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GLOSSARY

1.  PURPOSE.  This regulation establishes policy, assigns responsibilities, and prescribes procedures which will permit, at the employee's request, a review of the following:

     a.  Any dissatisfaction the employee may have with any aspect of his/her working conditions, relationships, or employment status.

     b.  Any personnel action which has, or may have, the effect of putting the employee in a less favorable position than that which was enjoyed prior to the action.

     c.  Matters specifically excluded from coverage under this regulation are grievances arising from:

         (1)  The content of established agency regulations and policy.

         (2)  Any matter covered by a negotiated grievance procedure or subject to formal review and adjudication by the Merit Systems Protection Board (MSPB), the Office of Personnel 

Management (OPM), the Federal Labor Relations Authority (FLRA), or the Equal Employment Opportunity Commission (EEOC).

         (3)  Any matter which the employee files under another review procedure, a reconsideration procedure, or a dispute resolution process within Department of Defense.

         (4)  Nonselection for promotion from a group of properly ranked and certified candidates or failure to receive a noncompetitive promotion.

         (5)  Notices of actions which would otherwise be grievable or appealable if effected. 

         (6)  The substance of any employee's performance elements, standards, and/or work objectives.

         (7)  Determinations concerning performance or incentive awards, retention allowances, supervisory differentials, critical position pay, or dual compensation waivers.

         (8)  Any action taken under a voluntary, formal agreement involving geographic relocation or return from an overseas assignment.

         (9)  Termination of a probationer, return of an employee serving supervisory or managerial probation to a nonsupervisory or nonmanagerial position, or separation or termination of any employee during a trial period. 

         (10)  For Senior Executive Service (SES) employees, reassignment following receipt of any unsatisfactory rating, return to another pay system during the 1-year period of probation or for less than fully successful executive performance, and failure to be recertified, conditional recertification, or termination during probation for unacceptable performance.
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         (11)  Termination or expiration of a term or temporary appointment or promotion, whether in the competitive or excepted service, in accordance with the conditions of the appointment or promotion, provided the employee was informed in advance of the temporary nature of the appointment or promotion and is returned to his or her former or equivalent position.

         (12)  SES performance evaluations and awards (including meritorious or distinguished executive rank awards) and SES or Senior Level pay rate increases.

         (13)  A separation or termination action, except as provided in paragraph 1(d), and any action taken under 32 U.S.C. 709(e) involving National Guard Technicians.

    d.  Nonpreference eligible employees covered by the Civilian Intelligence Personnel Management System (CIPMS), Title 10, U.S. Code, Section 1590, may grieve their removal, suspension, reduction in grade or pay, or furlough for 30 days or less, if they have completed 1 year of current continuous service in the same or similar position in DOD under other than a temporary appointment of 2 years or less.  The termination of a CIPMS employee under Section 1590(e)(1) of Title 10, United States Code is not covered.  In case of a grievance over a removal of a CIPMS employee covered by this procedure, an impartial hearing is normally conducted (such hearings may be provided on a reimbursable basis by the Defense Civilian Personnel Service's Office of Complaint Investigations (OCI) at the request of an activity).

   e.  Employee Coverage:  

       (1)  Nonbargaining unit employees, i.e., supervisors, managers, employees or groups of employees who are not members of a bargaining unit.

       (2)  Bargaining unit employees are covered by this regulation if a matter covered by it cannot be grieved under their negotiated grievance procedure (NGP) either because an NGP is not in effect at the time or because it does not cover the matter being grieved.

       (3)  Nonappropriated fund employees are not covered.

2.  REFERENCES.  Required Publications:  

     a.  Title 5, Code of Federal Regulations, Part 771.

     b.  Title 5, Code of Federal Regulations, Part 1200.

     c.  Army Regulation 690-300, Chapter 351.

     d.  Army Regulation 690-700, Chapter 751.

     e.  U.S. Army Missile Command Regulation 690-14.
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3.  EXPLANATION OF TERMS.  Special terms used in this regulation are explained in the glossary. 

