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INTRODUCTION

This is a copy of a new Agreement negotiated by Man-
agement and Local 933 of the American Federation of
Government Employees. It was approved by the Chief
Medical Director February 28, 1977. The Basic Agree-
ment, approved November 15, 1966, and all supple-
ments to that Agreement, are rescinded.

This Agreement defines the Unit for which Local 933 is
recognized as the exclusive representative. Categories of
employees excluded from the Unit are listed. It includes
the principles and procedures which will govern future
negotiations; also general subjects which are appropriate
and those which are inappropriate for negotiation.

All employees in the Unit and supervisory personnel
should familiarize themselves with the provisions of this
Agreement and keep it available for ready reference.
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ARTICLE I
PARTIES TO THE AGREEMENT

This Agreement is made and entered into in good faith
by and between the Veterans Administration Hospital,
Allen Park, Michigan, hereinafter referred to as the
"“Employer”, and the American Federation of Govern-
ment Employees Local 933, hereinafter referred to as
the “Union"’.

ARTICLE 1l
PURPOSE

The purpose of this Agreement is to:

1.

ldentify the parties to the Agreement and define
their respective roles and responsibilities under the
Agreement,

State the policies, procedures and methods that will
govern the working relationships between the
parties.

Indicate the nature of subject matter of proper
mutual concern.

. Insure employee participation in the formulation of

personnel policies and procedures to the extent that
is authorized under the provisions of Executive
Order 11491, as amended, and the regufations of
the Veterans Administration and Civil Service Com-
mission.

Promote systematic Employee-Management cooper-
ation.
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ARTICLE Il
AUTHORITY

This Agreement has been negotiated in accordance with
provisions of Executive Order 11491 as amended, Chap-
ter 711 of VA Manual MP-5, Part |, Chapter 711 of the
Federal Personnel Manual, and the letter dated August
8, 1966 from the Hospital Director, Veterans Adminis-
tration Hospital, Allen Park, Michigan, which granted
exclusive recognition to Local 933, American Federation
of Government Employees.

ARTICLE IV
BARGAINING UNIT

The unit for which the Union is recognized as the exclu-
sive representative includes all employees of the
Veterans Administration Hospital, Allen Park, Michigan
and the Canteen Service located at this Hospital except
managerial officials, employees engaged in personnel
work in other than a purely clerical capacity, and super-
visors and professional personnel as defined in VA
Manual MP-5, Part |, Chapter 711. Professional person-
nel are excluded until they elect to become a part of the
bargaining unit. Employees who are working leaders
will be included in the unit and are not supervisors for
purposes of this Agreement. This Agreement shall apply
to all employees in the unit.

ARTICLE V
MUTUAL RIGHTS AND OBLIGATIONS

1. The Employer and the Union on behalf of the em-
ployees it represents mutually accept responsibility
to abide by the provisions of this Agreement for
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negotiations and for settlement of issues and dis-
putes. The Employer and the Union will not change
the conditions set forth in this Agreement except by
procedures provided in the Agreement. The Union
accepts responsibility for representing the interests
of all employees in the unit without discrimination
and without regard to Union membership.

. Nothing in this Agreement precludes an employee,
regardless of whether or not he is a member of the
Union, from bringing matters of personal concern to
the attention of appropriate management officials.

. Employer recognizes the right of the Union to be
represented at discussions between management and
employees or employee representatives concerning
grievances, personnel policies and practices, or other
matters affecting general working conditions and
concerns of employees of the unit.

. In the administration of all matters covered by the
Agreement, officials and employees are governed by
existing or future laws and the regulations of appro-
priate authorities, including policies set forth in the
Federal Personnel Manual; by published Veterans
Administration and Department of Medicine and
Surgery policies and regulations in existence at the
time the Agreement was approved; and by subse-
quently published policies and regulations required
by law or by the regulations of appropriate author-
ities, or .authorized by the terms of a controlling
agreement at a higher agency level.

. Nothing in this Agreement shall restrict the VA in
exercising the right, in accordance with applicable
laws and regulations, to: direct employees of the
VA; hire, promote, transfer, assign, and retain em-
ployees in positions within the VA, and to suspend,
demote, discharge, or take other disciplinary action
against employees; relieve employees from duties
3




because of lack of work or for other legitimate
reasons; maintain the efficiency of the Government
operations entrusted to the VA; determine the
methods, means, and personnel by which such
operations are to be conducted; and take whatever
action may be necessary to carry out the mission of
the VA in situations of emergency.

. Nothing in the Agreement shall require an employee
to become or to remain a member of a labor organi-
zation, or to pay money to the organization except
pursuant to a voluntary, written authorization by a
member for the payment of dues through payroll
deductions. Management will withhold dues as
authorized by Union members in accordance with a
Memorandum of Understanding which is attached.
However, all employees, including supervisors and
management officials, are free to join the Union.
The Employer shall take the necessary action re-
quired to assure that employees in the agency are
appraised of their rights under this section and that
no interference, restraint, coercion or discrimination
is practiced so as to encourage or discourage mem-
bership in the Union.

. Employer will furnish the Union a list of new em-
ployees on a monthly basis.

. Employer agrees to provide time at new employee
orientation sessions for the union to identify itself
and briefly outline its major activities. Written and
oral material will be mutually agreed upon to in-
clusion in the presentation.

. In the implementation of the provisions of this

Agreement, the Employer and the Union agree to

provide equal opportunity to all employees and to

prohibit discrimination because of race, religion,

national origin, sex, marital status, physical handi-

cap, age, and membership or non-membership in an
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employee organization. Each party shall advise the
other of equal opportunity problems of which it is
aware when assistance of the other would be helpful
in seeking resolutions. Proven discrimination on the
part of any superior, employee or Union official
shall result in appropriate censure or discriplinary
action.

ARTICLE VI

MATTERS APPROPRIATE FOR CONSULTATION
AND NEGOTIATION

1. Subjects appropriate for consultation and negotia-
tion with the Union must be within the administra-
tive discretion and authority of the Hospital Direc-
tor and permissible by applicable laws and regula-
tions, executive orders, Civil Service regulations and
VA policy. Consultations and negotiations may take
place in such areas of employee concern as: policies
and procedures regarding the assignment of em-
ployees to tours of duty, or overtime; working con-
ditions; supervisory—employee relations; grievance
procedures; promotion procedures; union participa-
tion in the hospital safety program; training; joint
union—management endeavors; use of hospital
facilities and other matters consistent with merit
system principles.

2. The Employer shall not be required to consult or
negotiate with the Union on any matter not within
the administrative authority of the Hospital Direc-
tor or in such areas of discretion and policy as the
mission of the VA; its budget and organization; the
number of employees; the numbers, types and
grades of positions or employees assigned to an
organizational unit, work project or tour of duty;
the technology of performing its work; or ‘its in-
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ternal security practices. The Employer agrees to
consult on personnel management policy matters
not included in this contract and to consider spe-
cific requests from the Union for consultations and/
or negotiation, or to consult and negotiate on ap-
propriate matters as requested by the Unjon. The
Employer agrees that it will meet and confer with
the Union before making any regulation or change
on a negotiable issue, or any matter which may
appropriately be dealt with through the collective
bargaining process. .

. Top mangagement designees will meet with Union
officials for consultation and problem solving on a
monthly basis. The Union will forward to top man-
agement an agenda through the Chief, Personnel
Service a week prior to the scheduled monthly
meeting or a letter of cancellation. As considered
essential, top management will also submit topics
for the agenda to the Union President through
Chief, Personnel Service one week prior to a sched-
uled monthly meeting. Individual grievances will
not be considered at these meetings.

. The Union will meet on a regularly scheduled
monthly basis with the chiefs of the larger services
for the same reasons it meets with top management
on a monthly basis. Meetings with smaller services
will be on an as-needed basis. Items for meeting
agenda will be submitted one week in advance by
both Union officials and service chiefs. Individual
grievances will not be considered at these meetings.

. It is further recognized that this Agreement is a
living document and the fact that certain conditions
are reduced to writing does not alleviate the respon-
sibility of either party to meet with the other to
consult and/or negotiate on matters not originally
covered by the Agreement.
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6. When the Hospital Director or his designee deter-
mines an emergency exists and related procedures
are implemented, the Union office will be contacted
as soon as possible and the Local 933 President or
his designee advised of the circumstances and ex-
pected duration of the emergency. |f the nature of
the emergency permits, the Union will be provided
an opportunity to present its view and the concerns
of the employees in the unit. It is agreed by both
parties that the welfare of patients and employees
will be considered to the maximum extent possible
during emergencies.

