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A Message From our Commander

Greetings,

Thank goodness spring is here. There is some great information
in this newsletter, from the announcement of the NAF summer
hire program, new information on the Drug Demand program
and information on emergency essential employees. Thank you
for providing our CPO professionals positive feedback that this Inside this issue:
newsletter is welcomed. We always enjoy hearing from our Round ITT—VERA/VSIP
customers, and your feedback has reinforced our dedication to OIM Program

keeping you informed. Have a great spring and enjoy the
beautiful spring in Europe.

Daylight Savings Time

Civilian Drug Reduction
Program

Thanks & Sincerely,

Todd R. Alcott, LtCol, 86 FSS/CC HR Advisory: Civilian
Conduct

AF Personnel Services
Website

HR Advisory:

A Message FI‘Om our Flight Chief CDE Nomination Process

DCPDS Training Dates
Welcome to the Spring Edition of our Newsletter

: ) . . S Military Deposit
This month we want to ensure you’re aware of new instructions and upcoming timelines.

Recently, new AF and USAFE guidance have been released; USAFEI 36-713 establishes
policy and procedures for internal placement as well as external recruitment of non-US
employees in Germany and AFI 36-703, Civilian Conduct, added a new section to include
information on Violence in the Workplace. NAF Midyear Appraisals

Emergency Essential
Personnel Information

- Our NAF Summer Hire program is starting up for June, please see the article on page 6 NAF Summer Hire
- Appraisal Reminder: It’s the time of year to work the NAF mid-year and APF annual
appraisals. The Non-US award cycle is also coming soon. If you have questions, please
contact your EMR specialist. Staffing of Non-US
- OIM training is offered to supervisors; this provides tools to monitor sick absences; Positions
see more on page 2.
- It is also the time of year to review training plans and submit applicants for Civilian Payment of Severity
Developmental Education Allowance (Non-US)
- Don’t forget—Daylight Savings time begins on 25 March—this will impact your civilian
shift workers.

Program

Unfitness For Work vs.
Sickness (Non-US)

Sincerely, Christine Murray, HR Flight Chief
Merit Promotion Program

(Non-US)




Round III—VERA/VSIP

We just closed out our second round of VERA/
VSIP, and while Ramstein did have some
employees who elected to accept a VERA/VSIP to
“save” another employee (or perhaps themselves)
from a potential RIF, there is still much to be
done to reach our FY10 funding targets by the
end of FY12.

To meet this challenge, the Air Force has been
granted a flexibility that will allow the
movement of an Air Force employee across
activity lines to a VSIP-created vacancy at
another activity or installation. That means we
can offer a VERA/VSIP to an employee serviced
by Ramstein to save an employee serviced by
another CPS as long as there is no other
employee at the gaining installation who could
be placed into the VSIP created position. VSIP
offers will be determined first by looking within
the local commuting area. This is a standard
process. If no matches exist, we will work with
our MAJCOM to determine if there are matches
at other USAFE installations.

We will issue the survey for Round III the week
of 1 May 12. Interested employees will be
required to submit their applications to the CPS
no later than 18 May 12 for approval
consideration. Offers will be sent to eligible
applicants by 25 May 12. Retirement applications
will be due to BEST no later than 1 June and
employees approved for separation

retirement will be separated on 31 Aug 12.

As with our last round, we will send the notifications
out through mass e-mails to the organizational com-
manders as well as placing them on our website at:
http://www.ramstein.af.mil/

ramsteincivilianpersonnelflight.asp.

Organizational Integration
Management (OIM)

In an effort to field knowledge of OIM program for
Non US employees and to improve participation at
the supervisory level, the Civilian Personnel Section
is now offering a 3 hour class for all supervisors of
Non US employees. The class will be taught in the
CPS building 2120, second floor room 207/209 on 4
occasions during Apr and May 2012. The course re-
freshes the basic understanding of the German health
insurance system (versus US sick leave), familiarizes
supervisors with legal and tariff provisions in the
area of Non-US sick absence and provides knowledge
of employee rights and obligations. The course focuses
on the supervisor's role and responsibilities as well as
tools for monitoring and controlling sick absence. In
that context, special emphasis will be given to the
OIM Program and other tools to cope with long-term
sick absences. If classes are full, please make sure to
put your name on the waiting list, just so we have
some idea how many additional classes will be re-
quired to provide training to all the supervisors. Since
execution of the OIM program is a German legal re-
quirement, this is a mandatory training course, for all
first line supervisors of Non US personnel. Contact
86 FSS/FSPCR at 480-2167 for more information.

