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AGREEt1EN"r 

Between , 
VE"rKRANS ADHINISTRA'rlON CENTER - WICHITA, KANSAS 

And 

AMERICAN FEDERATION OF .GOVE~NMEN·l' EMPLOYEES, LOCAL NO. 477 

ARTICLE 1 
.Parties to Agreeinellt 

The parties to this Agreemertt are identified uS follows: (1) The 
Veterans Administration Center, Wichita, Kansas, -hereafter referred 
to as the JlEmployer", and (2) the American Federation of Government 
Employees, Local 477, affiliated ,.,1th the AFL-CIO, hereinafter 
referred to as the "Union." 

ARTICLE II 
Authority for Agreement 

This Agreement is entered in':o pursuant to the policies set forth 
in Executive Order, 11491, as amended; Federal Personnel Manual, Chapter 711; 
VA Manual MP-5, Pa.rt .I, Chapter 711; and the letter of recognition, dated 
May.9, 19~7, from the Center Director to the Union. 

~TICLE III 
Purpose of Agreement 

Section 1. The well-being of the employees an~ the efficient 
operation of tbe VA Center require that a constructive Labor-Management 
Program be maintained between the e~ployer and the Union. The participa­
tion. of employees in the formulation and implementation of employee 
policies and procedures affecting them contribute to the effective 
service of the Center. 

Section 2. The provisions of this agreement shall govern where 
there is a conflict with VA Center policies and circulars originated 
and established by the Employer. 
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AR1'ICLE IV 
Delini t 1 011 of Bargaining Unit 

• 
Section 1. The Unit for which the Union is recognized as the 

exclusive bargaining agent (and to which this agreement is applicat.le) 
includes all Classification Act, Wage Administration and Veterans 
Canteen Service employees of the Center except managerial executives, 
professional and supervisory employees, and employees engaged in 
personnel work in other than a clerical capacity. 

Section 2. Supervisory employee means an employee having authority, 
in the interest of the VA Center, to hire, transfer, suspend. layoff, 
recall, promote, discharge, assign, reward, or discipline other employees, 
or responsibly to direct them, or to adjust their grievances, or effec­
tively to recommend such action, if in connection with the foregoing 
the exercise of authority is not of a merely routine or clerical nature 
but requires the use of independent judgment. 

Section 3. The word employee or employees, contained in this Agree­
ment means only an employee or employees with'in the bargaining unit. 

ARl'ICLE V 
Rights of the Employee/Union 

Section 1. The Employer and Union agree that employees shall have, 
and sha.1l be p-roted:ed in the exercise of the right, freely and without fear 
of penalty or reprisal, to form, join, and as~ist the Union or refrain from 
any such activity. The freedom of such employees to assist the Union shall 
be recogni~ed as extending to participation in the management of and acting 
for the Union in the capacity of an organization representative, including 
presentation of its views to officials of the executive branch, the Congress, 
or other appropriate authority except for conflict of interest which will 
be decided on a case by case basis. Such activities shall be conducted durillS 
off-duty hours except as provided elsewhere in this agreement. The Employer 
shall take such action, consistent with law or directives as may be required 
in order to assure the employees are apprised of the rights described ill this 
article, and that no interference, restraint, coercion, or discrimination is 
practiced within the VA Center to encourage or discourage membership in the 
Union. 
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Section 2. The Union or an I!lIIpJoyuu has the right [0 express 
dissatisfaction concerning wOI'king conditions or proceduresemployecJ 
by management in the exercise of management's rights to appropriate 
officials of the Employer in accordance with applicable laws. regula­
tions, and the provisions of this agreement. 

Section J. It is agreed and understood any prior practices and 
benefits which are beneficial to the employees will not be changed 
until management has met its obligations under Executive Order 11491 
as amended. 

Section 4. Nothing in the agJ:'eement shall requiJ:'e an employee 
to become or to remain a member of a labor. organization, or to pay 
money to the organization except pursuant to a voluntary. written 
authorization by a member for the payment of dues through payroll 
deduct:1ons. 

Section 5. As the exclusive repre::;entatlvc of all employees· 
in the Unit. the Union agrees to represent the interests of all 
employees in the Unit. without discrimination and without regard 
to Union membership, and to act for and to negotiate agreements covering 
such employees. 

ARTICLE VI 
Ri~hts of the Employer 

Section 1. In the administration of ~ll matters coveret,l by this 
agreement, officials and employees are governed by existing or future 
laws and the'regulations of~ppropri~te authorities, including policies 
set forth in the Federal Personnel Manual; by published agency policies 
and regulations in existence at the time the agreement was approved; 
and by subsequently published agency policies and regulations required 
by law or by the regulations of appropriate authorities or authorized 
by the terms of a controlling agreement at a higher agency level. 

Section 2. Management officials retain the right. in accordance 
with applicable laws and regulations: 

a. to direct employees; 
b. to hire, promote .. transfer, assign. and retain employees 

in positions and to s~pend, demote. discharge, or take 
other d1sciplinaryaction against employees; 

c. to relieve employees from duties because of lacls of work 
or for other legitimate reasons; 

i. to maintain tbe efficiency of the GovernQlent operations 
entrusted to them; 

e. to determine themetl}ods, means, and personnel by which ;;uch 
operations are tp be conducted; and " '. 

f. to 'take whatever actions may be necessary to carry out the 
mission of t.he Agency in situation of emergency. 
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ARTICLE VII 
Consultation/Negotiation 

Section 1. In prescribing regulations relating to personnel 
policies and practices and working conJitions, the Employer shall 
have due regard for the obligation imposed by paragraph lla, Executive 
Order 11491. However, the obligation to meet and confer does not 
include matters with respect to the mission of the Employer; its 
budget; its organization; the number of employees; and the numbers. 
types and grade of positions or employees assigned to an organization 
unit work project or tour of duty; the technology of performing its 
work; or its internal security practices. 

Section 2. It is agreed and understood that matters appropriate 
for consultation/negotiation between the parties are policies, practices. 
prog~ams and procedures related to working conditions which are within 
the discretion of the Employer. 

ARTICLE VIII 
Union Representation 

Section 1. The VA Center agrees to recognize the duly elected 'Union 
officials and the stewards who have been designated by the Union to serve 
in this capacity. The number of stewards, selected from among employees 
in the Unit. will not exceed one Chief Steward and 19 ~ine Stewards. 
However. in the event that tile Regional Office "is physically relocated, 
it is agreed that the Union may divide the duties of a Chief Steward' and/or 
President to include an officer at'both facilities. Itisa~~(!(!tlthatt~e 
Union :l.n appo:l.nt:l.ng such stewards does so for the express purpose of pro'" 
moting an effect:l.ve relationshtp between supervisoTs and e'!Dployees by helping 
to'settle probleJGS at the lowest poss:l.b).e level of- organ:l.zation. , . ~ . . 

Section 2. The Union agrees to provide the VA Center a list of all 
stewards, designating their work area(s). The Union agrees that the use of 
officisl t:l.me by stewards for performing representational functions will be 
distributed on a reasonably equal basis among the designated stewards. This 
list will be maintained on a current basis • . 

Section 3. The function of tHe Line Steward is to serve as a Union 
point of in:l.tial contact and information for employees in the Unit. Reason­
able time during working hours without 108s of payor leave will be allowed 
for stewards to discuss grievances with employees as well as other appro­
priate matters directly related to t~e employee's work situations. The 
steward is permitted to discuss the problem(s) w:l.th the.employee or employees 
immediately concerned and; if appropriate. to atrempt to achieve.settlement 
with' supervisory, perso~nel involved. . . . 
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SectIon 4. ~,en it Is necessary for a steward or Union official 
to leave his work assignment to investigate complaints. the steward or 
Union official will obtain permisSion from his immediate supervisor 
prior to leaving and sign out stat\ng date and time and general location 
where he is going. The steward or Union ~fficial will advise the 
supervisor that his absence involves representational functions. 
Unless there are compelling circumstances. the supervisor will authorize 
the ,steward or Union official to leave his work area. If permission is 
not granted the supervisor will inform the steward or Union official 
of the reasons for not granting pennission. Prior to discussion 
with an employee in another work area. the steward or Union official 
will report to the immediate supervisor in that area'and state the 
purpose of the ,visit and the employee he wishes to see. Unless ther'e 
/'(lre compelling circumst.ances., the supervisor's permission wi'll be given. 
The steward ,or Union official will report back to'his supervisor at the 
time he returns to his work area and sign In· indicating time returned. 
The same procedure will be followed by employees in seeking out and 
discussing complaints or grievances with stewards or Union officials. 

