident that they personzlly sustain.

f. Will report deficiencies noted in protective devices, equipment,
and clothing assigned to them to the respective supervisor.

g. In case of actual danger to peoples' 1lives or physical
integrity, such as fire or bare electrical wires, or in case of the
possibility of serious damage to property, will take action insofar
as possible within own area of expertise.

3. Employee Safety Representatives’ (ESRs) Attributions:

As stated in the Agreement between Unions and Business Managers'’
Associations which defines the nomination procedures for ESRs if no
different provisions exist in the applicable COE, ESRs will be
nominated by the local Uniens Organizations among their Union
representatives. As a consequence, and independently of any other
circumstances, all ESR's will be acting exclusively in that capacity
whenever engaged in ESR or ESR related activities, enjoying therefore
all the statutory safeguard normally afforded to union officials, and
obviously retained by ESR having dual status.

In carrying out their delegated functions, the employee-elected or
union-appointed Employee Safety Representative (ESR) will:

a. Be granted sufficient time to carry out his/her functions,
with a minimum of 40 hours per annum per person paid
administrative leave. The employee is required to inform his/her
supervisor and management safety official upon carrying out these
functions.

b. Have access to all unclassified areas where Italian employees
perform work.

Q. Be consulted by the employer, on a systematic basis, in the
course of risk assessment, and related training classes, and be
provided appropriate documentation.

d. Report to the installation safety officer, or other person in
charge of the Prevention and Protection Service (SPP), safety
deficiencies and any incident that may require corrective action.

e. Each ESR will be entitled to a minimum specialized safety

training of 32 hours provided at no cost to the employee, ,
including the time necessary to attend this training.
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ESR's are either nominated by the unions or elected by employees for a
period of three years in accordance with the following criteria:
1) Activities with 200 or less emplcyees - 1 representative for

each union.

2) Activities with 201 to 1000 employees - 2 representatives for
each uniocn.

3) Activities with over 1000 employees - 3 repfesentatives for
each union.
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Attachment to article 25.

Examples of areas of possible interest to ‘the- joint safety committee
(Art. 25, para. 1)

Safety training, for all employees or for specific professions.
General environmental condition of work places.

Conflicts between the organization of work and préventive measures.
Electrical apparatus and correct usage thereof.

Vvideo terminals and correct usage thereof.

Fire extinguishers and correct usage thereof .

Individual safety equipment.

Emergency evacuation plans.

Safety conditions at temporary work places (construction sites).
Work at elevated levels (over 2 meters above a stable work surface) .

Use of forklifts.



ARTICLE 26

UNIFORMS AND PROTECTIVE WORK CLOTHING

1. The employer will issue work clothing without ceost to the
employees as follows:

a. ARll Operai employees.

b. Where consistent with regulations applicable to the
employer for reasons of health and safety, it has been
determined that the employees' need for protection will be met
through the use of adeguate and suitable protective clothing.

c. Where, for other reasons, the employer determines that
the employees should wear distinctive clothing or uniform work
clothing while performing duties officially assigned to them.

2. Employees will be required to wear the issued clothing while
on duty and use it as prescribed by the employer. Issued
clothing will remain the property of the employer.



ARTICLE 27

PRODUCTIVITY

The parties agree that it is the responsibility of each employee
to produce a fair day's work for a fair day's wages and make
every effort to contribute to the end product of the employer.
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ARTICLE 28

STANDARDS CF CONDUCT

1. Each employee is expected to maintain conduct which is
free of discrimination towards co-workers, subordinates,
supervisors, Jjob applicants, actual and potential customers,
and the general public, that is based on race, color, religion,
sex, age, national origin, or physical or mental disability. In
addition, employees must refrain from conduct of a sexual
harassment nature.

