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SPECIAL LIAISON DIVISION

BEING A PART OF THE COMMUNITY

Our outreach also includes participating or hosting 
community events. Below is a snapshot of some of our 
past events:

»�x Annual Lunar New Year 
in Chinatown

»�x Three Kings celebra-
tion

»�x Pride events through-
out the city

»�x Chinatown Park Start 
Fresh

»�x Back to School
»�x Latino Fiesta
»�x Deaf Reach Ice Cream Social
»�x High Heel race
»�x Beat the Street 
»�x Thanksgiving 

basket give 
away

»�x Shop with a 
Cop

The Special Liaison Division works to 
ensure individualized police ser-
vices to communities of various, di-
verse backgrounds across the city. 

Its members are as diverse as the people 
they serve. From helping a member of the 
deaf and hard of hearing community to 
reaching aiding a transgendered individu-
al, the SLD helps people conduct business 
with the MPD in a caring and respectful 
manner. We also speak the language of the 
communities we serve, lowering the barri-
er to communication that can sometimes 
slow the progress of receiving help.

Continuing to Make a Difference

�e Special Liaison Division (SLD) is comprised of 
the Asian Liaison Unit (ALU), the Latino Liaison 
Unit (LLU), Deaf and Hard of Hearing Unit (DHHU) 
and the Lesbian, Gay, Bisexual, Transgender Liaison 
Unit (LGBTLU). SLD also has African A�liate Liai-
son (AAL) to assist citizens from African countries. 
As the auxiliary specialized division, SLD assists 

all the underserved mi-
nority citizens throughout 
DC. Besides doing regu-
lar policing work such as 
assisting patrol units in the 
districts,  SLD also pro-
vides internal trainings to 

the police recruits and MPD o�cers,  and promotes 
safety programs to educate communities. SLD’s core 
mission is to bridge the cultural and lingual gaps 
between the law enforcement and our constituents.  
SLD conduct follow-ups to police reports to ensure 
proper resources are o�ered. �e S LD is thankful 
for the community support and  will keep striving to 
provide quality services to our communities.

Special Events Throughout the Year

»�x Chinese New Year — It is ALU’s tradition to 
participate the Chinese New Year Parade. We set 
up a booth inside and had a cruiser in the parade 
to give away fortune cookies, which contained 
ALU information.

»�x NNO in Adams Morgan — With a growing Latino 
population in DC, the Latino Liaison Unit (LLU) 
plays a critical role serving the Spanish-speaking 
community. This year, LLU held a Latino-based 
National Night Out in the Adams Morgan neigh-
borhood. LLU worked with local Latino radio 
stations and NGOs to put together a great event!

»�x Back to School — the Special Liaison Division 
worked with each of its unique communities 
to ensure that children were fully prepared to 
return to school in the fall.

»�x Halloween in the Mt. Vernon Community 
Investment District — ALU partnered with Mt. 
Vernon CID to extend our outreach with the 
PSA 102 Community. The Reserve Corps and 
First District officers joined us to engage kids.

»�x Gallaudet Safety Outreach — SLD’s ALU, 
DHHU and LGBTLU jointly participated a safe-
ty workshop at Gallaudet University to reach out 
students. We walked to the cafeteria to sign with 
them. The students even showed us “sign slang.”
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Newsham,Peter J 11974 Interim Chief of Police AMP1 1090 $213,305 $37,968                    -         
Greene,Lamar D 3488 ASST CHIEF 9001 9200 $197,463 $35,148                    -         
Anzallo,Michael L 7003 ASST CHIEF 7001 7300 $197,463 $35,148                    -         
Chisley Missouri,Kimberly C 7233 ASST CHIEF 100C 110C $197,463 $35,148                    -         
Groomes,Diane C 17617 ASST CHIEF 9001 9500 $197,463 $35,148                    -         
Contee III,Robert J. 20569 ASST CHIEF 100C 130C $197,463 $35,148                    -         
Ryan,Terrence D 41745 SUPERVISORY ATTORNEY ADVISOR AMP1 1060 $181,993 $32,395                    -         
Hoey,Robin 6060 COMMANDER 2001 2600 $179,052 $31,871                    -         
Williams,Keith L 16625 COMMANDER AMP1 1055 $179,052 $31,871                    -         
Dandridge,Willie E 17311 COMMANDER 1001 1500 $179,052 $31,871                    -         
Robinson,Charnette I 19249 COMMANDER 9001 9200 $179,052 $31,871                    -         
Gresham,Melvin E 19701 COMMANDER 1001 1500 $179,052 $31,871                    -         
Kishter,Jacob M 25609 COMMANDER 4001 4700 $179,052 $31,871                    -         
Alder,Robert W 91326 ASST CHIEF 2001 2600 $173,564 $30,894                    -         
Gersten,Barry S 11997 Executive Director for Informa AMP1 1040 $171,849 $30,589                    -         
Turner,Leeann 34118 CHIEF OPERATING OFFICER 5001 5101 $171,849 $30,589                    -         
Sarvis,William Boston 35706 Medical Services Manager 5001 5500 $171,849 $30,589                    -         
Harris,Ronald B 41747 SUPERVISORY ATTORNEY ADVISOR AMP1 1060 $169,414 $30,156                    -         
Clay III,Leroy 12026 AGENCY FISCAL OFFICER 100F 110F $168,524 $29,997                    -         
Ennis,Ralph G 9305 COMMANDER 9001 9400 $167,806 $29,869                    -         
Viehmeyer,Mark T 41748 SUPERVISORY ATTORNEY ADVISOR AMP1 1060 $165,700 $29,495                    -         
Hyden,Teresa Quon 42201 ATTORNEY ADVISOR AMP1 1060 $165,071 $29,383                    -         
Wilmore,Brenda S 41799 ATTORNEY ADVISOR AMP1 1060 $162,707 $28,962                    -         
Taylor,David W 83578 COMMANDER 1001 1500 $157,271 $27,994                    -         
Meeks,Derek Scot 34124 Deputy CIO, Information Techno AMP1 1040 $154,869 $27,567                    -         
Balarezo,Rosa A 18574 Program Manager 100C 130C $154,869 $27,567                    -         
Bischoff,William Todd 24340 Director, Records Management S AMP1 1040 $154,869 $27,567                    -         
Snyder,Elizabeth Ann 88219 Deputy CIO, Information Techno 2001 2600 $154,869 $27,567                    -         
Wight,Lee Tipton 9408 Director, Fusion Center 9001 9200 $153,473 $27,318                    -         
Watterson,Julia 10619 IT Program Manager AMP1 1040 $149,350 $26,584                    -         
Crenshaw,Kathleen Jackson 87648 Director of Human Resources 5001 5500 $149,350 $26,584                    -         
O Meara,Kelly 87605 Executive Director, Strategic 100C 130C $148,567 $26,445                    -         
Hester,George G 8783 Fleet Services Manager (Contra AMP1 1070 $148,443 $26,423                    -         
Bryant,Regis 4732 COMMANDER 1001 1500 $147,395 $26,236                    -         
Deville,Keith E 5118 COMMANDER 5001 5101 $147,395 $26,236                    -         
Fitzgerald,William J 19017 COMMANDER 1001 1500 $147,395 $26,236                    -         
Manlapaz,Wilfredo E 27279 COMMANDER 9001 9500 $147,395 $26,236                    -         
Sullivan,Janice D 21099 PGM MGR 9001 9500 $147,304 $26,220                    -         
Oconnell,Maureen A 45050 DIR D C POLICE 4001 4500 $146,702 $26,113                    -         
Grogan,Brian C 4449 INSPECTOR 7001 7300 $146,228 $26,029                    -         