Section 5. Stewards will not act in their official Union capacity 
on. compl.;lints or grievances of employees who are not included in' the 
Unit as defined in Article IV of the Agreement. 

Section 6. The function of the Chief Steward is to assist the 
Line Stewards when necessary. He/she ~ill observe the procedures set 
forth in Sections 3 and'4 of this Article. 

Section 7. ,~Uniol1representativet!;l will 'be granted retlsonab,le 
amount of time ~uring working hours to meet with management officials 
to discuss matterp of mutual concern or other appropriate ~atters. 

Section 8. The ~ployer agrees that duly designated representatives 
of the Union will be admitted to the installation to meet with Employer 
or Union representati~es during working hours on appropriate matters. 

Section 9. The Union has a right to be represented at formal 
discussions between management and employees or employee representatives 
concerning individual employee grievances.~ p,ersonnel policies and 
practices or other matters affecting general working conditions of 
employees in the unit of recognition. 

Section 10. Aggrieved employee(s) and their representat.ive(s) 
shall be permitted a reasonable amount of time to prepare for and present 
grievances and appeals. 

Section 11. Copies of this agreement along wl,th American 'Federation 
of Government Employees Health Plan will be given to new empioyees at 
the time of their orientation. Copies along with AFGE Health brochures 
to be distributed will. be supplied by 'the Union. The Union will provide 
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the l::mployer with a CUI"rent lisl ul the officers and shOI> slewards 
and their telephone numbers to be given to new employees. In addition, 
the list will be posted on bulletin board space authorized for 
Union posting. 

AlfrLCLE )X 
Employer-Union Cooperation: Meetings/Policies 

Section 1. Seminnnually. the Employer will provide the Union with 
a li~t of the names, position~ titles, division~, and grades of all 
enlployees assigned to the unit of recognition. In addition, the Employer 
will provide a monthly update through the Employee Information Letter. 

Section 2.. Representative~ of the Employer and tbe Union' agree to 
meet not less tban,once a month to discuss sucb matters as: safec::y. 
the interpretation and application of tbe agreement; tbe interpretation 
and a,pplica,tion: of rules" regulations, and policies; tbe correction of 
conditions ~king for grtevances and misunder~tamlings; and tbe encourage­
'ment of good hu~an relations in employee-supervisor relationsbips; tbe 
promotion of education and training; the betterment of employee wOTking 
conditions; the strengthening of employee morale; and otheT appropriate 
matters. It is agreed individual grievances will not be taken up during 
these meetings. No more than four Tepresentatives of tbe ,Union and four 
representatives of the Employer will participate in tbesemeetings unless 
by mutual agreement. 

Section 3. A draft of ,any proposed, or pToposed revision of, 
Station Personnel Policy which is appropriate for consultation/negoti- ' 
ation under Labor-ttauagement Relations program affecting tbe employees 
in the bargaining unit will be sent to tbe President of tbe Union be~ore 
thepalicy is put into effect. 

Sectiol' 4. The Union will be allowed ten (10) calendar days from 
the date of receipt to make comments and/or suggestions. Union officials 
may request a meeting witb Management to discuss tbe proposal as to its 
purpose and effect. 

Section 5. The Union will be provided a copy of VA Center Circulars 
pertaining to personnel policies affecting tbe employment conditions of 
employees in the unit. 

AR'!'ICLE X 
Disciplinary and Adverse Actions 

Section 1. It is agreed tbat disciplinary actions and adverse 
actions will be taken only for just and sufficient .cause or such cause as 
will promote the efficiency of tbe ,service as prescribed by law and regUla­
tions. ~be parties'agree,to tbe concept of pr~gressi~e discipline designed 
primarily to correcr and improve emplbyee behavior rather than punisb. 
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Section 2. An employee has the right to representation 4t the 
time he is given a warning or caution regarding possible disciplinary 
4ctions. 

• 
Section 3. An employee against whom adverse action or disciplinary 

action is taken Sh411 be notified in writing of his right to representation 
and of the reason for the action. When an employee has advised management 
of his desire for repres~utation, no further discussion of the Blatter 
between the Employer and empluyetl will occur until such representative 
has been given an opportunity to be present at such discussions. 1'he 
parties agree that the right -of an employee to representation in-these 
matters shall not impede the timely processing of such action. ' 

Section 4. Employee records will be purged in accordance with the 
provisions of appropriate regulations and this Agreement. 

Section 5. Should an employee choose not to be represented by the 
Union. he may not be represented by any other labor organization. However, 
this does not deny an employee his representational rights involving mat­
ters for which statutory appeals.procedures exist. 

ARTICLE XI 
Work Schedules 

Section 1. The administrative work week shall be seven (7) con­
secutive d4YS, Sunday through Saturday. The regular basic work week shall 
be Monday through Friday. with Saturday and Sunday as non-work days except 
for employees assigned to rotating shifts and irregular work schedules. 
Prior to establishing any new tour of duty. the Employer will consult/ 
negotiate over the impact and methods of impleme~tation of the tour. 

Section 2. The Employer will authorize a reasonable clean-up time 
at the end_ of the shift. in those areas where the work processes so require. 

Section 3. The Employer will attempt to schedule employees to work 
no more that six (6) consecutive days; however, it is agreed that the 
Employer cannot guarantee that employees will not work more than six (6) 
consecutive days. Where justified by the circumstances, employees may 
be required to work up to seven (7) consecutive days. In addition, the 
Employer will attempt to schedule employees for two (2) consecutive days 
off. Employees may request. in writing. to work more than seven (7) 
consecutive days or to have split days off. 

Section 4. Where rotation of tours.is required, qualified ~mployees 
will be rotated on an equitable ba~is. Normally the~e will be a minimum 
of 12 hours in-between an employee's.scheduled change in shift, except 
where the employee agrees to less time. Tours may be exchanged by mutual 
agreement of the employees concerned, subject to their supervisor's appro­
val. 
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Section $. In those areas where such schedules are used. schedules 
which indicate the hours and days which employees will work will be posted 
two weeks prior to the effective date of the schedule • 

• 
Section 6. Except in emergenc:ies,. the Employer will inform a 

steward tw.o weeks in ~dvance when a permanent change in his tour of 
duty or rotation sequ~nce is made. 

Section 1. If a situation occurs which requires the Employer to 
make a temporary change in an employee's scheduled tour of duty, the 
employee will be' 'contacted and the employer will seek thf;! employee's 
agreement for the change. In circumstances where no qualified employee 
agrees to the change. the Employer may require a qualified employee to' 
work the tour. Tours of duty will not be changed arbitrarily and/or 
capriciously. As much advance notice as possible will be given. 

Section 8. In Nursing Service when there is a vacancy on an off 
tour (other than day tour) employees may request assignment to that 
tour for an indefinite period of time. The Employer will assign the 
employee to the requested tour provided he is qualif~ed to perform 
the duties and as long as his performance remains satisfactory. 

ARTICLE XII 
Assignment of Work 

Section i. Dyties regularly assigned and performed for an 
apprec~able amount of time will be descri~ed in the pOSition description 
and graded according to job evaluation or classification standards. Em­
ployees will be furnished a coPy of their job descriptions initially and 
as changes are made. Assignment of duties\ to employe'es is not' limited 
by the content of the j ob descriptioH~ 

Section 2. A detail is a temporary assignment of an employee to a 
different pOSition for a specified period of time with the employee returning 
to his regular duties at the end of the Detail. 

Section 3. Details of 30 days or more will be recorded on VA Form 
$-4652 by the supervisor and forwarded to fersonnel for inclusion in the 
Official Personnel Folder. 

Section 4. Details of less than 30 days will be noted by the employee. 
The employee will note the dates worked. the position title and grade of the 
.Job to which detailed. At the employee's request. the supervisor and/or the 
Union steward will assist him in compiling the record. When the record 
cumulates 30 days. it will' be forwarded to P~rson~el tor inclusion in th~ 
Official Personnel Folder. 
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Section 5. Detail~ wIll be held to the minimum time necessary. 