2. Each employee is expected to:

a. Report promptly for work in a condition that will permit
the proper performance of assigned duties and adhere to
established work schedules.

b. Comply with supervisor instructions and perform assigned
duties with diligence. In positions involving customer contact,
exercise tact and courtesy.

c. Safeguard information that is only for official use.

d. Not remove official documents or records for unauthorized
reasons.

e. Use and maintain property of the employer appropriately.
f. Observe safety regulations.

g. Conform to special standards and requirements as
established and made known to employees and unions.

h. Refrain from abuse of intoxicants during duty hours.
i. Comply with rules governing notification and
justification of absences as stipulated in this document

(articles 21 and 23).

j. Promptly inform the employer of changes in address.
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k. Refrain from making a gift or present (other than nominal
gifts in recognition of special occasions); or if in a superior
position refrain from accepting such a gift or present from
lower graded or lesser paid personnel.

3. Employees will not:

a. Engage in any private business or professional activity
which will result in a conflict between his/her private
interests and the interests of the employer or which involve the
use of inside information, gained through his/her official
position, to further a private interest, or which may reasonably
be expected to bring discredit upon the employer.

b. Solicit, accept, or agree to accept any favor or anything
of value in return for performing or failing to perform an
official act.

c. Directly or indirectly use or allow the use of employer
owned or leased property of any kind for other than officially
approved activities.

d. Engage 1in sexual harassment, or persist in behavior
perceived as such by the recipient(s) after the latter have made
their perception known to the offender.

e. Fail to report or correct cases of sexual harassment, or
other situations of prohibited discrimination in general, found
to exist in own areas of responsibility, if in a supervisory
positicn.

4. TFor the purpose of applying the provisions cited in
paragraphs d. and e. above, management and the unions, within
the scope of their respective responsibility, are committed to
ensuring a work environment aimed at protecting the freedom and
dignity of the workers and fairness of interpersonal
relationships. For this purpose, action will be taken to
prevent and/or correct violations of such behavior. 1In cases of
sexual harassment, the parties are committed to provide timely,
adequate, and impartial assistance to those who have been
subjected to harassment, in accordance with the procedures set
forth in article 33, with due respect to the privacy of the
individuals involved, and ensuring protection from direct or
indirect reprisal against the individual subject to harassment
or whoever wishes to render testimony. Disciplinary action is
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warranted in cases of sexual harassment in the work environment
and/or however connected with work; as -well as any act of
reprisal against the complainant, individuals rendering
testimony, and members of the commission provided for by article
33. Corrective action will be proportionate to the seriousness
of the offense and will serve to protect employees, as well as
to maintain order and discipline. Disciplinary action will be
taken in accordance with attachment 6.
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ARTICLE 29
QUTSIDE ACTIVITY -

1. Employees will not accept or undertake outside employment
or activity paid or unpaid, under the following conditions:

a. Where such private employment or activity might influence
the results of an employee's performance of duty to the detriment
of the employer's interests such as employment with a firm
holding contracts with the employer where the employee may be in
a position through her/his employment to influence the holding or
making of contracts.

b. Where the official position of an employee 1is
otherwise compromised by reason of outside activity.

2. When the employer determines that a conflict exists with the

employee's assigned duties with the employer and any outside
activity, the employee may be required to discontinue such
outside activity or resign from employment with the employer.
The employee will be allowed reasonable time for decision. When
the employee fails to discontinue the outside activity or fails
to submit his/her resignation, he/she will be separated with
notice in accordance with article 56.
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ARTICLE 30

DISCIPLINARY ACTION

1. The employee is required to meet the obligations inherent
in assigned duties in the most diligent manner. Non-compliance
with employee obligations may result in one of the following
actions which the employer will take based on the gravity of the
offense and surrounding circumstances:

a. Verbal reprimand.

b. Written reprimand.

c. Suspension from work without pay for a period of one
to ten days.