FY 2017 (As of Pay Period Ending January 21, 2017) Actual Overtime
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Bromeland,Matthew J 85841 Special Assistant 100C 110C $145,230 $25,851                    -         
Porter,Shanaz P 87446 Supervisory HR Specialist 1001 1101 $143,146 $25,480                    -         
Jackson,Winston 16540 ACCOUNTING OFFICER 100F 120F $141,117 $25,119                    -         
Kaufman,Donald S 85715 Freedom of Information Act (FI AMP1 1010 $140,688 $25,042                    -         
Kane,Morgan C 11938 COMMANDER 9001 9200 $140,376 $24,987                    -         
Carroll,Jeffery W 22546 COMMANDER 9001 9200 $140,376 $24,987                    -         
Parsons Jr.,Leslie A 22954 COMMANDER 1001 1500 $140,376 $24,987                    -         
Emerman,Stuart B 63533 COMMANDER 1001 1500 $140,376 $24,987                    -         
Dickerson,Chanel D 83499 COMMANDER 2001 2900 $140,376 $24,987 $11,676 $11,676                 -                      -   
Romero,Joseph E. 34160 IT Program Manager (Network Se 2001 2600 $139,522 $24,835                    -         
Gottert,Michael J 2572 INSPECTOR 1001 1500 $138,997 $24,741                    -         
Delgado,Edward 10248 INSPECTOR 9001 9200 $138,997 $24,741                    -         
Parker,Vendette 10293 INSPECTOR 2001 2900 $138,997 $24,741                    -         
Miranda,Matthew H. 37294 SPECIAL ASSISTANT 4001 4700 $137,548 $24,484 $1,290                 -                   -   $1,290
Monzon,Richard 26917 IT Program Manager (Customer S AMP1 1040 $135,458 $24,112 $3,386 $3,386     
NATHAN,MELANIE C 37293 PROGRAM MANAGER 100C 110C $134,017 $23,855                    -         
El Khatib,Ashraf 1530 FINANCIAL MGR 100F 110F $133,480 $23,759                    -         
Etinoff,Rosanne L 4444 ACCOUNTS PAYABLE DIR 100F 120F $133,480 $23,759                    -         
Atkinson,Virlynn 21474 FINANCIAL MGR 100F 110F $133,480 $23,759                    -         
Alisam,Lakshmi P. 193 IT Specialist (Data Mgmt./Syst AMP1 1040 $133,476 $23,759 $2,021 $2,021                 -                      -   
Ravishankar,Thagaduru S. 6097 IT Specialist (Project Manager AMP1 1040 $133,476 $23,759 $5,632 $4,477                 -   $1,155
Palepu,Manga 10298 IT Specialist (Data Management AMP1 1040 $133,476 $23,759 $1,059 $1,059                 -                      -   
Eugene,Donna Marie 11171 IT Specialist (Project Manager AMP1 1040 $133,476 $23,759 $7,797 $7,797                 -                      -   
Pradhan,Santosh B 18423 IT SPEC (DATA MANAGEMENT) AMP1 1040 $133,476 $23,759 $9,134 $9,134                 -                      -   
Bolden,George Michael 28668 INFORMATION TECHNOLOGY SPECIAL AMP1 1040 $133,476 $23,759 $10,711 $5,945                 -   $4,766
Feenster,Gary R. 35498 IT Specialist (Applic. Softwar AMP1 1040 $133,476 $23,759                    -         
Gonzalez,Sheryl 39363 IT SPEC (SYSTEMS ANALYSIS) AMP1 1040 $133,476 $23,759 $4,879 $4,034                 -   $844
Crawford,George H 40990 IT SPEC (NETWORK) AMP1 1040 $133,476 $23,759 $19,723 $17,833                 -   $1,890
D'Souza,Prakash 91328 IT Specialist (Project Manager 2001 2600 $133,476 $23,759 $2,021 $2,021                 -                      -   
Annavarapu,Chandrasekhara 91342 IT Specialist (Applic. Softwar 2001 2600 $133,476 $23,759                    -         
Honore,Phillip G. 87382 PGM MGR 4001 4700 $133,454 $23,755                    -         
Hinton,LaMont A. 86268 Program Manager 9001 9200 $132,613 $23,605                    -         
Fields,Tyria J. 87208 Director, Victims Services 2001 2600 $131,552 $23,416                    -         
Burkett Jones,Pamela 625 CAPTAIN 1001 1500 $131,412 $23,391 $2,068                 -                   -   $2,068
Hill,Francis J 634 CAPTAIN AMP1 1055 $131,412 $23,391 $856                 -                   -   $856
Mongal,Aubrey P 2030 CAPTAIN 1001 1500 $131,412 $23,391 $17,031 $7,969                 -   $9,062
Halbleid,Robert J 2784 CAPTAIN 9001 9200 $131,412 $23,391 $33,074 $4,310                 -   $28,764
Bray,Brian S 3336 CAPTAIN 1001 1500 $131,412 $23,391 $5,523 $5,523     
Williams,Michelle J 3567 CAPTAIN 2001 2600 $131,412 $23,391 $2,024                 -                   -   $2,024
Caldwell,George D 4890 CAPTAIN 2001 2600 $131,412 $23,391 $2,532                 -                   -   $2,532
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Pavlik,Michael J 6050 CAPTAIN 9001 9300 $131,412 $23,391 $5,278 $1,722                 -   $3,556
Weedon,Teresa Y 6360 CAPTAIN 1001 1500 $131,412 $23,391 $2,127                 -                   -   $2,127
Lyons Sr.,Marvin E 8407 CAPTAIN 1001 1500 $131,412 $23,391 $333 $333     
Caldwell,Renato 11838 CAPTAIN 2001 2600 $131,412 $23,391 $2,319 $309                 -   $2,009
Wright,Andre L 13301 CAPTAIN 1001 1500 $131,412 $23,391 $16,609 $14,446                 -   $2,163
Mitchell,Juanita 16682 CAPTAIN 1001 1500 $131,412 $23,391 $1,997                 -                   -   $1,997
Scott,Gerry O 16701 CAPTAIN 1001 1500 $131,412 $23,391 $1,747                 -                   -   $1,747
Sledge,David H 20836 CAPTAIN 1001 1500 $131,412 $23,391 $3,683 $1,452                 -   $2,231
Harris,Brian E 20985 CAPTAIN 1001 1500 $131,412 $23,391 $2,435 $556                 -   $1,880
Taliaferro,Essray 23543 CAPTAIN 1001 1500 $131,412 $23,391                    -         
Lanciano,Philip J 25839 CAPTAIN 1001 1500 $131,412 $23,391 $11,625 $802                 -   $10,824
Shelton,Paul M 26082 CAPTAIN 5001 5101 $131,412 $23,391 $2,282 $134                 -   $2,148
Mclean,Ralph W 26376 CAPTAIN 1001 1500 $131,412 $23,391 $3,665                 -                   -   $3,665
Moore,April Y 6818 Program Manager AMP1 1010 $131,127 $23,341                    -         
Thorne,Anthony 44776 FIXED ASSET MGR 100F 120F $130,160 $23,168 $1,533 $1,533     
Sternbeck,Dustin D. 1623 Director, Office of Communicat 100C 110C $128,750 $22,918                    -         
Wagman,Laura A 38466 MGMT ANALYSIS OFFICER 4001 4500 $127,519 $22,698                    -         
Simpson,Angela Rena 1965 PROGRAM MANAGER 7001 7300 $127,412 $22,679                    -         
Lyons,Elizabeth A. 8725 Privacy Officer AMP1 1010 $127,412 $22,679                    -         
Fieselmann,Heidi L. 21278 Special Assistant to the Chief 100C 110C $126,840 $22,578                    -         
Subash Chandra Bose,Paul 91334 IT Specialist (Data Mgmt./Syst 2001 2600 $126,838 $22,577                    -         
Haythe,Anthony W 959 CAPTAIN 2001 2600 $124,916 $22,235 $32,565 $27,913                 -   $4,652
White,Andrew B 1915 CAPTAIN 7001 7300 $124,916 $22,235 $4,975 $2,840                 -   $2,135
Larsen,Derek L 2408 CAPTAIN 1001 1500 $124,916 $22,235 $784                 -                   -   $784
Glover,Robert T 3022 CAPTAIN 9001 9200 $124,916 $22,235 $34,107 $9,210                 -   $24,896
Charland,Antonio 7321 CAPTAIN 4001 4300 $124,916 $22,235 $1,739                 -                   -   $1,739
Christian,Bryan F 7383 CAPTAIN 1001 1500 $124,916 $22,235 $2,128                 -                   -   $2,128
Cusick,Kelvin M 14073 CAPTAIN 1001 1500 $124,916 $22,235 $2,599                 -                   -   $2,599
Rivera,Guillermo 25000 CAPTAIN 1001 1500 $124,915 $22,235 $2,537                 -                   -   $2,537
Johnson,Marvin 2232 GRANT PGM MGR 5001 5100 $124,472 $22,156                    -         
Haiman,Marvin B. 14088 Special Assistant 1001 1500 $124,125 $22,094                    -         
Patel,Chintan Hitendrbhai 25281 IT Specialist (Applic. Softwar AMP1 1040 $123,519 $21,986 $178 $178                 -                      -   
Healey,Bruce E. 33894 I T Specialist (Network) AMP1 1040 $123,519 $21,986 $10,770 $10,770                 -                      -   
Taylor,George W 16061 Supervisory Compliance Monitor AMP1 1055 $121,323 $21,596                    -         
Palmer,Kevin M 11395 Marketing Specialist 100C 110C $120,335 $21,420 $4,570 $1,878                 -   $2,692
Pelham,Christiana O 2490 FINANCIAL MGR 100F 110F $120,201 $21,396                    -         
Peterson,Keith L 14691 IT SPECIALIST AMP1 1040 $120,200 $21,396 $10,900 $10,900                 -                      -   
Graham,Janet R. 37557 IT Specialist (Network Service AMP1 1040 $120,200 $21,396 $9,437 $8,763                 -   $674
Dickerson,Kimberly M 5550 INSPECTOR 100C 110C $119,615 $21,291 $906 $906     
Coligan,Michael K 7259 INSPECTOR 1001 1500 $119,615 $21,291                    -         
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Williams,Kimberlee G. 13296 CAPTAIN 1001 1500 $118,967 $21,176 $2,795 $273                 -   $2,522
Micciche,Christopher J 11788 CAPTAIN 1001 1500 $118,741 $21,136 $1,000                 -                   -   $1,000
Habeebullah,Durriyyah 14415 CAPTAIN 4001 4700 $118,741 $21,136 $1,907                 -                   -   $1,907
Crawley,Cheryl R 83294 CAPTAIN 9001 9200 $118,741 $21,136 $1,892 $196                 -   $1,696
Parker,Jeffrey N 111 LIEUTENANT 2001 2900 $118,030 $21,009 $1,257                 -                   -   $1,257
Moore,Vanessa L 729 LIEUTENANT 1001 1500 $118,030 $21,009 $2,386                 -                   -   $2,386
Niepling,Wilbur P 1244 LIEUTENANT 9001 9200 $118,030 $21,009 $24,208 $2,704                 -   $21,504
Lindsey,Nicole B 1268 LIEUTENANT 1001 1500 $118,030 $21,009 $3,158                 -                   -   $3,158
Durand,Gary J 1698 LIEUTENANT 1001 1500 $118,030 $21,009 $350 $350                 -                      -   
Rosenthal,Ashley M 1925 LIEUTENANT 1001 1500 $118,030 $21,009 $2,829                 -                   -   $2,829
Wheeler,Alesia 2049 LIEUTENANT 2001 2600 $118,030 $21,009 $8,990 $6,912                 -   $2,078
Robinson,Michelle L 3101 LIEUTENANT 1001 1500 $118,030 $21,009 $2,576                 -                   -   $2,576
Kutniewski,John J 3273 LIEUTENANT 1001 1500 $118,030 $21,009 $1,749                 -                   -   $1,749
Brown,James M 3974 LIEUTENANT 7001 7300 $118,030 $21,009 $1,877                 -                   -   $1,877
Wright Jr.,Ronald J 4012 LIEUTENANT 1001 1500 $118,030 $21,009 $2,024                 -                   -   $2,024
Branch,John D 4337 LIEUTENANT 1001 1500 $118,030 $21,009 $1,128 $636                 -   $492
Delisi,Edward M 4765 LIEUTENANT 1001 1500 $118,030 $21,009 $2,767                 -                   -   $2,767
Fitzgerald,Gary L 4831 LIEUTENANT 2001 2600 $118,030 $21,009 $4,119 $806                 -   $3,313
Thornton,Michael J 4892 LIEUTENANT 1001 1500 $118,030 $21,009 $3,896 $944                 -   $2,951
Wilkins,Ronald T 4936 LIEUTENANT 9001 9200 $118,030 $21,009 $19,355 $6,768                 -   $12,587
Ennis,Donald F 5209 LIEUTENANT 1001 1500 $118,030 $21,009                    -         
Murphy,Brian A 5545 LIEUTENANT 1001 1500 $118,030 $21,009 $6,628 $1,449                 -   $5,179
Munk,Jonathan A 5663 LIEUTENANT 1001 1500 $118,030 $21,009 $2,561 $460                 -   $2,100
Power,Norman S 5908 LIEUTENANT 7001 7300 $118,030 $21,009 $3,149 $1,490                 -   $1,659
Aragona,Edward A 6029 LIEUTENANT 1001 1500 $118,030 $21,009 $1,748 $191                 -   $1,557
Figueras,Raul A 6133 LIEUTENANT 1001 1500 $118,030 $21,009 $14,090 $7,410 $1,822 $4,859
Avery,Christopher F 6225 LIEUTENANT 1001 1500 $118,030 $21,009 $675                 -                   -   $675
Kauffman,Christopher T 6504 LIEUTENANT 2001 2600 $118,030 $21,009 $4,943 $3,186                 -   $1,758
Johnson,Kervin D 7438 LIEUTENANT 2001 2900 $118,030 $21,009 $2,004 $445                 -   $1,559
Larsen,Peter D 7558 LIEUTENANT 1001 1500 $118,030 $21,009 $4,676 $724 $278 $3,674
Bernat,Edward R 7685 LIEUTENANT 4001 4700 $118,030 $21,009 $4,047                 -                   -   $4,047
Pearce,Deborah M 7944 LIEUTENANT 7001 7300 $118,030 $21,009 $1,153                 -                   -   $1,153
Gallucci,Nicholas J 8053 LIEUTENANT 1001 1500 $118,030 $21,009 $1,257                 -                   -   $1,257
Royal,Craig S 8469 LIEUTENANT 9001 9200 $118,030 $21,009 $2,831                 -                   -   $2,831
Hill,Alan E 8653 LIEUTENANT 1001 1500 $118,030 $21,009 $2,354                 -                   -   $2,354
Hughes,Corinne 8837 LIEUTENANT 1001 1500 $118,030 $21,009 $1,908                 -                   -   $1,908
Netter,Ronald A 12944 LIEUTENANT 1001 1500 $118,030 $21,009 $2,208                 -                   -   $2,208
Wheeler Taylor,Pamela 14124 LIEUTENANT 100C 110C $118,030 $21,009 $1,813 $31                 -   $1,782
Lucas,Felicia Y 14665 LIEUTENANT 7001 7300 $118,030 $21,009 $6,986 $2,168                 -   $4,818
Hayes,Eric L 16249 LIEUTENANT 1001 1500 $118,030 $21,009 $2,208 $209                 -   $1,999
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Beslow,Crystal A 16755 LIEUTENANT 1001 1500 $118,030 $21,009 $377                 -                   -   $377
Hodge,Mark A 17674 LIEUTENANT 1001 1500 $118,030 $21,009 $3,813                 -   $1,508 $2,306
Taylor,Damion L 17834 LIEUTENANT 1001 1500 $118,030 $21,009 $2,146 $791                 -   $1,356
Pate,Micah A 18352 LIEUTENANT 1001 1500 $118,030 $21,009 $1,527                 -                   -   $1,527
Cousins,Angela K. 19101 LIEUTENANT 2001 2600 $118,030 $21,009 $573 $573                 -                      -   
Hancock Joyner,Courtney 19195 LIEUTENANT 5001 5500 $118,030 $21,009 $1,972                 -                   -   $1,972
Neal,Ralph A 21206 LIEUTENANT 1001 1500 $118,030 $21,009 $3,328 $264                 -   $3,065
Anderson,Judith A 21413 LIEUTENANT 5001 5500 $118,030 $21,009 $1,559                 -                   -   $1,559
Pemberton,Marintha 21464 LIEUTENANT 1001 1500 $118,030 $21,009 $2,715 $410                 -   $2,304
Jamieson,Michael 21750 LIEUTENANT 1001 1500 $118,030 $21,009 $1,495 $244                 -   $1,251
Manigault,Debra D 22568 LIEUTENANT 5001 5400 $118,030 $21,009 $10,822 $6,970                 -   $3,852
Hutchinson,David F 22614 LIEUTENANT 1001 1500 $118,030 $21,009 $3,388                 -                   -   $3,388
Porter Jr.,Jesse J 22771 LIEUTENANT 4001 4700 $118,030 $21,009 $8,613 $2,163                 -   $6,450
Brooks,Suleika L 23632 LIEUTENANT 2001 2600 $118,030 $21,009 $11,848 $9,679                 -   $2,169
Bunner,Michael R 24447 LIEUTENANT 1001 1500 $118,030 $21,009 $1,590                 -                   -   $1,590
Posey,Ozetta V 25112 LIEUTENANT 1001 1500 $118,030 $21,009 $3,175 $1,600                 -   $1,575
Haamid,Mustafa 25556 LIEUTENANT 1001 1500 $118,030 $21,009 $15,998 $13,829                 -   $2,169
Steward,Valerie H 26551 LIEUTENANT AMP1 1040 $118,030 $21,009 $1,622                 -                   -   $1,622
Brown,Teresa E 26557 LIEUTENANT 1001 1500 $118,030 $21,009 $1,778 $245                 -   $1,533
Chase,Ronald C 26608 LIEUTENANT 9001 9500 $118,030 $21,009 $1,877                 -                   -   $1,877
Fowler,Eddie G 26785 LIEUTENANT 9001 9200 $118,030 $21,009                    -         
Sims,Sabrina R 26798 LIEUTENANT 2001 2900 $118,030 $21,009 $6,173 $2,497                 -   $3,676
Gray,Derek A 26872 LIEUTENANT 1001 1500 $118,030 $21,009 $2,417 $573                 -   $1,845
Gamble,Regina W 26965 LIEUTENANT AMP1 1055 $118,030 $21,009 $51,194                 -                   -   $51,194
Haselden,Timothy L 45202 LIEUTENANT 1001 1500 $118,030 $21,009 $6,042 $1,208                 -   $4,833
Brady,Richard J 83307 LIEUTENANT 2001 2600 $118,030 $21,009 $15,930 $13,456                 -   $2,475
Mathews,Priya 13885 Payroll Operations Manager 100F 120F $116,881 $20,805                    -         
Damessa,Mulugeta Lemma 70030 IT Specialist (Data Management 9001 9200 $116,881 $20,805                    -         
Dickerson,Pamela F. 18207 Special Assistant 5001 5101 $116,117 $20,669                    -         
Rose,Robert L 4612 PGM MGR PROPERTY AMP1 1055 $114,472 $20,376                    -         
Booker,Dwayne 17849 Lead Human Resource Specialist 9001 9200 $114,199 $20,327                    -         
Johnson,Waldo W N 2352 IT Specialist (Customer Suppor AMP1 1040 $113,562 $20,214 $6,000 $4,878                 -   $1,122
Barrett Jr.,Leonard K. 43590 Director, Recruiting Branch 5001 5500 $113,188 $20,147                    -         
Cannon,Harvey Q 2715 IT Specialist (Customer Suppor AMP1 1040 $112,956 $20,106 $2,119 $2,119                 -                      -   
Karki,Abhisek 10605 IT Specialist (SQL) AMP1 1040 $112,956 $20,106 $1,222 $1,222                 -                      -   
Kubu,Bruce E. 11836 TECHNICAL WRITER 4001 4500 $112,956 $20,106                    -         
Cronin,James 16768 PROGRAM ANALYST 4001 4500 $112,956 $20,106                    -         
Eckert,Robert Joseph 25036 Freedom of Information Act Spe AMP1 1010 $112,956 $20,106 $3,095 $3,095                 -                      -   
Shorter,Wanda L 26358 MGMT ANALYST 4001 4500 $112,956 $20,106                    -         
Kennedy,Renee S 27412 TECHNICAL WRITER 5001 5400 $112,956 $20,106 $776                 -                   -   $776
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Starks,Eric 37553 Program Analyst (Finance) AMP1 1040 $112,956 $20,106                    -         
Archie-Mills,Lisa R. 45073 Freedom of Information Act Spe AMP1 1010 $112,956 $20,106 $9,734 $9,734                 -                      -   
Waymer,Sophia Mason 23024 Grants Specialist 100F 110F $112,953 $20,106                    -         
Whiteside,Michael L 9901 LIEUTENANT 1001 1500 $112,409 $20,009 $2,363                 -                   -   $2,363
Lamond,Shane B 27822 LIEUTENANT 1001 1500 $112,409 $20,009 $3,272                 -                   -   $3,272
Hall,Jonathan H. 19186 Attorney Advisor AMP1 1060 $112,155 $19,964                    -         
McBride,Zenobia T 145 LIEUTENANT 1001 1500 $111,878 $19,914                    -         
Brown-Anu Amen-Ra,Dawn R. 275 LIEUTENANT 1001 1500 $111,878 $19,914 $2,123                 -                   -   $2,123
Corey,Raymond N 3186 LIEUTENANT 1001 1500 $111,878 $19,914 $1,290                 -                   -   $1,290
Huntley,Donna N. 3239 LIEUTENANT AMP1 1080 $111,878 $19,914 $2,762 $744                 -   $2,018
Jones,Daren R 3530 LIEUTENANT 1001 1500 $111,878 $19,914 $11,980 $576                 -   $11,404
Woodson,Paulette D 5590 LIEUTENANT 2001 2700 $111,878 $19,914 $15,165 $1,760                 -   $13,405
Washington,Anthony H 6473 LIEUTENANT 1001 1500 $111,878 $19,914 $2,948                 -                   -   $2,948
Powell,Reginald L 7583 LIEUTENANT 100C 110C $111,878 $19,914 $4,074 $2,645                 -   $1,430
Perkins,Todd M 8644 LIEUTENANT 9001 9200 $111,878 $19,914 $9,112 $4,735                 -   $4,376
Webster,Nicole D 17486 LIEUTENANT 100C 110C $111,878 $19,914 $4,232 $3,097 $41 $1,094
Domas,Matthew M 20872 LIEUTENANT 1001 1500 $111,878 $19,914 $2,467                 -                   -   $2,467
Margiotta,Andrew M 21224 LIEUTENANT 9001 9200 $111,878 $19,914 $29,603 $11,181                 -   $18,422
Arce,Ronny J 26234 LIEUTENANT 1001 1500 $111,878 $19,914 $3,260 $89                 -   $3,172
Jessup,Troy A 26280 LIEUTENANT 1001 1500 $111,878 $19,914 $1,430                 -                   -   $1,430
Struhar,Andrew J 45098 LIEUTENANT 2001 2600 $111,878 $19,914 $2,627 $776                 -   $1,851
Greene,Bernadine C 37299 Identification and Records Man 5001 5100 $111,233 $19,799                    -         
Rowland,James L. 15159 IT Specialist (Network Service AMP1 1040 $110,243 $19,623 $5,767 $5,767                 -                      -   
Ogbeide,Kingsley I 91331 IT Specialist (Network Service 2001 2600 $110,243 $19,623 $8,374 $8,374                 -                      -   
Khare,Archana 5993 BUDGET OFFICER 100F 110F $110,242 $19,623                    -         
Wall,Kenneth R 34243 FLEET MAINTENANCE AMP1 1070 $110,192 $19,614                    -         
Mein,John M. 10813 Community Outreach Specialist 9001 9300 $110,145 $19,606                    -         
Broyles,Craig A 13291 Intelligence Reseach Spec 9001 9300 $110,145 $19,606 $2,194                 -                   -   $2,194
Haraway,Darryl E 25244 Information Technology Special AMP1 1040 $110,145 $19,606 $2,144 $1,170                 -   $975
Ohene Bediakoh,Felix 18618 SENIOR BUDGET ANALYST 100F 110F $110,142 $19,605                    -         
Beasley,Joanne 13233 CONTRACT MONITOR MGR 7001 7500 $109,931 $19,568                    -         
Mcclanahan,Anna M 24885 SUPV HUMAN RESOURCES SPEC AMP1 1017 $109,350 $19,464                    -         
Ross,Darrick O 18545 Scuba Diver Sergeant 1001 1500 $107,992 $19,223 $10,366 $7,463                 -   $2,904
Griffin,Randy D 4642 CAPTAIN 1001 1500 $107,496 $19,134 $1,723 $340                 -   $1,383
Pulliam,Michael J 7925 CAPTAIN 1001 1500 $107,496 $19,134 $1,502 $387                 -   $1,115
Dorrough,Jonathan M. 8258 CAPTAIN 1001 1500 $107,496 $19,134 $1,447 $388                 -   $1,059
Caron,Michelle J 10439 CAPTAIN 9001 9500 $107,496 $19,134 $8,851 $5,632                 -   $3,218
Ridlehoover,Michelle L 11982 CAPTAIN 1001 1500 $107,496 $19,134 $269 $269                 -                      -   
Kyle,Ramey J 25975 CAPTAIN 1001 1500 $107,496 $19,134 $3,349 $2,314                 -   $1,035
Mack,Judith A 27670 CAPTAIN 1001 1500 $107,496 $19,134 $1,654 $409                 -   $1,245
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Knutsen,John R 43670 CAPTAIN 1001 1500 $107,496 $19,134 $1,421                 -                   -   $1,421
Vinson,Ralph M 37302 Supervisory Fingerprint Specia 5001 5400 $107,486 $19,133                    -         
Small,Stacy N. 87384 Supervisory Investigator 4001 4700 $107,257 $19,092                    -         
Holiway,Jonathan L. 14389 IT SPEC (NETWORK) AMP1 1040 $106,924 $19,032 $2,121 $2,121                 -                      -   
Williams,Bredet P 59 LIEUTENANT 1001 1500 $106,550 $18,966 $1,976 $203                 -   $1,773
Saunders,Mark R 5816 LIEUTENANT 7001 7300 $106,550 $18,966 $1,495                 -                   -   $1,495
Harrington,Daniel J 12334 LIEUTENANT 9001 9200 $106,550 $18,966 $11,039 $1,586                 -   $9,453
Haines,John R 16807 LIEUTENANT 2001 2600 $106,550 $18,966 $22,422 $19,409                 -   $3,013
Taylor Jr.,Kenneth B 23306 LIEUTENANT 9001 9200 $106,550 $18,966 $15,782 $1,880                 -   $13,902
Fleming,Walter J 26387 LIEUTENANT 1001 1500 $106,550 $18,966 $2,931 $316                 -   $2,615
Godin,Daniel H 44908 LIEUTENANT 2001 2900 $106,550 $18,966 $4,953 $3,360                 -   $1,593
Greene,Anthony E 83298 LIEUTENANT 2001 2600 $106,550 $18,966 $4,559 $1,811                 -   $2,748
Gulley,Jason S 22129 LIEUTENANT 1001 1500 $106,042 $18,875 $1,278                 -                   -   $1,278
Guice,Anthony K 44959 LIEUTENANT 2001 2900 $106,042 $18,875 $1,584                 -                   -   $1,584
Okonkwo,Carla 13071 SUPV LIAISON SPEC 2001 2600 $105,593 $18,796                    -         
Merrick,Robert G 228 Detective Sergeant 1001 1500 $105,587 $18,794 $6,624 $4,745                 -   $1,879
Davila Jr.,Juan R 2005 Detective Sergeant 2001 2600 $105,587 $18,794 $1,446 $80                 -   $1,365
Sloan,Curtis R 3043 Detective Sergeant 2001 2700 $105,587 $18,794 $16,024 $6,649 $6,761 $2,615
Zurowski,Robert 3612 Detective Sergeant 2001 2900 $105,587 $18,794 $6,752 $572                 -   $6,181
Haggerty Jr.,Joseph B 3989 SERGEANT 1001 1500 $105,587 $18,794 $4,536 $962                 -   $3,573
Thornton,Christopher Jr 4709 Detective Sergeant 2001 2600 $105,587 $18,794 $14,881 $8,730                 -   $6,151
Edelstein,David 4859 Detective Sergeant 2001 2600 $105,587 $18,794 $1,417 $216                 -   $1,201
Davis Kennie,Leslie 4929 Detective Sergeant 2001 2600 $105,587 $18,794 $2,695 $1,061                 -   $1,634
Boone,Thomas E 4983 Detective Sergeant 2001 2600 $105,587 $18,794 $1,860 $301                 -   $1,559
Johnson,Deryl M 5270 Detective Sergeant 2001 2700 $105,587 $18,794 $2,622 $656                 -   $1,967
Shamenek,Gregory J 6519 Detective Sergeant 2001 2600 $105,587 $18,794 $3,090 $1,670                 -   $1,420
Murchison Jr.,Larry E 6673 Detective Sergeant 1001 1500 $105,587 $18,794 $7,445 $332                 -   $7,113
Mable,Anthony D 7021 Detective Sergeant 2001 2600 $105,587 $18,794 $1,502 $454 $113 $935
Baxa,Christopher B 7064 Detective Sergeant 2001 2600 $105,587 $18,794 $2,365 $760                 -   $1,605
Thorne,Terry J 7769 Detective Sergeant 1001 1500 $105,587 $18,794 $34,467 $10,482                 -   $23,985
Kemp,Avonnie H 12598 Detective Sergeant 2001 2700 $105,587 $18,794 $2,410 $477                 -   $1,932
Moye,Anthony L 14669 SERGEANT 2001 2600 $105,587 $18,794 $29,408 $26,403 $1,415 $1,590
Watson,Eric A 18221 Detective Sergeant 2001 2600 $105,587 $18,794 $3,728 $807                 -   $2,921
Grant,Ernest D 18311 SERGEANT 1001 1500 $105,587 $18,794 $30,940 $8,615 $19,127 $3,199
Johnson Jr.,John P 18538 Detective Sergeant 2001 2600 $105,587 $18,794 $25,711 $23,767                 -   $1,944
Kelly-Griffith,Lisa A 18909 Detective Sergeant 1001 1500 $105,587 $18,794 $684                 -                   -   $684
Stroman,Dimetri M 22010 Detective Sergeant 7001 7300 $105,587 $18,794 $2,268 $624                 -   $1,644
Wallace,Q Edwina 22250 Detective Sergeant 2001 2900 $105,587 $18,794 $4,366 $1,531                 -   $2,835
Hines,Morani M 22340 Detective Sergeant 2001 2900 $105,587 $18,794 $6,978 $4,665                 -   $2,313
Mitchell,Marcus O 23099 Detective Sergeant 2001 2900 $105,587 $18,794 $2,296 $737                 -   $1,559
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Lawrence,Kimberly C 23391 Detective Sergeant 2001 2600 $105,587 $18,794 $23,394 $20,735                 -   $2,659
Queen,David A 23465 Detective Sergeant 2001 2900 $105,587 $18,794 $4,913 $173                 -   $4,740
La Franchise,James M 25979 Detective Sergeant 1001 1500 $105,587 $18,794 $25,343 $21,481                 -   $3,861
Shieder,Avis B 26322 Detective Sergeant 2001 2600 $105,587 $18,794 $7,853 $1,637                 -   $6,215
Gibson,Jurithia Martice Foust 27006 Detective Sergeant 1001 1500 $105,587 $18,794 $1,857                 -                   -   $1,857
Aguilar,Juan D 27292 Detective Sergeant 9001 9400 $105,587 $18,794 $1,928                 -                   -   $1,928
Gutherie,Scott W 44910 Detective Sergeant 2001 2600 $105,587 $18,794 $10,949 $1,782                 -   $9,166
Castelli,Kaylin Junge 12020 COMPUTER SPECIALIST 100C 110C $105,334 $18,749                    -         
Bernard,George S 119 SERGEANT 5001 5500 $104,992 $18,689 $1,438                 -                   -   $1,438
Wax,Ralph D 719 SERGEANT 1001 1500 $104,992 $18,689 $1,777                 -                   -   $1,777
Taggart,Laura Ann 1944 SERGEANT 1001 1500 $104,992 $18,689 $2,558 $169                 -   $2,390
Benton,Darnell M 1956 SERGEANT 1001 1500 $104,992 $18,689 $1,695 $1,695                 -                      -   
Stimmell,Joseph H 2112 SERGEANT 1001 1500 $104,992 $18,689 $5,597                 -                   -   $5,597
Edwards,Frank A 2186 SERGEANT 9001 9200 $104,992 $18,689 $27,346 $10,060                 -   $17,286
Lawrence,Michael J 2630 SERGEANT 1001 1500 $104,992 $18,689 $1,687                 -                   -   $1,687
Griffin,John P 2718 SERGEANT 1001 1500 $104,992 $18,689 $1,551                 -                   -   $1,551
Truby,Justin M 3191 SERGEANT 1001 1500 $104,992 $18,689 $9,386 $70                 -   $9,317
Murray Gilgeous,Iyalua V 3259 SERGEANT 7001 7300 $104,992 $18,689 $2,003                 -                   -   $2,003
Mcguire,James V 3464 SERGEANT 1001 1500 $104,992 $18,689 $28                 -   $28                    -   
Harger,Richard E 3531 SERGEANT 1001 1500 $104,992 $18,689 $6,326                 -                   -   $6,326
Penn,Michael D 3571 SERGEANT 1001 1500 $104,992 $18,689 $2,967                 -   $60 $2,907
Keller,Patrick D 3653 SERGEANT 100C 110C $104,992 $18,689 $6,001 $4,124                 -   $1,877
Carter,Kimberly A 3931 SERGEANT 1001 1500 $104,992 $18,689 $1,467                 -                   -   $1,467
Treadwell,Adrian D 3998 SERGEANT 1001 1500 $104,992 $18,689 $4,854 $292                 -   $4,562
Podorski,Jonathan R 4246 SERGEANT 1001 1500 $104,992 $18,689 $2,098                 -                   -   $2,098
Bouknight,Gregory E 4260 SERGEANT 1001 1500 $104,992 $18,689                    -         
Hill,Candace R 4319 SERGEANT 1001 1500 $104,992 $18,689                    -         
Hitt Jr.,Leo W 4416 SERGEANT 9001 9200 $104,992 $18,689 $2,558                 -                   -   $2,558
Trainor,Joseph P 4456 SERGEANT 2001 2600 $104,992 $18,689 $7,294 $4,600                 -   $2,694
Mack,Kenneth W 4930 SERGEANT 1001 1500 $104,992 $18,689 $4,146                 -                   -   $4,146
Stephens,Quinnie 5206 SERGEANT 1001 1500 $104,992 $18,689                    -         
Ingram,Robert J 5290 SERGEANT 1001 1500 $104,992 $18,689 $2,256 $310                 -   $1,946
Mercier,Todd M 5652 SERGEANT 7001 7500 $104,992 $18,689 $2,598 $962                 -   $1,636
Pollock,Gerthaline A 5665 SERGEANT 1001 1500 $104,992 $18,689 $2,341                 -                   -   $2,341
Grace II,Raymond D 5678 SERGEANT 1001 1101 $104,992 $18,689 $1,213 $56                 -   $1,156
Fontz,Thomas M 6086 SERGEANT 2001 2900 $104,992 $18,689 $1,720                 -                   -   $1,720
Chairs,Raymond S 6425 SERGEANT 9001 9200 $104,992 $18,689 $11,872 $1,187                 -   $10,685
Gregory,Arthur D 6552 SERGEANT 1001 1500 $104,992 $18,689 $2,087                 -                   -   $2,087
Poe Jr.,David C 6596 SERGEANT 1001 1500 $104,992 $18,689 $2,177                 -                   -   $2,177
Kunysz,Nicholas F 6624 SERGEANT 1001 1500 $104,992 $18,689                    -                   -                   -                      -   
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Mayo,Warren A 6930 SERGEANT 1001 1500 $104,992 $18,689 $1,116                 -                   -   $1,116
Shuck,Michael R 7012 SERGEANT 7001 7800 $104,992 $18,689 $1,720                 -                   -   $1,720
Gibson Jr.,Edward P 7356 SERGEANT 5001 5400 $104,992 $18,689 $3,280 $1,601                 -   $1,678
Gainey,Kai L 7424 SERGEANT 2001 2900 $104,992 $18,689 $4,637 $378                 -   $4,259
Evans,Timothy E 7745 SERGEANT 1001 1500 $104,992 $18,689 $31,638 $790 $665 $30,183
Finelli,Richard D 7880 SERGEANT 1001 1500 $104,992 $18,689 $6,077                 -   $288 $5,789
Schaefer,James M 7887 SERGEANT 9001 9200 $104,992 $18,689 $33,508 $9,548                 -   $23,960
Blakely,Keith E 7893 SERGEANT 1001 1500 $104,992 $18,689 $14,004 $363                 -   $13,641
Riley,Paul D 8071 SERGEANT 4001 4700 $104,992 $18,689 $11,145                 -                   -   $11,145
Faryniarz,Walter S 8079 SERGEANT 1001 1500 $104,992 $18,689 $2,504                 -                   -   $2,504
Steffes,Timothy O 8658 SERGEANT 1001 1500 $104,992 $18,689 $2,087                 -                   -   $2,087
Herndon,Julanne M 8662 SERGEANT 4001 4300 $104,992 $18,689 $5,851                 -                   -   $5,851
Keirn,Stephen B 8845 SERGEANT 1001 1500 $104,992 $18,689 $2,313                 -                   -   $2,313
Herringa,Brian L 9271 SERGEANT 1001 1500 $104,992 $18,689 $1,579                 -                   -   $1,579
Ragin,Howard T w 10449 SERGEANT 1001 1500 $104,992 $18,689 $5,566 $167                 -   $5,398
Giles,Tony 10854 SERGEANT 1001 1500 $104,992 $18,689 $43,235                 -                   -   $43,235
Gray,George C 11705 SERGEANT 1001 1500 $104,992 $18,689 $5,270 $567                 -   $4,703
Chagnon,Robert J 12087 SERGEANT 1001 1500 $104,992 $18,689 $1,382                 -                   -   $1,382
Perren,Joseph A 12210 SERGEANT 2001 2900 $104,992 $18,689 $13,485                 -                   -   $13,485
Alioto,Anthony J 12358 SERGEANT 1001 1500 $104,992 $18,689 $19,318 $3,197                 -   $16,121
Weeks Jr.,Charles E 12731 SERGEANT 7001 7300 $104,992 $18,689 $1,606                 -                   -   $1,606
Robinson,Junelda 13286 SERGEANT 1001 1500 $104,992 $18,689 $1,495                 -                   -   $1,495
Eckenrode,Mark R 13960 SERGEANT 1001 1500 $104,992 $18,689 $2,198                 -                   -   $2,198
Allen,Donna L 14283 SERGEANT 1001 1500 $104,992 $18,689 $9,168                 -   $206 $8,962
Longus,Tonya R 14321 SERGEANT 1001 1500 $104,992 $18,689 $163                 -                   -   $163
Jackson,Karl T 14364 SERGEANT 7001 7700 $104,992 $18,689 $762                 -                   -   $762
Caesar,Monique 14451 SERGEANT 7001 7300 $104,992 $18,689 $1,805 $649                 -   $1,156
Kelly,William B 14659 SERGEANT 1001 1500 $104,992 $18,689 $11,435                 -                   -   $11,435
Green,Brandon W 14694 SERGEANT 1001 1500 $104,992 $18,689 $1,898                 -                   -   $1,898
Taggart,Andre M 14726 SERGEANT 1001 1500 $104,992 $18,689 $2,359 $80                 -   $2,279
Dryden,Jane N 14866 SERGEANT 100C 110C $104,992 $18,689 $3,908 $733                 -   $3,175
Wade,Felecia L 17360 SERGEANT 1001 1500 $104,992 $18,689                    -         
Bower,Joi M. 17456 SERGEANT 1001 1500 $104,992 $18,689 $2,510                 -                   -   $2,510
King,Maurice C 17715 SERGEANT 1001 1500 $104,992 $18,689 $2,855                 -                   -   $2,855
Evans,Ernestine L 17854 SERGEANT 1001 1500 $104,992 $18,689 $1,749                 -                   -   $1,749
Gray,Robertino V 17907 SERGEANT 2001 2700 $104,992 $18,689 $2,510                 -                   -   $2,510
Payne,Anthony S 17976 SERGEANT 7001 7300 $104,992 $18,689 $1,157                 -                   -   $1,157
Lee,Gerard V 17998 SERGEANT 1001 1500 $104,992 $18,689 $1,833                 -                   -   $1,833
Tidline,Yvonne C 18172 SERGEANT 1001 1500 $104,992 $18,689 $7,901                 -                   -   $7,901
Craig,Joanne T 18252 SERGEANT 1001 1500 $104,992 $18,689 $1,321 $303                 -   $1,019
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Young,Phineas A 26732 DETECTIVE GRADE I 7001 7800 $101,469 $18,061 $2,155 $437                 -   $1,718
Black,James M 4730 LIEUTENANT 4001 4700 $100,993 $17,977 $1,497 $1,066                 -   $430
Weaver,Clifton 5294 LIEUTENANT 2001 2600 $100,993 $17,977 $6,811 $5,341                 -   $1,470
Martello,Francis J 7899 LIEUTENANT 1001 1500 $100,993 $17,977 $2,025                 -                   -   $2,025
Anderson,Seth R 8843 LIEUTENANT 1001 1500 $100,993 $17,977 $1,349                 -                   -   $1,349
Merrill,Jerome M 18215 LIEUTENANT 1001 1500 $100,993 $17,977 $1,869                 -                   -   $1,869
Davis,Arthur R 18292 LIEUTENANT 1001 1500 $100,993 $17,977 $1,979                 -                   -   $1,979
Mejia,Carlos A 20619 LIEUTENANT 9001 9200 $100,993 $17,977 $15,977 $5,066                 -   $10,911
Paul,Sidney 44952 LIEUTENANT 1001 1500 $100,993 $17,977 $3,978 $408 $1,734 $1,836
McDonald,John C 83297 LIEUTENANT 9001 9200 $100,993 $17,977 $19,349 $13,116                 -   $6,234
Andriani,Lance C 6073 Detective Sergeant 2001 2600 $100,587 $17,904 $16,241 $12,933                 -   $3,308
Bundy,Carlos M 18429 Detective Sergeant 2001 2600 $100,587 $17,904 $16,487 $13,500                 -   $2,987
Jackson,Kenya L 18675 Detective Sergeant 2001 2600 $100,587 $17,904 $502 $502                 -                      -   
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ARTICLE 1 
PREAMBLE 

