DEPARTMENT OF VETERANS AFFAIRS
Medical Center
Battle Creek, M| 49016

April 5, 1999

In Reply Refer To: 515/05

Cynthia Bullock, Coordinator

Public Sector Agreement Collection

LIR Library

Michigan State University

100 Library \
East Lansing,, M1 48824-1048

/N

f

Dear Ms. Bullock:

Enclosed please find a copy of the most recently negotiated national Master Agreement between
the Department of Veterans Affairs and the American Federation of Government Employees
(AFGE), effective March 21, 1997. This agreement covers both professional and non-
professional employees. Also enclosed is a copy of the Agreement between Local No. 1629
American Federation of Government Employees and the Veterans Administration Hospital
Battle Creek, Michigan, effective November 3, 1977.

arf
AFGE Local 933"is not associated with the VA Medical Center in Battle Creek.

If you have any questions regarding the enclosed documents, you may contact Palma Simkins,
Employee Relations Specialist, at (616) 966-5600, extension 3605.

Sincerely,

o Py

/MICENT M. KIDDER

Chief, Human Resources Management Service

(P21 7vr oo oy

Enclosures:
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(7) all actions taken by the Chief Medical Director on the basis

of Di sciplinary Board reconmendations

-

(8) all actions and recommendations resulting from conpetency

reviews by a Professional Standards Board.

Crat

Section 3

Thh> negotiated procedure shall be the exclusive procedure available to the

Uni on, Enpl oyer, and the enployees in the bargaining unit for resolving such
grievances, except "that: (A) An aggrieved enpl oyee affected by discrim-
nation, a renoval,or reduction in grade or pay based on unacceptable per-
formance, or adverse action may, at his/her option, raise the natter under a
statutory appellate procedure or the negotiated grievance procedure, but

not both. (B) An enployee shall be deemed to have exercised his/her option
under this section when he/she files a tinely notice of appeal under the
appel l ate procedure or files a timely grievance in witing under the nego-

- T o T T S

tiated grievance procedure, whichever event occurs first.

In the event either party should declare a grievance nongrievable or non-
arbitrable, the original grievance shall be considered amended to include
this issue. Either party agrees to raise any question of grievability or
arbitrability of an issue prior to the time limt for the witten answer in
step 2 of this procedure. Al disputes of grievability or arbitrability

shall be referred to arbitration as a threshold issue in the related griev-

ance.

_section 5

Mbst grievances arise from mi sunderstandings or disputes which can be settled
promptly and satisfactorily on an infornal basis at the inmediate supervisory
| evel . The Enployer and the Union agree that every effort will be made by
Minag-ejjgit and the Aggrieved party(s)to settle grievances at the |owest
E?hSAﬂré *I»e*et, i«ev inmmediate supervisor. Reasonable tine during working

APP- 2
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PROFESSIONAL UNIT
hours will be allowed for enployees and Union representatives to present and
. process grievances. )

Section 6

The follow ng procedure will be followed in processjing enployee grievances
with Union rfepresent ation.
Step 1 - The grievance may be submitted orally or in witing within 15
wor kdays from the date of the act or occurrence by the aggrieved enpl oyee
and Union representative to the enployee's immediate supervisor. The enployee's
i medi ate supervisor will meet with the aggrieved enployee and, if requested
by the enployee, his/her representative within 5 workdays to discuss the
grievance. The imediate supervisor will provide the enployee with a witten
deci sion on the i.ssue within 5 workdays after the meeting. |f the grievance
is submitted in witing, the grievance nust contain the specific nature of
. the conplaint, to include date and desired renedy. V.V, N,y
Step 2 - If no nutually satisfactory settlement is reached as a result
of the first step considerat‘i on, the aggrieved may submt the grievance under
the second step. Such notification will be in witing and nmust be submtted
within 5 workdays of receipt of the first step decision. The grievance at
step 2 will be subnmitted to the Division/Service Chief. If the Division/
Service Chief is the immediate supervisor, the grievance will be submtted
to the next higher Management Official bel ow ihe Director. The Managenent
O ficial receiving the grievance at step 2 will neet with the aggrieved and
hi s/ her representative, within 5 workdays of receipt of the grievance. The. .
qlvanagement Oficial will provide the enployee with a witten decision on the
issue within 5 workdays after the neeting.

Step 3 - If no nutually satisfactory settlement is reached as a result

. of the second step, the aggrieved may submit the grievance to the Director,

———

f*"of"€f'fﬁ§-?éo,l_‘_'rej ?ti3r's,designee, within 5 workdays of receipt of the decision of
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Appendi x B
PROFESSI ONAL UNI T

. Section 2 i
Only the AFGE or managenent may invoke arbitration. No enployee nay singularly
bring asgr.ievl"e to arbitration without the union's sanction. , %8 v g¥
Section 3
After vvritteﬁ notice by either party to the other that arbitration is desired,
either party may request the FMCS to submt a list of 5 inpartial persons
qualified to act as "an arbitrator. Upon receipt of such list, nanagenent and
AFGE shall neet to select an arbitrator. |f agreenent is not reached,
begi nning with the noving party, each side shall strike one nanme fromthe
list in turn. The name remaining, after each has struck two, shall be
selected as the arbitrator.

Section 4

The parties will jointly prepare the issue to be decided by the arbitrator
. and each will individually prepare a suggested remedy. If the pé{rties.‘"" o
cannot agree on the issue to be resolved, each side may submit a summary of
the issue. Nothing in this agreenent shall preclude the parties from
resolving the grievance during any of these meetings. The arbitrator will
hear the case under procedures decided by himher and nake an award.
Section 5
Arbitration hearings will be held during regulLar duty hours. Enpl oyees who
are grieved and necessary enployee witnesses, otherwise in a duty status,
will be allowed to participate without charge to |eave.
-fectionb

The costs of the arbitrator and his/her expenses will be borne equally by the

parti es.

Section 7
. The arl Sxrator will be required to render his/her decision within 30 days.

oy A 2L >
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PROFESSIONAL UNIf

Section_ 8

E ther party nay appeal the arbitrator*s award to the FLRA in accordance with

-

their regul at i ons.

Section 9

Questions olL-grievability or arbitrability will be"referred to the arbitrator

as a threshold i ssue.

rowwpe




— L — ==
-

b

THIS CONSTITUTES AN INTERIM AGREEMENT BETWHEN THE PARTIES

. FOR THE NATIONAL VA COUNCIL, AFGE FOR THE VETERANS ADM N STRATI CN
7 |
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PROFESSIONAL UNIT

INTERIM . j
MEMORANDUM OF AGREEMENT :

BETWEEN THE
NATIONAL VA COUNCIL, AFGE, AFL-CIO
AND
THE VETERANS ADMINISTRATION

Article 1: Purpose

1.1 This agreement provides for the establishment of orderly
t

and rmutual |y beneficial procedures to be followed during the

Interi mperiod between the date of this agreenent and until

such tine as a Master Agreenent is finally approved for this unit.

Article 2: Unit Coverage

2.1 This agreenent covers the AFGE consolidated bargaining unit

. for PROFESSI ONAL enpl oyees, as certified by the Federal ‘Labor-
Rel ati ons Authority on February 28, 1980.

Article 3; Mast er Agr eenent Negoti ati ons

3.1 Master Agreenent negotiations will begin not earlier than
Septenber 1, 1980 and not |ater than Septenber 30, 1980, except
that ground rules negotiations will be initiated prior to

Sept enber, 1980.

Article 4. Local Contracts

4.1 The terns of any local agreenment which was in effect at the
time of the consolidated unit certification shall remain in effect
until final approval of the Master Agreenent for this unit. This

shall not apply to re-opener cl auses.



Article 5; Local Contract Negoti ations ' i .
5.1 Al local contract negotiations, already at the bargaining

tabl e on February 28, 1980, may be reinstituted for the purpose

of attenpting to conﬁlete a contract. These pre-inpasse negotiations

may not continue past May 30, 1980. Additionally, any issues

before the Authority for negotiability determ nations or any issues

before the Panel for resolution of an inpasse filed with those

bodi es prior to June 15, 1980 nay be adjudi cated and i npl ement ed

until Septenber 30, 1980. Requests for Panel assistance wll

include a request for a final decision and order of the Panel.

Any issues before these two foruns not concluded at the tine

Mast er Agreenent negotiations begin or Septenber 30, 1980, whichever .

b ——

cones first, will be consi dered moot and be nmut ual I'y wi t hdrawn
‘ {
by the parties.

5.2 Notwithstanding the ternms of this agreenent, |ocal parties
may negotiate changes which will bring contracts into conformance
where they have been di sapproved or approved with exceptions at
the VA Central Ofice |evel.

5.3 Negotiation of |ocal contracts, pursuant to an order or
settlenment of an unfair |abor practice, may be conducted w thout

regard to the ternms of this Agreenent.
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Article 6: Local Bargaining Over Changes |In Personnel Policies,
Practices, or Ceneral Wrking Conditions”

6,1 Any local changes in personnel policies, practices or
other matters affecting conditions of enploynment initiated by

VA managenent at its local facilities, which are not covered by a

| ocal agreenent, shall be transmtted to | ocal union representatives,.

Any changes in policies or practices, which were submitted to the
union local prior to the directive to discontinue bargaining at
the local |evel,need not be resubmtted to the union. Bar gai ni ng
obligations will continue over the above issues at the |oca

| evel between | ocal managenent officials and designated | ocal

uni on representatives.

Article 7; lIssuance of Central Ofice Level Policies' - @ @owe_

v —

?.1 Any VA Central Office policy issuances subnitted to AFGE for
comment, fromthe date of this agreenent until OCctober 15, 1980,
wi |l be subject only to consultation, consistent with national
consultation rights, but not to national |evel negotiations.
Thereafter, the rights and obligations of Title VII apply. The
VA hereby agrees not to initiate the develoannt of new policies
in response to union proposals for the Master Agreenent. This

does not in any way interfere with issuance of policies not in

violation of the aforenentioned commtnent. VACO w || sinultaneousl

y
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forward copies of such proposed issuances to AFGE national head- .

quarters and up to 5 AFGE designated officials. AFGE Headquarters

wi |l then have 15 days, fromreceipt, to respond with their

conment s co}icer ning such policies. Follow ng consideration of

AFGE's coments, or after 15 days if no comments are received,

the VAwill be free to issue these policies subject only to
bargaining with locally designated union officials concerning

| ocal application of these policies. This does not waive the

union local's right to challenge, under the negotiability procedures,

the conpel ling need of any provision of these policy issuances.

