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Notes:

1. Thiscopy of theNational Agreement isprovided only
for theinfor mation of member sof theAPWU and does
not preudicetherightsof the APWU or theUSPSasto
itscontentsor omissions. Theofficial text of the 2000-
2003 National Agreement will befinalized through
agreement between theAPWU and theUSPS. An offi-
cial contract will beprinted and distributed after the
partiesfinalizetheagr eement.

2. Bold Face Type inthetextindicatesrevised or new lan-
guage. Bold Face Typein headings does not necessarily
indicated change.

3. Cross-referencesto relevant Memorandumsof Understand-
ingand L ettersof Intent areincludedinthetext of theAgree-
ment. Thelocation of the cross-referencesisfor the conve-
nience of thereader, and in no way affectsthe content or
intent of the Agreement, the Memorandums, or the L etters
of Intent.

4. Inthe 2000 National Agreement, referencesto aunion, craft
or bargaining unit arelimited to the APWU and the crafts
that it represents, with thefollowing understandings:

— Article1.5: ThePostal Servicewill continuetoinform
the APWU of al new positionswhether or not the posi-
tionsarewithin craft unitsrepresented by the APWU.

— Article6: Thisarticlewill continueto apply to all bar-
gaining units covered by the September 15, 1978 Award
of Arbitrator JamesJ. Healy.

— Article15.4.D: The Postal Servicewill continueto send
al National level arbitration scheduling | etters and mov-
ing papersfor al bargaining unitsto the APWU.

— Article33.2: Thisarticlewill continueto permit em-
ployeesin non-APWU represented craftsto make appli-
cation for best qualified positionsin APWU represented
craftsafter required proceduresarefollowed.



PREAMBLE

ThisAgreement (referredtoasthe2000 National Agreement)
isenteredinto by and betweenthe United StatesPostal Service
hereinafter referredtoasthe” Employer”) andtheAmerican
al WorkersUnion, AFL-CIO (hereinafter referredtoasthe
“Union”). The Agreement iseffectiveasof December 18,
2001 unlessotherwiseprovided.

ARTICLE 1
UNION RECOGNITION

Sectionl. Union

TheEmployer recognizesthe Union designated bel ow asthe
exclusive bargaining representative of al employeesin the
bargaining unit for which eachhasbeenrecognized and certified
atthenational level:

AmericanPostal WorkersUnion, AFL-CIO-Maintenance
Employees
AmericanPostal WorkersUnion, AFCIO—
MotorV ehicle Employees
AmericanPostal WorkersUnion, AFL-ClO—Postal
Clerks
-The id Delivery Messengersweremergedintothe
Clerk Craft by Memorandum of Understanding dated
November 20, 1997.
AmericanPostal WorkersUnion, AFL-CIO—Mail
Equipment ShopsEmployees
AmericanPostal WorkersUnion, AFL-CIO—Materia
Digtribution CentersEmployees

Section2. Exclusions

Theemployeegroupsset forthin Section 1 abovedonotinclude,
and this Agreement doesnot apply to:

1 Managerid andsupervisory personnel;
2. Professiona employess;

3. Employeesengagedin personnel work inotherthana
purely non-confidential clerical capacity;

4. Security guards as defined in Public Law 91375,
1201(2);

5. All Postd Inspection Serviceemployees,

6. Employeesinthesupplemental work forceasdefined
inArticle7;

7. Rurd letter cariers;

8. Mail handlers; or

9. Lettercarriers.
Section3.  FacilityExclusons

ThisAgreement doesnot apply toemployeeswhowork inother
employer facilitieswhicharenot engagedin customer services

1



and mail processing, previously understood and expressed by

the Partisto mean mail processing and delivery, including but

not limited to Headquarters, AreaOffices, Information Service
Centers, Postal Service Trainingand Development I nstitute,
Oklahoma Postal Training Operations, Postal Academies,

Postal Academy Training Institute, Stamped Envelope Agency
or Malil Transport Equipment Centers.

Section4. Definition

Subj ect to theforegoing exclusions, this Agreement shall be
applicabletoall employeesintheregularwork forceof theU.S.
Postal Service, as defined in Article 7, at all present and
subsequently acquiredinstallations, facilities, and operationsof
theEmployer,whereverlocated.

Section 5.  New Postions

A. Eachnewly created position shall beassigned by the
Employer tothenational craft unit most appropriatefor such
positionwithinthirty (30) daysafter itscreation. Beforesuch
assignment of each new position the Employer shall consult
withtheUnionsignatory tothisAgreement for thepurposeof
assigning the new position to the national craft unit most
appropriatefor such position. Thefollowingcriteriashall be
usedinmakingthisdetermination:

1 existingwork assignment practices,
2. manpowercosts,

3. avoidanceof duplication of effort and“ makework”
assignments;

4. effectiveutilizationof manpower, includingthePostal
Service' sneed to assign employeesacrosscraft lines
onatemporary basis,

5. theintegral nature of al duties which comprise a
normal duty assignment;

6. thecontractual andlegal obligationsand requirements
of the parties.

B. TheUnion party tothisAgreement shall benotified
promptly by the Employer regarding assignments madeunder
thisprovision. ShouldtheUniondisputetheassignment of the
new positionwithinthirty (30) daysfromthedatetheUnionhas
received notification of the assignment of the position, the
dispute shall be subject to the provisionsof thegrievanceand
arbitration procedureprovidedfor herein.

Section6. Performanceof BargainingUnit Work

A.  Supervisorsareprohibitedfrom performing bargain-
ing unitwork at post officeswith 100 or morebargai ning unit
employees, except:

1 inanemergency;

2. forthepurposeof trainingor instruction of employees;
3. toassuretheproper operationof equipment;
4

toprotect thesafety of employees; or
2



5. toprotecttheproperty of theUSPS.

B. In offices with less than 100 bargaining unit
employees, supervisors are prohibited from performing
bargaining unit work except asenumeratedin Section6.A. 1
through 5 above or when the duties are included in the
supervisor’ spositiondescription.

(TheprecedingArticle, Article 1, shall apply to Transitional
Employees)

[seeMemo, page 166]

ARTICLE 2
NON-DISCRIMINATIONAND CIVIL RIGHTS

Sectionl. Statementof Principle

The Employer and the Union agree that there shall be no
discrimination by theEmployer or theUnion against employees
becauseof race, color, creed, religion, national origin, sex, age,
or marital status.

In addition, consistent with the other provisions of this
Agreement, thereshall beno unlawful discrimination against
handi capped empl oyees, as prohibited by the Rehabilitation
Act.

Section2. Committess

Thereareestablished at thenational and APWU regional/USPS
Area levels Joint Committees on Human Rights. The
committeeswill becomposed of responsiblerepresentativesof

the Union and responsible management officials. The
committeesmay devel op affirmative action proposalsonall

mattersaffecting minority groups. Thecommitteeswill alsobe

advised of theplanfor siteselectionfor facilitiesplanned for

national postal mail networksand major metropolitanareas, and
review availability of adequatehhousing and publictransporta-

tion. The committees shall meet as required at mutually

agreeabletimes.

Section3. Grievances

Grievancesarisingunder thisArticlemay befiled at Step 2 of
thegrievance procedurewithin fourteen (14) daysof whenthe
employeeor theUnion hasfirst learned or may reasonably have
been expected to havelearned of thealleged discrimination,
unlessfiled directly at the national level, in which case the
provisionsof thisAgreement for initiating grievancesat that
level shall apply.

(TheprecedingArticle, Article 2, shall apply to Transitional
Employees)



ARTICLE 3
MANAGEMENT RIGHTS

The Employer shall have the exclusiveright, subject to the
rovisionsof thisAgreement and consistent with applicable
awsand regulations:

A. To direct employees of the Employer in the
performanceof official duties;

B. To hire, promote, transfer, assign, and retain
employessin positionswithinthe Postal Serviceand to suspend,
demote, discharge, or takeother disciplinary actionagainst such
employees;

C. Tomaintaintheefficiency of theoperationsentrusted
toit;

D. Todeterminethemethods, means, and personnel by
which such operationsareto be conducted;

E  Toprescribeauniformdresstobeworn by designated
employees; and

F. Totakewhatever actionsmay benecessary tocarry out
its mission in emergency situations, i.e., an unforeseen
circumstanceor acombination of circumstanceswhichcallsfor
immediateactioninasituationwhichisnot expectedtobeof a
recurringnature.

(Thepreceding Article, Article 3, shall apply to Transitional
Employees)

ARTICLE4
TECHNOLOGICAL AND
MECHANIZATION CHANGES

Both partiesrecogni zetheneedforimprovement of mail
sarvice.

Sectionl. AdvanceNatice

TheUnion party tothisAgreement will beinformed asfarin
advanceaspracticable, but nolessthan 30 daysinadvance, of
implementation of technol ogical or mechanization changes
which affect jobsincluding new or changed jobsin theareaof
wages, hours or working conditions. When major new
mechani zation or equi pmentistobepurchasedandingtalled, the
Unionat thenational level will beinformed asfar inadvanceas
practicable, but nolessthan 90daysinadvance.

Section2.  Labor-Management Committee

There shall be established at the national level, as a
subcommittee of the national level Joint Labor-Management
Committee, aLabor-Management Technol ogical or Mechani-
zation Changes Committee composed of an equal number of
representatives of management and the APWU. The
Subcommitteeshall meet semiannually, or asnecessary, from
theconceptual stageonward, to discussany issuesconcerning
proposed technol ogical and mechanization changeswhichmay
affect jobs, including new or changed jobs, which affect the
wages, hours, or working conditionsof thebargaining unit. For
example, the Postal Service will keep the Union advised
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concerning any research and devel opment programs(e.g., study

onroboti cszlwhich may havean effect onthebargainingunit. In
addition, the Committee shall beinformed of any new jobs
created by technol ogical or mechanization changes. Where
present employeesare capable of beingtrained to performthe
new or changed jobs, the Committeewill discussthetraining
opportunities and programs which will be available. These
discussionsmay includetheavailability of training opportuni-
tiesfor self-devel opment beyond the new or changed jobs.

Noticetosaid Committeeshal | satisfy thenoticerequirements
of the precedi n? paragraph. Upon receiving notice, said
Committee shall attempt to resolve any questionsasto the
impact of the proposed change upon affected employeesandif
such questionsare not resol ved within areasonabletime after
such change or changes are operational, the unresolved
questionsmay be submitted by the Unionto arbitration under
thegrievance-arbitration procedure. Any arbitrationarising
under thisArticlewill begiven priority in scheduling.

Section3. New Jobs

Any new job or jobscreated by technol ogical or mechanization
changesshall beoffered to present employeescapableof bel n?
trainedto performthenew or changedjob and the Employer wil
provide such training. During training, the employee will
maintain his’her rate. Itisunderstood that thetraining herein
referredtoisonthejoband nottoexceedsixty (60) days. Certain
specializedtechnical jobsmay requireadditional and off-site
training.

Anemployeewhosejobisediminated, if any, andwho cannot be
placed in ajob of equal grade shall receive saved grade until
suchtimeasthat employeefail stobidor apply forapositionin
theemployee’ sformer wagelevel.

Theobligationhereinabovesetforthshall not beconstruedto, in
any way, abridge the right of the Employer to make such
changes.

ARTICLE 5
PROHIBITION OF UNILATERAL ACTION

TheEmployer will not takeany actionsaffectingwages, hours
and other termsand conditions of employment asdefinedin
Section8(d) of theNational Labor RelationsActwhichviolate
thetermsof thisAgreement or areotherwiseinconsistent with
itsobligationsunderlaw.

El'he preceding Article, Article5, shall apply to Transitional
mployees)

ARTICLE 6
NO LAYOFFSOR REDUCTION IN FORCE

(1) Eachemployeewhoisemployedintheregular work force
as of the date of the Award of Arbitrator James J. Healy,
September 15, 1978, shall be protected henceforth against any
involuntary layoff or forcereduction.

Itistheintent of thisprovisionto provide security to each such
employeeduring hisor her work lifetime.



Membersof theregular work force, asdefinedin Article7 of the
Agreement, includefull-timeregulars, part-timeemployees
assignedtoregular schedulesand part-timeemployeesassigned
toflexibleschedules.

(2) Employeeswho becomemembersof theregular work force
after the date of this Award, September 15, 1978, shall be
provided the same protection afforded under (1) above on
completion of six years of continuous service and having
workedinat |east 20 pay periodsduring each of thesix years.

(3) Withrespect toemployeeshiredintotheregular work force
after the date of this Award and who have not acquired the
protection provided under (2) above, the Employer shall have
therighttoeffect layoffsforlack of work or for other legitimate
reasons. This right may be exercised in lieu of reassigning
employeesunder theprovisionsof Article12, except assuch
right may bemodified by agreement. Should theexerciseof the
Employer’ srighttolay off employeesrequiretheapplication of
the provisionsof Chapter 35 of Title5, United StatesCode,
employeescovered by that Chapter withlessthanthreeyearsof
continuous civilian federal servicewill be treated as* career
conditional” employees.

The Employer’ sright as established in this Section shall be
effectiveduly 20,1979.

Thefollowingtermsastotheemployees andEmployer’ srights
and the rules and procedures to be followed in the
implementation of Article6 areapart of the September 15, 1978
Final Resolutionand shall befina and binding upontheparties:

[seeMemo, page 165]
A. Coverage

1 Employeesprotected against any involuntary layoff
or force reduction. Those employees who occupy
full-time, part-time regular or part-time flexible
positions in the regular work force (as defined in
Article 7) on September 15, 1978, are protected
against layoff and reduction in force during any
period of employmentintheregular work forcewith
the United States Postal Service or successor
organizationinhisor her lifetime. Suchemployees
arereferredto as” protected employees.”

Other employeesachieveprotected statusunder the
provisionsof A.3below.

2. Employeessubject toinvoluntary layoff or force
reduction.

ExceptasprovidedinA.1andA.3,al employeeswho
enterthe regular work force , whether, by hire,
transfer, demotion, reassignment, reinstatement and
reemployment on or after September 16, 1978, are
subjecttolayoff or forcereductionand arereferredto
as"non-protected employees.”

3. Non-protected employees achieving protected
satus.



@

()

©

©

A non-protected empl oyeeachievesprotected
status upon completion of six years of
continuousserviceintheir regularwork force.
Theservicerequirementiscomputed fromthe
first day of the pay period in which the
employee enters the regular work force. To
receivecredit for theyear, theemployee must
work at least one hour or receive a call-in
guaranteeinlieuof work inat least 20 of the26
pay periods during that anniversary
ear.Absencefrom actual duty for any of the
ollowing reasonswill beconsidered as™ work”
solely for the purposesof thisrequirement

(1) To the extent required by law, court
leave, time spent in military service
covered by Chapter 43 of Title 38, or
timespent on continuation of pay, leave
without pay on OWCProllsbecause of
compensableinjury onduty.

(2 Timespentonpaidannual leaveor sick
leave, asprovidedforinArticle10of the
Agreement.

(3 Leavewithout pay for performing Union
businessasprovided forin Article 24 of
the Agreement.

All other unpaid leave and periods of
suspensionor timespent inlayoff or RIF status
will not beconsideredwork. Failureto meet the
20 pay period requirement in any given
anniversary year means the employee must
beginanew six year continuousserviceperiod
toachieveprotected status.

Temporary detail soutsideof theregular work
force in which the employee’s position of
record remainsintheregular work force count
toward fulfilling the 20 pay periods of work
requirement per year.

If anon-protected employeeleavestheregul ar
work force for a position outside the Postal

Service and remains there more than 30
calendar days, uponreturntheempl o¥ee begins
anew service period for purposesof attaining
SiX yearscontinuousservice.

If anon-protected employeeleavestheregular
work forceandreturnswithintwoyearsfroma
positionwithinthe Postdl Servicetheemployee
will receivecreditfor previousy completedfull
anniversary years, for purposesof attainingthe
SiX yearscontinuousservice.

B. Preconditions for Implementation of L ayoff and
Reductionin Force.

1

Theaffected Union(s) shall benctified at the Regiona
level nolessthan 90 daysinadvanceof any layoff or
reductioninforcethat anexcessof empl oyeesexistsor
will exist at an installation and that a layoff and
reductioninforce may be necessary. The Employer
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will explaintotheUnion(s) thebasisforitsconclusion
that legitimate businessreasonsrequiretheexcessing
and possi ble separation of employees.

2. No emfpl oyeeshall bereassigned under thisArticleor
laid off or reduced in force unless and until that
employeehasbeennotifiedat|east 60daysinadvance
that he or she may be affected by one or the other of
theseactions.

3. Themaximum number of excessemployeeswithinan
installation shall be determined by seniority unitwithin
each category of employees (full-time, part-time
regular, part-timeflexible). Thisnumber determined
by the Employer will begiventotheUnion(s) at the
timeof the90-day notice.

4, Beforeimplementation of reassignment under this
Articleor,if necessary, layoff and reductioninforceof
excessempl o?/eeswithi ntheinstallation, theEmployer
will, tothefullest extent possible, separateall casua's
withinthecraft and minimizetheamount of overtime
work and part-timeflexiblehoursin thepositionsor
group of positions covered by the seniority unit as
definedinthisAgreement or asagreedto by theparties.
Inaddition, theEmployer shall solicitvolunteersfrom
among employees in the same craft within the
installationtoterminatetheir employment withthe
Employer. Employeeswho el ect toterminatetheir
employment will receive a lump sum severance
payment intheamount provided by Part 435 of the
Employeeand L abor RelationsManual, will receive
benefit coverage to the extent provided by such
Manual, and, if igible, will be given the early
retirement benefits provided by Section 8336(d)(2) of
Title 5, United States Code and the regulations
implementing that statute.

5. Nolessthan 20 daysprior to effecting alayoff, the
Employer will post alist of all vacanciesin other
seniority unitsand crafts at the same or lower level
which exist within the installation and within the
commuting areaof thelosinginstall ation. Employees
inan affected seniority unit may, within 10 daysafter
theposting, request areassignment under thisArticleto
a posted vacancy. Qualified employees will be
assigned to such vacanciesonthebasisof seniority. I
asenior non-preferenceeligibleemployeewithinthe
seniority unit indicates no interest in available
reass ]gnment, thensuchempl oyeebecomesexposedto
layoff. A preference eligible employee within the
seniority unit shall be required to accept such a
reassignment to avacancy in the same level at the
installation, or, if noneexistsat theinstallation, toa
vacancy inthesamelevel at aninstallationwithinthe
commuting areaof thelosinginstallation.

If thereassignmentisto adifferent craft, theemployee’s
seniority inthenew craft shall beestablishedinaccordance
withtheapplicableseniority provisionsof thenew craft.

C. LayoffandReductioninForce

1. Definition. Theterm*“layoff“ asusedhereinrefersto
the separation of non-protected, non-preference

8



eligibleemployeesintheregular work force because of
lack of work or other legitimate, non-disciplinary
reasons. Theterm*“reductioninforce” asused herein
referstothe separation or reductioninthegradeof a
non-protected veterans' preference eligible in the
regular work force because of lack of work or other
legitimate non-disciplinary reasons.

2. Order of layoff. If anexcessof employeesexistsat an
install ation after sati sfactionof thepreconditionsset
forth in (B) above, the Employer may lay off
employeeswithin their respective seniority unitsas
definedinthe Agreement.

3. Seniorityunitsfor purposesof layoff. Seniority units
withinthe categoriesof full-timeregular, part-time
regular, and part-timeflexible, will consist of al non-
protected personsat agiven|evel withinan established
craft at an installation unless the parties agree
otherwise. It is the intent to provide the broadest
possibleunit consi stent with theequitiesof senior non-
protected employeesand withtheefficient operation of
theinstallation.

4. Unionrepresentation. Chief stewardsand union
stewards whose responsibilities bear a direct
relationshi ptotheeffectiveandefficient representation
of bargaining unit employeesshall beplaced at thetop
of theseniority unitroster intheorder of their relative
craft seniority for thepurposesof layoff, reductionin
force, and recall.

5. Reductioninforce. If anexcessof employeesexistsat
aningtall ation after satisfaction of thepreconditionsset
forthin SB) aboveand after thelayoff procedure has
been applied, the Employer may implement areduction
in force as defined above. Such reduction will be
conductedinaccordancewith statutory and regul atory
requirementsthat prevail at thetimetheforcereduction
is effected. Should applicable law and regulations
require that other non-protected, non-preference
eligibleemployeesfromather seniority unitsbelaid of f
prior toreductioninforce, such employeeswill belaid
off in inverse order of their craft seniority in the
seniority unit.

In determining competitivelevel sand competitive
areasapplicableinaforcereduction, the Employer will
submititsproposal totheUnion(s) at least 30daysprior
tothereduction. TheUnion(s) will beafforded afull
opportunity to make suggested revisions in the
proposal. However, theEmployer, havingtheprimary
responsibility for compliance with the statute and
regulations, reserves the right to make the final
decision with respect to competitive levels and
competitiveareas. Inmakingitsdecisionwithrespect
to competitive levels and competitive areas the
Employer shall giveno greater retention security to
preferenceeligiblesthan to non-preferenceeligibles
except asmay berequired by law.

D. RecallRights

1. Employeeswhoarelaidoff or reducedinforceshall
beplacedonrecall listswithintheir seniority unitsand

9



shall beentitledtoremainonsuchlistsfor twoyears.
Suchemployeesshall keeptheEmployer informed of
their current address. Employeesonthelistsshall be
notifiedinorder of craft seniority withintheseniority
unit of all vacant assignmentsin the same category
andlevel fromwhichthey werelaid off or reducedin
force. Preferenceeligibleswill beaccorded no recall
rightsgreater than non-preferenceeligiblesexceptas
required by law. Notice of vacant assignmentsshall
begiven by certified mail, return recei pt requested,
and a copy of such notice shall be furnished to the
local union president. Anemployee so notified must
acknowledge receipt of the notice and advise the
Employer of hisor her intentionswithin5daysafter
receipt of the notice. If the employee acceptsthe
positionoffered heor shemust report for work within
2weeksafter recel ptof notice. If theemployeefail sto
reply tothe noticewithin 5 daysafter thenoticeis
received or delivery cannot be accomplished, the
Employer shall offer the vacancy to the next
employeeonthelist. If anemployeedeclinestheoffer
of avacant assignmentinhisor her seniority unit or
doesnot haveasatisfactory reasonfor failuretoreply
toanotice, theemployeeshal | beremoved fromthe
recall list.

Anemployeereassigned fromalosinginstallation
pursuant to B.5 aboveandwho hasretresat rightsshall
beentitled under thisArticleto exercisethoseretreat
rightsbeforeavacancy isofferedtoanemployeeon
therecall listwhoisjunior tothereassigned employee
incraft seniority.

E. ProtectiveBenefits

1

Severance pay. Employees who are separated
because of alayoff or reduction in force shall be
entitledtoseverancepay inaccordancewith Part 435
of theEmployeeand L abor RelationsManual.

Health and Lifel nsuranceCover age. Employees
who areseparated becauseof alayoff orareductionin
forceshall beentitled tothehealthinsuranceandlife
insurance coverage and to the conversion rights
provided for inthe Employeeand Labor Relations
Manual.

F. UnionRepresentationRights

1

Theinterpretation and application of theprovisionsof
thisAward shall begrievableunder Article 15. Any
such grievance may beintroduced at the Regional
level and shall besubject topriority arbitration.

TheEmployer shall providetotheaffected Uniona
quarterly report on all reassignments, layoff and
reductionsinforcemadeunder thisArticle.

Preference eligibles are not deprived of whatever
rights of appeal such employees may have under
applicable laws and regulations. However, if an
employeeexercisestheseappeal rights, theemployee
thereby waives accessto any procedure under this
agreement beyond Step 3 of thegrievance-arbitration
procedure.

10



G. Intent

TheEmployer shall notlay off, reduceinforce, or takeany other
action against anon-protected employeesolely to prevent the
attainment of that employeeof protection status.

ARTICLE 7
EMPLOYEECLASSIFICATIONS

Sectionl. Definition and Use

A. Regular Work For ce. Theregularworkforceshall be
comprised of two categoriesof employeeswhichareas

follows:

1

Full-Time. Employeesinthiscategory shal behired
pursuant to such procedures as the Employer may
establish and shall be assigned to regular schedules
co;i' sting of five(5) eight (8) hour daysinaservice
week.

Part-Time. Employessinthi scategolgy shall behired
pursuant to such procedures as the Employer may
establish and shall beassigned to regular schedulesof
lessthanforty (40) hoursinaserviceweek, or shall be
available to work flexible hours as assigned by the
Employer during the course of aserviceweek.

B. Supplemental Work Force.

1

Thesupplemental work forceshall becomprised of
casual employees. Casua employeesarethosewho
may beutilized asalimited term supplemental work
force, but may not beemployedinlieuof full or part-
timeemployees.

During the course of aserviceweek, the Employer
will make every effort to insure that qualified and
availablepart-timeflexibleemployeesareutilized at
thesgd ght-timeratepriortoassigningsuchwork to
casuds.

Beginning January 16, 1999, the number of casuals
who may be employed within a District in any
accounting period, other than accounting periods 3
and 4, shall not exceed 15% of thetotal number of
career employeeswithinaDistrict covered by this
Agreement, and also shall not exceed on average
5.9% of thetotal number of career employeescovered
by thisAgreement during afiscal year, exclusiveof
accounting periods 3 and 4. Disputes concerning
violationsof the casual c&owill be addressed by the
partiesat thenational level.

a  AnyDistrict exceedingthe 15% casual capin
any accounting period, other than accounting
periods 3 and 4, shall reduce their casual
workforce by the total number of casuals
exceeding the 15% cap within 2 accounting
periods from when the violation took place,
except that such reductions will not occur in
accounting periods 3 and 4. The casua
reduction associated with aviolation occurring
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inaccounting period 12 or 13will occur within
thenext 2 accounting periods.

b.  Any District exceeding the 15% casual capin
morethan oneaccounting period during afiscal
year, other than accounting periods3and 4, will
be required to settle the violation through a
monetary resolution that shall becalculated by
utilizingtheLevel 5, Step A, straight timerate.

4. Casuasarelimitedtotwo (2) ninety (90) day termsof

casua employmentinacalendar year. ?n additionto
such employment, casualsmay bereemployed during
the Christmasperiodfor not morethantwenty-one
(21)days.

C. Transtional Work Force

1

The transitional work force shall be comprised of
noncareer, bargaining unit employees.

Over thecour seof apay period,theEmployer will
makear easonableeffort toensurethat qualified
and availablepart-timeflexibleemployeesare
utilized at straight-timerateprior toassigningsuch
wor ktotransitional employeesworkinginthesame
work locationand onthesametour .

Transitiona employeesshall be hired pursuant tosuch
proceduresasthe Employer may establish. They will
behiredfor atermnot toexceed 360 calendar daysfor
each appointment. Suchemployeeshavenodaily or
weekly work hour guarantees, except asprovidedforin
Article8.8.D. Transitional employeeswill have a
break in service of a least 5 days between
appointments.

Without limitation astotheir useor oper ational
justification, thetotal number of APWU Transi-
tional Employeeswor kinginnon-REC siteswill be
inaccordancewiththeschedulebelow. ThePostal
Servicewill phaseout all non-REC Transitional
Employeesby nolater than December 31, 2005.

Calendar Year Number

January 1,2002thr ough December 31,2002 4,000
January 1,2003through December 31,2003 4,000
January 1,2004through December 31,2004 4,000

January 1,2005through December 31,2005 4,000

Section2. EmploymentandWork Assignments

A. Normally, work in different crafts, occupational

groups or levelswill not be combined into onejob.

However, to providemaximum full-timeemployment
and provide necessary flexibility, management may
establish full-timeschedul eassignmentsby including
work within different craftsor occupational groups
after thefollowing sequential actionshavebeentaken:

1 Allavailablework within each separate craft by
tour hasbeen combined.
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2. Workof different craftsinthesamewagelevel
by tour hasbeen combined.

The appropriate representatives of the affected
Unionswill beinformedinadvanceof thereasonsfor
establishing thecombinationfull-timeassignments
within different craftsin accordancewiththisArticle.

B. Intheeventof insufficient work onany particular day
or daysinafull-timeor part-timeemployee’ sown
scheduled assignment, management may assignthe
employeeto any availablework in the samewage
level for whichtheemployeeisqualified, consistent
withtheemployee' sknowledgeand exh)eri ence,in
order to maintain the number of work hoursof the
employee’ shasicwork schedule.

C. Duringexceptionally heavy workload periodsfor one
occupational group, employeesin an occupational
group experiencing alight workload period may be
assigned to work in the same wage leve,
commensuratewiththeir capabilities, totheheavy
workload area for such time as management
determines necessary.

[SeeMemo, page 166]
Section3.  EmployeeComplements

A. TheEmployer shal staff dl postal ingtallationswhich
have200or moremanyearsof employmentinthe
reﬁul ar work forceasof thedateof thisAgreement as
follows:

1 Withrespecttothecombinedbargainingunits
represented by the APWU, as set forthin
Articlel—80%full-timeemployees.

B. TheEmployer shall maximizethe number of full-
time empl oyees and minimizethe number of part-
timeemployeeswhohavenofixedwork schedulesin
all postal installations; however, nothing in this
paragraph B shall detract fromthe USPS' ability to
usetheawardedfull-time/part-timeratioasprovided
forinparagraph3.A. above.

C. A part-time flexible employee working eight (8%
hourswithinten (10), on thesamefive(S?dayseec
week and the same assignment over a six month
periodwill demonstratetheneed for convertingthe
assignmenttoafull-timeposition.

[seeMemo, pagel66]
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ARTICLE 8
HOURSOFWORK

Sectionl. WorkWeek

Thework week for full-timeregularsshall beforty (40) hours
per week, eight (8) hoursper day withinten (10) consecutive
hours, provided, however, thatinall officeswith morethan 100
full-timeempl oyeesinthebargaining unitsthenormal work

week for full-timeregular employeeswill beforty hoursper

week, eight hoursper day within nine (9) consecutive hours.

Shorter work weekswill, however, exist asneededfor part-time
regulars.

[seeMemos, pages 166]

Section 2. Work Schedules

A. Theemployee' sserviceweek shall beacalendar week
beginningat 12:01 am. Saturday and ending at 12
midnightthefollowing Friday.

B. Theemployee'sservice day isthe calendar day on
whichthemajority of work isscheduled. Wherethe
work schedul eisdistributed evenly over two calendar
days, theserviceday istheca endar day onwhichsuch
work schedule begins.

C. Theemployee’ snormal work week isfive(5) service
days, each consisting of eight (8) hours, withinten (10)
consecutivehours, except (a:sggrovi dedin Section 1 of
thisArticle. Asfar aspracticablethefivedaysshdl be
consecutivedayswithintheserviceweek.

Section3.  Exceptions

The above shall not apply to part-time employees and
transitional employees.

Part-timeempl oyeeswill bescheduledinaccordancewiththe
aboverules, except they may bescheduled for lessthan eight (8)
hoursper serviceday andlessthanforty (40) hoursper normal
work week.

Transitional employeeswill be scheduledin accordancewith
Section2, A and B, of thisArticle.

Section4. OvertimeWork

A. Overtimepay istobepaidat therate of oneand one-
half (1%2) timesthebasichourly straight-timerate.

B. Overtime shall be paid to employees for work
performed only after eight (8) hoursonduty inany one
serviceday or forty (40) hoursinany oneserviceweek.
NothinginthisSection shal beconstrued by theparties
or any reviewing authority to deny the payment of
overtimetoemployeesfor timeworked outsideof their
regularly scheduled work week at the request of the
Employer.

C. Penalty overtimepay istobepaidat therateof two(2)
times the basic hourly straight-time rate. Penalty
overtimepay will not bepaid for any hoursworkedin
themonthof December.
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Penalty overtimepay will bepaidtoful l-timeregular
employeesfor any overtimework incontravention of
therestrictionsin Section 5.F.

Excluding December, part-time flexible employees
will receive penalty overtimepay for all work inexcess
of ten (10) hoursinaserviceday or fifty-six (56) hours
inaserviceweek.

Wherever two or moreovertimeor premiumratesmay
appear applicabletothesamehour or hoursworked by
anemployee, thereshall beno pyramiding or adding
together of such overtimeor premiumratesand only
thelhi gher of the employee’ s applicable rates shall
apply.

OvertimeWork Transitional Employees

Transitional employeesshd| bepaid overtimeforwork
performedinexcessof forty $40) work hoursinany one
serviceweek. Overtimepay for transitional employees
istobepaidat therateof oneand one-half (1% times
thebasichourly straight-timerate.

Whenan opportunity existsfor overtimefor qualified
and availablefull-timeemployees, doing similar work
inthework location wheretheemployeesregularly
work, prior to utilizing a transitional employeein
excessof eight (8) work hoursinaserviceday, such
qualified and available full-time employees on the
appropriate OvertimeDesired List will beselected to
perform such work in order of their seniority on a
rotating basis.

Section5.  OvertimeAssignments

When needed, overtimework for regul ar full-timeemployees
shall be scheduled among qualified employees doing similar
work inthework locationwheretheemployeesregul arly work
inaccordancewiththefollowing:

A

B.