 
Section 1 
This Collective Bargaining Agreement (this Agreement) is entered into between the 
Metropolitan Police Department (the Department or the Employer), and the Fraternal Order of 
Police/Metropolitan Police Department (FOP/MPD) Labor Committee or the Union. 
 
Section 2 
The parties to this Agreement hereby recognize that the collective bargaining relationship 
reflected in this Agreement is of mutual benefit and the result of good faith collective bargaining 
between the parties.  Further, both parties agree to establish and promote a sound and effective 
labor-management relationship in order to achieve mutual understanding of practices, procedures 
and matters affecting conditions of employment and to continue working toward this goal. 
 
Section 3 
The parties hereto affirm without reservation the provisions of this Agreement, and agree to 
honor and support the commitments contained herein.  The parties agree to resolve whatever 
differences may arise between them through the avenues for resolving disputes agreed to through 
negotiations of this Agreement. 
 
Section 4 
It is the intent and purpose of the parties hereto to promote and improve the efficiency and 
quality of service provided by the Department.  Therefore, in consideration of mutual covenants 
and promises contained herein, the Employer and the Union do hereby agree as follows: 
 
 

ARTICLE 2 
RECOGNITION 

 
The Employer recognizes the FOP/MPD Labor Committee as the exclusive representative of a 
unit consisting of the following employees of the Metropolitan Police Department: 
 
All police privates, including investigators and desk sergeants, detectives, and police sergeants 
employed in the uniformed and plainclothes forces of the Metropolitan Police Department, 
unless assigned to the Internal Affairs Division, excluding management executives, confidential 
employees, supervisors, and employees engaged in personnel work in other than a purely 
clerical capacity.   
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ARTICLE 3 

PROBATIONARY OFFICERS 
 
Officers serving a probationary period shall not be entitled by virtue of this Agreement to any 
rights and/or privileges that exceed or are in conflict with the provisions of the Comprehensive 
Merit Personnel Act, or any Departmental rules and regulations governing probationary 
employees.   
 
 

ARTICLE 4 
MANAGEMENT RIGHTS 

 
The Department shall retain the sole right, authority, and complete discretion to maintain the 
order and efficiency of the public service entrusted to it, and to operate and manage the affairs of 
the Metropolitan Police Department in all aspects including, but not limited to, all rights and 
authority held by the Department prior to the signing of this Agreement. 
 
Such management rights shall not be subject to the negotiated grievance procedure or arbitration. 
The Union recognizes that the following rights, when exercised in accordance with applicable 
laws, rules and regulations, which in no way are wholly inclusive, belong to the Department: 
 
1. To direct employees of the Department; 
 
2. To determine the mission, budget, organization, number of employees, number, type and 
grade of employees assigned, the work project, tour of duty, methods and processes by which 
such work is performed, technology needed, internal security practices, or relocation of facilities; 
 
3. To relieve employees of duties because of lack of work or other legitimate reasons; 
 
4. To hire, promote, transfer, assign and retain employees in positions within the 
Department; 
 
5. To suspend, demote, discharge, grant or deny step increases and take other disciplinary 
actions against employees for cause; 
 
6. To take any action necessary to carry out the mission of the Department in an emergency 
situation, and to alter, rearrange, change, extend, limit or curtail its operations or any part 
thereof; 
 
7. To determine the qualifications of employees for appointment, promotion, step increases, 
and to set standards of performance, appearance and conduct; and, 
 
8. To formulate, change or modify Department rules, regulations and procedures, except 
that no rule, regulation or procedure shall be formulated, changed or modified in a manner 
contrary to the provisions of this Agreement. 
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ARTICLE 5 
NO STRIKE CLAUSE 

 
Section 1 
For the purpose of this contract, the term "strike" includes any strike or concerted action with 
others involving failure to report for duty; the willful absence from one's position; the slowdown 
or stoppage of work; the abstinence in whole or part from the full, faithful, and proper 
performance of the duties of employment or in any manner interfering with the operation of the 
Department for the purpose of inducing, influencing, or coercing a change in the conditions or 
compensation or the rights, privileges or obligations of employment. 
 
Section 2 
Neither the Union nor any employee in the bargaining unit shall initiate, authorize, actively 
support or participate in a strike. 
 
Section 3 
The Department shall discipline, as deemed appropriate, any employee who engages in a strike. 
Any disciplinary action taken by the Department against striking employees shall not be 
construed as a violation by the Department of any provisions of this Agreement. 
 
Section 4 
In the event of a strike as prohibited by this Article, the Employer agrees that there shall be no 
liability on the part of the FOP/MPD Labor Committee provided that upon notification, in 
writing, by the Employer of said strike, the FOP/MPD Labor Committee meets the following 
conditions: 
 
1. Within no more than eight (8) hours after receipt of written notification by the Employer 
of any strike, the FOP/MPD Labor Committee shall publicly disavow the action by posting a 
notice on each Union space on Departmental bulletin boards and issuing a press release to the 
media stating the strike is unauthorized and unsupported by the Union; 
 
2. The FOP/MPD Labor Committee shall in good faith promptly direct (in writing, verbally, 
or both) the employees in the bargaining unit to return to work notwithstanding the existence of 
any strike and use every reasonable effort in cooperation with the Employer to terminate the 
strike; and, 
 
3. The Union's failure to comply with the above conditions, in the event of a strike in which 
members of the bargaining unit participate, shall be grounds for the Employer to terminate this 
contract. 
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ARTICLE 6 
UNION MEMBERSHIP 

 
Section 1 
Any employee may join or refrain from joining the Union without interference, coercion, 
restraint, discrimination or reprisal from the Department or the Union.  An individual’s right or 
status as an  employee will not be affected because of membership or non-membership in the 
Union. 
 