7.2 Wtin 15 days of receipt of AFGE” coments at the Central
Ofice |l evel, VACO managenment nust finalize the policy;- inclii&-ng--
approval and effective date, and E)Toceed to publication. Is.suance .
of these policies by VACOwi Il not in any way restrict AFGE from
bargai ning on matters covered by these policies during negotiation
of the Master Agreenment for this unit. This does not in any way
precl ude managenent fromtaking a position that any proposal made

by the union during negotiation of the Mast er Agreenment i s non-

negot i abl e.
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Article 8: Gievance and Arbitration Procedures

8,1 Any local unit enbodied in the AFGE consolidated unit, which
was not coverea by a grievance procedure with final and binding
arbitration'at the time of certification, will be covered by the
grievance and arbitration procedures found in Appendi x"f to

this agreenent.

. cle g : ¢ thi

9.1 If either party to this agreenenf bel i eves there is a dispute

«

over the interpretation or application of this agreenment, that
party shall notify the other party of the nature of the dispute
within 30 days of the act or occurrence and attenpt a nutually

agr eed-upon resol ution. Absent such a resolution, either party_ .
may request arbitration .wthin théﬂéo-day peri od.

9.2 The noving party shall request a list of five arbitrators
fromFMCS. After receipt of the |list, the parties shall communicate
by phone to select fromthe list. Starting with the noving party,
the parties shall each strike one nane in an alternate fashion,
continuing the process until one nane remains. The novi ng party
shall notify the FMCS and the arbitrator of the selection. |If

either party refuses to participate in the process of selecting

an arbitrator, FMCS is enpowered to designate an arbitrator.

B-5»




9.3 Questions of arbitrability shall be decided by the

-

arbitrator as a threshold question. .

9.4 The decision by an arbitrator shall be final and binding.

The arbitrator is enpowered to award approprfate relief.

9.5 The feés and expénses of the arbitratof shal | be borne -
equal ly by the parti es.

9.6 Bargaining unit enployees determned by the arbitrator to

be necessary witnesses for the arbitration proceeding shall be

granted reasonable official time with appropriate travel and

per di em expenses.

& '-
Article 10: Duration L+
GJ*C’L
10.1 The duration of this interimagreenent will be fromthe /iv&* pk
date it is approved by the parties until a NhstepﬂAg[engnt,LLQHHJ\‘
finally approved for this unit.< Any grievance which is in .

3

process under Appendi x A of the Agreenent at the tine the

Master Agreenent is approved may be processed to resol ution under

the procedures outlined in Appendix A
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AGREEMENT BETWEEN LOCAL NO. 1629
AMERICAN FEDERATION OF GOVERNME— EMPLOYEES
and the
VETERANS ADMINISTRATION HOAMIT \,
BATTLE CREEK, MICHIGAN

PREAMBLE

1. By authority of Executive Order 11491, as
anended, VA Manual MP-5, Part |, Chapter 711 and a
|l etter of recognition dated Septenber 28, 1964, from
the Director, Veterans Admi nistration Hospital,Battle
Creek, M chigan, to Local 1629, Anerican Federation of
Gover nnent Enpl oyees, the parties identified in Article
| below enter Into this agreenment for th<s purpose of
pronoting and inproving the efficient avl r.latra .:ion of
the Veterans Adm nistration Hospital, Battje Creek, Mchi--
gan, to foster union-nmanagenent cooperation, and to in-
sure enpl oyee participation in the fornulation of hos-
pital personnel policies and procedures.

2. The parties to this agreenent recognize th-t
these goals can best be acconplished through nutual \ nder--
standing and respect. It is, therefore, agi' ed that the
parties will neet and confer at reasonable tinmes with
the oBjective of reaching agreenent on the bubjecte cut-
lined In Article VI bel ow

ARTICLE | - Parties to the Agreenent

This agreenment is nmade and entered Into in good
faith by and between the Veterans Adm nistration Hos-
pital, Battle Creek, M chigan, hereinafter referred to
as the Hospitals and the Anmerican Federation of Govern-
ment Enpl oyees, Local 1629, hereinafter r*“f»rred to as
t he Uni on.

ARTICLE Il - Bargaining Unit

Section 1: The Union Is recognized as the exclusive
representative of the work force of the Hospital with
the exception of managenent officials, professional em
pl oyees, supervisors, personnel officials other than
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clerical, and other enployees so designated by Veterans
Adm nistration Central O fice.

Section 2: All enployees in job categories listed in
this article who are excluded from the bargaining unit
may not be excluded from nmenbership in or representa-
tion by officials of the Union, as pertains to grievance
procedures, adverse actions, and EEO Conpl ai nts, unless
ot herwi se precluded by appropriate regul ations or policy.

ARTICLE I11 - Recognition

Section 1: The Hospital hereby recognizes that the

Union is the exclusive representative of all enployees
in the Unit, as defined under Executive Order 11491, as
anmended. The Union recognizes its responsibility for
representing all enployees in the bargaining unit wth-
out discrimnation and" without regard to Union nenber-
ship with respect to grievances, personnel policies,
practices and procedures or matters affecting the general
wor ki ng conditions subject to the express provisions set
forth in this agreenent.

Section 2: The Hospital and/or the Union shall not
change the conditions set forth in this agreenment and
suppl ements, except by the nmethods provided herein.

ARTICLE IV - Status of Union Representatives

Section 1. it is agreed that Union officials shall ex-
perience ac interference, coercion, restraint, dis-
crimnation> reprisal, or harassnment in carrying out

(.heir legally authorized duties as defined by this
agreenment, nor shall the. performance of auch duties af-
fect their performance rating. It Is further agreed that
the sane shall pertain to any enployee who is a nenber or
wi shes to becone a nenber of the Union. In addition, the
Uni on shall not interfere with, restrain, or coerce a
menber da the exercise of his/her rights under the
Executive Order 11491. as anended.

Section 2: The Hospital shall recognize as Union of ~

2




ficials and representatives such persons properly certi-
fied br the Union, inwiting, and will neet with such
officials and representatives in the performance of
their designated Union duties as often as reasonably re-
quired. The Union officials and representatives will be
on official tinme while participating in such neetings.

Section 3: Authorized local and national Union repre-

sentatives must have approval of the Hospital Director,
or his designee, for the purpose of visiting the Hos-
pital to consult with Union officials or enployees.

ARTI CLE V - Mutual Rights and Obligations

Section 1: In the admnistration of all matters covered

by this agreenent, officials and enpl oyees are governed
by existing or future laws and regul ati ons of appropriate
authorities, including policies set forth in the Federa
Personnel Manual , by published agency policies and re-
gulations in existence at the tinme the agreenent was
approved: and by subsequently published policies and
regul ations required by law or by regulations of ap-
propriate authorities, or authorized by the terns of a
controlling agreenent at a higher agency |evel.

Section 2: Nothing in this agreenment shall restrict the

Hospital in exercising its right in accordance with ap-
plicable laws and regul ati ons:

a. to direct enployees of the Hospital;

b. to hire, pronote, transfer, assign and retain
enpl oyees in positions within the Hospital, and to sus-
pend, denmpte, discharge or take other disciplinary
action agai nst enpl oyees;

c« to relieve enployees fromduties because of
|l ack of work or other legitimte reasons;

d. to maintain the efficiency of the Governnent
operations entrusted to them

e; to deternmne the nmethods, mnmeans and peraonnel
by whi ch such operations are to be conducted; and

f. to take whatever actions are necessary to carry
out the m ssion of the Hospital In situations of
emer gency.
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DEPARTMENT OF VETERANS AFFAIRS
Medi cal Center
Battle Creek M 49016

NQVi 81993

In Reply Refer To:  515/05

Annie M Cooper

The Library

M chigan State University
East Lansing. M 48824-1048

Dear Ms. Cooper

Per your Novenber 12, 1993 request, we are enclosing copies of applicable Labor-
Managenent agreenents currently in place at this Medical Center. Subsequent to
the passage of Public Law 95-454, the Gvil Service ReformAct (CSRA), our non-
pr of essi onal enployees voted to be represented by the American Federation of
Gover nnent Enpl oyees (AFGE).

Enpl oyees at many of the 171 VA Medical Centers voted to be represented by the
AFGE. This resulted in a nationally negotiated agreenent entitled "Master
Agreenent between the Veterans Administration and the American Federation of
Gover nnent Enpl oyees (MA). The MA becane effective on August 13, 1982. To date,
it has not been renegotiated and renmmins applicable at all VA Facilities where
the non-professional enployees are represented by the AFGE. Subsequently,

. although in a different bargaining unit as defined by the Fair Labor Rel ations
Authority (FLRA), the professional enployees at several VA facilities, including
this one, voted to be represented by the AFGE.

Therefore, the AFGE, Local 1629, consists of two bargaining units; the non-
professional unit, and the professional unit. The August 8, 1983 docunent,
entitled "InterimAgreenment Between the VA and the AFGE," pertains to

prof essi onal enployees at all VA Medical Centers where the professional enployees
voted to be represented by the AFGE. To date, national negotiation of a nore
expanded agreenent regardi ng the professional enployees has not been conpl eted.

e Local wAgr.eementiiwasrapprovedyat-t-hissppMediical i Cent-er- pri-or: t-o passage’ ofit-he
CSk). The Local Agreenent has been superseded by the MA. It remains valid only
wro hegextrentgthat bt [does 'not confillitet witth: the newer: PuUbliilc’ Law or- the MA:

Enpl oyees of the VAMC, Battle Creek, M, who are not included in either the non-
prof essi onal or professional unit have rights defined by Public Law, the Federal
Per sonnel Manual (FPM), Departnental Regul ations, and Medical Center Menoranda.
If you have further questions, you may contact nme, or J. C Hiller, Enployee

Rel ati ons Specialist, at (616) 966-5600 extension 4016.

o

L___._/_,_'.‘_, s Irf.
DIANA G QUI KN
Chi ef, Human Resources Managenent Service

o i

.

LABOR AND INDUSTRIAL
RELATIONS COLLECTION
Michigan State University




Section, 3; Nothing In this agreenent shall require an
enpl oyee to remain or beconme Vnenber of the Union, or
to pay noney to the Union, except pursuant to a vol un-
tary, witten authorization by a nenber for the paynent
of dues through payroll deductions.