ARTICLE VI
AMENDMENTS

The Union is entitled to negotiate amendments to this
Agreement with the Employer on matters relating to
personnel policies, practices, and working conditions.
Amendments negotiated and agreed upon by both
parties will be binding and become a part of this Agree-
ment upon approval of the Chief Medical Director and
ratification of the Union membership.

ARTICLE VIII
PROVISIONS FOR NEGOTIATION

1. The parties recognize that each has a responsibility
to consider the other’s problems and to make an
honest attempt to find acceptable solutions. The
parties therefore agree to foster an atmosphere of
cooperation and mutual respect in all of their rela-
tionships and to conduct their negotiations with
dignity and decorum.
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2. Each party to this Agreement will notify the other
at least 7 days in advance of negotiations of the
names of negotiating team members. Each team
shall be limited to three principal negotiators, a
Chief Negotiator, and two members. Each party
may designate two alternate members who may
attend all negotiating sessions but not speak or
participate actively unless serving as a replacement
for one of the principal negotiators. Each Chief
Negotiator shall furnish the other with the names of
alternate negotiators prior to the sessions at which
they will observe or participate. Negotiation proce-
dures outlined in the Memorandum of Understand-
ing (except paragraph 2c) dated December, 1974,
will be followed. A copy of this memorandum is
attached and is considered a part of this Agreement.

3. Changes in this Agreement which may be required
by law, regulation or policy issued by higher author-
ity will be placed in effect without respect to the
terms of this Agreement.

4, Within 30 days after notification is received of such
required changes, the respective Negotiating Teams
will meet for the purpose of negotiating new lan-
guage which will meet the requirements of the

. requested change.

ARTICLE IX
DURATION OF AGREEMENT

1. This Agreement shall become effective upon ratifi-
cation of the membership of the Union and ap-
proval of the Chief Medical Director. It shall remain
in effect for a period of three years from its effec-
tive date and be automatically renewable for three-
year periods thereafter until modified or termin-
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ated as provided herein. Each new three-year renew-
al creates a new duration period with a new effec-
tive date.

. Either party may terminate the Agreement at the
end of any three-year period by notifying the other
at least 60 but not more than 90 days in advance of
the date the Agreement would be renewed.

. Either party may request amendment or modifica-
tion of the Agreement by notifying the other in
writing a conference is desired for that purpose. The
notice shall state the nature of the amendment or
modification. Amendments or modifications to
which the parties agree shall become effective upon
ratification of Union membership and approval of
the Chief Medical Director. The Federal Mediation
and Conciliation Service shall be notified prior to
termination of the Agreement or negotiation of
changes. The present Agreement will remain in full
force and effect during the renegotiating of this
Agreement, and until such time as a new Agreement
is approved.

. This Agreement will terminate automatically, effec-
tive with any date on which it may be determined
the Union is no longer entitled to exclusive recogni-
tion, in accordance with the provisions of Executive
Order #11491, as amended.

. Any amendments will remain in effect for the same
duration as this Agreement, and in accordance with
the provisions of this Article, and will become part
of this original Agreement.
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ARTICLE X
UNION REPRESENTATION

1. The Employer agrees to recognize duly elected or
appointed local Union officers, Chief Steward,
Assistant Chief Steward and 32 Stewards. This
recognition, however, is made with the understand-
ing the care of the patient is of first consideration
and satisfaction of patient needs must take preced-
ence over any other duties and responsibilities.

2. It is agreed a steward must recognize the supervisor
as the key person in his or her organizational seg-
ment; also, the supervisor must recognize the stew-
ard as the key person for the Union. They are both
responsible for maintaining amiable relationships
with employees and, in carrying out this responsi-
bility, they must work together in good faith on the
resolution of problems and improvement of working
relationships and conditions. As the representative
of employees, the steward must respect the super-
visor as he or she, in turn, must be respected by the
supervisor. They must be willing to cooperate and
take a positive and friendly approach in the settle-
ment of grievances.

3. Some of the duties of the stewards are:

a. They assist employees, when requested, in pre-
senting cases to appropriate supervisors, normal-
ly immediate supervisors. Where grievances are
involved, they should make on-the-scene investi-
gations and attempt to achieve resolutions. The
right to investigate grievances does not include
interviewing patients, visitors, or non-VA em-
ployees.

b. They may assist employees in the written presen-
tation of grievances under the negotiated griev-
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4.

ance procedure or for grievances, appeals, or
complaints under other systems, provided em-
ployees select them as representatives in such
situations.

In carrying out their functions, stewards will com-
ply with the following procedures:

Require an employee to discuss his grievance
with the appropriate supervisor, having the aid
of a steward, if so desired, and attempt to resolve
the problem before taking further action on the
grievance.

. Meet with the supervisory personnel in private,

and conduct such meetings in a quiet and digni-
fied manner with full regard for confidentiality.
In no instance will grievances or related matters
be conducted in view of patients or the general
public.

Observe all rules of conduct established by law,
regulation, agency or hospital policy and this
Agreement.

. Stewards will be authorized to leave their work

areas to promote appropriate disposition of
grievances and complaints. It is understood ap-
proval for requests to leave the work area will be
based on conditions existing at the time. There-
fore, permission must be obtained from a stew-
ard’s immediate supervisor or the person left in
charge before leaving the work area. The steward
will give the location and the probable duration
of his absence.

Employees desiring Union assistance or contacts
will be required to utilize the services of stewards
assigned to their organizational segments, when
available. Stewards will perform their duties and
conduct their business without delay. It shall be
11




mutually understood stewards will be allowed a
reasonable amount of time to handle grievances.

. The co-chief stewards will be given reasonable time
to handle grievances.

. Each steward will maintain the tour of duty at time
of appointment as a steward for the Union and until
such time as this steward ceases to act in that capa-
city. If his present tour of duty is rotational, he will
rotate as long as the designated steward coverage is
maintained on all shifts.

ARTICLE XI
HEALTH, SAFETY AND SANITATION

. 'The Employer agrees to provide a safety and health
program for all employees, and will comply with
applicable Federal safety and health regulations.
The Employer will establish standards to overcome
safety hazards to the extent determined necessary
within budget limitations. The parties will cooper-
ate in providing a continuous effective safety pro-
gram. Union officials and stewards as well as all
other employees are responsible for prompt report-
ing of observed unsafe or unsanitary conditions to
supervisors, the Safety Officer, or a Union Safety
Committee member. Records of all accidents or
reported possible causes of potential accidents will
be maintained.

. The Employer agrees the Union may appoint two
members to serve on the Hospital Safety Commit-
tee. The Union members of the Safety Committee
will be given official time to attend scheduled meet-
ings and to carry out assignments received from the
Chairman of the Safety Committee. The functions
of the Safety Committee shall include:
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a. Assistance in formulation and implementation
of safety programs.

b. Subject to the provisions of the Privacy Act,
review of all safety suggestions, serious lost-time
accidents and health hazards including reports of
corrective measures taken to eliminate such acci-
dents in the future.

c. Promotion of health and safety education for
employees in the hospital.

d. Reviews of summaries prepared by the Safety
Officer of Services’ monthly inspection reports
and preparation of appropriate recommenda-
tions.

. It is the supervisor’s responsibility to assure no em-
ployee is allowed to work on any machine or job
until he has received adequate instruction regarding
health hazards and/or safe and proper methods of
operation,

. It is agreed by both parties a unit steward will serve
on safety sub-committees and/or participate on
monthly inspections in the Services.

. The employer agrees to provide transferrable
identification tags which should be worn by all
members of the Medical Center Safety Committee.

. In the event safety inspectors visit the hospital, at
least one Union representative shall accompany
them when requested by the inspectors and ap-
proved by concerned supervisors.

. The Employer agrees to maintain an occupational
health program and to provide the services outlined
in Chapter 792, MP-5, Part |.

. Protective devices, clothing and equipment shall be
furnished by the Employer and used by employees
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10.

1.
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13.

14.

15.

in accordance with OSHA standards. The Union
may recommend new protective clothing and equip-
ment and/or modification to existing equipment
for consideration.

The Employer agrees to supply and maintain fire
extinguishers on a regular basis in accordance with
VACO and OSHA directives. Employees, where
possible, will cooperate with the Employer to assure
fire extinguishers are not tampered with and that
clothing, lunch boxes, and other foreign material
are kept away from the fire extinguishers.

A list of safety suggestions made by employees
which are not implemented will be supplied by the
Safety Officer to the Chief Steward and Personnel
Officer within five working days after the end of
each quarter.