Twoweeksprior tothestart of each calendar quarter,
full-timeregular employeesdesiringtowork overtime
during that quarter shall place their names on an
“OvertimeDesired” list.

Listswill be established by craft, section, or tour in
accordancewith Article30, Loca |mplementation.

C la When during the quarter the need for overtime

D.

arises, employees with the necessary skills
having listed their names will be selected in
order of their seniority onarotatingbasis.

b. Thoseabsent or onleaveshall bepassed over.

If the voluntary “Overtime Desired” list does not
providesufficient qualified people, quaified full-time
regular employeesnot onthelist may berequiredto
work overtime on a rotating basis with the first
opportunity assigned tothejunior employee.

Exceptions to C and D above if requested by the
employee, may beapproved by local management in
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exceptional casesbhased onequity (e.g., anniversaries,
birthdays, illness, deaths).

F. Excluding December, nofull-timeregular employee
will berequired towork overtimeon morethanfour (4)
of theemployee' sfive(5) scheduleddaysinaservice
week or work over ten (10) hours on a regularly
scheduledday, over eight (8) hoursonanon-scheduled
day, or over six (6) daysinaserviceweek.

G. Full-timeemployeesnotonthe” OvertimeDesired” list
may berequiredtowork overtimeonly if al available
employeesonthe” OvertimeDesired” list haveworked
uptotwelve(12) hoursinaday or sixty (60) hoursina
serviceweek. Employeesonthe” OvertimeDesired”
list:

1 may berequired towork uptotwelve(12) hours

inaday and sixty (60) hoursin aserviceweek

subj ect to payment of penalty overtimepay set

gortrjl in Sec%%yn 4.D forréontra)\//mti onof gggti on
5.F);and

2 excluding December, shall belimitedtonomore
thantwelve(12) hoursof work inaday and no
mgf(athan sixty (60) hoursof work inaservice
week.

However, theEmployer isnot requiredto utilizeemployeeson
the “ Overtime Desired” list at the penalty overtimerate if
qualifiedemployeesonthe” OvertimeDesired” listwhoarenot
yetentitledtopenalty overtimeareavailablefor theovertime
assignment.

Section6.  Sunday Premium Payment

Each employeewhoseregul ar work schedul eincludesaperiod
of service, any part of whichiswithintheperiod commencing at
midnight Saturday and ending at midnight Sunday, shall bepaid
extracompensation at therateof 25 percent of theemployee’s
base hourly rate of compensation for each hour of work
performed during that period of service. An employee's
regularly scheduled reporting time shall not be changed on
Saturday or Sunday solely to avoid the payment of Sunday
premium payment.

Section7.  Night Shift Differential

EffectivefortheperiodNovember21, 1998, throughNovember
20, 2000, for timeworked betweenthehoursof 6:00p.m. and
6:00am., employeesshall bepaid additional compensation at
theapplicableflat dollar anount at each pay gradeand stepin
accordancewiththeattached table(Table Three).

Section8. Guarantess

A. Anemployeecdledinoutsidetheemployee sregular
work scheduleshall beguaranteed aminimum of four
(4) consecutive hoursof work or pay inlieu thereof
where less than four (4) hours of work isavailable.
Such guaranteed minimum shall not apply to an
employeecalledinwho continuesworkingonintothe
employee sregularly scheduled shift.
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B. Whenafull-timeregular employeeiscaledinonthe
employee' snon-scheduled day, theemployeewill be
guaranteed eight hourswork or pay inlieuthereof.

C. TheEmployer will guaranteeall employeesat |east
four (4) hours work or pay on any day they are
requested or scheduled to work in a post office or
facility with200 or moremanyearsof employment per
year. All employeesat other post officesand facilities
will be guaranteed two (2) hours work or pay when
requested or scheduled towork.

D. EffectiveJune?,1996, any transitiona employeewho
is scheduled to work and who reports shall be
guaranteed two (2) hoursof work or pay. Suchwork or
pay shall not be guaranteed if such employees are
directed not to report ahead of the time they were
scheduled to report towork.

Section9. Wash-UpTime

Instal lationheadsshall grant reasonablewash-uptimetothose
employees who perform dirty work or work with toxic
materials. Theamount of wash-up timegranted each employee
shall besubject tothegrievanceprocedure.

(The preceding paragraph, Article 8.9, shall apply to
Transitional Employees.)

ARTICLE 9
SALARIESAND WAGES

Sectionl. BasicAnnual Salary

For thosegradesand stepsin effect during theterm of the1998
Agreement, thebasi cannual salary schedules, with proportional
application to hourly rate employees, for those employees
covered under thetermsand conditionsof thisAgreement shall
beincreased asfollows:

Effective November 18, 2000—thebasicannud saaryforeach
gradeand step shall beincreased by anamount equal to1.2%of
thebasic annual salary for theapplicablegradeand step asset
forthinthe Postal Service Salary Schedules appendedhereto
(TableOne).

Effective November 17, 2001—thebasicannua sdaryforeach
gradeand step shall beincreased by anamount equal to1.8%of
thebasic annual salary for theapplicablegradeand step asset
forthinthe Postal Service Salary Schedul e appended hereto
(TableOne).

Effective November 16, 2002—thebasicannua sdaryforeach
gradeand step shal beincreased by an amount equal to 1.4%of
thebasic annual salary for theapplicablegradeand step asset
forthinthe Postal Service Salary Schedul e appended hereto
(TableOne).

Section2.  Step Progression Schedule

Thestep progression for thesalary scheduleshall beas
follows:
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Schedulel:
Waiting Period

For PSGrades Steps (InWeeks)
1through?7 DthroughH 4
Schedule2:
Waiting Period

For PSGrades Steps (InWeeks)
1through 3 All 4
4through 7 All 36
8through 11 All 30

Section3. One-TimeCash Payments

A. Full-TimeEmployees

All eligiblenon-praobationary full-timeemployeescover ed
by thisAgreement shall receiveaone-timecash payment,
not tobeincludedin basicpay, asfollows:

EffectiveDecember 18, 2001 $499

B. Hourly Rate Employees

All eligiblenon-probationary hourly rateemployees, who
havebeen paidfor lessthan 2000hour sduringthetwenty-
six pay periodsprior totheeffectivedateof theone-time
cash payment,i.e., December 18,2001, shall receivesuch
payment based ontheir number of paid hour sduringthat
periodinaccordancewiththefollowingschedule:

Number of PaidHours Per cent of Cash Payment

1 and Under 500 25
500 andUnder 1000 50
1000 andUnder 1500 75
1500 " and Over 100

The per Qentag?e determined asaresult of the above
computationwill beappliedtotheone-timecash paymentto
determinethenon-probationary hourly rateemployee’s
shar eof theone-timecash payment. Thispayment doesnot
becomepart of theemploye€ shasicpay.

C.  Eligibility

1 Full-time Employees
Inorder tobeeligibletoreceivetheone-time
cash payment, theemployeemust bein afull-
timeregular pay statusduringthepay period

immediately prior totheeffectivedateof the
one-timecash payment,i.e., December 18, 2001.

2. Hourly Rate Employees

Inorder tobeeligibletoreceivetheone-timecash
payment,theemployeemust beinapay status
duringthepay periodimmediately prior tothe
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effectivedateof theone-timecash payment, i.e.
December 18, 2001.

Section4. Costof LivingAdjustment

A. Ddfinitions

1 “Consumer Price Index” refersto the “National
Consumer Pricelndex for Urban WageEarnersand
Clerical Workers,” published by the Bureau of Labor
Statistics, United States Department of Labor
(1967=100) andreferredto hereinasthe” Index.”

2. “Consumer Pricelndex Base” referstothe Consumer
Price Index for the month of October 2001 andis
referredto hereinasthe“Baselndex.”

B. EffectiveDatesof Adjustment

Each employeecovered by thisAgreement shall receivecost-
of-living adjustments, le#)ward, inaccordancewiththeformula
inSection4.C, below, effectiveonthefollowing dates:

— the second full eriod after the release of the
January 2002Incgily P

— thesecondfull iod after therel ease of the Jul
2002 Index pay per Y

— the second full eriod after the release of the
January 2003 Incgz‘y P

— thesecondfull iod after therel ease of the Jul
2003 Index pay per Y

C. The basic sdary schedules provided for in this
Agreement shall beincreased| cent per hour for each full 0.4 of
apointincreaseintheapplicablelndex abovetheBaselndex.
For example, if theincreasein thendex from October 2001to
January 2002is1.2 points, al pay scalesfor employeescovered
by thisAgreement will beincreased by 3 centsper hour. Inno
event will adeclineinthelndex below theBaselndex resultin
adecreaseinthepay scalesprovided forinthisAgreement.

D. | ntheevmtthea?propriatel ndexisnot publishedonor
before the beginning of the effective payroll period, any
adjustment required will bemadeeffectiveat thebeginning of
mggcond payroll period after publication of theappropriate

E  Noadjustment, retroactiveor otherwise, shall bemade
dueto any revisionwhich may later bemadein the published
figuresfor thelndex for any month mentionedin4.B, above.

F. Ifduringthelifeof thisAgreement, theBL Sceasesto
makeavailablethe CPI-W (1967 = 100), thepartiesagreetouse
the CPI-W (1982-84=100) at suchtimeasBL Sceasesto make
availablethe CPI-W (196/=100). At thetimeof changetothe
CPI-W (1982-84=100), the cost-of -living formulain Section
4.C will be recalculated to provide the same cost-of -living
adjustment that would have been granted under the formula
usingtheCPI-W (1967 = 100).
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Section5.  Application of Salary Rates

TheEmployer shall continuethecurrent applicationof salary
ratesfor the duration of thisAgreement.

Section6.  GrantingStepIncreases

The Employer will continue the program on granting step
increasesfor theduration of thisAgreement.

Section?7. Protected Salary Rates

A. TheEmployer shall continuethecurrent salary rate
protection programfor theduration of thisAgreement.

B. Employeeswhoqualify for“ saved grade’ will receive
“saved grade” for anindefinite period of time subject to the
conditions contained in Article 4, Section 3, and Article
374C2

Section8 Transitional Employee

Thehourly ratesfor transitional employeesshall beincreased
for al gradesasfollows:

Effective November 18, 2000-thehourIKratesforaII grades
shall be increased by 1.2%, based on the salary schedule
appended hereto (Table Two).

Effective November 17,2001 - thehourly ratesfor dl grades
shall be increased by 1.8%, based on the salary schedule
appended hereto (TableTwo).

EffectiveNovember 16,2002-thehourlyratesfor all grades

shall beincreased by 1.4%, based onthesalary schedule
appened hereto(TableTwo).
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ARTICLE 10
LEAVE

Sectionl. Funding

TheEmployer shall continuefundingtheleaveprogramsoasto
continuethecurrent leaveearning level for theduration of this
Agreement.

Section2. LeaveRegulations

A. The leave regulations in Subchapter 50 of the
Employee and Labor Relations Manual, insofar as such
regul ationsestablishwages, hoursand working conditions of
employeescovered by thisAgreement, shall remainineffect for
thelifeof thisAgreement.

B. Career employees will be given preference over
noncareer employees when scheduling annual leave. This
preferencewill takeinto considerationthat schedulingisdone
on a tour-by-tour basis and that employee skills are a
determiningfactor inthisdecision.

EI' hepreceding paragraph, Article10.2B, appliesto Transitional
mployees)

[seeMemos, pages169,170]
Section3. Choiceof Vacation Period

A. Itisagreed to establish a nationwide program for
vacation planning for employeesintheregular work forcewith
emphasis upon the choice vacation period(s) or variations
thereof.

B. Careshall beexercisedtoassurethat noemployeeis
requiredtoforfeitany part of suchemployee’ sannual leave.

C. The parties agree that the duration of the choice
vacation period(s) inal postal installationsshall bedetermined
pursuanttolocal implementation procedures.

D. Annua leaveshdl begranted asfollows:

I.  Employeeswhoearn 13daysannual leaveper year
shall be granted up to ten (10) days of continuous
annual leaveduringthechoiceperiod. Thenumber of
daysof annual |eave, not to exceed ten (10), shall
beat theoption of theemployee.

2. Employeeswhoearn20 or 26 daysannual leaveper
year shall be granted up to fifteen (15) days of
continuous annual leave during the choice period.
Thenumber of daysof annual [eave, not to exceed
fifteen (15), shall beat theoption of theemployee.

3. The subject of whether an employee may at the
employee’ soption request two (2) selectionsduring
thechoiceperiod(s), inunitsof either 5orI0workin
days, thetotal nottoexceedtheten(10) or fifteen (15
days above, may be determined pursuant to local
implementation procedures.
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4. Theremainder of theemployee' sannual leavemay be
ranted at other timesduringtheyear, asrequested by
theemployee.

E. Thevacation period shall start onthefirst day of the
employee’ shasic work week. Exceptions may be granted by
agreement among theemployee, the Union representativeand
theEmployer.

F. Anemployeewhoiscalled for jury duty during the
employee’ sscheduled choicevacation period or who attendsa
Nationa State or Regional Convention (Assembly) duringthe
choicevacation periodiseligiblefor another availableperiod
provided this does not deprive any other employee of first
choicefor scheduledvacation.

Section 4. Vacation Planning

Thefollowing general rulesshall beobservedinimplementing
thevacation planning program:

A. The Employer shall, no later than November 1,
publicizeon bulletin boardsand by other appropristemeansthe
beginning date of the new |eaveyear, which shal| beginwiththe
first day of thefirst full pay period of thecalendar year.

B. Theinstallation head shall meet withtherepresenta-
tivesof theUniontoreview local serviceneedsassoon after
January 1laspractical. Theinstallation head shall then:

1 Determinetheamount of annual leave accrued to
eachemployee’ screditincludingthat for thecurrent
year and the amount he/she expectstotakeinthe
current year.

2. Determineafina datefor submission of applications
for vacation period(s) of the employee’s choice
during thechoicevacation period(s).

3. Provide officia notice to each employee of the
vacation scheduleapproved for each employee.

C. A procedure in each office for submission of
applicationsfor annual leavefor periodsother thanthechoice
period may be established pursuant to the implementation
procedure above.

D. All advancecommitmentsfor granting annual leave
must behonored except i n seriousemergency situations.

Section5.  Sick Leave
The Employer agreesto continue the administration of the
present sick leave programwhich shall includethefollowing
specificitems:

A. Creditemployeeswithsick leaveasearned.

B. Charge to annual leave or leave without pay (at
employee’ soption) approved absencefor whichemployeehas
insufficient sick leave.

C. Employee becoming ill while on annual leave may
haveleavechargedtosick leaveuponrequest.
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D. For periods of absence of three (3) days or less, a
supervisor may accept anemployee’ scertification asreasonfor
an absence.

[SeeMemo, page 170]
Section6.  Minimum Char gefor Leave

Theminimum unit charged for sick leaveand annual leavefor
regular work forceemployeesasdefinedin Article 7, Section
1A, isonehundredth of anhour (.01 hour).

Employeesmay utilize annual and sick leavein conjunction
withleavewithout pay, sutijecttotheaoproval of theleavein
accordance with normal [eave approval procedures. The
Employer isnot obligated to approvesuchleavefor thelast hour
of theemployee’ sscheduled workday prior toand/or thefirst
hour of theemployee' sscheduled workday after aholiday.

(Additional leaveprovisionsregarding Transitional Employees
canbefoundin Appendix A)

ARTICLE 11
HOLIDAYS

Section1. HolidaysObserved

Thefollowingten(10) da?/sshal | beconsideredholidaysfor full-
timeand part-timeregular scheduled empl oyeeshereinafter
referredtointhisArticleas” employees’:

New Year's Day

Martin Luther King, Jr.’ sBirthday
Washington' sBirthday

Memoria Day
Independence Day
Labor Day
ColumbusDay
Veterans Day
Thanksgiving D

Chri strsr?as Dgy ¥

Section2. Eligibility

Tobeeligiblefor holiday pay, an employeemust beinapay
statusthelast hour of theemployee’ sscheduled workday prior
toor thefirst hour of theemployee’ sschedul ed workday after
theholiday.

Section3.  Payment

A. An employee shal receive holiday pay a the
employee’ shasehourly straight timeratefor anumber of hours
equal totheemployee”sregular daily working schedule, notto
exceed eight (8) hours EffectiveFebr uary 2,2002, employees
whoworktheir holiday, at their option, may elect tohave
their annual leavebalancecr edited with eight (8) hour sof
annual leaveinlieuof holiday leavepay.

B. Holiday payisinlieuof other paidleavetowhichan

employee might otherwise be entitled on the employee’s
holiday.
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Section4. HolidayWork

A.  Anemployeerequiredtowork onaholiday other than
Christmasshall be paid the base hourly straight timeratefor
eachhourworkeduptoeight (8) hours. EffectiveFebruary?2,
2002, employeeswhowork their holiday, at their option,
may elect tohavetheir annual leavebalancecredited with
eight (8? hour sof annual leaveor r eceivendiday pay towhich
theemployeeisentitled asabovedescribed.

B. AnemployeereguiredtoworkonChristmasshaIIbe
paid oneand one-half (1%2) timesthebasehourly straight time
rate for each hour worked. Effective February 2, 2002,
employeeswhowork their holiday, attheir option,mayelect
tohavetheir annual leavebalancecr edited with eight (8)
hour sof annual leave or receiveholiday pay towhichthe
employeeisentitled asabovedescribed.

C. Deferredholidayleavecreditedinaccordancewith
Section4.A or 4.B,above, will besubjecttoall applicable
rulesfor requestingand schedulingannual leaveand shall
becombinedwithannual leaveand counted asannual leave
for purposesof annual leavecarryover.

Section5. HolidayonNon-Work Day

A. When a holiday fals on Sunday, the following
Monday will beobserved astheholiday. Whenaholiday fallson
Saturday, the preceding Friday shall beobserved astheholiday.

B. Whenanemployee sschedulednon-work day fallson
aday observed asaholiday, theemployee’ sscheduledworkday
preceding the holiday shall bedesignated asthat employee’s
holiday.

Section6. Holiday Schedule

A. The Employer will determine the number and
categoriesof employeesneeded for holiday work andaschedule
shall beposted asof the Tuesday preceding theserviceweekin
whichtheholidayfalls.

B. As many full-time and part-time re?ul ar schedule
employees as can be spared will be excused from duty on a
holiday or day designated astheir holiday. Such employeeswill
not berequiredtowork onaholiday or day designated astheir
holiday unlessall casualsand part-fimeflexiblesareutilized to
themaximumextent possibleevenif thepayment of overtimeis
required, and unlessall full-time and part-timeregularswith the
needed skills who wish to work on the holiday have been
afforded an opportunity to do so.

C. Anemployeescheduledtowork onaholiday who does
notwork shall not receiveholiday pay, unlesssuch absenceis
based onan extremeemergency situationandisexcusedby the
Employer.

D. Transtiona Employee

Transitional employeeswill beschedul edforwork onaholiday
ordes %nated holiday after dl full-timevolunteersarescheduled
towork ontheir holiday or designated holiday. They will be
scheduled, to the extent possible, prior to any full-time
volunteers or nonvolunteers being scheduled to work a
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nonscheduled day or any full-time nonvolunteers being
required to work their holiday or designated holiday. If the
parties have locally negotiated a pecking order that would
schedulefull-timevolunteersonanonscheduled day, theL ocal
Memorandum of Understandingwill apply.

Section7. HolidayPart-TimeEmployee

A part-time flexible schedule employee shall not receive
holiday pay assuch. Theemployeeshall becompensatedfor the
ten(10) holidaysby basingtheemployee’ sregular straighttime
hourly rate on the employee’ sannual rate divided by 2,000
hours. For work performed on December 25 apart-timeflexible
scheduleemployeeshall bepaidin additiontotheemployee's
regular straight time hourly rate, one-half (1/2) times the
employee' s regular straight time hourly rate for each hour
worked uptoeight (8) hours.

ARTICLE 12
PRINCIPLESOF SENIORITY,POSTING AND
REASSIGNMENTS

Sectionl. ProbationaryPeriod

A. Theprobationary periodfor anew employeeshall be
ninety (90) calendar days. TheEmployer shall havetherightto
separatefromitsemploy any probationary employeeat any time
during the probationary period and these probationary
employees shall not be permitted access to the grievance
procedureinrel ationthereto. If theEmployer intendsto separate
anemployeeduri gﬁ theprobationary periodfor schemefailure,
the employee shall be given at least seven (7) days advance
noticeof suchintenttoseparatetheemployee. If theemployee
qualifiesontheschemewithinthenotice period, theemployee
will not be separated for prior schemefailure.

B. The ?arti esrecognizethat thefailureof theEmployer
todiscover afal sification by an employeeintheemployment
application priortotheexpiration of theprobationary period
shall not bar the use of such falsification as a reason for
discharge.

C.  Whenanemployeecompletestheprobationary period,
seniority will becomputedinaccordancewiththisAgreement
asof theinitial day of full-timeor part-timeemployment.

D. Whenanemployeewhoisseparated fromthe Postal
Servicefor any reasonisrehired, theemployeeshall serveanew
probationary period. If the separationwasduetodisability, the
employee’ sseniority shall beestablished in accordancewith
Section2,if applicable.

Section 2. Principlesof Seniority

A. Except asspecificallk/sﬂrovided inthis Article, the
principlesof seniority areestablishedinthecraft Articlesof this
Agreement.

B. Anemployeewholeftthebargainingunitonor after
November 20, 1994, and returns to the same craft and
installation:

1. will beginanew period of seniority if theemployee
returnsfromaposition outsidethe Postal Service; or
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2. will beginanew period of seniority if theemployee
returnsfromanon-bargainingunitpositionwithinthe
Posta Service, unlesstheemployeereturnswithin 1
year fromthedatetheempl oyeeleft theunit.

C. Anemployeewholeft thebargaining unit before July
21,1973, andreturnsto the samecraft shall have seniority as
specifiedinthe1971-1973 Nationa Agreement.

D. Anemployeewholeftthebargainingunit duringthe
periodfromJuly 21,1973, toNovember 19, 1994, andreturnsto
the same craft has seniority as provided in the 1990-1994
National Agreement.

E Except as provided in the Motor Vehicle craft, an
employeewholeftthecraft and/or ingtallationand returnstothe
same craft and/or installation will begin a new period of
seniority unlesstheemployeereturnswithin 1year fromthedate
theemployeeleftthecraft and/or installation.

F.  Theseniority for employeesreturning, withinoneyesr,
under B.2. aboveshall beestablished after reassignment asthe
seniority the employee had when he/sheleft minusseniority
credit for service outside the bargaining unit, craft and/or
installation.

Section3.  Principlesof Posting

A. Toinsureamoreefficient and stablework force, an
employeemay bedesignated asuccessful bidder nomorethan
five(5) timesduringtheduration of thisAgreement unlesssuch
bid:

1 istoajobinahigher wagelevel,

2. isduetoeliminationor reposting of theemployee's
duty assignment; or

3. enablesanemployeetobecomeassignedtoastation
closer totheemployee' splaceof residence.

B. Specific provisions for posting for each craft are
contai nedinthecraft posting provisionsof thisAgreement.

Section4.  Principlesof Reassgnments

A. Aprimary dpri ncipleineffecting reassgnmentswill be
that disl ocationandinconvenienceto employeesintheregular
work forceshd| bekept toaminimum, consistent withtheneeds
of theservice. Reassignmentswill bemadein accordancewith
thisSectionand the provisionsof Section’5 below.

B. Whenamajor relocation of employeesisplannedin
major metropolitan areas or due to the implementation of
national postal mail networks, the Employer will apply this
Articleinthedevel opment of therel ocation and reassignment
plan. Atleast 90 daysin advanceof implementation of such
plan, theEmployer will meet withtheUnionat thenationd level
tofully advisetheUnion how itintendstoimplement theplan.
If the Union believes such plan violates the National
Agreement, thematter may begrieved.

Such plan shall include a meeting at the regional level in
advance (as much as six months whenever possible) of the
reassignmentsanticipated. TheEmployer will advisetheUnion
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based on the best estimates available at the time of the
anticipatedimpact; thenumbersof employeesaffected by craft;
thelocationstowhich they will bereassigned; and, inthe case of
anew installation, theanti cipated complement by tour and craft.
TheUnionat theRegional Level will beperiodically updated by
theEmployer shouldany of theinformation changeduetomore
current databeing available.

C.  Whenemployeesareexcessedout of theirinstallation,
theUnionat thenational level may request acomparativework
hour report of thel osinginstall ation 60 daysafter theexcessing
of suchemployess.

If areview of the report does not substantiate that business
conditionswarranted the action taken, such employees shall
havetheir retreat rightsactivated. If theretreat right isdenied,
the employees have the right to the grievance-arbitration
procedure.

D. Inordertominimizetheimpact onemployeesinthe
regular work force, the Employer agreesto separate, to the
extent possible, casual employeesworkingintheaffected craft
andinstallation prior toexcessing any ra]‘;ul arempl o?/eei nthat
craft out of theinstallation. Thejunior full-timeemployeewho
isbeingexcessed hastheoptionof revertingtopart-timeflexible
jstatgﬁ in his’her craft, or of being reassigned to the gaining
installation.

Section 5. Reassgnments
A. BasicPrinciplesandReassignments

Whenitisproposedto:

I.  Discontinueanindependentinstallation;

2. Consolidate an independent installation (i.e.,
discontinuetheindependentidentity of aninstallation
by making it part of another and continuing
independent ingtallation);

3. Trandferaclassfied station or classified branchtothe
jurisdiction of an other installation or make an
independentinstallation;

4. Reassignwithinaninstallationemployeesexcessto
theneedsof asection of that installation;

5. Reducethenumber of regular work forceemployees
of aninstallationother thanby attrition;

6. Centrdizedmail processngand/or ddiveryingtdlaion
(Clerk Craftonly);

7. Reassgnment---motor vehicles,

8. Reassgnment--part-timeflexiblesin excessof quota;
such actions shall be subject to the following
principlesand requirements.

B. Principlesand Requirements

I.  Didocationandinconveniencetofull-timeandpart-
timeflexibleempl oyeesshal | bekepttotheminimum
consistent withtheneedsof theservice.
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10.

TheVice-President, AreaOperationsshall givefull
consideration towithholding sufficient full-timeand
part-timeflexible positionswithintheareafor full-
timeand part-timeflexibleemployeeswho may be
involuntarily reassigned. When positions are
withheld, local management will periodicaly review
the continuing need for withhol ding such positions
anddiscusswiththeuniontheresultsof suchreview.

Noemployeeshall beallowedtodisplace, or“bump”
another employee, properly holdingapositionor duty
assignment.

TheUnionshdl benatifiedin advance (asmuchassix
(6) monthswhenever possible), suchnatificationto
be at the regional level, except under A.4 above,
whichshall beat thelocal level.

Full-time and part-time flexible employees
involuntarily detailed or reassigned from one
installationto another shall begivennotlessthan 60
daysadvancenotice, if possible, and shall receive
moving, mil %e, per diem and reimbursement for
movement of household goods as appropriate if
legally payablewill be governed by the standardized
Government travel regulationsasset forthinMethods
Handbook F- 10, “ Travel.”

Any employeevol unteeringto accept reassignment
toanother craft or occupationa group, another branch
of thePostal Service, or anotherinstallation shall start
a new period of seniority beginning with such
assignment, except asprovided herein.

Whenever changes in mail handling patterns are
undertakeninanareaincluding one or more postal

instal lationswith resultant successivereassignments
of clerks from those installations to one or more
central install ations, thereassignment of clerksshall

betreated asdetail sfor thefirst 180 daysin order to
preventinequitiesintheseniority listsat the%ai ning
installations. The180daysiscomputed fromthedate
of thefirst detail of aclerk tothecentral, consolidated
ornewinstallationinthat ificplanning program.

If atiedevel opsin establisningthemerged seniority
roster at thegaininginsta lation, it shall bebroken by

total continuousserviceintheregular work forcein

thesamecraft.

Whenever inthisAgreement provisionismadefor
reassignments, it isunderstood that any full-timeor
part-timeflexibleemployeereassigned must meet the
qualificationrequirementsof thepositiontowhich
reassigned.

Whenever theprovisionsof the Section establishing
seniority areinconsistent withtheprovisionsof the
Craft Articlesof thisAgreement, theprovisionsof the
Craft Articlesshall prevalil.

Itisunderstoodthat any employeeentitled hereunder
to aspecific placement may exercisesuch entitlement
only if no other employee has a superior claim
hereunder tothesameposition.
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11. Surplug/excess U.S. Postal Service Employees--
Surplus/excessU.S. Postal Serviceemployeesfrom
non-mail processing and non-mail delivery installa-
tions, regional offices, the U.S. Postal Service
Headquartersor from other Federal departmentsor
agenciesshall beplaced at thefoot of thepart-time
flexible roll and begin a new period of seniority
effective the date of reassignment. Except as
providedinArticle12.2, surplus/excessU.S. Postal
Serviceemployeesfroman APWU bargainingunitin
any suchfacility shall beginanew periodof seniority
but will retaintheir full-timeor part-time status.

C. Special ProvisonsonReassignments

Inadditiontothegeneral principlesand requirementsabove
specified, thefollowing specific provisionsareapplicable:

1. Discontinuanceof anlndependent | nstallation

a  Whenanindependentinstallationisdiscontin-
ued, al full-time and part-time flexible
employees shall, to the maximum extent
possible, be involuntarily reassigned to
continuing postal positionsinaccordancewith
thefollowing:

b.  Involuntaryreassignmentof full-timeemploy-
eeswiththeir seniority for duty assignmentsto
vacanciesinthesameor lowerlevel inthesame
craft or occupational group in installations
within 100 milesof thediscontinuedinstalla-
tion, or in moredistant installations, if after
consultation with theUnion, it isdetermined
that it is necessary. The Postal Service will
designate such installations for the reassign-
ment of excessfull-timeemployees. Whentwo
or more such vacancies are simultaneous!
available, first choiceof duty assignment shaYI
go to the senior employee entitled by
displacement fromadiscontinuedinstallation
to such placement.

¢ Involuntaryreassignmentof full-timeemploy-
eesfor whom consultation did not providefor
placement under C.1.baboveinother craftsor
occupational groups in which they meet
minimum qualificationsat the sameor lower
level with permanent seniority for duty
assgnments under (1) and (2) below,
whichever islesser:

1 One daylj unior to the seniority of the
junior full-time employee in the same
level and craft or occupation in the
installationtowhichassigned, or

(2  Theseniority theemployeehadinthe
craftfromwhichreassigned.

d. Involuntary reassignment of part-timeflexible
employeeswithseniority inany vacancy inthe
part-time flexible quotain the same craft or
occupational group at any installationwithin
100milesof thediscontinuedinstallation, orin
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moredistantinstallations, if after consultation
with the Union it is determined that it is
necessary, the Postal Service will designate
suchinstallationsfor thereassignment of the
part-timeflexible employees.

Involuntary reassignment of part-timeflexible
employees for whom consultation did not
provide for placement under C.1.d abovein
other craftsor occupational groupsinwhich
they meet minimum qualificationat thesameor
lower level at thefoot of theexisting part-time
flexibleroster at thereceivinginstallation and
begin anew period of seniority.

Full-time employees for whom no full-time
vacancies are available by the time the
installation isdiscontinued shall be changed to
part-timeflexible employeesin the same craft

and placed as such, but shall for six months
retain placement rightstofull-timevacancies
developing within that time within any
instal lation within 100 milesof the discontin-
uedinstallation, orinmoredistantinstall ations,

if after consultation with the Union it is
necessary, U.S. Postal Service will designate
suchinstallationsfor thereass gnment of excess
full-timeempl oyeesonthesamebasi sasif they
had remained full-time.

Employees, full-time or part-time flexible,
involuntarily reassigfned as above provided
shall upon thereestablishment of thediscontin-
uedingtall ation beentitledtoreassignmentwith
full seniority to the first vacancy in the
reeﬂablishealinstallalioninthela/ ,craftor
occupational groupfromwhichreassigned.

2. Consolidationof anlndependent I nstallation

a

When an independent postal installation is
consolidatedwithanother postal installation,
eachfull-timeor part-timeflexibleemployee
shall be involuntarily reassigned to the
continuinginstallationwithoutlossof seniority
intheemployee’ scraft or occupational group.

Where reassignments under 2.a, preceding,
resultinanexcessof employeesinany craftor
occupational groupinthecontinuinginstalla-
tion, identification and placement of excess
employees shall be accomplished by the
continuinginstallationinaccordancewiththe
provisions of this Agreement covering such
Stugtions.

If theconsolidatedinstall ation againbecomes
anindependentinstallation, eachfull-timeand
part-timeflexible employeewhosereassign-
ment was necessitated by the previous
consolidation shall be entitled to the first
vacancy inthereestablishedinstallationinthe
level and craft or occupationad group held at the
timetheinsta lation wasdiscontinued.
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Transfer of aClassified Station or Classified
BranchtotheJurisdictionof Another I nstallation
or Madean|ndependent I nstallation

a

Whenaclassifiedstationor classifiedbranchis
transferred to the jurisdiction of another
installation or made anindependent installa-
tion, al full-timeempl oyeessnall at their option
remainwiththeclassified station or classified
branchwithout|ossof seniority, or remainwith
theingtallationfromwhichtheclassifiedstation
orclassifiedbranchisbeingtransferred.