Section 4: In prescribing regulations relating to per-
sonnel policies and practices and working conditions,
the Hospital shall have due regard to the obligation

i nposed by Section 11* Paragraph (a) of Executive Oder
11491, as amended, and right of the Union as stated in
this agreenment. The obligation to neet and confer ex-
cludes matters with respect to the m ssion of the Hos-
pital or not within the admnistrative authority of the
Hospital Director; its budget, its organization; the
nunmbers, types, and grades of positions or enployees
assigned to an organi zational unit, work project or tour
of duty; the technology of performng its work; or its
internal security practices. This does not preclude the
parties from negotiating agreenment providing appropriate
arrangenents for enployees adversely affected by the
irapacu of alignment of work forces or technol ogica
change.

Section 5. The job steward and the Chief Steward re-
cognize the fact that the supervisor is responsible to
hi gher levels of the Hospital for the quality and quan-
tity of work in the organi zational segnment he/she heads.
The supervisor is the key individual for the Hospital.
The steward is the key individual for the Union. These
two nust cooperate in good faith on problens involving
their assigned areas of responsibility. They nmust main-
tain J. fair and open-ninded rel ati onship. They nust

be willing to settle grievances as they arise, exercising
a positive and friendly approach.

Section 6: The Hospital recognizes the right of the
Union to designate job stewards and alternates. It is
understood that the Union, in appointing such stewards,
does so for the express purpose of inproving Union-Mnage--
ment rel ationships, by helping to settle real or ima-

ginary problens at the first possible level. It is

- 4-




understood that this Uniome  f,fAlll redquire one
Chief Steward and seventeen (17) st ards and Bévehteen
(17) alternates. The alternates are to ac, cnl> In_the
absence of the regular stewards. The seventeen (17
Awards and alternates are fromthe follow ng Hospital
organi zational segnments and normally will function on.y
Wi thin these organizational confines:
Enoilncerdifae Bl Sl i 3 stewards, 3 alternates
steward, 1 alternate
Laundry

Fiscal, Personnel, Laboratory

o

steward, 1 alternate
steward, 1 alternate

Rehabilitati on Medici ne
Medi cal Adm ni stration

_ 1 steward, 1 alternate
_Radlplogy, Dental , Pharmacy 1 steward, | alternate
Dretetics 1 steward, 1 alternate
Cant een 2 stewards, 2 alternates
Bui | di ng  Managenent 6 stewards, 6 alternates
Nur si ng 1
1

Section 7: The Chief Steward will be responsible for
servicing and assisting job stewards hospital -w de.
she will provide service in the absence cf the ares
steward or alternate. Enployees nornally will be re-
quired to utilize the services of the steward assigned
to their organizational segnent. The Preeident of the
Local will furnish the Personnel O ficer, on a current
basis, the nanes of all stewards and alternates and the
area in which they serve. The Hospital will make space
available on the bulletin board of each organi zationa
segnment to post the nanes of the appropriate stewards.
The Union will be responsible for posting the names. No
ot her enployee will be allowed to act as a steward.

He/

Section 8 The followng functions are understood to

constitute the full functions of any job steward so
desi gnat ed:

a. As requested by enpl oyees, they should nmake on
the scene investigations of grievances and assist in
the presentation of such grievances to supervisory per-
sonnel and attenpt to achieve settlenent. The right

i nvestigate grievances does not include the right
interview patients.

to
to



b. They may assist the aggrieved enpl oyee in the
presentation of grievances.

c. They may collect union dues, but such activity
may not be carried out during working hours of either
the steward or the enpl oyee concerned.

Section 9: Al stewards will carry out their functions
in accordance with the follow ng standards of conduct:

a. Before attenpting to act on any enpl oyee grie-
vance, the steward will require the enployee to discuss
the matter with the appropriate supervisor to attenpt
to resolve his/her own grievance. The enployee will be
entitled to representation at this discussion, if hel/she
so desires.

b. Meetings with supervisory personnel will be
held in surroundings which are as private as possible
~and will be conducted in a quiet and dignified manner
~I'n-no case will they be conducted in full view of pa-
tients or the general public.

c. The steward understands that this stewardship
function does not, in any way, relieve hinfher from
observing all rules of conduct established by |aw, re-
gul ation, agency or Hospital policy. Hospital per-
sonnel are required to observe the same rules of em
pl oyee conduct and are required to recogni ze, neet with,
and work with Union stewards in a conscientious effort
to obtain settlenment of problens at the earliest possible
state.

Section 10: Stewards, including the Chief Steward,

will be authorized to |eave their work areas to bring
about disposition of a grievance or conplaint when re-
guested by the aggrieved enpl oyee. It is understood
that such requests will be considered In light of the
steward's assigned function and the conditions existing
at the tinme. Patient care or support hereto is the
first concern of all enployees; therefore, a grievance
must wait until the steward has” conpleted his/her im
medi ate duties before requesting perm ssion fromhis/
her supervisor to |eave the inmediate work area. The
steward will also call the supervisor of the conplai nant
and arrange for a mutually agreeable tine to interview
the enpl oyee who has made the conplaint. The steward's
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supervisor will maintain a "sign-out sign-in" sheet and
the steward will indicate (1) time of departure, (2)
destination, (3) time of return, each time he |eaves the
area for this purpose. Stewards will conduct their

busi ness with dispatch and will not use their offices
for matters outside the scope of this agreenent. Both
the Hospital and the Union will advise the supervisors
and stewards of their responsibilities and expected

rel ati onships to each other. ;

Section 11: The Chief Steward's normal tour of duty
will be as close to the main business hours of the hos-
pital as possible.

Section 12: The Hospital will,annually, furnish the
Union a list of names, position titles, grades, salaries
and duty stations of all enployees under its juris-
diction. This information would not be di ssem nated by
Union officials. Twice nonthly, the Union will be given
a list of gains and |osses at this Hospital,

Section 13: Union officers, representatives or stewards
will be granted reasonable tinme fromduty w thout |oss
of pay or benefits for the purpose of receiving steward
training when it is determned by the Hospital that such
training will be nutually beneficial. At the Hospital's
request, supervisors will be given orientation classes
by Union representatives regarding the steward program

Section 14: The Hospital may excuse Union representa-
tives without charge to | eave for training sponsored

by | abor organi zations or the VA when such training
woul d be of advantage to the Hospital as well as the
Union. Such training may include information, briefing,
and orientation relating to matters within the scope,
goal s, and purpose of Executive Order 11491, as anended.
It could include statutory or regulatory provisions re-
| ating to pay, working conditions, work schedul es, em
pl oyee grievance procedure, performance ratings, adverse
action appeals, as well as VA policy and the neani ng or
application of negotiated agreenents pertaining thereto-
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Section 15: Odinarily, the training mentioned in
Section 13 and 14 of this article for Union representa-
tives will not exceed eight (8) duty hours per individua
within a twelve (12) nonth period. The Hospital will
determ ne the nunmber of persons who nay be given ex-
cused absences for any one training course. The Hos-
pital shall consider requests fromthe Union for addi-
tional hours beyond the eight (8) hours per individual
to be utilized for training purposes based upon the

merits of each cesa.

Section 16: The Hospital agrees that the Union may

desi gnate el ected or appointed representatives as del e-
gates to any legitimate Union business activity or an
appointnent to a National Ofice that may necessitate

| eave of absence. The enpl oyee shoul d :nake application
to his/her supervisor for annual |eave or |eave w thout
pay to accept the tenporary appointnent. The approva
of such |eave is predicated upon whether the enpl oyee
can be spared fromhis/her official duties. Such re-
guests will normally be submitted to the supervisor
fifteen (15) days in advance of the day the |eave woul d
begi n. Leave without pay will not exceed one year for
each application.

Section 17: Union nenbership shall not be encouraged
or discouraged by anyone acting in a supervisory capa-
city for the Hospital.

ARTICLE VI - Subject Areas for Negotiation

Section 1: It is agreed and understood that matters
appropriate for consultation and negotiation between the
Union and the Hospital are policies and procedures re-
lated to working conditions. These include such matters
as health and safety, opportunities for training, |abor-
managenent cooperation, enployee benefits and services,
met hods of adjusting grievances as they pertain to the
application and interpretation of this agreement, |eave
adm ni stration, merit pronotion procedure and assi gnnment
of enployees to tours of duty. This does not preclude
the parties fromnegotiating agreenents providing ap-
propriate arrangenments for enpl oyees adversely affected
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by the inpact of realignnent of work forces or tech-

nol ogi cal change. The parties agree that the above
listing constitutes general broad arean for- which sone
proposal s may be negotiable. It is aVv*eo., however, that
the Hospital has not waived its rights unc”r section

|1 (b) of Executive Order 11491, as anended, and re-
serves the right to exam ne individual proposals as

they are submtted to determne their negotiability or
to take action in accordance with its reserve rights.

Section 2: The Negotiating Commttee will neet nonthly.

“Subj ects to be discussed will be given to the Personnel
Officer, inwiting, at |east one week before the neet-
ings. Subject matter will be confined *o discussion of

policy, interpretation of regulations, application of
Hospital Union Contract, etc., rather than di scussion cf
conpl aints or grievances involving individual enployees.
The Personnel O ficer will prepare the agenda and di s-
tribute copies to all nenbers of the Negotiating Com
mttee. Di scussion will be limted to subjects con-
tained in the agenda. The Personnel Oficer will be
responsi ble for recording and distributing the m nutes.

Section 3: Matters in this category which, in the
opinion of either the Union or the Hospital, are of
such urgent nature that they cannot wait to be brought
up at the regular nonthly nmeeting, may be comruni cated,

inwiting, at any tinme.

ARTICLE VII ~ Duration, Anmendnent and Term nation

Section 1: Following ratification by the Union, this

agreenent shall becone effective upon the approval of

the Chief Medical Director. It shall remain in effect
for a period of three years fromlts effective date, and
w |l be autoraatically renewed at the end of each three-

year period follow ng approval unless either party serves
witten notice upon the other of its desire to termnate

this agreenent. If negotiations are not concluded prior
to the expiration date, this agreenent shall continue
in full force. Each renewal will begin a new duration

period with a new effective date and a new expiration
dat e.
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Section 2: Bither party may request nodification of
the agreenent by notifying the other, in witing, that
a conference is desired for that purpose. The notice
shall state the nature of the revision desired and nust
be given not less than sixty (60) days before the ex-
piration of each three-year period after the effective
date of this agreenent. The conference shall be con-
vened within thirty (30) days of the date of the notice.
There shall be no nore than one such conference during
each twelve (12) nonth period, except upon the nutual
consent of the parties. Anmendnents or nodificationa
to which the parties agree shall becone effective

upon the approval of the Chief Medical Director,

Section 3: Anendnents to this agreenment may be required
because of changes in applicable | aws, rules, regul a-
tions or policies issued by higher authority after the
effective date of this agreenent. In this event, the
parties will meet for the purpose of negotiating new

| anguage that will neet the requirements of such

hi gher authority. Following ratification by the Union,
nmenbershi p such anmendnents wil|l becone effective upon
approval of the Chief Medical Director.