Subject to the provisions of the Privacy Act, the
Union shall have access to all reports required by
regulations implementing Executive Order 11807,
Occupational Safety and Health Program.

The procedures established in the safety and health
program shall not preclude the right of any em-
ployee to file a grievance at the appropriate step of
the grievance procedure. The primary responsibility
for resolving differences involving health and safety
matters remains with the Employer and the Union.

All work areas shall be lighted in accordance with
acceptable standards outlined in MP-3.

The Employer will notify employees of benefit
options under the Federal Employees’ Compensa-
tion Act.

The Employer agrees policies and operating proce-
dures will be such that personnel will not be ex-
posed unnecessarily to conditions of extreme heat
or cold. 14




16.

17.

18.

Office space and indoor worksite temperatures will
be maintained in accordance with Department of
Medicine and Surgery guidelines.

The employer agrees environmental differentials
will be paid in accordance with applicable agency
and Civil Service Commission directives and regu-
lations.

For Safety reasons, the Employer will not require
employees to work alone where hazardous or un-
safe conditions exist or are involved that are beyond
the hazardous or unsafe conditions inherent to the
job and cannot be eliminated by standard safety
practice or procedures. Under these conditions, the
supervisor or foreman should make periodic checks
of employees engaged in this type of work. This
includes working on a ladder over 15’ high, working
in an enclosed area such as a basement or sub-base-
ment that is less than 5’ high or where large mach-
inery is in operation.

ARTICLE Xil
DISCIPLINARY ACTIONS

. The Employer agrees that where a disciplinary

action is contemplated or when an employee is
presenting a grievance or an appeal he should be
advised of the right to be accompanied, represented
and counseled by a representative of his own choos-
ing. This provision does not apply in the course of
normal supervisory and employee communications
unless, and until, it is determined that disciplinary
action is indicated. At the time a disciplinary action
is indicated and the employee requests representa-
tion, there will be no further communication or
action until the representative is present.
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2. If an employee elects to be represented by the
Union in a disciplinary action, copies of all corres-
pondence addressed to the employee will also be
forwarded to the appropriate Union representative.

3. If the employee does not elect to be represented by
the Union, correspondence will be addressed only to
the employee, who will determine whether or not
the Local should be given copies.

4. When an employee does not elect to have Union
representation, the Union may have an observer
present at disciplinary hearings without charge to
leave.

5. The Employer agrees to informally discuss with the
employee and his Union representative the basis for
any proposed disciplinary or adverse disciplinary
action prior to its being reduced to writing. The
Employer will carefully consider the employee’s
views and inform the employee and his representa-
tive of his decision before instituting any formal
action.

6. Disciplinary action will be initiated within 10 work-
days after completion of fact finding and a deter-
mination made to take such action. If fact finding is
to exceed 15 workdays from the act or occurrence,
the union will be notified in writing.

7. It is clearly understood the above provisions apply
only to actions taken by officials of the VA Hos-
pital, Allen Park, Michigan.

ARTICLE Xl
GRIEVANCE AND ARBITRATION PROCEDURES

1. The purpose of this article is to provide a mutually
acceptable method for the prompt settlement of
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grievances. This procedure will be the exclusive
procedure available to the parties and the employees
in the bargaining unit for resolving grievances over
all matters which can be grieved as stated in Chapter
771, MP-5, Part |. However, any employee or group
of employees in the unit may present such griev-
ances to the agency and have them adjusted without
the intervention of the exclusive representative, as
long as the adjustment is not inconsistent with the
terms of the Agreement and the exclusive represen-
tative has been given opportunity to be present at
the adjustment. Grievances on all matters for which
statutory appeals procedures exist are excluded
from coverage of this procedure. In those instances
where the parties have decided, for purposes of
information, understanding or otherwise, to incor-
porate by paraphrase, reference or repetition,
provisions of law or higher than hospital level
policies or regulations into this Agreement, such
provisions will not be within the scope of this
grievance procedure.

. A grievance shall be defined as a matter of concern
or dissatisfaction to an employee or a group of
employees.

. Supervisors shall recognize stewards as having auth-
ority to represent and speak for the Union at work
sites at any stage of the Grievance Procedure. The
latter may aid employees of the unit in the presen-
tation of grievances in accordance with the policy
and procedure outlined in this Agreement.

. Procedure for GS and Wage Employees:

Step 1 — The employee will present his grievance
orally or in writing to his immediate supervisor. He
may request representation from a steward assigned
to his organizational segment. If this steward is
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absent, an alternate steward may be assigned by the
Chief Steward or his designee. If necessary, the im-
mediate supervisor will obtain the assistance of
higher level supervision or others having responsibi-
ity for decision on the issues involved.

Grievances resulting from a continuing practice or
condition may be presented at any time; grievances
resulting from a particular act or occurrence must
be presented within 15 calendar days from the time
the aggrieved employee becomes aware of the act or
occurrence. The supervisor will give his decision
within 5 workdays after presentation of the griev-
ance. The reply will be oral unless the employee has
presented the grievance in writing. The concerned
Union steward will also be informed of the decision.

Step 2 — If the grievance is not satisfactorily re-
solved, it will be presented in writing through the
steward to the employee’s service chief within five
workdays of the date of the decision given under
Step 1. If, after a review of the grievance, the service
chief finds he cannot resolve the complaint, he will
schedule a meeting which will include the employee,
Chief Steward or his designee, Personnel Officer,
and others who may be involved or have pertinent
knowledge regarding the issues. This meeting must
be scheduled no later than five working days after
the service chief receives the complaint. A written
decision must be given by the service chief to the
employee and the Chief Steward or his designee no
later than five working days following the meeting.

Step 3 — If the grievance is not satisfactorily re-
solved at Step 2, it will be presented to the Hospital
Director in writing. He will respond with a decision
within ten workdays. In the event the Hospital
Director’s decision does not satisfactorily resolve
the grievance, the Employer or Union may, within
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'fifteen workdays, indicate the issue will be submit-
ted for binding arbitration. Within this period a
request will be made to the Federal Mediation and
Conciliation Service for a list of five arbitrators.
Each party will alternately strike one name from the
list of arbitrators until one name remains. That
individual will be the arbitrator. The party that will
strike the first name will be determined by lot. The
costs of arbitration will be borne equally by the two
parties. The arbitration hearing shall be held during
the regufar tour of duty and involved employees
shall be in a paid status without charge to leave
while participating in the arbitration proceedings.
Either party may file exceptions to an arbitrator’s
award with the Federal Labor Relations Council
under regulations prescribed by the Council.

. Procedures for Veterans Canteen Service Employees:

Step 1 — An employee shall have the right to pre-
sent a grievance to the Canteen Officer orally or in
writing. Grievances concerning a continuing practice
or condition may be presented at any time; griev-
ances concerning a particular act or occurrence must
be presented within ten days of the date of the act
or occurrence. The employee may request represen-
tation of a Union steward assigned to Canteen Serv-
ice. The grievance will be discussed informally and
every effort made by the Canteen Officer to resolve
the issue involved. A decision will be given within
five workdays after presentation of the grievance.
The reply will be oral unless the employee has pre-
sented the grievance in writing. The concerned
Union steward will also be informed of the decision.

Step 2 — If the grievance is not satisfactorily re-
solved at Step 1, it may be presented to the Canteen
Field Director in writing through the Canteen
Officer within ten workdays of the Canteen Offi-
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cer's decision. The Field Director will review the
grievance and issue a decision in writing within
fifteen workdays.

In the event the Field Director’s decision does not
satisfactorily resolve the grievance, the Employer or
the Union may, within fifteen workdays, indicate
they are taking the issue(s) involved to arbitration.
Within this period a request will be made to FMCS
for a list of five arbitrators. Each party will alter-
nately strike one name from the list of arbitrators
until one name remains and he will be the arbitra-
tor. Who will strike the first name will be deter-
mined by lot. The cost of arbitration will be borne
equally by the parties. Either party may file excep-
tions to an arbitrator's award with the Federal
Labor Relations Council under regulations pre-
scribed by the Council.

. The Arbitrator shall not have authority to add, to
subtract from, or modify any provision of this
Agreement nor to submit findings on any question
except the one submitted for arbitration. Arbitra-
tion will be binding to both parties.

. The Employer and the Union will observe all time
limitations on grievances and investigations. Time
limitations may be extended by mutual agreement.
Violations of time requirements on the part of the
Employer will automatically advance the grievance
to the next step of the procedure. Violations on the
part of the employee or the Union will automatic-
ally cancel the grievance.