A realistic appraisal shall be made of the
number of employeesby craftsor occupations
whowill beneeded inthe station after transfer,
and potential vacancieswithintheserequire-
ments created by the unwillingness of
employees to follow the station to the new
jurisdictionshall bepostedfor bidonanoffice-
widebasisinthelosinginstallation.

If the postings provided in paragraph 3.b,
preceding, do not resultin sufficient employees
to staff the transferred classified station or
classified branch, junior employees, by craft or
occupational group on an installation-wide
seniority basisinthelosinginstallation, shall be
involuntarily reassignedtotheclassifiedstation
or classified branch and each employee thus
involuntarily reassigned shall beentitledtothe
first vacancy in suchemployee' slevel and craft
or occupational groupintheinstallationfrom
whichtransferred.

Reassignment Withinan | nstallation of Employ-
eesExcesstotheNeedsof aSection

a

Theidentification of assignmentscomprising
for thispurposeasection shall bedetermined
locally by local negotiations. If no sectionsare
establishedimmediately by local negotiations,
theentireingtdlationshall comprisethesection.

Full-timeempl oyees, excesstotheneedsof a
section, starting with that employee who is
juniorinthesamecraft or occupational group
andinthesamelevel assigned inthat section,
shall be reassigned outside the section but
within the same craft or occupational group.
They shall retaintheir seniority andmaybidon
any existing vacancies for which they are
eligibletobid. If they do not bid, they may be
assigned in any vacant duty assignment for
which therewas no senior bidder in the same
craftandinstallation. Their preferenceistobe
consideredif morethan onesuch assignmentis
available.

Suchreassignedfull-timeemployeeretainsthe
right to retreat to the section from which
withdrawn only upon theoccurrenceof thefirst
residua vacancy in the salary level after
employees in the section have completed
bidding. Suchbiddinginthesectionislimitedto
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employees in the same salary level as the
vacancy. Failureto bid for thefirst available
vacancywill endsuchretreatright. Therightto
retreat to the section is optional with the
employeewhohasretreat rightswithr to
avacancy in alower salary level. Failure to
exercise the option does not terminate the
retreat rightsin the salary level inwhich the
employee was reassigned away from the
section. Inthe Clerk Craft, an employee may
exercisetheoptiontoretreat toavacancy ina
lower salary level only to an assignment for
which the employee would have been
otherwiseeligibletobid.

Theduty assignment vacated by thereassign-
ment of thgi' unior full-timeemployeefromthe
sectionshall beposted for bid of thefull-time
employeesinthesection. If therearenobids,
the junior remaining unassigned full-time
employeeinthesectionshall beassignedtothe

vacancy.

5. ReductionintheNumber of Employeesin an
Installation Other ThanbyAttrition

a

Reassignmentswithininstallation. When for
any reason an installation must reduce the
number of employees more rapidly than is
possibleby normal attrition, thatinstall ation:

(1) Shal determineby craft and occupation-
al group the number of excessemploy-
€es

(2  Shall, totheextent possible, minimize
the impact on regular work force
employeesby separation of al casuals;

(3  Shall,totheextent possible, minimize
the impact on full-time positions by
reducing part-timeflexiblehours;

(4)  Shall identify as excess the necessary
number of junior full-timeemployeesin
thesalary level, craft, and occupational
groyp affected on an installation-wide

asis within the installation; make
reassignments of excessfull-time em-
ployeeswho meet the minimum qualifi-
cationsfor vacant assignmentsin other
craftsinthesameinstallation; involun-
tarily reassignthem (except asprovided
for [etter carriers and vehicle service
employeesinSectionC.5.bbelow)inthe
same or lower level with seniority,
whichever isthelesser of:

(@ Oneday junior totheseniority of
thejunior full-timeemployeein
the same level and craft or
occupationa groupintheinstalla
tiontowhichassigned, or
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(b Thesenioritytheemployeehadin
thecraft fromwhichreassigned.
The5- year ruledoesnot apply.

The employee shall be returned at the
first opportunity tothecraft fromwhich
reassigned.

When returned, the employee retains
seniority previoudly attainedinthecraft
au%mented by intervening employment
intheother craft.

The right of election by a senior
employeeprovided in paragraph b(3),
below isnot availablefor thiscross-craft
reassignment withintheinstallation.

Reassignments to other installations after
makingreassignmentswithintheinstallation:

@

@

Involuntarily reassign such excessfull-
timeemployeesstarti rz?wi ththejunior
withthelr seniority for duty assignments
tovacanciesinthesameorlowerlevel in
theAPWU craftsininstallationswithin
100milesof thelosinginstallation, orin
more distant installations if after
consultation with the Union it is
determinedthatitisnecessary, thePostal
Servicewill designatesuchinstallations
for the reassignment of excessfull-time
employees. Employeeswho meet the
minimum qudlificationswill beafforded
their option of available vacancies by
seniority. However:

(@ Whenever full-timeor part-time
motor vehiclecraft assignments
arediscontinuedinaninstallation
andthereisan excessinaposition
designation and salary level, the
excess shall be adjusted to the
maximum extent possible by
making voluntary reassignments
to vacant motor vehicle craft
positionsin installations within
100 miles unless the employee
appliesfor avacancy in amore
distantinstallation. Senior quali-
fied applicants for such vacant
positions shall be reassigned.
Whenreassignmentisinthesame
designation and salary level, the
reassigned employeeretainshis/
her seniority.

Involuntarily reassignfull-timeemploy-
ees for whom consultation did not
providefor placement under b(1) above
inother craftsor occupational groupsin
which they meet minimum qualifica-
tions at the same or lower level with
permanent seniority for duty assign-
mentswhichever islesser of:
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(8 onedayjuniortotheseniority of
thejunior full-timeemployeein
the same level and craft or
occupationa groupintheingtalla
tiontowhich assigned, or

(b) theseniority he/shehadinthecraft
from which reassigned. The 5-
year ruledoesnot apply.

Any senior employeeinthesamecraft or
occupational groupinthesameinstalla-
tion may elect to be reassigned to the
gainingingtallationandtaketheseniority
of thesenior full-timeemployee subject
toinvoluntary reassignment. Such senior
empl oyeeswho accept reassignment to
the gaining installation do not have
retregt rights.

When two or more such vacanciesare
simultaneoudly available, first choiceof
duty assignment shall go to the senior
employeeentitled by displacementfrom
a discontinued installation to such
placement.

A full-time employee shall have the
option of changingto part-timeflexible
inthesamecraft or occupational groupin
lieuofinvoluntary reassignment.

Employeesinvoluntarily reassignedun-
der b(l) and (2) above, other than senior
employeeswho elect tobereassignedin
place of junior employees, shal be
entitled at thetimeof such reassignment
tofileawrittenrequesttobereturnedto
thefirstvacancy inthelevel, inthecraft
or occupationa groupintheinstallation
fromwhichreassgned, and suchrequest
shall behonored solong astheemployee
doesnotwithdraw it or declinetoaccept
anopportunity toreturninaccordance
with such request.

In the Clerk Craft, an employee(s)
involuntarily reassigned shall beentitled
atthetimeof suchreassignmenttofilea
written request to return to the first
vacancy inthecraftandinstallationfrom
which reassigned. Such request for
retreat rightsmustindicatewhether the
employee(s) desires to retreat to the
same, lower, and/or higher salary level
assignment and, if so, what salary
level(s). Theemployee(s) shall havethe
right to bid for vacancies within the
former installation and the written
request for retreat rightsshall serveasa
bid for all vacanciesin the level from
whichtheemployeewasreassigned and
for al residua vacanciesinother levels
forwhichtheemployeehasexpresseda
desiretoretreat. Theemployee(s) may
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retreat to only those assignments for
whichtheemployee(s) would havebeen
otherwisedigibletobid. If vacanciesare
availablein aspecified|ower, higher or
samesaary level, theemployeewill be
given the option. Failure to exercise
retreat rights to the first available
vacancy terminatessuchrights. Further-
more, employee(s) e ectingtoretreattoa
lower level assignment arenot entitledto
saary protection.

6. Centralized Mail, Processingand/or Delivery
Installation (Clerk Craft Only)

a

Whentheoperationsat acentralizedinstalation
or other mail processing and/or delivery
installation result in an excess of full-time
clerksat anotherinstallation(s), full-timeclerks
who are excess in alosing installation(s) by
reason of the change, shall be reassigned as
provided in Section C.5.b. Reassignments of
clerksshall betreated asdetailsfor thefirst 180
days to avoid inequities in the selection of
preferred duty assignmentsby full-timeclerks
inthegaininginstallation.

Previously established preferred duty assign-
mentswhich becomevacant beforeexpiration
of thedetail period must be posted for bid and
awarded to dligible full-time clerks then
permanently assignedi nthePai ninginstalla
tion. Excesspart-timeflexibleclerksmay be
reassigned asprovided for in Section C.8.

All new duty assignmentscreatedinthegaining
installation and all other vacant duty assign-
mentsin the centralized installation shall be
postedfor bid. Onehundredeighty (180) daysis
computed fromthedateof thefirst detail of an
employee. Bidding shdl beopentodl full-time
clerks of the craft involved at the gaining
installation. This includes full-time clerks
assignedtothegaininginstal lation.

Whenthecentralizedinstallationisanew one:

(D Full-timeclerkswhoapply for reassign-
mentfromthelosinginstallation, shall be
reassignedwiththeir seniority.

(2 Reassignmentsshall beinthe order of
seniority and shall not exceed the
number of excessfull-timeclerksinthe
losinginstallation.

(3 Theprovisionsof 5.a, above, apply to
reassign junior full-time excess clerks,
with their seniority, when there are
excessfull-timeclerksafterthereassign-
ment of senior full-timeclerkswho apply
forreassignment.
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Reassignments-Motor Vehicle

a

When a vehicle maintenance facility is
established to replace an auxiliary garage, full-
timeand part-timeflexiblecraft positionsinthe
gaininginstallation areto bepostedinthelosing
installation for applicationsby full-timeand
part-time flexible employees, respectively.
Senior qualified applicantsshall bereassigned
without lossof seniority, but not to exceedthe
number of excess employees in the losing
installation.

When a vehicle maintenance facility is
established toreplacevehiclemaintenanceina
perimeter office, full-time and part-time
flexiblecraft positionsinthenew maintenance
facility shall bepostedinthelosinginstallation
for applications by full-time and part-time
flexibleemployees, respectively. Senior quali-
fiedapplica%ts)éhall bereass gn)éd Withogtloss
of seniority, but not to exceed the number of
excessemployeesinthelosinginstalation.

When vehicle operations are changed by

transfer from oneinstall ation to another, new
full-timeand part-timeflexiblecraft positions
shall be posted for applicationsin thelosing
installation by full-timeand part-timeflexible
employeesin the craft, respectively. Senior

qualified applicantssha | bereassigned without

lossof seniority, but not to exceed thenumber
of excessemployeesinthelosinginstall ation.

Afterall reassignmentshavebeenmadetothe
gaininginstallation, pursuant to Subsectionsa,
b and c, the new full-time assignmentsin the
gaininginstallation shall be posted for bid.

If, after establishment of anew installation,
operations result in further excess at losing
installation(s), theproceduresin Subsectionsa,
b, c and d, above, apply to reassign senior
applicants from the losing install ation(s) to
positionsinthenewinstallation.

Reassignment - Part-TimeFlexibleEmployeesin
Excessof Quota(Other Than Motor Vehicle)

Where there are part-time flexible employeesin
excessof thepart-timeflexiblequotafor thecraft for
whom work is not available, part-time flexibles
lowest onthepart-timeflexibleroll equal innumber
tosuchexcessmay at their option bereassigned tothe
foot of the part-time flexible roll in the same or
another craftinanother installation.

a

Anexcessemployeereassigned to another craft
in the same or another installation shall be
assignedtothefoot of thepart-timeflexiblerall
and begin anew period of seniority.

An excess part-timeflexibleemployeereas-
signedtothesamecraftinanother installation
shall be placed at the foot of the part-time
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flexibleroll. Upon changetofull-timefromthe
topof thepart-timeflexiblerall, theemployee' s
seniority for preferred assignments shall
includetheseniority theemployeehadinlosing
installation augmented by part-timeflexible
serviceinthegaininginstallation.

¢ Aseniorpart-timeflexibleinthesamecraftor
occupationa groupinthesameinstallationmay
electtobereassignedinanotheringtallationin
thesameor another craft and taketheseniority,
if any, of the senior excesspart-timeflexi b?/e
being reassigned, asset forthinaand b, above.

d.  The Postal Service will designate, after
consultation with the Union, vacancies at
installationsinwhich excesspart-timeflexibles
may reguest to be reassigned beginning with
vacancies in other crafts in the same
installation; thenvacanciesinthesamecraftin
other installations; and finally vacanciesin
other craftsin other install ationsmaking the
designationsto minimizerel ocation hardships
totheextent practicable.

e  Part-timeflexiblesreassignedtoancther craftin
thesameinstalationshall bereturnedtothefirst
part-timeflexiblevacancy within the craft and
level fromwhichreassigned.

f.  Part-timeflexiblesreassignedtootherinstalla-
tions have retreat rights to the next such
vacancy according totheir standing onthe part-
timeflexiblerall inthelosing installation but
suchretreat right doesnot extend to part-time
flexibleswho el ect torequest reassignmentin
placeof thejunior part-timeflexibles.

g Therighttoreturnisdependent uponawritten
request madeat thetime of reassignment from
thelosinginstalation and such request shall be
honored” unless it is withdrawn or an
opportunity toreturnisdeclined.

D.Part-TimeRegular Employees
Part-timeregular employeesassignedinthecraft units
shall be considered to bein aseparate category. All
provisionsof this Section apply to part-timeregular
employeeswithintheir own category.

Section6. Transfers

A. Installation heads will consider requests for transfers
submitted by employeesfromother installations.

B. Providingawrittenrequest for avoluntary transfer has

been submitted, awritten acknowledgment shall begivenina
timely manner.
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ARTICLE 13
ASSIGNMENT OF ILL ORINJURED REGULAR
WORKFORCE EMPLOYEES

Sectionl. Introduction

A. Part-timefixed scheduleemployeesassignedinthe
craft unit shall beconsideredto bein aseparate category. All
provisions of this Article apply to part-time fixed schedule
employeeswithintheir own category.

B. TheU.S. Postal Serviceand the Union recognizing
their responsibility toaid and assist deserving full-timeregular
or part-timeflexibleemployeeswhothroughillnessor injury are
unableto performtheir regularly assigned duties, agreetothe
following provisions and conditions for reassignment to
temporary or permanentlight duty or other assignments. I twill
betheresponsibility of eachinstallationhead toimplement the
provisionsof thisAgreement withintheinstallation, after local
negotiations.

Section2.  Employee’ sRequest for Reassignment
A. TemporaryReassgnment

Any full-time regular or part-time flexible employee
recuperating fromaseriousillnessor injury and temporarily
unableto performtheassigned dutiesmay voluntarily submita
writtenrequesttotheinstall ation headfor temporary assignment
to alight duty or other assignment. The request shall be
supported by amedical statement fromalicensed physicianor
by awritten statement from alicensed chiropractor stating,
when possi ble, the anti cipated duration of the convalescence
period. Suchemployeeagreestosubmittoafurther examination
by aPublic Health Servicedoctor or physiciandesignated by the
installationhead, if that official sorequests.

B. PermanentReassignment

1 Any ill or injured full-time regular or part-time
flexibleemployeehavi n(]:; aminimumof fiveyearsof
postal service, or any full-timeregular or part-time
flexible employee who sustained injury on duty,
regardlessof yearsof service, whileperformingthe
assigned duties can submit a voluntary request for
permanent reassignment to light duty or other
assignment totheinstallation head if theemployeeis
permanently unable to perform all or part of the
assigned duties. Therequest shal beaccompanied by
amedical certificatefrom the United States Public
Health Service or a physician designated by the
installation head givingfull evidenceof the physical
condition of theemployee, theneed for reassgnment,
and the ability of the employee to perform other
duties. A certificatefromthe employee’ spersonal
physicianwill not beacceptable.

2. The following procedures are the exclusive
proceduresfor resolving adisagreement betweenthe
employee' sphysician and the physician designated
by the USPS concerningthemedica condition of an
employeewho hasrequested e‘lﬁermanent light duty
assgnment. Theseproceduresshall not apply tocases
wheretheemployee' smedical conditionaroseout of
an occupational illnessor injury. Onrequest of the
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Union, athird physicianwill beselectedfromalist of
fiveBoard Certified Speciaistsinthemedical field
for theconditioninquestion, thelist tobesupplied by
the local Medical Society. The physician will be
selected by theal ternatestriking of namesfromthe
IistbytheE/JnionandtheEmponer.TheEmponer
will supply the selected physician with all relevant
facts including job description and occupational
physical requirements. The decision of the third
physicianwill befinal astotheemployee’ smedical
condition and occupational limitations, if any. Any
other issuesrelating totheempl oyee’ sentitlement to
alight duty assignment shall beresolvedthroughthe
grievance-arbitration procedure. The costs of the
servicesof thethird physicianshall beshared by the
UnionandtheEmployer.

C. Instdlationheadsshal show thegreatest consideration
for full-timeregular or part-timeflexible employeesrequiring
light duty or other assignments, giving each request careful
attention, and reassign suchempl oyeestotheextent possiblein
theemployee’ soffice. Whenarequestisrefused, theinstallation
head shall notify theconcerned employeeinwriting, statingthe
reasonsfor theinability toreassigntheemployee.

Section3.  Local Implementation

Due to varied size installations and conditions within
installations, thefollowing important itemshaving adirect
bearing on these reassignment procedures (establishment of
light duty assignments) should be determined by local
negotiations.

A. Throughloca negotiations, each officewill establish
theassignmentsthat areto be considered light duty within each
craft represented in the office. These negotiations should
explore ways and means to make adjustments in normal
assignments, to convert themtolight duty assignmentswithout
serioudly affecting the production of the assignment.

B. Lightduty ass ]gnments may be established from part-
timehours, to consist of 8 hoursor lessinaserviceday and 40
hours or less in a service week. The establishment of such
assignment doesnot guaranteeany hourstoapart-timeflexible
employee.

C.  Number of Light Duty Assignments. Thenumber of
assignments within each craft that may be reserved for
temporary or permanent light duty assignments, consi stentwith
good businesspractices, shall bedetermined by past experience
asto thenumber of reassignmentsthat can be expected during
eachyear, and themethod usedinreserving theseassignments
toinsure that no assigned full-time regular employee will be
adversely affected, will bedefined through local negotiations.
Thelight duty employee’ stour hours, work locationand basic
work week shall bethose of thelight duty assignment and the
needs of the service, whether or not the same as for the
employee’ spreviousduty assignment.

Section4.  General Policy Procedures

A EverK effort shall bemadeto reassign the concerned
employeewithintheemployee’ spresent craft or occupational
group, evenif such assignment reducesthenumber of hoursof
work for the supplemental work force. After all effortsare
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exhausted in this area, consideration will be given to
reassignment to another craft or occupational groupwithinthe
sameingtallation.

B. Thefull-timeregular or part-timeflexibleemployee
must beableto meet thequalificationsof thepositiontowhich
the employee is reassigned on a permanent basis. On a
temporary reassignment, qualifications can be modified
provided excessivehoursarenot usedintheoperation.

C. Thereassignment of afull-timeregular or part-time
flexibleemployeeto atemporary or permanent light duty or
other assignment shal | not bemadeto thedetriment of any full-
time regular on ascheduled assignment or give areassigned
part-time flexible preference over other part-time flexible
employess.

D. Thereassignment of afull-timeregular or part-time
flexible employee under the provisionsof thisArticletoan
agreed-upon light duty temporary or permanent or other
assignment withintheoffice, such astypeof assignment, areaof
assignment, hours of duty, etc., will be the decision of the
installation head who will be guided by the examinin
physician’ sreport, employee’ sability to reach the place o
employment and ability to performthedutiesinvolved.

E.  An additiona full-time regular position can be
authorized withinthecraft or occupational grouptowhichthe
employeeisbeing reassigned, if theadditional position canbe
established out of the part-time hours being used in that
operation without increasing the overall hour usage. If this
cannot be accomplished, then considerationwill begivento
reassignmenttoanexistingvacancy.

F. Theinstallation head shall review each light duty
reassignment at least once each year, or at any time the
installation head hasreasonto believetheincumbentisableto
performsatisfactorily inother thanthelight duty assignment the
employeeoccupies. Thisreview isto determinetheneed for
continuation of theemployeeinthelight duty assignment. Such
employeemay bereguested to submit to amedical review by the
United States Public Health Service or by a physician
designated by the installation head if the installation head
believessuch examinationtobenecessary.

G. Thefollowing proceduresaretheexclusiveprocedures
for resolving adisagreement between theemployee’ sphysician
and the physician designated by the USPS concerning the
medical condition of an employee who is on a light duty
ass ginment. Theseproceduresshall not apply tocaseswherethe
employee’ smedical condition arose out of an occupational
illnessor injury. Onrequest of the Union, athird physicianwill
beselectedfromalist of fiveBoard Certified Speciaistsinthe
medical fieldfor theconditionin question, thelist tobesupplied
by thelocal Medical Society. Thephysicianwill besel ected by
thealternatestriking of namesfromthelist by theUnionand the
Employer. The Employer will supply the selected physician
with all relevant facts including job description and
occupational physical requirements. Thedecision of thethird
physicianwill befinal astotheemployee’ smedical condition
andoccupational limitations, if any. Any other issuesrelatingto
theemployee' sentitlement to alight duty assignment shall be
resolvedthroughthegrievance-arbitration procedure. Thecosts
of theservicesof thethird physician shall be shared by theUnion
andtheEmployer.
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H.  Whenafull-timeregular employeeinatemporary light
duty assignment isdeclared recovered on medical review, the
employee shall be returned to the employee’ s former duty
assignment, if it has not been discontinued. If such former
regular assignment has been discontinued the employee
becomesan unassigned full-timeregular employee.

I.  If afull-timeregular employeeisreassignedinanother
craft for permanent light duty and | ater isdeclared recovered, on
medical review, the employee shall be returned to the first
available full-time regular vacancy in complement in the
employee’ sformer craft. Pending returntosuchformer craft,
theemployeeshall bean unassigned full-timeregular employee.
Theemployee' sseniority shall berestoredtoincludeservicein
thelight duty assignment.

J When afull-time regular employee who has been
awarded a permanent light duty assignment within the
employee sown craftisdeclared recovered, onmedical review,
the employee shall become an unassigned full-time regular
employee.

K. Whenapart-timeflexibleontemporary lightduty is
declared recovered, theemployee' sdetail tolight duty shall be
terminated.

L.  Whenapart-timeflexiblewho hasbeenreassignedin
another craft on permanent light duty isdeclared recovered,
suchassignment tolight duty shall beterminated. Section4.1,
above, doesnot apply even though the employee hasadvanced
tofull-timeregular whileonlight duty.

Section 5. FillingVacanciesDuetoReassignment of an
EmployeetoAnother Craft

Whenitisnecessary to permanently reassignanill or injured
full-timeregular or part-timeflexibleemployeewhoisunableto
performtheregularly assigned duties, fromonecraft toanother
craft within the office, the following procedures will be
followed:

A.  Whenthereassigned employeeisafull-timeregular
employee, the resulting full-time regular vacancy in the
complement, not necessarily intheparticular duty assignment
of thelosing craft fromwhich theemployeeisbeing reassigned,
shall be posted to give the senior of the full-time regular
employeesinthegaini Qg craft theopportunity to bereassigned
tothevacancy, if desired.

B. If no full-time regwlar employee accepts the
opportunity to beassigned to the vacancy inthe complement,
not necessarily intheparticul ar duty assignmentintheother
craft, thesenior of thepart-timeflexiblesonthe oppositerall
who wishesto accept the vacancy shall beassignedto thefull-
timeregular vacancy inthe complement of the craft of the
reassigned employee.

C. Whenthereassigned employeeisapart-timeflexible,
theresulting vacancy inthelosing craft shall bepostedto give
the senior of the full-time regular or part-time flexible
employeesinthegaining craft theopportunity tobeassignedto
thepart-timeflexiblevacancy, if desired, to beginanew period
of seniority at thefoot of thepart-timeflexibleroll.
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D. TheruleinA and B, above, applieswhen afull-time
regular employeeon permanent light duty isdeclared recovered
andisreturnedtotheemployee’ sformer craft, togivethesenior
of thefull-timeregular or part-timeflexibleemployeesinthe
gaining craft theopportunity, if desired, tobeassignedinthe
resulting full-time regular vacancy in the complement, not
necessarily intheparticular duty assignment of thelosing craft.

Section6.  Seniority of an EmployeeAssignedtoAnother
Craft

A. ExceptasprovidedforinSection4.l,above, afull-time
regular employee assigned to another craft or occupational
groupinthesameor lower level inthe sameinstallation shall
take the seniority for preferred tours and assignments,
whichever isthelesser of (a) oneday junior tothejunior full-
timeregular employeeinthecraft or occupational group, (b)
retaintheseniority theemployeehadintheemployee’ sformer
craft.

B. A part-timeflexible employeewho is permanently
assignedtoafull-timeregular or part-timeflexibleassignment
inanother craft, under theprovisionsof thisArticle, shall begin
anew period of seniority. If assigned asapart-timeflexible, it
shall beat thefoot of thepart-timeflexibleroll.

ARTICLE 14
SAFETY AND HEALTH

Sectionl. Responghilities

Itistheresponsibility of management to providesafeworking
conditionsinall present and futureinstallationsandto develop
asafeworkingforce. TheUnionwill cooperatewithand assist
management toliveuptothisresponsibility. TheEmployer will
meet withthe Union onasemiannual basisandinformtheUnion
of itsautomatedsystemsdevel opment programs. TheEmployer
alsoagreestogiveappropriatecons derationtohumanfactorsin
the design and development of automated systems. Human
factorsand ergonomicsof new automated systemsareaproper
subject for discussionat theNational Joint L abor-M anagement
Safety Committee.

Section2.  Cooperation

TheEmployer andtheUnioninsist ontheobservanceof safe
rulesand safe proceduresby employeesandinsist on correction
of unsafe conditions. Mechanization, vehicles and vehicle
equipment, and thework placemust bemaintainedinasafeand
sanitary condition, including adequate occupational healthand
environmental conditions. The Employer shall makeavailable
at each installation the appropriate forms to be used by
employeesinreportingunsafeand unheal thful conditions. If an
employee believes he/she is being required to work under
unsafeconditions, such employeesmay:

(8 notify such employee’ ssupervisor whowill immedi-
ately investigate the condition and take corrective
actionif necessary;

(b) notify suchemployee ssteward, if available, who ma?;
c

discuss the aleged unsafe condition with su
employee’ ssupervisor;
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(c) fileagrievanceat Step 2 of thegrievanceprocedure
withinfourteen (14) daysof notifying suchemployee's
supervisor if nocorrectiveactionistakenduringthe
employee' stour, and/or

(d makeawrittenreporttotheUnionrepresentativefrom
the local Safety and Health Committee who may
discussthereport with such employee' ssupervisor.

Uponwrittenrequest of theempl oyeeinvol vedinanaccident,
acopy of thePSForm 1769 (A ccident Report) will be
provided.

Any ﬁ(ie\/ancefiled in accordancewith Section 2. (c) above
whichisnot resolved at Step 2 may only beapped edtothelocal
Safety and Health Committeefor discussionand decision. Any
such must bemadewithinfifteen (15) daysafter recei pt
of the Employer’ s Step 2 decision unlessthepartiesagreeto
extend thetimefor appeal. Thecommitteeshall meettodiscuss
thegrievanceat thenext regularly scheduledlocal Safety and
Health Committeemeeting. Any grievancenot resolved by the
committeemay beappeal ed directly toarbitrationwithin21
daysof thecommittee’ sreview.

Any grievancewhich hasasitssubject asafety or healthissue
directly affecting an employee(s) which is subsequently
properly appealed to arbitration in accordance with the
provisions of Article 15 may be placed at the head of the
appropriatearbitration docket at therequest of theUnion.

Section3.  Implementation

To assist in the positive implementation of the various
programs.

A. There shall be established at the Employer's
Headquarters level a Joint Labor-Management Safety
Committee and a Joint Labor-Management Ergonomics
Committee. Representation on the Committees, to be
specifically determined by the Empl oyer and theUnion, shall
includeone Igerson fromtheUnionand representativesfrom
appropriate DepartmentsinthePostal Service. Not | ater than 60
daysfollowingtheeffective date of thisNational Agreement,
designated representatives of the Union and Management will
meet for the purpose of devel oping acomprehensive agenda
whichwillincludeall aspectsof theEmployer’ sSafety Program
and Ergonomics Program. Subsequent to thedevel opment of
this agenda, priorities will be established and a tentative
schedulewill bedevel opedtoinsurefull discussionof al topics.
Meetingsmay al so berequested by either party for thespecific
purposeof discussing additional topicsof interest withinthe
scopeof theCommittees.

The responsibility of the Safety and the Ergonomics
Committeeswill beto eval uateand makerecommendationson
all aspectsof theEmployer’ srespective Safety and Ergonomics
Programs, toinclude program adequacy, fieldimplementation,
studies for improving the work environment, training, and
unsafeconditions. To support thisprocessthe Employer shall
establish afund of $500,000 within ninety (90) days of the
effectivedateof thisAgreement. In January 2002and 2003the
Employer will replenishthefundtoitsorigina amount. The
Fund shall be supervised by the Joint National Labor-
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Management Safety Committee. Disbursement of thefundsfor
any expendituresshall beauthorized by the chairperson of the
Committee.

The Chairman will be desi%nated by the EmpIoYer. The
Employer shall furnish the Union information relating to
injuries, illness and safety, including the morbidity and
mortality experienceof eméjl (Xees Thisreport shall beinform
of reports furnished OSHA on a quarterly basis. The
Headquarters level Committee will meet quarterly and the
Employer and Union Representativeswill exchange proposed
agenda items two weeks before the scheduled meetings. If
problemsor itemsof significant, national naturearisebetween
scheduled quarterly meetingseither party may request aspecia
meeting of the Committee. Either party will havetherighttobe
accompanied to any Committeemeeting by technical advisors.

B. Thereshall be established at the Employer’s Area
level, an AreaJoint L abor-M anagement Safety Committee,
whichwill bescheduled to meet quarterly. TheEmployer and
Union Representativeswill exchange proposed agend%i tems
twoweeksbeforethescheduled meetings. If problemsor items
of asignificant Areanatureari sebetween scheduled quarterly
meetings, either party may reguest aspecia meeting of the
Committee. Either party will havetheright tobeaccompaniedto
any Committeemeeting by techni cal advisors. Representation
onthe Committee shall include one person from the Unionand
appropriaterepresentativesfromthePostal ServiceAreaOffice.
The Chairmanwill bedesignated by the Employer.

C. TheEmployerwill makeHealth Serviceavailablefor
thetreatment of jobrelatedinjury orillnesswhereit determines
they areneeded. TheHealth éervi cewill beavailablefromany
of the following sources: U.S. Public Health Service; other
government or public medical sources within the area;
Independent or privatemedical facilitiesor servicesthat canbe
contractedfor; orintheevent funds, spacesand personnel are
available for such purposes, they may be staffed at the
installation. The Employer will promulgate appropriate
regulationswhich comply with applicableregul ations of the
Office of Workers' Compensation Programs, including
employeechoiceof healthservices.

D.  The Employer will comply with Section 19 of the
Williams-Steiger Occupationa Sarety and Health Act.

Section4. L ocal Safety Committee

Ateach postal install ation having 50 or moreemployees, aJoint
Labor-Management Safety and Health Committee will be
established. Ininstallationshaving fewer than 50 empl oyees,
installation heads are encouraged to establish similar
committeeswhen requested by the Union. Whereno Safety and
HealthCommitteeexists, safety and healthitemsmay beplaced
ontheagendaand discussed at |abor-management meetings.
Thereshall beequal representation onthe Committeebetween
the Union and management. The representation on the
Committeetobespecifically determined by theEmployer and
theUnionshall include oneperson fromtheUnion, exceptin
installationswithtwo or moreAPWU craftswhereuptotwo
persons may be designated by the Union, and appropriate
management representatives. TheChairmanwill bedesignated
by the Employer.
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Itisrecognized that under somecircumstances, thepresenceof
an additional employee emﬂoyed at theinstallation will be
useful totheloca Safety and Health Committeebecause of that
employee’ sspecia expertiseor experiencewiththeagendaitem
being discussed. Under these circumstances, which will not
normally be applicableto most agendaitems, theemployee
may, at therequest of the Union, bein attendance only for the
timenecessary to discussthat item. Payment for theactual time
spent at such meetingsby theemployeewill beat theapplicable
straight-timerate, providing thetime spent isapart of the
employee' sregular workday.

