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2004 Full Scale Wage Survey for Central North Carolina  
The United States is divided into local wage areas for pay setting purposes. North Carolina is divided into four wage areas. They are Asheville, Central North Carolina, Charlotte and Southeastern North Carolina. The Central North Carolina wage area covers employees at Fort Bragg.  The Federal Wage System (FWS) was established by law in 1972, and calls for paying Federal Blue-collar workers wages that approximate local prevailing private sector rates for comparable skill levels.  Wage and salary data is collected from randomly selected private sector businesses by teams of data collectors who represent labor and management. In the Central North Carolina wage area, teams work in Goldsboro, Rocky Mount, Fayetteville and the Research Triangle Park to collect data which becomes the basis for pay schedules for FWS salaries paid to employees.

Annual pay schedules for appropriated fund Wage Grade employees are established through wage surveys which are conducted every year in early May by the Fort Bragg Civilian Personnel Advisory Center in coordination with the DOD Civilian Personnel Management Service, Wage and Salary Division, Local AFGE 1770, and all Federal agencies within the Central North Carolina wage area. 

The full scale Federal Wage Survey for the Central North Carolina wage area will be conducted in May 2004. Fort Bragg is designated as the host installation since the largest number of appropriated fund FWS employees in the Central North Carolina wage area are employed at Fort Bragg.

Federal Wage Surveys cover a standard set of industries that include manufacturing, wholesale trade, selected transportation industries and utilities.  A standard set of 22 blue-collar jobs representing common FWS occupations and skill levels is surveyed in each area. 

In some areas, additional jobs are added if there is significant FWS employment.

The Department of Defense Wage Setting Division from Travis Air Force Base, California assists the Local Wage Survey Committee in conducting the survey in May and provides training for data collectors.

The survey will include establishments in the following industries: 

Manufacturing, Public Utilities, Transportation, Communications, and Wholesale Trade.

Firms must have at least 50 employees and be willing to participate.

GRADES AND TITLES OF REQUIRED SURVEY JOBS

1 Janitor (Light) 

2 Janitor (Heavy) 

2 Material Handler  

3 Maintenance Laborer 

4 Packer

5 Helper (Trades)

5 Warehouse Worker

5 Fork Lift Operator

5 Material Handling (Equipment Operator) 

6 Truck Driver (Medium)

7 Truck Driver (Heavy)

8 Machine Tool Operator II

9 Machine Tool Operator I 

9 Carpenter

10 Electrician

10 Automotive Mechanic

10 Sheet Metal Mechanic

10 Pipefitter

10 Welder

10 Machinist

11 Electronics Mechanic

13 Toolmaker

The U.S. Office of Personnel Management defines the wage area as follows:

SURVEY AREA

North Carolina:

Cumberland, Durham, Edgecombe, Harnett, Johnston, Orange, Wake, Wayne, Wilson

AREA OF APPLICATION, SURVEY AREA PLUS:

North Carolina:

Alamance, Bladen, Caswell, Chatham, Davidson, Davie, Forsyth, Franklin, Granville, Guilford, Halifax, Hoke, Lee, Montgomery, Moore, Nash, Northampton, Person, Randolph, Richmond, Robeson, Rockingham, Sampson, Scotland, Stokes, Surry, Vance, Warren, Yadkin

South Carolina:

Dillon, Marion, Marlboro

LOCAL WAGE SURRVEY COMMITTEE

A Local Wage Survey Committee (LWSC) is appointed by the Commander to coordinate all aspects of the survey. The Department of Defense Wage Setting Division nominates the Chairperson. The LWSC is a three-member committee.

Each member of the committee has an alternate. The union having the most FWS employees under exclusive recognition in the wage area is entitled to represent labor on the LWSC. 

The committee serves for a period of two years and represents management and labor concerns and issues. The LWSC plans for, conducts, supervises, reviews and reports on all wages survey functions.

NOTICE OF HEARINGS

The Local Wage Survey Committee will conduct hearings on Friday, February 27, 2004.  Hearings will be held from 9:00 a.m. to 4:00 p.m. in building 2-1414 Jackson Street, CPAC, HRC, and Fort Bragg.  The hearings are public and open to anyone who wishes to attend, including private citizens, individuals from private industry, unions, and employees of state and local governments as well as any Federal employee. 

The LWSC considers information, requests and recommendations concerning changes in the geographic area covered by the wage survey; inclusion of industries not in the standard industry coverage; inclusion of specific establishments in the survey sample with certainty rather than by standard probability selection, and the inclusion of additional survey jobs when specific statistical criteria consistent with the law is met.
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TSP Loan Changes

A $50.00 fee will be deducted from the amount of each new loan.  You will no longer be able to have two general purpose loans as the same time.  You will still be able to have 1 general purpose loan and 1 residential loan.  When you pay off 1 loan, you will not be eligible to apply for another loan for 60 days. 
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180 day Restriction
On December 30, 2003, the Assistant Secretary of the Army (Manpower and Reserve Affairs) rescinded his earlier decisions to retain authority to approve appointments for retired members of the armed forces within 180 days after retirement, except for SES employees.  The National Emergency rules take precedence and, at this time, no waivers are required to hire retired military members of the armed forces within 180 days after retirement at grades GS-15 and below.