. Since the Union is recognized as an exclusive bar-
gaining representative as well as one of the parties
to this Agreement, it may file grievances in its own
name in accordance with the provisions of this
Agreement at the appropriate step of the grievance
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procedure. If a grievance of this nature is not re-
solved at the step initiated, subsequent steps in the
appropriate grievance procedure may be followed.

ARTICLE X1V

OCCUPATIONAL DISEASES AND
JOB-RELATED INJURIES

. All employees incurring job-related injuries will be
afforded the opportunity to work on light duty
jobs, if available, when recommended in writing by
their physicians and concurred in by the Personnel
Physician,

. Employees who, within a year, recover from job-
incurred disabling injuries will have the right to
return to their former jobs or jobs of equal pay and
rank.

. Within the scope of pertinent directives and regula-
tions, employees suffering from job-related injuries
or occupational diseases will be retained in a pay
status while their claims are being adjudicated by
OWCP.

. Where there is disagreement or question as to em-
ployability of an employee between Personnel
Physician and an employee’s physician, the Em-
ployer will request that OWCP appoint a third
impartial physician. In the interim, the employee’s
status will not be changed.

. Licensed medical physicians will make all determin-
ations regarding employees’ abilities to return to
duty.
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ARTICLE XV
USE OF OFFICIAL FACILITIES

1. At the request of the Union, the Employer will pro-
vide adequate facilities for official meetings of the
Local during non-duty hours of the employees in-
volved, provided such use will not interfere with the
proper functioning of hospital activities.

2. The use of space by the Union will be of benefit to
the hospital in furtherance of effective labor-
management relations and the Employer agrees to
furnish the Union with space for the purpose of
conducting matters directly relating to Executive
Order 11491 as amended and pertaining to the em-
ployees in the unit under these conditions:

a. That the space is not required for the immediate
needs of the hospital.

b. That the Employer retains the right to terminate
the use of the space at any time a need arises.

c. That such use will not injure the space in ques-
tion.

3. Three reserved parking spaces will be provided for
the Union.

4. |f the Union desires to have an announcement over
the public address system, it will be submitted in
writing to the Hospital Director or his designee for
decision.

5. Stewards will have access to government telephones
within the hospital for internal use when necessary
in conducting proper labor-management activities.

6. The employer shall provide free parking for all em-
ployees.
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ARTICLE XVI
CLEAN-UP TIME — MEAL AND REST PERIODS

a. During the 30-minute lunch period employees
will be relieved from duty and will not be re-
quired to remain in the close proximity of their
worksites.

b. Positive measures will be taken by the Employer
for the adequate maintenance of the Snack Bar
facility during uncommon tours of duty.

Each employee shall be granted a ten-minute rest
period during each four hours of continuous duty,
not to be taken at the beginning or the end of the
tour.

. Employees on tours where a regular lunch period is

not provided will be granted twenty minutes for re-
freshments in their work areas. These breaks may be
taken away from their duty stations when coverage
is available.

The Employer will provide time at the end of a tour
of duty consistent with the nature of work per-
formed for employees to return tools, clean up
work areas and equipment and personal clean-up.
Immediate supervisors will be responsible for deter-
mining the amount of time needed as appropriate.

When an employee is permitted to wear his uniform
to and from work, no time will be set aside within
his scheduled tour of duty, nor will any additional
time be added to the scheduled tour for the purpose
of changing into or out of uniform. When an em-
ployee is required to change his uniform, he shall
be given ten minutes at the beginning of the tour of
duty and ten minutes before the end of the tour of
duty for the purpose of changing into and out of
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his uniform. Exceptions in the designation of dress-
up time may be made when it is impossible for a
service to provide for overlapping tours of duty.

. Employees authorized clean-up and dress-up time
will not use this time for arriving late or leaving
early.

ARTICLE XVII
PUBLICITY

. The Employer agrees that an enclosed bulletin
board can be located at the intersection in the main
central corridor, Building A, for the sole use of the
Union. The cost of this board will be borne by the
Union.

. Periodically, the employee newsletter will include
an item identifying Local 933 AFGE as the em-
ployee organization having exclusive recognition.
Names and locations of Union officers will be in-
cluded. Union office extensions will be included in
the hospital telephone directory.

. The Union shall be permitted to place appropriate
announcements other than internal business or
solicitation of membership in the employee news-
letter.

. Copies of this Agreement in a booklet format will
be made available to operating officials, supervisors
and employees in the unit within 90 days of final
approval. New appointees in these categories will be
given copies at the time they are processed. One
hundred copies will be given to the Union. The cost
of printing the Agreement will be borne by the
Employer.
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. The Federal Personnel Manual will be made avail-
able for review and reference purposes during the
regular administrative tour of duty. MP-5 and the
Hospital Employment Policy manuals including
amendments will be furnished the Union by the
Employer.

. The Employer will distribute AFGE Health Benefit
Plan brochures to new employees upon request.

ARTICLE XVIll
PROMOTIONS AND REASSIGNMENTS

. It is mutually agreed the negotiated promotion plan
will contain policies, procedures and implementing
instructions which will insure equal opportunity for
employees and applicants covered by the Federal
merit system.

. The hospital’s promotion plan will be implemented
in accordance with the provisions of this Agreement
and existing agency and CSC policies and directives.

. The plan will be followed when positions are filled
by:

a. Promotion.

b. Selection for a higher grade, or one having pro-
motion potential, by either transfer, reinstate-
ment or selection of a non-temporary Federal
employee from a Civil Service register.

c. Reassignment to a position with known promo-
tion potential.

d. Detail for more than sixty days to higher grade
position or to one with known promotion
potential.
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e. Temporary promotion for over 120 days.

f. Selection of employees for training when such
training is required for promotion.

4. Vacancies and Promotion Announcements

a. Allvacancies will be filled by selection from among
those persons available with the best qualifica-
tions. Unless precluded by Civil Service Commis-
sion or VA policies or regulations or by court
decisions, first consideration will be given to
hospital employees and VA employees at other
stations who submitted voluntary applications.
Outside applicants may be considered concur-
rently with VA employees.

b. All position vacancies within the unit will be an-
nounced; however, other recruiting methods may
be used simultaneously.

c. Promotional opportunity announcements will be
posted and remain posted for seven consecutive
working days on employee bulletin boards out-
side the Personnel Office, at the main corridor
intersection in Building A, outside the Canteen,
and in the employee lunchroom. These are the
only official places for posting of the announce-
ments; however, copies will be forwarded to the
services for posting on bulletin boards and distri-
bution to employees located in outlying build-
ings. A sufficient number of copies will be sent
to the Local 933, AFGE office for distribution
to stewards. All announcements will be furnished
on a timely basis.

5. For all positions, the minimum area of promotion
consideration will be hospital-wide, including volun-
tary applications from VA employees at other sta-
tions. The selecting official generally should be able
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to choose from among at least three highly-qualified
candidates, and the area of consideration shall be
extended only to the degree necessary to produce
this number. However, if only one or two highly-
qualified candidates are produced and the selecting
official is willing to choose one of them, extension
is not necessary.

. The Employer agrees that when an employee in the
unit is detailed to a higher-graded position for two
full pay periods or longer, he shall receive a tempor-
ary promotion provided all pertinent regulations
are met. The effective date of such a promotion will
be the beginning of the first pay period after it be-
comes known that the detail shall exceed four
weeks. The use of several short details to avoid such
a temporary promotion shall not be aliowed.

. Generally, no more than five top-ranked candidates
will be certified to the selecting official for each
vacancy. Qualified candidates will not be certified if
there are at least three highly qualified candidates
available.

. Personnel Service shall notify each applicant in writ-
ing of the following items as appropriate:

a. Whether the employee was considered for pro-
motion and, if so, whether he was found eligible
on the basis of the minimum qualification re-
quirements for the position.

b. Whether he was one of those in the group from
which selection was made.

c. The individual selected.

. All selections made under the promotion plan will
be published in the employee newsletter, ‘‘The Park
Bench.” Copies of notification to employees select-
ed for promotion will be forwarded to the office of
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1.

12

Local 933, AFGE. If a selection is not made within
sixty calendar days of the closing date of an an-
nouncement, the Union and affected employees
will be notified immediately of the reasons for the
delay.

The regulations prohibiting the appointment and/or
promotion of relatives as outlined in FPM Chapter
310 are fully applicable. It is agreed that pre-selec-
tion and personal favoritism are prohibited.

This plan does not cover any other type of place-
ment action such as reassignments, transfer of em-
ployees from other agencies, selection or any other
placement method not specifically covered in this
section. However, when organizational changes are
contemplated, the Union will be consulted.