Section 6. To the maximum extent feasible and practicable. 
dl!tails to hi.gher, grade duties not requiring competitive procedm."es 
will be rotated among qualified em~loyee$. 

Section 1. When a supervisor details an employee to another 
position" he willnotlfy the employee that he is being detailed. 

Section 8. When possible, employees may be assigned to light 
d~ty when it is determined by ·a physician that the employee is 
unable to perform his regular duties. 

AR'l'ICLE XIII 
Overtime 

Section 1. 'rhe. steward may consult with the supervisor con­
cerning the assignments of Qvertime in an effort to keep the overtime 
work equal a~,!~~~l)i~Jl)p~gyeesas far as possible. Supervisors shall 
no't assign.;overt1.meworkto employees as' a reward or penalty. Normally 
employees who work in tne unit where the overtime work must be performed 
will be selected to perform the overtime. Such overtime will be 
distributed and rotated equitably among qualified employees in 
accordance with their $k~lls or specialized training. 

Section 2. Employees will be informed three (3) workdays in 
advance if possib~e when overtime is required on days outside their 
basic workweek except in an emergency. Notification of overtime 
requirements dur:lng the employee's basic workweek will be given as 
far in advance as possible. 

Section 3. ·The ~ployer will maintain records of overtime worked. 
These records may be reviewed, by the steward. 

Section 4. Where feaSible. qualified employees in training or on 
details shall receive equal consideration for overtime work in their 
regular assigned organization. This equal consideration extends to 
an employee whose training assignment or detail is in an area near 
to his regularly assigned organization or detail. 

Section 5. Employees who are called back to work overtime shall 
be paid a minimum of two (2) hours pay, regardless of whether the 
employee is required to work the entire two (2) hours. 
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Section 6. No employee shall be denied the opportunity to work 
.' overtime solely because he has taken leave during the same pay period 

p~ovided he is available to be informed that overtime is to be worked. 

Section 7. Employees who begin work on overtime at least two 
(2) hours prior to their regularly scheduled tour will be granted a 
10 minute break prior to the beginning of their regularly scheduled 
work day if work conditions permit or at the earliest convenient 
period thereaf.ter. If it 1s known that an employee will be required 
to work a minimum of two. (2) hours past bis regularly scheduled tour 
he'will be granted a 10 minute break at the end of his regularly 
scheduled tour if work conditions permit or at the earliest convenient 
period thereafter. 

Section 8. Time in excess .of eight (8) hours a day or forty 
(40) ·hours a week shall be considered overtime work unless the employee 
requests compensatory time and is eligible for s~me. Overtime payor 
compensatory time for employees whose rate of basic pay is in excess 
of tbe maximum rate for GS-IO will be at the discretion of tbe Employer. 

AR'l'ICLE XIV 
Vacancies and Promotions 
Excluding Canteen Service 

Section 1. This Article applies only to filling vacant positions 
in the bargaining~un~t. 

Section 2. The Employer will 1)ae tbesldlls ~d talent~ of its 
employees to tbe·maximum extent possible. In filling vacant. positions. 
the skills of the employees in the minimum area· of consideration who 
apply for specific positions will be considered. ·Minimum area of 
consideration for promotion purposes is VA employees within the commuting 
area of the VA Center. Wichita, and in addition. voluntary applications 
from other VA employees. This minimum area of consideration for 
promotion purposes may include reinstatements and transfers for which 
applications are on file by the closing date of the vacancy notice. 
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Section 3. The Employer may fill posiUons by other than p~o"" 
motion actions such as reassignment" demqtion" reinstatement, reemployment, 
transfer from another government agency" appointment from Civil Service 
certificates, and" other appointments from outside the Center under 
applicable Civil Service regulstions. The Employer may select qualified 
applicants under the local merit promotion plan or qualified applicants 
under the preceding appointment methods. However, this does not pre­
clude the Employer from selecting applicants under the local merit 
promotiop plan without considering othe~ applicants. 

Section 4. Whe~an. employee is absent from duty, the steward 
may apply in his behalf, or remind the supervisor to do so,- for any 
advertised vacancy in which the steward believes dle employee is 
qualified and interested. 

Section 5. Position vacancy announcements will remain open and 
posted on official bulletin boards for a minimum of seven (7) 
calendar days. Announcements will contain a summary statement of 
duties, minimum qualification standards, any selective placement 
factors, the procedures for applying and the area of consideration. 
The Union will be furnished a copy of all position vacancy 
announ·cements .. 

Section 6. The Employer and the Union agree to cooperate in 
expediting the processing of applications so tha~ undue delay is avoided in 
filling advertise~ vacancies. Normally the promotion board action will 
be taken no later than four weeks l!:'!·~ter the c10sing date of a vacancy 
announcement, and the selection to fill an advertised vacancy will be 
made no later than the beginning of tbe 1;bird pay per~od following the 
promotion board action, unless the area of «;onsi~e_ra~ion ne~d8 to be 
expanded: If the dates are exceeded, the Employer .agrees t<? furnish an 
explanation to-the Union, upon their request. Further selections may be 
made under-the original position vacancy notice if additional pOSitions 
(same title and grade in the same Division or -Service) become vacant within 
sixty days from the date the promotion certificate is returned to the 
Personnel Service. 

Section 7. Prior to submiSSion, supervisory appraisals of past 
performances and potential if used in evaluating an employee and ranking 
him for promotion will be shown to and discussed with the employee, at 
his request and if he is on duty. ~e appraisal form will provide space 
for the employee's signature. Employees may submit comments to be 
attached to the appraisal. 
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Section B. The topquallf1~dcnndldates referred to the s~J~cting 
o .... ficial shall not exceed five (S) _candIdates except in the case of a 
tie forSth place based on total points, in alphabetical order. For 

II 
each additional vacancy one additional name will be added to the list 
of candidates referred. Referr~l of the top qualified list of candi­
dates will not be made when mandatory or noncompetitive actions are 
required. 

Section 9. The Employer agrees to permit a member representing the 
UnIon to serve as a monitp}:,on the Promotion Boards under the conditions 
specified. 

a. On or be'fore the first day of January of each year. the 
Union will submit in writing to the Center Director the 
names of 12 Union employees to serve as monitors on the panel 
of the Promotion Board. If a monitor is not able to continue, 
the Union will select a replacement or replacements within 
thirty (30) days from the date of the vacancy or vacancies 
to serve for the remainder of the calendar year. 

b. At least eight (8) work-hours before a Promotion Board is 
scheduled to meet~ a member of the Personnel Service will 
orally or in writing, if,requested, notify the President 
of the Union, or his/her ~esignee, of the time and location 
of the Promotion Board ,meeting. The Union will notify the 
designated monitor to serve on the Promotion Board. 

c. The Union monitor appointed to serve on the Promotion Board 
will notify his or her supervisor of the scheduled time and 

, location of the Promotion Board meeting. The supervisor 
'will normally make the employ~e available and excuse the 
employee from his assigned duties. If the supervisor feels 
that because of work demands the employee should not be 
excused from 'his assigned duties to serve, he will discuss 
this with the President or designee of the Union and give 
the rationale for his unavailability to serve. In this 
event the President or designee of the Union may appoint 
another monitor in accordance with these procedures. 

" j 

d. The Union monitor will not divulge any information to other 
persons concerning the ratings given any applicant or any other 
facts concerning individuals who are evaluated. 

, ! 
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~. If the Union monitor feels ·that any part of the 
Promotion Plan was violated, he will discuss his views 
with the Promotion Panel,at the conclusion of the Panel's 
deliberation of the case(s). If the monitor, after 
discussing the case(s) with the Panel, still feels the 
Promotion Plan was violated no fur.ther. action .will be tak~n 
to finalize the promotion 'certificate until the monitor 
exercises his rights as follows. He will discuss his 
views with the Personnel Officer and the President of the 
Union within one (1) workday from the date of the Promotion 
Board meeting. If the problem cannot be solved by the 
Personnel Officer and the Union President the matter will 
be referred to the Center Director for .. decision and no 
further action on the case(s) will be tak~n until a 
decision Is rendered'by the Center Director. 

f. This does not prevent ari employee ~r the Union from 
exercising appeals or complaints procedure~ available 

. to them. '. However, subsequent appeal actiotts will not 
delay the implementation of the Center Director's 
decision. 