Section 4; \here the Hospital or the Union desires
to amend, nodify or termnate this agreenment, it is
- provided that the Federal Mediation and Conciliation
Service will be given advance notice of suth intent.

Section 5: This agreenent shall termnate in the event
excl usive recognition is withdrawn from the Union.

Section 6: After giving the other party at |east

sixty (60) days but not nore than ninety (90) days
witten notice, prior to the renewal date, either party
may termnate this agreenent. Except as noted in
Section 5 above, the Hospital may not issue notice of
intent to termnate this agreenent w thout prior ap-
proval of the Chief Medical Director.
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ARTICLE VIII ~ Assignnent of Enployees' Tours of Duty
Section 1: The normal tour of duty within the forty (40)
hour basi c wor kweek shall consist of five (5), eight (8)
hour days, exclusive of the |uncheon period, Mnday
through Friday. Oher tours of duty constituting the
forty (40) hour basic workweek nay be established

when adherence to the normal tour is adm nistratively

i mpractical, wll handicap operations, or result in sub-
stantially increased costs. Those enployees who work

an eight (8) hour shift w thout specified |uncheon
period nmust be imrediately available and eat their neals
at their work site.

Section 2: Tours of duty will be scheduled in a fair
and equi tabl e manner based on the needs of the Hospital.
Consideration will be given to enpl oyees' feelings and
personal lives in the adm nistration of work hours in-
sofar as it is possible to do so w thout jeopardizing
care to patients. Tours of duty will not be changed
arbitrarily, and insofar as possible, enployees will

be given notice of any change in their work schedul e

at |l east one admi nistrati ve workweek in advance.

Section 3: Except for those enployees having tours of
duty conforming to the regular business hours (8 a.m
to 4:30 p.m, Mnday through Friday), the Hospital
shal | post biweekly work schedul es of assigned tours
for each enployee not later than 4:30 p.m, Wdnesday
of the preceding week. The Hospital may assign ad-
ditional tours to neet Hospital requirenents. Or-
dinarily, two (2) consecutive days off will be planned.
After tour of duty schedul es are posted, days off may
be nutually changed anong enpl oyees for just and suf-
ficient cause and with the advance approval of the
supervi sor.

Section 4: Except for unusual circunstances as pro-
vided in Paragraph 5 A (2) and (3) of Chapter 610, Part
I, MP-5, the working hours in each day in the basic work-
week shall be the same and the basic workday shall be

eight (8) hours exclusive of |unch period.
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Section 5: | ndi vi dual tenporary changes in the tours
of duty shall be in conpliance with applicable |aws
and regul ations and posted in the work area prior to
the beginning of the adm nistrative work week effected,
whenever possible.

Section 6: | ndi vi dual tenporary changes in the tours
of duty will be distributed and rotated equitably anobng

qgual i fied enployees and the Union representative nmay
consult with the supervisor concerning the assignnments
to tours of duty. The lours of duty schedules shall be
mai nt ai ned by the Hospital and may be reviewed by the
Uni on representative when representing an enpl oyee.

Section 7: Schedul es may be changed to cover other

than normal situations in order to provide adequate pa-
tient care or to accommpdate enployees as long a9 it

is not done solely, singularly and with the intention of
avoi di ng paynent of overtine; such changes to be made
one week in advance, if possible.

Section 6: The Hospital, through its supervisors, wll
provi de an enpl oyee a reasonable anmount of tine for
clean up and storage and protection of Governnment pro-

perty.

Section 9: The Hospital agrees to pernmt enployees to
interrupt their wcrk for a reasonable period, normally
not to exceed ten (10) mnutes, to obtain refreshnments
or relief fromfatigue or from constant attention to
duty. There may not be nore than one (1) such rest
period during any four (4) hour tour of duty and rest
periods nmust be regulated to maintain adequate coverage
of essential functions at all tines.

Section 10: \Wen an enployee is permtted to wear his/
her uniformto and fromwork, no tine will be set aside
wi t hin his/her scheduled tour of duty for the purpose of
changing i nto or out of uniform \When an enpl oyee is

not permtted to wear his/her uniformto and fromwork,
the Hospital will gran,t a reasonable amount of tine wth--
in his/her tour of duty to change into or out of uniform,
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ARTICLE | X - Overtinme

Section 1; Call back overtine €hall be a m numum of

two (2) hours. Enployees will be conpensated for per-
formance of overtinme at rates prescribed by existing VA
and Civil Service Conm ssion regulations. Overtine of-
ficially approved and perforned by Wage Adm nistration
enpl oyees shall be conpensated at 1-1/2 times the regu-
lar hourly rate.

Section 2: In the event of an extension of a regular
work shift and it is anticipated that the overtine work
period will be nore than three hours, arrangenents wl|

be nmade by the supervisor for the enployee to procure
food at the end of the regular shift and each four (4)
hours thereafter (except when due to the energent nature
of overtime, this is not possible.)

Section 3: Any overtinme duty required of enployees
shoul d be equitably distributed consistent with the
needs of the service. However, overtine duty should not
be required of enployees when It will inpair health or
efficiency or cause extrene hardship.

Section 4:... It is agreed that no supervisor will ask

any enpl oyee to comence work before or continue to
wor k beyond hi s/ her regular schedul ed tour of duty with-
out the paynment of overtine or conpensatory time when
appl i cabl e.

ARTI CLE X - Annual and Sick Leave

Section 1: Annual and sick leave are the earned right
of each enployee. The use of annual |eave is the right
of the enpl oyee, subject to the approval of the super-
vi sor and contingent upon the work | oad. It shall be
the joint responsibility of the enployee and the Hos-

pital' to insure that annual |eave is not forfeited.
Section 2: Enployees at this Hospital are encouraged

to take a vacation for rest and relaxation of at | east
two (2) consecutive weeks each cal endar year. During
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the rest of the year, careful consideration will be

given to enpl oyees* desires and needs for shorter periods
of annual |eave. Supervisors will establish an orderly
systemwhich will be fair to all and will ensure that
sufficient staff is available at all tines to provide
required servi ces.

a. Short periods of leave (less than forty [40]
hours) shoul d be requested as far in advance as possi bl e.
I n unforeseen situations, the enployee cannot assune
permssion wll be granted. The situation should be
di scussed with the supervisor, where possible, before
the enpl oyee's shift or tour begins, or in any event,
within the first two (2) hours of absence. The super-
visor will consider all available facts in arriving at
a decision as to how the absence wi || be charged.

b. Schedules will be established in each service
which will provide an opportunity for each enpl oyee to
pl an hi s/ her annual |eave. Vacations exceeding two (2)
weeks duration are permssible with the approval of
the service chief concerned. Tinme limts wll be es-
tablished for selection of preferred dates. Enpl oyees
will be notified at least two (2) weeks in advance of
approval / di sapproval of his/her preferred vacation dates-

c. Requests for leave received after a specified
time will be scheduled as closely as possible to the
preferred dates. No enployee will be permtted to re-
pl ace an enpl oyee whose dates have been establ i shed,
regardl ess of length of service of either enpl oyee,

W thout the nutual consent of all concerned, i.e,; the
supervi sor and enpl oyee.

d. Supervisors will consider all factors in
granting annual |eave for vacation purposes. Should
there be a conflict in the selection of vacation dates
and the conflicting enpl oyees are unable to conme to an
agreenent, other things being equal, it wll be resol ved
in favor of the enployee with the nost total Federal
Service, as determned by the service conputati on dates.

Section 3: Wien annual |eave has been schedul ed and
approved, an enpl oyee shall not be required to change
the dates of his | eave, except in cases of extrene ener-
gency. :
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Section 4: Any person on schedul ed annual |eave will be
called back to work only in the case of extrene ener-
gency.

Section 5: In scheduling | eave under Section 1 above,
unless two (2) or nore persons may be on |eave at the
sane time, supervisors will ensure that no one enpl oyee

because of his/her seniority, schedules all available
| eave around prinme vacation tinmes and holidays.

Section 6; An unavoi dable or necessary absence from
duty and tardiness of less than one (1) hour may be ex-
cused when the reasons for the absence appear to be ade-
quate to the |eave approving official. Unsxcused ab-
sence or tardiness may be handl ed by either:

a. Allow ng the enployee to use earned conpensa-
tory time, annual |eave or LWOP to cover the period of
the absence. However, in this case, if the |eave charge
exceeds the period of absence, the enployee will not
be required to work during the period covered by his
| eave.

by Charging the tinme absent to AWOL. (Note: In
order for tardiness to be a basis for disciplinary ac-
tion, the tinme lost nust be charged to AWOL; any pri or
tardi ness that had been excused, or charged to.l|leave or
conpensatory tinme, may be used nerely to cite a pattern
of tardiness.)

Section 7: The CGvil Service Leave System also provides

enpl oyees sick |eave when they are incapacitated for

the performance of their duties, for medical, dental, or
optical examnation or treatnment and under certain

ot her circunstances described in pertinent regulations*

Section 8: Sick leave shall be requested and approved

in advance for routine visits to physicians and surgeons,
dentists, practitioners in the allied arts, opticians,
and for the purpose of securing diagnostic exam nations,
x-rays and treatnment. Enployees are required to give
their supervisors as nuch advance notice as possible.

Section 9: Medical certification will not generally
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be required to substantiate sick |eave absences of three
(3) consecutive workdays or less. If the supervisor
bel i eves sick |eave is being abused, nedical certifi-
cation may be required for each absence regardl ess of
duration, provided the enployee receives prior noti-
fication, in witing, of this requirenment and the rea-
son for it. The requirenent to submt nedical certifi-
cation for all sick leave shall remain in effect until

rescinded by the supervisor. The supervisor will review
each case st |east every six (6) nonths. Medical cer-
tificates wll be required for sick |eave which exceeds

three (3) days continuous duration. Wen it would be

unreasonable to require medical certification because

of shortage of physicians, renoteness of locality, or

the nature of the illness which did not require a phy-
sician's services, the enployee's signed statenent of

reasons why other supporting evidence is not furnished
may be accepted in lieu of a required nedical certifi-
cation. All medical certificates covering sick |eave

absences shall be submtted upon return to duty.