The Employer agrees that an employee or his de-
signated Union representative will be permitted to
review the employee’s promotion qualification rat-
ing or ranking action when said employee is a can-
didate for promotion and is not selected. This
review may be requested by the employee or his
representative within fifteen working days after
notification of the selection determination and may
include the following:

a. Whether the employee was found eligible or in-
eligible for consideration on the basis of the
minimum qualification requirements for the
position.

b. Whether or not the employee was one of those
listed in the ranking group from which the selec-
tion was made.

c. The name of the person selected for the promo-
tion.
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14,

15.

d. The contents of all supervisory appraisals of the
employee’s past performance used in considering
him for promotion. Employee will sign and date
appraisals reviewed.

e. The areas of work, if any, where the employee
should improve to be better qualified for future
promotion considerations.

f. Supervisor’s plan for assistance to the employee
which may help him improve in areas of defi-
ciency so that he may receive more favorable
consideration when applying under future pro-
motional opportunity announcements. This in-
formation may be obtained by informal discus-
sions with supervisory personnel and Personnel
Service staff employees.

The Union representative of an employee not select-
ed for promotion may review all pertinent promo-
tion action documentation provided information
can be presented in such a manner particular em-
ployees are not identified. It is understood that
maintenance of anonymity will require omission of
names and, if necessary, utilization of extracts.

Special panels (or committees) consisting of Per-
sonnel Office staff members, representatives of the
Union, and occupational specialists will meet at the
call of either party to establish specific criteria and
weights to be assigned to evaluation and ranking
factors according to generic types of positions (i.e.,
supervisory positions, clerical positions, wage ad-
ministration positions, technician positions, profes-
sional positions).

The Employer agrees the Union will be authorized
to appoint an observer for each job element rating
panel utilized under the Promotion Plan. Observers
shall not participate or have a voice in the delibera-
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17.

18.

1f2

tions or decisions of the panels. The Official Person-
nel Folder and other documents of an employee
utilized by a panel in its deliberations may be re-
viewed by an observer if the employee affirmatively
designates the Union as his representative during
panel proceedings. Upon completion of rating panel
determinations, observers will complete record
forms signed by panel chairmen and observers.
Observers shall treat all information obtained at
panel meetings as strictly confidential and shall not
discuss the proceedings except to report to the
Union President or designee matters they believe
require his attention or action.

No comparative analysis of the relative merits of
candidates will be given to an employee. A non-
selected employee who is among the candidates
referred to the selecting official shall, upon request,
be told the reasons for nonselection. If an employee
is not satisfied proper procedures have been fol-
lowed, he may file a grievance. If an employee files
a grievance, and it is found that he/she was not
promoted or given consideration because of the
violation, he/she will be given priority consideration
for the next appropriate vacancy before candidates
under a new promotion or other placement action
are considered.

The Union will be furnished a copy of the annual
promotion plan review.

Prior to implementing revision or changes to the
promotion plan, management will consult or negoti-
ate with the Union.

Employees referred for promotion consideration
shall be listed in seniority order under each cate-
gory, such as high qualified and qualified. Seniority
considerations shall be based on length of service at
VA Hospital, Allen Park, Michigan.
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20. Exceptions to the Competitive procedures of the
Merit Promotion Plan

Promotions may be made as.exceptions to competi-
tive promotion procedures in any of the following
situations:

a.

Promotion to positions upgraded without signifi-
cant change in duties and responsibilities. This
relates to promotions where positions have been
upgraded without significant changes in duties
and responsibilities on the basis of either the
issuance of a new classification standard or the
correction of a classification error.

Repromotion to grades or positions from which
demoted without personal cause and not at his/
her own request.

Promotion during reduction-in-force where pay-
fixing policy gives an employee the benefit of a
slightly higher pay rate or because the minimum
rate of the new job exceeds the rate the em-
ployee received in his old job.

. Promotion to a higher grade for 120 days or less.

Promotion after failure to receive proper consid-
eration. |f an employee fails to receive proper
consideration in a promotion action and the
erroneous promotion is allowed to stand, the
employee must be considered for the next ap-
propriate vacancy to make up for the considera-
tion he lost.

Where positions are reconstituted in higher
grades because of the accretion of additional
duties and responsibilities, if accretion was not
the result of planned management action.
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21. Relationship to Other Personnel Programs

The promotion plan will be administered in such a
way as to assure its integration with all personnel
program areas, with emphasis on the following:

a. Training and Career Development

(1) Employer agrees to provide training, career
counseling, and other assistance to employ-
ees who desire to obtain additional skills
and/or education which will enhance promo-
tional possibilities subject to available fund-
ing and staffing limitations.

(2) Training, experience, and other self-develop-
ment activities included in employees’
personnel folders which would increase
potential for effective performance in posi-
tions to be filled will be considered in the
evaluation and ranking process.

(3) The Employer, through consultation with
the Union, will utilize to the fullest extent
the present skills of employees by all means,
including the redesigning of jobs where
feasible, and will provide the maximum
opportunity for employees to enhance their
skills through on-the-job training.

22. The Personnel Office shall maintain a record of pro-
motion actions for at least two years. Such records
will contain all documentation necessary to show
that each promotion action was made in accordance
with this promotion plan and appropriate regula-
tions of the VA and the CSC.
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ARTICLE XIX
LABOR—MANAGEMENT COOPERATION

1. The Union agrees to cooperate with the Employer
in truly voluntary charity drives and to lend its sup-
port to these worthy causes. In conjunction with
these drives, the parties will be guided by appropri-
ate regulations which provide that no compulsion
or reprisals will be tolerated. Confidential gifts may
be made by placing contributions in sealed, un-
marked envelopes. It is further agreed that no lists
except those used by fund drive chairmen will be
kept showing the names of contributors and the
amounts of their contributions.

2. The Employer agrees that the Union may submit
the names of two employees for appointment on
the following committees: Safety Committee, An-
nual Promotion Review Committee, EEO Super-
visory Committee, Blood Bank Committee, Savings
Bond Committee, Training and Development Com-
mittee, and all charity drive committees. |f any
committees are established in the future on which
the Union feels it should have representation, neces-
sary arrangements or negotiations will be carried
out as appropriate.

ARTICLE XX
CONTRACTING

The Employer agrees to notify the Union in advance of
all contracting actions which will displace career employ-
ees in the unit. The Employer further agrees to mini-
mize displacement actions through realignment and re-

training to retain career employees.
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ARTICLE XXI
TIME SCHEDULING

1. If possible, employees shall be granted two consecu-
tive days off in each administrative workweek.
When preparing schedules, supervisors will make
every effort to avoid scheduling which results in
more than six consecutive workdays between off-
duty days unless such scheduling is to comply with
an employee’s request. Distribution of weekends off
shall be scheduled as equitably as possible, allowing
each employee at least one weekend per four-week
period.

2. The Employer agrees to provide the following:

a. The posting of work schedules covering not less
than a four-week period at least two weeks in
advance of their effective dates. It is recognized
that changes in these schedules may be required
because of emergency situations; however, the
Employer will make every effort to avoid last
minute changes.

b. An administrative workweek of seven consecu-
tive days, Sunday through Saturday; the schedul-
ing of a basic workweek of five days, Monday
through Friday. Monday through Friday and the
two days outside the basic workweek shall be
consecutive.

3. Changes in established tours of duty or hours of
work will be made only after consultation with the
Union.

4. Assignments to tours of duty will be distributed and
rotated equitably among qualified employees. Any
complaint or disagreement on the changes of assign-
ments to tours shall be processed in accordance
with the article on grievance procedure. A roster
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and record of employees involved in changes of
tours shall be maintained by the Employer for one
year and may be reviewed by the stewards.

. The Employer agrees to pay overtime for all official
travel outside basic workweeks so long as payments
are legal under current laws and policies. Any neces-
sary travel shall be performed, as much as possible,
during the regular work hours of employees.

. Employees’ requests for tour adjustments to attend
school shall be granted unless it can be shown that
it would adversely affect direct patient care of sup-
porting operations.