Daylight Savings Time Begins

Daylight savings time begins on the last Sunday in March. On 25 March 12 at 0200,

clocks will be set forward one hour to 0300.

Civilian employees working on a tour of duty

when daylight saving time goes into effect are credited with the actual number of hours
worked on the tour of duty. The hour lost as a result of the change is
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charged to annual leave, compensatory time used, credit hour used, or
leave without pay, whichever is applicable with the employee's request.

Employees may be allowed to work 1 hour beyond the end of their shift.
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For additional information please contact the POC at 480-7608 or 478-
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Air Force Civilian Drug Reduction Program (AFI 44-107)

Changes in AFI 44-107 created quite a stir last year when the number of Appropriated Fund
and Non-Appropriated Fund employees were subject to random drug testing based upon the se-
curity classification of their position.

Recently we received an update to the AFI that again makes substantial changes. Some of the
changes include:

Reference to mandatory drug testing positions coded with a Position Code 5 and/or 7
have been deleted. However, the Testing Designation Position (TDP) requirement still
applies to positions that impact national security, public health and safety, protection of
life and property, or otherwise require a high degree of trust and confidence.

Tentative selectees within the federal or military services will not be required to take a
pre-employment drug test if they are currently in a TDP and moving to a new TDP.
Attachment 3, Air Force Non-appropriated Fund Civilian Drug Testing positions, is de-
leted.

Attachment 2, Air Force Appropriated Fund Civilian Employee Drug Testing Designated
Positions, will now apply to both appropriated and non-appropriated fund positions.
Positions requiring access to Secret, not meeting criteria for other Categories or Types of
positions in Attachment 2 may be testing designated. Instructions for approving such
positions are contained in Attachment 2 under Category II — Preferred TDP, Type 5.
Two occupational series were added as TDPs to Category 1 — Presumptive under Type 2,
Motor Vehicle Operator: 5704, Forklift Operator; and 5705, Tractor Operator.

Type 5, Health and safety responsibilities involving a potentially dangerous instrument
or machine was added to Category III — Discretionary TDP. Two occupational series
were added as TDPs under Type 5; 3816, Metal Hobby Shop Instructor; and 4605, Wood-
working Instructor.

Unless specifically mentioned above, all other requirements for tentative
selectee drug testing remains the same.

To review the AFGM 1in its entirety, click on the E-Publishing Link below:
http://www.e-publishing.af.mil/shared/media/epubs/AFI44-107.pdf

HR Advisory 2012-11: Civilian Conduct and Responsibility

The purpose of this HR Advisory is to announce the publication of Air Force
Guidance Memorandum (AFGM) to AFI 36-703 (AFI36-703 AFGM1), Civilian
Conduct and Responsibility. Compliance with this Memorandum is mandatory.
This guidance adds a new "Section E, paragraph 9-Violence in the Workplace".

Link to HR Advisory:
https://gum-crm.csd.disa.mil/ci/fattach/get/1801946/1332253666/redirect/1



http://www.e-publishing.af.mil/shared/media/epubs/AFI44-107.pdf
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AF Personnel Services Website Video Overview

AFPC has recently released a video tutorial
which introduces new employees to the AF
Personnel Services (AFPERS) website. This
video provides an overview of the knowledge
and applications available to the civilian
workforce and may be incorporated into new
employee in-processing sessions. It can also
be used to refresh existing employees on the
resources available to them on AFPERS.

You can access the video from the AFPERS
front page https://gum-crm.csd.disa.mil/
app/landing. Under "I Would Like To...", click
on "Learn how to Navigate AFPERS", or
Search on "Show Me How". Alternately, this
URL directly links to the video.:

https://gum-crm.csd.disa.mil/

ci/fattach/
get/1786473/1331392713/

redirect/1

You can also access the video from the AF
Portal and the AF Public website using the
URLSs below.