Section 2 
This Agreement does not preclude any employee from bringing matters of personal concern to 
the attention of the Union or management officials without fear of reprisal or intimidation. 
 
 

ARTICLE 7 
DUES CHECKOFF 

 
Section 1 
The Employer agrees to withhold the payment of dues or a service fee to the Union from the 
wages of every unit employee. 
  
Section 2 
Membership in the Union shall not be a condition of employment in the Metropolitan Police 
Department. 
 
Section 3 
The Employer will be held harmless against any and all claims, demands, suits or any other 
liability arising out of its good faith actions to implement this article and will in all cases be held 
harmless in any claim concerning service fee payments.  
 
 

ARTICLE 8 
UNION/EMPLOYEE RESPONSIBILITIES 

 
Section 1 
Neither the Union nor any employee in the bargaining unit shall conduct Union business or carry 
on Union activities (soliciting members, distributing literature, attending Union meetings, etc.) 
during employee working time or on the Department’s premises, except as provided for in 
Article 11.  Distribution of literature or other contacts pertaining to Union business will be 
conducted during non-work time of both the Union representatives and members being 
contacted.  There is to be no interference by members in a non-duty status with other employees' 
performance of official duty during working hours. 
 
Section 2 
The Union agrees that an employee who requests Union representation shall be represented at 
each stage of the grievance procedure by no more than one Union/employee representative. 
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Section 3 
The Union, in recognition of its responsibility, agrees to train its Chief Stewards and Stewards in 
the scope of their duties and in the manner in which such duties are to be accomplished. 
Section 4  
The Union shall provide management with a current list of all Chief Stewards and Stewards and 
keep management informed in writing of any changes in union representatives. 
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D.C. POLICE UNION COUNTER PROPOSAL – JUNE 14, 2013 
 

5. Arbitration awards shall not be made retroactive beyond the date of the 
occurrence of the event upon which the grievance or appeal is based. 
 
6. The arbitrator shall render his/her decision in writing, setting forth his/her opinion 
and conclusions on the issues submitted, within thirty (30) days after the conclusion of 
the hearing. The decision of the arbitrator shall be binding upon both parties and all 
employees during the life of this Agreement. 
 
7.  A statement of the arbitrator's fee and expenses shall accompany the award. The 
fee and expense of the arbitrator shall be borne by the losing party, which shall be 
determined by the Arbitrator. 
 
Section 6 
Either party may file an appeal from an arbitration award to the PERB, not later than 
twenty (20) days after the award is served for reasons which show that: 
 
1.  The arbitrator was without authority or exceeded the jurisdiction granted 
 
2.  The award on its face is contrary to law and public policy; or 
 
3.  Was procured by fraud, collusion or other similar and unlawful means. 
 
Arbitrator invoices will be paid promptly. However, if the award is ultimately overturned 
and the losing party changes, the losing party shall reimburse the other party. 
 
Section 7 
In lieu of the arbitration procedures in this article, the parties may by mutual agreement, 
refer a particular grievance to expedited arbitration. The parties shall meet and select an 
arbitrator from the list of approve arbitrators. The hearing shall be conducted as soon as 
possible and shall be informal in nature. There shall be no briefs, no official transcript, no 
formal Rules of Evidence and the arbitrator shall issue a decision within five (5) days 
after the close of the hearing. The decision is binding on the parties. 
 
 
The Union would agree to return this Article to status quo, with the sole exception of 
the Union's changes to Part E (Arbitration), Section 1 (striking the five-day limit). 
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ARTICLE 20 
SPECIAL ASSIGNMENTS 

 
Special Assignment vacancies shall be posted and shall be filled in accordance with applicable 
Department orders. However, the Department shall have the authority to assign members to the 
Executive Protection Unit and the Office of Professional Responsibility as the Chief of Police or 
his/her designee deems appropriate.  The decision by the Chief or his/her designee will not be 
considered a violation of this Article.  The Union agrees that it will not initiate any grievances as 
a result of the Department’s decision not to advertise special assignment positions associated 
with the Executive Protection Unit and the Office of Professional Responsibility.  
  
 

ARTICLE 21 
FUNERAL EXPENSES 

 
The Department will process all paperwork for a member who dies in the line of duty and will 
defray funeral expenses the Department determines to be reasonable.  
 
 

ARTICLE 22 
VOLUNTARY CHANGES IN SHIFTS AND DAYS OFF 

 
Subject to management approval, employees will be allowed to exchange shifts and/or days off 
provided: 
 
1. The change does not result in overtime or violation of the basic work week; 
 
2. The change is between employees in the same classification and Police District; and, 
 
3. The exchange is limited to five (5) times per calendar year. 
 
 

ARTICLE 23 
TARDINESS 

 
Section 1 
The parties agree that members of the unit shall be punctual in reporting for all duty 
assignments.  
 
Section 2 
Each instance of tardiness shall be recorded in members’ personnel folders regardless of any 
reason for reporting after the time due.  These reports shall be removed from the personnel folder 
one year from the date of the tardiness. 
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Section 3 
In each instance of tardiness the member shall be charged hour for hour leave without pay.  The 
minimum charge of leave without pay shall be one (1) hour during which time the member shall 
not be required to assume his assignment. 
 
Section 4 
Disciplinary action will be taken against any member who reports late more than six (6) times 
within a one (1) year period or who is absent without leave for more than four (4) hours. 
 
Section 5 
Those instances wherein a member is on duty and is late or fails to appear for an assignment 
shall be considered derelictions of duty and as such, discipline may be administered as provided 
for in Article 12 of the Agreement.   
Section 6 
The Department's current call-in leave procedure shall remain in effect. 
 
 

 
 

 
 

 
 

 
 

 
 

 
   

 
 

 
   

 

 
 

 

 
 



Section 1 

ARTICLE24 
SCHEDULING 

Each member of the Bargaining Unit will be assigned days off and tours of duty that are 
either fixed or rotated on a known regular schedule, subject to the exceptions authorized 
by D.C. Official Code§ 1-612.01. Schedules shall be emailed to members or posted in a 
fixed and known location. Notice of any changes to their days off or tours of duty shall be 
made fourteen (14) days in advance. If notice is not given of changes fourteen (14) days 
in advance the member shall be paid, at his or her option, overtime pay or compensatory 
time at the rate of time and one half, an additional half-time pay or compensatory time off 
in accordance •.vith the provisions of the Fair Labor Standards Actfor all hours worked 
outside the member's originally scheduled tour of duty. The notice requirement is waived 
for those members assigned to the Executive Protection Unit and the Office of 
Professional Responsibility. 

Section 2 
The Chief or his/her designee may suspend Section 1 on a Department wide basis or in an 
operational unit for a declared emergency, for crime, or for an unanticipated event. 

Section 3 
Changes in scheduled days off will not be used for discipline except as provided in 
Article 12, Section 13 of this Agreement. 

Section 4 
Shift changes during a scheduled period made voluntarily at the request of an officer and 
upon approval of the Employer shall not require additional compensation. 



28 
 
 
 
 

ARTICLE 25 
SENIORITY 

 
Where objective considerations are equal, seniority shall be used as the tie breaker in assigning 
days off, vacations, and special assignments as defined in the applicable General Order.  
"Objective considerations" include, but are not limited to such matters as: ability; skill; and 
qualifications for an assignment; and, suitability and availability of other qualified members of 
the bargaining unit in the case of days off and vacations.  Seniority is defined as time in grade for 
Sergeants, Technicians, and Officers (including D-ls and D-2s and Master Patrol Officers).  For 
those receiving tech pay (including D-l's and D-2's), seniority is defined as time in the position 
carrying tech pay. In the event two or more Officers have the same time in grade, the tie breakers 
shall be applied in the following order: 
 
 1. time on the Department (continuous service to include all time served in the 
Department minus any break in service three years or less); 
 
 2. rank on promotion list; and 
 
 3. last four digits of employee’s social security number with the lower number 
prevailing. 
 
Any member who resigned and was rehired within one (1) year shall have his/her seniority 
computed by deducting the time lost due to his/her resignation. 
 
This Article also does not prohibit a Commander from establishing a schedule that allows the 
partnering of experienced officers with less experienced officers on any tour of duty. 
 
 

ARTICLE 26 
TEMPORARY DETAILS AND ACTING PAY 

 
Section 1 
When the Department temporarily details a member and when the member returns to his/her 
original unit, the member shall be reassigned  to his/her original position, if it still exists, or a 
comparable  assignment if the original position no longer exists, and days off. 
 
Section 2 
An employee detailed or assigned to a position carrying additional compensation for more than 
90 consecutive days shall receive the higher rate of pay beginning the first full pay period 
following the 90 day period. 
 
Section 3 
Management shall take measures to ensure that an employee assigned or detailed to a higher 
graded position is not arbitrarily removed from the detail and then reinstated to the detail in 
order to avoid acting pay in accordance with Section 2 above. 
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Section 4 
Details or assignments to a higher graded position shall not be used as a pre-selection device for 
permanently filling the position.  The permanent filling of the position shall be made in 
accordance with existing selection procedures. 
 
Section 5 
A report will be submitted twice a year, on January 1 and June 1, respectively, to the Union 
identifying by name and assignment those bargaining unit employees detailed to special 
assignment positions as designated by General Order 201.4. 
 
Section 6  
Nothing in this Article will preclude the Department and the Union from mutually agreeing to 
waive these provisions for unusual circumstances. 
 
Section 7 
Upon selection of an employee for a detail to a higher graded position, the selecting official shall 
issue a written justification to the record for the selection.  The justification shall not be subject 
to an appeal or grievance. 
 
 

ARTICLE 27 
PERFORMANCE EVALUATION 

 
The existing General Order 201.20, Performance Rating Plan, shall remain in effect unless the 
Department provides the Union with notice of any proposed change(s). 
 
 

ARTICLE 28 
POLYGRAPH EXAMINATIONS 

 
Refusal to take a polygraph examination will not be a basis for disciplinary action.  
 
 

ARTICLE 29 
BLOOD DONATION 

 
Unit members donating blood to the American Red Cross during work time will be allowed up to 
five (5) hours administrative leave. 
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ARTICLE 30 
OVERTIME/COMPENSATORY TIME 

 
Section 1 
Except as provided in Section 2 of this Article, entitlement to and computation of overtime shall 
be determined in accordance with, and shall not exceed, the overtime provisions of section 7 of 
the Fair Labor Standards Act of 1938 (FLSA) as amended, 29 U.S.C. § 207.  
 
Section 2 
Scheduled leave shall count towards a member’s 171-hour threshold established by the FLSA.  
Scheduled leave is only annual, restored, District of Columbia compensatory, or FLSA leave that 
is submitted to the member’s lieutenant at least forty-eight (48) hours in advance of the shift the 
leave would commence.  Any other type of leave shall not constitute scheduled leave. 
 
Section 3 
Leave requests not affirmatively approved shall be deemed denied.  Notwithstanding any other 
provision of law, rule, regulation, or this agreement, a member’s failure to submit a leave request 
at least forty-eight (48) hours in advance of the shift the leave would commence shall not be the 
subject of grievance, arbitration, or litigation. 
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ARTICLE 33 
PREPAID LEGAL PLAN 

 
Section 1 
As of Fiscal Year 2004, the Employer agrees to increase the current contribution of  $19.39 by 
the CPI-W for the Washington Metropolitan Area published by the Bureau of Labor Statistics, 
United States Department of Labor, for the preceding year.  The Employer agrees to increase the 
contribution on October 1 of each successive year of the agreement by the same percentage as 
the CPI-W for the Washington Metropolitan Area published by the Bureau of Labor Statistics, 
United States Department of Labor, for the preceding year. 
 
Section 2 
The Plan shall be contracted for by the labor organization subject  to a competitive bidding 
process where bidders are evaluated and selected by the Union.  The District may present a 
proposed contract which shall be evaluated on the same basis as other bidders.  The contract 
shall provide that the Employer will be held harmless from any liability arising out of the 
implementation and administration of the plan by the benefit provider, that the benefit provider 
will supply utilization statistics to the Employer and the FOP upon request for each year of the 
contract, and that the benefit provider shall bear all administrative costs. 
 
Section 3 
The parties shall meet to develop procedures to implement these benefit programs which shall be 
binding upon the benefit provider.  The procedure shall include an enrollment process. 
 
Section 4 
The provisions of this Article shall become effective upon the date of Council approval of this 
Agreement (or passage of sixty (60) days after submission to the Council without action being 
taken thereon). 
 
Section 5 
To be selected for a contract the benefit provider must maintain an office in the District of 
Columbia; be incorporated in the District and pay a franchise tax and other applicable taxes; 
have service providers in the District; and maintain a District bank account. 
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ARTICLE 34 
HEALTH 

 
The City shall continue to pay the maximum amount allowable  contribution of health premiums 
pursuant to Federal law for both single and family coverage. 
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ARTICLE 36 
RETENTION DIFFERENTIALS 

 
Section 1 
Each bargaining unit member in active service on or after the effective date of this Article who 
has completed, or completes, 20 years of service under the Police Service salary schedule shall 
receive, per annum, a five percent (5%) base retention differential computed on his/her rate of 
pay prescribed in the Police Salary schedule.  A bargaining unit member is entitled to receive the 
BRD only as long as he/she is in active service.  The BRD shall be considered basic pay for the 
purposes of retirement, life insurance and other forms of premium pay.  The BRD shall be paid 
in the same manner as basic pay and shall be subject to the same withholding and deductions as 
basic pay. 
 
Section 2 
The Employer shall pay each and every member of the bargaining unit at the completion of 
his/her probationary period a four and two tenths percent (4.2%) retention allowance computed 
on his/her adjusted rate of pay prescribed in the Police Service salary schedule.  The retention 
allowance shall be considered basic pay for the purposes of retirement, life insurance and other 
forms of premium pay.  The retention allowance shall be paid in the same manner as basic pay 
and shall be subject to the same withholding and deductions as basic pay. 
 
 

ARTICLE 37 
SHIFT DIFFERENTIAL 

 
All employees covered by this agreement are entitled to pay at their scheduled rate plus a 
differential of 3% for regularly scheduled non overtime work when the majority of their work 
hours occur between 3 p.m. and midnight; 4% of their scheduled rate if the majority of their 
work hours occur between 11 p.m. and 8 a.m. 
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ARTICLE 38 
TECH PAY AND OTHER CURRENT SPECIAL DUTY AND SKILL PREMIUMS 

 
Effective the first pay period on or after October 1, 2003, Tech Pay will be $1,500 per year. 
 
Special duty and skill premium pay shall be $3,000. 
 
 

ARTICLE 39 
UNIFORM AND CLOTHING ALLOWANCE 

 
Section 1 
The clothing allowance for Officers and Detectives assigned to plain clothes shall be $900.00 per 
year, payable in two payments no later than April 15 and October 15 of each year.  The clothing 
allowance for casual clothes Officers shall be $450.00 per year, also payable twice yearly in 
April and October. 
 
 
Section 2 
Eligibility shall be based solely on the unit or position to which the member is assigned or 
detailed. 
 
 

ARTICLE 40 
DISTRIBUTION OF AGREEMENT 

 
Section 1 
A printed copy of this Agreement and any supplemental Agreement reached hereunder shall be 
furnished by the Employer to all affected employees within 90 business days of approval of the 
Agreement or supplemental Agreement by the City Council where appropriate.  The copy shall 
contain an alphabetical index.  It shall also contain as an addendum to the contract an unofficial 
complete pay schedule for both ranks in the bargaining unit.  If the Employer has not produced 
the agreed upon printed copies of the Agreement within 90 business days of approval of the 
Agreement or supplemental Agreement by the City Council where appropriate, the Union, after 
notifying management of its intent, may produce the printed copies unless management 
demonstrates that the reproduction of the Agreement is imminent.  It is agreed that the cost of 
printing this Agreement shall be shared equally by the parties. 
 
Section 2 
The Union Chairman or his/her designee shall be given an opportunity to meet with all new 
employees in the unit for one hour during the orientation session. The Employee agrees to 
furnish copies of this Agreement to all new employees. 
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ARTICLE 41 

ADMINISTRATIVE LEAVE FOR OFF DUTY JOB RELATED ACTIVITIES 
 
Administrative leave is an excused absence with full pay and benefits that is not charged to 
annual leave, sick leave, or leave without pay. 
 
Administrative leave will be granted to employees participating in events related to his or her 
duties as a police officer, provided approval for such participation is granted in advance in 
accordance with Departmental orders. 
 
In accordance with District Personnel Manual Instruction No. 11B-21, Item 3, Section (d) (2), 
dated March 12, 1997, and Special Order, Subject: Overtime Compensation, dated March 28, 
1997, administrative leave will no longer be non-worked, as it will prevent a member from 
reaching the 171 hour threshold during the 28 day FLSA cycle. 
 
 

ARTICLE 42 
CHARITABLE CONTRIBUTIONS 

 
The parties recognize that charitable contributions are purely voluntary in nature. 
 
 

ARTICLE 43 
PHYSICAL FITNESS 

 
The union recognizes the Department’s right to establish physical fitness standards applicable to 
new applicants.  With respect to current employees of the bargaining unit, the parties agree to 
work together to develop physical fitness standards for all members of the Department.  When 
the standards are developed, the parties will negotiate the impact and effects of such standards. 
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ARTICLE 45 
CATASTROPHIC ILLNESS/INJURY DONATION PROGRAM 

 
The joint labor management Committee consists of three (3) members from each party whose 
purpose is to establish guidelines, rules and operating procedures for this Program.  The 
Committee is also responsible for the ongoing operation of the Program and is empowered to 
make revisions in the guidelines/procedures and decisions regarding the granting or denial of 
leave donations for both donors and recipients. 
 
It is further agreed that where there is no majority decision within the Committee on any matter, 
such issue shall be submitted to the Chief of Police or his/her designee for final ruling.  It is 
further agreed that decisions, interpretations, and applications of this Section rendered by the 
Committee or the Chief of Police or his/her designee are final and binding and not subject to any 
grievance or appeal in any forum.  The parties agree that the Committee shall be bound by the 
following conceptual principles in developing implementing rules and procedures:  
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(a)  Potential recipients of the Program will only be considered provided medical 
documentation is produced supporting a claim of catastrophic illness or injury; 
 

(b)  Recipients   must   have   exhausted   all   sick  leave,   annual   leave, compensatory 
leave and any advanced leave that may be advanced by the Department; 
 

(c)  A recipient shall keep any unused portion of donated leave in his/her sick leave 
balance provided that such unused portion will not be used for calculating any additional 
retirement annuity; 
 

(d)  Compensatory Time Leave, FLSA Leave, Restored Leave, or annual leave may be 
donated for this Program; 
 

(e)  The leave identified in “d” above must be donated in four (4) hour increments; 
 

(f)  Once donated, the leave is forfeited by the donor and is transferred to the recipient 
only as sick leave; 
 

(g)  This program will only be utilized on an individual case-by-case basis. 
 