Section 10: The Hospital agrees that enpl oyees who,
because of illness, are released fromduty on findings
of the Personnel Physician shall have approved |eave
(sick, if available) for the remainder of that tour or
shift only. |If the enployee is absent fromduty on

hi s/ her next scheduled tour or shift, he/she shall cal
in and report the absence in the usual manner. If the
total absence in these cases exceeds three (3) con-
secutive working days, excluding the tinme previously
aut hori zed for the partial absence on the first tour
or shift, the enployee shall be required to submt a
signed nedical certificate to his/her supervisor in

t he usual manner.

Section 11: Maternity |leave shall be admnistered in
accordance with applicable regul ati ons. It shall be
the responsibility of the supervisor and/or the Person-
nel Service to fully inform the enpl oyee cf her rights
under said | aws.
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Section 12: Annual |eave may be granted in |lieu of
sick |l eave upon request by the enpl oyee. Annual |eave
may not be granted in lieu of sick |e*fe *ser -0actively.

ARTICLE XI - Job and Position Descriptione.

Section 1: A copy of the appropriate position des-
cription reflecting the approved eval uation actions
vjill be provided each enpl oyee. \Wen representing an
enpl oyee in a classification appeal, the Union will be
furnished with a ccpy of the position description upon
request.

Section 2: Enployees who feel that theli position is
i nproperly evaluated or classified have the right to

appeal. The procedures are described in the appro-
priate VA Enpl oyee. Letters (Position Cl assification
Wage Administration) and MP-5, Part |I. Cassification

and Eval uation Standards are available for review and
study in the Personnel Ofice.

Section 3: The Hospital agrees to furnish the Union,

upon request, information on all revised and new
Classification Standards, |If available .locally, a
copy of such standards will be furnished ths Union.

Section 4: Enployees have the right to discuss their
Position Description with their supervisor at any
time they feel it is inaccurate. To the extent prac-
ticable, to provide authentication, enployees will be
requested to sign Item 12 on the Position Description
Form (OF-8) or a signature sheet for positions with
mul ti pl e incunbents,

ARTI CLE XI| - Details

Section 1* The Hospital agrees that details of em

pl oyees will be kept within the shortest practicable
time limts as required by this agreenent, applicable
regul ations and the latest Cvil Service Comr ssion

i nstructions. '
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“Section 2: Details will be limted to a naxi mnum peri od
of 120 days unless prior approval of the Gvil Service
Comm ssion is obtained.

Section 3: A detail of nore than sixty (60) days to a
hi gher-grade position or to a position with known pro-
notion potential is nmade under conpetitive pronotion
procedures. This requirenent is not to be circunvented
by a series of tenporary assignnents. Therefore, com
petitive pronotion procedures nust be used if after
conpleting the detail the enpl oyee wJtl have spent

nore than sixty (60) days (prior service under both pre-
vious details and tenporary pronotion included) in

hi gher-grade positions or in positions wth known pro-
notion potential during the preceding year. Except

for brief periods, an enployee shall not be detailed

to performwork of a higher grade |evel unless there
are conpel ling reasons for doing so. Normally, an

enpl oyee should be given a tenporary pronotion instead.

ARTICLE XIIl - Health, Safety and Sanitation

Section 1. The Hospital agrees to provide a safe and
heal t hf ul work place w th a maxi num degree of sani -
tation for all enployees and will conply with applicable
Federal, state and local laws and regulation relating
to the safety and health of its enpl oyees. Each super-
visor wi Il take pronpt action which is reported to

or observed by him Al enployees are responsible

for pronpt reporting of observed unsafe or unsanitary
conditions to the supervisor.

Section 2: The Union will appoint one representative
to toe existing Safety Commttee, who w || be granted
official tine to attend Safety Meetings. The Union
W Il supply the Hospital with the nanme of the repre-
sentative.

Section 3: The Hospital and the Union will cooperate
in continuing effort to elimnate health hazards and
pronot e superior standards of sanitation. To this end,
managenent wi Il designate separate rest roomfacilities
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for men and wonmen where nultiple rest roomfacilities
are available. All requests for any new rest room
faciliti>e& will Be sjade in writing by the union with
full juati.tfixiation to the Hospital Director, through
the Chief, Personnel Service.

Section 4: The Hospital agrees to provide nedical
treatment for injury and/or illness within the com
petency of the professional staff and facilities of

the Health Service Unit to enable an'enployee to renain
on duty. No treatnment will extend beycnd a forty-eight
(48) hour period.

Section 5: In the event an enpl oyee becones ill on
duty, the O D. shall see the enpl oyee as soon as
possi ble, if the Personnel Physician is not avail able.

Section 6: Kith the filing of conpensation forms, it
shall be the responsibility of the supervisor to inform
the enployee of his rights and benefits under the U. S.
Enpl oyee Conpensation Act and make appropriate referra
to the Personnel Service. The Hospital agrees to pro-
vide the necessary training to enable supervisory em

pl oyees to acconplish the above.

Section 7: The Hospital recognizes the aeed of enploy-
ees to be furnished satisfactory lunch areas in ad-
dition to the Canteen. The Hospital agrees that ‘all
facilities which dispense food on the prem ses shal

nmeet adequate standards of sanitation and quality.

Section 8: The Hospital will provide a continuing
safety training program to educate all enpl oyees about
fire, safety and health hazards. Enployees shall ob-
serve all rules and regulations. No enployee shall be
required to perform duties which are of such hazardous
nature as to be detrinental to the health and safety
practices beyond the normal requirenments of the job.
The decision as to what constitutes the normal re-
quirenments of the job will be that of the enployee's
super vi sor. '
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ARTI CLE XIV - Equal Enploynent Opportunity

Section 1: The Hospital and the Union agree to cooperate
to provide equal opportunity In enploynment for all per-
sons, to prohibit discrimnation in enploynent because

of race, color, religion, sex, age, or national origin
and to pronmote the full realization of equal enploynent
opportunity through a continuing affirmative program

Section 2: The Hospital agrees, where J>ans of action
i nvol ve changes to personnel policies, practices, or
wor ki ng conditions, the Hospital has the responsibility
to consult or negotiate with the Union.

Section 3: T Hospital and the Union agree to nutually
and cooperatively adm nister within their appropriate
jurisdictions the |laws, rules and regul ations pre-
scribed In Chapter 713, Federal Personnel Manual, and
VA policy as stated In VA Manual, MP-5, Part | to the
best interests of an effective EEO Program

Section 4: The Hospital agrees to provide, as requested
by the Union, the nonthly report on Pre-conpl aint
Counseling, Reports Control Synbol 05-8, Civil Service
Comm ssi on Form Nunber 1116-A. The Union agrees to
assune legal liability for any form of invasion of pri-
vacy resulting fromany act by an officer, agent, or
menber of the Union. The information to be furnished
as aforenentioned shall be solely and singularly the
information as nentioned above. No information shal

be provided as to nanes, titles, grades, or other in-
formation which may ldentify individual enployees and,
in any way, void their right of privacy. The Hospital
shall also consult and confer with the exclusive re-
presentative in the formulation of the Hospital's EEO
Affirmati ve Action Plan.

Section 5: A labor organization should be recognized
as the exclusive representative of enployees in a unit.
When a | abor organization has been accorded exclusive
recognition, it is the exclusive representative of em
pl oyees in the unit and is entitled to act for and to
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negoti ate agreenents covering all enployees in the
unit. It is responsible for representing the interest
of all enployees in the unit w thout discrimnation and
wi t hout regard to |abor organizati on menbership. The

| abor organi zation shall be given the opportunity to

:>e represented concerning discussions between nanage-
ment and enpl oyees or enpl oyee representatives concerning
grievances, personnel policies and practices or other
matters affecting general working conditions of em

pl oyees in the unit. Recognition of a |abor organi-
zation does not preclude the hospital from consulting
or dealing with a religious, social, fraternal, pro-
fessional or other |awful association not qualified as
a labor organization with respect to matters or policies
whi ch involve individual nenbers of the association

or are of particular applicability to it or its
menbers. Consul tations and- dealings under subpara-
graph (3)g¢ Section 7 of Executive Order 11491, aa
amended, shall be so limted that they do not assune
the character of formal consultations on matters of
general enpl oyee- nanagenent policy, except ae provided
in Section 7 of Executive Order 11491, as anended, or
extended to areas where recognition of the interests

of one enpl oyee group may result in discrimnation
against or injury to the interest of other enpl oyees.

ARTI CLE XV - lteduction-In-Force

Section 1. Executive Order 11491, as anended, provides
that managenent retains the right, in accordance with
applicable laws and regul ations, to relieve enpl oyees
from duties because of |ack of work or for other legiti-
mat e reasons; therefore, the Hospital and the Union
agree to conduct reduction-in-force in accordance with
current published policies.

Section 2: The Hospital and the Union agree that re-
gul ati ons used by managenent to effect the reduction-
in-force may be reviewed by the Union*

Section 3. The Hospital'mﬂll furnish the Union copies
of reduction-in-force registers upon request.
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Section 4: Imediately on determining that there wll
be a reduction-in-force, the hospital will notify the
Uni on President.

ARTI CLE XVI - Pronotions.

Section 1. It is agreed that the policy of the VAis
to utilize enployee skills and qualifications to the
maxi mum ext ent possi ble by selecting and pronoting em
pl oyees on the basis of nerit. |In accordance with VA
policy, the hospital agrees to select and pronpote from
anong the nost highly qualified enpl oyees avail abl e.
Therefore, pronotion consideration normally will first
be given to enployees within the. jurisdiction of the
pronotion policy before hiring fromthe. outside.

Section 2; An enployee, at any time, may apply for

any position that is on an open continuous basis.
Applications will be accepted after the closing date
from enpl oyees on |eave during the entire posting period,
providing that the applications have not yet been rated.

Section 3: Pronotion opportunities will, be publicized
by the Hospital by neans of vacancy announcenents.

Such announcenents will be distributed to all services,
in sufficient quantities to allow posting on all of-
ficial bulletin boards. Vacancy announcenents wi | |

be distributed and posted as soon as possible after ap-
proval is received to fill the vacancy. Supervisors
wi |l assure that announcenents are posted upon receipt.
Al l announcenents will remain open for seven (7) cal-
endar days. The Union President will be provided with
a copy of all announcenents published, plus, those

on an open continuous basis will be provided periodi-
cally or upon request.