·Section 10. .Supervisors·.wll:l keep employees advised of strengths 
and weaknesses in their job performai:.ce,and what employees should do to 
improve their chances for promotion • 

. Section 11. ,:An employee' who 'was in,volunta:ri~y.demoted :without cause 
will be given special consideration in fiilinga vacancy in a position 
in the. same or. intervening grade level in the unit provided the employee 
meets the minimum reauirements for the position. 

Section 12. An employee's use of earned annual leave or sick 
leave will not be a factor in Panel rating for Promotion. 

Section 13. The ElDpl.sYet,,~ill temporarily promote any employee who 
is assigned to a higher graded position for more than 120>d·aya. This 
temporary promotion will be effective no later than the l2lst day. A 
temporary promotion shall not exceed two yearaunless approved by the 
CSC. Selection for temporary promotion in excess of 120 days will be 
made in accordance with the local Merit Promotion Plan. 
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ARTICI.E XV 
Vacancies, Promotions and RenssignlOl:!nts 

Canteen Service 

In the filling of vacancies. promotloAs or reassignments the Canteen 
Officer will insure thati 

a. In filling vacant positions there will be no discrimination 
based on race; color, sex. religion. national origin~ lawful 
political ~ffiliation, membership in. a labor organization or age. 

b.. Physically handicapped employees will be considered on the bllS is . 
of the qualifications required for a job. 

c. Insofar as practicable. vacant positions will be filled by 
promotion or reassignment of present e~ployees on the basis of 
qualifications and merit or on seniority if qualifications and 
merit of applicants are substantially equal. 

To insure that all interested. eligible employees may be considered, 
t.he Canteen Officer will 'post all position vacancies on official canteen 
bulletin boards 'for not less than five (5) calendar days. (The upgrading 
of a.filled position due to increase in duties and responsibilities does 
not con~titute a position vacancy.) Posted notices of. position vacancies 
will be retained for a period of one year in the file. 

The Canteen Officer will advise, train, and otherwise assist canteen 
employees who are interested in developing themselves for promotion. 
If applicants who~were qualified and considered for promot~on but not 
selected 80 desire, the Canteen Officer ,will discuss with them the reasons'. 
for their nonselection and advise them what they might do to better qualify 
themselves for future promotion. 

a. All changes. except name changes. will be made effective at 
the beginning of a pay period. 

b. When a pOSition or appointment change and entitlement t.o a 
higher rate of pay occur at the same time" the higher rate of 
pay is deemed on employee's existing rate of basic pay. If the 
employee is entitled to two pay benefits at the same time~ the 
changes will be processed in the order which gives the employee 
the maximum benefit. 

c. The Canteen Officer will use VA Form 5-4652. Request for Personnel 
Action~ to initiate change actions. 
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Promotion 

a. A promotion Is a change in gr~de from one position to a higher 
grade position. or a change resulting from the upgrading of the 
employee's position. 

b. Upon promotion. an employee's new rate of pay will be at the 
lowest scheduled rate of the higher grade which exceeds the 
eluployee's existing rate by not less than the equivalent of a 
one-step increase of the lower grade position. but not to exceed 
the maximum step of the grade of the position to which promoted. 

Reassignment 

a. A reassignment is a change froln one position to another without a 
grade increase or decrease. .This term is also used when a 
position description is revised and.change in duties or title 
results without ~ change in grade. 

b. The Canteen Officer·will. assure that each employee is in the job 
that will make the maximum use ofthe<employee·s skills and ability. 
When an employee·s performance shows an apparent misassignment, the 
Canteen Offi~er will reassign him to a position for which he is 
qualified. 

ARTICLE XVI 
Job Classification 

Section 1. Wh~p an employee notifies the Emplo)'er that he wishes to 
appeai h:J,s"job title~ seri~~, or grade. he shall be furnished-information 
on appeal rights and procedures set forth in applicable regulations. He 
may elect to be represen~ed in discussing the matter with management when 
presenting a formal job classification appeal. 

Section 2. The Union shall be notified 15 days in advance of the 
proposed action when it is determined that a classification action 
will result in all adverse action to a group or groups of employees in 
the Unit o! r~cognition. 

Section 3. The purpose of a position description is to describe 
officially, for pay and classification purposes, the predominant 
skills~ duties and responsibilities p~culiar to a position. A position 
desc~iption does not list every duty an .employee may be assigned. but 
reflects those duties which are series-and~job controlling. 

15. 



Section 4. Position descriptions will be bas~d upon the principal 
duties and responsibilities assigned to each position. All identical 
positions within the same organizational unit will normally be covered 
by the same position description. A copy of any changes in the position 
descriptions will be furnished to the empl'oyee and discussed with the 
employee at his request. 

Section 5. Position descrip.tio.ns will be maintained accurately and 
current. The Employer will furnish a copy of any changes to the employee 
as they occur. 

Section 6. Employees who feel that their position descriptions are 
not current and accurate should meet and discuss their position descriptions 
with their supervisors. Supervisors will insure that position descriptions 
are current and accurate. The Personnel Officer will insure that positions 

·are properly classified. 

Section 7. Any· audit of a position conducted at the request of an 
employee will be conducted by personnel (classification) with a Union 
observer in attendance if the employee so requests. 

ARTICLE XVII 
Reduction in Force 

Section 1. The Employer agrees to give the Union advance notice 
of any transfer of function, decrease in work, change in personnel 
authorization, reorganization, the reduction in. grade or pay or other 
action r!,!st,llting from a reduction-in-force of any ~mployee in the unit 
of rec.ognition. The notice will be at least thirty (30) days in advance 
of the 'personnel action. The Employer agrees to furnish the Union 
information'pertinent to the cause of any reductioq-in-force or reduction 
in grade. o~pay in accordance with laws governing public information and 
agency rure~ and regulations. 

Section 2. The Employer further agrees to minimize the effect of a 
reduction-in-force on career employees by utilizing existing vacancies to 
the maximum extent to' place employees in continuing positions who 
otherwise would be separated from the service. 

Section 3. During periods of reduction-in-force the Union agrees to 
cooperate with the Employer in communicating to employees the basis and 
reasons for the reduction-in-force. In the event notices have been issued 
adVising career employees they will be affected by a reduction-in-force 
action. the retention registers upon which the names of such employees 
appear will be made available to any employee designated by, the Union to 
review such' records. In addition, any affected employee may on his own 
request review the retention re~ister upon which his 'naMe ~ppears. 

16. 



Section 4. 1;'he Employer and the Union further agree to mutual 
cooperation in assisting affected employees in obtaining,employment. 
in determining from the appropriate State Employ~ent Service whether. 
any of the affected employees n~y pe eligible for training or re­
training at government expense" and in keeping the employee informed 
of the 'results of their jOint effort. 

Section S. Any career or career-conditional employee who is 
separated 'because of reduct1.on-in-force w~i!.!.i!>,e.pla~egontbe.r.~~ 
employment priority list in accordance.with the eligibility provisions 
of applicable regulations. It is understood that acceptance of'a 
temporary appointment will not alter the employeers right to be 
offered regular employment. 