4.  POLICIES. 

     a.  All employees will be treated fairly and equitably in all respects.  Those who feel they have not been so treated have a right to present their grievances to appropriate officials for prompt consideration and equitable decision.  This right may be exercised by an employee in his/her own behalf or through a personal representative subject to the limitations in paragraph 4.e.(3).  In exercising this right, the employee and his/her representative, if one is chosen, will be free from 

restraint, coercion, discrimination, or reprisal.  Inasmuch as dissatisfactions and disagreements arise occasionally among people in any work situation, the occasional filing of a grievance will not be construed as reflecting unfavorably on the employee's good standing, his/her performance, or his/her loyalty and desirability to the organization.  Also, the occasional filing of grievances does not reflect unfavorably on the quality of supervision, or on the general management of an organization.

    b.  Employees may seek assistance from official sources such as the Civilian Personnel Advisory Center (CPAC) in submitting or resolving grievances.  The CPAC will provide advice concerning 

the employee’s rights, privileges, and obligations under governing regulations.

    c.  A grievance will be closed when the personnel action which was the basis for the grievance is canceled retroactively prior to adjudication of the grievance.

    d.  Withdrawal or termination of a grievance:  

         (1)  A grievance, or portion of a grievance, may be canceled or temporarily suspended at the grievant's request; or

         (2)  By the deciding official if the grievant or grievance is excluded from coverage, or if the grievant fails to provide sufficient detail to identify clearly the matter being grieved or to specify the personal relief requested, or if the grievant requests that disciplinary or other detrimental action 

be taken against another employee, or if the grievant fails to comply with applicable time limits or procedural requirements, or if the employee raises the matter under another formal dispute resolution process.

        (3)  A grievance will be canceled upon termination of the employee's employment with the command/activity unless the personal relief sought by the employee may be granted after termination of his/her employment.

        (4)  A grievance will be canceled upon the death of the employee unless the grievance involved a question of pay.
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NOTE:  Suspension, withdrawal or termination of a grievance must be executed in writing, briefly stating the reasons, and forwarded to relevant party(ies).

    e.  Use of official time and resources:  

         (1)  Employees, if otherwise in an active duty status, shall be authorized a reasonable amount of official time, subject to supervisory approval, to obtain advice/assistance, gather information from official sources (such as representatives of the CPAC), to prepare the grievance (organizing materials, writing and/or typing the grievance), and present the grievance (meet with the grievance examiner or management officials considering the grievance).

        (2)  The grievant will not be entitled to the use of government resources, such as personal computers and printers, typing assistance, or supplies and materials in preparing the grievance.

        (3)  An employee who files a grievance may be accompanied, represented, and advised by a representative of his/her choosing; however, the deciding official may disallow the choice of a representative if it would result in a conflict of interest or position, conflict with mission priorities, or result in unreasonable costs.  For example, representation by a member of the employee's servicing CPAC, a member of the employee's servicing Equal Employment Opportunity (EEO) staff (including EEO Counselors), or an employee of OCI would constitute such a conflict of interest.  The employee must designate a representative in writing and forward the designation through his/her immediate supervisor to the CPAC, ATTN:  AMSAM-PT-CP-CSC. 

Any changing of a representative must be done in writing and forwarded in the same manner to the CPAC.  The same rules of conduct and procedures, including use of official duty time if 

the representative is a Department of the Army (DA) employee, that apply to the employee will apply to the representative.  The DA policy does not permit command/activity designation of a 

representative or require an employee or individual to serve as a representative.  All arrangements for a representative must be made by the employee presenting the grievance.

        (4)  Any DA employee called as a witness whose testimony, in the judgement of the examiner, is necessary to the development of facts, will be considered to be in a duty and pay status during such participation.

        (5)  Employees will, upon request, be furnished information from official records which has a bearing on their grievance, provided such request is consistent with governing laws and regulations.  In addition, they will be provided full access to, when feasible, extracts or copies of all applicable regulations and official directives.

    f.  All performance appraisal grievances by nonbargaining unit employees will be handled in accordance with paragraph 6 of this regulation, except that the deciding official will be the 

Chief of the Primary Organizational Element (POE) immediately below the activity commander having authority to resolve the grievance.  If this person is the senior rater, the deciding official will be the activity commander.  The commander's decision is final and not subject to review within the Department of Army.
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    g.  Full compliance will be accorded to agreements negotiated with labor organizations having exclusive recognition for employees of the unit to which the agreement applies.