2. Attachment 6 represents general categories of offenses and
penalties for which disciplinary action is appropriate.

3. 1In case of written reprimand or suspension, the employee will
be advised in writing of the charges and of the proposed
disciplinary action and will be provided an opportunity to
respond in writing within five (5) workdays of receipt of the
notice. A copy of the proposed action will be provided to the
union representatives. A union representative may assist the
employee. If the employee contests the charges and the reasons
given in his/her response are acceptable to the command, the
proposed action will be either modified or withdrawn. If the
action taken is not acceptable to the employee, he/she may
request and the Command will convene the Disciplinary Action
Review Board.

a. Such board will be established within the command and
shall consist of two (2) representatives from management and one
(1) from each of the two (2) unions. The board must, within 15
workdays of convening, issue a decision concerning the
disciplinary action. Such decision must be formally recorded
and signed by all board members, and will be binding on both
parties. In the event of disagreement each party is free to
pursue appropriate action.

b. When reviewing sexual harassment cases, the Disciplinary
Action Review Board shall consist of mixed representation (one
female and one male on each side). The accused and the victim
shall have the right to be heard by the board, and to produce
any documentary evidence not already included in the case file.
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ARTICLE 31

SPECIAL PROVISIONS FOR VEHICLE OPERATORS

1. Drivers and other employees whose position requires driving
as an inherent requirement, whose license is suspended for
reasons which do not warrant separation for cause or justified
reasons, will have their Jjob protected until completion of the
trial of first instance. Pending decision by the Court, the
employee will be temporarily reassigned to another Jjob. If
necessary, duties may be assigned informally on a tentative or
expedient basis.

2. If formal reassignment is prevented by lack of position or
the employee's unfitness for available positions, the employee
will be entitled to regular pay for a period of 60 calendar days
following withdrawal of license, regardless of duties performed.

3. If not reassigned within 60 days, the employee will use any
available leave before being placed on leave without pay.
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ARTICLE 32

SAFEGUARDING THE EMPLOYER'S PROPERTY

Employees are required to exercise due diligence to preclude
damage or waste of the employer's property. In situations where
loss or damage is a result of simple negligence the employee

will not be held financially liable.
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ARTICLE 33

GRIEVANCES

1. The employer recognizes and endorses the importance of
acknowledging and promptly adjusting any employee's grievance.
The following grievance procedures CcoOvVer those matters which
result from dissatisfaction or misunderstanding arising in the
work situation that are within the jurisdiction of the local
representative of the employer. Classification appeals,
separations and matters covered by other provisions of this
document are excluded from these procedures.

a. First Stage. An employee shall initially present the
grievance orally through discussion with the immediate
supervisor. The supervisor shall make an investigation to the
extent necessary to reach a decision pased on full and fair
consideration of all facts.

b. Second Stage. If the matter is not reconciled at
the first stage, the employee may submit the grievance in
writing to the head of the department/directorate after
informing the immediate supervisor of his/her intent to do so.
Upon receipt of the grievance, the head of the
department/directorate may conduct an informal meeting to
determine the facts of the case.

(1) If a meeting is conducted, the employee may be
accompanied by a union representative. The employee shall have
full oppeortunity to present his/her side of the case and be
informed of management's position in the case. A record of the
meeting shall be kept by the head of the department/directorate.
It will include the names of individuals present and a statement
of the grievance.

(2) Within five (5) working days of the meeting (or
receipt of the written grievance if no meeting is held), the
head of the department/directorate shall issue a written
decision stating the facts considered in making the decision.

¢c. Third Stage. Each installation must establish a
Grievance Committee. The Committee will consist of two (2)
representatives appointed by management and two (2)
representatives appointed by the unions. If a second stage



decision is not issued in five (5) working days or the employee
is not satisfied with the resclution at the-second stage, he/she

may request review of the grievance by the Committee. A
Committee decision is binding on all concerned, if taken by
majority vote. In the event of disagreement each party is free

to pursue appropriate action.

2. When reviewing sexual harassment cases, the Grievance
Committee shall consist of mixed representation (one female and
one male on each side). The accused and the victim shall have
the right to be heard by the Committee, and to produce any
documentary evidence not already included in the case file.

3. Any meetings or hearings, as provided for in this grievance
procedures, will not result in any charge to annual leave oOr
loss of pay. However, such time shall be kept to the minimum
necessary for ensuring a fair and complete review of the case.