ARTICLE 46 
BACK PAY 

 
The Employer shall issue to members their back pay checks within sixty (60) days from the date 
of the final determination that they are entitled to reimbursement.  In the event the FOP arbitrates 
a claim of failure to comply with this Article, an arbitrator may, if appropriate, order interest.  
 

ARTICLE 47 
20-YEAR RETIREMENT 

 
The parties agree to appoint a joint Labor/Management Committee to develop a legislative 
proposal that may require or authorize employees who are enrolled in the Tier 2 and Tier 3 
retirement programs to transfer to a 20-year retirement program,.  The legislation will be 
developed in a manner that will obligate the Employees to absorb any additional expenses 
related to funding the improvements described therein.  If the Fiscal Impact Statement provided 
by the District’s Chief Financial Officer reflects any negative fiscal impact to the District of 
Columbia, the proposed legislation shall not be forwarded to the Council of the District of 
Columbia for consideration.  The parties agree to split equally the cost of the actuarial study 
required for the Fiscal Impact Statement. 
 
The joint committee will complete its legislative proposal no later than 180 calendar days after 
approval of this Collective Bargaining Agreement by the Council of the District of Columbia.  
Provided, the parties may, with cause, extend this deadline.  The parties agree to submit this 
legislative proposal to the Mayor of the District of Columbia for submission to the Council of the 
District of Columbia.  The parties further agree that this legislative proposal is subject to all 
approvals required by District law, as well as by Federal authorities. 
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ARTICLE 48 

SAVINGS CLAUSE 
 
Should any part hereof or any provisions herein contained be rendered or declared invalid by 
reason of any existing or subsequently enacted legislation or by decree of a court of competent 
jurisdiction such invalidation of such part or portion of this Agreement shall not invalidate the 
remaining portions hereof and they shall remain in full force and effect. 
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ARTICLE 49 
DURATION AND FINALITY OF AGREEMENT 

 
Section 1 
This Agreement shall remain in full force and effect until September 30, 2008 2017, subject to 
the provisions of Section 1715 of the Act.  If disapproved because certain provisions are asserted 
to be contrary to applicable law, the parties shall meet within thirty (30) days to negotiate a 
legally constituted replacement provision or the offensive provision shall be deleted.   
 
Section 2 
The parties acknowledge that this contract represents the complete Agreement arrived at as a 
result of negotiations during which both had the unlimited right and opportunity to make 
demands and proposals with respect to any negotiable subject or matter.  The Department and the 
FOP/MPD Labor Committee agree to waive the right to negotiate with respect to any subject or 
matter referred to or covered or not specifically referred to or covered in this Agreement for the 
duration of this contract. 
 
Section 3 
In the event that a state of civil emergency is declared by the Mayor (civil disorders, natural 
disasters, etc.) the provisions of this Agreement may be suspended by the Mayor during the time 
of emergency. 
 
Section 4 
This Agreement shall remain in effect until September 30, 2008 2017, after approval as provided 
in Section 1715 of the Act, and will be automatically renewed for one (1) year periods thereafter 
unless either party gives to the other party written notice of intention to terminate or modify the 
Agreement one hundred and fifty (150) days prior to its anniversary date.  In the event that either 
party requests modification of any Article or part of any Articles or the inclusion of additional 
provisions, only the related Articles or part of the Articles shall be affected and the unrelated 
Articles and/or parts of Articles shall continue in full force and effect. 
 
Section 5 
All terms and conditions of employment not covered by the terms of this Agreement shall 
continue to be subject to the Employer's direction and control.  However, when a Departmental 
order or regulation directly impacts on the conditions of employment of unit members, such 
impact shall be a proper subject of negotiation. 
 
Section 6 
Any and all agreements with the Employer shall be reduced to writing and signed by both 
parties; provided, however, that the Agreement shall not be binding upon the Labor Committee 
unless and until a majority of the dues paying members in good standing present and voting at a 
special meeting called solely for such purpose, shall ratify such Agreement by secret ballot vote.  
Every agreement entered into by the Labor Committee shall contain language setting forth the 
above requirement for bargaining unit ratification. 
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ARTICLE 1 

RECOGNITION 


Section 1 - Recognition 

A. The American Federation ofGovernment Employees, (AFGE) Local 1403 (Union) is recognized 
as the sole and exclusive collective bargaining representative of employees in the bargaining unit 
as defined in Section 2 of this Article. 

B. As the sole and exclusive representative, the Union is entitled to act for and to negotiate 
collective bargaining agreements (CBA) on behalfofall employees in the bargaining unit The Union 
shall represent the interests ofall employees in the bargaining unit without discrimination as to 
membership. 

C. The Employer shall give the Union an opportunity to be present at any formal meeting between 
the Employer and one or more employee(s) in the bargaining unit concerning any grievance or general 
condition ofemployment ofthe employee(s) in the bargaining unit A "formal meeting" refers to any 
meeting between an employee and any individual in his or her supervisory chain ofcontrol that includes 
at least one (1) other management official or supervisor and at least one (1) Union representative. 

Section 2 - Coverage 

A. All Series 905 attorneys employed by the Office of the Attorney General for the District of 
Columbia (OAG or Employer), including Agency Counsel, except employees excluded under 
Section 5 ofthe Article. PERB Case No. 01-RC-03; Certification No. 121; PERB Case No. 01014­
RC-0301, Certification No. 121, 133 (April 19, 2005). 

B. AFGE Local 1403 is recognized as the sole and exclusive bargaining representative for 
the bargaining units set forth in PERB Certification No. 121 and PERB Certification No. 133. In 
the event that any attorney positions within Local 1403' s bargaining unit that are currently 
assigned to the Office of the Attorney General are subsequently assigned to other agencies within 
the District of Columbia Government, the parties agree that Local 1403 will open negotiations, 
within thirty (30) days of the effective date of the transfer of positions, to establish an agreement 
governing the working conditions of the bargaining unit employees within those positions. 

Section 3 - New Units 

The provisions of this Agreement shall not cover bargaining unit employees under the 
administrative jurisdiction of the Attorney General and/or the Mayor of the District of Columbia 
newly certified during the term of this Agreement Representatives of any new units shall meet to 
negotiate a separate Agreement which shall govern the new units. 
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Section 4 - Unit Clarification(s) 

The Union and the Employer shall file a Joint Petition with the Public Employee Relations Board 
to clarify and correct inaccuracies contained or arising within the current unit certifications. Prior 
to filing the joint petition, the Union and Employer shall confer on the revised unit descriptions. 

Section 5 - Exclusions from Coverage 

The following employees are excluded from the bargaining unit covered by the Agreement: 

1. 	 All management officials; 

2. 	 All supervisors; 

3. 	 Employees who act in a confidential capacity with respect to an individual who 
formulates or effectuates management policies regarding attorney employees in the field 
of labor relations; 

4. 	 Employees engaged in personnel work regarding attorney employees in other than a 
purely clerical capacity; 

5. 	 Employees who are engaged in administering the provisions ofTitle XVII ofthe District 
ofColumbia Comprehensive Merit Personnel Act of 1978, D.C. Law 2-139; and 

6. 	 Interns, volunteers, pro bono attorneys, contract attorneys, attorneys who are 
detailed to the OAG from federal agencies. 

ARTICLE 2 

LABOR-MANAGEMENT RELATIONS 


Section 1 - Composition and Function ofthe Labor-Management Committee 

A. The parties shall continue the existing Labor-Management Committee (LMC) that will be 
constituted ofan agreed upon number ofUnion and Employer representatives. 

B. The purpose ofthe LMC is to provide a forum for the exchange ofviews on working 
conditions, terms ofemployment, risk assessment, matters ofcommon interest or other matters, which 
either party believes will contribute to improvement in the relations between the Union and the 
Employer within the framework ofthis Agreement. 

C. Performance evaluation appeals, grievances and disciplinary matters shall not be the subject of 
discussions at these meetings, nor shall the meeting be for any other purpose, which would modify, 
add to or detract from the provisions ofthis Agreement. The Committee shall adopt rules for 
meetings including rules for notices, agendas, times and locations. 
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D. Changes to the functions and structure (except changes involving a particular individual as to 
personnel/supervisory appointments or transfers or space relocations) ofthe OAG are a proper matter 
for consideration by the Labor-Management Committee or relevant subcommittee. 

Section 2 - Subcommittees 

The parties may mutually agree to establish subcommittees of the LMC to study problems and 
conditions. 

Section 3 - Union's Right to Request Impact and Effects Bargaining 

Nothing herein shall be construed to limit the Union's right to request impact and effects bargaining 
over any proposed organizational changes. 

Section 4 - Findings and Recommendations of the Labor-Management Committee or 
Subcommittee 

When possible, the findings and recommendations ofthe LMC or subcommittee thereofwill be 
forwarded to the Attorney General or hislher designee for consideration. The Attorney General or 
hislher designee shall respond in writing to any written findings and recommendations of the 
committee or subcommittee within a reasonable period oftime. At the time recommendations are 
forwarded by the committee or subcommittee to the Attorney General or hislher designee, the 
committee or subcommittee shall recommend a requested response date from the Attorney 
General, or hislher designee. 

Section 5 - Labor-Management Meetings 

A. In mutual recognition of the parties' joint desire to discuss and resolve matters ofconcern at 
the lowest possible level, the Union steward and first-level supervisor, who shall be a Section Chieffor 
those attorneys who are in a Section or Deputies for those attorneys who are not in a Section, should 
meet periodically for the purpose ofmeaningful consultation and communication on the problems and 
policies ofthe organization in their working unit, and if appropriate, the steward may meet with 
supervisors ofa higher level. Such meetings between supervisors and stewards shall be on duty time, 
shall be brief, and shall cover matters of concern between them and appropriate to their relationship. 

B. Appropriate Management and Union representatives shall meet at either party's request 
to discuss problems concerning the implementation of this Agreement. Each party shall furnish the 
other with an itemized agenda setting forth the topics ofdiscussion one (I) day before the meeting, 
unless otherwise agreed. The parties further agree that items not on the agenda may be raised 
for discussion, if agreed to by the parties at the meeting. 

Section 6 - Organizational Changes 

A. The parties agree that changes to the functions and structure (except changes involving a 
particular individual as to personnel/supervisory appointments or transfers or space relocations) 
of the OAG are a proper matter for consideration by the Labor-Management Committee or 
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relevant subcommittee. The Employer may, in its discretion, solicit the views of the Union on 
any proposed organizational change at any time, but agrees that it shall provide to the Union 
President a copy of the final draft of organizational changes that will impact Bargaining Unit 
Employees. The Union President or hislher designee may call a meeting ofthe Labor­
Management Committee or relevant subcommittee concerning the proposed changes and 
Employer shall honor any such request. Following these consultations, the Union will be 
provided a copy of the final plan that has been approved by appropriate officials. If any changes 
to the plan are made thereafter, the Union shall be provided a copy of such changes. 

Section 7 - Risk Assessment 

A. The LMC will act as the Risk Assessment and Control Committee (RACC) on all risk 
management issues concerning the OAG. When the LMC acts as the RACC, an equal number of 
representatives from Union and Management shall be included in the meetings. 

B. The LMC will make recommendations to the Attorney General concerning risk 
management issues for OAG. The Attorney General or hislher designee will respond to risk 
management recommendations of the LMC within a reasonable period of time after receipt, but 
in no event later than four (4) weeks following the transmittal of a written recommendation from 
the LMC to the Attorney General. The Attorney General will take any corrective actions needed 
within a reasonable period of time, given the context of the recommendation. 

C. The LMC shall include a RACC risk management agenda within the agenda of the LMC 
at least four (4) times each year on a quarterly basis. 

D. Risk management issues will be considered by the LMC as a whole, with one vote for 
each committee member authorized. 

ARTICLE 3 
ADMINISTRATION OF LEAVE 

Except as otherwise provided in this Agreement or the corresponding Compensation Agreement, 
the parties shall adhere to all applicable law and District government rules and regulation in the 
administration of leave. Annual leave must be reasonably requested in advance except in an 
emergency (unanticipated event). Employer's decision to grant or deny annual leave shall be 
made within 72 hours of the request, excluding Saturdays, Sundays, holidays, and any other day 
that the District government is closed and will be based solely on mission (including coverage) 
requirements. Except in emergency situations, the Employer shall not consider the reason for the 
annual leave request in making the leave determination. If requested by the employee, the 
supervisor shall discuss the reason for the denial of any request, and discuss when the employee 
will be able to take the requested leave. Requests for annual leave shall be approved when 
possible. 
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ARTICLE 4 

ALTERNATIVE WORK SCHEDULE 


The Employer agrees to continue implementation of its Attorney, Non-Attorney Manager, and 
Support Staff Alternative Work Schedule Program (Office Order No. 2011-07) (March 28, 
2011), in effect on September 12,2013, and set out as Attachment A to this Agreement. 

ARTICLE 5 

EMPLOYEE ASSISTANCE PROGRAM 


Section 1 - General 

The parties recognize that alcoholism, drug abuse, and emotional and mental illness are health problems 
that may affect job performance. To this end, the Employer will, at least annually, make employees 
aware ofthe District's Employee Assistance Program (EAP) (District Personnel Manual (DPM) Chapter 
20B, Section 2050) and available services provided under it. The provisions ofthe DPM govern except 
as provided below. 

Section 2 - Use of Sick Leave 

Employees undergoing a prescribed program of treatment for alcoholism, drug abuse, emotional 
illness, or mental illness will be allowed to use available sick leave with appropriate documentation of 
attendance and/or referral for this purpose on the same basis as any other illness. 

ARTICLE 6 

UNION STEW ARDS/OFFICAL TIME 


Section 1 - Number of Stewards 

A. The Union may designate, other than the Chief Steward, no more than five (5) stewards, or one 
(1) steward for every fifty (50) bargaining unit employees, whichever is greater. 

B. The Union will endeavor, whenever possible, to limit the number ofUnion Representatives 
working in the same division, to a number that will not cause a significant work disruption in that 
work unit. 

Section 2 - Designation of Representatives 

A. 	 Union Officers, Stewards and Other Representatives 

1. 	 Union Officers and Stewards: The Union agrees to provide the OAG and the Office ofLabor 
Relations and Collective Bargaining (OLRCB) with a written list of its officers and 
stewards within two (2) workdays after the date this Agreement is executed and within 
five (5) working days after each general election. 
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2. 	 Other Representatives: The Union will also notify the Employer and OLRCB, in writing, of 
other Union representatives who may request official time, along with a description oftheir 
individual Union assignments. 

B. Changes in the list will be submitted to the Employer's designated official(s) at least two (2) 
workdays prior to the assumption ofrepresentational responsibilities by any new officers, stewards or 
other representatives. If a Union official is not on the list of designated representatives and is 
needed prior to the two (2) days notice, the Union President shall notify the Employer's designated 
official(s) by phone and/or e-mail before the official will be recognized. The Employer shall 
recognize any Union official designated pursuant to this section. 

C. The Employer will not recognize any Union official or representative who is not listed as 
required or for whom notification was not provided in accordance with this section. 

D. Except where explicitly provided, this Agreement shall not be interpreted in any manner that 
interferes with the Union's right to designate representatives of its own choosing on any particular 
representational matter. 

E. The Union will be notified prior to any change in tours of duty of duly appointed Stewards. 
The Union shall also be notified prior to the organization of tours of duty that would affect the 
members of the unit. 

F. Employer recognizes that the Union may designate employee members, selected or 
appointed to a Union office or delegated to a Union function and agrees that, upon request, the 
employee may be granted annual leave or leave without pay for the period of time required to be away 
from his/her job. Such requests will be submitted as far in advance as possible, but not less than one 
(I ) working day prior to the day the, leave is to begin in the event the leave request is eight (8) 
hours or less, or five (5) working days in advance, in the event the leave request exceeds eight 
(8) hours. The Union shall be notified of a disapproval of leave in writing together with the 
Employer's justification. Leave contemplated under this article shall not be denied except for good 
cause. 

Section 3 - Performance Appraisals 

A. No Union representative will be disadvantaged in the assessment ofhis/her performance based on 
his/her participation in Union activities and/or use ofofficial time to conduct labor-management 
business authorized by this Agreement. However, performance problems unrelated to participation in 
Union activities and/or the use ofofficial time may be addressed in accordance with other relevant 
provisions ofthis Agreement. 

B. At the beginning ofthe rating year or when the Union representative is initially appointed, 
workload and performance expectations will be established that consider the actual use ofofficial time 
and the impact on performance of the duties of the employee's position. Additionally, the designated 
supervisor and the Union representative will meet at least quarterly to discuss needed adjustments to 
workload and representational needs. 
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Section 4 - Official Time for Representational Activity 

A. Pursuant to the statutory right and responsibility of the Union to represent bargaining unit 
employees, representatives of the Union will be granted reasonable amounts of official time to 
investigate, prepare for, and conduct representational functions in accordance with the provisions of 
this Article as follows. The Union President (office currently occupied by Shana Frost on an 
acting basis) will be assigned a caseload equal to no greater than 50% of the average caseload of 
an attorney with his or her grade level and experience in the Division which employs the Union 
President. The Union Vice President # 1 (office currently occupied by Robert DeBerardinis) will 
be assigned a caseload equal to no greater than 75% of the average caseload of an attorney with 
hislher grade level and experience in the Division which employs the Union Vice President #1. 
No other Union members or officer will be assigned a reduced caseload. However, other Union 
members or officers shall be granted reasonable amounts of official time to investigate, prepare for, 
and conduct representational functions as needed, including necessary travel time. Employer will 
not be required to grant or approve official time for any Union shop steward, officer or other 
representative who has not complied with the Employer notification requirements of Section 2 of 
this Article. 

B. For the purpose of this Article, "representational functions" means those authorized activities 
undertaken by employees on behalf of other employees or the Union pursuant to representational 
rights under the terms of this Agreement and District of Columbia law. Examples of activities for 
which reasonable amounts of official time will be authorized include: 

1. 	 collective bargaining negotiations; 

2. 	 discussions with Employer representatives concerning personnel policies, practices, and 
matters affecting working conditions; 

3. 	 any proceeding in which the Union is representing an employee or the Union pursuant to its 
obligations under this Agreement; 

4. 	 grievance meetings and arbitration hearings; 

5. 	 a disciplinary or adverse action oral reply meeting, ifthe Union is designated as 
representative of the employee; 

6. 	 any meetings for the purpose ofpresenting replies to the proposed termination of 
probationers, if the Union is designated as representative of the employee; 

7. 	 any meeting for the purpose ofpresenting reconsideration replies in connection with the 
denial ofwithin-grade increases, ifthe Union is designated as representative of the 
employee; 

8. 	 attendance at an examination ofan employee who reasonably believes he or she may be the 
subject of a disciplinary or adverse action; 

9. 	 informal consultation meetings between the Employer and the Union; 

10 




10. conferring with affected employees about matters for which remedial relief is available 
tmderthe terms ofthis Agreement; 

11. attendance at meetings ofcommittees on which Union representatives are authorized 
members by the Employer or this Agreement; 

12. attendance at labor-management committee meetings or other joint labor-management 
cooperative efforts; 

13. attendance at Employer recognized or sponsored activities to which the Union has 
been invited; 

14. attendance at public hearings of the District of Columbia City Council or other 
legislative/administrative bodies of the District or federal government relating to 
matters that affect either the OAG or labor relations/labor matters in the District of 
Columbia that impact or may impact the Union; 

15. necessary travel to any ofthe activities listed above; 

16. training related to the representational functions of Union officials and stewards which 
the parties agree is to their mutual benefit and for which management is given notice and 
provided with an agenda and course description; and 

17. new employee orientation meetings. 