5.  RESPONSIBILITIES.  

     a.  Supervisors are responsible for:  

         (1)  Maintaining a positive work atmosphere in which most grievances are resolved informally.

         (2)  Ensuring that employee grievances are handled fairly and promptly.

         (3)  Requesting advice/assistance from CPAC whenever necessary.

    b.  Employees are responsible for:  

        (1)  Taking job-related problems to their supervisors.

        (2)  Promptly notifying the immediate supervisor when the grievance procedure is being invoked.

        (3)  Complying with the procedures and time limits in this regulation.

        (4)  Cooperating with management and the OCI examiner, if investigation or hearing of the grievance is necessary.

    c.  The Civilian Personnel Officer is responsible for providing management and employees, upon request, information regarding personnel laws and regulations, privileges, obligations of supervisors and employees, and assuring regulatory compliance.

6.  GRIEVANCE PROCEDURES.  

     a.  Steps for filing grievances:

         (1)  First Step - Problem Solving:


   (a)  An employee must present, in writing, any work-related problem to his or her immediate supervisor, before filing a formal grievance.  If the problem involves a matter or action 

directly involving that supervisor, the employee may present it to the next level supervisor.  The grievance package will contain the following information:  employee’s name and the name of the 

representative (if any); the specific nature of the grievance, including policies and/or the regulation(s), as may be appropriate under applicable law (to include specific paragraph, 

subparagraph, etc.; an explanation specifying how, when, and to what extent the policies and/or regulation(s) were violated; and the personal relief sought.  The problem must be presented within 
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15 calendar days following the date of the act or event creating the problem, or the date the employee became aware of (or reasonably should have become aware of) the act or event.  The 

employee may present a matter of concern regarding a continuing practice or condition at any time.


   (b)  A supervisor must consider the employee's problem and attempt to resolve it, even though it may not be covered by the administrative grievance procedure.  However, if the 

supervisor believes the matter is not covered, the supervisor should so inform the employee.  Coverage may be addressed as an issue in the formal grievance process.


   (c)  The problem-solving process will normally be concluded within 30 calendar days.  In any event, a final determination on the employee's problem shall be issued no later than 45 calendar days, absent mutual agreement to extend the time limit, from the date it is first raised.  The determination will be written and will address the issues and personal relief as well as the process for pursuing the grievance to the Second Step.  NOTE:  At any point during the grievance process, an intervening level supervisor(s) may intervene and meet with the employee and his/her representative, if any, in an attempt to resolve the problem.

        (2)  Second Step:

           (a)  If the grievance is not resolved as a result of the first step discussion, the employee or his/her representative must inform the supervisor in writing, within 7 calendar days after concluding the First Step that he/she wishes to proceed to the Second Step.  The employee may elect to have a peer panel.  If peer panel review is elected, the employee will nominate four employees (of no lesser grade and who are not supervised by the First Step deciding official), and the Second Step deciding official shall select three from these to serve.




          (b)  After notification that the grievance will go to the Second Step, the supervisor will make arrangements for a meeting to discuss the matter within 10 calendar days, absent mutual 

agreement to extend the time limit.  The meeting will be attended by the employee, his/her representative, if any, the supervisor, peer panel members, if any, and the official (below the activity commander) having authority to make a decision on the matters involved in the grievance.  Management will also have a technical representative from the CPAC present.  IF THE DECISION-MAKING AUTHORITY SENDS A REPRESENTATIVE TO THE MEETING, THAT REPRESENTATIVE MUST BE DELEGATED AUTHORITY TO MAKE A DECISION ON THE MATTER.  SUCH DELEGATION WILL BE MADE A MATTER OF RECORD AND 

ATTACHED TO THE SECOND STEP DECISION.