AR'rICl..H XVIII 
Use of Facilities 

Section 1. 'fhe Employer 'will provide the Union one bulletin 
board locat.ed in the east-west hall" ground floor" Building 26 and 
one':'half of the bull~tin b~arg.locat~d at the,end of the long corridor 
leading to Building 4~ In' addition, th~ Union may 'post;: appropriate' 
IJ)8terial on Division and Service bulle.tin boards when space pepnits 
and approval is obtained from the Division or Service Chief. Material 

,posted ~ust be identified as Union material. The Union agrees that 
the materia~ posted will not violate any law; s~curit7 regulations, or 
contain statements which reflects on or ~ttacks.any person, gro~p~ 
or orgfllli~~t·~on. The, Union <!'lIso agrees that post~d mate'fia,l ~il:l be 
reqlOved . frC?m bulletin boards within three (3) cal~Qd~~. day~" after ~ts 
expiration date or date of event. Th~ employer reserves the 'fight. to 
remOve ~ny ,m:at~r;al which it believed i~ 'in: v:101a t ion of th:l.s·Section 
aite,," . consultat1:oit with the Union. ' ,',; , 

Sect,ion 2. The. Employer agrees to permit distribution of 
appropriate literature sponsored by the Union provided: (1) The 
distribution takes place outside the duty hours of the employees 
distributing and receiving the literature; (2) The distribution 
does not include direct patient care and treatment areas; (3) The 
literature is identified as Union material; and (4) The material 
does not contain attacks upon any person, group or organization. 
Under the above conditions material may be placed on desks or at 
other work locations provided the'placement is compatible with 
safety and security requirements. 
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SectLon 3. Upon request by the Union to the Personnel Officer. 
the employer agrees to publish the name and station t:elephone number 
of the Union Pres~dent and two other Union officials "in the Center's 
Telephone Directory. 

Section 4. Three reserved car parking spaces will be provided 
to the Union for use at their discretion if parking space is available 
anti 'there is no expense to the employer. 

Section 5. It is agreed that the Union President or his/her, 
designee may have announcements made on the Public Address System 
subject to prior approval ~f the P,ersonnel Officer. 

Section 6. An official slot designated for receipt of 
incoming Union mail shall be made available in the Mail Room of 
the Regional Office and/or Hospital. 

Section 7. The Union may use available telephones when , 
necessary in performing representational functions. Discretion 
will be exercised in the use of telephones so as not to interfere 
with, patient care and service to VA beneficiaries. Telephones 
will not be used'to make FTS calls. However, long distance calls, 
collect or 'credit card may be made, provided they are not strictly 
personal or internal 'union busines~. The Employer will not bear the 
expense' of any such long distance calls. 

Section 8. 'The£mployer, will conti~ue' tc) provide a room for the 
regularly scheduled Un~on'meetings held once per month after 4:30 p.m. 
and will continue~to fprnish office space ~o the U~~on upde~ the 
follo~ing conditions: (1) That the space is not required for the 
immediate needs of ~he Center; (2) That the employer retains the 
right to terminate ,the ~se ~f the space at' any time,a ~eed' arises 
in its estimation; and (3) That s~~h use will not'injure the space 
in question. If Union use of ,the space must be terminated the 
employer will, insofar as possible, give the Union advance notice. 
In the event that the DVB operations are physically relocated, office 
space will also be provided at that location in addition to the office 
space at th~ hospital subject to the above conditions. 

Section 9. The Employer will provide a reasonable number of 
necessary copies of documents in accordance with applicable laws and 
regulations requested by the Union when representing an employee in 
a formal grievance, arbitration hearing, and statutory appeals. A 
reasonable number of copies of documents which by their nature are 
confidential in that they are part of an adversary proceeding (i.e. 
opening and closing arguments before an arbitrator or hearing examiner) 
in which 'the Union has been designated as an empioyee's representative. 
may be made by the Union President without a readirg b~ the Employer •. 
after approval by the Personnel Officer. The Union may use the copy 
machine only for the above items. 
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ARTICLE XIX 
Vacation Lc'ave 

• 

Section 1. Employees shall earn and be granted annual leave in 
accprdance with applicable laws and regulations. Although the Employer 
determines the personnel by which operations are to be conducted the 
Employer agrees to maintain a liberal le~ve policy. The Union agrees 
to encourage employees to schedule annual leave in adv.ance which will 
minimize work interruption by large numbers of employees taking leave 
at the same time. 

Section 2. Supervisors will be r.esponsible for approving 
scheduled annual leave on an equitable basis with due regard.for 
the needs of the service and the welfare of the employees. 

Section 3. Leave schedules will be coordinated so that all 
employees will be granted at least two consecutive weeks leave for 
vacation purposes, if requested by the employee. 

Section 4. Leave schedules for vacation purposes will be 
April 1 through, Decembe.r 31. Requests for vacation leave for the 
period January 1 through March 31 will be considered on a first come 
{iFst serve basis. Conflicts between unit employees who simultaneously 
request vacation leave for the period January 1 through March 31 will 
be decided on the~asis of seniority. Vacation schedules ~ill be 
prepared by the employer. Each employee will be given an opportunity 
to submit a request for a vacation leave period by March, 1st of each year. 
Employees will make written request for leave on a SF-1l or memo. The 

.Employer will prepare an official leave calendar of approved vacation leave 
no later than March 30 once the .official leave calendar is approved. it 
will not be changed to allow another employee leave at that time except 
by mutual consent of the employees involved. Seniority based on service 
computation date shown on official Personnel Records will be the governing 
factor in a conflict between two or more employees in the unit over a 
choice of vacation dates. Seniority preference shall apply only once 
during each leave year. Annual leave for Thanksgiving, Christmas and 
New Year's shall be offered on a rotating schedule irrespective of seniority. 

Section S. If an employee does not select a vacation time during 
the specified time limits established in Section 4, this article. his 
leave will be scheduled as close as possible to his preferred dates but 
in no case will he be p~rmitted to "bump" an employee whose dates have 
been established. 
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Section 6. Employees requesting annual leave for emergency 
purposes will re.quest leave as early as possible. To the extent 
possible. an employee should request emergency annual leave at the 
beginning of his tour of duty but not later than two hours thereaft~r. 
He will also not:t,fy his supervisor ,each day thereafter unless pre­
arrangements have been made for an extended period of emergency 
annual, leave. 

ARTICLE XX 
Miscellaneous Leave 

Section 1. Leave without pay shall be granted to not more than 
one memqer of the unit of recognition (generally the president) to 
serve with AFGE for a period not to exceed one year. When an employee 
is on le~ve without pay under the provision of this agreement. he shall 
be entitled to return to a job of like seniority status and pay.' 

Section 2. Provision for leave of absence for formal education 
purpose will comply with applicable regulations. 

Section 3. Provided they can be spared~ the Employer will allow 
Representati.ves of the Union administrative leave to attend official. Union 
seminars or training programs. Ordinarily only eight hours of such 
administrative leave will be granted ~o any given representative of the 
Union within a contract year. The contract year will start on the 
effective date Qf this Agreement. Request for such admtnistrative leave 
should be accomp3nied by an official agenda of the training program to be 
offered. In order to be approved~ the agenda should reflect that this 
program does not include internal union business and also that the 
training will be of benefit to the Employe~~ . 

Section 4. When a decision is made to close the Regional Office 
or the Hospital. for a full day by ad~nistrative order~ due to inclement 
weather or other condi~ions warranting such closing. employees will not 
be charged leave. Management will make a reasonable effort to notify 
employees so affected. If the supervisor determines that a delay in travel 
to work is due solely to extreme weather conditions or public emergencies 
the employee will be allowed a reasonable amount of time. not to exceed 
one hour. with no charge to leave based on the circumstances and the 
employee's attempt to reach his work station. When a decision is made 
to dismiss employees during workday. employees 9n duty at the time of 
the di~missal ~d who can be spared will be excused without charge to 
leave or loss of compensation. Employees not on duty at the time of 
dismissal will be charged appropriate leave. 

'. 
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Section 5 •. Where it is determined on an individual basis that it is 
impossible for all practical purposes for an employee to get to work due 
to extreme weather conditions or public emergency situations. leave-approving 
supervisors shall be as liberal as possible in approving leave. They will 
give consideration to physical or other conditions which subject employees 
to special hazards in such ci~cumstances. 

Section 6. Employees may be excused without charge to leav~, when they, 
would otherwise be in a duty s ta"tus. for the purpose of donating blood. 
'rhe amount of excused absence should not exceed the remainder of the day. 
The time granted and approved must" be taken'on the day the blood is donated. 