65



ARTICLE 34

METHOD OF WAGE DETERMINATION

As indicated in the Memorandum of Understanding of 12 May 1981,
schedules of wages and bonuses are established on the basis of
annual wage surveys. The unions will participate in the
preparation of the annual wage survey plans. Allowances (with
the exception of those for which an annual adjustment formula
has been established elsewhere in this document) will be
reviewed in conjunction with annual wage survey.



ARTICLE 35

TIMETABLE FOR PAYMENT OF EARNED WAGES AND SALARIES

1 . Employees are paid in Euro on oOr before the last
workday of the month.

2 Computation of adjustments reflecting overtime work,
other variables and allowances, as well ds unpaid absences
will normally be made as part of the monthly salary for the
month following that of occurrence Or performance.
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ARTICLE 36

NORMAL AND REGULAR PAY

1. Normal Pay. Normal pay consists of:
a. Base pay
b. Cost-of-living-allowance
c¢. Third element
d. Seniority pay
e. Personal supplement
Normal pay is used to compute premium pay differentials.

2. Regular Pay. Regular pay consists of:

a. Normal pay (see paragraph 1 above)

b. Extended workweek pay

c. Lunch allowance

d. Overnight allowance (Firefighters only)

e. Frozen allowances (See Article 53)

f. Monthly incumbency payments, inclusive of the APS
g. U.S. Forces differential (Attach 8)

h. EDR (Elemento Distinto dalla Retribuzione)

Regular pay is used to compute paid absences and the 13"
and 14" month bonus and end of employment pay.
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ARTICLE 37

COMPUTATION OF HOURLY COMPENSATION

The hourly rate of normal pay is 1/173 of the monthly rate of
normal pay (40 hour workweek).



ARTICLE 38

EXTENDED WORKWEEK PAY

15 The extended workweek pay element constitutes compensation
for work which is regularly scheduled in excess of 40 hours a
week pursuant to article 18 para lb. and which is compensable at

straight time rates.

The rate of Extended Workweek Pay is

computed multiplying the employee's weekly rate of normal pay

by:

.025
.05

.075

.125
.15
-

ol

2, Extended

If the regularly scheduled

weekly work hours are:

workweek pay 1is

41

42

43

44

45

46

47

48

subject to adjustment or

discontinuation in conjunction with changes in regular weekly

workhours.
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ARTICLE 39

CREDITABLE SERVICE AND ACCRUALS

1. Recognition of prior U.S. Forces Service. Determinations
regarding recognition of prior civilian service with the U.S.
Forces are made by the employer. Employees may be reqguired to
furnish proof of service they wish credited. All perioeds of
civilian employment with the U.S. Forces in Italy, whether paid
from appropriated or non-appropriated funds agencies, regardless
of pay status are creditable in determining an employee's:

a. Annual leave category, i.e., the annual leave
entitlement based on length of service;

b. Length of the separation notice period.

c. RIF retention preference based on "total length of
service" as set forth in article 57, paragraph 2a;

d. Sick leave compensation based on length of service
{article 23, paragraph 3).

2. Creditable Service During current Employment. Service during
current employment is credited as follows:

a. All current service is creditable for the purpose listed
under paragraph 1 above. It is added to any prior U.S. Forces'
service recognized as creditable for those purposes.

b. Annual leave and bonuses are earned on the basis of one
twelfth (1/12) of the annual entitlement for each calendar month
of service during the year of accrual. During the month of
appointment or termination, fractions of a month of service of
at least 15 calendar days are counted as a full month. Leave
without pay of 15 calendar days oOr less within any given
calendar month will not cause any reduction in the annual
entitlement of annual leave and bonuses.

c. Unauthorized absences (AWOL) or disciplinary suspension
of more than an aggregate 15 calendar days in a calendar year
will result in a reduction of 1/12™ (one-twelfth) of the annual
entitlement of annual leave and bonuses for each 30 calendar
days of absence or fraction of at least one-half (1/2) of a
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workmonth (15 days). No reduction in annual leave or bonus
accrual is made in conjunction with any other- non-pay absence
which is less than one-half (1/2) of the monthly workhours in
duration.