AF Portal: Select "Civilian basics" at this link.

https://www.my.af.mil /gcss-

af/USAF /ep/contentView.do?contentld=c88B
4F00B33ACA0Q0AB0133ADF5524C0128&chan
nelPageld=s6925EC1350690FB5E04408002
0E329A9

AF Public Website:

1. Select "AFPERS Civilian Basics Show Me
How" at:
http://www.afpc.af.mil/afpers vodcasts/inde

X.asp

2. Associated news article is at: http://
www.afpc.af.mil/news/story.asp?
id=123292471

HR Advisory: 2012-13
Civilian Developmental Education (CDE) Nomination
Submission Process

The purpose of this advisory is to provide instructions on the new Civilian Developmental

Education (CDE) submission process.
Link to HR Advisory:

https://gum-crm.csd.disa.mil/ci/fattach/get/1802003/1332254597/redirect/1

DCPDS Training Dates

Are you a new RPA generator for your organization? Been doing it for a while, but keep encountering the
same issues? Feel like you need a refresher? Whatever your reason, if you initiate RPAs please mark
your calendar to attend one of our upcoming training opportunities:

18 Apr 2012 15 May 2012
15 Aug 2012 12 Sep 2012

14 Jun 2012
16 Oct 2012

18 Jul 2012
15 Nov 2012 13 Dec 2012

For more information or to sign up send an email to 86fss.dpccustomerservice@ramstein.af.mil

or call DSN 478-7154.



https://gum-crm.csd.disa.mil/app/landing
https://gum-crm.csd.disa.mil/app/landing
https://gum-crm.csd.disa.mil/ci/fattach/get/1786473/1331392713/redirect/1
https://gum-crm.csd.disa.mil/ci/fattach/get/1786473/1331392713/redirect/1
https://gum-crm.csd.disa.mil/ci/fattach/get/1786473/1331392713/redirect/1
https://gum-crm.csd.disa.mil/ci/fattach/get/1786473/1331392713/redirect/1
https://www.my.af.mil/gcss-af/USAF/ep/contentView.do?contentId=c88B4F00B33ACA0AB0133ADF5524C0128&channelPageId=s6925EC1350690FB5E044080020E329A9
https://www.my.af.mil/gcss-af/USAF/ep/contentView.do?contentId=c88B4F00B33ACA0AB0133ADF5524C0128&channelPageId=s6925EC1350690FB5E044080020E329A9
https://www.my.af.mil/gcss-af/USAF/ep/contentView.do?contentId=c88B4F00B33ACA0AB0133ADF5524C0128&channelPageId=s6925EC1350690FB5E044080020E329A9
https://www.my.af.mil/gcss-af/USAF/ep/contentView.do?contentId=c88B4F00B33ACA0AB0133ADF5524C0128&channelPageId=s6925EC1350690FB5E044080020E329A9
https://www.my.af.mil/gcss-af/USAF/ep/contentView.do?contentId=c88B4F00B33ACA0AB0133ADF5524C0128&channelPageId=s6925EC1350690FB5E044080020E329A9
http://www.afpc.af.mil/afpers_vodcasts/index.asp
http://www.afpc.af.mil/afpers_vodcasts/index.asp
http://www.afpc.af.mil/news/story.asp?id=123292471
http://www.afpc.af.mil/news/story.asp?id=123292471
http://www.afpc.af.mil/news/story.asp?id=123292471
https://gum-crm.csd.disa.mil/ci/fattach/get/1802003/1332254597/redirect/1

Military Deposit

FERS employees can make a military deposit if they wish their military service to be
creditable towards FERS retirement. For periods of active military service prior to
1999, the deposit equals 3% of your military base pay. For periods of service per-
formed during 1999 the deposit equals 3.25%; and during 2000 the deposit equals
3.40%. After 31 December 2000 the deposit returns to 3% of your military base pay.

FERS law provides a 2-year interest-free grace period on military deposits. After the
grace period, interest begins to accrue and is compounded annually; although no in-
terest will be due if the deposit is paid in full before a full year minus one day goes by
following the grace period. The earlier you pay the deposit the less interest you will
have to pay, so the sooner you pay the deposit the better. However, the deposit must

be paid in full before you retire.

Procedures in making a Military Deposit are located at the following link:

https://gum-crm.csd.disa.mil/app/answers/detail/a id/ 17352 /kw/military%

20deposit/r id/100169

You may have heard of “Emergency
Essential” positions and wondered
what that meant. More and more
civilians are needed to support con-
tingency operations. Here is an ex-
planation of what it is, and when it
is appropriate to designate a posi-
tion as Emergency Essential (E-E).