The memorandum does require that major Army command commanders and the Administrative Assistant to the Secretary of the Army provide bi-annual reports for activities under their purview.  The first report will be due June 30, 2004 and should identify the activity, title, series, and grade of each civilian position filled by these individuals and the rank, position, and last duty station of the retiree.  
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Annual Weingarten Notice
For those new to the labor relation’s field, a little background may be in order. Title 5 United States Code (USC) section 7114(a)(2)(B), Representation Rights and Duties, provides: 

(2) An exclusive representative of an appropriate unit in an agency shall be given the opportunity to be represented at 

(B) any examination of an employee in the unit by a representative of the agency in connection with an investigation if  

(i) the employee reasonably believes that the examination may result in disciplinary action against the employee; and 

(ii) the employee requests representation. This right is commonly referred to as the "Weingarten" right, based on the U.S. Supreme Court's private sector labor decision in, NLRB v. J. Weingarten, Inc., 420 U.S. 251 (1975). Briefly, this Statutory right provides that when an agency representative questions a bargaining unit employee, and the employee reasonably believes the questioning may result in disciplinary action against that employee and the employee requests union representation, the employee is generally entitled to representation if the investigation continues.  Upon a valid request for union representation from the employee, management has three options: 

1) grant the request and notify the union that a meeting to examine a bargaining unit employee is going to take place and that the employee has requested union representation; 

2) continue the investigation without interviewing the employee; or 

3) offer the employee a clear choice to either continue the interview without representation, or have no interview. Additional information regarding "Weingarten" rights can be obtained in PERMISS at  http://www.cpol.army.mil/permiss/4122.html 
In addition to affording employees these "Weingarten" rights, the Statute, at 5 USC section 7114(a)(3), requires each agency to "annually inform its employees of their rights under paragraph (2)(B) of this subsection." 

That is, each year, management must notify bargaining unit members of their statutory "Weingarten" rights. Typically, this is accomplished around the beginning of the new year. 

Assuming you completed your annual notice last year, you'll probably want to follow the same procedures this year. If your installation has a new labor relations specialist and no one is aware of the procedures followed last year or if you're just feeling a little frisky and want to try something new, here are some suggestions for accomplishing the annual notice: 
1) Prepare a desk drop for all unit employees, quoting the Federal Service Labor-management Relations Statute, section 7114(a)(2)(B);

2) Put a notice in the post newspaper; 

3) Distribute the notice via e-mail to all unit employees; and/or 

4) Post the notice on all organizational bulletin boards. The bottom line is that your installation should employ the method that best ensures the widest distribution of the annual "Weingarten" notice to all bargaining unit employees. Of course, you should always check your collective bargaining agreement to see if it prescribes the procedures to be used for this notification.  If your installation does not have a set procedure for distributing the "Weingarten" notice, you may want to consider discussing the method of distribution with your unions. This is certainly something that can be addressed in a joint labor-management relations committee.  Keep in mind that the "Weingarten" notice is not like a Miranda warning -- management is not obligated to notify unit employees of their right to representation at the time an employee is questioned. Rather, the Statute requires only that we notify our bargaining unit employees once a year regarding this right. You should note, however, that the Federal Labor Relations Authority has found union proposals negotiable that require management to notify an employee of his or her "Weingarten" right whenever an agency representative questions the employee. Should your union raise this type of proposal, we recommend that you not agree to such language.  Of course, since labor relations is a command program, activities are free to accept the union's proposal if they believe it is in their command's best interest - but I would be amazed to hear any valid arguments to do so. 
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Leave Donor Program
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Would you like to assist a co-worker who is in need of annual leave?  Then consider donating annual leave to employees enrolled in the Voluntary Leave Transfer Program.   To donate leave, submit a "Request to Donate Annual Leave to Leave Recipient", OPM FORM 630-A to: Ms. Beth Bailey, Leave Donor Coordinator, CPAC, Human Resource Administration, Bldg 2-1114 or fax to 396-6673.

Francesca Hemphill – IBO-DOC

Larry Barrie, Marcia McLawhorn – 4th POG

Jacqueline Kilensworth; Patrice Johnsons, Mabel Hines, Linda Dickens, Martina Collins - CASBC

Donald Haas - JSOC

Kay Pemberton, Kathryn Mathews, Shirley Thornton, - USAJFKSWCS

Betsy Fachet, Kathleen Forman, Mary Mehan, Janetta McMillan - USASOC

Linda Shelton - RBC

Harry Sobjack - SATMO

Richard Sees - PSBC
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