3. Recognition of Italian Military Service. Periods of
conscription or recall military duty with the Italian Armed
Forces which occur during current employment are creditable as
provided in art. 65.

4. Creditable service for seniority pay is defined in article
41, paragraph 2. Creditable service for pre-June 82 severance
pay is defined under paragraph 2a of attachment 3.
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ARTICLE 40
BONUSES

1. Christmas bonus (13" month bonus) is paid between 1 and 15
December of each year or upon separation if this is earlier.
The entitlement is accrued at the rate of one-twelfth (1/12) of
one (1) month's pay for each month of service during the period
from 1 January through 31 December. The basis for computation
of the bonus is the regular pay in effect as of 31 December or
at the time of separation as appropriate.

2. Summer bonus (14*" month bonus) is paid between 1 and 15 June
of each year or upon separation, if ‘this is earlier. The
entitlement is accrued at the rate of one-twelfth (1/12™) of one
(1) month's pay for each month of service during the twelve (12)
month period between 1 July and 30 June of the following year.
The basis for computation is the employee's regular pay in
effect as of 30 June or at the time of separation, as
appropriate.

3. The above bonuses are accrued in full during service periods
of partial pay status because of sick, accident or compulsory
maternity leave. Bonus payment effected by Social Security or
Health agencies in consideration of existing insurance
arrangements will Dbe withheld from the wemployee's pay or
otherwise credited to the employer. Part-time employees accrue
bonuses in proportion to scheduled work-hours.

4. The conditions of employment dated 11 October 1984 included
provisions for an annual fall bonus and an annual spring bonus.
This entitlement is discontinued in conjunction with the
activation of a monthly U.S. Forces differential effective 1
January 1993 and liquidation by lump sum payment of the current
shares of these bonuses accrued through 31 December 1992.
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ARTICLE 41

PERIODIC SENIORITY INCREASE

1. Effective 1 January 1984 all employees are entitled to

a seniority pay increase after each two (2) years of
uninterrupted creditable service, up to a total of seven (7)
increases, except for provisions in paragraph 7. As of the

effective date of these new Conditions of Employment an
additional seniority increase will be granted to employees upon
completion of three years of uninterrupted creditable service
from the effective date of the seventh. seniority increase.
Employees whose seventh seniority increase was granted three or
more years before implementation of this change, will be granted
the eighth seniority increase effective on the effective date of
this document.

2. The initial increase is granted on the first day of
the first pay period following completion of the first two (2)
years of creditable service. Subsequent increases are granted
on the second or third anniversary date of the prior increase,
unless the waiting period is extended as a result of non-
creditable absences. Aggregate absences in a non-pay status of
at least one-half (1/2) of one (1) workmonth during the two year
period will result in extending the waiting period by one (1)
month for each workmonth of absence or fraction of a month in
excess of half (1/2) a workmonth. Sick leave and compulsory or
optional maternity leave periods at less than full pay, whether
paid by the employer or the insurance agency, as well as
military furloughs, are considered as service in pay status for
this purpose.

3. Seniority pay increases are in fixed amounts. Amounts
payable are computed and published by the employer in
implementation of the procedures set forth in attachment 2.

4. In the event of promotion of an employee who has earned at

least one (1) seniority increase, the seniority rate on the
effective date of promotion is adjusted to the amount
representing an equivalent number of increases at the higher
level. The promotion does not affect the waiting period for the
next seniority increase.

5. Upon implementation of revised schedules of seniority amounts
in accordance with attachment 2, seniority increase earned on or
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after 1 January 1984 are recomputed to represent the same
multiple of earned increase(s) at the revised value. Thus, the
number of increases already granted is constantly adjusted to
the current amount of the increase.

6. Aggregate seniority pay earned prior to 1 January 1984 is
retained indefinitely as a frozen amount on an incumbency basis.