        (c)  The consideration afforded the grievance during this discussion will be informal; however, an MFR will be prepared by the official holding the meeting, summarizing the grievance and 

the relief sought, the consideration given, the conclusions reached, and the course of action decided upon during the meeting.  (See Appendix for sample MFR).  Where peer panel members are in attendance, each member must submit, within 5 calendar days, their written comments and conclusions to the Second Step deciding official.  If the Second Step deciding official accepts the conclusions of the majority of the panel members in rendering his/her decision, the decision shall be final.  If the Second Step deciding official does not accept the conclusions of the majority of the panel, the MFR will advise the employee of his/her right to submit a formal written grievance

through supervisory channels, to the activity commander having authority to resolve it, ATTN:  AMSAM-PT-CP-CSC (or appropriate servicing activity).  The MFR will also state the time limits 
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(10 calendar days, absent mutual agreement to extend the time limit, after receipt of the MFR) for submitting the grievance.  All parties will be given a copy of the MFR within 7 calendar 

days, absent mutual agreement to extend the time limit, after the meeting is completed.  Failure to do so will permit the employee to file a formal Third Step grievance on the 11th day.

        (3)  All grievances must be submitted through the First and Second Steps prior to submission at the formal Third Step, except for the following:

           (a)  In certain instances, when management officials and the employee agree that the steps of the informal procedure would serve no useful purpose, either one or both steps may be waived. 

For example, steps may be waived if the employee and the supervisor have recently discussed the matter fully, but failed to reach a solution.  When both parties agree to waive one or both informal steps, the supervisor will document the reason for the waiver.  The employee, supervisor, and, if applicable, the Second Step deciding official will sign the waiver.  The waiver will then become a part of the grievance file.

          (b)  Grievances involving withdrawal of a letter of reprimand, suspensions for 14 calendar days or less, management-directed reassignment, and review of terminations and suspensions 

of nonpreference eligible employees in the Excepted Service who have not less than 1 year of continuous service, may be filed beginning with the Third Step of this procedure, within 15 calendar days of the decision or occurrence being grieved.

      (4)  Third Step

         (a)  An employee may file a formal, written grievance, through supervisory channels, with the designated deciding official ("activity commander" as defined in the Glossary) when a problem is not resolved during the problem-solving process (First Step) or Second Step, or where there is an agreement to bypass that process and invoke the formal Third Step procedure.  The deciding official must not have been involved in the grievance or the matter being grieved or occupy a position subordinate to any official involved in the matter.  The deciding official will determine whether to join similar or identical grievances, whether to approve/disapprove the grievant’s choice of representative, and how much official time shall be granted to the grievant and his/her representative, if any.  Additionally, the deciding official will determine whether to investigate a 

grievance by appointing an investigator, a team of investigators, or by personally investigating.  If the deciding official chooses, he/she may forward the grievance to OCI for assignment of an examiner; however, referral to OCI will occur only in unusual cases.  If the grievance is sent to OCI, the transmittal statement must be accompanied by DD Form 448, Military Interdepartmental Purchase Request (MIPR) for travel/per diem/grievance examination fee of $1,800.  
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         (b)  An employee's grievance must be signed, dated, and contain a sufficiently detailed statement of the specific issues(s) and the personal relief sought; copies of any documents 

in the employee's possession related to the grievance; and the name, address, and telephone number of the employee's representative, if any.  Issues raised by the employee in any other grievance, appeal, or complaint are not grievable under this procedure.

         (c)  The supervisor at each level through which the grievance passes will forward it promptly, or if in his/her judgment, the decision made or action taken was unjust and unwarranted, he/she may return the case to the appropriate lower level supervisor for necessary remedial action.  The employee will be advised of such action taken, and if acceptable to him/her, the case will be considered closed.

        (d)  The deciding official shall fully and fairly consider the grievance and issue a written decision to the grievant, to include the basis for the decision.  The decision shall be issued as soon as possible but no later than 90 calendar days from the filing of the grievance.  The deciding official may extend timeframes when warranted by special circumstances (e.g., when those involved are geographically dispersed, or if investigation by OCI is requested).  However a grievance decision should be rendered no later than 120 calendar days from the filing of the grievance, absent mutual agreement to extend this time limit to accommodate resolution of the dispute.

        (e)  Wherever possible, the deciding official should rule on the merits of a grievance.  However, the deciding official may cancel or temporarily suspend a grievance, or the appropriate 

portion of a grievance, if the grievant requests such action, the grievance is excluded from coverage, the grievant fails to provide sufficient detail to identify clearly the matter being 

grieved or to specify the personal relief requested, the grievant fails to comply with applicable time limits or procedural requirements, requests actions be taken against another employee, 

or raises the same issues under another dispute resolution process.