Section 4: The Hospital agrees to furnish the Union,

upon request, information on all revised and new VA

or Gvil Service Qualification Standards. If avail abl e
| ocally, a copy of such standards will be furnished to
t he Uni on.
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Section 5: The Hospital agrees that an enpl oyee shal
see his supervisory evaluations as provided for in the
Hospital Merit Pronotion Plan. The Hospital further
agrees that an enpl oyee may designate a Union repre-

sentative who will be permtted to review the rating
and ranking action taken in regard to said enpl oyes.
"his revieww || be requested within thirty (30) working

Jays after notification of selection results and may
i nclude the foll ow ng:

a. \Wether the enployee was found eligible or
ineligible for consideration on the basis of the mni-
mum Civil Service qualification requirenents for the
position.

b. \Whether the enpl oyee was one of those |isted
in the ranking group fromwhich the selection was nmade.

Co The nane of the parson who was selected for the
pronoti on.

d. The supervisory appraisals of said enployee
whi ch were used or may be uaed in considering himher
for pronotions.

e. The areas of work, if any, where the enpl oyee
shoul d inprove hinself/herself to be nore eligible for
a future pronotion.

f. The circunstances under which consideration
was given to candi dates outside the unit when selection
of such a candidate is made,

g. The above information in this section shal
be obtained through informal discussion with the ser-
vice chief, or the Chief, Personnel Service or his
desi gnee.

h. When the enployee is one of the eligibles
certified for selection consideration, an informal
neeting between a representative of the Union and the
Chi ef, Personnel Service or hie designee, may be held
to discuss the rating and ranking information on the
candi date selected for the specific pronotion action.

Such information will consist of the nunerical val ues
assigned under the rating and ranking criteria only and
wi Il not include supervisory evaluations or review of

the personnel folder.
The Hospital shall use every neans to prevent the
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DEPARTMENT OF VETERANS AFFAI RS

Medical Center
Battle Creek Ml 49016

In Reply Refer To: 515/05
Annie M Cooper

The Library

M chigan State University

East Lansing, M 48824-1048

Dear Ms. Cooper

Per your Novenber 12, 1993 request, we are enclosing copies of applicable Labor-
Management agreenments currently in place at this Medical Center. Subsequent to
the passage of Public Law 95-454, the Gvil Service ReformAct (CSRA), our non-
pr of essi onal enpl oyees voted to be represented by the Anerican Federation of
Gover nrent Enpl oyees ( AFGE) .

Enpl oyees at many of the 171 VA Medical Centers voted to be represented by the
AFGE. This resulted in a nationally negotiated agreenent entitled "Mster
Agreenent between the Veterans Administration and the Anerican Federation of
Cover nnent Enpl oyees (MA). The MA becane effective on August 13, 1982. To date,
it has not been renegotiated and remains applicable at all VA Facilities where
the non-prof essional enployees are represented by the AFGE. Subsequent |y,
although in a different bargaining unit as defined by the Fair Labor Rel ations
Authority (FLRA), the professional enployees at several VA facilities, including
this one, voted to be represented by the AFCE

Therefore, the AFGE, Local 1629, consists of two bargaining units; the non-
professional unit, and the professional unit. The August 8, 1983 document,
entitled "I'nterimAgreement Between the VA and the AFGE, " 'pertains to
professional enplioyees at all VA Medical' Centers where the professional enployees
voted _to be.represented by the AFGE. To date, national negoti ati‘on of  asnore
expanded agr eenent- r-egar.ding: t-he pr.ofiessiional’ enplioyees has not been conpl'eted.

The "Local Agreenent" was approved at this Medical Center prior to passage of the
CSRA. The Local Agreement has been superseded by the MNA It remains valid only
to the extent that it does not conflict with the newer Public Law or the MA

Enmpl oyees of the VAMC, Battle Creek, M, who are not included in either the non-
prof essional or professional unit have rights defined by Public Law, the Federal
Personnel Manual (FPM), Departnental Regul ations, and Medical Center Menoranda.
If you have further questions, you may contact nme, or J. C Hiller, Enployee

Rel ati ons Specialist, at (616) 966-5600 extension 4016.

/ 1

—

} S
DIANA G QUI NN N
Chi ef, Human Resources Managenent Service

LABOR AND INDUSTRIAL
RELATIONS COLLECTION
Michigan State University
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factors of favoritism and nepotism fromentering into
the selection of enployees for pronotion. Pronotions
will occur without discrimnation for any reason. No
detail will be made to evade the provisions of the
hferit Pronotion Program The Union shall designate a
representative who has a good wor ki ng know edge of the
category of positions under consideration to neet with
the Pronotion Panel (as outlined in Hospital policy
on Merit Pronotion Plan.) The representative wll
participate only in matters Involving enployees in the
bargaining unit, will not have a vote on any issue

but shall be free to seek information, ask questions,
of fer an opinion, review those papers permssible by,
and in accordance with,the criteria set forth in VA
Policy and/or Civil Service Regulations and parti-
cipate, in discussions. The representative shall be
rotated at the discretion of the Union President.

Section 6: A Union representative shall nmeet with the
Chi ef, Personnel Service or his designee when the

Merit Pronotion Plan is being revised. The purpose of
such a neeting will be to conduct the annual review of

this plan as required by MP-5, Part |, Chapter 335

Section 7: The Hospital agrees that selection for
pronotion to a position under the Merit Pronotion Policy
shall be from anong the nmost highly qualified persons
avail abl e wi thout discrimnation for any reason such as
age, race, sex, color, religion, national origin, |aw
ful political affiliation, physical or nental handi cap,
marital status or other discrimnatory factors.

Section 8: It is agreed that, selecting officials and
menbers of the rating and ranking panels have access

to privileged information and that indiscreet discussion
of such material is strictly forbidden.

Section 9: Request for reassignment by qualified em
pl oyees within the jurisdiction of the Pronotion Policy

will be considered before vacancies are filled from
out si de.
Section 10: Supervisors will keep enployees advised
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of weaknesses in their job perfornmance.

Section 11; Giievances arising out of tin application
of the Merit Pronotion Plan shall 6e processed in ac-
cordance with the Gievance Procedure in Article XVIII

of this agreenent.

Section 12: Tenporary pronotions will be made in ac-
cordance with the pertinent regul ations.

ARTICLE XVI1 - Incentive Awards

Section 1. It Is agreed that all enployees in the unit
shall Be encouraged to participate in the Incentive
Awar ds Program It Is the desire of the Hospital and
the Union that all suggestions he processed in an ex-
pedi ti ous manner.

Section 2: No quota systemwi ||l be used In determning
the number of enployees who will receive awards In any
given unit.

Section 3: Notification of approval or rejection of a

suggestion will be made in witing by the Enpl oyee Re-

cognition Oficer. An enployee nmay request an ex-

pl anation for rejection fromthe inplenenting authority
and may be acconpanied by a Union representative.

ARTI CLE XVIII - Gievance Procedure

Section 1: The purpose of this article is to provide

a method for the pronpt and equitable settlenment of
grievances. This procedure will be the exclusive pro-
cedure available to the parties and the enployees in the
bargai ning unit for resolving grievances over all matters
whi ch can be grieved as stated in (1) Chapter 771, MP-5,
Part |, and Chapter 771, Federal Personnel Manual; (2)
interpretation and application of this agreenent; (3)
appl i cation- of agency policies. Excluded fromthis

gri evance procedure shall be those matters subject to
statutory appeal procedures and those matters not with-
in the adm nistrative authority of the Hospital Director
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This grievance procedure does not apply to enpl oyees
who are being termnated during their probationary
peri od.

Section 2: The only representative an enpl oyee may have
whil e processing a grievance tinder thi's procedure is
the. exclusive Union or a representative approved by
them An enployee nmay pursue a grievance under this
procedure, w thout representation, but the exclusive
Uni on shoul d be given an opportunity to be present at
each step when an "adjustnent” (any action that results
in a resolution of the Grievance—this may be an af -
firmative act or a rejection of the relief sought) is
made, if not inconsistent with terns of this agreenent.
The enmployee will have the xight to representation at
any stage of the grievance procedure.

Section 3: Most grievances arise fromm sunderstandi ngs
or disputes which can be settled pronptly and sati s-
factorily on an informal basis at the immediate super-
visory level. The Hospital and the Union agree to
settle grievances at the |owest possible level. In-
asmuch as dissatisfactions and di sagreenents arise
occasional |y anong people in any work situation, the
filing of a grievance shall not be construed as re-
flecting unfavorably on an enpl oyee's good standing,

hi s/ her performance or his/her loyalty or desirability
to the organization. An enployee's request for an ad-
justment of a grievance should be nade as soon as

possi ble but not later than fifteen (15) cal endar days
fromthe date that the incident or circunstance com

pl ai ned of occurred. Reasonabl e time during worKking
hours will be allowed for enpl oyees and Union repre-
sentativesto discuss and present grievances, including
time for attendance at neetings with Hospital officials.

Section 4, Step 1: In the event an enpl oyee has a

gri evance, he/she shall have the right to present the
grievance to his/her imrediate supervisor orally or

in witing. The grievance will be discussed informally
with the supervisor. The supervisor will arrange a
neeti ng between hinsel f/herself, the enployee and the
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enpl oyee*s representative, if he/she has one, within
three (3) admnistrative workdays after receipt of the \
grievance. The supervisor will make ever}' effort to
resolve the grievance immediately but nust provide an
aiiswer within three (3) admnistrative workdays after oo
said meeting. This answer will'be oral, unless the

enpl oyee has presented the grievance in writing, and then
Awitten reply will be given to the enployee and his/
her representati ve,

Stcp 2: If the grievance is not satisfactorily settled
at the lowest supervisory level, the enployee or Union
representative may, within five (5 admnistrative

wor kdays, submt the matter in witing on a standard
grievance fern: to the service chief for further con-
sideration. The service chief will arrange a neeting
between the servi'ce chief or designee, the enployee

and the enployee's representative and the Personnel Of-
ficer within five (5 admnistrative workdays after

t he receiBt of the grievance. The service chief will

h=:" “he enpl oyee and the enpl oyee*s representative the
aliSwe:s  jin writing, within three (3) admnistrative

wor kdays after the neeting.

Step 3: If the grievance is not satisfactorily resolved
at Step 2, the grievance may be presented to the Hos-
pital Director, inwiting, within five (5) admnistra-

tive workdays after receipt of the decision fromthe
service chief* The Hospital Director may confer with
any cue he deens necessary In order to arrive at an
equi tabl e sol uti pn. He will issue his decision within
five (5) fidmiiistrative workdays after receipt of the
gri evance. .

Sectiou 5i  Any rejection of a grievance on the grounds
that it is not a matter subject to this grievance pro-
cedure or is not subject toarbitration shall be served
upon the Union in witing and, if alleged to be subject
to statutory appeal procedures, shall state that it is
the final rejection of the matter for the purpose of
requesting a decision fromthe Assistant Secretary of
Labor. Any dispute between the parties over whether a
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grievance is subject to this negotiated grievance pro-
cedure or to arbitration may, at the discretion of either
party, be submtted to the arbitrator as a threshold
i ssue.