Section 7. As fa'r as practicable. without interfering seriously with 
operations. employees who desire to vote or register in any election or in 
referendums on,acivil matter in their communIty wIll be excused for a 
reasonable time for that purpose, as follows: 

a. As a general rule, where the polls are not open at least· 
three hours either before or after an employee's regular 
hours 'of work he will be excused for enough time 1;0 permit 
him to:report for work three hours after the polls open or 
leave work three hours before the polls close, whichever 
required less time ·off. (For example" if the work schedule 
is 8:00 a.m."" to 4:30 p.m. and the polls open at 7:00 a.m. 
and close at 7:00 p;m." an employee would be excused from 
4:00 to~4:30 p.m. since this would' be three hours before 
the polls close.) 

b., Under exceptional circumstances where the general rule does 
. not .p~rm:i.t."sufficient time,; the Employer will excuse an 

employee f~r such additional time as the Employer deter­
mines administratively that he needs in order to vote" con­
sidering the particular circumstances in his individual 
case" but not to exceed a full day. 

c. If an employee's voting place is beyond normal commuting 
distance and vote by absentee ballot is not permitted" the 
employee may be granted sufficient time off in order to be 
able to make the trip to the voting place to cast his ballot. 
Where more than one day is required to make the trip to the 
voting place, the necessary annual leave (or if .annual 
leave is exhausted, leave without pay) may be granted. 
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St!ction 7. 

d. For employees who vote in jurisdictions w~ich require 
registrstion in person. time off to register will be 
granted o~ the same basis as for voting. except that no 
such time will be graoced if registration can be 
accomplished on a non-work day and the place of registration 
is within reasonable one-day. round trip travel distance of 
the employee's place of residence~ 

Section 8. An employee will be granted 8 hours of excused absence 
(funeral leave) to .att~d the funeral of an immediate family member killed 
in the line of duty 'in the Armed Forces or will be granted three (3) days 
of excused absence to a.ttend the funeral of an immediate family member 
who died as the result of a wound. disease or injury incurred while 
serving as a member of the Armed Forces in a combat zone. 

Section 9. Consistent with rules and regulations. employees will 
be granted neces~ary time off without charge to leave or loss of pay for 
jury duty. or for appearing in court ss a witness in an official capacity 
orin a nonofficial capacity as a witness on behalf of the.Local, 
State. or Fed~ral Government. 

Section 10 .. An,employee requesting maternity leave may choose how 
and in what ord.er such absence will be r~corded. - sick leave, annual 
leave. or leave .wit·hout pay.. Any approved absence in excess of requested 
available sick and/or annuai leave will be recorded as leave without pay. 
When an employee wishes .to utilize a period of absenc~ for maternity 
leave a.medical statement reflecting her ability to perform the duties 
of her position will be required. 

Section 11. Tardiness of less than 59 minutes may generally be 
excused if the employee has a good excuse.. If the lateness is not 
excused. the tardiness may be handled by the use of annual leave, 
leave without pay. accumulated compensatory time. or charged as absence 
without leave. If th~ leave charged exceeds the period of absence, the 
employee .will not be required to work during the period covered by his 
leave. Time charged as absence without leave may be used as a basis for 
disciplinary action. Unjust decisions by a supervisor concerning tardiness 
may be grieved by the employee. 

ARTICLE XXI 
Sick Leave 

Section 1. Employees shall earn and be granted sick leave in 
accordance with applicable statutes and regulations. The Employer joins 
the Union in recognizing the use of sick leave as a privilege and the 
obU.gation of the employee to use sick leave only when. incapacitated tOl; 

the performance of duty by illness 'or other valid reason. 
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SectIon 2. An ~mploy~e who is incapacitated for duty should report, 
or have some respon~lble person report, his illness as early as possible. 
Generally this wil~ be a~,the beginning of his tour of duty, but not 
later than two (2) hours thereafter. The employee should, if possible, 
estimate his anticipated date of r?turn to duty. He should later notify 
his supervisor if his illness'or incapacity extends beyond his expected 
date of return. . 

Section 3. Ordinarily SF-1l and Medical Certificates, or their 
equivalent, will not be required for periods of sick leave of three (3) 
days or less. Where there is a reason to believe an employee is abuSing 
his entitlement to sick leave,' a medical certificate may be required 
for any peri~ of absence provided that the employee 'has been informed 
in advance, in writing, that such requirement has been established in 
his case. Wben an employee is required to submit a medical certificate 
'for all periods of sick leave, the requirements may be reviewed ,within 
60 days if-requested by the employee, otherwise the requirements will be 
revieWed not later than'-six (6) months after the written notice to 
determine whether the requirements for furnishing a medical certificate 

. may be eliminated. In those instances where an employee was on sick leave 
for more than three (3) days and the'nature of the illness did not require 
a physician's services, the employee's signed statement of reasons why 
a medical certificate is not furnished will be accepted in lieu of a 
medical certificate" if the circumstances of the case so justify. 

Section 4. At the discretion cf the,Employer, employees may be 
granted advance sick leave provided (1) all sick leave to the employee's 
credit has been exhausted; (2) there is a reasonable assurance that the 
'employee will return ~ to work; .and (3) the employee provides a statement 
from, his doct,or containing' an explanation of the illness. and an estimated 
recovery date. Employees serving under appointments without time limit 
may be granted up to 30 days (240 hours) of advance sick leave. There may not 
be more than 30 days (240 hours) of advanced sick leave on an employee's 
record at anyone time. Employees serving under appointments with time 
limits may be granted advance sick leave up to the amount which will be 
earned during the remaining period of employment. 

Section 5. Individual sick leave records will be used only for 
official purposes. 

ARTICLE XXII 
Grievance Procedures 

Section 1. This article is applicable to all VA Center Employees 
including Non-appropriated Fund employees except that the resolution 
before arbitration for Non-appropriated Fund Employees will be submitted 
to the Canteen Field Director. rather than the Center Director. 
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Section 2. This procedure will be the sole procedure for pro .... 
cessing grievances on all matters. except matte~s for which statutory 
appeals procedures exist. content of Veterans Administration Central 
Office policy. matters covered by ~ections lIb and l2b of Executive 
Order 11491 as amended, separation of probationary employees, matters 
pertaining to actions taken by officials above the level of the Center 
Director. This does not preclude grievances ov~r theiEmployer's 
application of these rights. 

. Section 3. The only representative an employee ~y have ~hile 
processing a grievance under this procedure is the exclusive Union or a 
representative approved by them. Any employee or group of employees in 
the' unit may present grievances under this procedure to the Employer and 
have them adjusted. without the intervention of the exclusive representa­
tiv~. as'long as the adjustment is not inconsistent with the terms of 
this Agreement and the exclusive representative is present at the adjust­
ment on official time if he is an employee in an active duty status. and 
receives a notice of the adjustment if in ~riting. An employee who 
presents a grievance ~ithout requesting Union representation may not 
invoke arbitration. 

'Section 4~ The presentation of a grievance shall not be construed 
as refle~ting unfavora}}lY on an employee's good standing, his performance. 
or his loyalty or desirability to the organization. The grievance pro-
cedure will operate as follows: . 

.' Step 1.. ~ .In the event; an employee has a grievance. 'he shall 
have· the right to present the grievance to his ' 
immediate supervisor: orally or 'in writing or both. 
Grie~ances conc~rning a continuing practice or 
.condition may be presented at any time; grievances 
concerning a particular act or occurence must be 
presented within fifteen (15) calendar days of the 
date of the act or occurence. or of the date the 
employee became aware of the act or occurence but 
no more than 45 days from the date of the act itself. 
The grievance will be discussed informally with the 
supervisor. The steward and/or Chief Steward will be 
present if the employee requests Union representation. 
The supervisor will make every effort to resolve 
the grievance immediately but must provide an answer 
within five (5) calendar days. The answer will be oral 
unless the employee has presented the grievance in 
writing and req~ested a written reply. 
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Section 4. 

Step 2. If tbe grievanc~is notsaHsfact;.orily resolved, 
it may be presented to tbe Division or Service Chief 
in writing witbin five (5) days of the supervisor's 
decision. The Division or Service Chief shall 
consider all of tbefacta and consult with the 
Personnel· Office prior to issuing a decision. Tbe 
DivisiQn or Service Chief sba11 answer."in writing. 
witbin seven (7) calendar days and furnish a copy 

.to the Union. If represented by tbe Union. tbe 
representative is'entitled. as a matter of right • 
to access to all relevant records necessary to 
process tbe grievance in accordance with the provisions 
of the Privacy Act. If these records are not available 
to tbe Union Representative tbese same records will not 
be used as a basis for tbe grievance. 