        (f)  A deciding official’s decision on the merits of the grievance is final and not subject to further review within the Department of Army.  However, an employee may request an individual at the next higher management level to review a decision to cancel a grievance.

        (g)  The activity shall establish and maintain a separate file for each written grievance under this regulation and retain that file for 4 years in accordance with applicable laws, regulations, and records retention schedules.  The file contains all documents or copies of documents related to the grievance.

        (h)  It is the responsibility of the deciding official to obtain official determinations from appropriate Army proponent when the matter deals with foreign allowances, travel, transportation, benefits, and interpretation of regulations and policies, and provide a timely final decision to the grievant.
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    (5)  Grievances involving rating, ranking, and referral under the DA career programs will be submitted in writing by the employee to the CPAC (ATTN:  AMSAM-PT-CP-CSC).  The CPAC will send it to the career referral activity at the major command or Headquarters, DA level, depending upon where the alleged error occurred.  The career referral activity, in coordination with the Career Program Manager or Functional Chief (or respective representative), will try to resolve the grievance.  Within 15 calendar days after receipt of the grievance, the referral activity will send its response through the activity commander to the grievant.  The referral activity's decision is final.

    (6)  Grievances involving Alcohol Drug Abuse Prevention and Control Program (ADAPCP) certification will be submitted to the Chief, Behavioral Medicine Division, Fox Army Health Center.

    (7)  Grievances that challenge decisions made or matters controlled by DA activities other than the grievant's local command will be processed as follows:

        (a)  The employee will submit the written grievance to the servicing CPAC.  The employee must file the grievance within 15 calendar days from the date of the incident giving rise to the grievance, or 15 calendar days from the conclusion of the problem-solving process, if applicable.  The CPAC, within 7 calendar days, will forward the grievance to the DA activity that made the decision or has control over the matter being grieved.

        (b)  Within 30 calendar days of receiving the grievance, the DA activity will issue a final decision through the servicing CPAC to the employee.  Grievances involving the referral process 

for SES positions and SES position change actions not otherwise appealable will be referred to the HQDA SES Office for processing.

    (8)  Relationship of grievances to other procedures.

       (a)  A grievance and an EEO complaint regarding the same matter will not be considered simultaneously.  Regardless of whether a grievance contains an allegation of discrimination, it

will be forwarded to the EEO Office for processing if the employee has filed an EEO complaint related to the same issue(s).

       (b)  When an employee alleges that discrimination on the basis of race, color, religion, sex, age (at least 40), national origin, or physical or mental handicap is involved in a grievance, the matter will be referred to the EEO officer for processing.  If the discrimination issue has been raised in a 

timely manner, the matter will be processed to completion under the EEO complaint procedures, unless the employee wishes to withdraw the allegation of discrimination and pursue the grievance under the procedures set forth in this regulation.  If the EEO officer determines that the discrimination issue is untimely, the grievance will be returned to CPAC for such consideration as may be warranted under the grievance procedure. Filing a complaint under another system does not extend the time limits for filing a grievance.
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    (9)  Grievances covered by this regulation are not subject to review by the Merit Systems Protection Board (MSPB).

7.  APPEALS FROM ADVERSE ACTIONS.  MSPB appeals arising from adverse personnel actions taken under the provisions of Part 752, OPM Regulations, Subpart D (Removal, Suspensions for More than 14 Calendar Days, Furlough Without Pay for 30 days or less, 

Reduction-in-Force, Reduction in Rank or Pay, Denial of Within-Grade Step Increases) are processed in accordance with the following guidelines:

    a.  Time Limits.  An employee may file an appeal at any time after the effective date of the action but not later than 30 calendar days after the effective date (as shown on the Standard Form 50 attached to the letter of decision).  These time limits may be extended only upon showing by the employee that he/she was not notified of the applicable time limts and was not otherwise aware of it, or that circumstances beyond his/her control prevented him/her from filing with the prescribed time limits.

    b.  Contents of the Appeal.  The employee's appeal must be submitted directly to the Chief Appeals Officer, U.S. Merit Systems Protection Board, 401 W. Peachtree St., NW., Suite 1050, 