Department of Defense (DOD) Di-
rective 1404.10, paragraph E2.1.5,
defines Emergency Essential (E-E)
positions as one that “is required to
ensure the success of combat opera-
tions or to support combat-
essential systems subsequent to
mobilization, an evacuation order,
or some other type of military crisis.
The position cannot be converted to
a military position because it re-
quires uninterrupted performance
to provide immediate and continu-
ing support for combat operations
and/or support maintenance and
repair of combat-essential systems.”
All civilian employees deploying to
combat operations or crisis situa-
tions are considered E-E. These
positions are typically located over-
seas, or are positions that would

Emergency Essential

require the incumbent to be trans-
ferred overseas during a crisis situa-
tion. An E-E employee can be either
a temporary or permanent employee
with the Department of Defense,
whose position duties meet all of
the following criteria:

1. Provides immediate and con-
tinuing support for combat
operations or to support
maintenance and repair of
combat essential systems of
the armed forces;

Performs that duty in a com-
bat zone after the evacuation
of nonessential personnel,
including any dependents of
members of the armed forces,
from the zone in connection
with a war, a national emer-
gency declared by Congress
or the President, or the com-
mencement of combat opera-
tions of the armed forces in
the zone;

Converting the position to

one authorized to be filled by
a member of the armed forces
is not practicable because of a

necessity for that duty to be
performed without interrup-
tion.

Managers should attempt to fill E-E
positions with employees who vol-
unteer to occupy such positions and
who sign the E-E agreement (DD
Form 2365). There may be an un-
foreseen circumstance, crisis, or
emergency situation making it nec-
essary to identify positions as E-E
that were not previously identified
as E-E. In this situation, employees
may be involuntarily assigned to E-
E positions.

The position description of each E-
E position must be identified as an
E-E position. An example of a
statement designating a position as
E-E can be found in DoD Directive
1404.10. E-E positions must be
documented in Defense Civilian
Personnel Data System (DCPDS),
and vacancy announcements must
identify the position as E-E. Em-
ployees and management must sign
a copy of the DD Form 2365 which
is filed in the Official Personnel
Folder (OPF).
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Air Force NAF Midyear Appraisals

As a reminder to supervisors of NAF employees, midyear feedback is
due for all employees who have held a position for at least 90 days.
Feedback can be recorded on the AF Form 3527 and should be main-
tained in the Supervisor’s Employee Work Folder. It is important to
provide honest and supportive feedback to employees; these can be
used later on during the annual evaluation period as well. If there
are any questions concerning procedures or the evaluation process,
please contact the NAF Human Resources Office at DSN: 480-2672,
or Commercial: 06371 47 2672.

ummer
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NAF Summer Hire Pr'ogr'am

The AF NAF Summer Hire Program will be in effect from 26 June - 17
August 2012 and is open to ages 14-22 years of age. The following posi-
tions are available for participation:

Recreation Aids
Food Service Workers
Laborers
Clerks

No applications will be accepted after 20 May 12 and all selections will
be announced by the first week of June. All interested applicants are
welcome to apply at www.NAFJobs.org.

The program provides valuable and economical resources to get needed
work accomplished as well as a meaningful job opportunity for our de-
pendent youth.



http://www.NAFJobs.org

USAFE Instruction 36-713, “Staffing of Non-US Positions”
formally released

USAFE Instruction 36-713, Merit Promotion and In-Service Placement Program (Non-US Citizen Em-
ployees) dated 25 July 1997 has been superseded by a new USAFEI 36-713. This new instruction estab-
lishes policy and procedures for internal placement as well as external recruitment of non-US employees
in Germany. To reflect these changes, the title changed from “Merit Promotion and In-Service Placement
Program (Non-US Citizen Employees)” to “Staffing of Non-US Positions”.

Items listed below have been adjusted or newly introduced:

1. Commanders, supervisors, and selecting officials will

a. refrain from hiring, promoting, favoring or supporting the employment of their family members
and relatives (nepotism). (Definitions as to family members/relatives are outlined in the regula-
tion);

. accept surplus Non-US employees referred based on a mandatory placement right due to reduction
in force (RIF);

. accept placement of employees incapacitated to perform in their current position due to medical
reasons or disability if a suitable position is or becomes available within the same organization;

. give priority consideration to employees referred for placement due to medical reasons or disability
from outside the organization;

. make efforts to return employees with pay protection to their original pay grade;

. assure employees selected for a promotion or reassignment, are released within 30 calendar days
after completion of the selection process. (Note: CPO will notify the selecting official and se-
lected candidate upon completion of all legal and regulatory requirements.)