Step 3.,. If the grievance is not satisfnr.torily resolved at 
Step 2. the g.r·ievance DUlY be' (u.cLherpursued by 
submittin& it to the Center Director or Canteen 
Field Director in writing. within seven. (7) calendar 
days 'of the Division or Service Chief's decision. The 
Center Director will issue his decision within seven (1) 
calendar days. The Canteen Field Director will issue 
bis decision within fifteen (15) calendar days. 

Step 4. In tbe eyent the Director',s "decision does not satisfactorily 
resolve the grievance. the Union may. withi~ fifteen (lS) 
days indiC4t~ they are taking the issue to arbitration. 
Upon receipt of the request for arbitration the parties 
will jointly request the Federal Mediation and Conciliation 
Service to su~mit a list of seven (7) arbitrators. If 
either party refuses to join ~n tbe request within five 
(5) days the other party may unilaterally request a 
list from the Federal Mediation and Conciliation Service. 
~ch party will alte~ately strike oue.name from the list 
of arbitrators until one name remains and he will be the 
arbitrator. Who wil.l strike the first name will be 
determi~ed by lot. The cost of the arbitrator's fees 
and expenses will be shared by the Employer and by the 
Union. The arbitrator'a decision will be binding for 
both parties. Either party may file exceptions to an 
arbitrator's award with the Federal Labor Relations 
Council·unde~. regulatrons prescribed by tbe Council. 
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Section 5. Union grit!vancea that do not dispute a specific 
action by a supervisor may be initiated by the Union President or 
designee at sny step as appropriate. In those Union 8~ievances that 

. extend to more than one Diviaion or Service, the Uniod President 
. or bis designee may pursue the grievance with the Personnel Officer 

in lieu of all the steps up to and including the Division or Service 
Chief. Such grievance. must be filed ~ithin ten (10) calendar days of 
the event which caused the grievance. 

Section 6. If the Employer desires to take a grievance to arbitra­
tion, the Center Director will present the grievance in writing to the 
local Union President. If the matter cannot be resolved in ten (10) days, 
the Employer ~thin the next fifteen (l~) days may request the Federal 
Media'tion and Conciliation Service to submit a list of seven (7) arbi­
trators. The procedures outlined in Section 3, Step 4, for the selection 
of the a,r,bitrator' will be followed, and' the costs of arbitrator's fees 
and expenses will be shared equally by the two parties. 

Section 7. 'Questions that cannot be resolved by the parties as 
to whether or not a grievance is on a matter covered by the grievance 
procedure will be subject to arbitration. 

Section 8. If the employer does not reply within the time limits 
at any ,step, -the grievance will automatically advance to, the next step. 
The time limits ,delineated in this Article may, by mutual agreement, 
be extended for good cause. The parties may mutually agree, in writing. 
to waive any step in this procedure. 

ARTICLE XXIII 
Health and Safety 

Section 1. The Employer agrees to make every· reasonable effort 
,to provide a sa,fe· and healthful work place for all employees as well 
as to comply with-recognized safety and he~lth practices. 

Section 2. A Union Representative will serve as a member of the 
Center's safety committee. In addition three (3) Union Representatives 
will serve as members of three (3) administrative inspection teams for 
the purpose of inspecting all areas on a rotating basis with no charge 
to leave. Team assignments of Union Representatives will be arranged 
between the Employer and the Union. The administrative inspection team's 
report shall include the recommendations of all members. Health and 
safety'hazards identified in the report shall be corrected within a 
reasonable time. 

I ' 
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Section 3. Protective devices. including. but not limited to. 
safety glasses, protect;ve clothing. gloves. hats. shoes. etc., as 
provided by VA Regulations, shall be furnished by the Employer and 
used by the employees. Available storage or locker space will be 
provided by the Employer if necessary. , 

Section 4. An employee or group of employees who believe they are 
performing·work under conditions which they believe are unsafe or 
unhealthy beyond the normal hazards inherent in the position should 
promptly report the unsafe or unhealthy condition to his supervisor 
before continuing work. The supervisor will consider the employee's 
views and take appropriate actions. If the employee is not satisfied 
with the action taken, he may take whatever appropriate course of action 
available. 

Section 5. The Employer agrees to supply and service on a regular 
basis an adequate number of fire extinguishers in all areas as specified 
by VA regulations. or Safety Committee. All employees are responSible 
for assuring that fire extinguishers are not tampered with and that 
clothing. lunch boxes, or other foreign material are kept away from the 
fire extinguishers • 

. Section 6 •. The Employer. 101111. take whateve.: pcecautions' necessary 
to safeguard the physical welfare of employees from known hazardous 
conditions in any working situation or environment. 

Section 7. The Employer will notify "the Union if any Visit/inspection 
by an OSHA official and allow them an opportunity to request a meeting. 

ARTICLE XXIV 
Training and Development 

Section 1. The Employer and the Union agree that the training and 
development of employees within'the unit is a matter of primary importance 
to both parties. T~aining is primarily to increase an employee's 
efficiency in his current job. Training in areas other tnan an employee's 
current job may be provided consistent with the interests of the Employer. 
Consistent with Center operational needs the Employer agrees to develop and 
maintain forward-looking, effective policies and programs designed to 
achieve this purpose. 

Section 2 •. In accordance with applicable laws, published agency 
policy, and regulations, all employees will be given equal opportunity 
in the application of the local training and development progr~. With 
the exception of trainee positions for which selecti9ns are made under 
the Meri~ Promotion Program the Employer shall retain the prerogative of 
selecting candidates for training. Such selections will be made on a 

. faiI::. ,and equ;f-t"able basis. 

27. 



Sestion l. The Union shall have a representative on the Center's 
'I'raining and Development Committee. The representative shall be a full 
member of the committee and, functioning as such a member, shall have 
the same rights, privileges and obligations as all other members. In 
the event o~ a physical relocation and-separation of DVB and DM&S 
activities at tbis Center, the Union may have one representative from 
DVB and one representative from DM6S on this committee. The Training 
and Development Committee is the central administrative body for 
the local training and development program. 

Section 4. Sele~tion for local trainee positions' primarily to 
prepare. employees for advancement shall be in accordance with the Merit 
Pro~tion Program and the article on Vacancies and Promotions in this 
Agreement. 

ARTICLE XXV 
Emploxee Debts 

Section 1. This article applies only to private party or 
commercial debts. 

Section 2. The Employer shall not serve. as a collection agency 
for alleged debts. 

Section 3. It is recognized that all employees are expected to 
pay their acknowledged debts and those reduced to a court judgement. 
If an .employee disputes an indebtedness claim.' he will be expected 
to make his views~known to the creditor. 

: Section 4. 'The Employer ~ill try to prQtect employees' interests. 
Irid~btedness information will ·be treated as confidential. The Employer 
sh~J..l insist; that creditors do not bother-employees at.work until they 
have'mad~ r~a~on~ble ~ttempcsto coilect outside.: The'Employer shall 
not'furnish.estimates of an empioyee's credit status or enter disputes 
over the validity or amQunt of bills. 

ARTICLE XXVI 
Conurl t tees 

Section 1. The Union may designate a representative to serve on 
the Safety Committee, the TraiQing and Development Committee, and the 
Equal Emplo~ment Opportunity C9mmittee. 

Section 2. The Union may request representation on other appropri­
ate'Center committees involving employees' welfare. 
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AR'f!CLE XXVlI 
Payroll Deduction of Union Dues 

The VA Center agrees to withhold Union dues ,biweekly from the pay of 
those employees so requesting this service. The Union will pay a s~rvice • 
fe'e o'f $.02 for each deduction withhel.'~ 'The administrative details are 
covered in a memorandum of understanding between the parties. dated Novem­
ber 8, 1971. 

ARTICI.E XXVI 11 
Fund Raising .Drives' and eo_unity Affairs 

Section 1.' 'It is understood that it is the policy of the Executive 
Branch of the U. S. Government to pel;'mit appropriate agencies to solicit 
funds ,for charitable and 'other humanitarian purposes from Federal employees 
at their, place 'of empioyment. Tbe worthwhile efforts of the agEmcies on 
behalf of all citizens merit a generous voluntary contributi(m from em­
ployees. 