Atlanta, Georgia 30308.  The appeal must identify the employee by name, title, grade, and organizational unit; state the corrective or remedial action sought; state whether a hearing is requested; and designate a representative, if any.

   c.  Inquiry and Hearing.  The MSPB will conduct such inquiry as is necessary to develop all relevant facts.  The MSPB’s review will be limited to consideration of the merits of the case unless 

the appellant demonstrates the command/activity committed a harmful error in processing the action, or committed a prohibited personnel practice.  Both the employee and management are 

entitled to participate in the hearing, if any, and to produce witnesses.  The employee is entitled to appear at the hearing personally, or be represented or accompanied by his/her representative, if any.

    d.  Decision on Appeal.  The MSPB will issue its decision in writing and send copies to the employee, his/her representative, if any, and to the employee's command/activity.
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APPENDIX 


(PRINT ON YOUR OFFICE LETTERHEAD)

(USE YOUR OFFICE SYMBOL)

MEMORANDUM FOR RECORD

SUBJECT:  Grievance (Employee’s Name)

1.  On __(date)______, ______(Employee's Name)_____ informally presented to me his/her grievance concerning (Briefly state the grievance) _________________.  He/She advised that (Name of Representative), who was also present, will serve as his/her representative.  Since the grievance was not resolved as a result of the First Step, arrangements were made to hold a Second Step discussion on ___(date)_____.

2.  On _____(date)_______, the following personnel met to discuss the grievance in accordance with Step 2 of the grievance procedures:

(If a representative was not present at the First Step meeting, add:  ___(Name of Grievant)___ advised that ___(Name of Representative)___ will serve as his/her representative.)

3.  ___(Name of Participant)___ is the official(s) at the activity below the activity commander* who has authority (or who has been delegated authority) to make a decision on the matter involved in this grievance.

4.  The grievant was advised that he/she should present all issues of his/her grievance and the specific remedial action he/she desires at this time.  If new issues are added or the remedial action requested is changed in the written grievance, if any, the grievance will be returned and the parties 

advised that the Second Step meeting must be reconvened to consider these matters.

5.  Presentation of grievance:

     a.  Issues - (Each must be clearly defined).

     b.  Remedial Action Request - (Must be specific and personal to grievant).

6.  Include comments regarding rejection, if appropriate.  

Following are examples:

     a.  The grievant was advised by _________________ that his/her grievance is untimely in that it was not presented within 15 calendar days after the act giving rise to the grievance.  

(__Grievant___) stated the reasons for the delay were ________________________ and that he/she desires to continue his/her grievance.  The grievant was also informed that his/her reasons for the delay should be set forth in detail in his/her written grievance.  If the reasons are not considered sufficient, when his/her grievance is forwarded to the Third Step deciding official, it may be rejected.

    b.  The grievant was advised by the Second Step deciding official that AMCOMR 690-20 excludes consideration of this matter as a grievance, therefore, it is not a grievable matter.  

Further, if he/she does not withdraw the grievance, when it is forwarded to the Third Step decision official, it may be rejected.  (__Grievant___) stated he/she does not desire to withdraw his/her grievance.

7.  Conclusions reached and course of action decided upon during the discussion:

8.  If (___Grievant___) is not satisfied with this decision, he/she may submit his/her grievance in writing to the Third Step deciding official.  The written grievance must be addressed through supervisory channels to the activity commander*,  ATTN:  Civilian Personnel Advisory Center

(AMSAM-PT-CP-CSC) within 10 calendar days, absent mutual agreement to extend the time limit, after receipt of this decision.

Encl

Delegation of Authority (If appropriate)

CF:

All parties concerned

This decision was                Include on original decision handcarried to the grievant on   (grievant's copy).       ___(date)_____ by __(Name of Supervisor)_____.