Section5.  Subjectsfor Discusson

Individual grievances may bemadethesubject of discussion
during local Safety and Health Committee meetings, in
accordancewithArticle14, Section 2.

Section6. EmployeeParticipation

Itisthe intent of this program to insure broad exposure to
employees, to develop interest by active participation of
employees, to insure new ideas being presented to the
Committeeandto makecertainthat employeesinall areasof an
install ation havean opportunity toberepresented. Atthesame
time, itisrecognized that for theprogramto beeffective, itis
desirabletoprovidefor acontinuity inthecommitteework from
yeartoyear. Therefore, except for the Chairmanand Secretary,
theCommitteemembersshall servethree-yeartermsandshall at
thediscretion of theUnionbeeligibletosucceed themselves.

Section7. Local CommitteeM eetings

The Safety and Health Committeeshal | meet at | east quarterly
and at such other timesasrequested by aCommittee member
and approved by the Chairmanin order to discusssignificant
problemsor items. Themeeting shall beonofficia time. Each
Committeemember shall submit agendaitemsto the Secretary
at least three (3) daysprior to themeeting. A member of the
Health Unitwill beinvitedto participateinthemeeting of the
Labor-Management Safety and Health Committee when
agendaitem(s) relatetotheactivitiesof theHealth Unit.

Section8.  Local CommitteeResponsbilities

A.  TheCommitteeshall review the progressin accident
prevention and health at theinstall ation; determine program
areas which should have increased emphasis; and it may
investigatemajor accidentswhichresultindisablinginjuries.
Ita’n_sg)roperly relatingto emp_loy_eesafeLt}/ and health shall be
considered appropriatediscussionitems. Uponatimely request,
information or records necessary for thelocal Safety and Health
Committeetoinvestigatereal or potential safety and health
issueswill be made availableto the Committee.

Inaddition, the Committee shall promotethe cause of safety
and hedthintheinstallationby:

1 Reviewing safety and health suggestions, safety
training recordsand reportsof unsafeconditionsor
practices.

2. Reviewinglocal safety and healthrules.
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3. ldentifying employee unsafe work practices and
assistinginenforcing safety work rules.

4. Reviewingupdatedlist of hazerdousmaterialsusedin
theingtallation.

5. ldentifyingareasinwhichitisappropriatetorequire
the presence of an additional person while
maintenance work assignments are performed in
hazardous areas to ensure adequate safety precau-
tions.

Oncesuchwork assignmentsareidentified, thecommittee
will develop an on-the-job safety review/anal ¥si s(Form
1783) todocument that an additional personwill beusedto
avoidor minimizeidentifiedhazards.

The Committee shall at its discretion render reportsto the
installation head and may at itsdiscretion makerecommenda-
tionstotheinstall ation head for action on mattersconcerning
safety andhealth. Theingtallationhead shall withinareasonable
period of timeadvisethe Committeethat therecommended
action hasbeen taken or advisethe Headquarters Safety and
Health Committeeand thePresident of thelocal Unionastowhy
it hasnot. Any member of the Committee may also submita
written report to the Headquarters Safety and Health Committee
in the event the Committee’s recommendations are not
implemented.

Upon proper written request tothe Chai rman of theCommittee,
on-the-spot inspectionof particul ar troublesomeareasmay be
madeby individual Committeemembersor aSubcommitteeor
the Committee as a whole. Such request shall not be
unreasonably denied. When so approved, the Committee
membersshall beon official timewhilemaking suchinspection.

TheUnionrepresentativesfromthelocal Safety and Health

Committeemay partici [%aleontheannual inspection, conducted
by District safety and heal th services personnel inthemain

facility of each Processing and Distribution Center, Facility and
BMC, providedthat theUnion representsemployeesat themain

facility of theProcessing and Distribution Center, Facility or

BMCbeinginspected. Inno caseshall therebemorethan one
(1) Unionrepresentativeon suchinspectionsexceptin 200man-

year facilities where up to (2) union representatives may
participate.

The Union representative from thelocal Safety and Health
Committeemay participateon other inspectionsof themain

facility of each post office, Processing and Distribution Center,
Facility,BMC, or other installationwith 100 or moremanyears
of employment intheregular work force, and of anindividual

station or branch wherethestation or branch has 100 or more
manyearsof employment intheregular work force, provided
that the Unionrepresentsemployeesat themainfacility or
stationor branchand providedthat theUnionrepresentativeis
domiciled at the main facility or station or branch to be
inspected. If theUnionrepresentativetothelocal Safety and
Hedlth Committeeisnot domiciled at themainfacility or station
or branchto beinspected and if the Union representsemployees
at themainfacility or station or branch, at theUnion’ soption, a
representative from the Committee may participateonthe
inspection (at noadditional cost for theEmployer) ortheUnion
may designatearepresentativedomiciled at themainfacility or
stationor branchtobeinspectedto participateontheinspection.
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Innocaseshall therebemorethanone (1) Unionrepresentative
onsuchinspections.

The Union representativefrom thelocal Safety and Health
Committee may participate on theannual inspection of each
installationwith lessthan 100 man yearsof employmentinthe
regular work force, where such Committee exists in the
installation beinginspected. Inthoseinstallationsthat do not
haveaSafety andHeal th Committee, theinspector shall afford
theopportunity for an APWU bargaining unit employeefrom
thatinstallationtoaccompany him/her duringtheseinspections.

B. An appointed member of alocal committee will
receivean orientation by the Employer whichwill include:

1. Responsihilitiesof the Committeeanditsmembers.
2. Basicelementsof the Safety and Health Program.

3. ldentification of hazardsand unsafepractices.
4

Explanation of reportsand statisticsreviewed and
analyzed by theCommittee.

C.  Whereaninvestigation boardisappointed by aVice-
President, AreaOperationsor aDistrict Manager, Customer
Servicestoinvestigateafatal or seriousindustria non-criminal
accident and/or injury, the Union at the installation will be
advised promptly. When requested by the Union, a
representativefromthelocal Safety and Heal){h Committeewill
be permitted to accompany theboardinitsinvestigation.

D. Ininstallationswhereemployeesrepresented by the
Unionaccept, handleand/or transport hazardousmeterials, the
Employer will establish a program of promoting safety
awareness through communications and/or training, as
appropriate. Elementsof suchaprogramwouldinclude, but not
belimitedto:

1. Informational postings, pamphletsor articlesinPostal
and AreaBulletins.

2. Distribution of Publication 52 to employeeswhose
dutiesrequireacceptanceof and handling hazardousor
perishableitems.

3. On-the-jobtraining of employeeswhosedutiesrequire
the handling and/or transportation of hazardous or
perishableitems. Thistrainingwill include, butisnot
limited to, hazardidentification; proper handling of
hazardousmaterials; personal protective equipment
availability and its use; cleanup and disposa
requirementsfor hazardousmaterials.

4. All mailbagscontaining any hazardousmaterials, as
defined in Publication 52, will be appropriately
identified so that the employee handling themail is
awarethat themailbag containsoneor morehazardous
materia packages.

5. Persona protectiveequipment will bemadeavailable

toemployeeswho areexposed to spillsand breskageof
hazardousmaterials.

55



Section9.  Field Federal Safety and Health Councils

InthosecitieswhereField Federal Safety and Health Councils
exist, onerepresentativeof theUnionwhoisontheL ocal Sefety
and Health Committeein anindependent postal installationin
that city and who servesasamember of such Councils, will be
permitted to attend the meetings. Such employee will be
excused from regularly assigned duties without |oss of pay.
Employer authorized payment asoutlined abovewill begranted
at theapplicablestraight timerate, provided thetimespentin
such meetingsisapart of theemployee' sregular work day.

(TheprecedingArticle, Article14, shall apply to Transitional
Employees)

ARTICLE 15
GRIEVANCE-ARBITRATION PROCEDURE

Sectionl. Definition

A grievanceisdefined asadispute, difference, disagreement or
complaint between the parties related to wages, hours, and
conditionsof employment. A grievanceshall include, butisnot
limited to, thecomplaint of an employeeor of theUnionwhich
involvestheinterpretation, applicationof, or compliancewith
theprovisionsof thisAgreement or any local Memorandum of
Understanding not in conflict withthisAgreement.

Section2. GrievanceProcedure Steps
Sep 1

(@ Any employee who feels aggrieved must discuss the
grievance with the employee’ simmediate supervisor within

fourteen (14) days of the date on which theemployeeor the
Unionfirstlearned or may reasonably have been expectedto
havelearned of itscause. Theemployee, if heor shesodesires,

may be accompanied and represented by the employee's
steward or aUnionrepresentative. TheUniona somay initiate
agrievanceat Step| within14 daysof thedatetheUnionfirst

became aware of (or reasonably should have becomeaware of)
the facts giving rise to the grievance. In such case the
participation of anindividual grievantisnot required. A Stepl

Uniongrievancemay involveacomplaint affectingmorethan
oneemployeeintheoffice. WhentheUnionfilesaclassaction
grievance, Management will designate the appropriate
employer representative responsible for handling such
complaint.

(®  Inanysuchdiscussionthesupervisor shall haveauthority
to settle the grievance. The steward or other Union
representativelikewiseshall haveauthority tosettleor withdraw
thegrievanceinwholeor in part. No resolution reached asa
result of such discussion shall beaprecedent for any purpose.

(ﬁ) If noresolutionisreached asaresult of suchdiscussion,
thesupervisor shall render adecision orally stating thereasons
for the decision. The supervisor’s decision should be stated
duringthediscussion, if possible, butinnoeventshall itbegiven
to the Union representative (or the grievant, if no Union
representativewasrequested) later thanfive (5) daysthereafter
unlessthepartiesagreeto extend thefive(5) day period. Within
five(5) daysafter thesupervisor’ sdecision, thesupervisor shall,
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attherequest of theUnionrepresentative, initial thestandard
grievanceformthat isused at Step 2 confirming thedateupon
whichthedecisionwasrendered.

TheUnionshall beentitledto appeal anadversedecision
to Step 2 of thegrievance procedurewithinten (10) daysafter
receipt of thesupervisor’ sdecision. Such appeal shall bemade
by completing a standard grievance form developed by
agreement of the parties, which shall include appropriate space
foratleastthefollowing:

1 Detailed statement of facts;
2. Contentionsof thegrievant;
3. Particular contractual provisionsinvolved; and
4. Remedy sought.
Step 2:

(& Thestandard grievanceformappealingto Step2shall be
filedwiththeinstall ationhead or designee. Inany associate
officeof twenty (20) or lessemployees, the Employer shall
designate an official outside of theinstallation asthe Step 2
official, and shall sonotify theUnion Step 1 representative.

(b  Anygrievanceinitiatedat Step 2, pursuanttoArticle2or
14 of thisAgreement, must befiledwithin 14 daysof thedateon
which the Union or the employee first learned or may
reasonably havebeen expectedto havelearned of itscause.

(c) Theinstalation head or designee will meet with the
steward or aUnion representative asexpeditiously aspossible,
but nolater than seven (7) daysfollowing receipt of the Step 2
appeal unless the parties agree upon a later date. In al
grievancesappea edfrom Step 1 or filed at Step 2, thegrievant
shall berepresentedin Step 2for al purposesby asteward or a
Union representative who shall have authority to settle or
withdraw thegrievanceasaresult of discussionsor compromise
inthisStep. Theinstallationhead or designeein Step 2 alsoshall
haveauthority togrant or settlethegrievanceinwholeorinpart.

(d  AtthemeetingtheUnionrepresentativeshall makeafull
and detailed statement of facts relied upon, contractual
provisions involved, and remedy sought. The Union
representative may also furnish written statements from
witnessesor other individuals. The Employer representative
shall also make a full and detailed statement of facts and
contractual provisionsrelied upon. Theparties' representatives
shall cooperatefullyintheefforttodevelopall necessary facts,
including the exchange of copies of all relevant papers or
documents in accordance with Article 31. The parties’
representatives may mutually agree to jointly interview
witnesseswheredesirabletoassurefull development of all facts
and contentions. Inaddition, in casesinvolving dischargeeither
party shal havetheright to present nomorethantwo witnesses.
Suchright shall not precludethepartiesfromjointly agreeingto
interview additional witnessesasprovided above.

(e Any settlement or withdrawal of agrievancein Step 2
shall beinwriting or shall benoted on the standard grievance
form, but shall not beaprecedent for any purpose, unlessthe
partiesspecifically soagreeor developan agreement todispose
of futuresimilar or related problems.
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(f)  Whereagreementisnot reached the Employer’ sdecision
shall befurnished to the Union representativeinwriting, within
ten (10) daysafter the Step 2 meeting unlessthe partiesagreeto
extendtheten (10) day period. Thedecisionshall includeafull
statement of theEmployer’ sunderstanding of (1) al relevant
facts, (2) the contractual provisionsinvolved, and (3) the
detailedreasonsfor denial of thegrievance.

(9 If theUnion representative believesthat the facts or
contentions set forth in the decision are incomplete or
inaccurate, such representative should, withinten (10) daysof
receipt of the Step 2 decision, transmit to the Employer’s
representativeawritten statement setting forth correctionsor
additionsdeemed necessary by the Union. Any such statement
must beincludedinthefileaspart of thegrievancerecordinthe
case. Thefiling of such correctionsor additionsshall not affect
thetimelimitsfor appeal to Step 3or arbitration.

()  TheUnionmay appeal anadverseStep 2decisionto Step
3. Any such appea must bemadewithinfifteen (15) daysafter
receipt of the Employer's decision unless the parties
representativesagreeto extendthetimefor appeal. However,
the Union may appeal an adverse Step 2 decisiondirectly to
arbitration for disciplinary grievancesor contract grievances
whichinvolvetheinterpretation, application of, or compliance
withtheprovisionsof any local Memorandumof Understanding
notinconflict withthisAgreement, and thoseissuestheparties
have agreed are appeal ed to Expedited Arbitration. These
%rie_van(_:es will be appealed to the appropriate Grievance/

rbitration Processing Center withinthirty (30) daysafter the
receipt of the Employer’ s Step 2 decision. Any appeal must
include copies of (1) the standard grievance form, (2) the
Employer’ swritten Step 2 decision, and, if filed, (3) theUnion
correctionsor additionstothe Step 2 decision.

Step 3:

(&  Anyapped fromanadversedecisionin Step2shall bein
writingtotheappropriatemanagement official at theGrievance/
Arbitration Processing Center, withacopy totheEmployer’s
Stgg; representative, and shall specify thereasonsfor the
appedl.

gb{ Thegrievant shall be rg)resented atthe Emé)l oyer’sStep
evel by aUnion’ sRegiona representetive, or designee. The
Step 3 meeting of the parties’ representativesto discussthe
grievanceshall beheldwithinfifteen (15) daysafter it hasbeen
appealed to Step 3. Each party’s representative shall be
responsible for making certain that all relevant facts and
contentions have been devel oped and considered. TheUnion
representative shall have authority to settle or withdraw the
grievanceinwholeor in part. The Employer’ srepresentative
likewiseshall haveauthority togrant thegrievanceinwholeor
inpart. Inany casewheretheparties’ representativesmutually
concludethat relevant factsor contentionswerenot devel oped
adequately in Step 2, they shall have authority toreturnthe
grievancetothe Step 2leve for full development of dl factsand
further considerationat that level. Insuchevent, theparties’

representativesat Step 2 shall meet within seven (7) daysafter
thegrievanceisreturnedto Step 2. Thereafter, thetimelimits
and proceduresapplicableto Step 2 grievancesshall apply.

(c) TheEmployer’ swritten Step 3 decisiononthegrievance
shall beprovidedtotheUnion’ sStep 3representativewithin
fifteen (15) daysafter thepartieshavemetin Step 3, unlessthe
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partiesagreeto extend thefifteen (15) day period. Suchdecision
shall statethereasonsfor thedecisionindetail and shal include
a statement of any additional facts and contentions not
previously set forthintherecord of the grievance asappealed
fromStep2. Ifeither paréy’ sSteﬁISreprmativebelievathat

an interpretiveissueunder the National Agreement or some
supplement thereto which may be of general applicationis
involved in the case, the issue will be discussed with the
appropriateNational Union/Management Representativesat

the Headquarters Level. If either party’s National

Representativedeterminestheissuetobeinterpretive, awritten
noticewill besenttotheother party specifyingindetall thefacts
givingrisetothedispute, the preciseinterpretiveissuesto be
decided andtheinitiating party’ scontention. Thegrievance(s)

shall be held at the Area and/or District Level pending
discussion at the national level or the outcome of aNational

Arbitration award.

(d TheUnionmay appeal an adversedecisiondirectly to
arbitration at the appropriate Grievance/Arbitration Processing
Center within twenty-one (21) days after thereceipt of the
Employer’ s Step 3 decisionin accordancewith the procedure
hereinafter set forth.

() Wheregrievancesapped edto Step 3involvethesame, or
substantially similar issuesor facts, one such grievancetobe
selected by the Union representative shall be designated the
“representative” grievance. If not resolved at Step 3, the
“representative” grievance may be appealedto arbitrationin
accordance with the above and placed at the head of the
appropriatearbitrationdocket, or theissuewill bereferredtothe
parties’ national representatives at the Headquarters level
pursuant to (c) above. All other grievanceswhich havebeen
mutually agreed to as involving the same, or substantially
similar issuesor factsasthoseinvolvedinthe“ representative”
grievance shall be held at Step 3 pending resolution of the
“representative’ grievance, provided they weretimely filed at
Step 1 and properly appeal edto Steps2 and 3inaccordancewith
thegrievancepri ure.

Following resolution of the“ representative” grievance, the
partiesinvolvedinthat grievanceshall meet at Step 3to apply
theresol ution to the other pending grievancesinvolvingthe
same, or substantially similar issuesor facts. Disputesover the
applicability of theresolutionof the representative” grievance
shall beresolved through the grievance-arbitration procedures
contained in this Article; in the event it is decided that the
resolution of the* representative’ grievanceisnot applicableto
aparticular grievance, themeritsof that grievanceshall alsobe
congidered.

(f) In order to discourage the filing of multiple local
grievancesinvolvingany new or changed District or Area-wide
policy, instructions, or guidelines, the APWU Regional
Coordinator or National BusinessAgent may fileonegrievance
concerning such policy, instructions, or guidelines, directly at
Step 3 of thegrievanceprocedure. Thegrievancemay befiled
within fourteen (14) days of the date on which such union
representative first learned or may reasonably have been
expectedtohavelearned of theimplementationof suchpolicy,
ingtructions, or guidelines. Timely local grievances, whichhad
already been filed concerning such policy, instructions, or
guidelines, will beheld at or returned to Step 2 of thegrievance
procedure, as applicable, pending the resolution of the
grievancefiled directly at Step 3. Thereafter, local grievances
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will befinally adjudicatedin accordancewith theresol ution of
the grievance filed directly at Step 3. If not resolved, the
grievancefileddirectly at Step 3may beappealedtoarbitration
within twenty-one (21) days and placed at the head of the
appropriate arbitration docket.

Step 4

(@ Inany dispute properly initiated at this Step by the
appropriateNational Union/M anagement Representative, the

artiesshall meet at theNational level promptly, butinnoevent
ater thanthirty (30) daysafterinitiating suchdisputeinaneffort
todefinethepreciseissuesinvolved, developall necessary facts
and reach agreement. The Union representative shall have
authority to settleor withdraw thedisputeinwholeor inpart.
TheEmployer’ srepresentativeshal | haveauthority togrant or
settle the dispute in whole or in part. The parties’ Step 4
representativesmay, by mutual agreement, returnany disputeto
Step 3where(a) the partiesagreethat no national interpretive
issueisfairly presented or (b) it appearsthat all relevant facts
havenot been devel oped adequately. In such event, theparties
shall meet at Step 3withinfifteen (15) daysafter thedisputeis
returned to Step 3. Thereafter the proceduresandtimelimits
applicableto Step 3grievancesshall apply. Shouldtheparties
attheNational level fail toreachagreement, thenwithinfifteen
(15) daysof suchmeetingeach party shall providetheother with
a statement in writing of its understanding of the issues
involved, andthefactsgivingrisetotheinterpretivedispute. In
theevent thepartieshavefailed toreach agreement withinsixty
(60) daysof theinitiation of thedispute, the Unionthenmay
gppedl ittonational arbitrationwithinthirty (30) daysthereafter.
Any local grievancesfiled onthespecificinterpretiveissueshall
beheldinabeyanceat the appropriatelevel pending resolution
of thenational interpretivedispute.

Section3.  Mediation

Wherethelocal partiesidentify theneedfor either assistancein
thegrievance/arbitration procedureor theneedtoimprovethe
|abor/management relationship, the following mediation
processmay beinvoked:

A. The local installation head and the local Union
president (local parties) may jointly initiate a request for
mediation where they identify such a need in a particular
installation. Suchjoint request must beinwritingand submitted
totheparties designated Area/Regiondl level representatives.

B. Such Area/Regional level representatives may also
recommend mediationfor aparticular installation. However,
when arecommendation for mediationismadeby the Area/
Regional level representatives, such recommendation must be
discussed with and agreed to by the local parties before the
mediation processcan beinvoked at thelocd site.

C. Themediationwill beconductedjointly by theUnion
official designated by the President of the Union and
management official designated by the Vice President/L abor
Relations (USPS). The designated officials will have been
trained, and/or certified in the disputeresolution process. Such
designated union/management mediation representativeswill
beutilizedtoassistthelocal partiesinanefforttoresolvetimely
grievances, asdefinedinArticle15, Sections1and 2, aswell as
any identified local issuesor problems.
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D. The designated union/management mediation
representativeswill meet at thelocal installationwithinthirty
(30) daysof thejoint mediation request, whichisdescribedin
Section3.A or Babove. Atleast seven(7) daysprior totheon-
Stemeeting, theloca partieswill jointly a?rOVi dethemediation
representatives with an agenda and al available relevant
information. Intheeventthelocal partiescannot agreeonan
agendafor mediation, each party will submit their respective
agendastothemediation representativesseven (7) daysprior to
theon-sitemeeting, aswell asall avail ablerel evantinformation.

E. Themediation will be held with thelocal partiesto
explore ways of resolving the previously submitted agenda
items, as well as to seek ways of improving the labor/
management climatewithintheinstallation. Themediation
process, including all meetings connected with mediation, is
consideredtobeoff-the-record. However, all resolutionswill
be on the record, in writing and jointly signed by the local
parties. Wherethelocal partiesagree, aparticular mediation
resolution(s) will serve as precedent for that installation,
provided such resolution does not violate the National
Agreement.

If thelocal partiesare unableto reach aresol ution on pending
grievances of those local issues for which they have jointly
requested mediation, then themedi ation representativesmay
jointly resolveany of theabovereferencedissuesor grievances.

F. TheEmployer' smediation representativewill provide
totheappropriateUnionofficia astatement of positiontor each
grievance(s) listed ontheagenda, whichisnot resolvedthrough
mediation, within fifteen (15) dai/s of the final mediation
meeting. Within twenty-one (21) days of receipt of the
statement of position, theUnionmay appeal suchgrievance(s)
toDistrictlevel arbitration.

Section4. GrievanceProcedure-General

A. Thepartiesexpectthat goodfaithobservance, by their
respectiverepresentatives, of the principlesand proceduresset
forth above will result in settlement or withdrawal of
substantially all grievancesinitiated hereunder at thelowest
possi blestep and recogni zetheir obligationtoachievethat end.
Every effort shall bemadetoensur etimely complianceand
payment of monetary grievancesettlementsand ar bitration
awards. The Employer agrees that upon receipt of
necessary paperwor k fromthegrievant and/or union,
concer ningagrievancesettlementor arbitrationaward,
monetaryremunerationwill bemade. Thenecessary
paBerwork isthedocumentsand statementsspecifiedin
Subchapter 436.40f theEL M. TheEmployer will provide
theunion copiesof appropriatepay adjustment forms,
includingconfirmationthat such formswer esubmittedto
theappropriatepostal officialsfor complianceand that
actionhasbeentakentoensur ethat affected employee(s)
receivespayment and/or other benefits. Intheeventthat an
employeeisnot paidwithinsixty (60) daysafter submission
of all thenecessary paperwork, such employee, upon
request, will begr anted authorization from management to
receiveapay advanceequal tothenet amount due, or
seventy (70) per cent of thepayment owed theemployee,
whichever isless. Intheevent of adisputebetweenthe
partiesconcerningthecorrect amount tobepaid, the
advancer equir ed by thissectionwill betheamount thatis
notindispute.
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B. Thefailureof theemployeeortheUnioninStep 1, or
theUnionthereafter to meet the prescribed timelimitsof the
Steps of this procedure, including arbitration, shall be
considered as a waiver of the grievance. However, if the
Employer failstoraisetheissueof timelinessat Step 2, or at the
step af which the employee or Union failed to meet the
prescribedtimelimits, whicheverislater, suchobjectiontothe
processing of thegrievanceiswaived.

C. Failure by the Employer to schedule a meeting or
render adecisioninany of the Stepsof thisprocedurewithinthe
timeherein provided (including mutual ly agreed to extension
periods) shall bedeemedtomovethegrievancetothenext Step
of thegrievance-arbitration procedure.

D. Itisagreedthatintheevent of adisputebetweenthe
Union and the Employer as to the interpretation of this
Agreement, such disputemay beinitiated at the Step4level by
either party. Suchadisputeshd| beinitiatedinwritingand must
specify indetail thefactsgivingrisetothedispute, theprecise
interpretiveissuesto bedecided and the contention of either
party. Thereafter thepartiesshall meetin Step4 withinthirty
(30) daysin an effort to define the precise issuesinvolved,
developall necessary facts, and reach agreement. Should they
fail toagree, then, withinfifteen (15) daysof suchmeeting, each
party shall providetheother with astatement inwriting of its
understanding of theissuesinvolved, andthefactsgivingriseto
such issues. In the event the parties have failed to reach
agreement within sixty (60) daysof theinitiation of thedispute
in Step 4, theUnionthen may appeal ittoarbitration, within
thirty (30) daysthereafter. Any local grievancesfiled onthe
specific interpretive issue shall be held in abeyance at the
appropriatelevel pending resol ution of thenational interpretive
dispute.

Section5.  Arbitration
A. GeneralProvisons

1. Arequestforarbitrationshall besubmittedwithinthe
specifiedtimelimit for appeal.

2. Nogrievancemay bearbitrated at theNational level
excef)t when timely notice of appeal isgiven the
Employerinwriting by theNational President of the
Union. Nogrievancemay beappeal edto arbitration
attheDistrict panel level exceptwhentimely notice
of appeal is given in writing to the appropriate
management official at the Grievance/Arbitration
Processing Center by thecertified representativeof
theUnionintheArea. Suchrepresentativeshall be
certified to appeal grievances by the National
President of the Union to the Employer at the
National level.

3. Al grievancesappededtoarbitrationwilI beplaced
ontheappropriatependingarbitrationlistintheorder
inwhichappealed. TheEmployer, in consultation
withtheUnion, will beresponsiblefor maintainin
appropriatedocketsof grievances, asappealed, an
for administrative functions necessary to assure
efficient scheduling and hearing of cases by
arbitratorsat al levels.
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In order to avoid loss of available hearing time,
exceptinNational level cases, aminimum of six ﬁ6)
expedited or three(3) regular cases, whenavailable,
are to be scheduled for each hearing date. In
addition, pending casesonthedocketintheorder in
whichappea ed shouldbeassignedtothedesignated
advocatesnolessthan sixty (60) daysprior tothe
scheduled date and, if possible, the parties will

discussthecasesnolessthanthirty (30) dayspriorto
thescheduled date. Thepartiesagreethat backup
caseswillincludeall casespendingarbitrationatthe
location. These backup caseswill bescheduledin
theorder they appear ontheDistrict docket when
availableintheevent of |atesettlement or withdrawal
of grievancesbeforethehearing. Intheevent that
either party withdraws all caseslessthan five (5)
dayspriortothescheduled arbitrationdate, andthe
partiesareunableto agreeon scheduling other cases
onthat date, the party withdrawing the casesshall

pay thefull costsof thearbitrator for that date. Inthe
event that the partiessettleand/or withdraw all cases
fivb_et(\'—'é%.oré_:ntore days prior to the scheduled
antraiance h—?(kp%msonthe ropriate
arbitrationlist shall bescheduled. Ifthe?:%r’]ti espsettle
cases |lessthanfive(5) daysprior tothescheduled
arbitration date and are unableto agreeto schedule
another case, thepartiesshall sharethecostsof the
arbitrator for that date. Thisparagraphshall notapply

toNational level arbitration cases.

Arbitration hearings normally will be held during
working hourswherepractical. Employeeswhose
attendance as witnesses is required at hearings
during their regular working hours shall be on
Employer time when appearing at the hearing,
provided the time spent asawitnessis part of the
employee’ sregular working hours. Absentamore
ermissivelocal past practiceand at no cost tothe
mployer, theEmployer will permitone(1) change
of work schedule per case schedul ed for arbitration
for eitherthegrievant or awitness, providednaticeis
giventohisor herimmediatesupervisor at | east two
(2) daysprior tothe schedul ed arbitration hearing.

All decisions of an arbitrator will be final and
binding. All decisionsof arbitratorsshall belimited
tothetermsand provisionsof thisAgreement,andin
no event may the terms and provisions of this
Agreement bealtered, amended, or modified by an
arbitrator. UnlessotherwiseprovidedinthisArticle,
all costs, fees, and expensescharged by anarbitrator
will beshared equally by the parties.

All arbitratorsontheRegular District Panelsandthe
Expedited Panelsand on theNational Panel shall
serve for the term of this Agreement and shall
continueto servefor six (6) monthsthereafter, unless
thepartiesotherwisemutual ly agree.

ArbitratorsontheNational Panel and ontheRegular

and Expedited District Panelsshall beselected by the
Ewetgod agreed upon by the partiesat the National
evel.
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Inany arbitration proceedinginwhichaUnionfedls
thatitsinterestsmay beaffected, it shall beentitledto
intervene and participate in such arbitration
proceeding, butit shall berequiredto sharethecost
of such arbitration equally with any or all other
Union partiestosuch proceeding. Any disputeasto
arbitrability may besubmittedtothearbitrator andbe
determined by such arbitrator. The arbitrator’s
determination shall befina and binding.

B. DigtrictLevel Arbitration-Regular

1

AttheappropriateGrievance/Arbitration Processing
Center four (4) separatelistsof casestobeheardin
arbitrationshall bemaintainedfor theUnion: (&) one
for al removal cases and cases involving
suspensionsfor morethan 14 daysor 14 daysor less
referred from Expedited Arbitration, (b) onefor al
casesreferredtoExpedited Arbitration, (c) onefor
Contract disputes, and (d) one for Impassesfrom
L ocal Negotiations appealed to arbitration at the
appropriateGrievance/ArbitrationProcessingCenter.
In each District separate panel swill be established
for scheduling and hearing cases involving (a)
removal sand suspensionsfor morethan 14 days, and
suspensions of 14 days or less referred from
Expedited Arbitration; (b) Contract disputes, (c)
cases referred to Expedited Arbitration, and (d)
ImpassesfromL ocal Negotiations.

a.  Arbitration hearingsareto be scheduled and
heard within 120 daysfollowing recei pt of the
arbitration appeal, unless the parties agree
uponalater date.

Caseswill bescheduledfor arbitrationintheorderin
which appealed, unless the Union and Employer
otherwiseagree. Prior toarbitration datesbein
scheduledbythepartiesfor thenextround o
scheduling, each party may, at itsoption, advance
onecaseper monthtothetop of thedocket.

Only disciplinecasesinvolving suspensionsof 14
days or less and those other disputes as may be
mutually determined by the partiesshall bereferred
to Expedited Arbitrationinaccordancewith Section
Chereof.

Cases referred to arbitration, which involve
removalsor suspensionsfor morethan 14 days, shall
be scheduled for hearing at the Grievance/
Arbitration Processing Center at theearliest possible
dateintheorder inwhich appealed by theUnion.

If either party believesthat acasereferredto Regular
Arbitrationinvolvesaninterpretativeissueunder the
National Agreement or some supplement thereto
which may beof general application, that party’s
representative shall reclgjest input from their
appropriate National Representative at the
Headquarterslevel. If either party’ srepresentetiveat
the Headquarters level determines the case is
interpretive, anoticewill besenttotheother party.
The case will be held pending the outcome of the
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National interpretive dispute. If both parties
representativesdeterminethe casedoesnot involve
aninterpretiveissue, thecaseif a ready scheduledfor
arbitrationwill beheard beforethesamearbitrator
who was originally scheduled to hear the case.
Further, if thehearing had convened, the casewill
continueat thesamestageof arbitration.

Thearbitratorson each Regular District Panel shall
be scheduledto hear casesonarotating systembasis,
unlessotherwiseagreed by theparties. Thehearin
time available for arbitration will be distribut
amongofficesand crafts.