7. Employees hired prior to 1 January 1980 retain the right to
progress to the ceiling established under the system and for the
grade in effect on 31 December 1983, if higher than the sum of
frozen seniority pay (paragraph 6 above) and the 8th increase to

be received after 31 December 1983. ., In such a case, the
employee is eligible for further BSI's or fraction of BSI until
the protected ceiling is reached. The amount of protected

ceiling is assigned to the employee on an incumbency basis in
consideration of the grade held on 31 December 1983, and
continues unchanged irrespective of changes in the employee's
status, grade or pay. The amounts of protected ceilings for the
various grade levels held as of 31 December 1983 are as
stipulated in art. 41, para 8 of the COE dated 11 October 1984.
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ARTICLE 42

OVERTIME, SUNDAY, HOLIDAY, AND NIGHTWORK

1. Overtime, Sunday and Holiday work must be expressly directed
and authorized. Entitlement for firefighters is covered under
article 54.

2. Holiday work is work performed on any of the holidays listed
in article 20.

3. Except as otherwise provided for discontinuous or standby
work (art. 18, para 1lb) and for multi-week work cycles (art. 45,
para 6), overtime is any work in excess of 40 hours per week,
provided the employee is in a pay status (to include paid leave
and absences) throughout the scheduled weekly hours. If an
employee was in a non-pay status during some Or all of the
regularly scheduled tour of duty, within a given administrative
workweek, a number of hours equivalent to the hours in a non-pay
status will be considered as "regular hours" and compensated as
such. Overtime may not exceed two hours on a scheduled work day
or a total of 12 hours in an administrative workweek, unless
justified by an emergency. Normally, employees will be informed
of the overtime requirement 24 hours in advance. Overtime shall
be compensated as follows:

a. Weekdays: 130% of normal pay (normal rate of pay for the
hours worked, increased by a 30% differential)

b Sunday which is a regularly scheduled workday: 135%

e Weekly day of rest (Sunday or designated day in lieu):
160%.

= Holidays: 160%.

4. Call-back overtime means work performed on a non-workday, or
on a regular workday after completion of the daily tour of duty
and departure from the worksite. call-back overtime is always
considered to be at least three (3) hours in duration and
compensated accordingly.

5. Compensation for non-overtime work on Sunday, weekly days of
rest in lieu of Sunday, and holidays is as follows:
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a. Work on a Sunday which is a regularly scheduled workday:
10% differential for the hours worked (not applicable to food
service employees of the Exchanges)

b. Work on a Sunday which is a non-workday or on the weekly
day of rest in lieu of Sunday: 150% of normal pay (normal pay
rate for the hours worked, increased by a 50% differential)

c. Any non-overtime holiday work: 150%

1. Night work is work performed between 2000 and 0600 hours.
Night work is compensated as stipulated below, except as
otherwise provided under art. 45, para 3:

a. Scheduled night work is work performed within the
regularly scheduled weekly tour of duty. The employee is
entitled to a 15% differential of the hourly rate for each hour
of scheduled night work performed.

B Occasional night work is work performed outside the
regularly scheduled weekly tour of duty. The employee 1is
entitled to a 30% differential of the hourly rate for each hour
of occasional night work performed.

c. When night work is performed on a holiday or Sunday,
the night differential is paid in addition to the holiday
differential. If overtime work is performed during night hours,
the occasional night differential is paid in addition to the
overtime compensation.
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ARTICLE 43

FAMILY ALLOWANCES

The employer will pay directly to the employees family
allowances in an amount not lower than prescribed for Industrial

Personnel.
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ARTICLE 44

PERSONAL SUPPLEMENTS

The employer may pay a personal supplement to attract or retain
scarce skills or to protect rates of pay in conjunction with
authorized position changes, reassignments, and transfers.
These supplements may be reduced, until extinguished, through
reduction(s) in an amount equal to 50% of increases on base pay
and/or third element granted as a result of general pay schedule
increase or promotion. No reduction is made in conjunction with
increases in cost-of-living allowance or seniority pay. The
employee shall be advised in writing of the conditions attached
to payment and possible absorption of personal supplement at the
time it is granted.
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ARTICLE 45

SHIFT WORK AND UNCOMMON TOURS™OF DUTY

1. The following situations are identified which will require
shift/uncommon tour compensation:

a. Situation A - Entitlement is determined on a monthly
basis.