C. 	 Official time shall not include time spent on internal Union business, including, but not 
limited to: 

1. 	 Attending Local, Regional, or National Union meetings; 

2. 	 Soliciting members; 

3. 	 Collecting dues; 

4. 	 Posting notices of Union meetings; administering elections; 

5. 	 Preparing and distributing internal Union newsletters or other such internal documents; 
and, 

6. 	 Internal Union strategy sessions, except for representational functions. 
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Section 5 - Requesting Official Time 

A. All use of official time by any Union officer, official, steward or other representative 
must be recorded on the Employer-approved Official Time Report Form and submitted on a 
monthly basis to Employer's designee. 

B. Official time for Union representatives should be requested on the approved "Official Time 
Report" fonn. The Union representative will request authorization for official time from his or her 
supervisor in advance and as is consistent with workload requirements except when circumstances do 
not allow for advance approval (e.g., unscheduled meetings called by management where the 
Union's attendance is requested; or representation ofemployees in investigatory interviews; or 
circumstances where the employee might be subject to discipline). Failure to properly request and obtain 
approval ofofficial time may result in disciplinary action depending on the circumstances. 

C. All advance requests for official time are understood to be estimates. 

D. If a request for official time is denied, the manager or supervisor refusing such pennission 
shall give the reasons for refusal in writing to the individual who was so denied if the individual 
involved makes such a request. 

E. Employee Union representatives, except the Union President, in light of her 50% reduced 
caseload, and Vice President #1, in light ofhis 25% reduced caseload, will complete the "Official 
Time Report" fonn (attached to this Agreement as Exhibit "A") provided by the Employer to 
accurately depict the actual official time used in a timely manner each pay period. 

F. Management shall not prevent Union representatives from representing employees at 
reasonable times consistent with the provisions ofthis Agreement. The Union and employees 
recognize that workload and scheduling considerations will not always allow for the immediate release 
ofemployees from their assignments. However, the Employer agrees that such pennission for release 
shall not be unreasonably delayed or denied. Workload needs will be balanced with official time 
needs prior to approval based on the following standard: official time requests shall be granted 
unless they hinder the accomplishment of essential workload requirements that cannot otherwise be 
accommodated. 

G. All affected employees (e.g., grievants, representatives, witnesses, and appellants) whose 
presence has been detennined to be necessary, by either the Union or the Employer, as the case may be, 
at relevant proceedings (including hearings, meetings, arbitrations, oral replies, or other labor­
management business) will receive necessary official/duty time to participate in and travel to and from 
the proceedings. 

Section 6 

A. The parties agree that Union officials and stewards are entitled to take a reasonable amount of 
official time and the officials and stewards requesting/using official time shall be treated with civility 
and shall not be discriminated against because they participate in Union activities and/or take official 
time. Likewise, Union officials and stewards shall treat supervisors with civility in regard to 
their supervisors need to have infonnation about the amount and type ofofficial time being requested 
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so that the supervisor can effectively manage their personnel and allotted workload. The parties agree 
that there is a need for flexibility to enable managers to effectuate the mission ofthe government and, 
at the same time, to enable Union officials and stewards ofthe bargaining unit to take care ofUnion 
business expeditiously. 

B . In cases ofalleged abuse ofofficial time by the Union, or alleged improper restriction ofofficial 
time or discrimination by the Employer, the parties shall endeavor to resolve the matter at the lowest 
possible level. Ifefforts to resolve the matter between the frrst line supervisor and the Union official or 
representative fail, then the party alleging the abuse or improper restriction shall bring the matter to the 
attention ofthe appropriate management and Union representatives. If the matter is not resolved then 
either party may seek assistance from the D.C. Office ofLabor Relations and Collective Bargaining. 

Section 7 

The parties shall conduct separate training concerning use ofofficial time for members and managers 
and supervisors. 

ARTICLE 7 

UNION USE OF EMPLOYER FACILITIES AND SERVICES 


A. Upon request, the Union may have access to meeting space by following established 
OAG procedures. Except as provided elsewhere in this Agreement, the Union shall attempt to 
hold meetings during the non-work time of employees attending the meetings. The Union will 
be responsible for maintaining decorum at meetings on the Employer's premises and for 
restoring the space to the same condition to which it existed prior to the meetings. 

B. Employer manpower, office space, and supplies, except as otherwise provided in this 
Agreement, shall not be used in support of internal Union business. 

C. The Employer may provide appropriate office space with a locking door for the Union. 
Assigned Union office space will remain in use unless or until the Employer needs require the 
use of the assigned space. In this event, management will notify the Union sixty (60) days in 
advance. Other approximately equivalent or mutually agreeable space will be made available at 
least fifteen (15) business days prior to the time the Union is required to vacate the present 
office. 

D. The Employer will make available to the Union at a minimum two (2) locking file 
cabinets, one (1) desk, and three (3) chairs. 

E. The Union shall limit its posting of notices and bulletins to Union-designated bulletin 
boards, and each such posting shall be authorized and initialed by a Union officer or steward. A 
courtesy copy of all materials to be posted pursuant to this article will be provided to the 
Attorney General or hislher designee at the time of posting. Each bulletin board shall have the 
following notice posted in a prominent place: 

This bulletin board is for the exclusive use of AFGE Local 1403 and its membership. 
Matters posted on the board are not intended to reflect the official views of the DC 
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Government or the Employer unless issued by them. 

The contents of the notices posted on the bulletin board shall be at the discretion of the Union, 
except that the Attorney General or hislher designee may request the removal of language or 
material that it believes is defamatory or discriminatory. With notice to the Union, Employer 
may remove language or material that is defamatory or discriminatory. 

F. Union officers and representatives, and other unit members who serve in any capacity on 
behalf of the Union, may use their regular workstations including telephones, computers, and e­
mails to communicate with bargaining unit employees in connection with their representational 
functions; provided however, such activity shall not interfere with the effective operation of the 
Government's business. Employer shall not monitor Union telephone or email activity or content 
related to representational functions. All communication regarding terms and conditions of 
employment shall be in accordance with the Code of Conduct applicable to District Government 
employees as defined in the Government Ethics Act (D.C. Law 19-124, D.C. Official Code § 1­
1161.01 et seq.). Communications, including broadcast emails, will not contain statements that 
reflect on or attack the integrity or motives of individuals, the Office of the Attorney General, or 
other agencies of the District Government. Communications will clearly identify the Union 
official responsible for its content. 

ARTICLE 8 

PERSONNEL FILES 


Section 1 - Official Files - Definition 

The Official Personnel File ("OPF") for each employee is maintained solely by the District of 
Columbia Department of Human Resources ("DCHR"). 

Section 2 - Right to Examine 

Employees and/or their authorized representatives shall be permitted to examine all contents of the 
employee's personnel files, including without limitation the OPF, whether maintained by OAG, DCHR 
or elsewhere, upon request. 

Section 3 - Right to Respond 

Each Employee shall have the right to answer any material filed in hislher OAG personnel files 
and hislher answer shall be attached to the material to which it relates. Unless prohibited by law 
or regulation, in the case of complaints made orally that are reduced to writing and placed in an 
OAG personnel file, Employees shall be informed ofthe person making the complaint; the 
substance of the complaint, and the date the complaint was made and may respond as provided 
for in this section. 
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Section 4 - Right to Copy 

An employee and/or their authorized representatives will be permitted to copy any material in all 
personnel files, including without limitation the OPF, for that employee maintained by the Employer. 

Section 5 - Access by Union 

Upon presentation ofwritten authorization by an employee, the Union representative may examine all of 
the employee's personnel files, including without limitation the OPF, and obtain copies ofthe material 
free ofcharge. 

Section 6 - Employee to Receive Copies 

As consistent with applicable law, the employee shall receive a copy of all material placed in 
hislher OPF and all personnel related materials, including electronic data, upon request. 

ARTICLE 9 

JOB DESCRIPTIONS 


Each employee within the unit shall receive a copy of hislher current job description upon 
request. When an employee's job description is changed, the employee and the Union shall be 
provided a copy of the new job description. When there is a material change in job duties, the 
employee shall be given advance notice of the change. 

ARTICLE 10 

LATE ARRIVALIEARLY DISMISSAL 


Section A -- Late Arrival 

Employees shall be permitted to arrive late at work without charge to leave during inclement 
weather or during other extraordinary circumstances where the District government has 
authorized a late arrival for all non-essential employees, consistent with the authorization. All 
employees shall be considered non-essential for purposes of this Article unless they have been 
previously notified of their essential status. 

Section B -- Early Dismissal 

Whenever the Mayor, designated agency head, or an authorized official authorizes the early 
dismissal of District government employees, all employees (except those who have been 
designated in advance as essential employees consistent with the applicable laws and regulations 
and those who have been notified by their supervisor that because of specific pressing work 
requirements that they may not leave work early) shall be permitted to leave their duty stations 
consistent with the early dismissal authorization. The Attorney General (or his or her designee) 
shall make every reasonable effort to ensure that employees are notified timely of the early 
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dismissal or other leave policy during extraordinary circumstances. In addition, managers and 
supervisors shall make every reasonable attempt to ensure that employees who they manage or 
supervise are notified of the early dismissal authorization. 

Notice shall be provided to employees whose work assignments do not permit them to leave 
work early regardless of the general early release authorization. 

Section C -- Employees on leave during the late arrival/early dismissal period 

An employee who previously requested and was granted leave during the authorized late arrival 
and/or early dismissal hours shall not be charged leave for the period requested that coincides 
with the authorized late arrival and/or early dismissal hours. 

ARTICLE 11 
S~SANDLOCKOUTS 

In accordance with applicable law, it shall be unlawful for any District Government employee or the 
Union to authorize, ratify or participate in a strike against the District. The term strike as used herein 
means any unauthorized concerted work stoppage or slowdown. No lockout ofemployees shall be 
instituted by the Employer during the term ofthis Agreement except that the Employer in a strike 
situation retains the right to close down any facilities to provide for the safety ofemployees, equipment 
or the public. 

ARTICLE 12 

CONTRACTING OUTIPRIVATIZATION 


Employer recognizes the Union's desire to retain all work regularly performed for the Employer, 
and the Union recognizes the Employer's need to maintain an efficient workplace; therefore, 
Employer will use its best efforts to continue to use bargaining unit employees and not 
subcontract work that has been traditionally and regularly performed by its employees. 
Decisions regarding contracting out are areas of discretion of the Employer. The impact and 
implementation of contracting out upon bargaining unit employees is a mandatory subject of 
bargaining. The Employer must notify the Union at least thirty (30) days in advance of any 
contracting out actions. The Union shall have full opportunity to make its recommendations 
known to the Employer who will duly consider the Union's position and give reasons in writing 
to the Union for any contracting out action. The Employer shall consult with the Union to 
determine if the needs of the Government may be met by means other than contracting out work 
traditionally performed by bargaining unit employees. The Employer shall minimize 
displacement actions by reassigning or retraining affected employees in order to retain 
bargaining unit employees consistent with available budget and applicable laws and regulations. 
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ARTICLE 13 

UNION RIGHTS AND SECURITY 


Section 1 - Exclusive Agent 

The Union shall be the exclusive collective bargaining representative of bargaining unit 
employees. 

Section 2 - Access to Employees 

Representatives of the Union shall have access to individual employees, either new or rehired, in 
its bargaining unit to explain Union membership, services and programs. Such access shall be 
voluntary for new and rehired employees and shall occur during the formal orientation session. 
The Union shall have the opportunity to provide a fifteen (15) minute presentation as a part of 
the orientation programs for the Employer. 

Section 3 - Dues Check off 

Pursuant to D.C. Official Code § 1-617.07 (2012 Repl.), the Employer shall deduct dues from the 
bi-weekly salaries of those employees who authorize the deduction of said dues. The Union shall 
be solely responsible for notifying employees, prior to obtaining their authorization, that they 
have certain constitutional rights under Chicago Teachers Union Local No.1 v. Hudson, 475 U.S. 
292 (1986) and related cases. The employee must complete and sign an authorized dues 
deduction form to authorize the withholding. Employer will promptly process dues deduction 
forms. 

Section 4 - Annual Notification of Annual Dues Amount 

The amount to be deducted shall be certified to the Office of Labor Relations and Collective 
Bargaining (OLRCB) annually in writing by the appropriate official of the Union. The 
employee's authorization shall be forwarded to the OLRCB. It is the responsibility of the 
employee and the Union to bring errors or changes in status to the attention of the Employer. 
Corrections or changes shall be made at the earliest opportunity after notification is received but 
in no case will changes be made retroactively, unless the Employer fails to deduct dues due to 
the Employer's action or inaction. This provision shall supersede any other dues deduction 
agreement in effect prior to the effective date of this Agreement. 

Section 5 - Service Fees 

In keeping with the principle that employees who benefit by the Agreement should share in the 
cost of its administration, the Union shall require that employees who do not pay Union dues to 
pay an amount (not to exceed Union dues) that represents the cost of negotiation and/or 
representation. Such service fee deductions shall be allowed when the Union presents evidence 
that at least fifty-one percent (51 %) of the employees in the unit are members of the Union. 
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Section 6 - Cost of Processing 

Union dues and/or service fees shall be transmitted to the Union, minus a fee of $.15 per 
deduction (dues or service fee) per pay period, payable to the OLRCB, for the administrative 
expenses associated with the collection of said dues pursuant to executed dues check off 
authorizations. 

Section 7 - Hold Harmless 

The Union shall indemnify, defend and hold the Employer harmless against any and all claims, 
demands and other forms of liability that may arise from the operation of this Article. In any case 
in which a judgment is entered against the Employer as a result of the deduction of dues or other 
fees, the amount held to be improperly deducted from an employee's pay and actually transferred 
to the Union by the Employer shall be returned to the Employer or conveyed by the Union to the 
employee(s) as appropriate. 

Section 8 

Payment of dues or service fees shall not be a condition of employment. 

Section 9 

When a service fee is not in effect, the Union may require that an employee who does not pay 
dues or service fees to pay reasonable costs incurred by the Union in representing such employee 
in grievances, adverse actions or appeal proceedings within the provisions of the CMPA, 
provided the Union gives advance notice of said costs to the employee. 

Section 10 

The terms and conditions of this Agreement shall apply to all employees in the bargaining unit 
without regard to Union membership. 
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ARTICLE 14 

TERM EMPLOYEES 


Section 1 

A. Tenn employees in the bargaining unit shall be given not less than two (2) pay period's 
notice of the tennination of their appointment. 

B. Tenn bargaining unit employees shall be fully infonned in their offer letter prior to their 
entrance on duty that the offer of employment is a tenn position. Tenn employees shall be 
provided a copy of their official position description. 

C. To the extent not inconsistent with District or Federal law and regulations, the Employer 
shall use its best efforts, subject to funding, to convert tenn bargaining unit employees ("NTE 
employees") to pennanent ("FTE") status by the end ofeach fiscal year, when the tenn 
bargaining unit employee: 1) perfonns services for which OAG has a continuous need, 2) is in a 
pay status as of September 30, 2013, and continuing on an ongoing basis any tenn bargaining 
unit employee in a pay status by September 30th of each successive year, and 3) has both served 
for at least one year and perfonned at a meets expectations level, or the equivalent, for the most 
recent evaluation rating period. If a tenn employee is separated by management for any reason, 
other than project tennination or budgetary reasons, and management previously extended the 
employee's tenn for 13 months, so that the employee is separated at the end of his or her second 
tenn, the employee shall have an opportunity to challenge his or her separation to the same 
extent as pennanent unit employees. 

D. By December 1st of each year, Employer must provide the Union with the names ofall 
unit tenn employees, the reason why their positions are tenn positions, and the names of all unit 
employees who have been converted to FTE status. 

Section 2 - Priority Conversion of NTE Employees to FTE Status 

When management detennines to fill a FTE vacancy in a legal services section, the most senior 
qualified NTE employee with substantially similar, or greater, experience to the vacant position 
in that section, providing that the employee has a satisfactory perfonnance appraisal and more 
than 24 months continuous employment, must be offered the FTE position. 
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ARTICLE 15 

DISCRIMINATION 


Section 1 ~ General Provisions 

A. In accordance with the D.C. Human Rights Act of 1977, as amended, D.C. Official Code 
2-1401 et seq. (2012 Repl.), the Employer shall not discriminate against any Employee because 
of actual or perceived race, color, religion, national origin, sex, age, marital status, personal 
appearance, sexual orientation, family responsibilities, matriculation, political affiliation, 
disability, gender identity or expression or genetic information. The Employer's violation ofthe 
Human Rights Act shall also constitute a violation of this Agreement. 

B. Employer and the Union agree to cooperate to provide equal opportunity for employment 
and promotion to all qualified persons, to cooperate in ending discrimination, and to promote the 
full realization of equal employment opportunity through a positive and continuing effort. To 
this end, EEO concerns may be filed with OAG's EEO Director in accordance with OAG's 
Equal Employment Opportunity Office Order No. 2006-11. At the request of either party, the 
EEO Director shall consider any employment practice or policy that allegedly has an adverse 
impact on members of any protected group. 

Section 2 - Equal Employment Practices 

The Employer shall continue implementation of its Equal Employment Opportunity Policy 
(OAG Office Order No. 2006-11 (March 9, 2006 or successor orders) and any Affirmative 
Action Plan in accordance with existing law on affirmative action. The Affirmative Action Plan 
will be developed in accordance with Federal and D.C. Office of Human Rights guidelines. 
Union input on the development of the Affirmative Action Plan may be provided through OAG's 
EEO Director. The Employer shall provide the Union a copy of the Affirmative Action Plan, 
when developed by the Employer. 

Section 3 - Sexual Harassment 

A. All Employees must be allowed to work in an environment free from sexual harassment. 
Therefore, the parties agree to identify and work to eliminate such occurrences in accordance 
with the OAG Sexual Harassment policy contained in OAG Office Order No. 2006-11 as 
amended or any subsequent policy developed. 