Normally, therewill beno transcriptsof arbitration
hearings or filing of post-hearing briefsin cases
heard in Regular District level arbitration, except
either party at the National level may request a
transcript. Either party at thehearing may request to
filea post-hearing brief incontractarbitrations. In
Regular District level discipline/discharge
arbitrations, post-hearing briefswill be permitted
only by mutual agreement of the parties or by
directionof thearbitrator. However, each party may
fileawritten statement setting forth itsunderstanding
of the facts and issues and its argument at the
beginning of thehearing and a so shall begivenan
adequate opportunity to present argument at the
conclusionof thehearing.

Thearbitrator in any given case should render an
awardthereinwithinthirty (30) daysof thecloseof
therecordinthecase.

C. DistrictLevel Arbitration-Expedited

1

Thepartiesagreeto continuetheutilizationof an
expedited arbitration systemfor disciplinary casesof
14 days suspension or less which do not involve
interpretation of the Agreement and for such other
casesasthepartiesmay mutually determine.

If either party concludesthat theissuesinvolved are
of such comﬂl exity or significance as to warrant
referencetotheRegular District ArbitrationPanel,
that party shall notify the other party of such
referenceat | east twenty-four (24) hoursprior tothe
scheduledtimefor theexpedited arbitration.

Thehearing shall beconductedin accordancewith
thefollowing:

a thehearingshall beinformal;
b.  nobriefsshall befiled or transcriptsmade;

thereshall benoformal rulesof evidence;

[

d.  the hearing shall normally be completed
within oneday;

e if the arbitrator or the parties mutually
conclude at the hearing that the issues
involvedareof suchcomplexity or sgnificance
astowarrant referencetotheRegular District
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Arbitration Panel, the case shall bereferredto
that panel; and

f.  thearbitrator may issueabenchdecisionatthe
hearingbutinany event shall render adecision
withinforty-eight (48) hoursafter conclusion
of thehearing. Such decision shall bebased on
the record before the arbitrator and m
includeabrief writtenexplanationof thebas's
for such conclusion. Thesedecisionswill not
be cited as a precedent. The arbitrator’s
decision shall be final and binding. An
arbitrator who issues abench decision shall
furnish awritten copy of the award to the
partieswithin forty-eight (48) hours of the
closeof thehearing.

No decisionby amember of the Expedited Panel in
such acase shall be regarded as a precedent or be
citedin andy future proceeding, but otherwisewill be
afinad andbinding decision.

The Expedited Arbitration Panel shall bedeveloped
by theNational parties, onaDistrict level.

D. National Leve Arbitration

1

Only casesinvolvinginterpretiveissuesunder this
Agreement or supplements thereto of general
applicationwill bearbitrated at theNational Tevel.

A docket of cases appealed to arbitration at the
National level shall bemaintainedfor theUnion. The
arbitratorson theNational Panel shall be scheduled
to hear cases on a rotating system basis, unless
otherwiseagreed by theparties. Caseson thedocket
will bescheduledfor arbitrationintheorderinwhich
appeal ed, unlessthe Union and Employer otherwise
agree.

Section6.  Administration

Thepartiesrecognizetheir continuingjoint responsibility for
efficient functioning of thegrievance procedureand effective
useof arbitration. Commencing April 1, 1979, and quarterly
thereafter, the Employer will furnishto the President of the
Union acopy of aquarterly report containing thefollowing
information covering operation of thearbitration procedureat
the National level, and for each Grievance/Arbitration
Processing Center separately:

@
Q)]
©
@

©

number of casesappesl edtoarbitration;
number of casesscheduledfor hearing;
number of casesheard,

number of scheduled hearing dates, if any, whichwere
not used,

thetotal number of cases pending but not scheduled at
theendof thequarter.

(TheprecedingArticle, Article15, shall apply to Transitional
Employees)
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ARTICLE 16
DISCIPLINE PROCEDURE

Stionl Rimdpes

Intheadministration of thisArticle, abasic principleshall be
that discipline should be corrective in nature, rather than
Puni_tive. Noempl o%/ee may bedi sciplined or discharged except

or just cause such as, but not limited to, insubordination,
pilferage, intoxication (drugsor a cohol),incompetence, failure
to perform work asrequested, violation of the terms of this
Agreement, or failureto observesafety rulesandregul ations.
Any such discipline or discharge shall be subject to the
grievance-arbitration procedureprovidedfor inthisAgreement,
which couldresultinreinstatement and restitution, including
back pay.

Section2. Discussion

For minor offenses by an employee, management has a
responsibility to discuss such matters with the employee.
Discussions of thistype shall be held in private between the
employee and the supervisor. Such discussions are not
considered discipline and are not grievable. Following such
discussions, thereisno prohibition against the supervisor and/or
theempl oyeemakingapersonal notationof thedateand subject
matter for their own personal record(s). However, nonotationor
other information pertaining to such discussion shall be
included in the employee’s personnel folder. While such
discussions may not be cited as an element of prior adverse
record in any subsequent disciplinary action against an
employee, they may be, whererelevant andtimely, relied upon
to establish that employees have been made aware of their
obligationsand responsibilities.

Section3. Letter of Warning

A letter of warning isadisciplinary noticeinwriting, identified
asanofficial disciplinary | etter of warning, whichsnall include
an explanation of adeficiency or misconduct to becorrected.

Section4.  Suspensionsof 14Daysor L ess

Inthecaseof disciplineinvolving suspensionsof fourteen (14)
daysor less, theemployee against whom disciplinary actionis
sought to beinitiated shall be served with awritten noticeof the
chargesagainst theempl oyeeand shall befurther informedthat
he/she will be suspended after ten (10) calendar days during
whichten-day periodtheemployeeshall remainonthejoboron
theclock (inpay status) at theoptionof theEmployer. However,
if atimely grievance isinitiated, the effective date of the
suspensionwill bedelayed until disposition of thegrievance,
either by settlement or anarbitrator’ sfinal andbindingdecision.
Theemployeeshall remainonthejob or ontheclock (inpay
status) at theoptionof theEmployer.

Section5.  Suspensionsof M oreThan 14 Daysor
Discharge

Inthecaseof suspensionsof morethan fourteen (14) days, or of
discharge, any employee shall, unless otherwise provided
herein, beentitledto an advancewritten noticeof thecharges
against him/her and shall remaineither onthejob or ontheclock
at theoption of theEmployer for aperiod of thirty (30) days.
Thereafter, theemployeeshall remainontherolls(non-pay
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status) until disposition of the case has been had either by
settlement with the Union or through exhaustion of the
grievance-arbitration procedure. A preference eligible who
choosesto appeal asuspension of morethan fourteen (14) days
or his/her dischargeto the Merit Systems Protection Board
(MSPB) rather than through the grievance-arbitration
procedure shall remain on the rolls (non-pay status) until
disposition of the case has been had either by settlement or
through exhaustion of his’her MSPB appeal . When thereis
reasonabl e causeto believean employeeisguilty of acrimefor
which a sentence of imprisonment can be imposed, the
Employerisnotrequiredtogivetheemployeethefull thirty (30)
daysadvancewritten noticein adischargeaction, but shal give
suchlesser number of dg}v)sadvancewritten noticeasunder the
circumstancesisreasonableand canbejustified. Theemployee
isimmediately removed fromapay statusat theend of thenotice

period.
Section6.  IndefiniteSuspension Crime Situation

A. TheEmployer may indefinitely suspend anemployee
in those cases where the Employer has reasonable cause to
believean employeeisguilty of acrimefor whichasentenceof
imprisonment can beimposed. Insuch cases, theEmployeris
not required to give the employee the full thirty (30) days
advance notice of indefinite suspension, but shall give such
lesser number of days of advancewritten notice asunder the
circumstancesisreasonableand canbejustified. Theemployee
isi ngr&wedi ately removedfromapay statusat theend of thenctice
period.

B. Thejustcauseof anindefinitesuspensionisgrievable.
Thearbitrator shall havetheauthority toreinstateand makethe
employee whole for the entire period of the indefinite

suspension.

C. If afterfurtherinvestigationor after resolution of the
criminal charges against the employee, the Employer
determinestoreturntheemployeeto apay status, theemployee
shall beentitled to back pay for the period that theindefinite
suspension exceeded seventy (70) days, if theemployeewas
otherwise available for duty, and without prejudice to any
grievancefiled under B. above.

D. The Employer may take action to discharge an
employeeduringtheperiod of anindefinitesuspens onwhether
or not thecriminal chargeshavebeen resolved, and whether or
not such chargeshavebeenresolvedinfavor of theemployee.
Such action must be for just cause, and is subject to the
requirementsof Section5of thisArticle.

Section7. Emergency Procedure

Anemployeemay beimmediately placed onanoff-duty status
(without pay) by the Employer, but remainontherollswherethe
allegation involves intoxication (use of drugs or alcohoal),
pilferage, or failureto observesafety rulesandregulations, orin
cases where retaining the employee on duty may result in
damagetoU.S. Postal Serviceproperty, lossof mail or funds, or
where the employee may beinjuriousto self or others. The
employee shall remain on the rolls (non-pay status) until
dispositionof thecasehasbeenhad. If itisproposed to suspend
suchanemployeefor morethanthirty (30) daysor dischargethe
employee, theemergency action taken under this Section may
bemadethesubject of aseparategrievance.
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Section 8. Review of Discipline

In no case may asupervisor impose suspension or di schar%e
upon anemployeeunlessthe proposed disciplinary action by the
supervisor has first been reviewed and concurred in by the
installationhead or designee.

Inassociate post offices of twenty (20) or lessemployees, or
wherethereisno higher level supervisor than the supervisor
who proposestoinitiatesuspensionor discharge, theproposed
disciplinary action shall first bereviewed and concurredinby a
higher authority outsidesuchinstallationor post officebefore
any proposed disciplinary actionistaken.

Section9. Veterans Preference

A. A preference eligible is not hereunder deprived of
whatever rightsof appeal such employeemay haveunder the
Veterans' PreferenceAct; however, if theemployeeappea's
under the Veterans' Preference Act, the employee will be
deemed to have waived further access to the grievance-
arbitration procedurebeyond step 3under any of thefollowing
circumstances:

1 If anMSPB settlement agreement isreached.

2. If the MSPB has not yet issued a decision on the
merits, but ahearing onthe meritsbeforethe M SPB
hasbegun.

3. If the M SPB issues adecision on the merits of the
appesl

B. Intheeventthegrievanceof apreferencedigibleisdue
tobescheduledinaccordancewith Article15, section5, andthe
preferenceeligiblehasalive M SPB appedl onthesameaction,
thepartieswill not schedulethegrievancefor arbitrationuntil a
final determinationisreached inthe M SPB procedure. If the
grievanceisnot waived under Section9.A 1, 2 or 3above, the
case will be scheduled promptly for arbitration. Should the
grievanceultimately besustained or modifiedinarbitration, the
preferenceeligibleemployeewill havenoentitlement to back
pay under theNational Agreement for theperiodfromthedate
the casewould havebeen schedul ed for arbitration and thedate
itisactually scheduledfor arbitration.

Section 10.EmployeeDisciplineRecor ds

Therecordsof adisciplinary action against an employeeshall
not beconsideredinany subsequent disciplinary actionif there
hasbeen nodisciplinary actioninitiated against theemployee
for aperiod of twoyears.

Upontheemployee' swrittenrequest, any disciplinary noticeor
decision|letter will be removg fromthe emp?oygrey sofficial
personnel folder after twoyearsif therehasbeennodisciplinary
actioninitiated againsttheempl oyeeinthat two-year period.

(Additional provisionsregarding thedisciplineor removal of
Transitional EmployeescanbefoundinAppendixA)
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ARTICLE 17
REPRESENTATION

Stionl Sewards

Stewardsmay be designated for the purpose of investigating,
presenting and adjusting grievances.

Section2.  Appointment of Stewards

A. TheUnionwill certify tothe Employerinwritinga
steward or stewards and alternates in accordance with the
followinggeneral guidelines. Wheremorethanonestewardis
appointed, onesha | bedesignated chief steward. Thesdlection
and appointment of stewardsor chief stewardsisthesoleand
exclusivefunction of theUnion. Stewardswill becertifiedto
represent employeesin specificwork locati onés) ontheirtour;
providednomorethan onesteward may becertifiedtorepresent
employeesin a particular work location(s). The number of
stewards certified shall not exceed, but may belessthan, the
number provided by theformulahereinafter set forth.

Employeesinthesamecraft per tour or station

Upto49 1steward

50t099 2 stewards

100t0 199 3stewards

200t0499 5stewards

5000r more 5 stewards
plusadditional steward
foreach100employees

B. Ataninstalation, theUnion may designateinwriting
totheEmployer oneUnion officer actively employed at that
installationto act asastewardtoinvestigate, present and adjust
a specific grievance or to investigate a specific problem to
determinewhether tofileagrievance. Theactivitiesof such
Unionofficer shall beinlieu of asteward designated under the
formulain Section2.A andshall beinaccordancewith Section
3. Payment, when applicable, shall be in accordance with
Section4.

C. Toprovidestewardservicetoinstallationswithtwenty
or less craft employees where the Union has not certified a
steward, aUnion representativecertifiedtotheEmployerin
writing and compensated by the Union may performtheduties
of asteward.

D. Attheoptionof theUnion, representativesnot onthe
Employer’ spayroll shall beentitledto performthefunctionsof
asteward or chief steward, provided such representativesare
certified in writing to the Employer at the Arealevel and
providing suchrepresentativesact inlieu of stewardsdesignated
undertheprovisionsof 2.A or 2.B above.

E A steward may bedesignatedto represent morethan
onecraft, or toact asastewardinacraft other than his’her own,
whenever theUnion so agrees, and notifiesthe Employerin
writing. Any steward designationsacrosscraft linesmust bein
accordancewiththeformulaset forthin Section 2.A above.

hepreceding Section, Article17.2, shall apply to Transitiona
mployees)
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Section3.  Rightsof Stewards

Whenitisnecessary for astewardtoleavehis/her work areato
investigate and adjust grievances or to investigate aspecific
problemto determinewhether tofileagrievance, thesteward
shall request permission from theimmediate supervisor and
suchrequest shall not beunreasonably denied.

Intheevent thedutiesrequirethestewardleavethework area
and enter another areawithintheinstallation or post office, the
steward must al soreceivepermissionfromthesupervisor from
theother areahe/shewishesto enter and such request shall not
beunreasonably denied.

The steward, chief steward or other Union representative
properly certified in accordance with Section 2 above may
request and shall obtain access through the appropriate
supervisor to review the documents, files and other records
necessary for processing a grievance or determining if a
grievance exists and shall have the right to interview the
aggrieved employee(s), supervisors and witnesses during
working hours. Suchrequestssha | not beunreasonably denied.

Whileserving asasteward or chief steward, anemployeemay
not beinvoluntarily transferred to another tour, to another
station or branch of the particular post office or to another
independent post officeor installation unlessthereisnojobfor
whichtheemployeeisqualified onsuchtour, orinsuchstation
or branch, or post office.

If anemployeerequestsasteward or Unionrepresentativetobe
present during the course of aninterrogation by thelnspection
Service, suchrequest will begranted. All polygraph testswill
continuetobeonavoluntary basis.

(Thepreceding Section, Article17.3, shall apply to Transitional
Employees)

Section 4. Payment of Stewards

TheEmployer will authorize payment only under thefollowing
conditions;

Grievances.

Stepsland2— The aggrieved and one Union
steward -- (only as permitted
under theformulain Section2.A)
fortimeactudly spentingrievance
handling, including investigation
and meetingswiththe Empl %)(er.
The Employer will )
compensateastewardfor thetime
reasonably necessary to write a
grievance. In addition, the
Employer will compensate any
witnessesfor thetimerequiredto
attend aStep 2 meeting.

Mestingscalled by theEmpIe%/erforinformati onexchangeand

other conditions designated by the Employer concerning
contractapplication.
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Employer authorized payment asoutlined abovewill begranted
at theapplicablestraight timerate, providingthetimespentisa
part of theemployee' sor steward’ s(only asprovidedfor under
theformulain Section 2.A) regular work day.

(Thepreceding Section, Article17.4 shall apply to Transitional
Employees)

Section5.  Joint L abor-M anagement Committee
Meetings

A. The APWU through its designated agents shall be
entitled at thenational, APWU regional/lUSPS Area, and local
levels, and at such other intermediate levels as may be
appropriate, to participatein regularly schedul ed Joint Labor
Management Committee meetings for the purpose of
discussing, exploring, and considering with management
mattersof mutual concern; provided neither party shall attempt
tochange, addto or vary thetermsof thisCollectiveBargaining
Agfreement. Thelocal Joint L abor-Management Committee
will meet asneeded, but not |essthan onceevery quarter unless
otherwise provided in the parties' local memorandum of
understanding.

B. Thenationa leve JointLabor-Management Committee
will beco-chaired by the President of the APWU and the Postal
ServiceVice-President of L abor Relationsand becomprised of
anequal number of representativesfor each party asagreed by
theparties. ThisCommitteewill meet asneeded, but noless
than onceevery two monthsto fulfill the purposesand goals
described below.

Thepurposesand goal sof thenational level Joint Labor-
Management Committeewill beto:

1 Promote more effective, open and continuous
involvement betweenthepartiestofurther enhancea
positive working relationship and advance labor-
management cooperation betweentheparties;

2. Jointly pursuestrategieswhich emphasizeimproving
employee working conditions and satisfying the
customer intermsof serviceand costs;

3. Work together to seek waysof improving customer
service, increasing revenue, and reducing postal
codts, and,

4. Provideanopportunity tojointly discussnew Postal
Serviceinitiativesduringtheir devel opment,inasmuch
asthoseinitiativesmight impact onemployeesor as
they might rel ateto employeeworking conditions.
Thesediscussionsmay include, but arenotlimitedto,
thecreation of new positiondescriptions; modifications
to facilities; technological and mechanization
changes; automation implementation; and the
development of new facilitiesand designs.

C. Asneeded, thenationd level Joint Labor-Management
Committee, through mutual agreement, will create
subcommitteesto deal with specificissues. All other national
level committees established pursuant to the terms of this
Agreement, including Safety & Health, Ergonomics and
Training, shall functionassubcommitteesof thenational level
Joint Labor-Management Committee. All subcommittees
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already established or created by thenational level Joint Labor-
Management Committee will report to such Committee, as
necessary, on their specific issues of concern and provide
updatedinformation.

D. In order to further recognize and effect Union/
Management cooperation, therewil | befour nationa level craft
subcommittees created, one for each APWU craft, for the
purpose of jointly addressing specific issues of contract
administrationfor eachsuchcraft. Thesesubcommitteeswill be
co-chaired by the APWU Craft Directorsof each craft and the
Postal ServiceManager of Contract Administration or his’her
designee. AttheUnion’ srequest, theappropriateoperational
manager will attend meetingsto addresstheUnion’ sconcernsor
respond to questions on specific operational issues. Neither
party shall attempt to change, add or vary theterms of this
collectivebargai ning agreement through these subcommittees.

E  Meetingsat thenational and APWU/regiona USPS
Area(except astothe Christmasoperation) level swill not be
compensated by the Employer. The Employer will compensate
onedesignated representative from the Union concerned with
the subject matter of themeeting for actual timespentinthe
meeting at theapplicablestraighttimerate, providingthetime
spent in such meetings is a part of the employee’s regular
scheduledwork day.

Section6. Union Participationin New Employee
Orientation

Duringthecourseof any employment orientation programfor
new employees, arepresentativeof theUnionrepresentingthe
craft or occupational group towhichthenew employeesare
assigned shall beprovided ampleopportunity to addresssuch
new employees, providedthat thisprovisiondoesnot preclude
theEmployer from addressing employeesconcerningthesame
subject.

Health benefit enrolIment information and formswill not be
provided duringorientationuntil suchtimeasarepresentativeof
the Union has had an opportunity to address such new
employess.

hepreceding Section, Article17.6, shall apply to Transitional
mployees)

Section7. DuesCheckoff

A. Inconformity with Section 2 of the Act, 39 U.S.C.
1205, without cost to the Union, the Employer shall deduct and
remit tothe Union theregular and periodic Union duesfromthe
pay of employeesasinstructedinwritingby theUnionandthe
employee, whichwritten assignment by theemployeeshall be
irrevocablefor aperiod of not morethan one(lglyear. The
partiesagreethat the Unionwill havesoleresponsibility forand
control over dueswithholdingandrevocation. TheUnionmust
providethe Postal Servicewith withholding and revocation
information in aformat and within time periodsacceptableto
thePostal Service. TheEmployer agreestoremittotheUnion
al deductionstowhichitisentitledfourteen (14) daysafter the
end of the pay period for which such deductions are made.
Deductions shall bein such amounts as are designated to the
Employer inwriting by theUnion.
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B. Theauthorization of such deductionsshall bemadein
accordancewiththetermsof Standard Form 1187. Revocation
of authorization shall bemadein accordancewith thetermsof
Standard Form 1186.

C. Notwithstanding the foregoing, employees' dues
deduction authorizations (Standard Form 1187) which are
presently onfilewiththeEmployer onbehal f of theUnion part
tothisAgreement, shall continueto behonored and givenfull
forceand effect by the Employer unlessand until revokedin
accordancewiththeir terms.

D. TheUnionshall defend,indemnify, saveand holdthe
Postal Serviceharmlessfromany andall claims, responsibility,
damage, suit, demand, grievanceor other liahility (including
atorney’ sfeesincurredby thePostal Service), whichmay arise
out of any actionstaken by the Postal Servicerequired by the
termsof thisArticleorinrelianceuponinstructionsprovided by
theUnionin connectionwiththeUnion’ soperationand control
over saiddueswithholdingandrevocation.

E  TheEmployeragreesthatitwill continueineffect, but
without cost to employees, its existing ?rogram of payroll
deductions at the reguest and on behalf of employees for
remittancetofinancial institutionsincluding credit unions. In
additionthe Employer agreeswithout cost totheemployeeto
makepayroll deductionson behalf of such organizationasthe
Union shall designate to receive funds to provide group
automobileinsurancefor empl oyeesand/or homeowners/tenant
liability insurancefor employees, provided only oneinsurance
carrier isselected to provide such coverage.

(Thepreceding Section, Article17.7, shall apply to Transitional
Employees)

Section8.  Policy on Telephones

The partiesrecognize that telephones are for official USPS
business. However, the Employer at the local level shall
establishapolicy for theuseof telephonesby designated Union
representatives for legitimate business related to the

ministration of the National Agreement, subject to sound
businessjudgment and practices.

Section9. Inspection of Lockers

ExceptasprovidedinArticle39.3.C, theEmployer agreesthat,
asteward or theemployeeshall begiventheopportunity tobe
present at any inspection of employees’ lockers, exceptin
matters where there is reasonabl e cause to suspect criminal
activity. For ageneral inspectionwhereemployeeshave had
prior notificationof at least aweek, theaboveisnot applicable.

ARTICLE 18
NO STRIKE
Sectionl. StatementofPrinciple

TheUnioninbehalf of itsmembersagreethat it will not call
or sanctionastrikeor slowdown.
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Section2.  UnionActions

TheUnionoritsloca Unions(whether calledloca sor by other
names) will takereasonableactionto avoid such activity and
where such activity occurs, immediately inform strikin
employeesthey areinviolation of thisAgreement and order sai
employeesback towork.

Section3.  UnionLiability

Itisagreedthat theUnionor itslocal Unions(whether called
localsor by other names) which comply with therequirements
of thisArticleshall not beliablefor theunauthorized action of
their membersor other postal employees.

Section4.  Legal Impact

Thepartiesagreethat theprovisionsof thisArticleshall not be
used in any way to defeat any current or future legal action
involving theconstitutionality of existing or futurelegislation
prohibiting Federal employeesfromengaginginstrikeactions.
Thepartiesfurther agreethat theobligationsundertakeninthis
Articleareinnoway contingent uponthefinal determination of
such congtitutional issues.

EI’ heprecedingArticle, Article 18, shall apply to Transitional
mployees)

ARTICLE 19
HANDBOOKSAND MANUALS

Those parts of all handbooks, manuals and published
regul ationsof the Postal Service, that directly relateto wages,

hours or working conditions, as they apply to employees
covered by thisAgreement, shall contain nothing that conflicts
withthisAgreement, and shall becontinuedineffect exceptthat

theEmployer shall havetheright to makechangesthat arenot
inconsistentwiththisAgreement andthat arefair, reasonable,

and equitable. Thisincludes, butisnot limited to, the Postal

ServiceManual andtheF-21, Timekeeper' sInstructions.

Noticeof such proposed changesthat directly relatetowages,
hours, or working conditionswill befurnishedtotheUnion at
thenational level atleast sixty (60) daysprior toissuance. The
Employer shall furnish theUnion with thefollowing
infor mation about each proposed change: anarrative
explanation of thepur poseand impact on employeesand
any documentation concer ningtheproposed changefrom
themanager S;SR whorequested thechangeaddressingits
pur poseand effect. Proposed changeswill befurnishedtothe
Union by hard copy or, if available, by electronicfile. Atthe
reguest of the Union, the partiesshall meet concerning such
changes. IftheUnion requestsameeting concerning
proposed changes, the meeting will be attended by
manager s)whoareknowledgeableaboutthepurtposeofthe
proposed changeanditsimpact on employees. IftheUnion,
after the meeting, believes the proposed changesviolatethe
National Agreement (includingthisArticle), it may thensubmit
the issue to arbitration in accordance with the arbitration
procedurewithin ninety (90) daysafter receiptof thenoticeof
Broposed change. Withinfifteen (15) daysafter theissuehas

een submitted to arbitration, each party shall providetheother
withastatementinwriting of itsunderstanding of the precise
issuesinvolved, andthefactsgivingrisetosuchissues. Copies
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of those partsof all new handbooks, manual sand regul ations
that directly relatetowages, hoursor working conditions, as
they apply toemployeescovered by thisAgreement, shall be
furnishedtotheUnionuponissuance.

Article 19 shall apply in that those parts of all handbooks,

manual sand published regulationsof the Postal Service, which
directly rel atetowages, hoursor working conditionsshall apﬁly

totransitional employeesonly totheextent consi stentwithother

rightsand characteristicsof trangitional employeesnegotiatedin

thisAfgrea*nent andotherwiseasthey aoplytothewaﬁpl ementa

work force. TheEmployer shall havetheright to makechanges
to handbooks, manua sand published regul ationsasthey relate
totransitional employeespursuant tothesamestandardsand
proceduresfound in Article 19 of thisAgreement.

ARTICLE 20
PARKING

Sectionl. National Study Committee

Theexisting parking programwill remainineffect. Thereshall
beestablished at thenational level, asasubcommitteeof the
national Joint Labor-Management Committee, aNational Study
Committeeon Parkinginorder toimprovetheparkingprogram
at existing facilitiesand to recommend such programsfor new
fecilities.

Section2.  Security

Recognizing the need for adequate security for employeesin
parking areas, and whileenrouteto and from parking areas, the
Employerwill takereasonablesteps, based onthe specificneeds
of the individual location, to safe%uard employee security,
including, but not limited to, establishing liaison with local
police authorities, requesting the assignment of additional
uniformed policeinthearea, improvinglightingand fencing,
and, whereavailable, utilizing mobilesecurity forcepatrols.

Section3.  Labor-Management Committee

Parking is a proper subject for discussion at local Labor-
Management Committee meetings. The location of new,
additional, or improved parking facilities; the number of
parking spaces; security and lightingintheparking areasaswell
assimilar subjectsare proper agendaitemsfor such meeti nﬁ(&
The local Labor-Management Committee may make
recommendationsto the installation head concerning such
subjects.

(TheprecedingArticle, Article20, shall apply to Transitional
Employees)

ARTICLE21
BENEFIT PLANS

Sectionl. HealthBenefits
The method for determining the Employer bi-weekly
contributionstothecost of employeeheal thinsuranceprograms

under the Federal Employees Health Benefits Program
(FEHBP) will beasfollows:
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A.  TheOfficeof Personnel Management shall calculatethe
subscription chargesunder theFEHBPthat will beineffect the
following January with respect toself only enrolImentsand self
andfamily enroliments.

B.  Thebi-weekly Employer contributionfor self only and
self and family plansisadjustedto anamount equal to 85% of
thewei ghted averagebi-weekly premiumsunder theFEHBPas
determined by the Office of Personnel Management. The
adjustment beginsontheeffectivedatedetermined by the Office
of Personnel Managementin January 2002, January 2003
and January 2004,

C. Theweighttobe given toaparticular subscription charge
for each FEHB plan and optionwill be based on the number of
enrolleesin each such planand option for whom contributions
havebeenreceived from employerscovered by the FEHBPas
determined by the Office of Personnel Management.

D.  The amount necessary to pay the total charge for

enrollment after theEmployer’ scontributionisdeducted shall

bewithheldfromthe pay of each enrolled employee. Tothe
extent permitted by law, theEmployer shall permitemployees
covered by thisAgreement tomaketheir premiumcontributions
to the cost of each plan on apre-tax basis, and shall extend
eligibility to such employees for the U.S. Postal Service's
flexiblespending account plansfor unreimbursed health care
expensesand work-related dependent child careand elder care
expenses as authorized under Section 125 of the Internal

Revenue Code.

E  ThelimitationupontheEmployer’ scontributiontowards
any individual employeeshall be 88.75% of the subscription
chargeunder the FEHBPin 2002, 2003 and 2004.

(Additional provisionsregarding TE participationin Federal
EmployeeHealth Benefitsprogram can befoundin Appendix
A).

Section2. Lifelnsurance

TheEmployer shall maintainthecurrentlifeinsuranceprogram
ineffect duringtheterm of thisAgreement.

Section3. Retirement

Theprovisionsof Chapters83and84 of Title5U.S. Code, and
any amendmentsthereto, shall continueto apply toemployees
coveredbythisAgreement.

Section4.  InjuryCompensation

Employees covered by this Agreement shall be covered by
subchapter | of Chapter 81 of Title 5, and any amendments
thereto, relating to compensation for work injuries. The
Employer will promulgate appropriate regulations which
comply with apg{l icableregulationsof the Officeof Workers’

Compensation Programsand any amendmentsthereto.

Section5.  Health Benefit Brochures
When anew employeewhoiseligiblefor enrollment in the

Federal Employee’ sHealth Benefit Program entersthe Postal
Service, theemployeeshall befurnished acopy of theHealth
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Benefit Plan brochureof the Unionsignatory tothisAgreement
which g)resents the craft in which the employee isto be
employed.

ARTICLE 22
BULLETINBOARDS

The Employer shall furnish separate bulletin boardsfor the
exclusiveuseof the Union party to thisAgreement, subject to
theconditionsstated herein, if spaceisavailable. If sufficient
spaceisnot available, atleast onewill beprovidedfor theUnion
signatory to this Agreement. The Union may place their
literature racks in swing rooms, if space is available. Only
suitable notices and literature may be posted or placed in
literature racks. There shall be no posting or placement of
literature in literature racks except upon the authority of
officially designated representativesof theUnion.

(TheprecedingArticle, Article22, shall apply to Transitional
Employees)

ARTICLE 23
RIGHTSOF UNION OFFICIALSTOENTER
POSTAL INSTALLATIONS

Upon reasonabl e notice to the Employer, duly authorized
representativesof theUnionshall bepermitted toenter postal
installationsfor the purpose of performing and engagingin
official union duties and business related to the Collective
Bargaining Agreement. Thereshall benointerruption of the
work of employeesdueto such visitsand representatives shall
adhereto theestablished security regulations.

(TheprecedingArticle, Article23, shall apply to Transitional
Employees)

ARTICLE 24
EMPLOYEESON LEAVEWITH REGARD TO
UNION BUSINESS

Sectionl. Continuationof Benefits

Any employeeon|eavewithout pay to devotefull or part-
timeservicetotheUnionsignatory tothisAgreement shall be
credited with stepincreasesasif inapay status. Retirement
benefitswill accrueonthebasisof theemployee' sstep so
attained, provided theempl oyeemakescontributionstothe
retirement fund in accordancewith current procedure. Annual
andsick leavewill beearnedin accordancewith existing
procedures based on hoursworked.

Section2.  Leavefor UnionConventions

A. Full or part-time employees will be granted annual
|leaveor leavewithout pay at theel ection of theemployeeto
attend National, State and Regional Union Conventions
(Assemblies) provided that a request for leave has been
submitted by the employeeto theinstallation head as soon as
practicableand provided that approval of suchleavedoesnot
seriously adversely affect theserviceneedsof theinstallation.

B. Iftherequestedleavefallswithinthechoicevacation
periodandif therequestissubmitted prior tothedetermination
of thechoicevacation period schedule, it will begranted prior to
making commitmentsfor vacationsduringthechoiceperiod,
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andwill beconsidered part of thetotal choicevacationplanfor
theinstallation, unlessagreedtothecontrary at thelocal level .
Wherethe specific del egatesto the Convention (Assembly)
havenot yet been determined, upontherequest of theUnion, the
Employer will makeprovisionfor leavefor thesedelegatesprior
tomakingcommitmentsfor vacations.

C. Iftherequestedleavefallswithinthechoicevacation
periodandtherequestissubmitted after thedetermination of the
choicevacation period schedul e, theEmployer will makeevery
reasonabl eeffort togrant suchrequest, consistent with service

EI’ heprecedingArticle, Article24, shall apply to Transitional
mployees)

ARTICLE 25
HIGHER LEVEL ASSIGNMENTS

Sectionl.  Definitions

Higher level work isdefined asan assignment toaranked higher
level position, whether or not such positionhasbeen authorized
a theinstdlation.