Shift workers rotating around the clock in organizations
requiring a 24 hour-a-day operation, seven days a week. To
qualify for Situation A entitlements, an employee's personal
work schedule for the month must involve full round-the-
clock rotation.

b. Situation B - Entitlement is determined on a monthly
basis.

Oother shift arrangements which involve rotation through two
or more shifts, one of which begins not later than 0600 or
one of which lasts until at least 2200. To qualify for
Situation B entitlements, an employee's personal work
schedule for the month must involve at least two shifts.

c. Situation C - Entitlement is determined on a weekly
basis.
Situations requiring "Uncommon Tours". Uncommon Lours which

qualify employees for Situation C entitlements must involve
one or more of the following features:

(1) 8Six day workweek

(2) A workweek with a split weekend (Two days off are
not consecutive) .

(3) Split workdays (unpaid lunch break of over 2
hours and up to 4 hours). In no case will an employee
be reguired to take a break of longer than 4 hours.
There will be no assignment to split workdays, other
than those employees already under such an assignment
as of 1 October 2000, unless the following conditions
are mets use of split workdays will be strictly
limited to exceptional situations. Its application
must be only feasible answer to continuation of work
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cperations. Prior to instituting any additional
instances of split workdays, the employer will explore
all other alternatives includifig hiring additional
part-time employees and will inform the unions fully
as to need and facts bearing on the planned action.
Full consideration will be given to the unions' input.
In addition, the employer will review the need to
continue the situation, at least annually, and keep
the unions informed as to the results of the review.

4 Situations A and B are mutually exclusive. However, there
may be occasions when an employee's schedule is such that both
situations A and C or situations B and C will be met. In these
cases, the employee will receive both entitlements. If more
than one of the conditions of situation C are present, only the
highest weekly rate will apply.

v, Pay entitlements for situations A and B are as follows:
Situation A Situation B

Monthly differential of Monthly differential of

twelve (12) percent. eight (8) percent.

Full days of

Sick or Annual Twelve (12) percent. Eight (8) percent.

Leave

Christmas and Pro-rated share Pro-rated share

Summer Bonus based on the number of based on the number of
months in which the months in which the
employee worked in employee worked in
situation A (1/12 of gituation B (1/12 of
12% per month) . 8% per month) .

End-of- IAW Article 64 IAW Article 64

Employment of this document. of this document.

Pay
The differentials provided above for situations A
and B absorb those provided for night work.

4. The following weekly pay entitlement apply to Situation C:

a. €12.00 for a six day workweek.

b. €8.00 for a workweek with a split weekend.
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c. €B.00 for a workday with a break of at least two (2) and
not more than three (3) hours.

d. €10.00 for split workdays with a break of more than
three (3) hours and up to four (4).

e. Amounts in a. through d. above are not due if the
employee is on sick or annual leave during the week, nor
credited towards Christmas and Summer Bonuses, but may be
creditred toward end-of-employment pay in accordance with
article 64 of this document.

5, Firefighters who are assigned to 24-hour shifts are excluded
from the provisions of this article.

6. The employees covered by the provisions of this article,
where necessary, may complete the contractual workweek over a
cycle in excess of one (1) week, up to a maximum, in exceptional
cases, of six (6) weeks. This arrangement is necessitated Dby
production factors that wvary over day, night, weekend, etc.
Hours worked in excess of contractual hours will be determined
and compensated at the end of the cycle.
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ARTICLE 46

DINING FACILITY AND LUNCH ALLOWANCE

1. A lunch allowance is payable at installations or locations
where subsidized meal arrangements are not in effect, or where
it is determined by the employer that the employee is unable to
patronize an existing subsidized facility because of the
location of the worksite or shift arrangements. Employees who
are provided meals by the employer at no cost to the employee
are ineligible for subsidized meals or the allowance in lieu
th