2. Selecting officials have the option and are highly encouraged to interview candidates referred for se-
lection. Provided the selecting official decides to conduct interviews, the following minimum require-
ments are established:

a. Internal recruitment process: If an internal position announcement produces up to five (5) appli-
cants who meet the basic qualification requirements in terms of education, training and experi-
ence, they must all be interviewed. If more than five applicants are referred for selection, the su-
pervisor/selecting official must interview at least five (5) applicants.

b. General announcement process: If the general position announcement produces up to three (3)
applicants who meet the basic qualification requirements, they must all be interviewed. If more
than three applicants are referred for selection, at least three (3) must be interviewed.

3. The competitive recruitment process (in deviation from above mandatory recruitment actions) is initi-
ated by the position announcement. There are two categories of announcements:

a. Internal (US Forces) announcements are published for positions in certain wage and salary
groups and starting at certain wage and salary grades (exception: positions to be filled without a
material reason on a temporary basis). The minimum announcement period is 10 work days.

b. General announcements will be published for lower graded positions or positions for which the
internal announcement is not likely to produce candidates or a sufficient number of candidates.
These positions will be advertised with weekly vacancy lists.

Positions with a traditionally high turnover rate can be published by “open continuous announcements”
for a minimum period of three months.

The new instruction can be found under link below:

http://www.e-publishing.af.mil/shared/media/epubs/USAFEI36-713.pdf
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Zahlung von Erschwerniszulagen an Nichtamerikanische Arbeitnehmer/innen:
(Ref.: TVAL II, Para 21, Ziffer 4 und Anhang S, sowie USAFEI 36-723, Kapitel 11)

Sobald eine Dienststelle feststellt, dass unter
gefdhrlichen, gesundheits-gefahrdenden oder
anderen erschwerten Arbeitsbedingungen
gearbeitet wird, wird sie versuchen diese
Umstédnde zu eliminieren. Das Personalbiiro wird
eine Uberpriifung vor Ort machen und, falls
notwendig wird Management die entsprechenden
Sachverstindigen, aus den Bereichen Sicherheit
oder Arbeits- und Gesundheitsschutz, hinzuziehen
um das Vorhandensein und Intensitdt der
erschwerten Arbeitsbedingungen festzustellen.
Sollte es Schutzkleidung und —Arbeitsgerdte zum
Schutz der Arbeitnehmer geben, so werden diese
unentgeltlich zur Verfligung gestellt.

Das Tragen oder die Benutzung von
Arbeitssicherheit-relevanten Utensilien eliminiert
nicht den Anspruch auf Zahlung von
Erschwerniszulagen, wenn die Tétigkeiten
weiterhin unter erschwerten Arbeitsbedingungen
gemall TVAL II, Para 21, Ziffer 4, sowie

Anhang S und USAFEI 36-723, Kapitel 11, 4
verrichtet werden.

Sobald alle Beteiligten das Arbeiten unter
erschwerten Bedingungen bestitigt haben, wird
eine USAFE Form 818, Positions Exposed To
Severe Conditions, erstellt um die Position zu
erfassen, welche diesen Konditionen ausgesetzt ist.

Das Original des Formblattes wird im
Personalbiiro autbewahrt und eine Kopie bleibt bei
dem/der Vorgesetzten, wo die gearbeiteten Zeiten
unter erschwerten Bedingungen, erfasst werden,
sowie dem Management und den involvierten
Sachverstindigen, aus den Bereichen Sicherheit
oder Arbeits- und Gesundheitsschutz. Ab diesem
Zeitpunkt ist die Zahlung einer Erschwerniszulage
zuldssig. Sollte ein Arbeitnehmer bereits im
Vorfeld die Zahlung von Erschwerniszulagen
beantragen, so wird Management diese Zeiten
festhalten und nach Bestétigung der erschwerten
Arbeitsbedingungen die Zahlung der

\ Erschwerniszulage veranlassen.

moh A

Payment of Severity Allowance for Non-US employees:
(Ref.: CTAIL Article 21, Para 4 & Appendix S and USAFEI 36-723, Chapter 11)

When an employing agency detects dangerous,
health-hazardous, or other severe working condi-
tions, it will try to eliminate such a condition. Ci-
vilian Personnel Staff will conduct an onsite visit,
and if necessary, management will obtain support
from safety and/or, as appropriate, industrial hy-
giene authorities to determine the presence and
intensity of severe working conditions. If protec-
tive clothing or equipment can be used to protect
exposed employees, management will supply these
items at no cost to personnel.