Procedures for Veterans Canteen Enpl oyees: Qi evances
processed under this article and involving Canteen Ser-
vi ce enpl oyees shall be processed through the adm ni s-
trative levels in Canteen Service Personnel Policy
Regul at i ons,

Arbitration

Section 1; If the enployer and the Union fail to
settle a grievance duly processed under the negoti ated
gri evance procedure, such grievance, upon witten re-
guest by either part]/ wth notice to the other party
within thirty (30) cal endar days after issuance of the
hospital's final decision, shall be submtted to ar-
bitration

Section 2. Wthin five (5 working days fromthe date
of the request for arbitration, the parties shall
jointly request in witing, the Federal Mediation and
Conciliation Service to provide a list of five (5 Im
partial persons qualified to act as arbitrators. The
parties shall nmeet within three (3) working days after
the receipt of such a list. If they can't nutually
agree upon one of the listed arbitrators, then the Hos-
pital and the Union will each strike one arbitrator's
nanme fromthe list of five (5 and will then repeat this
procedure. Wwo will strike the first nane will be de-
termined by lot. The remaining person shall be the
duly selected arbitrator.

Section 3: The Federal Mediation and Conciliatbn Ser-
vice shall be enpowered to nmake a direct designation of
an arbitrator to hear the case in the event:

a. FEther party refuses to participate in the
sel ection of an arbitrator.

b. Upon inaction or undue delay on the part of
ei ther party.
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Section 4: If the parties fail to agree on a joint '/
submi ssion of the issue for arbitration, e‘ach shall

submt a separate subm ssion,and the arbitrator shal
determine the issue or issues to be heard. f

Section 5: The arbitrator's fee and the eicpenaes of
the arbitration, if any, shall be borne equally by the
e/ pital and the Union. The arbitration hearing wl|l
oe held, if possible, on the Hospital's prem ses daring
the reqgular day shift hours of the basic workweek.

The aggrieved and his/her representative shall be in

a duty status during the hearing, and those w t nesses
whose regular tour of duty coincide with the hearing tiss
wll be on duty status while testifying.

Section 6: The arbitrator will be requested to render

hi s/ her decision as quickly as possible, but in any
event not later than thirty (30) days after the con-
clusion of the hearing unless the parties nutually agree
to extend the tinme limt.

Section 7. The arbitrator's award shall be binding on
both parties. However, either party may file exceptions
to an award with the Federal Labor Relations: Counci

under regul ations prescribed by the Council.

Section 8: Any dispute over the application of an ar-
bitrator's award shall be returned to the arbitrator for
clarification, including remanded awards.

Section 9: All tine limts in this article may be ex-
tended by nmutual agreenent.

ARTI CLE XI X - Training

Section 1: Training conducted on the station shal
normal Iy be available to eligible enployees whose
knowl edge, skill, aptitudes or performance are likely
to inprove by training.

Section 2: \en training is to he giyan to some, DBut
not all, enployees in a given occupational, organi zati onal
group or level, Merit Pronotion Procedures shall be
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followed in selecting career or career conditional/em
pl oyees for training that is given primarily to pre-
pare trainees for advancenment and that is required for
pronoti on. Enpl oyees will be selected for other training
not related to advancenent or pronotion by supervisory
personnel on the basis of the applicability of the
training to inprove operations and enpl oyee efficiency.

I
Section 3: Enployees at all levels wll be consulted
concerning their training and devel opnment needs.
Training will be conducted which will clearly enhance
an enployee's ability to performthe duties of the posi-
tion be/she occupies. Instruction and training will be
conducted by the best available, qualified instructors
and personnel in the particular field of training.

Section 4: The Union may suggest to the Hospital,

t hrough the Hospital Training Committee, ideas for the
"raining of enployees, On receipt of same, the Has--
p.'tai Training Conmittee will evaluate and recomend
tht advisability of inplenmentation.

Section 5: Wien advance know edge of pending changes
in organization, etc., is available, it shall be the
responsibility of the Hospital to plan for retraining
of career enployees involved wherever possible.

Section 6: Thenever technol ogi cal changes cause abo-
lishment of sene jobs and establishment of others, the
Hospital agrees to utilize the abilities and skills' of
the displaced enpl oyees by training prograns designed
to qualify these enployees for other jobs to the nmaxi-
mum ext ent possi bl e .

ARTICLE XX - Disciplinary and Adverse Actions

Section 1: Di sciplinary and adverse actions shall be
governed by these basic principles:

a. The enployee shal.l| be Inforned specifically
of the reasons why the action is being taken.
b. The enpl oyee involved will be given an op-

portunity to present the e@-v”. ee's side of the case.
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C. The employee shall have the right after fornﬁlf;

action is taken to be accompanied, represented and ad- |/
vised by a representative of the employee' - choice. ﬁ

d" The employee and the employee's representative
shal |l have assurance of freedom fromrestraint, inter-
ference, coercion, discrimmnation, or reprisal, in pre-
senting the employee's side of the case.

e. The employee and the employee's representative
shall be given a reasonable amount of official tine
for reviewing evidence, securing affidavits, for pre-
paring and presenting an oral or written reply to
formal actions in accordance with VA and Civil Service
Commi ssion |aws and regul ations.

Section 2: Disciplinary and adverse actions shall be
taken for just and sufficient cause. The principle of
i ke penalties for like offenses shall be followed and
be in accordance with Civil Service Commi ssion and

VA regulations.

Section 3; Disciplinary and adverse actions shall not
be influenced by race, religion, color, national origin,
age, sex, marital status, membership in Local 1629,

AFGE or political activities. In addition, such actions
must not be influenced by a physical handicap with re-
spect to any position the duties of which may be ef-
ficiently performed by a person with the physical handi -
caps

Section A:  The Hospital shall be responsible for pub-
l'icizing the policy and procedure for adm nistering
disciplinary and adverse actions and distributing such
material through regular channels to all employees*
Regul ations are available for review to all employees

by their contacting the Personnel Service in Building I.

Section 5: Disciplinary actions are defined as formal
written admonishments, written reprimands and formal
suspensions for thirty C30) calendar days or less, Ad-
verse actions are defined as removals, suspensions for
‘more than thirty (30) calendar days and other actions
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in accordance with VA and Civil Service Cbnnissiokf
regul ati ons. /

f.s
I

Section 6: During fornmal investigative interviews, as
defined bel ow, the Hospital agrees that prior to the
taking of a witten or sworn statenment froman em

pl oyee in the bargaining unit or when an enployee is to
be interrogated as part of a formal investigation, the
enpl oyee will have the right to be represented by the
Union or a representative of the. enpl oyee's choosing,
either attorney or non-attorney, and to be present
during investigative interviews. | nvestigative inter-
views are not defined as the day-to-day supervisory/
enpl oyee relations covering routine counseling, per-
formance eval uations and fact finding discussions. In-
vestigations are as defined in VA Manual MP-1, Part I,
Chapter 2, Paragraph 202.01. Representatives nmay not be
a party to the matter being investigated. The Hospital
agrees to allow the enpl oyee-w tness a reasonabl e
amount of tine to secure a representative. A repre-
sentative will act only in an advisory capacity to the
enpl oyee-witness and will participate in discussion only
to the extent of clarifying issues in question.
Quesions will be answered only by the enpl oyee-w tness
who will take full responsibility for the answer or

the enpl oyee's refusal to answer. The representative,
as well as the enplcyee-witness, will be bound by the
prohi biti on agai nst unauthorized disclosure of testi-
nony set forth in Paragraph 204.06 of Chapter 2, MP-1,

Part I.

Section 7: In any instance of a reasonable show ng of
cause of patient abuse or an energency, as determ ned
by the Chief of Staff and/'or Hospital Director, the
Hospital shall be authorized, without limtation, to

i medi ately take all action necessary. The enpl oyee

i nvolved or the Union may then pursue by statutory |aws
and/ or th& negotiated grievance procedure the case
further, should the enpl oyee so desire.

Section 8: No record of proposed disciplinary actions
which are not carried out will be maintained in the

enpl oyee's O ficial Personnel Folder
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Section 9: After two (2) years, adnonishnents will be
renoved from the personnel folder aid destroyed. How
ever, in cases of patient abuse, an adnoni shnent nmay be
retained in the personnel folder indefinitely. It the
enpl oyee' s supervisor considers that the enpl oyee's
conduct so warrants, the supervisor may after six (6)
nont hs request the Personnel Oficer, inwiting, to
wi t hdraw the adnoni shnent and return it to the super-
visor for destruction.

Section 10: When an enployee in the bargaining unit

does not elect to be represented by the Union, the

Union shall be permtted to have an observer present

wi t hout charge to Leave during an adverse action hearing.
If the enpl oyee who requested the hearing objects to
the attendance of an observer on the grounds of privacy,
the examner will determne the validity of the ob-
jection and nmake the decision on the question of at-

t endance.

Section 11: All adverse action letters of charges and
specifications nmade against an enployee in the bar-
gaining unit shall be sent to the enployee involved

by mail or personal delivery. Formal notices of pro-
posed adverse actions sent to enployees in the bar-
gaining unit will advise them that they are entitled
to a representative of their own choice.

ARTICLE XXI - O ficial Personnel Folder

Section 1: At the request of the enployee and follow ng
the renoval of the restricted portion, the enployee nay
review his Oficial Personnel Folder in the presence of
a nenber of the Personnel Service. I nformation pl aced
in the enployee's personnel folder will be done in ac-
cordance wi th FPM Suppl ement 296- 31.

ARTI CLE XXI| - |npasse Procedures

Section 1: Wen it has been determ ned that an inpasse
has been reached, the itemshall be laid aside. After
all negotiable Itens on which agreenent can be reached
have been disposed of, the parties shall once nore
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attenpt to resolve any existing inpasse itens. [

| o
Section 2: If, after such effort, either party concM des
that an inpasse still exists on any issue(e) and if jln is-

sue (s) has been under consideration for thirty (30) Jcal-
endar days or nore after agreenent has been reached on
all other itenms under negotiation, wthout agreenent,
either party may request, in witing, that the inpasse be
subnitted to their respective national headquarters?
office for consideration.

Section 3: If the inpasse can't be resolved at the
national |evels, the use of Federal Mediation and Con-
ciliation Services Mediators, under the contract, will
be subject to the rales of FMCS and inplenenting VA
pol i ci es.