. The planning of time is essential and important
in effective staffing and the morale of employees.
The difficulty of maintaining rigid and fast rules at
all times in the planning of time is fully recognized
by all concerned. Time planners will observe the
following:

a. Every effort will be made to avoid split days.

b. Giving days off before or after leave unless other-
wise requested.

c. A weekend is defined as Saturday and Sunday.
Employees may arrange to change time with
their fellow employees provided it does not con-
flict with other time planning provisions, but it
is the responsibility of employees concerned to
make these arrangements and obtain the approval
of their supervisors.

d. Holidays will be distributed equitably among all
employees. Conflicts will be resolved by seniority
within the work unit, except employees who
were off on a given holiday the prior year should
not expect to receive that same holiday for two
consecutive years.
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e. Rotation of tours of duty or relieving of person-
nel will be shared equally among all employees
except those who have been permitted to work
an indefinite evening or night tour of duty.

f. Employees will be given at least sixteen hours off
between shifts except in emergencies.

g. No employee shall work more than two shifts in
one administrative workweek except during
emergencies.

ARTICLE XXII
TOURS OF DUTY

A list of all uncommon tours of duty shall be forwarded
to the Union office after the annual review and approval
of the Hospital Director.

ARTICLE XXIl
LEAVE

1. When an annual leave schedule is being prepared and
two or more employees have requested the same
period of leave resulting in the necessity that one or
more of such requests be denied because of staffing
needs, those employees with the longest period of
service (seniority) within the work unit shall be
given preference in the granting of such leave. How-
ever, a past record of having been granted leave dur-
ing preferred periods would be grounds for denial.

2. All services shall make adequate provision to insure
all employees are given equal opportunity to submit
requests for leave in sufficient time for them to be
considered before the leave schedule is prepared.
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Upon preparation of schedules, employees will be
notified of leave requests approved or denied. Also,
provision shall be made for adequate notification of
employees who may be absent from duty so they
may submit their requests in time for equal consid-
eration.

. The Employer agrees under the following conditions
to grant up to three days of authorized absence for
any single request for Union officials or representa-
tives to attend conferences or seminars when such
requests meet the criteria outlined in Chapter 630,
MP-5, Part |. These are the conditions:

a. Request for attendance is submitted three weeks
in advance.

b. Employees may be spared from their duties and
responsbilities.

c. Requests will generally include not more than
three employees from a single service.

. An employee’s sick leave is an entitlement, and
supervisors shall keep this in mind in the adminis-
tration of sick leave. However, the granting of sick
leave in accordance with controlling reguiations is
an administrative responsibility. The nature of evi-
dence required to determine whether an employee
is incapacitated must, of necessity, be left to admin-
istrative determination, bearing in mind the possi-
bility of abuse.

. Employees on sick leave for more than three work-
days must complete an SF-71, ‘Application for
Leave’, upon return to duty and furnish satisfactory
evidence of the need for sick leave. Generally, this
would be a signed statement from a physician. An
SF-71 and medical certificate, or the equivalent,
should not be required for sick leave of three days
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or less. However, where there is reason to believe an
employee is abusing sick leave, a medica!l certificate
may be required for any period of absence, provided
the employee has been informed in advance, in writ-
ing, that such a requirement has been established. A
copy of notification to the employee will be for-
warded to the union office if agreed to by the em-
ployee.

. When it would be unreasonable to require a medical
certificate because the illness did not require a phy-
sician’s service, the employee’s signed statement of
reasons why the medical certificate was not furnish-
ed may be accepted.

ARTICLE XXIV
OVERTIME

. It is agreed that provisions of the Federal Labor
Standards Act and supplemental Civil Service Com-
mission directives as they apply to Federal employ-
ees shall be rigidly adhered to by the Employer.
Fifteen minutes is the minimum period of overtime
that can be authorized.

. A rotational system will be established whereby
each and every employee within a work unit will be
given the opportunity to participate in overtime
work assignments on an equitable basis insofar as
the requirements of the service will permit. Suitable
records of overtime worked must be maintained by
section supervisors to assure that each employee
receives substantially the same consideration. An
overtime roster and records shall be maintained,
when feasible, by the supervisor and may be review-
ed by the steward if provisions of the Privacy Act
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permit. Supervisors shall not assign overtime work
to employees as a reward or a penalty.

. Upon receipt of approval of an overtime request by
a supervisor, notification will be given employee(s)
as soon as possible so that they may make suitable
arrangements.

. Employees either in training or on details shall be
considered for overtime in their sections subject to
the provisions of this Article; however, trainees shall
not be authorized to work overtime unless their
capabilities for the work to be done warrant per-
formance of overtime.

. The Employer will give maximum consideration to
filling full-time positions when there is a defmute
need justified by excessive overtime.

. Employees called in to work outside of and uncon-
nected with their basic workweek shall be immedi-
ately excused upon completion of all emergencies.
All callback overtime worked shall be considered at
least two hours in duration.

ARTICLE XXV
EQUAL EMPLOYMENT OPPORTUNITY

. The Employer and the Union reiterate their agree-
ment to cooperate in providing equal opportunity
for all persons, to prohibit discrimination because
of age, race, color, religion, sex or national origin,
and to promote the full realization of equal employ-
ment opportunity through a continuing affirmative
program.

. The Employer and the Union will conduct a contin-

uing campaign to eradicate every form of prejudice

or discrimination from all policies, practices and
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working conditions. Corrective action could include
disciplinary measures involving employees and
supervisors who engage in discriminatory practices.

. The Employer agrees to appoint and train six EEO
Counselors, three of whom will be assigned to the
regular tour of duty, two to the afternoon tour, and
one to the midnight tour. Nominations for these
positions will be accepted from the Union and the
Union shall be consulted prior to their final selec-
tion. Candidates selected shall meet the criteria
established by the program and will be trained in
accordance with the provisions of applicable regula-
tions. Counselors will serve under the direction of
the EEO Officer. The Union will be consulted prior
to final selections. :

. The Employer will establish as many EEO Coun-
selors and other positions as may be necessary to
carry out the functions of the program.

. The Employer shall provide for receipt and forward-
ing to Director, Equal Employment Opportunity,
VA Central Office, general allegations from the
Union as a third party complainant.

. The Employer shall publicize EEO officials by post-
ing their names, working locations, and photographs
on official bulletin boards.

. The Employer shall make reasonable accommoda-
tions as to the observance of employees’ sabbaths
on whatever days they may occur.

. The Equal Employment Opportunity Officer will
prepare an annual report on the progress of the
Equal Employment Opportunity Program. Copies
will be provided the Union.
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. The Employer agrees to submit to the Union on a

quarterly basis copies of statistical employment in-
formation by minority group designation and sex.

The Employer will adhere to the resolution of equal
employment opportunity problems utilizing the
establishment of goals and timetables. Further, the
Employer will consider suggestions, recommenda-
tions, and amendments submitted by employees at
any organizational level which can be incorporated
into specific action plans.

The Employer shall adhere to established EEO
criteria in all programs providing training opportun-
ities to all employees. Minorities and women shall
share in any such programs.

The Employer will be responsible for keeping up-to-
date documentation on all training programs.

The Employer agrees funds available for the further-
ance of education shall be available to all employees.

ARTICLE XXVI

ALCOHOL AND DRUG ABUSE PREVENTION
AND CONTROL PROGRAM

. The Employer and the Union agree to cooperate in

the application and administration of the Alcohol
and Drug Abuse Prevention and Control Program.

. Through procedures established for Employer—

Union cooperation, each party agrees to advise the
other of any problem areas in the unit represented
by the Union. The Employer and the Union agree
to jointly seek solution to such problems.

. The Employer recognizes its obligation to consult

and, where appropriate, negotiate with the Union in
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the establishment, implementation, and mainten-
ance of the Alcohol and Drug Abuse Program. It is
understood by both parties this obligation relates to
aspects of the Program and not individual cases. In
connection with this provision, designated Union
officials will meet periodically with management
officials and/or the Program Coordinator to review
progress and evaluate program effectiveness.

4. Policy. It is recognized that alcohol and drug abuse
problems are conditions which have social, medical
and psychological implications which are prevent-
able and treatable. Alcohol and drug abuse prob-
lems will be handled in a confidential manner.

a. Alcoholism: A chronic disease characterized by
repeated excessive drinking which interferes with
the individual’s health, interpersonal relations,
economic functioning, or standing in the com-
munity.

b. Drug Abuse: A health problem characterized by
the use of a drug in a manner or to a degree
which interferes with the individual’s health and
job performance.

5. Responsibilities.

a. Program Coordinator — A coordinator will be
appointed by the Hospital Director to coordinate
local operations of the program. Functions of
the Coordinator will include:

(1) Arranging for, and/or conducting training
for, supervisors, employees, and Union offi-
cials. Training efforts will include emphasis
on the contro! and prevention of alcoholism
and drug abuse and the distribution of re-
lated materials.
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(2) Guiding and assisting employees in obtain-
ing rehabilitation from local community
resources.