Section2. Higher Level Pay

Anemployeewhoisdetailedtohigher level work shall bepaid
at the higher level for time actually spent on such job. An
employee’ shigherlevel rateshal | bedeterminedasif promoted
totheposition. Anemployeetemporarily assignedor detailedto
alower level position shall bepaid at theemployee sownrate.

Additional provisions re%arding Higher Level Pay for
ransitional Employeescanbefoundin Appendix A).

Section3. WrittenOrders

Any employee detailed to higher level work shall begivena
writtenmanagement order, stating beginning and approximate
termination, and directingtheemployeeto performthedutiesof
thehigher level position. Suchwritten order shall beaccepted as
authorization for the higher level pay. The failure of
management to giveawritten order isnot groundsfor denial of
higher level pay if the employee was otherwise directed to
performtheduties.

Section4. Higher Level Details

Detailing of employeesto higher level bargainingunitworkin
each craft shall befromthoseeligible, qualifiedand available
employeesineach craftintheimmediatework areainwhichthe
temporarily vacant higher level position exists. However, for
detailsof an anticipated duration of oneweek (fiveworking
dayswithinsevencalendar days) orlonger tothosehigherlevel
craft positions enumerated in the craft Articles of this
Agreement as being permanently filled on the basis of
promotion of the senior qualified employee, the senior,
qualified, eligible, availableemployeeintheimmediatework
areainwhichthetemporarily vacanthigher level positionexists
shall beselected.

79



Section5. LeavePay

L eavepay for employeesdetailed to ahigher level positionwill
be administeredin accordancewiththefollowing:

Employeesworking short termonahigher level assignment or
detail will beentitledtoapprovedsick andannual paidleaveat
thehigher level ratefor aperiod not to exceed threedays.

Short term shall mean an employee hasbeen on an assignment
or detail toahigher level for aperiod of 29 consecutivework
daysor lessat thetimeleaveistaken and such assignment or
detail to the higher level position isresumed upon return to
work. All short term assgnmentsor detailswill beautometically
canceled if replacements are required for absent detailed
employess.

L ong term shall mean an employeehasbeen on an assignment
or detail to the higher level position for a period of 30
consecutiveworkdaysor longer at thetimeleaveistakenand
suchassignment or detail tothehigher level positionisresumed
uponreturntowork.

Termina leavepaymentsresultingfromdeathwill bepaidat the
higher level for all employeeswho areassigned or detailed to
higher level assignmentsontheir last workday.

ARTICLE 26
UNIFORMSANDWORK CLOTHES

Sectionl. UniformControl Committee

The parties agree that a USPS/APWU National Labor-
Management Uniform Control Committeeshall beestablished.

TheCommitteeshall becomposed of onespokespersonfor the
Union, and may includeeach craft represented by the APWU
entitled touniformsor work clothing; onespokespersonfor the
Employer and an equal number of representatives of the
Emﬁl oyer. TheChairmanship of theCommitteeshall dternate
eachmeetingbetweentheUnion spokespersonandthePostal

Servicespokesperson.

TheCommitteeshall meet at | east once each threemonthsand
at such other timesasmay benecessary or asrequested by either
of the parties.

TheCommitteeshall havejurisdictionto consider thematters
set out below and all non-cost matterspertainingtotheUniform
AllowanceProgram, including but not limitedto, theuniform
items or work clothes items for which alowances are
applicable; thedesign, color, quality and fabricsof authorized
items.

Thecurrent administration of the Uniformand Work Clothes
Program shall becontinued unlessotherwisechanged by this
Agreement or by theEmpl oyer based onrecommendationsof
the Committee.

“Wear-out” periods for uniform items being changed or
replaced shall bedetermined by theCommitteeand appropriate
recommendationsmade after giving full considerationtothe
type of changes being made, the economic effect upon the
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employees involved for replacement, and the overal
appearanceof theuniform.

The Committee shall establish its own rules of procedure.
Recommendeationsof theCommitteeshall beaddressedtothe
Postmaster General or hisdesignee.

Section2.  Annual Allowance-Regular Uniform
Program

The annual alowancefor eli ?I ble empl oyeesin the regular
uniformprogramshall beasfo

A. Effective November 21, 2001 the annual
alowancefor al eligible employeesshall beincreased from
present $291.00 per annum to $304.00 per annum; and from
present $125.00 per annumto $131.00 per annum.

Effectlve November 21, 2002 theannual allowancefor all
%3?' eemployeesshall beincreased from $304.00 perannum
12.00per annum; and from$131.00per annumta$134.00
perannum
B. A newly eligible enployee entering the regular
uniform program will receive an additional credit to the
employee’ sallowance, asfollows:
EffectiveNovember 21,2001

— $70.00 if entitled to$304.00 per annum;
— $16.00if entitled to$131.00 per annum

EffectiveNovember 21,2002

— $72.00if entitled to $312.00 per annum;
— $16.00if entitled to $134.00 per annum

An€ligibleemployeecannot receivethisadditiona credit more
than once; however, the current procedures regarding
employeestransferringfrom oneallowancecategory toanother
shall becontinued.

Section3. Annual Allowance-Work ClothingProgram
The annual alowance for eligible employees in the Work
ClothesProgram and Contract Uniform Program shall beas
follows:

Clerical,MotorVehicleMaintenance(eligible) - work clothes

— $60.00€ffectiveNovember 21,2001
— $62.00€ffectiveNovember 21,2002

Custodia Maintenance(eligible) - contract uniform

— $118.00¢€ffectiveNovember 21,2001
— $121.00€ffectiveNovember 21, 2002

VehicleMaintenance(eligibl€) - contract uniform

— $148.00¢€ffectiveNovember 21,2001
— $152.00€ffectiveNovember 21, 2002
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ARTICLE 27
EMPLOYEE CLAIMS

Subject toa$10 minimum, anemployeemay fileaclaimwithin
fourteen (14) days of the date of loss or damage and be
reimbursed for loss or damage to his/her personal property
except for motor vehiclesandthecontentsthereof takinginto
consideration depreciation where the loss or damage was
suffered in connection with or incident to the employee’s
employment whileonduty or whileon postal premises. The
possessi onof theproperty must havebeenreasonabl e, or proper
under thecircumstancesand thedamageor lossmust not have
been caused inwholeor in part by thenegligent or wrongful act
of theegjl oyee. Lossor damagewill not becompensated when
itresultedfromnormal wear andtear associated with day-to-day
livingandworkingconditions.

Claimsshould bedocumented, if possible, and submitted with
recommendationsby the Union stewardtotheEmployer at the
local level. The Employer will submit the claim, with the
Employer’ sand thesteward’ srecommendation, within 15 days,
to the Area office for determination. The claim will be
adg' udicated within thirty (30) days after receipt at the Area
office. Anadversedeterminationontheclaimmay beappealed
pursuant tothe proceduresfor appealinganadversedecisionin
Step 3of thegrievance-arbitration procedure.

A decisionletter denyingaclaiminwholeorinpartwill include
notification of the Union’sright to appeal the decision to
arbitrationunder Article 15.

The Area office will provide to the Union’s Regional
Representativeacopy of thedenial letter referenced above, the
claimform, andall documentationsubmittedinconnectionwith
theclaim.

Theinstallation head or designee will provide acopy of the
dler]i aIfI etter tothestewardwhoserecommendationispart of the
claimform.

Theaboveproceduredoesnot apply to privately owned motor

vehiclesand thecontentsthereof. For such claims, employees

may utilizetheproceduresof the Federal Tort ClaimsActin

Ifit/lccorcéance with Part 250 of the Administrative Support
anual.

Theprocedurespecifiedthereinshall betheexclusive procedure
for such claims, which shall not be subject to the grievance-
arbitration procedure.

A tort claimmay befiled on SF95whichwill bemadeavailable
by theinstallation head, or designee.

(TheprecedingArticle, Article27, shall apply to Transitional
Employees)

ARTICLE 28
EMPLOYERCLAIMS

Thepartiesagreethat continued publicconfidenceinthePostal

Service requires the proper care and handling of the USPS
property, postal fundsand themails. In advance of any money
demand upon an employeefor any reason, theemployee must

beinformedinwriting and thedemand must includethereasons
therefor.
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Sectionl. ShortagesinFixedCredits

Employeeswho are assigned fixed creditsor vending credits
shall bestrictly accountablefor theamount of thecredit. If any
shortageoccurs, theemployeeshall befinancially liableunless
theempl oyeeexercisesreasonablecareintheperformanceof
hisduties. Inthisregard, the Employer agreesto:

A. Continue to provide adequate security for al
employeesresponsiblefor postal funds;

B.  Prohibit an employeefromusing thefixed credit or
other financial accountability of any other employeewithout
permission;

C. Granttheopportunity toanemployeetobepresent
whenever that employee’ sfixed creditisbeing audited andif the
employeeisnot availableto haveawitness of theemployee's
choice present;

D. Absolve an employee of any liability for lossfrom
cashing checksif theempl oyeefollowsestablished procedures;
and

E  Auditeachemployee' sfixed credit nolessfrequently
thanonceevery four months.

Section2. Lossor DamageoftheMails

An employeeisresponsible for the protection of the mails
entrusted to the employee. Such employee shall not be
financially liablefor any loss, rifling, damage, wrong delivery
of, or depredation on, themailsor failureto collect or remit
C.O.D. fundsunlesstheemployeefailedto exercisereasonable
care.

Section3. DamagetoUSPSProperty and Vehicles

Anemployeeshall befinancially liablefor any lossor damage
to property of the Employer including leased property and
vehicles only when theloss or damage was the result of the
willful or deliberate misconduct of such employee.

Section4. CollectionProcedure

A. If agrievanceisinitiated and advanced through the
grievance-arbitration procedure or apetition hasbeenfiled
pursuant to the Debt Collection Act, regardlessof theamount
and type of debt, collection of the debt will be delayed until
dispositionof thegrievanceand/or petitionhas(have) beenhad,
either through settlement or exhaustion of contractual and/or
adminigtrativeremedies.

B. Nomorethan 15 percent of anemployee’ sdisposable
pay or 20 percent of the employee’s biweekly gross pay
whichever islower, may bededucted each pay periodto satisfy
apostal debt, unlessthepartiesagree, inwriting, toadifferent
amount.

(TheprecedingArticle, Article28, shall apply to Transitional
Employees)
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ARTICLE 29
LIMITATIONONREVOCATIONOF
DRIVING PRIVILEGES

An employee's drivir&q privileges, ma?q be revoked or
suspenaedwhentheon-duty record showsthat theemployeeis
anunsafedriver.

Elementsof anemployee’ son-duty record which may beused
todeterminewhether theemployeeisan unsafedriver include
but arenot limitedto, trafficlaw viol ations, accidentsor failure
tomeet required physical or operation standards.

Thereport of the Safe Driver Award Committeecannot beused
asabasisfor revoking or suspending an employee’ sdriving
privileges. Whenarevocation, suspension, or rei ssuanceof an
employee’ sdriving privilegesisunder consideration, onl¥/the
on-duty record will be considered in making a fina
determination. An employee’s driving privileges will be
automatically revoked or suspended concurrently with any
revocation or suspension of Statedriver’ slicenseand restored
uponreinstatement. Every reasonableeffort will bemadeto
reassign such employeetonon-drivingdutiesintheemployee's
craft or in other crafts. In the event such revocation or
sugpension of the Statedriver’ slicenseiswiththeconditionthat

theempl oyeemay operateavehi clefor empl oyment purposes,

the employee’ sdriving privilegeswill not be automatically

revoked. When revocation, suspension, or reissuance of an
employee’ sdriving privilegesisunder considerationbased on
theon-duty record, such conditional revocation or suspension of
theStatedriver’ slicensemay beconsideredinmakingafinal

determination.

Initial issuance—an employee shall beissued aCertificate of
Vehicle Familiarization and Safe Operation when such
employeehasavalid Statedriver’ slicense, passesthedriving
test of theU.S. Postal Service, and hasasatisfactory driving

history.

Anemployeemustinformthesupervisorimmediately of the
Ir_e-vocati on or suspension of such employee's Statedriver's
icense,

ARTICLE30
LOCAL IMPLEMENTATION

A. Presently effectivelocal memorandaof understanding
not inconsistent or in conflict with the2000 National Agreement
shall remainineffect duringthetermof thisAgreement unless
changed by mutual agreement pursuant to the local
implementation procedureset forth below or, asaresult of an
arbitration award or settlement arising from either party’s
impasse of an item from the presently effective local
memorandum of understanding.

B. Thereshall bea30 consecutive day period of local
implementationwhich shall occur withinaperiod of 60 days
commencing April 1, 2002 onthe22 specificitemsenumerated
below, provided that nolocal memorandum of understandin
may beinconsistent with or vary thetermsof the 2000Nation
Agreement:

1. Additiona orlonger wash-up periods.
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10.

11

14.

16.

17.

19.

Theestablishment of aregular work week of fivedays
witheither fixed or rotating daysoff.

Guiddinesfor thecurtailment or termination of postal
operationstoconformtoordersof local authoritiesor
as local conditions warrant because of emergency
conditions.

Formulation of local leaveprogram.
Theduration of thechoicevacation period(s).

The determination of the beginning day of an
employee' svacation period.

Whether employeesat their option may request two
selectionsduring thechoi cevacation period, inunitsof
either 5or 10days.

Whetherjury duet]?/ andattendanceat National or State
Conventionsshall be charged to the choicevacation

period.

Determinationof themaxi mumnumber of employees
who shall receiveleave each week during the choice
vacation period.

Theissuanceof official noticestoeachemployeeof the
vacation scheduleapproved for suchemployee.

Determination of the date and means of notifying
employeesof thebeginning of thenew leaveyear.

The procedures for submission of applications for
anr]ggl leave during other than the choice vacation
period.

The method of selecting employees to work on a
holiday.

Whether “ OvertimeDesired” listsinArticle8 shall be
by sectionand/ortour.

Thenumber of light duty assignmentswithineach craft
or occupational grouptobereservedfortemporary or
permanentlight duty assignment.

The method to be used in reserving light duty
assignmentssothat no regularly assigned member of
theregular work forcewill beadversely affected.

The identification of assignments that are to be
cr?nsi¢ gered light duty withineach craft representedin
theoffice.

Theidentificationof assignmentscomprisingasection,
whenitisproposed to reassignwithinaninstallation
employeesexcessto theneeds of asection.

Theassignment of employee parking spaces.

Thedeterminationastowhether annual leavetoattend
Unionactivitiesrequested prior todetermination of the
choicevacation scheduleisto bepart of thetotal choice
vacationplan.
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21. Those other items which are subject to local
negotiationsasprovidedinthecraft provisionsof this
Agreement.

22 Local implementation of thisAgreement relating to
seniority, reassignmentsandposting.

C.  All proposalsremainingindisputemay besubmittedto
final and bindingarbitration, withthewrittenauthorization of
the national Union President or the Vice-President, Labor
Relations. The request for arbitration must be submitted in
accordancewiththeMemorandumof Understandingregarding
Local Implementation. However, wherethereisno agreement
andthematterisnot referredtoarbitration, theprovisionsof the
faner | ocd nenorandind udkerstard rgstel | gd . The
Employer may challenge a provision(s) of a local
memor andum of under standingon “inconsistent or in
conflict” groundsonly by makingar easonableclaimduring
thelocal implementation processthat aprovision(s) of a
local memor andum of under standingisinconsistentor in
conflictwithnewor amended provisionsof thecurrent
National Agreement that did not exist in theprevious
National A reement,orwithfprovisionsthathavebeen
amended subsequent totheeffectivedateof theprevious
National Agreement. I flocal management refusestoabide
by alocal memor andum of under standingon “ inconsistent
or inconflict” groundsandanar bitrator subsequentlyfinds
thatlocal management had nor easonablebasisfor itsclaim,
thearbitrator isempowered to issue an appropriate
remedy.

D. Intheeventof amid-termchangeor additioninthe
National Agreement, local management may challengea
provision(s) of alocal memorandum of under standing
subsequenttothelocal implementationperiod, but only by
makingareasonableclaimthat aprovision(s) of alocal
memorandum of under standingisinconsistent or inconflict
with thechanged provision(s) of theNational Agreement.
Thechallenged provision(s)declaredtobeinconsistentor in
conflictwiththeNational Agreement shall remainin effect
for 120daysfromthedateonwhichtheUnionisnotifiedin
writing of management’schallengeor thedateof an
arbitrator’ sawar ddealingwithmanagement’ schallenge,
whichever issooner.

E. Anallegedviolationof thetermsof amemorandumof
understanding shall be subject to the grievance-arbitration
procedure.

F.  Wheninstallations are consolidated or when anew
installationisestablished, the partiesshall conduct athirty (30)
day period of local implementation, pursuant to Section B. All
Byop_o&al sremaining Indisputemay besubmitted tofinal and

indingarbitration, withthewrittenauthorization of thenational
Union President or the Vice-President, Labor Relations. The
request for arbitration must be submitted within 10 daysof the
endof thelocal implementation period.

G. Where the Postal Service, pursuant to Section C,
submitsaproposal remaining indisputeto arbitration, which
proposal seeks to change a presently-effective Local
Memorandum of Understanding, the Postal Service shall have
the burden of establishing that continuation of the existing
provisionwouldrepresent an unreasonabl eburdentothe USPS.
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ARTICLE31
UNION-MANAGEMENT COOPERATION

Sectionl. Membership Solicitation

The Union may, through employees employed by the
Employer, solicit employeesfor membershipinthe Unionand
receiveUnionduesfromemployeesinnon-work areasof the
Employer’ spremises, provided suchactivity iscarriedoutina
manner which doesnotinterferewiththeorderly conduct of the
Employer’ soperation.

Section2. Computer Tapes

TheEmployer shal, onan accounting period basis, providethe
Union at its national headquarters with a computer tape
containing information as set forth in the M emorandum of
UnderstandingregardingArticle31.

Section3. Information

TheEmployer will makeavailablefor inspection by theUnion
all relevant information necessary for collectivebargaining or
the enforcement, administration or interpretation of this
Agreement, including information necessary to determine
whethertofileor tocontinuetheprocessing of agrievanceunder
thisAgreement. Upontherequest of theUnion, theEmployer
will furnish such information, provided, however, that the
Employer may requirethe UniontoreimbursetheU SPSfor any
costsreasonably incurredin obtaining theinformation.

Requestsfor informationrelatingto purely local mattersshould
besubmitted by thelocal Unionrepresentativetotheinstalation
head or hisdesignee. All other requestsfor informationshall be
directed by theNational President of theUniontotheVice-
President, Labor Relations.

Nothing herein shall waiveany rightsthe Union may haveto
obtaininformationunder theNational Labor RelationsAct, as
amended.

(TheprecedingArticle, Article31, shall apply to Transitional
Employees)

ARTICLE 32
SUBCONTRACTING

Section1. General Principles

A. TheEmployer will givedue consideration to public
interest, cost, efficiency, availability of equipment, and
qualification of employees when evaluating the need to
subcontract.

B. TheEmployerwill giveadvancenotificationtothe
Unionat thenationd level when subcontractingwhichwill have
asignificantimpact onbargaining unitwork isbeing considered
andwill meet with theUnion whiledevelopingtheinitial
ComparativeAnalysisreport. TheEmployer will consider
theUnion’ sviewson costsand other factor s, together with
proposals to avoid subcontracting and proposals to
minimizetheimpact of any subcontracting. A statement of
theUnion’sviewsand proposalswill beincluded inthe
initial ComparativeAnalysisandinany Decision Analysis
Reportrelatingtothesubcontractingunder consider ation.
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Nofinal decisiononwhether or not suchwork will becontracted
out will bemadeuntil thematter i sdiscussed withtheUnion.

Section2.  Motor VehicleCraft-Highway M ovement of
Mail

A. TheAmerican Postal WorkersUnion, AFL-CIO, and
the United States Postal Servicerecognizetheimportance of
servicetothepublicand cost tothePostal Serviceinselecting
theproper modefor thehighway movement of mail. Inselecting
themeansto providesuchtransportationthePostal Servicewill
give due consideration to public interest, cost, efficiency,
availability of equipment, and qualification of employees.

B.  Forhighway contractscovered by Article32, Section
2, theUnionwill befurnished theinformationenumeratedin
Paragrggh Chelow. Thisinformationwill befurnished at least
sixty (60) daysprior tothescheduledinstallation of theservice.
Withinforty (40) daysof beingfurnishedsuchinformation, the
Union may request ameeti nfgi)tg discussaspecific contract(s).
Withinforty-five(45) daysof being furnished suchinformation,
the parties will exchange the basic cost analysesin order to
facilitate discussions. The partieswill meet on or beforethe
sixtieth (60th) day. At no time will the subject highway
contract(s) for whichameeting hasbeen requested beawarded
prior totheactua meeting.

C. Theinformationwill includethefollowinginaconcise
summary form:

I. A statement of serviceincluding frequency, timeof
de}part_ure and arrival, annual mileage, and proposed
effectivedateof contract.

2. Equipment requirements. If not comparable to
standard USPS equipment available at that facility,
the reasons therefore along with the cubic foot
judtificationaretobeprovided.

3. Astatementastowhethertheproposed contractisa
renewal of an existing contract and/or apartial or
completely new contractsolicitation.

4. Forcontractrenewals, thecurrent contractual costis
tobeprovidedalongwith any specifics, if theterms
of therenewal aremodified to whatever degree.

5. Ifthenew contract solicitationreplacesinpartorin
wholeexigting Postal VehicleService(PV'S) service,
specifics as to the existing PV'S service are to be
providedastothespanof operatingtime, equipment
utilized, annua cost, how the PVS employees
impactedwill otherwisebeutilized and the projected
United StatesPostal Servicecost for subcontracting
thework inquestion.

D.  Shouldtheresubsequently be substantivemodifications
intheinformation provided theUnionin C above, theUnionwill
benotified assoon assuch decisionismade.

E  Thepartiesagreethatthefollowingfactorswill beused
isgany e%ost comparisonsof thetypeof transportationmodetobe
ected:
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1. The Motor Vehicle employee costs for Motor
VehicleOperatorswill betheaveragecost of Level 5
Motor Vehicle Operators and the Motor Vehicle
employeecostsfor Tractor-Trailer Operatorswill be
the average cost of Level 6 for Tractor-Trailer
Operators, as per these employees’ straight time
wagesinclusive of fringe benefits. The average of
each level will beaweighted average based on the
number of employeesineach step of therespective
levelsandtheir respectivewages. TheMotor Vehicle
employee costs will be updated within 30 days
following each salary adjustment for the Motor
Vehicle Craft.

2. Thevehiclecostswill becomputed fromthelast four
quartersof theV ehicleMake/Model Cost Reports.
These costswill be computed separately for each
Area. The partieswill consider an adjustment for
exceptiond cost variances.

3. The Posta Vehicle Service will be charged 10
minutesat thestart and 10 minutesat theend of each
route, regardlessof thevehicleused.

F. For dl routesfor which the Union submitted a cost
comparison, if acontractisawarded, theUnionwill befurnished
thecostof suchcontract.

G. Theseprovisionsshall beapplicablewhen evaluating
thetypeof servicetobeprovidedfor routesthat are:

1 A fixed annual rate contract over $100,000 per
annum, but not morethan 350 milesin round-trip
length, and

2. Anannual rateor non-annual rate contract suchas
local drayage, spotting or shuttleservicewherethe
eﬂ(ijmated annua compensationwill exceed $45,000,
an

3. Not more than 8 hours in operating time from
terminustoterminus.

4.  Beingthenoperated by bargainingunitemployee(s)
oftheMotor%icle raft, regardlessof annua cos,
round-trip length or operating time.

H. The information will be furnished for al routes
covered by this Section and subject to renewal, extension,
conversion of existin% postal vehicle service to highway
contract serviceor new highway contract servicesubject tothe
limitations stated herein. The following contracts are not
encompassed by thisSection: servicesinvolving collectionand
box delivery; small contract operationsinareaswhereno Postal
Vehicle Service operation is currently operating and where
Postal V ehicle Serviceoperationiseconomically unfeasible; or
any star route contractslet on atemporary or emergency basis.

I.  Thepartiesrecognizethat specific conditions may

justify andrequirealterationof thetimerequirementsspecified
herein.
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Section3.  Joint Committee

There shall be established at the national level, as a
subcommittee of the national level Joint Labor-Management
Committee, ajoint committeeto study theproblemsinthisarea
|eading towards a meaningful evolutionary approach to the
issueof subcontracting.

(TheprecedingArticle, Article32, shall apply to Transitional
Employees)

ARTICLE 33
PROMOTIONS

Sectionl. General Principles

The Employer agreesto place Fparti cular emphasisupon career
advancement opportunities. First opportunity for promaotions
will begivento qudlified career employees. The Employer will
assist employeestoimprovetheir ownskillsthroughtrainin
and self-help programs, andwill continueto expand the Post
EmployeeDevel opment Center concept.

Section2. Craft Promotions

Whenanopportunity for promotiontoacraft positionexistsin
aninstallation, an announcement shall be posted on official
bulletin boardssoliciting applicationsfrom employeesof the
appropriatecraft. Craft employeesmeeting thequalifications
for thepositionshall begivenfirst consideration. Qualifications
shall include, but not belimitedto, ability to performthejob,
merit, experience, knowledge, and physical ability. Wherethere
are qualified applicants, the best qualified applicant shall be
selected; however, if thereisno appreciabledifferenceinthe

ualifications of the best of the qualified applicants and the

mployer sel ectsfromamong suchapplicants, seniority shall be
the determining factor. Written examinations shall not be
contrallingindetermining qudifications. If nocraftemployeeis
selected for the promotion, the Employer will solicit
applications from al other qualified employees within the
installation.

Promotionsto positionsenumeratedinthecraft Articlesof this

Agreement shall bemadein accordancewith such Articlesby
ection of the senior qualified employee bidding for the

position.

Section3.  Examinations

When an examinationisgiven, thereshall beno unreasonable
limitationonthenumber of examinationsthat may betaken by
anapplicant.

ARTICLE34
WORK AND/ORTIME STANDARDS

A. Theprincipleof afair day’ swork for afair day’ spay is
recognized by all partiestothisAgreement.

B. TheEmployer agreesthat any work measurement
systemsor timeor work standardsshall befair, reasonableand
equitable. The Employer agrees that the Union concerned
through qualified representativeswill bekept informed during
the making of time or work studieswhich areto beused asa
basisfor changing current or instituting new work measurement
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systemsor work or timestandards. TheEmpl oyer agreesthat the
National President of the Union may designate a qualified
representativewho may enter postal installationsfor purposesof
observing themaking of timeor work studieswhicharetobe
used asthebasisfor changing current or instituting new work
measurement systemsor work or timestandards.

C. TheEmployer agreesthat beforechangingany current
orinstituting any new work measurement systemsor work or
time standards, it will notify the Union concerned asfar in
advanceaspracticable. Whenthe Empl oyer determinesthe
need toimplement any new nationally developed and nationdly
applicablework or timestandards, it will first conduct atest or
testsof thestandardsinoneor moreinstallations. TheEmployer
will notify theUnionat least 15 daysinadvanceof any suchtest.

D. If such test is deemed by the Employer to be
satisfactory andit subsequently intendsto convert thetesttolive
implementationinthetest cities, itwill notify theUnionat | east
30daysinadvanceof suchintendedimplementation. Withina
reasonabl etime not to exceed 10 daysafter thereceipt of such
notice, representativesof the Union and the Employer shall
meet for thepurposeof resolving any differencesthat may arise
concerning such proposed work measurement systemsor work
ortimestandards.

E  If noagreementisreachedwithinfivedaysafter the
meetings begin, the Union may initiate a grievance at the
national level. If nogrievanceisinitiated, the Employer will
implement thenew work or timestandardsat itsdiscretion.

If agrievanceisfiledandisunresolvedwithin 10days, andthe
Union decidesto arbitrate, the matter must be submitted to
priority arbitration by the Union within five days. The
conversionfromatest basistoliveimplementation may proceed
inthetest cities, except asprovidedin Paragraphl.

F. Thearbitrator’ sawardwill beissued nolater than 60
daysafter thecommencement of thearbitrationhearing. During
theperiod prior totheissuanceof thearbitrator’ saward, thenew
work or timestandardswill not beimplemented beyond thetest
cities, and no new tests of thenew standardswill beinitiated.
Datagatheringeffortsorwork or timestudies, however, may be
conducted duringthisperiodinany installation.

G. Theissue before the arbitrator will be whether the
national conceptsinvolvedinthenew work or timestandards
arefair, reasonableand equitable.

H. Inthe event the arbitrator rules that the national
conceptsinvolvedinthenewwork or timestandardsarenot fair,
reasonable and equitable, such standards may not be
implemented by theEmployer until they aremodifiedtocomply
withthearbitrator’ saward. Intheevent thearbitrator rulesthat
the national concepts involved in the new work or time
standardsarefair, reasonableand equitable, the Emﬁl oyer may
implement such standards in any installation. No further
grievancesconcerningthenational conceptsinvolved may be
initiated.

|. After receipt of notification providedfor in Paragraph D
of thisArticle, theUnion shall bepermitted through qualified
representativestomaketimeor work studiesinthetest cities.
TheUnionshall notify the Employer withinten (10) daysof their
intent to conduct such studies. The Union studies shall not
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exceed one-hundred fifty (150) days, from the date of such
notice, during which timethe Employer agreesto postpone
implementationinthetest citiesfor thefirst ninety (90) days.

Thereshall beno disruption of operationsor of thework of

employeesduetothemaking of such studies. Uponrequest, the
Employer will provide reasonable assi stance in making the
study, provided, however, that the Empl oyer may requirethe
Uniontoreimbursethe USPSfor any costsreasonably incurred
in providing such assistance. Upon request, the Union
representative shall be permitted to examinerelevant available
technical information, including final dataworksheets, that

wereused by the Employer intheestablishment of thenew or

changedwork or timestandards. The Employer isto bekept

informed during themaking of such Union studiesand, uponthe
Employer’ srequest theEmployer shall bepermittedtoexamine
relevant availabletechnical information, includingfinal data
worksheets, relied upon by theUnion.

(TheprecedingArticle, Article34, shall apply to Transitional
Employees)

ARTICLE 35
EMPLOYEEASSISTANCE PROGRAM

Sectionl. Programs

The Employer and the Union express strong support for
programsof salf-hel p. TheEmployer shall provideandmaintain
aprogramwhi chshall encompasstheeducation, identification,
referral, guidanceand follow-up of thoseempl oyeesafflicted by
thediseaseof al coholismand/or drugabuse. Whenanemployee
isreferredtothe EAPby theEmployer, theEA Pstaff will have
areasonableperiodof timeto eval uatetheempl oyee’ sprogress
inthe program.

Thisprogram of |abor-management cooperation shall support
thecontinuation of theEA Pfor al cohol and/or drugabuseat the
current level. Inadditiontothe current EAP, the EAPwill be
expanded, asprovidedin Section 2 hereof, to encompassthe
education, identification, referral and guidanceof:

1 employees family membersafflictedwithacoholism
and/or drug abuse which could or does have a
ne%aivei mpact ontheemployee’ swork performance,
an

2. those employees and their families experiencing
other family and/or personal problemswhich could or
do haveanegativeimpact ontheemployee’ swork
performance.

Anemployee’ svoluntary participationintheEA Pfor assistance
with a cohol and/or drug abusewill be considered favorably in
disciplinary action proceedings.

Section2.  Joint Committee

For theterm of the 2000 National Agreement, theEmployer and
the Union agree to work jointly in the development of the
expanded EAPandinimprovementsintheexisting EAP. The
partiesagreeto establishat thenational level aNational EAP
Committee. TheCommitteewill haveresponsibility forjointly:

1 ngtheeffectivenessof EAPsoperatinginside
andoutsidetheUSPS, and
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2. developing on an ongoing basis the genera
guidelineswithrespecttothelevel of servicesandthe
mechanismsby which the serviceswill be provided.

TheCommitteeisnot responsi blefor day-to-day administration
of theprogram.

The Committee shall conveneat suchtimesand placesasit
deems appropriate during the term of the 2000 National
Agreement. Noaction or recommendationsmay betakenby the
Committee except by consensusof itsmembers. Intheevent
that themembersof the Committeeareunabletoagreewithina
reasonabl etimeon an appropriate course of actionwith respect
toany aspect of itsresponsibility, the Vice-President, Labor
Relations, and the National Union President shall meet to
resolvesuchissues.

The Committee will submit to the Vice-President, Labor
Relations, and the President of the Union, acomprehensive
report onthegenera guidelinesfor changes, if any, inthelevel
of EAPservicesand themechani sm by whichtheserviceswill
be provided.

The Committee is authorized to obtain expert advice and
assistancetoaiditspursuit of itsobjectives. Theapportionment
of any fees and expenses for any such experts shall be by
consensusof theCommittee.

TheEmployer and the Union agreethat they will cooperatefully
at al levelstowardsachieving theobjectivesof the EAP.