ARTI CLE XXI'Il - Performance Eval uation

Section 1; Proper performance requirenents will be es-
tablished for each position, either orally or in witing,
and di scussed by the enployee and his/her supervisor to
foster common understandi ng of assigned duties and how
veil they are expected to be perforned.

Section 2: Each enployee's performance will be discussed
with himher fromtine to tine so he/she will continue

tc know the degree to which he/she is neeting position
requi rements. He/she will be comended for good work

and counsel ed where inprovenent is needed. This will be

done preferably as occasions arise in the course of day-
to-day activities. \Wiere there are serious performance
deficiencies, responsible officials will assure them
selves counseling is provided. |If necessary, they may
require records kept of counseling given.

Section 3: It Is the policy of the Hospital that enploy-
ees shall be given objective consideration In all phases

of enploynent. The proper inplenentation of such a policy
requires that supervisors be leaders. In acconplishing
t he wor kl oad, supervisors will provide necessary in-

structions.
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Section 4: The counseling and correcting of enployeeé
shall be the responsibility of supervisors within th*ir
own service. A supervisor observing 4 violation of!
regul ati ons or other actions which, in his/her opinion,
warrants counseling or correction by an enpl oyee of

anot her service shall report the violation to a super-
visor in that service (giving the nane of the enpl oyee)
who wi ||l investigate the accusation and take such
corrective action as he/she deens appropriate. The

enpl oyee has the right to confront the supervisor making
the original conplaint.

Section 5: The counseling and correcting of enployees
shall not be in the presence of other enployees,
patients or visitors. The exception to this pro--
vision shall be serious violation of regulations or
actual crimnal offense which obviously requires im
medi ate drastic action; No supervisor or enployee
shall resort to abuse, ridicule, slander or defamation.
Altruistic and adroit discussions should be used by
both the supervisor and enployee in trying to solve
any differences that they may have.

Section 6: A satisfactory rating may be appeal ed wi thin
the VA or to the Gvil Service Comm ssion Performance
Rati ng Board of Review. It cannot be appealed to both.
Ai unsatisfactory rating may be appealed initially

within the VA and then to the Board of Review, or it

may be appealed directly to the Board of Review with-
out further consideration by the Agency. Appeals with-
in the VA nust be submtted within fifteen (15) cal endar
days of receipt of the rating. An appeal to the Board
of Review must be made within fifteen (.15 days of
receipt of rating or receipt of VA appeal decision on
an unsatisfactory rating. |If an enployee wthdraws an
agency appeal to appeal directly toethe Board and nore
than thirty (30) cal endar days have el apsed since
recei pt ~of rating, the new appeal nust be submtted
wthin fifteen (15) cal endar days of the w thdrawal.
The enpl oyee nay haye Union representation in the ap-
pel | ate procedure, if he/she so desires.
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ARTI CLE XXI V
Conbi ned Federal Service Canpaign and U.S. Savings
Bond Participation

Section 1. In cooperation with the Hospital, the Union
agrees to provide active support and |eadership £o
achieve the goals established annually for the Conbi ned
Federal Service Canpaign and other officially approved
fund drives.

Section 2: The Union agrees to encourage unit-w de
U S. Savings Bond participation.

Section 3: The Union agrees to cooperate with the
Hospital in officially approved fund drives and to

lend its support to these worthy causes. I n conducti ng
these drives, all parties concerned will be free of
conpul sion and/or reprisals.

ARTI CLE XXV - M scel |l aneous

Section 1: At the request of the Union, and subject to
avai lability and safety and security regul ations, space
wi |l be made avail able for nmeetings of the Union during
non-duty hours of enployees Involved., In the event

the Hospital finds It necessary to termnate the right
to use the allocated space, the Hospital will extend
every reasonable effort to find other space subject to
the sanme aforenentioned provisions. The Union agrees to
exerci se reasonable care in using such space and w |
leave it in a clean and orderly condition. The Hos-
pital reserves the right to term nate the use of any
space allocated to thee Union at any tinme the need arises.

Section 2: Bulletin board spaces will be nmade avail -
able to the Union for posting official notices. Prior
approval of the content and the specific details for
the posting will not be required, but the Union agrees
that such literature will not contain propaganda

agai nst or attacks upon any agency, individual or
activity of the Federal CGovernnent. Material posted
will conformwith Section G Chapter 711, VA Manua
MP-5, Part |.
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Section 3: It is agreed that, as provided in Executive /

Order 11491, as anended, the internal business of the

Uni on, such as solicitation of nmenbers, collection of ;

dues, elections of officers and other neetings shall be
=.

conducted during the non-duty hours of the enployees v
concerned. The distribution of literature will be
permtted, provided it is done during non-duty hours
and does not interfere with the work bei ng done by

ot her enpl oyees.

Section 4: Oficially requested or approved consulta-
tions and neetings between the elected local officer(s)
and the Hospital Director or his designee(s) normally
wi Il be conducted during working hours. Requests for
consultations or neetings with the Director will be
channel ed through his designee.

Section 5: \Wereas Local 1629, APCE is the recogni zed
excl usive representative of enployees at the VA Hos-
pital, Battle Creek, M chigan; and whereas nuch of the
busi ness of Local 1629 as relates to enployee interests
at this hospital is conducted by tel ephone, the Hos-
pital agrees that all incom ng tel ephone calls for the
Union will be transferred to the Union Ofice extension,
Al'l collect long distance calls for the Union will be
transferred to the Union Ofice private business line.

ARTI CLE XXVI - Publicizing the Agreenent

Section 1; After ratification by the Union menbership
and approval by the Chief Medical Drector;, the Hos-
pital will provide, in booklet form a copy of this
agreenent to each enployee in the unit as soon as
possi bl e. Supplenents, nodifications or amendnments
negotiated during the tinme the contract is In effect

will also be supplied to each enployee in the unit.
Publication of the agreenent will be at no cost to the
Union, if Hospital facilities are avail able; otherw se,
the cost of publication will be equally shared by both
parties.

Section 2; New enployees will be introduced by the

-37-
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i mredi at e supervisor to the Union representatHNe I n
the area where he/she is to be enployed withiri five (5)

wor kdays and furnished a copy of the contract*® by the

Uni on representative. The Hospital will assj&e suf-
ficient copies for thie purpose. /
ARTI CLE XXVI1 - Approval of Agreenent

An agreenment with a | abor organization as the
excl usive representative of enployees in a unit is sub-
ject to the approval of the head of the agency or an
official designated by him An agreenent shall be
approved if it confornms to applicable | aws, existing
publ i shed agency policies and regul ati ons(unless the
agency has granted an exception to a policy or regul a-
tion) and regulations of other appropriate authorities.,
A local agreenent subject to a national or other con-
trolling agreenent at a higher |evel shall be approved
under the procedures of the controlling agreenent, or
i f none, under agency regul ations.

NOTE: The Basic and Suppl enmental Agreenent ap-
proved and signed Septenber 26, 1973, for the Hospital
by Janes E. Baker, M D. , Hospital Director, and for
the Union by Grard M Meyers, President, AFGE, Loca
1629, is superseded by this agreenent.

FOR THE HOSPI TAL

JAVES R DONACHI E
Hospital Director

FOR THE UNI ON

/ ;
V2]

. ._ 1A A

G RARD M MEYERS &
Presi dent, AFGE, Local 1629
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I guitn O. Koot

BENJAMIN O. LEWIS
Vice-President, AFGE, Local 1629

/f@,ﬁ‘fifw%

EDWARD M. SMITH
Chief Steward, AFGE, Local 1629

/ . )
: k it ‘(7{ (LR 2 3 oo i
BARBARAL(IJ CLEVELAND "
Uni on I\/bnber, AFGE, Local 1629

/.- ~

,-"’ /4’4& ?f{-/i /Cézc ——

1

DAVID DUNCKEL
Union Member, AFGE, Local 1629

/s/ John D. Chase, M.D.
JOHN D. CHASE, M.D.
Chief Medical Director

DATE APPROVED: November 3, 1977
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VFTKRANS ADMINISTRATION MEDICAL CENTER BULLETIN NO. 149-83
BATTLE CREEK, MICHIGAN A ugustm8111.98 34 (05)
AL N

INTERIM AGREEMENT BETWEEN THE VA AND AFGE
1. Attached is an interim agreement between the VA and AFGE. This interim

agreement serves the purpose of a national contract for our professional
employees until a final national contract is agreed upon. Loca 1629, ARCE

was successful in winning a representational election at our facility which

wes neld on 6/23/83 which resulted in ourprofessional employees becoming
part of the Nationa AFE VAU Professmnal Unit. The mogt important part
for you to review of this intérim agreement is Appendix B which contains
the grievance procedures for non-supervisory, non- managerlal professional
employees.

2. If you have any doubts as to whom this agreement pertains, check the
employee's Service Record Card, VAF 54644 on file in your office for the
employee. Chek the typed 4 digit number shovmn above Item 7. If this number
is 7777, this agreement pertains to that individual.

2 e’
3. _If you have "ay further questions, contact the Personnel Offlcer_

%&W‘U_& —x___{ﬂ— i~ STy
"-—‘\_“‘H_“
e

JAMES R DONACHIE S i R
Medical Center Director N

Attachment
DIST. A.

Cancellation Date: 8/2/84

pa‘

LABOR AND INDUSTRIAL
RELATIONS COLLECTION
Michigan State University
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Appendi x B - Professional Unit

GRI EVANCE PRCCEDURE -

Section 1 Ry g pose

The purpose of this Article is to provide a mutually acceptable method for
pronpt and equitable settlement of grievances for those enpl oyees for whom

AFCE has recognition but who are not covered by a locally negotiated agree-

ment .

Section 2 Scope

A grievance neans any conplaint -

(A) by a unit enployee concerning any matter relating to the enploy-

ment of the enpl oyee; or

(B) by the union concerning any matter relating to the enpl oynent of

any unit enpl oyee; or

(O by an enpl oyee, the Union, or the Enmployer concerning-any clai med-~-

" —

vi ol ation, nisinterpretatiqn, or misapplication of any law, rule, or L
regul ation affecting conditions of enploymnent,
(D) Except that it shall not include a grievance concerning -
(1) any claimed violation relating to prohibited politica
activities; or
(2) retirement, life insurance, or heal th i nsurance; or
(3) a suspension or removal for national security reason,
Section 7532; or

(4) any examination, certification, or appointnents; or

(5) the classification of any position which does not result
in the reduction in grade or pay of an enpl oyee; or
(6) the separation of enployees who are serving under a pro-

ON bationary, or trial period

e