Utilizing protective gear and/or equipment does
not eliminate employee’s entitlement to SA pay-
ment if their activities still are exposed to the se-
vere working conditions specified in CTA 11, Arti-
cle 21, Para 4 & Appendix S and USAFEI 36-723,
Chapter 11.

Once the severe working conditions are confirmed,
by Civilian Personnel Staff, the supervisor, re-
source advisor or management officials, and —if
necessary - safety or industrial hygiene authorities,
a USAFE Form 818, Positions Exposed To Severe
Conditions, will be filled out. Civilian Personnel
Staff will maintain the original and the immediate
supervisor, keeping track of the time spent under
severe working conditions, management, and if
applicable, the safety and/or industrial hygiene
authorities will keep a copy.

At this point, employees may receive payment of
severity allowance. Should an employee request
SA payment before a final determination is made,
management will record hours of exposure and,
once the severe working conditions are verified,
report these hours for payment retroactively.




Uebertragung, Planung und Erteilung von Jahresurlaub

Die Arbeitsunfdhigkeit eines Arbeitnehmers liegt dann vor, wenn er an einer Krankheit leidet, die
ihm das Arbeiten unmoglich macht. Das ist der Normalfall, der in der Regel keine rechtlichen
Probleme aufwirft. Der Vorgesetzte nimmt die Krankmeldung zur Kenntnis, der Betreffende ist von
der Arbeit freigestellt und der Arbeitgeber leistet die Entgeltfortzahlung (EFZ).

Ein Arbeitnehmer ist aber auch dann arbeitsunfdhig, wenn er Schonung braucht, weil seine
Krankheit sich sonst verschlimmert, wenn er sich einer medizinisch notwendigen Mafinahme, z.B.
einer Operation unterzieht und erst dadurch an der Arbeit gehindert wird, oder wenn ein Hilfsmittel,
das er bei seiner Tétigkeit bendtigt, etwa eine Beinprothese, defekt ist. Als MaBstab fiir die
Arbeitsunfahigkeit muss immer die jeweilige vertraglich vereinbarte Tétigkeit des Arbeitnehmers
zugrunde gelegt werden. Wer z.B. an einer Knieverletzung leidet, kann keine Arbeit im Stehen oder
Gehen ausiiben und keine Lasten tragen, ist aber mdglicherweise zu einer sitzenden Tatigkeit in der
Lage. Deshalb hat der Arzt nicht nur die Krankheit, sondern auch die Arbeitsunfahigkeit zu
bescheinigen. Er hat die titigkeitsbedingten Anforderungen und Belastungen bei der Beurteilung von
Grund und Dauer der Arbeitsunfihigkeit zu berticksichtigen.

Wenn ein Arbeitnehmer, der z.B. wegen Grippe arbeitsunfihig erkrankt ist, hustend an seinem
Arbeitsplatz erscheint und erklért, er fiithle sich fit und wolle wieder arbeiten, stellt sich die Frage:
Darf der Vorgesetzte ihn arbeiten lassen? Die Arbeitsunfahigkeitsbescheinigung des Arztes stellt
kein Beschéftigungsverbot dar. Sie bedeutet nur, dass der Betreffende berechtigt ist, wihrend der
attestierten Dauer der Arbeitsunfdhigkeit die Arbeit einzustellen. Er kann also entscheiden, ob er
trotz Erkrankung arbeiten will. Der Vorgesetzte sollte jedoch den Arbeitnehmer auffordern, eine
fruehzeitige Rueckkehr an den Arbeitsplatz mit dem behandelnden Arzt und der Krankenkasse

abzuklaeren, um moegliche Nachteile zu vermeiden. d

U
SICK
The Difference Between Unfitness for Work and Sickness —

An employee is unfit for work when he suffers from a sickness that makes it impossible for him to
do his job. This is the normal case that usually does not lead to legal problems. The supervisor takes
note of the sick slip, the employee concerned is released from work and the employer continues pay-
ment of earnings.