Section 2. The Union agrees to publicize and take a positive attitude 
toward approved fund drive~ and will inform Uri~t members ,of the reasons for 
fair share giving and meeting established goals. 

Section 3. Contributions will be, truly voiuntary. Any pract!,ce in­
volving compulsion, coercion, int:1midationor repr:1sa~ directed at an individ­
ual employee ,because of the size of his contribution or h:1s failure to contri­
bute is contrary to ,policy.' The,contributor has" the privilege of disclosing 
or keeping his gift confidential. This right of privacy is safeguarded 
through the ~ontributor's option to use a sealed envelope in making bis 
donation. 

Section 4. It is agreed that no list will be maintained 'showing 'the 
amount of contribution or the name of the contributor except those used for 
administrative purposes of payroll deduction and other official reports. 

Section 5. The Union agrees to publicize and take a positive attitude 
toward participation in community affairs and/or activities such as blood 
drives, U.S. Savings Bonds Campaign, Combined Federal Campaign. and Veterans 
Day observances which will provide benefits to the community and improve the 
general image of the Center. 

Section 6. The Union will be informed in advance of these drives and 
activities and offered an 'opportunity to stimulate employee interest and 
participation. Any suggestions made by the Union for improvement in these 
areas are encouraged and will be considered. 
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ARTICLE XXIX 
Wage Surveys 

Section 1. The Employer will notify the Union of a pending wage sur­
vey. we and NAF,uponreceipt of not\ce that such a survey is to be made. 

Section 2. The Employer will furnish the President of the Union a 
copy' of the wage schedule when it is received. 

Section 3. The Employer shall release a member of the bargaining unit, 
selected by the Union, to participate as a member of the. Wag'e Survey Team, 
and/or, as Data Collectors, if requested by the lead agency of" the survey. 

Section 4. l'he ,Employer will authorize necessary administrative leave 
for the president or his designee to appear before a'Wage survey hearing if 
requested by the Union. ' 

ARTICLE XXX 
Restrictions on the Employment of Relatives 

Section 1. A supervisor or -,management official wi Ii take no actiori 
to hire a relative in a position over which he exercises jurisdiction or 
control except that this sec.tion shall not apply when "the relationsh1p is 
not known to the official, .when the Civil Service C01lllDi.ssion Regulations 
permit such action, or when the exigenctes of the service dictate other­
wise. The foregoing will not operate to de~e8t or~mpair ~ veterant~ 
right to reemplo~ent. " 

Section 2. "Relative" includes the following: father, mother, son, 
d,aughter,-brother, sister, uncle .. ~unt, first cousin, nephew, niece, husband, 
w!fe, father-tn-law, mother-in-law, ~on-in~~aw, daughter-in-law, brother-in­
law, si~ter":,,,in-law._ stepfather, stepmother, stepson, stepdaughter, stepsister, 
half brother or half sister. -

ARTICLE XXXI 
Contracting Out 

Section 1. When the Employer decides to advertise bids for contract­
out work which will result in a reduction-in-force or a demotion of any 
employee,. the Employer will notify the Union of'its decision as soon as 
possible but no less than fifteen (15) calendar days in advance of the 
date of the. advertising of the bid. Such advance notice will provide a 
full explanation of the reasons for the contracting' out and will afford 
the Union an opportunity to ma~e comments and recommendations prior to 
adver~i8ing th~ bid. The.Emplo~er will consider the Uni~n's response and 
shail furnish the Union a ~itten-' decision. 

I' 
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Section 2. l~ is u~derstood that FederAl policy does not condone peF­
sonn.el. servicep contracts which establish An Employer-Employee relationship. 
The Employer agrees to abide by All laws, rules, and regulations of the 
Veterans Administration, Civil Service Commission, Comptroller General, 
Office of Management and Budget and other appropriate authorities with 
respect to any contract Activity. 

AR~ICLE XXXII 
Approval .. Duration and Modification of Agreement 

Section 1. Th'1s Agreement shall become effective. upon approval of the 
Chief, Medical Director and the Chief, Benefits Director and shall remain in 
effect for.a period of three (3) years from its effective date. It shall 
a~tomatically renew for three (3) year periods thereafter unless at least 
sixty (60) days but no more than ninety (90) days prior to its initial expira­
tion date or any expiration date t~ereafter, either party serves'written notice 
upon the other party of its desire to modify or terminate this Agreement. If 
the Agreement is renewed it will begin a,new duration period with a new effec­
tive date and 'a new expiration date. If negotiaLJ,ms are not concluded prior 
to the' ~piration date of the Agreement, tile Agre<.!ln,mt' shall continue to 
remain in effect unJ:il a ne~ Agreement has been approved. ' 

Section 2. The Federal Mediation and Concili~tion Service will be given 
notice of thedeslre,by the Employer or the Union to amend, modify, or termi­
nate this'Agreement in 'accordance with the rules of the Service • . ~ .' . 

Section 3. T~is Agreement, except for its duration period as specified 
in Section 1 of this Article, is subject to opep;ing only if subsequent changes 
~n law or regulations affect any item covered in this Agreement or open the 
scope of negotiable issues. In this event. either party may request modifi­
cation of this Agreement by notifying the 'other party in writing of the law 
or regulation change and only those items covered under the law or regula­
tion ch~ge may be negotiated. Such modifications as agreed to will become 
effective upon approval of the Chief, Medical Director and the Chief, Benefits 
Director'and will remain in effect during the duration period of the basic 
Agreement. The only exception to the above is that any item(s) in this 
Agreement may be opened for negotiation if both the Employer and the Union 
mutually agree to open the item(s) for negotiation. 

ARTICLE XXXIII 
Non-Negotiability Issues 

When an issue develops as to whether a proposal is ~ontrary to law, regulations, 
or Executive Order 11491, as amended, and, therefore, not negotiable, i~ shal~ 
be resoived as follows: 

a. When the Administration of the Veterans Administration's deter­
mination as to the interpretation of the agency's regulation~ 
with respect to a p~oposal is final: 
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b. The Union may appeal to the Council for a d~cision when :... 

1. It disagrees with the Veterans .c\dministration·s decision 
that a proposal would violate aPPlicable law, regulations of 
appropriate authority outside'the Veterans Administration or 
Exe'cutive Order 11491. as amended. or, 

2. It believes that Veterans Administration regulations. as 
interpreted by the agency head. violate applicable law~ regu­
lation of,appropriate autho~ity outside of the Veterans Admini­
stration or Executive Order 11491' as amen'ded or ,are not other­
wise applicable for negotiations under Section ll(a) of 
Executive Order 11491, as amended. 

ARTICLE XXXIV 
Impasses in Negotiations 

Section 1. When it has been determined that an impasse has been reached, 
the item shall be set aside. After all negotiable items on which agree.ent 
can be reached have been disposed of. the parties shall once more atte~pt to 
resolve any existing impasse. 

Section 2. When it has been determined that impasse cannot be resolved, 
either party may request the Federal Mediation and Conciliation Service to 
provide mediatio~ service. If a request is made to the Federal Mediation 
and Copciliation ~ervice, the Mediator will be the ~ole judge of the proce-
4ure to ~e fol~o~ed in attempting to resolve impasses. 

" 

Sect~on 3. Any impasses not resolved through mediation' may be submitted 
by eithel'" party to the Federal Service Impa~ses Panel!> subject to their regu-
lations: . ..,. 

Section 4. The procedure above shall not preclude the parties from 
agreeing'on any issues or from entering into complete agreement without the 
assistance of the Mediator or the Panel. 

ARTICLE XXXV 
Distribution 

A copy of this Agreement shall be provided by management to all 
employees and supervisors with jurisdiction over employees in the Unit. 
The VA. Center agrees tQ give the Union twenty-five (25) ,copie~ of the 
Agreement at n~ cost to the Union. 

" 
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Executed in Wichita. Kansas. this 

For the American Federation 
of Government Emp~oyees) 
Local.,No. 47r . 

• 

2nd day of June. 1978 

For the Veterans Administration 
Center 

G. B.· LAPPIN 
Center Director 

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

clUi~ 
Chief, Benefits Director 

EFFECTIVE DATE OF AGREEMENT 
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