(3) Developing and maintaining counseling
services.

(4) Establishing and maintaining current liaisons
with rehabilitation sources that will meet the
varying needs of employees.

b. Personnel Service will provide assistance and ad-
vise to the Coordinator when requested. Proce-
dures will be developed to assure new employees
are aware of the Program and the role of the Co-
ordinator. The Union President will receive quar-
terly reports of the number of employees partici-
pating in this Program and a summary of overall
results.

c. Supervisors are the key point of emphasis in this
Program, being in a position to observe the em-
ployees’ attendance on the job, attitudes, con-
duct, and performance. To this extent, they can
observe certain signs which may indicate that
performance deficiencies are associated with the
misuse of alcohol or other drugs. Supervisors
must be able to describe behavior deficiencies,
but should not attempt to diagnose, draw conclu-
sions, or make value judgments. This is a medical
determination.

6. Procedures

a. When a supervisor has tentatively recognized that
an employee’s misuse of alcohol or other drugs is
probably the cause of poor performance, he will:

(1) Be observant of work and/or behavior
changes of assigned employee.
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(2) Document specific instances of unacceptable
work performance, behavior, or attendance.

(3) Advise medical and/or counseling staff of
the employee’s problem by describing be-
havior without attempting to diagnose or
draw conclusions, which is a medical and/or
counseling responsibility.

(4) Interview the empioyee by focusing on poor
work performance, and provide information
about counseling services if such perform-
ance is caused by a personal or health prob-
lem. The supervisor will advise the employee
that he may have Union or other represen-
tation present at this time if the employee
feels the situation may result in a disciplin-
ary action or grievance. |f the employee
desires union representation, the supervisor
will make an appointment with the Chief
Steward or his designee. In those cases where
the employee refuses help, and performance
continues to be unsatisfactory, the super-
visor will provide a firm choice between
accepting agency assistance through coun-
seling or professional diagnosis of the prob-
lem, and cooperation in treatment if indi-
cated, or accepting consequences provided
for unsatisfactory performance.

b. The Coordinator will offer information to the
employee and provide a program of rehabilita-
tion if so warranted. The available options and
alternatives will be discussed. Information ex-
changed during such interview will remain confi-
dential.

c. Follow-up procedures will be instituted by the
Coordinator and records will be retained by him;
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d. Subsequent actions by the Personnel Office or
supervisor may be initiated as required after care-
ful evaluation of the employee’s progress.

e. All inquiries and records will be held in strict
confidence. No information concerning an em-
ployee’s drug abuse or drinking problem will be
recorded in the employee’s official personnel
folder.

7. Any employee who participates in this program will
be entitled to all of the rights and benefits provided
to other employees who are ill, in addition to spe-
cific services and assistance which this program may
provide.

8. It shall be the responsibility of supervisors to follow
alcoholism and drug program policies and proce-
dures as outlined in this Agreement. It shall also be
their responsibility to assure any employee with an
alcohol or drug problem that a request for diagnosis
or treatment will not jeopardize his job rights or job
security and that confidential handling of the diag-
nosis and treatment of these problems is an absolute
fact — not an assertion.

ARTICLE XXVII
EMPLOYEES’ PERSONNEL FILES

1. Information concerning employees that is deroga-
tory, or could be considered by employees as derog-
_atory, will not be filed in official personnel folders
or other personnel files until it has been determined
employees have been informed of the contents of
such documents, the inclusion of information is in
keeping with agency policy and applicable proce-
dures including those involving misconduct have
been observed.
45




. Information referred to in the above provision does
not include information developed by character and
qualification investigations in connection with ap-
pointments, conversion to competitive status, or
other personnel actions; or information of the type
determined to be confidential by Part 294.601 of
the Federal Personnel Manual; or information re-
ceived under a pledge of confidence.

. Except for information noted in paragraph 2, em-
ployees will be given copies of derogatory docu-
ments placed in their personnel folders. An entry
which the employee believes to be unjustified is
subject to the negotiated grievance procedure.

. An employee or his representative designated in
writing may, on official time, examine the contents
of his personnel folder in the presence of a Person-
nel Office employee. The information listed in Part
294.703 of the Federal Personnel Manual will be
removed prior to this review. Employees will not be
allowed to review personnel folders of other em-
ployees except as authorized for official purposes.

. An employee’s performance and potential evalua-
tions may be reviewed by the employee and/or his/
her representative designated in writing.




FOR LOCAL AFGE 933

BERYL N. HOLLOWAY
Chief Negotiator

RAYMOND L. COLEY
Principal Negotiator

JAMES R. KLEIN
Principal Negotiator

JOHN F. ORR
Alternate

JOSEPH H. JAMES
Director, Local 933, AFGE

Date:

FOR VETERANS
ADMINISTRATION

PAUL M, VANCE
Chief Negotiator

SYBIL M. HOLTON
Principal Negotiator

A. ZAMBERLAN
Hospital Director
Date:

JOHN D. CHASE, M.D.
Chief Medical Director

Effective Date of Agree-
ment

NOTE: This agreement is approved with the exception
of the item listed in the letter of approval on this date.
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MEMORANDUM OF UNDERSTANDING
FOR

COLLECTION OF DUES
BY PAYROLL ALLOTMENTS

VETERANS ADMINISTRATION HOSPITAL
Allen Park, Michigan 48101

and

Local No. 933, American Federation of Government
Employees

The Director of the VA hospital identified above
and hereafter referred to as the VA and the President of
Local No. 933, American Federation of Government
Employees, hereafter referred to as Local 933, hereby
adopt this mutual understanding of their respective re-
sponsibilities and the procedures, conditions, and re-
quirements for withholding and remitting the dues of
the members in good standing of Local 933 who volun-
tarily authorize allotments from their pay for this pur-
pose.

I. Employee Eligibility. An employee officially
assigned to the VA hospital described above who is a
member in good standing with Local 933, AFGE, may
authorize an allotment from his pay to cover his regular
dues for such membership provided that: (a) he regularly
receives an established normal amount of pay on the
regularly scheduled paydays at the hospital; and (b) that
such normal pay is sufficient, after legal deduction and
other authorized allotments, to cover the full amount of
the allotment for dues established in part |l of this
memorandum; and (c) that he has authorized not more
than one other current allotment for payment of dues to
a recognized labor organization; and (d) that he has vol-
untarily completed a request for such allotment from his
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pay, with full knowledge of the limitations on revoca-
tion of the authorization; and (e) that he is included in
the unit for which exclusive recognition has been grant-
ed.

iIl. Allotment Authorizations — Procedure and Effec-
tive Dates

A. Local 933 will inform each of its members of the
voluntary nature of the authorization for allot-
ment of pay to cover dues and of the prescribed
procedure for authorizing the allotment as well
as the provisions and procedure for revoking it.

B. Local 933 agrees to purchase and distribute to its
members in good standing the prescribed author-
ization form and to receive completed forms
from members who want to request an allot-
ment. The Treasurer is designated to receive com-
pleted forms, to enter the current amount of
regular dues to be deducted for the member each
pay period, and to determine whether the mem-
ber is in good standing in the local. He will then
complete the required certification and submit
the forms to Personnel Service (05).

C. Allotments authorized on properly completed
and certified forms which are received in the
Fiscal Service 3 workdays before the beginning
of a complete pay period will be processed and
the authorized amount withheld from the em-
ployee’s pay for that period, provided the
amount of pay due after legal and other estab-
lished deductions is sufficient to cover the full
amount of the allotment for dues established in
part |1, Withholding of the authorized amount
will continue until the allotment is terminated
under one of the conditions provided in part IV.

49




I1l. Amount Withheld is $4.25. This has been estab-
lished on the basis of the amount of regular dues (exclu-
sive of initiation fees, assessments, back dues, fines and
similar charges and fees). If regular dues are changed,
Local 933 will notify the Hospital Director in writing of
the change or changes. This memorandum will be
amended by endorsement to reflect the revised amounts
established. Not more than one such change will be
made in any period of 12 consecutive months.

IV. Terminating Allotments

A. If Local 933 loses exclusive recognition under
any of the conditions specified in Civil Service
Reform Act or OPM or VA regulations, the
Personnel Service will advise the Fiscal Serv-
ice to terminate allotments for all members effec-
tive with the beginning of the pay period follow-
ing the one in which the notification is received
by the Fiscal activity.

B. The allotment of all employees in the organiza-
tion will be terminated on the effective date of
the first complete pay period after the dues
withholding, agreement between VA and the
organization (1) is terminated, (2) ceases to be
applicable to employees, or (3) is suspended or
terminated by appropriate authority outside VA.