However, an employee is also unfit for work if he needs protection because the sickness becomes
worse, if he undergoes an operation and this causes the unfitness for work or, if an aid the employee
needs to perform his duties (e.g. artificial leg) is broken. The employee’s contractual duties are al-
ways the basis for the evaluation of the unfitness for work. If an employee, for example, suffers from
a knee problem he cannot execute standing or walking duties, or carry weights, but might be able to
do sedentary duties. Therefore, the doctor has not only to confirm the sickness but also the unfitness
for work. He has to consider the type and scope of the job duties when deciding about duration and
reason for the unfitness for work.

If an employee, who is unfit for work due to a flu shows up at his workplace and says that he is fit
for work the question is, can the supervisor allow him to work? The doctor’s sick slip is not a ban on
work. It only means that the employee is allowed to cease work during the period of confirmed unfit-
ness for work. This means the employee can decide if he wants to continue working despite being
sick. The supervisor, however, should request the employee to sort out an early return to work with
the treating physician and the sick insurance to avoid possible disadvantages.

ﬂi



Innerbetriebliches Aufstiegsprogramm)

Insbesondere bei
Ausschreibungen
innerhalb des
innerbetrieblichen
Aufstiegsprogramms
erfolgt die Auswahl der
Bewerber auf Grundlage
der Qualifikationen
hinsichtlich Ausbildung,
Erfahrung, Fahigkeiten,
beruflichem Werdegang
und nachgewiesener
Leistung.

Kommandeure, Vorgesetzte
und Auswahl-
Verantwortliche stellen
sicher, dass die
Bewerberauswahl frei von
diskriminierenden
Erwdgungen im Einklang
mit bestehenden
Vorschriften und Gesetzen
erfolgt, ohne Anschauung
von Faktoren wie

Merit Promotion Program

In particular for Job An-
nouncements within the
Merit Promotion Program
the selections of applicants
are based on qualification
in terms of education, ex-
perience, skills, profes-
sional development, and
demonstrated perform-
ance.

Commanders, supervisors,
and selecting officials will
ensure selections are free
of discriminatory consid-
erations in accordance
with applicable laws and
regulations, and without
regard to such factors as

ethnische Herkunft,
Geschlecht, Religion oder
Weltanschauung,
Behinderung, Alter oder
sexuelle Identitat.

Sie mussen die
Einstellung, Beférderung,
Bevorzugung oder
Unterstlitzung der
Beschéaftigung ihrer
Familienmitglieder und
Verwandten
(Vetternwirtschaft)
unterlassen.

Familienmitglieder/
Verwandte in diesem
Zusammenhang sind:
Vater, Mutter, Sohn,
Tochter, Bruder,
Schwester, Onkel, Tante,
Cousin, Cousine, Neffe,
Nichte, Ehemann,
Ehefrau, Schwiegervater,

ethnic origin, sex, religion,
or world view, disability,
age, or sexual identity.

They have to refrain from
hiring, promoting, favoring
or supporting the employ-
ment of their family mem-
bers and relatives
(nepotism).

As family members/
relatives in this respect are
to be considered: Father,
mother, son, daughter,
brother, sister, uncle,
aunt, first cousin, nephew,
niece, husband, wife, fa-
ther-in-law, mother-in-law,

Schwiegermutter,
Schwager, Schwagerin,
Stiefvater, Stiefmutter,
Schwiegersohn,
Schwiegertochter,
Stiefsohn, Stieftochter,
Stiefbruder,
Stiefschwester,
Halbbruder,
Halbschwester, sowie
Lebensgefdhrte.

Arbeitnehmer durfen nicht
davon abgehalten werden,
sich auf andere Stellen zu
bewerben, noch dirfen sie
wegen einer Bewerbung
auf eine andere Stelle
irgendwelchen
Benachteiligungen
ausgesetzt werden. Das
Bewerbungsverfahren ist
in USAFEI 36-713G

geregelt. :
I \

son-in-law, daughter-in-
law, brother-in-law, sister-
in-law, stepfather, step-
mother, stepson, step-
daughter, stepbrother,
stepsister, half brother,
half sister, as well as com-
panions in life.

Employees must not be
kept from applying for
other positions or be ex-
posed to any adverse ac-
tions because of an appli-
cation for another position.

The application procedures
are to be found in USAFEI
36-713.



http://www.e-publishing.af.mil/shared/media/epubs/USAFEI36-713G.pdf
http://www.e-publishing.af.mil/shared/media/epubs/USAFEI36-713.pdf
http://www.e-publishing.af.mil/shared/media/epubs/USAFEI36-713.pdf