Thisjoint effort will continuefor theterm of the2000 Nationa
Agreement.

ARTICLE 36
CREDIT UNIONSAND TRAVEL

Sectionl. CreditUnions

Intheevent that theUnionsignatory tothisAgreement or its
local Unions(whether calledlocasor by other names) presently

operateor shal hereafter establishand charter credit unions, the
Employer shdl, without charge, authorizeand providespace, if
available, for the operation of such credit unionsin Federal

buildings, inother thanworkroom space.

Any postal employeewhoisan employeeof any such credit
unionor anofficer, officia, or Board member of any such credit
union, shall, if suchemployee can bespared, begranted annual
leaveor leavewithout pay, at theoption of theemployee, for up
toeight (8) hoursdeaily, to perform credit union duties

Section2. Travel,Subsistenceand Transportation

A The Employer shall continue the current travel,
subsi stence and transportation program.

B. Employeeswill bepaidamileagedlowancefortheuse
of privately owned automobilesfor travel onofficial business
whenauthorized by theEmployer equal tothestandard mileage
ratefor useof aprivately owned automobileasauthorized by the
Genera Services Administration (GSA‘). Any changeinthe
GSA standard mileage rate for use of a privately owned
automobilewill beputinto effect by the Employer withinsixty
(60) daysof theeffectivedateof theGSA change.
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C. Alltrave for job-reatedtrainingwill beconsider ed
compensablework hours.

(TheprecedingArticle, Article 36, shall apply to Transitional
Employees)

ARTICLE 37
CLERK CRAFT

Sectionl.  Definitions

Section2.  Seniority

Section3.  Posting, Bidding, and Application

Section4.  Unencumbered Employees

Section5.  Conversion/Part-TimeFlexible
Preference

Section6.  Mail SortingMachines

Section7.  Anti-Fatigue Measures

Section8.  SchemeCommittee

Section9.  Computerized Forwarding System

Section10. Listingof Key and Standar
Positions

Section 1. Definitions

A. Craft Group. Thosepositionsfor whichtheUnion
hassecuredexclusiverecognitionat thenational level.

B. DutyAssignment. A setof dutiesandresponsibilities
withinrecognized positionsregul arly scheduled during specific
hoursof duty.

C. Preferred Duty Assignment. Anydutyassignment
considered preferred by afull-timeemployee or apart-time
regular employee.

D. Bid. Awrittenrequest submitted onaPSForm 1717,
or PSForm 1717A, or locally designed multi-bid form, which
reguiresonly thebasicinformation on PSForm 1717, tothe
installation head to beassigned to aduty assignment by afull-
timeemployeeeligibletobid or apart-timeregular employee
eligibleto bid. In the absence of a standard bid form, abid
submitted in writing will be accepted. When computerized
biddingisavailabletoal employeesinafacility, telephoneand
computerized biddingismandatory. Wheretelephonebidding
istheonly alternativeformof bidding, bidsmay besubmitted by
telephone.

E. Application. A written request by a Clerk Craft
employeefor consideration for aduty assignment for whichthe
employeeisnot entitledtosubmitabidor expressapreference
under Article37, Section5.

F.  Abolishment. A managementdecisiontoreducethe
number of occupied duty assignment(s) in an established
section and/or installation.

G. Reversion. A management decision to reduce the
number of duty assignmentsinaninstallationwhensuch duty
assignment(s) isarevacant.

H. Reposting. The posting of a duty assignment as
requiredby Article37, Section3.A.4.a,b,orc.
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I.  Residual Vacancy. A duty assignmentthat remains
vacant after thecompl etion of thevol untary bidding process.

J.  Conversion. Theactof changingthestatusof apart-
time flexible employee to full-time or part-time regular by
appropriatepersonnel action(Form50).

K. CurrentlyQualified.Possessingaliverecordonall of
the qualifications for a posted duty assignment, including
schemeand/or theability tokey at theappropriate speed and
accuracy ontheappropriatekeyboard, suchthat theemployee
can assumethe posted dutiesof theduty assignment without the
needfor adeferment period.

L. LiveRecord. Arecordof qudificationwhichmakes
an employee qualified, for bidding purposes, on aparticul ar
scheme, skill, or other qualification requirement. A liverecord
begins when an employee qualifies on the requirement. Its
durationisasfollows:

1 Except for positionslistedin Section 3.F.7, alive
recordlastsfor twoyearsafter theempl oyeeceasesto
performthedutieswhichrequiretheskill.

2. ForpodtionslistedinSection3.F.7, aliverecordlasts
for_fiveyearsafter_theanplo¥mcmtopaformthe
dutieswhichrequiretheskill.

3. Afull-timeregular or part-timeregular employeeis
considered to cease performing the duties which
requireaskill whentheemployeenolonger holdsa
bidrequiringtheskill.

M. Brush-up Training. Training provided to an
employee who is asuccessful bidder or is assigned to a duty
assignment for which the employeeisdeemed to be currently
qualified.

Section 2. Seniority
A. Introduction

1 TheU.S. Postal ServiceandtheAPWU, Clerk Craft
Division, AFL-CIO, agreetothefollowing seniority
principleswhichreplacedl former rules, instructions
andpractices.

2. ThisArticlewill continuerel ativeseniority standings
properly established under past instructions, rules,
and practicesandtheArticleshall besoapplied. If an
employeerequestsacorrection of seniority standing,
itistheresponsibility of therequesting employeeto
identify andrestatethespecificinstructions, ruleor
practicein support of therequest.

B. Coverage
Theserulesapply toall employeesintheregular work force
when aguideisnecesar?/forfiIIingvacantassignmmtsmdfor
other purposes. Noemployee, solely by reason of thisArticle,
shall bedisplaced froman assignment theemployeegainedin
accordwithformer rules.
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C. Responsbility

TheEmployer isresponsiblefor day-to-day application of the
seniority provisionsof thisArticle. Theinstallation head shall
post and furnish acopy of anupdated seniority list tothelocal
union on a semi-annual basis, unless otherwise negotiated
locally. The application of this Article shall be open to
negl?ti ationattheinstallationlevel withthedesignated official
of theUnion.

D. Applicationof Seniority

1

Seniority for full-time employees and part-time
regular employeesfor preferred duty assignments
and other purposes shall be applied in accordance
with the National Agreement. This seniority
determinestherel ative standing among full-time
employees and part-time regular employees. It
beginsonthedateof entry intotheClerk Craftinan
installationand continuestoaccrueaslongasservice
isuninterruptedintheClerk Craft andinthesame
installation, except as otherwise specificaly
providedfor.

Reassignment of Part-TimeFlexibleEmployees
totheClerk Craft

When apart-timeflexibleemployeeisvoluntarily or
involuntarily reassigned to the Clerk Craft from
another craft, theemployeeshall beassignedtothe
bottom of thepart-timeflexibleroll and beginanew
period of seniority effectivethedateof reassignment.

RelativeStandingonthePart-TimeFlexibleRoll

a  Pat-timeflexibleemployeesareplacedonthe
part-timeflexibleroll intheorder of thedateof
career appointment as a part-time flexible
from a competitive Postal Service eligible
register or other means. In cases of

poi ntment of morethan oneemployeetothe
part-timeflexibleroll onthesameday from
the same competitiveregister, their positions
onthepart-timeflexibleroll will beinaccord
with their standing on the Postal Service
dligibleregister.

In cases of appointment of more than one
employeetothe part-timeflexibleroll onthe
same day from different registers, their
positionsonthepart-timeflexibleroll will be
determinedinaccordancewiththeir scoreson
theentranceexaminationelementsapplicable
tothepositionfor which hired.

If atiestill exists, standing onthe part-time
flexible roll will be determined by the
gpplication of Section2.D.4 below.

b. A reinstated, reassigned, or transferred
employee shall be placed on the part-time
flexibleroll ahead of one appointed fromthe
register onthesameday.
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A part-timeregular Clerk Craft employeewho
ipl iesfor andischanged to part-timeflexible
all beplacedat thebottomof thepart-time
flexibleroll. Uponconversiontofull-time, the
employee sseniority for preferredassignments
shall include al continuous Clerk Craft
serviceintheinstallation.

ContinuoustimeintheClerk Craftinthesame
installation shall be used for vacation
scheduling.

Seniority TieBreaker

Except as otherwise specifically provided for inthis
Agreement, whenitisnecessary toresolveatiein
seniority between two or more Clerk Craft
employees, thefollowing criteriashall apply inthe

order set forth below:

a  Total continuouspostal career serviceinthe
Clerk Craft withintheinstal lation.

b.  Tota postal career serviceintheClerk Craft
withintheingta lation.

Cc. Total postal career serviceintheClerk Craft.

d.  Total postal career service within the
installation.

e  Tota postal career service.

f.  Total postd service.

g Total Federd serviceasshownintheservice
computation date.

h.  Numerical by thelast threeor morenumbers

(using enough numbersto break thetie, but
not fewer than three numbers) of the
employee’ ssocid security number, fromthe
lowest to highest.

Changes in Which Seniority is Regained,
Restored or Retained

a

Reemployment After Disability Separation.
On reinstatement or reemployment after
separation caused by disability, disability
retirement, retirement or resignation because
of personal illnessand the empl oyee so stated
inthersig%nation and furnished satisfactory
evidence for inclusion in the employee’s
personnel folder, the employee’ s seniority
shall bethe sameasif employment had not
beeninterruptedif reinstated or reemployedin
the same postal installation and craft from
which originaly separated; provided
applicationfor reinstatement or reemployment
ismade within six months from the date of
recovery. Thedateof recovery inthecaseof
disability retirement must be supported by
noticeof recovery from The Compensation
Group, Officeof Personnel Management, and
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6.

inthe caseof resignation duetoillness, by a
statement from the applicant’s attending
physicianor practitioner. Whenreinstatement
istothepart-timeflexibleroll, standing onthe
roll shal bethesameasif employment had not
beeninterrupted by theseparation.

b.  Restoration. Onrestorationinthesamecraft
in the same installation after return from
military service, the employee’s seniority
shall bethe sameasif employment had not
beeninterrupted by theseparation.

¢ EmployeesElectingReassignment. An
senior Clerk Craft employeeinthesameleve,
status, and installation may elect to be
reassignedtothegaininginstallationinlieuof
an involuntary reassignment of a junior
employee.

() Senior full-time or part-time regular
clerkswho elect to bereassigned tothe
gaining installation will take their
seniority with them. Reassignment of
thosefull-timeor part-timeregular clerks
shall betreated asdetailsfor thefirst 180
daystoavoidinequitiesintheselecting
of preferred duty assignments by full-
time or part-timeregular clerksinthe
gaining instalation. Such senior
employeeswho accept reassignment to
the gaining installation do not have
retregt rights.

(2  Seniorpart-timeflexibleemployeeswho
elect to be reassigned to the gaining
installation will be placed at the bottom
of the part-time flexible roll. Upon
conversiontofull-time, anemployee's
seniority for preferred duty assignments
shall includepart-timeflexibleservicein
boththelosingand gaininginstallations.

ChangesinWhich SeniorityisL ost

Except as specifically provided elsewhere in this
Agreement, afull-time employee or a part-time
regular employeebeginsanew period of seniority:
a  Whenthechangeis:

() fromoneposta installationto another at
theemployee' srequest.

(2 fromanother craft to the Clerk Craft
(voluntarily or involuntarily).

b.  Uponreinstatementor reemployment.
¢ UpontransferintothePostal Service.

Change in Which Seniority is Madified. When
mutual exchangesare madebetweenfull-time Clerk
Craft employeesindifferentinstallations, both of the
exchangingemployeesshdll taketheseniority dateof
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thejunior employeeinvolved and shall bereassigned
asunassignedfull-timeemployees.

Section 3. Posting, Bidding,and Application

A. Newly established and vacant Clerk Craft duty
assignmentsshall beposted asfollows:

All newly established Clerk Craft duty assignments
shall be posted to craft employees eligible to bid
within28 days. All vacant duty assignments, exoe‘)t
thosepositionsexcluded by theprovisionsof Article
1, Section 2, shall be posted within 28 days unless
suchvacant duty assgnmentsarereverted.

1

a  Full-timedutyassignments.

@

@

)

@

()

Newly established full-time duty
assignments are posted to full-time
employeeseligibletobidandtocurrently
qualified part-time regular employees
eligibleto bid who wereprevioudly full-
timeemployeesintheClerk Craftinthe
sameingallation.

Vacant full-time duty assignments are
postedtofull-timeemployeesédligibleto
bid.

Residual full-timevacanciesareposted
forbidto part-timeregular employees
eligibleto bid, after the application of
Section 4.C, Assignment of
Unencumbered Employees, unlesssuch
vacanciesarebeingwithheld pursuant to
Article12.

Tobedligibleto bid on aresidual full-
time vacancy, a part-time regular
employee must be senior to the senior
part-timeflexibleontheroll who statesa
preferenceon theduty assignment.

Posting of residua full-time duty
assignments to part-time regular
employeeswill beconcurrentwith part-
timeflexiblepreferencingunder Section
5. A part-timeregular employeeeligible
to bid on a duty assignment will be
placedintheduty assignment ahead of a
part-timeflexibleemployeeexpressnga
preferencefor theduty assignment.

b.  Part-timeregular duty assgnments.

@

@

Newly established and vacant part-time
regular duty assignments are posted to
full-timeand part-timeregular employees
whoaredligibletohbid.

Residual part-timeregular vacanciesare

filledinaccordancewith Sections4and5
of thisArticle.
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Rever sion. Whenavacant duty assgnmentisunder
consideration for reversion, the local Union
President will begivenan opportunity forinput prior
toadecision. Thedecisiontorevertor nottorevert
theduty assignment shall bemade not | ater than 28
days after it becomes vacant and if the vacant
assignment is reverted, a notice shall be posted
advisingof theactiontakenandthereasonstherefor.

Withholding. Whenvacanciesarewithheldunder
the provisions of Article 12, the local Union
Presdent will benotifiedinwriting.

Reposting.

a  Whenitisnecessary that fixed scheduleday(s)
of work in the basic work week for a duty
assignment be permanently changed, the
affected assignment(s) shall bereposted.

b.  The determination of what constitutes a
sufficientchangeof duties, principal assignment
area or scheme knowledge requirementsto
causetheduty assignment tobereposted shall
beasubject of negotiationat thelocal level.

¢ The determination of what constitutes a
sufficient change in starting time of a duty
assignment to causetheduty assignment tobe
reposted is negotiable af the local level,
provided:

() No duty assignment will be reposted
whenthechangein startingtimeisone
hour or less.

(20 The above criteria will also apply to
cumulative changes in starting time
within the life of this Agreement.
Cumulative changes are changes that
movethestartingtimeoutsideacircle
which hasthestartingtimeasitscenter
andtheagreed upontimeasitsradius.

(3 Theincumbent shall havetheoption of
accepting the new reporting time, if
negotiated at the local level. If the
incumbent accepts the new reporting
time, theassignment will not bereposted.

(4)  If theincumbent doesnot accept thenew
reporting time, the assignment will be
reposted.

d. When duty assignments are reposted in
accordance with a., b., or c. above, such
repostingsof level 5,6, and 7 duty assignments
will belimited to employeeswithin the same
and higher sdary levels and status; and
repostingsof level 4 duty assignmentswill be
limitedtothoseemployeesinthatsalary level
and gtatus.
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Subsequent postings which result from a
reposted duty assignment will be limited to

employeeswithintheabovesalary level suntil

a residua vacancy is identified. Residual

vacancieswhichresult fromrepostingswill be

filledinthefollowing order:

(1) Assignany unencumbered employeesin
thesamesaary level who areavailable
for assignment, in accordance with
Section4.C.1.

(20 Posttofull-timeemployeesinall levels
who are dligible to bid and part-time
regular employeesinadl levelswho are
eligibletobid.

(3 If no bidders, assign unencumbered
lower level employees in accordance
withSection4.C.1.

e  Duty assignmentswithin multicraft positions
shall not bereposted dueto changesin hours,
off days, or duties. A multicraft positionisa
position from which a duty assignment is
posted for bid to employeesfrommorethan
onecraft andisawarded based on seniority.

f.  If thedecisionisto repost an occupied duty
assignment and therearetwo or moreidentical
(hours, of f daﬁsand duties) assgnmentswithin
the section, the duty assignment of thejunior
incumbent of such assignment will be
reposted.

Ininstanceswheremorethan oneduty assignmentis
Posted, clerksmay indicate preferencesonthebid

ormor inthetelephoneor computerized bidding
process.

Anemployeewho hassubmitted abid shall havethe
righttocancel thebid, inwritingorinthetelephone
or computerized bidding process, at any timebefore
theclosing time (hour and date) of theposting. Such
cancellation, tobeofficial, shal bedate stamped or
processed by telephone or computer (with
confirmation). Anemployeemay not cancel abid
after theclosingtimeof theposting.

Best Qualified Positions

a All newly established and vacant duty
assignmentsinabest qualified positionshall be
posted for bid to full-time employees
encumbered in duty assignmentsinthesame
salary level and samebest qualified position,
except when avacant assignment(s) isbeing
considered for reversion. The successful
bidder must be placed inthe duty assignment
within 28 days after the successful bidder
notice is posted, except in the month of
December.
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b.  Theresidual vacancy, asdefinedin Section 1
of thisArticle, will be posted for application
unlessthevacancy isbeing withheld pursuant
toArticle12. Thesuccessful applicant mustbe
placedi ntheggust‘yassi%nmentwithi n28days
after thesuccessful applicant noticeisposted,
exceptinthemonth of December.

¢ Part-timeregular employees may apply for
best qualified duty assignments. Applications
from part-timeregular employeeswill not be
considered if sufficient (equal or greater in
number than availableduty assignments) full-
timeand part-timeflexibleemployeesmeeting
theminimum qualificationsapply.

d.  Incumbentsin each best qualified positionand
salary level will beinaseparate category for
Article12excessing purposes. Thesecategories
will be separate from senior qualified
positions.

Cl erkstemggrari ly detailedto anonbargaining-unit
position (204b) may not bid or apply for vacant Clerk
Craft duty assignmentswhileso detailed. However,
nothing contained herein shall be construed to
precludesuchtemporarily detailed employeesfrom
voluntarily terminatinga204b detail andreturningto
their craft Posi tion. Uponreturntothecraft position,
such employeesmay exercisetheir right tobid or
apply for vacant Clerk Craft duty assignments.

The duty assignment of a clerk detailed to a
nonbargaining-unit position, including a
nonbargai ning-unit training program, in excessof 4

monthsshall be declared vacant and shal | be posted
forbidinaccordancewiththisArticle. Uponreturnto

the craft the employeewill become an unassigned
clerk with afixed schedule. A clerk temporarily

detailedtoanonbargaining-unit positionwill notbe

returned to the craft solely to circumvent the
provisionsof Section3.A.8. Form 1723, Noticeof

Assignment, shall be used in detailing clerks to

temporary nonbargai ning-unit positions(204b). The
Emgloo?e);will prgvidet eUnﬁ)gﬁatthélocal)level

withacopy of Form(s) 1723 showingthebeginning
andending of all suchdetails.

Empl oyeesdetail edtononbargai ning-unit positions
arenot entitled to out-of -schedule premium.

FillingUpgraded Positions

a  When an occupied Clerk Craft position is
upgraded onthebasisof thepresent duties:

() The incumbent will remain in the
upgraded jobprovidedtheemployeehas
beeninthatjobfor morethanoneyear.

(2 The job will be posted for bid or
application in accordance with the
Agreementif theincumbent hasnot been
inthejobfor morethanoneyear.
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When an occupied Clerk Craft position is
upgraded on the basis of duties which are
addedtotheposition:

() The incumbent will remain in the
upgradedjob providedtheemployeehas
beeninthat job for morethan oneyear.
Theyear of requiredincumbency inthe
job beginswhen theduty or dutieswere
added which permitted the job to be
reranked.

(2 The job will be posted for bid or
application in accordance with the
Agreementif theincumbent hasnot been
inthejob morethan oneyear sincethe
datewhentheduty or dutieswereadded
which later permitted the job to be
reranked.

10. Full-time Clerk Craft employees may use their
seniority to bid onany senior qualified assignment
involving a change in level provided the bidder
meetsthequalificationsestablishedfor theposition
andtherequirementsin subsectiona. and b. below,
when applicable. Part-timeregular enployeesmay
use their seniority to bid on full-time duty
assignments in other levels for which they are

o

a

bleto bidunder theprovisionsof Section3.A.1
isArticle.

Full-timeClerk Craft employeesinlevel sSPS-
5, PS-6, and PS-7 may bid and compete for
vacant and newly established full-time duty
assignmentsranked bel ow PS-5.

Full-time Clerk Craft employeesin levels
below PS-5 may bid and competefor vacant
and newly established full-time duty
assignmentsranked at PS-5, PS-6, and PS-7.

Employees in levels below PS-5 who are
promoted as a result of this section and are
subsequently impacted due to technol ogical
and mechanization changes shall not be
entitled to saved gradefor aperiod of two years
beginningwiththeeffectivedateof promotion.
Thistwo-year restriction does not apply to
employees who previously occupied the
higher level.

Before excessing pursuant to provisions of
Article 12, employees serving their initial
assignment per part a. or b. above may be
excessedtotheir former wagelevel by inverse
seniority provided the employee has not
completedthreeyearsinthenew level.

Employees in levels below PS-5 who are
promoted as a result of this section will be
restricted frombidding toduty assignmentsin
PS-5, PS-6, and PS-7 positionsother thanthe
position descriptioninitially bid for one year
from the effective date of promotion.
Employeesserving thisbid restriction may bid
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1.

Position
Number

KP17
SP1-54
SP2-3
SP2-4
SP2-12
SP2-20
SP2-25
SP2-26
SP2-28
SP2-156
SP2-157
SP2-158
SP2-181
SP2-188
SP2-195

SP2-217
SP2-218
SP2-346

SP2-362
SP2-385
SP2-387
SP2-388
SP2-433

SP2-464
SP2-465
SP2-468
SP2-495

SP2-502
SP2-633

SP2-634

onany duty assignment below PS-5duringthis
one-year period. This restriction does not
apply toemployeeswho previously occupied
thehigherlevel.

The following PS-6 and PS-7 positions are
filled onthebasisof senior qualified:

Title

ClaimsClerk Paying Office
Highway Transportation Clerk
InformationClerk

Scheme Examiner
Postage-DueTechnician
Clerk-FinanceStation

Generd Expediter

Review Clerk

Flat SortingM achineOperator
Stamp Supply Clerk

Specia Postal Clerk

Schedule Clerk-Foreign Mall
General OfficeClerk-ForeignMail
Examination Specidist
VehicleOperations-Maintenance
Assistant

Transfer Clerk, AMF

Receiving Clerk-Foreign Air Mall
Procurement and Materiel
Management Assistant

Parcel Post Distributor-(Machine)
Ramp Clerk, AMF

BulkMail Technician

Window Services Technician
Self-Service Postal Center
Technician

Mail Classification Clerk

Mail Classification Clerk
Mailing Requirements Clerk
RecordsClerk, International Air
Mall

Sack SortingM achineOperator
Distribution Clerk, Machine,
MPLSM

Distribution Clerk, Machine,
SPLSM

B. BiddingProvisions-- Letter Sorting
Machines

(SeeM emo, 1998 Agr eement, Page356)

C. Placeof Posting

1. Thenoticeinviting bidsfor aduty assignment shall
beposted onal official bulletinboardsand available
within the computerized bidding process at the
installation where the vacancy exists, including
stationsand branches, toassurethat it comestothe
attention of all employeeseligibleto submit bids.
Copiesof thenoticeshall begiventothelocal Union.
When absent employees have so requested in
writing, stating their mailing addresses, acopy of any
noticeinviting bidsfromthe Clerk Craft shall be
mailedtothem by theinstall ation head.
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2

D.

Posting and bidding for preferred duty assignments
shall be installation-wide, except as otherwise
providedforinthisAgreement.

Lengthof Posting

Thenoticesshall remain posted for 10 days, unlessadifferent
lengthfor theposting periodisestablished by local negotiations.

E.

InformationonNotices

Information shall beasshown bel ow and shall bespecifically

dated:

1

F.
1

Theduty assignment by position, title and number
(e.g., key or standard position).

PSsdarylevel.

Schemeknowledge (essential and non-essentid) and
special requirements involving training, where
applicable. Whentheassignment requiresscheme
distri b_léti on, oneor morescheme(s) will belisted as
essentia.

Hoursof duty (beginning and ending), and tour.
The principal assignment area (e.g., parcel post,
incoming or outgoinginthemain office, or specified
station, branch, or other location(s) wherethegreater
portion of theassignment will beperformed).
Qualification Standards.

Physical requirements unusual to the specific
assgnment.

Invitationtoemployeestosubmithbids.

Thefixed or rotating schedul e or days of work, as
appropriate.

Resultsof Posting

a

Within 10 days after the closing date for the
posting (excluding December), theinstallation
head shall post a notice listing the senior or
successful bidder(s) and their seniority date(s).
The senior qualified bidder meeting the
3ua|ificati onstandardsfor the position shall be
esignated the “successful bidder.” If a
deferment periodisrequired, theemployeewill
bedesignatedthe* senior bidder.”

An employee will be limited to five senior
unsuccessful bids during the duration of this
Agreement.

A senior unsuccessful bid is one on which the
employeeisdesignated the senior bidder and, due
to withdrawal, failure to qualify, or other
voluntar% relinquishment of the employee’'s
rightstotheduty assignment, doesnot becomethe
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successful bidder. If an employee exercises an
option to withdraw in order to accept a duty
assignment onwhichtheemployeeremainsalive
bidder, such withdrawal does not constitute a
senior unsuccessful bid.

An employee who has used five senior
unsuccessful bids for any reason during the
duration of thisagreement will not be permitted
further bidsunlesssuch bid:

(1) istoaduty assignment for which the
employeeiscurrently qualified;

(2 isduetoeliminationor repostingof the
employee’ sduty assignment; or

(3) isrequiredinordertoretainsaved grade.

The successful bidder must be placed in the new
assignment within 28 days except in the month of
December. Thelocal agreement may set ashorter
period.

3. a  When the duty assignment requires scheme
knO\NIegPe, if thesenior bidder isqualifiedonthe
essential schemerequirementsof theposition,
assigntheemployeein compliancewith 2 above.
If the senior bidder is not qualified on the
essentia schemerequirementswhen theposting
period is closed, permanent filling of the
preferred assignment shall bedeferred until such
employeeisqualified on the essential scheme
requirements. Thedeferment period shall begin
thedatethe senior bidder isscheduled toreport
for training and shall becomputed based onthe
following:

Tota Number Deferment period
of Schemeltems (cdendar days)
100-200 14
201-300 2
301-400 30
401-500 38
501-600 46
601-700 54
701-800 62
801-900 66
901-1000 70
1001-1100 74
1101-1200 78
1201-1300 82
1301-1400 86
1401-1500 90
1501-1600 %5
1601-1700 100
1701-1800 105
1801-1900 110
1901-2000 115

Normally, the employee will begin the required
trainingwithin 10 daysafter theposting of thesenior
bidder, excluding December. An employeewho has
scheduled leave of aweek or longer (four (4) days
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during aholiday week) withinthefirst twenty eight
(28) days, may at his/her option, begintraining upon
returnfromthescheduledleave.

b.  Anemployee designated the senior bidder may
withdraw at any timeprior tocompletingtraining
and being designated the successful bidder. An
er_nﬂl oyeewho beginstraini r]? and subsequently
withdraws, fails to qualify, or otherwise
relinquishesrightsto theduty assignment will be
restricted fromany further biddingfor aperiod of
90daysfromthedateof withdrawal orfailureto
qualify.

(1) If the senior bidder withdraws prior to
beginningtraining or fail sto completefour
hoursof training withinfivework daysof
the date the senior bidder is scheduled to
report for training, theduty assignment will
be forfeited to the second senior bidder.
Thesecond senior bidder, if not qualified
ontheessential schemerequirements, will
enter a deferment period as described
above.

(2 Ifthesenior bidder completesfour or more
hoursof training withinfivework daysof
the date the senior bidder is scheduled to
report for training and subsequently
withdraws, fails to qualify, or otherwise
relinquishesrightsto theassignment, the
senior currently qualified bidder shall be
Bgrmanently assigned as indicated in c.

ow.

(3 If aduty assignment is forfeited to the
second senior bidder andthesecond senior
bidder withdraws, fails to qualify, or
otherwise relinquishesrights to the duty
assignment, the senior currently qualified
bidder shall be permanently assigned as
indicatedinc. below. Insuch case, thebid
will be considered a senior unsuccessful
bid. If the second senior bidder began
training, he/shewill berestricted fromany
further bidding for aperiod of 90 daysfrom
thedateof withdrawal or failuretoqualify.

¢ Within 21 days after the end of the deferment
period, thesenior currently qualified bidder shall
be permanently assigned except as indicated
below. A notice shall be posted stating the
successful bidder. Duringthedeferment period,
theassignment normally should befilled by the
detail of aqualified employee.

. a  When the duty assignment requires machine
quaifications, If thesenior bidder isqualifiedon
machine qualifications, which meansthe ability
tokey at theappropriate speed and accuracy on
theappropriatekeyboard, assigntheemployeein
accordancewith 2 above. If thesenior bidderis
not qualified when the posting periodisclosed,
permanent filling of the preferred assignment
shall be deferred until the senior bidder is
qualified on the machine qualifications. The
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hours of training established for machine
qualifications shall constitute the deferment
period, which shall begin on the first day the
trainingisscheduled. Normally, theemployee
will begin the required training within 10 days
after the posting of the senior bidder, excluding
December. An employee who has scheduled
|leave of aweek or longer gfour (4) daysduri ng a
holiday week) withinthefirst twenty-eight (28)
days, may at his/her option, begintrainingupon
returnfromthescheduledleave.

An employee designated the senior bidder may
withdraw at any timeprior tocompletingtraining
and being designated the successful bidder. An
employeewho beginstraining and subsequently
withdraws, fails to qualify, or otherwise
relinquishesrightsto theduty assgnment will be
restrictedfromany further bidding for aperiod of
gog_ sfromthedateof withdrawal or failureto
quaify.

(1) If the senior bidder withdraws prior to
beginningtraining or failsto completefour
hoursof training within fivework daysof
beginning training, the duty assignment
will be forfeited to the second senior
bidder. The second senior bidder, if not
qualified on the machine qualifications,
will enter adeferment period asdescribed
above.

(2  Ifthesenior bidder completesfour or more

hoursof training within fivework daysof
inning training and subsequentl

\?v??hdra/\?s, fails togqual ify, or g?ﬂa'wis){a
relinquishesrightsto theduty assignment,
thesenior currently qualified bidder shall
bepermanently assigned asindicatedinc.
below.

(3) If aduty assignment is forfeited to the
second senior bidder andthesecond senior
bidder withdraws, fals to qualify, or
otherwise relinquishesrights to the duty
assignment, thesenior currently qualified
bidder shall be permanently assigned as
indicatedinc. below. Insuchcase, thebid
will be considered a senior unsuccessful
bid. If the second senior bidder began
training, he/shewill berestricted fromany
further biddingfor aperiod of 90 daysfrom
thedateof withdrawal or failuretoqualify.

Normally, theemployeewill begintherequired
traini ng_withi n 10 daysafter the posting of the
senior bidder, excluding December. Within 21
daysafter theend of the deferment period, the
senior currently qualified bidder shal be
permanently assigned. A noticeshall be posted
stating the successful bidder. The deferment
period for machine qualificationstraining, the
essential scheme requirements, and scheme
distribution keyboard training will not be
concurrent. During the deferment period, the
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assignment normally should befilled by thedetail
of a qualified employee. Where scheme
knowledgeisrequired, theprovisionsof Section
3.F.3aboveareapplicable.

d. Employees who have undergone training for
|etter sorting machinesand who subsequently bid
back into aletter sorting machineduty assignment
will be given applicable brush-up training to
allow them to meet the appropriate speed and
accuracy requirements.

e Exceptasspecificaly provided elsawhereinthis
Article, no employee shall be denied the
opportunity tobidor qualify onany mail sorting
machine duty assignment solely because of a
previous unsuccessful attempt to qualify for a
mail sorting machineduty assignment.

5. Whentheposted duty assignment requiresaspecific
skill(s) where the employees must be immediately
qualified, senior bidderswill begivenan opportunity
todemonstratetheskill(s). A minimum of fivesenior
bidderswill betested, unlessone or moreof thefive
arecurrently qualified. Inthat case, al bidderssenior
to the senior currently qualified employee will be
tested. This demonstration occurs prior to an
employeebeing designated asthe senior bidder or the
senior qualified bidder.

a  This provision applies to the following
positions/duty assignments:

Air RecordsProcessor, PS-5;
Clerk Stenographer, PS-5;

Self-ServicePostal Center Technician,PS-6;
All senior qualified duty assignmentsrequiring
typing ills.

b.  An employee who, as the result of a bid,
attemptstodemonstratetheskill(s) for oneof
theabovepositions/duty assignmentsandfails
will be restricted from bidding on positions/
duty assignments which require the same
skill fs) for aperiodof 120daysfromthedatethe
employeeattemptstodemonstratetheskill.