C. The allotment of an individual employee will be
terminated on the effective date of his separation
from the VA or reassignment to another VA
position not served by the hospital Fiscal Service
or under a different station head. Allotments
will not be prorated, however, and full allot-
ments will be taken from the check covering a
final partial pay period.
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D. The allotment of an individual employee will be
terminated effective with the first complete pay
period after which the Fiscal Officer receives
written notice from the President or his designee
that the employee is no longer a member in good
standing of Local 933.

E. If the employee is promoted, reassigned, or
otherwise moved out of the unit of recognition,
it shall be his responsibility to notify the Fiscal
activity to terminate his allotment. In any event,
Personnel Service will forward names of employ-
ees removed from the unit by such actions to the
Fiscal Service and Local 933 and instruct the
Fiscal Officer to terminate their allotments.

F. An allotment of union dues may not be re-
voked for a period of one year after initial
authorization. A written revocation of his/her
allotment received from an employee will be
held until September 1. The termination will be-
come effective at the beginning of the next
pay period.

V. Remitting Amounts Withheld. Promptly after the
close of each pay period the Fiscal Officer will certify
for payment the net amount withheld to be delivered to
AFGE Local 933. The check will be accompanied by a
list in duplicate of the employee members of the local
with current allotment authorizations and the amount
withheld from each person’s pay including a statement
showing the total amounts withheld during the pre-
ceding pay period, and the net balance remitted. Em-
ployees whose pay was not sufficient to cover the full
amount of the deduction will aiso be identified on this
list.
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VI. Required Notices

A. The President of Local 933 will notify the Fiscal
Officer in writing, within 7 workdays when an
employee with a current allotment authorization
ceases to be a member in good standing.

B. The President of Local 933 will promptly notify
the Personnel Officer in the event of a change in
dues structure or a change requiring an amend-
ment to the memorandum of understanding.

C. Any written revocation of allotment authoriza-
tion received by any officer of Local 933 will be
sent to the Fiscal Officer within 5 workdays
after it is received.

D. The Fiscal Officer will promptly send a copy of
each written revocation received to the Treas-
urer, Local 933.

Approved:

A. ZAMBERLAN, Director JOSEPH H. JAMES,

VA Hospital Director Local 933

Allen Park, Michigan American Federation
Government Employees
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MEMORANDUM OF UNDERSTANDING
FOR

NEGOTIATING COLLECTIVE
BARGAINING AGREEMENTS

INTRODUCTION

This memorandum of understanding is entered into
by Veterans Administration Hospital, Allen Park,
Michigan (hereinafter referred to as ‘“Employer”)
and AFGE Local #933 (hereinafter referred to as
“Local”). Local #933 was certified by the Director
of the Veterans Administration Hospital, Allen
Park, Michigan, in a letter dated August 8, 1966, as
the exclusive representative for the unit comprising
all regular work force employees except:

Managerial executives;

Employees engaged in personnel work in other
than a purely clerical capacity:

Supervisors as defined in Executive Order
#11491;

Physicians, dentists, nurses and other profession-
al employees whose duties customarily require
graduation from a coliege or university of
recognized standing.

This memorandum which complies with the pro-
visions of Executive Order 11491 provides proce-
dures for negotiations which will expedite agree-
ments by reducing potential areas of misunderstand-
ing and dispute.

2. PROCEDURES
a. Membership of Negotiating Teams:

(1) Each negotiating team shall have no more
than three (3) principal negotiators, and
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(2)

(3)

(4)

(5)

(6)

(7)

(8)

(9)

they are to be identified to each party at
least seven {7) days prior to the beginning of
negotiations.

To assure continuity of negotiations alter-
natives will be present at all negotiation ses-
sions. Except when serving during the ab-
sence of principle negotiators, they will not
be permitted to participate.

Notification of alternates being used at any
particular meeting must be given to the
other party at least four (4) hours before the
session in which they will participate.

The utilization of alternates will be held to
a minimum.

Alternates shall be entrusted with the same
right to speak for and to bind their princi-
pals as the members they replace.

Chief Negotiators shall be official spokes-
men for their team.

Each spokesman may call on or authorize
any member of his negotiating team to
speak.

Observers will not be permitted to attend
negotiation sessions.

When impasses occur the employer and the
local may request the presence of national
representatives to assist in the resolution of
issues. One (1) but no more than two (2)
national representatives may be utilized by
either party.

. Initialing:

(1)

Upon reaching agreement on each article,
Chief Negotiators shall signify such agree-
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ment by initialing and dating the agreed
upon item.

(2) The agreement shall not be complete and
finalized until all parts therein have been
disposed of by mutual consent.

. Ground Rules for Contract Negotiations:

(1) Negotiating sessions will convene on Mon-
days, Wednesdays and Fridays, the first ses-
sion to be held on Monday, January 6, 1975.

(2) Negotiating sessions shall be held at the hos-
pital from 9:30 a.m. to 3:00 p.m. with a
half-hour break from Noon to 12:30 p.m.

(3) The Union negotiating team shall be on of-
ficial time during the first 40 hours of
negotiations.

(4) If after 40 hours, the negotiations are not
concluded, the time for negotiations shall be
changed to: Monday, Wednesday and Friday
from 5:00 p.m. to 10:00 p.m.

. Place of Meetings:

The Employer will provide a suitable meeting
place for negotiation purposes and make avail-
able additional locations for caucusing.

. Recesses — Caucuses:

Either negotiating team may call a recess in
negotiations for rest purposes and they will not
be unreasonably long. A caucus or recess may be
called by the Chief Negotiator of either team at
any time. The team calling the caucus may re-
main in the negotiating room; the other team will
withdraw. However, the caucusing party shall
make every effort to avoid unnecessary delay in

negotiations.
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f. Availability of Governing Laws and Regulations:

The Employer will keep readily available the
basic governing rules and regulations for Federal
employees, such as the Federal Personnel
Manual, applicable agency manuals, policy state-
ments and procedural documents. The Employer
will produce copies of applicable portions of
regulations which relate to any matter presented
by the Local Negotiating Team.

g. Maintenance of Records

It is agreed that no official transcript will be
made of the negotiation proceedings; however,
each party may make its own notes. In this con-
nection, the occasional presence of a steno-
grapher to take notes for either party may be
permitted by mutual consent.

3. AUTHORITY:

a. The negotiating team for hospital management is
authorized to negotiate all aspects of employee—
management relations that are subject to negotia-
tions under Executive Order 11491, the Civil
Service Commission and Veterans Administra-
tion Regulations issued pursuant to the Order.
However, a negotiated agreement will not be con-
sidered valid until approved and signed by the
Hospital Director and authorized approval offi-
cials in VA Central Office.

b. The Local Negotiating Team has authority to
speak for the Local. However, the Local will not
be bound by the negotiated agreement, or any
portion thereof, until the members of the Local
have ratified the agreement.
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4. IMPASSES IN NEGOTIATIONS:

a. When it has been determined that an impasse has
been reached, the item shall be set aside. After
all negotiable items on which agreement can be
reached have been disposed of, the parties shall
once more attempt to resolve any existing im-
passe items.

b. If the impasse can't be resolved, either party may
request the Federal Mediation and Conciliation
Service to provide mediation service. In this
regard, it is clearly understood by both parties
the Service determines under what circumstances
and in what manner it shall provide its services.
The rules of the Federal Mediation and Concilia-
tion Service shall govern the use of mediators.

c. After such mediation effort, either party may re-
quest that the impasse be submitted to their
respective National Headquarters for considera-
tion. Within five (b) days after such notification,
the parties shall submit their positions to their
National Headquarters.

d. Any impasses not resolved through referral to
National Headquarters, may be submitted by
either party to the Federal Service Impasses
Panel, subject to their regulations.

e. The procedure described above shall not preclude
the parties from agreeing on any issue or from
entering into complete agreement without the
assistance of the mediator or the Panel.

5. RENEGOTIATION OF DISAPPROVED ISSUES:

If the negotiated agreement is referred back to the

parties for renegotiation either by higher manage-

ment authority for statutory or regulatory changes

or by the Local Membership, each party shall notify
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the other of such action within twenty-four (24)
hours. Renegotiations shall begin within one (1)
week from receipt of notice from the other party.

6. EFFECTIVE DATE:

This memorandum of understanding is effective im-
mediately upon signing.

Veterans Administration Local #933, American
Hospital Federation of Government
Allen Park, Michigan Employees

C. L. NORDSTROM JOSEPH H. JAMES
Hospital Director Director

Date: Date:
