*Definitions of "activity commander" are contained in the glossary.
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GLOSSARY

1.  Activity Commander

The Activity Commander for employees in organizations indicated in "Applicability" paragraph is:

     a.  U.S. Army Aviation and Missile Command:  Commander, U.S. Army Aviation and Missile Command.

     b.  U.S. Army Ordnance Missile and Munitions Center and School:  Commandant, U.S. Army Ordnance Missile and Munitions Center and School.

     c.  U.S. Army Medical Department Activity:  Commander, U.S. Army Medical Department Activity.

     d.  U.S. Army Dental Clinic Command:  Commander, U.S. Army Dental Clinic Command.

     e.  U.S. Army Space and Missile Defense Command:  Deputy Commander, U.S. Army Space and Missile Defense Command.

     f.  U.S. Army Milan Army Ammunition Plant:  Commanding Officer, Milan Army Ammunition Plant.

     g.  U.S. Army Materiel Command Management Engineering Activity:  Director, U.S. Army Materiel Command Management Engineering Activity.

     h.  U.S. Army Program Executive Office, Tactical Missiles:  Program Executive Officer, U.S. Army Program Executive Office, Tactical Missiles.

     i.  U.S. Army Program Executive Office, Air and Missile Defense:  Program Executive Officer, U.S. Army Program Executive Office, Air and Missile Defense.

     j.  Office of the Program Executive Officer, Aviation:  Deputy Program Executive Officer, Office of the Program Executive Officer, Aviation.

    k.  Air Defense Command and Control Systems Project Office:  Project Manager, Air Defense Command and Control Systems Project Office.

    l.  Joint Tactical Unmanned Aerial Vehicle Project Office:  Project Manager, Joint Tactical Unmanned Aerial Vehicle Project Office.

    m.  Sentinel Product Office:  Product Manager, Sentinel Product Office.

    n.  Redstone Technical Test Center:  Director, Redstone Technical Test Center.

    o.  Project Manager for Instrumentation, Targets and Threat Simulators:  Targets Management Office - Director, Targets Management Office; Threat Simulation Management Office - Director, Threat Simulation Management Office.

    p.  U.S. Army Materiel Command Logistics Support Activity:  Commander, U.S. Army Materiel Command Logistics Support Activity.

    q.  U.S. Army Engineering and Support Center, Huntsville: Commander, U.S. Army Engineering and Support Center, Huntsville.

    r.  Defense Megacenter Huntsville:  Director, Defense Megacenter Huntsville.

2.  Bargaining Unit Employee

An employee included in an appropriate exclusive bargaining unit as determined by the Federal Labor Relations Authority for which a labor organization has been granted exclusive recognition.

3.  Deciding Official

Normally, the activity commander who can grant the relief sought in the grievance is the Third Step deciding official. However, the deciding official (except when the Secretary of the Army) must be at a higher level than any official previously involved in the grievance.

4.  Employee

A U.S. citizen, appropriated-fund DA employee and/or former employee for whom personal relief may be provided.

5.  Grievance

A grievance is a request by an employee, or group of employees acting as individuals, for personal relief in a matter of concern or dissatisfaction which is subject to the control of management. Included under this definition are such matters as:

     a.  Physical environment in which work is performed.

     b.  Assignments of work within the organizational unit.

     c.  Official Performance Rating (TAPES).

     d.  Request for withdrawal of a letter of reprimand.

     e.  Request for cancellation of suspension of 14 days or less.

     f.  Terminations and suspensions of nonpreference eligibles in the Excepted Service with more than 1 year of current continuous Federal service.

     g.  Management-directed reassignment.

6.  Harmful Error

An error made by the command/activity in applying DA (including local and command level), OPM, or other governing regulatory procedures which, in the absence of correction or cure, might have caused the command/activity to reach a conclusion different from the one reached.  The grievant must show, based on the whole record, that the error was harmful; i.e., caused substantial harm or prejudice to his/her rights.

7.  Major Commander

The term "major commander" as used in this regulation means the next command level other than the activity commander who made the original decision.

8.  Personal Relief

A specific remedy that directly benefits the grievant.  It may not include a request for an action (such as disciplinary action) that affects another employee.

    The proponent agency of this publication is the

    U.S. Army Aviation and Missile Command, Personnel and

    Training Directorate, Civilian Personnel Advisory Center,

    Customer Support C.  Users are invited to send comments      

    to the Commander, USAAMCOM, ATTN:  AMSAM-PT-CP-CSC, 

    Redstone Arsenal, AL  35898-5070

FOR THE COMMANDER:

OFFICIAL:                         CLIFTON J. BRODERICK

                                  Colonel, OD

                                  Chief of Staff

//s//

LINDA B. READUS

Secretary of the General Staff
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