B. Sexual harassment includes unwelcome sexual advances, requests for sexual favors, and 
other verbal or physical conduct of a sexual nature when: (l) submission to such conduct is made 
either explicitly or implicitly a term or condition of an individual's employment; (2) submission 
to or rejection of such conduct by an individual is used as the basis for employment decisions 
affecting such individual; or (3) such conduct has the purpose or effect of unreasonably 
interfering with an individual's work performance or creating an intimidating, hostile, or 
offensive working environment. 
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Section 4 - Union Activity 

The Employer shall not in any way discriminate against any employee because of hislher 
membership or affiliation in or with the Union or service in any capacity on behalf of the Union. 
Each employee has the right, freely and without fear of penalty or reprisal: 

1. 	 To form, join and assist in labor organization or to refrain from this activity; 

2. 	 To engage in collective bargaining concerning terms and conditions of employment, as 
may be appropriate under the law, rules and regulations through a duly designated 
representative; and 

3. 	 To be protected in the exercise of these rights. 

Section 5 - Discrimination Charges and Election 

A. An employee may raise a complaint of discrimination under applicable law (to OAG's 
EEO Director through the administrative complaint process, the Office of Human Rights, the 
Equal Employment Opportunity Commission, local or federal courts), or through the negotiated 
grievance procedure but not both. In consideration for the benefits of arbitration, each employee 
must sign the attached waiver acknowledging voluntary waiver ofhislher federal statutory rights, 
including hislher rights under Title VII as a condition precedent to submission ofhislher 
discrimination complaint to the grievance process. If an employee elects not to voluntarily 
waive hislher rights, the employee cannot submit hislher discrimination claim through the 
grievance process. Grievances must be filed within thirty (30) days of the date that the employee 
knew or should have known of the conduct being grieved. An employee shall be deemed to have 
exercised this option when the matter that give rise to the allegation of discrimination is made the 
subject of a timely filed grievance or a formal EEO complaint, whichever event (filing) occurs 
first. 

B. The Union and Employer shall agree on a panel of arbitrators who shall have at least five 
years of experience in employment discrimination law to hear such grievances at the arbitration 
level of review. 

C. A complainant has the right to be accompanied, represented, and advised by a 
representative ofherlhis choosing at any stage of the complaint process, except where there is a 
conflict of interest or position. 

D. The Employer shall notify the Union of all remedial or corrective actions that impact on 
bargaining unit employees to be taken as the result of informal or formal resolution ofEEO 
complaints. 
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FORM TO BE COMPLETED BY EMPLOYEES WHO DECIDE TO FILE A GRIEVANCE 

OVER A DISCRIMINATION CHARGE 

I, __________ , acknowledge that I have decided to submit my 

employment discrimination charge through the grievance procedure. In consideration of 

arbitration, I will forego and waive my rights to file a separate claim under the discrimination 

statutes, including Title VII, in accordance with applicable law governing such elections. See 

Alexander v. Denver-Gardner, 415 U.S. 36 (1974). 

Dated: 
EMPLOYEE'S NAME 

ARTICLE 16 

SAFETY AND HEALTH 


Section 1 - Working Conditions 

A. The Employer shall provide and maintain safe working conditions for all employees. It is 
understood that the District may exceed standards established by regulations consistent with the 
objectives set by law. The Union will cooperate in these efforts by encouraging its members to 
work in a safe manner and to obey established safety practices and regulations. 

B. Matters involving safety and health will be governed by the D.C. Occupational Safety 
and Health Plan in accordance with the Comprehensive Merit Personnel Act (D.c. Official Code 
section 1-620.01 et seq., as amended (2012 Repl.». 

Section 2 - Corrective Actions 

A. If an Employee observes a condition that he or she reasonably believes to be unsafe, the 
employee shall report the condition to the immediate supervisor and the OAG Risk Manager 
Specialist. 

B. If the supervisor determines that a condition constitutes an immediate hazard to the health 
and safety of the employee, the supervisor shall take immediate precautions to protect the 
employee and contact the Risk Manager Specialist as necessary. If the supervisor does not agree 
that the condition constitutes an immediate hazard to the health and safety of the employee, the 
employee may immediately refer the matter to the next level supervisor or designee. The 
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supervisor or designee shall meet as soon as possible with the employee and hislher Union 
representative to make a determination offinal actions to be taken, if any. 

C. Employees shall be protected against penalty or reprisal for reporting an unsafe or 
unhealthful working condition or practice, or assisting in the investigation of such condition or 
practice. 

Section 3 - First Aid Kits and Defibrillators 

A. Subject to budget, Employer shall make first-aid kits reasonably available for the use of 
all employees in case of on the job injuries. 

B. The need for additional first-aid kits is an appropriate issue for the Risk Assessment and 
Control Committee recommendation. Recommendations of the Risk Assessment and Control 
Committee will be referred to the Attorney General or hislher designee. 

C. Employer shall provide accessible defibrillators meeting the applicable standard ofcare on 
each floor where OAG controls its own office space. 

D. Employees who have been identified by the Risk Management Specialist as having been 
exposed to a toxic substance (including, but not limited to asbestos) in sufficient quantity or 
duration to meet District Government risk standards shall receive appropriate health screening. 
In the absence of District Government risk standards, the OAG Risk Manager will refer to 
standards established by other appropriate authorities such as OSHA, NIOSH or the EPA. 

Section 4 - Excessive Temperatures in Buildings 

Employees, other than those determined by the Employer to be essential, shall be released from 
duty or reassigned to other duties of a similar nature at a suitably temperate site because of 
excessively hot or cold conditions in a building. The Employer shall make this determination as 
expeditiously as possible. In lieu of dismissal, the Employer may authorize employees affected 
by excessive temperature conditions to telecommute until the condition abates. Administrative 
leave shall be granted if authorized by the Mayor or his or her designee. 

Section 5 - Maintenance of Health Records 

Medical records ofemployees shall be maintained in accordance with the applicable provisions 
of law. Medical records shall not be disclosed to anyone except in compliance with applicable 
laws, rules and regulations relating to the disclosure of information. Copies of rules relating to 
medical records and information shall be made available to the Union. 
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ARTICLE 17 

INFORMATIONAL REPORTS ON EMPLOYEES 


Upon request, and at least annually by December 31 st of each year, Employer shall provide the 
Union a list of bargaining unit members that includes the name, grade, step, title, hire date, 
organizational unit, assignment, location, contact information (including work address, telephone 
number and fax number) and bargaining unit status of each bargaining unit employee. The 
Employer shall maintain the Union on the regular distribution list for the New Hires and 
Resignations Report, which shall be updated at least quarterly. The Employer shall include the 
Union status on the New Hires and Resignations Report provided to the Union. 

ARTICLE 18 

FITNESS FOR DUTY 


The Employer agrees to comply with applicable District law and controlling regulations 
concerning fitness for duty. 

ARTICLE 19 

REQUESTS FOR INFORMATION 


Consistent with law and upon request of the Union, the Employer shall provide relevant 
information that the Union needs to perform its duties in grievance processing and collective 
bargaining negotiations. 

ARTICLE 20 

EMPLOYEE USE OF INFORMATION TECHNOLOGY 


Section 1 - New Technology 

Whenever the Employer proposes to acquire or implement equipment or technological changes that may 
adversely impact employees in the bargaining unit, the Employer shall notify the Union and, when 
requested, bargain over any adverse effect. Appropriate training for affected employees that will enable 
them to maintain their present job status shall be among the principal considerations as part of such 
bargaining. The Employer shall provide training for affected employees to acquire and maintain the 
skills and knowledge necessary for new equipment or procedures. The training shall be held during 
working hours. The Employer shall bear the expense of the training. The Employer shall provide 
training for employees who had previously not been required to use existing technology but who are 
then required to do so. 

Section 2 - Electronic Mail Use 

The parties acknowledge that D.C. Government-provided electronic mail (email) services are to 
be used for internal and external communications that serve legitimate government functions and 
purposes. Employees are expected to be familiar with the D.C. Government's Email User 
Policy. The parties agree that employees are allowed to use email on a limited basis for personal 
purposes, but such use should be limited to non-work time and should not interfere with the 
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performance of the employee's duties, nor used to conduct outside employment or for 
discriminatory or harassing purposes or exchange of pornographic, discriminatory or harassing 
material. 

Section 3 - Internet Access and Use 

The parties agree that Internet access through the Office of the Attorney General facilities is 
considered D.C. Government property and must be used for the program needs ofthe OAG. 
Employees are expected to be familiar with the D.C. Government's Internet Access and Use 
Policy. The parties agree that employees may be allowed to use the Internet on a limited basis 
for personal purposes, but that such use should be limited to non-work time and should not 
interfere with the performance of the employee's duties. Employees are expressly prohibited 
from visiting websites to conduct outside employment or that contain discriminatory, 
pornographic, bandwith-consuming, or harassing material. 

Section 4 - Telephone Use 

The Employer and Union agree that D.C. Government telephones must be used primarily in 
support of D.C. Government programs. The parties acknowledge that employees are permitted 
to use telephones on an occasional and selective basis for personal purposes. Such use is a 
privilege and not a right and may not be abused for the conduct of outside employment during 
the scheduled tour of duty ofthe employee or for discriminatory, pornographic, or harassing 
purposes. 

Section 5 - Privacy 

Except as provided generally under current, written, and published D.C. Government policies, 
the Office of the Attorney General shall not monitor employee email, telephone, or internet use, 
unless it has good cause to believe that an employee has violated this Article or any applicable 
law or regulation. The Employer will share with the Union notices of any changes or 
modifications to said policies that it receives. 
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ARTICLE 21 
TRAINING 

Section 1 - New Employee Orientation 

Employer will provide each new employee with an orientation to include at least a fifteen (15) minute 
presentation by the Union regarding Union membership. 

Section 2 - Continued Training Opportunities 

The Employer and Union mutually agree that the legal services provided by attorneys employed 
by OAG will be enhanced by the opportunity for attorneys to engage in continuing legal 
education that is relevant to their work. The Employer shall encourage and assist Employees in 
obtaining career-related training and education both inside and outside the OAG by collecting 
and posting current information available on training and educational opportunities. The 
Employer shall inform Employees of time or expense assistance the Employer may be able to 
provide. Continued training shall be provided and approved within budgetary constraints. The 
Employer will use its best efforts to provide a variety of appropriate continuing legal education 
opportunities, including ongoing access to online training opportunities and legal ethics training 
opportunities, throughout each year at no cost to employees to enable employees to meet their 
continuing legal education requirements under the Legal Service Act. 

Section 3 - Requests for Continued Training 

The Employer may consider requests for continued training of Employees and may provide time 
or expense assistance to Employees. Continued training opportunities shall be afforded 
Employees on a fair and impartial basis to the maximum extent possible. Employees shall be 
promptly informed of a denial of a training request together with the reason for the denial. The 
parties agree that the program needs of the Employer are paramount in providing training to 
Bargaining Unit Employees. 

26 




ARTICLE 22 
EMPLOYEE RIGHTS 

Section 1- Respect in the Workplace 

It is the intent of the OAG and the Union that all employees both within the bargaining unit and 
outside shall be treated with fairness and dignity. 

Section 2 - Employee Rights 

All Union employees have the right, and shall be protected in the free exercise of that right 
without fear of penalty or reprisal: 

1. 	 to organize a labor organization free from interference, restraint, or coercion; 

2. 	 to form, join, or assist any labor organization; 

3. 	 to bargain collectively through representatives of their own choosing; and 

4. 	 to refrain from any or all such activities under subsections (1), (2), and (3) of this 
subsection, except to the extent that such right may be affected by an agreement 
requiring membership in a labor organization as a condition of employment as 
authorized in D.C. Official Code § 1-617.11 (2012 Supp.) ("Employee Rights''). 

Employee Rights shall extend to participation in the management ofthe Union and acting for it in the 
capacity ofa Union representative, including representation of its views to the officials ofthe Mayor, 
D.C. Councilor Congress. 

Section 3 - Employee Grievances 

An individual employee may present a grievance at any time to the Employer without the 
intervention of the Union; provided, however, that the Union is afforded at least forty-eight (48) 
hours advance notice to be present and to offer its view when requested by an employee at any 
meeting held to resolve the grievance. Any employee or group of employees who present a 
personal grievance to the Employer may not do so under the name, or by representation, of the 
Union. Resolutions of grievance must be consistent with the terms ofthis Agreement. 

Section 4 - Conflicts oflnterest 

This Agreement does not authorize participation in the management of or acting as a 
representative of a labor organization by any employee if the participation or activity would 
result in a conflict of interest, a breach of legal ethics, or otherwise be incompatible with 
applicable law or with the official duties of the employee. 
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Section 5 - Campaigns or Drives - Solicitation of Employees in the Bargaining Unit 

A. Definition: For the purpose ofthis Article, solicitation ofemployees in the bargaining 
unit means OAG or District government approved solicitations which have been announced in 
generally published OAG or D.C. government directives. 

B. Participation: Contributions from employees in the bargaining unit and participation by 
employees in the unit to solicit contributions shall be voluntary. There shall be no discrimination 
against any employee in the unit for non-participation or for any level of contributions. An 
employee in the bargaining unit may be requested to volunteer or solicit for contributions. 
Absent a volunteer, OAG will request the Union to assist in providing the needed volunteer. 
Consistent with District government ethics rules, regulations and law, no management or 
supervisory employee shall participate in any direct solicitation of employees in the bargaining 
unit who are under hislher supervision except for occasional office functions. 

ARTICLE 23 

SABBATICALIEXTENDED LEAVE 


It is the policy ofthe Office of the Attorney General for the District of Columbia (OAG) to allow 
attorneys to apply for an extended time away from work for community service, education, travel 
or other outside interests in a non-pay status. To be eligible for a sabbatical, an attorney must 
have both: I) been employed with the OAG for seven years, and 2) received a performance 
evaluation of at least Successful, or an equivalent rating, in every category for the rating period 
which immediately precedes the application for sabbatical/extended leave. An attorney who 
receives a Needs Improvement or a Fails Expectation, or an equivalent rating, in any category is 
ineligible. After completion of the attorney's seventh anniversary with the OAG and each 
successive seven years after return from a sabbatical, the attorney may request up to one (1) year 
of leave as sabbatical. Attorneys who elect to take a sabbatical will return to a comparable 
position with the OAG. 

Section 1 - Process 

Application for sabbatical should be submitted to the attorney's immediate supervisor no later 
than 120 days before the proposed leave is to commence. The immediate supervisor shall review 
each application and send a recommendation to approve or disapprove the request to the 
Attorney General within 30 days of the submission of the request. 

Section 2 - Supervisor's Authority 

Sabbaticals may be taken for any purpose. However, the reason for the request may be taken 
into consideration by the employee's supervisor in determining whether to approve the request. 
Final decision on request for sabbatical is in the sole discretion of the Attorney General who, in 
hislher discretion, may set limits on the number of attorneys who shall be approved for a 
sabbatical in anyone year. If an employee asks for the reason for the denial, a supervisor must 
provide a written justification for the denial. The denial of an application for sabbatical/extended 
leave is not grievable. 
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Section 3 - Potential Loss of Benefits and Insurance Premiums 

Attorneys understand that an extended leave of absence in a non pay status may impact his or her 
retirement and other benefits with the District of Columbia. Attorneys also understand that they 
are required to pay their portion of any insurance premiums while in a non pay status. Attorneys 
shall infonn themselves of the District of Columbia rules and regulations applicable to an 
extended leave of absence in a non pay status before submitting the request for sabbatical. 
Under no circumstances is the OAG required to allow attorneys to use leave intennittently to 
avoid the loss of benefits while the attorney is on sabbatical. 

ARTICLE 24 

REASSIGNMENTS, PROMOTIONS, DETAILS 


Section 1 - Promotions 

The criteria and selection process for line attorney promotions are contained in OAG Office 
Order number 2007-36, entitled Promotion Policy for Legal Service Attorneys in the Office of 
the Attorney General. The tenns of this policy are incorporated by reference into this 
Agreement, except as otherwise provided herein. 

Section 2 - Promotion Priority Process 

Notwithstanding any other provision in this Agreement or in promotion policies and office 
orders, an attorney who is rated qualified for a promotion and assigned a promotion ranking 
number but not promoted in the rating period for which he or she is first qualified shall be 
promoted in rank order before attorneys who are later qualified for promotion, unless the 
Employer can demonstrate that a substantial reason exists for deviating from this provision. 

Section 3 - The Promotions Ranking Committee 

The Promotions Ranking Committee (PRC) shall be comprised of Employer representatives 
from each division in OAG. The PRC will rank all promotion candidates office-wide in 
accordance with procedures outlined in the Office Order establishing the PRe. The PRC shall be 
governed by the specific provisions set forth in applicable District of Columbia laws and 
regulations. 

Section 4 - Grievance on Failure to Comply with Process 

Attorneys may not grieve a failure to obtain a promotion or failure to appear on a list of 
candidates recommended for promotion. The decision on whether to grant a promotion is within 
the sole and unreviewable discretion of the Attorney General. However, attorneys may grieve 
management's alleged failure to comply with the process outlined in Office Order number 2007­
36, later orders or section 2 above. 
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Section 5 - Filling Vacancies 

A. Whenever an attorney vacancy exists within OAG, other than a temporary opening, in 
any existing job classification or as the result of the development or establishment of a new job 
classification, Employer shall provide a copy to the Union which shall post such vacancy notice 
on all Union bulletin boards. The Employer shall also post the announcement electronically 
through the use ofagency-wide e-mail no later than ten (10) working days prior to the closing 
date. A copy of the notices of OAG job openings will be provided to the appropriate Union 
Steward at the time ofposting. 

B. During this period, employees who wish to apply for the position, including employees 
on layoff, may do so. The application shall be in writing, and may be submitted by electronic 
mail, any official District online application system or in person to the appropriate Personnel 
Office. 

Section 6 - Job Qualifications 

Management has the right to determine job qualifications. Where the Employer has considered 
the recommendations of the PRC and has determined that two or more employees/applicants for 
a position are equally qualified to perform the duties of the position, the selection shall be made 
by the Employer from the designated qualified candidates. The Employer may also reject all 
candidates on the list and may request a new list. 

Section 7 - Additional Duties 

Issues involving changed or additional duties assigned to an employee, within hislher present 
position, shall be considered in accordance with District government position classification 
guidelines set forth in the District Personnel Manual and any other applicable District of 
Columbia law. 
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ARTICLE 25 

TIMELY RECEIPT OF CORRECT PAY AND EXPENSE REIMBURSEMENTS 


Section 1 - Tardy or Non-Receipt of Pay 

A. Employer shall use its best efforts to take all action necessary to correct tardy receipts or non-
receipts of employee paychecks due to electronic, delivery, or other pay errors within its control. 

