Leave Case Studies - Responses

1.  Sammy Heller has been a Supply Clerk in your office for two months, has an enthusiastic attitude and is a competent employee with no history of any leave problems.  You notice that Sammy clocks in 20 minutes late on Friday and when you question the tardiness he replies, “I couldn’t get moving this morning”.   
A.  How would you handle this situation?

 A simple counseling will do.  Keep in mind that it is important to conduct the counseling in private and not in the presence of others.  The supervisor may also want to communicate to this entire staff the procedures for calling in and what is expected.

B.   What if Sammy had been in your office for two years instead of two months? 

What is his background as far as attendance is concerned? Is this the first time?  Is there a pattern?  Sammy may have a problem with tardiness.  It may be time to get serious with Sammy.  If this is a rare occurrence a counseling will do.  Mention to Sammy that as a senior employee in terms of service time, other new clerks may look to him for acceptable attendance procedures.

 

C.  What if Sammy had been in your office for two years and had a habit of taking long lunches, frequently coming in late, and habitually taking unscheduled leave?  

Hopefully the supervisor has been counseling Sammy.  If the supervisor has been counseling Sammy and has documented those counseling/warnings then it is time for disciplinary action.  If taking disciplinary action, ask the class what would be the charge.  The charge could be “failure to follow leave procedures”, excessive tardiness or a similar charge.

If the supervisor has never counseled Sammy then it’s way past time that she does.  A serious counseling is appropriate followed by a leave restriction letter.  Once put on notice, disciplinary action may be appropriate.
2.  Art Wolfe, whose wife is due to give birth in several weeks requests four weeks paternity leave, to be charged to his sick leave, beginning the day his wife goes into the hospital.  

This request would fall under SL for a family member or SL for a family member with a serious health condition depending on the condition of his wife.  Are there complications?  As always, sick leave requests for 3 days or more must be supported by a doctor’s certificate.  If there are no complications, sick leave is most likely not appropriate.

3.  Harry Carpenter has just come to see you and told you in confidence that he has developed a drinking problem, and would like to attend the facility’s Employee Counseling Services Program’s twice weekly AA meetings.  As he has no accrued sick leave, and the meetings take place during Harry’s tour of duty, Harry asks you for an hour of LWOP to cover each of the next eight weeks’ meetings.  

Generally, LWOP is at the discretion of management.  However, in this case, Harry is entitled to FMLA, as alcoholism is a covered health condition.  The FMLA also allows for an intermittent leave schedule.

4.  Dan Rather’s wife calls in and leaves you a voice mail.  She let’s you know that Dan will be late.  When Dan shows up at work two hours late, he hands you his leave request.
--do you approve or disapprove his leave request?  As always, when it comes to MER issues the answer is it depends.  Let’s assume Dan is well aware of the leave requesting procedures and his supervisor has counseled regarding leave requesting procedures.  In that case, the supervisor would be in a good position to deny his leave and charge Dan with 2 hours of AWOL and charge him with failure to follow leave procedures.  

--Are not following leave procedures a reason for denying leave?

Yes.

5.  James Mercer was absent for 2 days.  When he returned, you requested, but he failed to submit a written application for sick leave within the time limits and in accordance with the procedures set by the organization. You thus charged him with AWOL and since this was his third offense, proposed his removal.   Your CPAC advises you that he had a sick leave note and that he was legitimately ill on the 2 days in question.  Therefore, removal would not be appropriate.  How do you respond? 

A charge of AWOL is not appropriate for absences that can be supported by a doctor’s note.  If James provides an administratively acceptable doctor’s note for the absence, the MSPB will not uphold the charge of AWOL.  However, the charge of failure to follow leave procedures still stands.

6.  Laura is a single mother with two children who has worked for the government for 21/2 years.  Laura has 201 hours of sick leave and 80 hours of annual leave.  Laura’s children have problems with recurring ear infections and strep throat and must occasionally be kept home from school and afternoon daycare.  How much sick leave can Laura use per year to care for her children? 
Laura may use up to 13 days of sick leave a year to care for her children when they are ill (as long as her sick leave balance does not drop below 80 hours).  By doing so, Laura may be able to conserve her annual leave for a possible family vacation or to care for her children when her childcare provider is unavailable.

7.  Marie calls her co-worker Alice to let her know she will be 30 minutes late.  When Marie show’s up at work, her supervisor, Bobby Knight, confronts Marie at her desk and wants to know where she has been.  Handing Bobby her leave slip, Marie responds angrily “didn’t Alice tell you I would be late?!” 
--do you approve or disapprove her leave request?  This situation is similar to case number 4.  The supervisor is on firm ground to deny the request for annual leave.  

--If you approve her request, can you still take disciplinary action?  As in case number 4, even if the supervisor approves the leave request, the charge of failure to follow to leave procedures still stands.  In addition, another charge may be “discourtesy” or “rudeness” based on her response to the supervisor.