B. Employer shall use its best efforts to take all action necessary to assist in correcting tardy 
receipts or non-receipts of employee paychecks due to electronic, delivery, or other pay errors when 
the specific error or needed correction is not within its control. 

Section 2 - Pay Errors 

Employer shall expeditiously use its best efforts to take all action necessary to correct all other 
paycheck errors including those concerning benefits, sick leave, annual leave and various deductions. 
In any event, the Employer shall correct all pay errors no later than two (2) weeks following the 
identification ofthe error by the employee or the Employer. In the event that pay errors continue to 
exist more than two pay period after Employee provides notice to the appropriate Employer 
representative and the delay results due to no fault ofEmployee, Employee shall receive four (4) 
hours ofadministrative leave. 

Section 3 - Timely Receipt of Pay, Pay Increases, Bonuses and Reimbursements 

A. Employer agrees to use its best efforts to ensure that pay increases, including but not limited 
to those resulting from step increases, promotions, bonuses and other salary increases, are paid on the 
effective date. To this end, Employer shall, among other things, use its best efforts to ensure that 
paperwork needed to implement such increases is completed within a reasonable time ofthe 
proposed effective date of the action and shall process the proposed action as expeditiously as 
possible, to avoid or minimize any delay in implementation. 

B. The Employer must pay all pay increases, including but not limited to those resulting from 
step increases, promotions, bonuses and other salary increases no later than two (2) pay periods 
following the effective date ofthe increase. 

Section 4 - Timely Reimbursement of Expenses 

Employer shall use its best efforts to take all necessary action to ensure that reimbursement ofpre­
authorized expenses related to the employee's employment, including but not limited to travel and 
education expenses, is paid within thirty (30) days of submission ofa proper request. 

Section 5 - Audits 

In the event Employee requests an audit ofpay and benefit records because oferrors made in their 
computation, Employer shall complete such audit and transmit the results to the requesting employee 
within ten (10) business days or shall provide the employee a reason why additional time is required 
and shall give a projected date ofcompletion. 
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ARTICLE 26 
GENERAL PROVISIONS 

Section 1- Work Rules 

Employees will be advised ofverbal and written work rules that they are required to follow. The 
Employer agrees that proposed new written work rules and the revision of existing written work 
rules shall be subject to notice and consultation with the Union. 

Section 2 - Identification Device 

The Employer agrees that the employee has a right to participate and identify with the Union as 
his/her representative in collective bargaining matters. Therefore, the Employer agrees that such 
identification devices as emblems, buttons and pins supplied by the Union to the employees 
within the bargaining unit may be worn on their clothing except when appearing in court or 
before any administrative tribunal or other government agency on behalf of the Employer. 

Section 3 - Distribution of Agreement 

The Employer and the Union agree to electronically distribute the fully executed version of this 
contract to all management and covered employees upon execution ofthe contract by the parties. 

Section 4 - Office Space 

Employer will consider the attorney client and other privileges in providing space. Office space 
will be identified by OAG and assigned by the Union. Employer determines space, division and 
section allocation, as well as what offices are available for bargaining unit employees. Employer 
will afford the Union the advance opportunity to consult over the design of new office space at 
each step of the design process. The parties acknowledge that this does not interfere with 
management's final authority to determine the final design. 
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ARTICLE 27 

COMPUTATION OF TIME 


All time frames referenced in this Agreement shall be interpreted as business days, unless 
otherwise specified. 

ARTICLE 28 

GRIEVANCE AND ARBITRATION PROCEDURES 


Section 1-Definitions 

A grievance under this section is an allegation that the other party has violated a provision ofthis 
Agreement. RlFs, furloughs, disciplinary actions and performance rating appeals are excluded 
from the definition of grievance under this section and such disciplinary actions and ratings are 
not subject to challenge, review or arbitration under the grievance and arbitration procedures of 
this section. The grievability of disciplinary actions and performance evaluations is governed by 
other parts of this Agreement and the Compensation Agreement. 

Section 2 - Performance Ratings 

Any performance rating may be appealed within thirty (30) calendar days of receipt by the 
employee to a three-person committee established by the Attorney General. The committee shall 
be empowered to review the basis for a direct supervisor's rating, conduct a hearing, receive 
written briefs, and issue a written decision which shall approve, modify, or reject a performance 
rating. Any decision by the Committee shall be appealable to the Attorney General within thirty 
(30) calendar days of receipt of the decision by the employee. The Attorney General's decision 
shall be final and no further appeal shall be allowed under this Agreement. If the committee 
does not act within thirty (30) calendar days of the appeal, the evaluation may be appealed to the 
Attorney General who shall issue a decision within fifteen (15) calendar days thereafter. If the 
Attorney General does not act within fifteen (15) calendar days, unsatisfactory evaluations may 
be appealed under the provisions of this Article within fifteen (15) calendar days. The Attorney 
General shall establish procedures for appeals under this Article to the committee and to the 
Attorney General. 

Section 3 - General Provisions 

Other than a disciplinary action and evaluations, any grievance that may arise between the 
parties involving an alleged violation of this Agreement, shall be settled as described in this 
Article unless otherwise agreed to in writing by the Union President and the Attorney General or 
hislher designee. 

Section 4 - Information Requests 

Both parties shall provide all information determined to be reasonable and needed by the other 
party for processing of a grievance after a request by the other party within a reasonable amount 
of time. 
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Section 5 - Procedure 

This procedure is designed to enable the parties to settle grievances at the lowest possible 
administrative level. Grievances must be filed at the lowest level where resolution is possible. 
Therefore, all grievances shall ordinarily be presented to the immediate supervisor unless it is 
clear that the immediate supervisor does not have authority to deal with the grievance and that it 
should be filed elsewhere. The Union may request a face-to-face meeting with the appropriate 
management representative who is delegated authority to deal with the grievance at each step. 
The parties agree to endeavor to engage in productive meetings to resolve a grievance. 

Nothing in this Agreement shall be construed as precluding discussion between an employee, the 
Union and the appropriate supervisor over a matter of interest or concern to any of them prior to 
the initiation of a grievance. Once a matter has been made the subject of a grievance under this 
procedure, nothing herein shall preclude any party (the Union, the Employer or the Employee) 
from attempting to resolve the grievance informally at the appropriate level. 

Step 1: The employee and/or the Union shall take up the grievance, in writing, with the 
employee's immediate supervisor within ten (10) business days from the date of the occurrence 
or when the employee or the Union knew or should have known of the occurrence. The written 
grievance shall be clearly identified as a grievance submitted under the provisions of this Article, 
and shall list the name of the grievant or grievants, the contract provisions allegedly violated, the 
basic facts, issues, or concerns giving rise to the grievance, the date or approximate date and 
location of the violation and the remedy sought. The supervisor shall address the matter and 
shall respond, in writing, to the Steward and/or the employee within ten (10) business days after 
the receipt of the grievance. 

Step 2: If the grievance has not been settled, or the supervisor has failed to respond, it may be 
presented in writing by the Union to the second level supervisor within ten (10) business days 
after the Step 1 response is due or received, whichever is sooner. The second level supervisor 
shall respond to the Union in writing within ten (10) business days after receipt ofthe written 
grievance. 

Step 3: If the grievance is still unresolved, or the supervisor has failed to respond, it may be pre­
sented in writing by the Union to the Attorney General or hislher designee within twenty (20) 
working days after the Step 2 response is due or received, whichever is sooner. The Attorney 
General or hislher designee, shall respond in writing to the Union within twenty (20) business 
days after receipt of the written grievance. 

Step 4: If the grievance is still unresolved, or the Attorney General or hislher designee has failed 
to respond, the Union may by written notice request arbitration within twenty (20) business days 
after the reply at Step 3 is due or received whichever is sooner. 

A grievance filed by the Union on a matter involving more than one division within OAG, may 
be filed with the Attorney General or hislher designee at Step 3. The grievance must be filed 
within ten (10) business days from the date of the occurrence giving rise to the grievance or 
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when the Union knew or should have known of the occurrence. 

When mutually agreed by the parties, grievances on the same matter on behalf of two (2) or more 
employees may be processed as a single grievance for the purpose of resolving all the 
grievances. 

A grievance filed by the Union which does not seek personal relief for a particular employee or a 
group of employees, but rather expresses the Union's disagreement with management's 
interpretation or application of the Agreement and which seeks an institutional remedy shall be 
filed at Step 3 within ten (10) business days from the date of the occurrence or when the Union 
knew or should have known of the occurrence to the extent reasonably possible. 

A grievance filed by the Employer should be filed directly with the Union President within ten 
(l0) business days from the date of the occurrence or when the Employer knew or should have 
known of the occurrence giving rise to the grievance. The Union President shall have ten (10) 
business days to respond. If the Employer's grievance is still unresolved, or the Union President 
or hislber designee has failed to respond, the Employer may by written notice request arbitration 
within twenty (20) business days after the Union's reply is due or received whichever is sooner. 

A grievance concerning a continuing violation of this Agreement may be filed at any time during 
the existence of the alleged violation of this Agreement. 

Section 6 - Selection of the Arbitrator 

The arbitration proceeding shall be conducted by an arbitrator selected by the Employer and the 
Union. The Federal Mediation and Conciliation Service (FMCS) shall be requested to provide a 
list of seven (7) arbitrators from which an arbitrator shall be selected within seven (7) calendar 
days after receipt of the list by both parties. Both the Employer and the Union may strike three 
(3) names from the list using the alternate strike method. The party requesting arbitration shall 
strike the first name. The arbitration hearing shall be conducted pursuant to the FMCS 
guidelines unless modified by this Agreement. 

Section 7 - Authority ofthe Arbitrator 

The jurisdiction and authority of the arbitrator and hislber opinion and award shall be confined 
exclusively to the interpretation or application of the express provisions of this Agreement at 
issue between the Union and the Employer consistent with applicable law and regulation. 
Helshe shall have no authority to add to, detract from, alter, amend, or modify any provision of 
this Agreement; or to impose on either party a limitation or obligation not explicitly provided for 
in this Agreement. The written award of the arbitrator on the merits of any grievance 
adjudicated within his jurisdiction and authority shall be final and binding on the aggrieved 
employee, the Union and the Employer, subject to either party's appeal rights to the Public 
Employee Relations Board and the Superior Court of the District of Columbia. 

Section 8 - Decision of the Arbitrator 
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The arbitrator shall be requested to render hislher decision in writing within thirty (30) calendar 
days after the conclusion of the arbitration hearing. 

Section 9 - Expenses of the Arbitrator 

Expenses for the arbitrator's services and the proceeding shall be borne equally by the Employer 
and the Union. However, each party shall be responsible for compensating its own 
representatives and witnesses. If either party desires a record of the arbitration proceedings, it 
may cause such a recording to be made, providing it pays for the record and makes copies 
available without charge to the other party and the arbitrator. 

Section 10 - Time Off For Grievance Hearings 

The employee, Union Steward and/or Union representative shall, upon request, be permitted to 
meet and discuss grievances with designated management officials at each step of the Grievance 
Procedure within the time specified consistent with Section 4 of Article 6 on Union Stewards. 

Section 11 - Time Limits 

All time limits following the initiation of any grievance set forth in this Article may be extended 
by mutual consent, but if not so extended, must be strictly observed. If the matter in dispute is 
not resolved within the time period provided for in any step, the next step may be invoked. The 
appropriate representative of either party shall not unreasonably deny a request for an extension 
oftime if the request is made in writing by the original deadline date. The parties may mutually 
agree in writing to waive Steps 1 and/or 2 of the procedure described in this Article. 

Section 12 - Termination of Grievance 

A grievance shall terminate when either party terminates its own grievance, when both parties 
consent or for failure to meet contractual time limits. The termination of a grievance shall not 
prejudice either party from reinstituting a grievance at a later date. 

Section 13 - Exclusions 

Matters not within the jurisdiction of the Employer will not be processed as a grievance under 
this Article unless the matter is specifically included in another provision ofthis Agreement or 
the Compensation Agreement. 
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ARTICLE 30 
DISCIPLINE AND DISCHARGE 

Section 1 ** Disciplinary Actions 

A. Assistant Attorneys General (HAAG") in the bargaining unit are appointed to serve the 
District of Columbia consistent with the provisions of the Legal Service Act. An AAG may be 
subject to disciplinary action, including reprimand, suspension (with or without pay), reduction in grade 
or step, or removal for unacceptable performance or for any reason that is not arbitrary or capricious. 
Disciplinary actions shall be processed in accordance with Section 3614, Chapter 36 ofthe D.C. 
Personnel Regulations. The Employer shall provide the Employee with ten (10) calendar days 
advance notice, consistent with the notice provisions of Chapter 36 of the D.C. Personnel 
Regulations, of any proposed discipline, with the exception of summary removal. The proposed 
notice of discipline will also be sent to the Union. 

B. Notwithstanding Section 1A herein, the Attorney General, may summarily suspend or remove a 
bargaining unit member, in accordance with Sections 1616 and 1617 ofthe DPM, when the employee's 
conduct: 

1. 	 Threatens the integrity ofgovernment operations; 

2. 	 Constitutes an immediate hazard to the agency, to other District employees, or to the 
employee; or 

3. 	 Is detrimental to public health, safety, or welfare. 

C. Upon request, an employee subject to any disciplinary action shall be allowed access to 
his or her officer, at a mutually agreeable time, to retrieve personal items. 

D. Ifthere is no appeal pursuant to the provisions herein, the Attorney General's decision shall be the 
fmal agency decision. 

Section 2 -- Appeal Procedures 

After the Attorney General issues an administrative decision in accordance with §3614, Chapter 
36 of the D.C. Personnel Regulations, the Union, on behalf of the Employee, may appeal the 
Attorney General's suspensions often days or more, including demotions and terminations, 
within ten (10) business days of the Attorney General's decision. This time limit may be 
extended by mutual consent of the parties, but if not so extended, must be strictly observed. An 
appeal to the OEA shall stay the time limits for invoking a review by the Mayor under Section 
3614, Chapter 36 of the D.C. Personnel Regulations. The Attorney General's decision in 
connection with a suspension of less than ten days or any other corrective action is final and not 
subject to appeal. 
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Section 3 -- Stay of Disciplinary Action 

The filing ofan appeal shall not serve to stay or delay the effective date ofthe Attorney General's final 
administrative decision. 

Section 4 - Standard of Review and Authority of the OEA 

A. The OEA Hearing Officer's jurisdiction and authority and opinion shall be confined 
exclusively to suspensions often days or more, and shall be an advisory decision concerning whether 
the Employer's decision to discipline is: (1) a result ofthe Employee's unacceptable performance, (2) 
for any reason that is not arbitrary or capricious in accordance with § 106.S6(a) ofthe Legal Service 
Act, or (3) both. 

B. The OEA Hearing Officer does not have authority to modify, amend, or rescind any 
disciplinary action or to impose any back-payor other fmancial obligation on the Employer resulting 
from the disciplinary action. 

Section 5 -- Time Limits 

All time limits set forth, in this Article must be strictly observed. If the Union fails to pursue any step 
within the time limit then it shall have no further right to continue the appeal. 

Section 6 - Extension of Time Limits 

All time limits set forth in this Article may be extended by mutual consent, but if not so 
extended, must be strictly observed. If the matter in dispute is not resolved within the time 
period provided for in any step, the next step may be invoked. However, if a party fails to pursue 
any step within the time limit, then he/she shall have no further right to continue the grievance. 
The appropriate representative of either party shall not unreasonably deny a request for an 
extension of time if such request is made in writing by the original deadline date. The parties 
may mutually agree in writing to waive Steps 1 and or 2 of the procedure described in this 
Article. 

Section 7 -- Substitution of Binding Arbitratiou Procedures 

In the event that the Council of the District of Columbia legislatively establishes a binding 
arbitration process concerning discipline and discharge for any unit employees in the Legal 
Service, the parties agree to reopen negotiations solely to rescind this Article to the extent of any 
conflict and incorporate the binding arbitration process into this Agreement to the maximum 
extent possible. 
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ARTICLE 31 

SAVINGS CLAUSE 


SECTION A 


In the event any article, section or portion of this Agreement is held to be invalid and 
unenforceable by any court or other authority of competent jurisdiction, such decision shall apply 
only to the specific article, section, or portion thereof specified in the decision; and upon 
issuance of such a decision, the Employer and the Union agree to immediately negotiate a 
substitute for the invalidated article, section or portion thereof to the extent possible. 

SECTIONB 

The terms of this Agreement supersede any subsequently enacted D.C. laws, District Personnel 
Manual (DPM) regulations, or departmental rules concerning non-compensation covered herein 
for the term of this agreement. 

ARTICLE 32 

INCORPORATION OF COMPENSATION AGREEMENT TERMS 

The terms and conditions of the Compensation Agreement between the Office of the Attorney 
General and the American Federation ofGovernment Employees, Local 1403, AFL-CIO, 
effective October 1,2013, through September 30, 2017, (Compensation Agreement), are 
incorporated by reference into this Agreement. The provisions of the Compensation Agreement 
shall control to the extent of any inconsistency. 

ARTICLE 33 

DURATION AND FINALITY 


Section 1 -- Effective Date 

This agreement shall be implemented as provided herein subject to the requirements of Section 
1715 of the District of Columbia Comprehensive Merit Personnel Act D.C. Official Code, § 1­
617.15(a), (2012 Repl.). This Agreement shall be effective on the date provided by law (i.e., 
when it is approved by the Council or as otherwise effective pursuant to D.C. Official Code § 1­
617.17 (2012 Repl.)) and shall remain in full force and effect until September 30, 2017, or until a 
new non compensation agreement becomes effective. Notice to reopen the Agreement shall be 
provided as required by D.C. Official Code § 1- 617.17 (f)(1)(A)(i) (2012 Repl.). 

Section 2 - Finality 

This Agreement was reached after negotiations during which the parties were able to negotiate 
on any and all negotiable non-compensation issues, and contains the full agreement of the parties 
as to all such non-compensation issues that were or could have been negotiated. 
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On this ~ day of ......_'f-J_,.I_:_i__, 2014 and in witness to this Agreement, the parties hereto 
set their signatures. 

FOR THE DISTRICT OF COLUMBIA FOR THE AMERICAN FEDERATION 
GOVERNMENT OF GO,,~ERNMENT, ~M~~Q~EES 

L,OCj 14["",, .' ,-/ 
,I CC
'- I ~ " " 

\.....-.~ . 

Irv' B. Nathan, Attorney General Shana Frost, Acting President 
Office of the Attorney General AFGE, Local 1403 

~~ d]/Itr,J}L
Nadine C. Wilburn, Robert A. DeBerardinis, Vic 
Chief Counsel, Personnel, Labor & AFGE, Local 1403 
Employment Division 
Office of the Attorney General 

Bargaining 

Dean Aqui, Attorn dvisor 
Office of Labor Rations & Collective 
Bargaining 
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