6.  Whereincidental typingisrequired asapart of aduty
assignment, such requirement must be reasonably
related to the efficient performance of the
responsibilitiesof theduty assignment.

7. Thesenior bidder for any of thefollowing positions
will enter a deferment period and be provided
appropriate combinations of training, testing and
practical demonstration of ability to performinthe
actual position. Permanent assignment totheposition
will be deferred until successtul completion of the
training. If the employee does not satisfactorily
completethetraining or withdraws, theemployeewill
bereturnedtohis’her former duty assignment andthe
next senior bidder will be placed into training. An
employeebidding fromoneof thepositionsonthelist
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toanother requiring similar essential dutieswill notbe
requiredtotakethetraining.

Window Clerk (KP13)

Distribution and Window Clerk (SP2-1)
Distribution, Window and Markup Clerk
(SP2-629)

Window Services Technician (SP 2-388)
Clerk -- Finance Station (SP2-20)

Bulk Mail Clerk (SP2-44)

Bulk Mail Technician (SP2-387)

Mail Classification Clerk (M SC) (SP 2-464)
Mail Classification Clerk (MSC) (SP2-465)
Meailing ReguirementsClerk SSP2-4683

Mailing RequirementsClerk

SP2-469

Postage-DueClerk (SP2-11)
gga}t e-DueTechnician(SP2-12)

2-433)

a

icePostal Center Technician(SP

In installations where 105 or more hours of
trainingarerequiredfor positionqualificationand
afull-timeduty assignment in any of theabove
position designations requires scheme
qualification, thedeferment periodfor scheme(s)
and positionqualificationwill not beconcurrent.

Anemployeewho isdesignated the senior bidder
for any of thepositionslistedin F.7. aboveand
who subsequently failsto satisfactorily complete
the training or withdraws from the bid will be
restricted frombidding on posted duty assignments
inthat position designation for aperiod of 180
days, except asprovidedforin (1) and (2) below.

The 180 day restriction beginsontheeffective
date of thewithdrawal, or, if an examinationis
required, on the date the employee took the
examination.

This biddingrestrictiondoesnot apply if:

() The employee's bid duty assignment is
abolished or reposted during the 180-day
biddingrestriction.

(2 The employee withdraws prior to
completion of 25% of the position
qudificationtraining hours.

When an employeeisdesi gnated assuccessful

bidder andremainsalivebidder onother bids, the
employee shall notify management inwriting
withinten daysof his/her electiontoremaina
bidder ononeor moreof thoseassignments. The
noticeshall identify theassignment(s) by joband
postingnumber. Failuretonotify withintendays
will cancel suchother bids.

Whenanemployeeisinadeferment period and
would bedesignated asenior or successful bidder
onapreviousbid, theemployeewill begivena
choiceto remainintrainingor becomethesenior
or successful bidder ontheprevioushbid.

110



¢ Except as otherwise specifically provided in
3.F.3,3.F.4,and 3.F.7, any of thefollowing shall
end the deferment period, and the duty
assignment shall befilledinaccordancewiththe
provisionsof thisArticle:

() Thesenior bidder withdraws prior to the
end of thedeferment period,;

(20 Theseniorbidderisdesignatedthesenior
or successful bidder on a subsequent
posting during the deferment period.
Eligibility to demonstrateaskill per 3.F.5
doesnot end adeferment period.

(3 Thesenior bidder otherwise relinquishes
the employee’s rights (voluntarily or
involuntarily) totheassignment.

d.  Any withdrawal, to be official, shall be date
stamped or if done by telephone or computer,
must haveconfirmation.

9. Pursuant totheMemorandum of Understanding, dated
March 3, 1975, concerning useof full-timeemployees
on Relief and Pool duty assignments, such
assignmentsintheClerk Craft shall normally beused
tocover:

a  Absencesof employeesholding full-timebid
assgnmentsin:

() Stetionsor Branches,
(2 Window Service;
(3 Customer Service, Financeor E&LR.

b.  Functionswhichpredictably occur at theend of
the accounting period (Timekeeper,
Examination Specidit, etc.)

10. Normally, the successful bidder shall work the duty
assignment as posted and shall not bedisplaced by a
junior employee. Thisdoesnot prohibit theEmployer
from assigning other employees to work the
assignment for trai ning purposes.

Section4.Unencumber ed Employees

A. Coverage. Full-time flexible employees and
unassigned regular employeesare considered unencumbered
employees.

B. Anemployeewho becomesan unassigned regular will
continue to work the same hours and scheduled days the
employeeworkedimmediately prior to becoming unassigned
unlessnetified of achangeinwork schedulebeforeexpiration of
thefirst 28 daysafter thedate on which theemployeebecame
unassigned. Additional work schedulechangesmay bemade,
provided that such change cannot be made effectiveuntil 180
daysafter theeffectivedateof any previouschange.
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C. Assignmentof Unencumbered Employees

1

2

TotheSameor Higher Level.

a

Employees not encumbered in bid duty
assignments should bid on duty assignments
posted for bid. These employees shall be
assignedtoresidua full-timeduty assignments
inthesameor higher salary level for whichthe
employeesmeet theminimum qualifications.
Tr:jeassignmentswill bemadeinthefollowing
order:

(1) Currently Quaified Employees.

Offer residual assignmentshby seniority
toemployeeswhoarecurrently qualified
on all of therequirements of aresidual
assignment. If anemployeeisqualified
ontwoor moreresidud duty assgnments,
theemployeewill begivenanoptionand
be awarded their choice based on
seniority. |f assignmentsremainunfilled
for which there are currently qualified
unencumbered employees, involuntarily
assign these employees by inverse
seniority.

@  PatialyQuaifiedEmployees.

Offer residual assignmentsby seniority
to employeeswho are qualified on at
least one, but not al, of therequirements
of aresidual assignment and have not
occupied abid ass gnment during thelast
90 days. If an employee is partialy
qualified on two or more residual duty
assignments, theemployeewill begiven
an option and be awarded their choice
based on seniority. If assignments
remain unfilled for which there are
partially qualified unencumbered
employees, involuntarily assign these
employeesby inverseseniority.

(3 EmployeesNot Currently or Partially
Qualified.

Involuntarily assignemployees, starting
withthesenior employee, who havenot
occupied a bid duty assignment during
thelast 90days. Whenthereismorethan
oneresidua vacancy, theemployeeswill
begivenanoptionandbeawardedtheir
choicebased on seniority.

Unencumbered clerks who are detailed to
nonbargai ning positionsareconsideredtobe
unavailablefor assignmentinaccordancewith
a above.

Toalower Level.

Lower-level residual vacanciesthat still exist after
application of C.1 above may be offered to
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unencumbered employeesand their preference shall
behonored by seniority. Then assign unencumbered
employeeshby inverseseniority tolower-level residua
full-timeduty assignments. An employeeassignedto
aduty assignmentinalower gradewill recelvesaved
gradeuntil suchtimeasthat employeefailstobid or
apply for any posted full-timeduty assignmentin hig/
her former wagelevel.

3a Anemployeewhowasnot hiredfrom amachine
register and who has not subsequently passed
machine training may not be Involuntarily
assigned to a machine duty assignment
regardlessof salary level. Thisprovisiondoes
not prohibit the Employer frommaking ajob
offer toan unencumbered employeeinthesame
level.

b.  Anemployee hired from amachine register
whohasnot qualified onaparticular machine
skill (e.g., letter sortingmachine, flat sorting
machine) may not beinvoluntarily assgnedtoa
duty assignment requiring that machineskill
until all unencumbered employeeswho have
qualified on that machine skill have been
assigned.

4. Full-timeemployeesareassignedonly tofull-
time residual vacancies. Part-time regular
employees are assigned first to part-time
regular residual vacancies, then if necessary,
they may be assigned to remaining full-time
regular residual vacanciesif senior tothesenior
part-timeflexibleemployee.

Section5.  Conversion/Part-TimeFlexiblePreference

A

1

General Principles

TheEmployer will maintainasinglemerged part-
timeflexibleroll.

Part-timeflexibleemployeesshall beconvertedto
full-timeinthemanner setforthinthissection.

Whenanopportunity existsfor conversiontoavacant
full-time Clerk Craft duty assignment, employees
shall, in accordance with this section, exercise a
preference(s) astotheduty assignment(s) they desire
tobeconvertedinto based ontheir standing onthe
part-timeflexiblerall.

Part-timeflexibleemployeeswho haveexerciseda
preferenceandfail toqualify shall not bedischarged
or disciplined asaresult of suchfailure.

Normally, the senior part-time flexible stating a
preference will be placed into training within 10
caendar days.

When apart-timeflexibleemployeeisidentified as
currently qualified or successfully completes the
trainingfor astated preference, theemployeeshould
be converted to full-time and placed in the duty
assignment within 28 daysexcept inthemonth of
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10.

B.
1

December. Management shouldreleaseapart-time
flexible Mark-up Clerk, Automated as soon as
possible, but for replacement training purposesmay
delay theemployee' sreleasetothat duty assignment
for upto 180 daysafter beingidentified assenior for
conversionor training. Thisdelay inplacement does
not alter theemployee’ snormal conversion at the
appropriatetime.

Full-timeflexibleassignmentscreated asaresult of
the Maximization Memorandum of Understanding
shall befilledin accordancewith these procedures.

|f anopportunity for conversionistoabestqualified
full-timeClerk Craft duty assignment, thesuccessful
gpplicant shall be converted. Applicationsfrom part-
timeflexible employees shall not be considered if
sufficient (equal or greater in number than available
duty assignments) full-timeemployeesmeetingthe
minimum qualificationsapply.

Part-time flexible employees who express a
referencemay not withdraw fromtheassignment or
romtraining except asspecifically providedforin
10. below.

A part-timeflexibleemployeeintraining for astated
preference who is converted to full-time, either
pursuant to Article 7, Section 3.A or dueto being
currently quaified on another assignment, shall have
theoptionof either remainingintrainingfor thestated
preferenceorwithdrawingfromtraining.

PreferenceReguirements/Eligibilities

Employeesarerequiredtostateapreferencefor duty
assignmentsfor whichthey arecurrently qualified at
thesameor higher level, evenif they areintrainingfor
another stated preference. A Mark-up Clerk,
Automatedisnot requiredto stateapreferencefor
non-Markup Clerk, Automated duty assignments.

Employeesarenotrequiredtostateapreferencefor
duty assignmentsfor which they arenot currently
quaifiedor areat alower level.

When stating preferences, employeesmust list all
duty assignmentsfor whichthey received training
and are currently qualified ahead of any duty
assignment for whichthereisno qualifyingtraining.

Whileintraining for astated preference, employees
may not state a preference for any other _d_légl
assignment for whichthey arenot currently qudified.

Part-time flexibles who were appointed from a
machine register may express a preference for a
manual duty assignment only if it will not deprivea
currently qualified part-time flexible manual
distributionclerk of theopportunity for conversion.

C. Procedures. Whenthereareoneor morefull-time
duty assignment(s) tobefilled by conversion, theconversions
shall be made by the following procedures, in the following

order:
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Match the number of duty assignmentsto befilled
withtheidentica number of senior part-timeflexibles
ontheroll whoaredligibleto stateapreferenceonthe
duty assignment(s).

Convert and placeany currently qualified part-time
flexiblesontheabovelist. Any part-timeflexibles
who are currently qualified on two or more of the
availableduty ass gnmentsshall begivenachoice,in
order of their standing onthepart-timeflexibleroll,
providedtheir choicewould not reducethenumber of
currently qualified employeeswho couldbematched
and convertedtofull time.

If any duty assignments remain unfilled, take
preferencesfromall part-timeflexibleswho passed
therequired entranceexaminationelements, inorder
of their standing on the part-timeflexiblerall.

For each duty assignment, placethe senior part-time
flexiblewho stated apreferencefor that assignment
into the assignment if currently qualified. If not
currently qualified, placethat employeeintotrainin
for that assignment. Upon successful completiono
thetraining, convert and placetheemployeeintothe
assignment.

If the senior part-time flexible fails to qualify or
withdrawspursuant toA.10. above, convert and place
thenext currently qualified part-timeflexible.

If therearenoremaining currently quaified part-time
flexiblesfor aduty assignment, thesenior part-time
flexiblehiredfromtheappropriateregisterandwhois
not in training for another opportunity will be
assigned and placed intotraining.

If there areno remaining part-timeflexibleshired
fromtheappropriateregister, thesenior part-time
flexibleontheroll whoisnot intraining for another
opportunity will beassigned and placed intotraining,
except that PTFshired asmanual clerkswho havenot
subseguently passed machine training may not be
involuntarily asg_’lgged to full-time machine duty
assignments. ’s may not be involuntarily
assigned to alower level or to aduty assignment
requiringaskill (such ast?/pi ng, shorthand, etc.) for
whichthey arenct currently qualified.

Part-timeregular residual vacanciesare offered to
part-timeflexibleempl oyeesfor preferencing, firstby
samelevel then by seniority inaccordancewiththe
aboverules, prior tofilling theduty assignmentswith
non-clerk craft individuals.

Section6. Mail SortingMachines

A
l.

L etter SortingM achines
Designation

In offices (present or future) with letter sorting
machines, the Employer will designateonthe part-
time flexible roll those employees who meet the
machinequalificationreguirements(whichmeansthe
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2

3

ability tokey at theappropriatespeedand accuracy) for
letter sorting machinepositions.

Rotation

a

Theapplication of therotation systemfor letter
sorting machine operators as outlined in
Handbook PO-405isaproper subject for the
L abor-Management Committee Meetings.
Discussion with local Union officials shall
takeplacewith opportunity for input prior to
changesinthe rotation system.

Thefeasibility of astudy for the purpose of
better understanding the environmental effects
of dternaterotation systemsisaproper subject
for discussion by the National Labor-
Management Committee.

EDIT

a

ANnEDIT operator test will not beenteredinto
the Individual Performance Record and
becomeanofficial record unlessthefollowing
conditionsaremet:

() The operator was checked by the
operations table of random numbers,
andthesupervisor isabletoreconstruct
the random sel ection of the operator
fromtherandom number table.

(2 The supervisor is able to relate the
meachineprinted recordtotheoperator
andidentify, wherepossible, theerror
causss.

(3 Theoperatorisallowedtoinspectthe
record including thesampled |l ettersas
soon aspossibleafter completion of the
individual’ skeying cycle.

(4  Thesampleletterswererepresentative
of thegeneral mail mix and not solely
nix_ile mail, mark-up mail, or 400 bin
mail.

Special EDIT runsof anindividual operator
may bemade; however, they will beusedonly

foranalysisof that operator’ skeying problems
sothat correctivetraining can beeffectively

undertaken. Results of special EDIT runs
should behandled in accordancewitha(2), (3)
and (4) above.

B. Parce Post SortingMachines

1

Rotation

Theapplication of therotation systemfor PPSM
operatorsisaproper subject for discussion at the
Labor-Management Committeemestings. Discussion
with local Union officials shall take place with
opportunity forinput prior tochangesintherotation
system.
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2. SIAT

A SIAT operator test will not be entered into the
Individual Performance Record and become an
official record unlessthefollowing conditionsare
met:

a  Thesupervisor positionshimself sothat hewill
beableto observetheoperator beingtested. He
will verify for therecordthat theoperator being
testedwasinfact keyingduringtheentiretest.

b.  Theoperator wasscheduled by the operations
tableof randomnumbersandthesupervisoris
ableto reconstruct therandom selection of the
operator fromtherandom number table.

¢ Thesupervisor isabletorelate the machine
printed record to the operator and identify,
wherepossible, theerror causes.

d.  Theoperator isallowed toinspect therecord,
including arecord of the addresses of pieces
keyedinerror assoonaspracticable.

C. NewMail SortingMachines

Theimplementation of new mail sorting machineprograms
involving Flat Sorting Machines, L etter Sorting Machines, Bar
Code Readers, Batch Mail Processors, Optical Character
Readers, andthe X TRACT Systemwill beconsistentwiththe
contractua requirementsfalingwithintheareaof Technological
and M echanization Changes.

Section 7.  Anti-FatigueMeasures

A. Thesubject of fatigueasit relatesto the safety and
health of an employeeisaproper subject for theconsideration of
theJoint L abor-Management Safety Committeeasprovidedin
Article 14 of the National Agreement. The Employer will
continueto furnish adjustable platform stool sfor periods of
sustained distribution asheretofore.

B. Thefeasibility of astudy of sesting devices, includin
seatswith back supports, for the purpose of improving uponan
eventud |y replacing theequipment termed* adjustableplatform
stools’ heretoforesupplied, as* sit-stand” devicesisaproper
subj ect for determination by the National L abor-M anagement
Committee.

Section8.  SchemeCommittee

A. TheEmployeragreestohavingaspart of theNational
Labor-Management Committee, a |abor-management
subcommittee on schemesfor the consi deration of appropriate
mattersrelating to schemes.

B. Subjecttoany criteriaestablishedinthefutureby the
National Labor-Management Committee, local level scheme
committeeswill continueoperationaspresently constituted.

C. There shal be no annual or periodic scheme
examinations.
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Section9.  Computerized ForwardingSystem

The application of arotation system for the Computerized
Forwarding System and the subject of fatigueasit pertainstothe
Computerized Forwarding Systemwill be consistent withthe
requirementsof theapplicableprovisionsof thisAgreement.

[seeMemo, page173]
Section 10. Listingof Key and Standar d Positions
The Employer will continue to furnish to the Union at the

national level copiesof key and standard positionsincluding
qudlification standardsintheClerk Craft.

ARTICLE 38
MAINTENANCE CRAFT

Section1. Introduction
Section2. Definitions
Section3. Seniority
Section4. Posting

Section5. SelectionMethods
Section6. Training
Section7. Specia Provisions

Sectionl. Introduction

All craft positionslistedinthe EL-20l Handbook assignedtothe
Maintenance Craft shall be under the jurisdiction of the
Maintenance Craft Division of the American Postal Workers
Union, AFL-CIO.

Section2.  Definitions

A. MaintenanceCraft. All employeesinmaintenance
craft positionsfor which the Union has secured recognition at
thenational level.

B. Installations. A mainpostoffice, airport mail center
or facility, terminal, bulk mail center, processing and
distribution center or facility, Maintenance Support and Repair
Facility or any similar organizational unit under thedirection of
onepostd official, together withall stations, branchesand other
subordinateunits.

C. Duty Assignment. A setof dutiesandresponsibilities
within arecognized occupational group and level regularly
schedul ed during specific hoursof duty.

D. Preferred Duty Assignment. A duty assignment
preferred over the present duty assignment by an em]pl ol))/ee
eigibletobidfor suchduty assignment whenitispostedfor bid.
Thisbidding isdone among qualified employeesin the same
level and occupational group asthevacant duty assignment.
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E. ServiceSeniority. ServiceSeniority isbased ontota
part-time or full-time service in the Maintenance Craft,
regardless of occupational group and level. It beginswith an
appointmenttotheregular part-timeor full-timework forcein
the Maintenance Craft. An exception isapart-timeregular
employeewhoisconvertedtoafull-timeregular position begins
anew period of serviceseniority. Employeeswhowereonthe
rolls before May 1, 1958, who had temporary or indefinite
appointments, which continued to career appointments, retain
seniority credit for combined temporary, indefiniteand career
employment which was continuous in the same position
designationandinstallation.

F. Installation Seniority. Thisseniority iscomputed
fromentry into the maintenancecraftintheinstallation. It
continuestoaccruesolongasserviceinthemaintenancecraft
andingtallationisuninterrupted.

G. Seniorityfor Preferred Assignments. Thisseniority
determines relative standing among regular work force
employeesdligibletobidfor preferred assignments.

1 Employees who enter into a regular work force
positioninaparticul ar occupational group andlevel
prior to June 25, 1992, shall have seniority for
preferred assignments computed from entry into
regular work force position in a particular
occupational group and level. It continuesto accrue
solongasserviceinthesameoccupationa groupand
level, andinstallationisuninterrupted. See section
5.A.3. of this Article for order of placement on
preferred assignment registers.

2. Employees who enter into a regular work force
positioninaparticul ar occupational group andlevel
on or after June 25, 1992, shall use installation
seniority for preferred assignments. See section
5.A.3. of this Article for order of placement on
preferred assgnmentsregisters.

H. Occupational Group.IntheMaintenance Craft,
occupational group shall bedetermined by positiondesignation
andlevd.

I.  Arbitrary. Thewordarbitrary, whenusedinAtrticle
38, shall mean a management initiated, non-disciplinary
reassignment of anemployee.

Section3. Seniority
A. Introduction

TheU.S. Postal Serviceandthe Maintenance Craft Division,
APWU, AFL-CIO, agreetothefollowing seniority principles
whichreplaceall former rules, instructionsand practices. This
Sectionof thisArticlewill continuerelativeseniority standings
properly established under past instructions, rules, and
regul ations. Provisionsof thisSectionof thisArticleshall beso
appliedindeterminingthoserel ativeseniority standings.

B. Coverage

This Seniority Section applies to all regular work force
Maintenance Craft employeeswhenitisnecessary for filling
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vacant assignmentsandfor other purposes. Noemployeesolely
by reason of thisArticleshall bedisplaced froman assignment
he/shegainedin accordancewithformer rules.

C. Responsbility

Theingtallation head isresponsiblefor day-to-day adminigtration
of seniority. Theapplication of thisArticleshall beopento
negotiationsat theinstal | ationlevel withthedesignated agent of
theUnion.

D. SeniorityLists

A current seniority list shall bepostedin eachinstallation. A
copy of anupdated seniority list shall befurnished quarterly to
thelocal Union. For eachemployee, it shall show:

1  Serviceseniority.
2. Seniority for preferred assignments.
E. Lossof Seniority

1 Employeeswho changefrom onecraft to another
shall begin anew period of seniority for preferred
assignment.

2. Change from one postal installation to another;
except as ified under Fand | below, will require
the start of anew period of seniority for preferred
assignment.

F. Restorationof ServiceSeniorityand Seniorityfor
Preferred Assgnments

ExceptasprovidedinArticle12, Section2.B, seniorityis
restored asif service had been continuousupon:

1 Reemployment after Disability Separation. On
reinstatement or reemployment after separation
caused b disabilitY, retirement, or resignation
becauseof persond illnessand theemployeeso stated
this reason in the resignation and furnished
satisfactory evidenceforinclusionintheemployee's
personnel folder, the employeereceives seniority
credit for past service for time on the disability
retirement or forillnessif reinstated or reemployedin
thesameingtallationandi nthesameselarylevg from
which separated; provided application for
reinstatement or reempl o¥ment ismadewithinsix
months from the date of recovery. The date of
recovery inthecaseof disability retirement must be
supported by notice of recovery from the
Compensation Group, Office of Personnel
Management, and in the case of resignation dueto
illnessby statement from theapplicant’ sattending
physicianor practitioner.

2 (Ij?estorati oninthesameinstallation after military
Lity.

3. Restorationtotheemployee' sformer positioninthe
sameinstallation after unwarranted or unjustified

Ssepardion.

120



4. Involuntary reassignmenttoanotherinstallation.

5. Arbitrary changeinthesameinstallationtoalower
PSlevel to the position designation and level from
whichpromoted.

G. Reductionof Seniorityfor Preferred Assgnments

1 If, prior to June 25, 1992, an employee was
voluntarily or for disciplinary reasonschangedtoa
lower salary level in the sameinstallation and the
salary level wasinthesameoccupational groupand
level fromwhich promoted, seniority isestablishedas
theemployee’' sformer period of seniority without
creditfor employment inany other higher level or
levels.

2. Ifthechangewastoalower salary level inthesame
installation and the level was other than the
occupational groupfromwhich promoted, whether
thechangewasfor voluntary, arbitrary or disciplinary
reasons, seniority isestablished asoneday lessthan
th(ﬂ' unior regular work forceemployeeinthat level
and occupational group or the employee’s own
seniority, whichever islesser, if the employeewas
changedtoalower salary level prior to June 25, 1992.

3. Ifthechangetoalower salarylevel occursonor after
June 25, 1992, seniority for preferred assignments
shall bedeterminedinaccordancewithsection2.G .2
of thisArticle. Seesection5.A.3 of thisArticlefor
order of placement on preferred assignment registers.

H. SeniorityGrantedbyL aw

Employeeswho arerestored to postal duty incompliancewith
|aw or regul ation after military training or extended military
duty losenoseniority.

I.  ChangeinWhich SeniorityisM odified

The seniority for Maintenance Craft employees who are
reassigned between installations as the result of a mutual
exchange in accordance with applicable provisions of the
Employeeand L abor RelationsM anual will beestablished for
both employeesasthat of thejunior employeeinvolved.

J.  Seniorityfor BreakingTies
Whenitisnecessary to determinetheseniority ranking for two
or more employees who are reassigned or promoted to
vacancies in the same occupational group and level in the
Maintenance Craft onthesameday, thefollowing shall beused
tobreak any tiethat might exist:

MaintenanceCraft I nstallation Seniority
Maintenance Craft Service Seniority
Tota MaintenanceCraft Service

Total Postal Career Service

a A~ W DN P

Total Posta Service
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Total Federal Career CivilianService

Numerical by the last 3 or more numbers (using
enough numbersto break thetie, but not fewer than 3
numbers? of theemployee’ ssocia security number,
fromthelowesttohighest.

K. ExcessEmployees

Installation Seniority governsinidentifying excessemployees
withinanoccupationa groupandlevel.

Section4.  Pogting

A

In the Maintenance Craft all vacant duty

assignmentsshall befilled asfollows:

1

Whenavacant or newly established duty assignment
istobefilled, theEmployer shall post for aperiod of
seven calendar da[vjs, anoticeof intent that the duty
assignment will be filled using the appropriate
preferred assignment selection register and/or
promotion eligibility register, except for newly
established positionsasdefinedinArticlel, Section
5. Such positionsshall be posted asthey are created
and assignedtothecraft unit. A copy of thenoticeof
intent shall befurnishedtothelocal Union.

Inaddition, any employeeonsick leaveor off-site
training on the day of posting shall be furnished a
copy of any applicablenoticeof intent. Employees
absent for annua leave who have requested in
writing, stating their mailing address, shall have a
copy of any applicable notice of intent mailed to
them.

When newly established positions as defined in
Articlel, Section5, arecreatedinaninstallationor
when an established position, for whichno promotion
dligibility register has been created, isadded in an
installation, the Employer shall post anoticeonall
official bulletin boards soliciting applicants for
inclusiononthepromotiondigibility register.

Thenoticeshall bepostedfor thirty (30) calendar
days. The employees who apply will receive the
results of their application(s) no later than one
hundredfifty (150) daysfromtheclosing dateof the
application period, provided theapplicationshave
been properly completed by theapplicants. Within
fourteen (14¥ daysof the c}/aieof thereceipt of the
promotiondigibility register results, anoticeof intent
tofill the position shall be posted and the position
filledinaccordancewiththeprovisionsof Article38.

All vacant duty assignmentsshall be posted by notice
of intent within30daysfromwhenvacancy occurs. |f
aduty assgnment hasnot been posted within 30 days,
the installation head or designee shall advise the
Unioninwriting astothereasonstheduty assignment
isbeingwithheld.

If thevacant assignment isreverted, anoticeshall be
postedwithin10daysadvisingof theactiontakenand
thereasonstherefor.
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B.

Whenitisnecessary that fixed schedul ed day(s) of
workinthebasicwork week for acraft assignment be
permanently changed, or that the starting timefor
such an assignment be changed by 2 or morehours,
theaffectedassignment(s) shall bereposted, by notice
of intent. Anexceptiontotherequirementtorepostan
assignmentwherethechangeinstartingtimeis2or
more hours may be negotiated locally. If the
incumbent i n theassignment hasmore seniority for
thepreferred assignment thanthesenior employeeon
thepreferred assignment eligibility register for those
off daysor hours, theemployeemay remaininthe
duty assignment, if theemployeesodesires.

Thedetermination of what constitutesasufficient
change of duties or principal assignment areas, to
causethe duty assignment to bereposted shall bea
subject of negotiationsat thelocal level.

Placeof Posting

TheEmployer agreesto post on an appropriatebulletin board
the r?gisters of eligible employees when such registers are
ished.

established
C. InformationonNoticeof I ntent

1. Theduty assignment by position title and number
(e.g., key, standard, or individual position).

2. PSsdarylevel.

3. Hoursof duty (beginning and ending).

4. Theprincipal assignment area(e.g., sectionand/or
location of activity).

5. Qualification standards, including occupational code
numbers when such standards and numbers are
available.

6. Thefixed or rotating schedule of daysof work.

7. Physical or other special requirementsunusual tothe

specific assgnments.

Section5.  SdectionMethods

A

1

Preferred Assgnment

The Employer will maintain and/or establish
preferred assignment sel ectionregisters. Duringthe
first fourteen daysin January of each year anotice
advising the empl oyeesof theopportunity to submit
changesin preferred assignment selectionsshall be
posted on all official bulletin boards at the
ingtallation, including stationsand branches, to assure
that it comestotheattention of al employeeseligible
to submit forms.

Theemployeeshall indicatepreference(s) for any
vacancy that may occur during that year, including
toursand daysoff. Changein preferred assignment
selectionsshall besubmitted onor before January 31.
If requested, an employeewill beallowed toreview
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thepreferred assgnment registersand theemployee' s
own preferred assignment selectionform(s). If the
employee does not submit a change in preferred
assignment selections during this period, existing
preferred assignment selectionsshall continue.

Newly established or vacant duty assignmentsshall
be filled by senior employees on the appropriate
preferred assignment registers. Therel ativestanding
for employees on the appropriate preferred
assignment register shal be:

a  employeesby preferred assignment seniority
who entered a particular occupational groug
and level in aninstallation prior to June 25,
1992, followed by

b.  employeesby preferred assignment seniority
who entered a particular occupational group
:itnggéevel inaninstallationonor after June25,

All vacant or newly established craft duty
assignments shall be filled from a preferred
assignment register established on the basis of
assignment selectionformssubmittedby Maintenance
Crartemployess.

Whereavacant or newly established duty assignment
cannot be filled from an established preferred
assignment register, andtheassignmentistobefilled
by means of a promotion, selection shall be made
fromtheappropriatepromotioneligibility register.

An employee may submit a new or amended
preferred assignment selectionforminthefollowing
Stuations:

Q

theemployeeispromoted;
b.  theemployee sduty assgnmentiseliminated;

¢ the duty assignment would result in the
employee being assigned closer to the
employee splaceof residence;

d.  because of substantiated medical or health
reasonswhereby continuationintheemployee's
present assignment would beharmful;

e  three times during each calendar year, an
employee may submit additional preferred
assignment selectionforms. Thetimesselected
for “submitting the additional preferred
assignment selection forms shall be at the
optionof theemployee.

When a part-time regular employee submits a
preferred assignment form for afull-time regular
position within the employee’s salary level and
occupational group, theemployeewill beawarded
thevacant duty assi gnment before promating afull-
time employee from a lower salary level and
occupational group, or beforeany lateral transfer,
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10.

providing that the part-timeregular issenior tothe
full-timeemployeeinthelowerlevel.

Any unassigned employee who fails to submit a

referred assignment selectionform, or whofailsto

awarded aduty assignment of hischoosingmay be
assignedtoany vacant duty assignment.

Employees shall be notified in writing, within 15
calendar daysof enteringtheMaintenanceCraftinan
installation, that they have 30 daysinwhichtoapply
for and be placed on the appropriate preferred
assgnment register.

After al employeeswithin an occupationa groupand
level havebeen assigned pursuant toanoticeof intent,
considerationfor filling theresidua vacancy will be
giventoahigher level qualified employeewho has
previoudy submitted awritten request for assignment
toalower level.

Anemployeewhoislisted ontheappropriateregister
for a vacant assignment shall have the right to
withdraw a preferred assignment or promotion
selection, inwriting, at any time, but not later thanthe
closing time (hour and date) for the posting of the
notice of intent. Such withdrawal, to be effective,
should beback-stamped.

B. Promotions

1

TheEmployer shall continuetomaintainall existing
promotion€eligibility registersestablished under the
new mai ntenance sel ection systemto be used for the

ur of filling vacanciesin particular occupational
groﬂ?)sseand Ievgl s A promotngel igibility Fr)gg:jister
shall beestablished for each occupational groupand
level for whichthereisaposition existing or newly
authorized in an installation. Registers established
under the new maintenance sel ection system remain
in effect throughout the life of this Agreement.
Promotioneligibility registersdevel oped by other
than the new mai ntenance sel ection system shall
remainin effect until suchtimeasnew registersare
established by thenew maintenance sel ection system.

Thefollowing positionsintheMaintenance Craft
shall be filled on the basis of seniority (senior
qualified within occupational group and level) in
accordance with the procedures established in
Section5, Article38.

a  CustodianPS-2(KP-1)-fromany lowerlevel

Custodial Laborer PS-3 (SP 6-13)-from any
lower level

¢ Laborer Materials Handling PS-3 (SP 1-11)-
fromany lower level

d.  Elevator Operator PS-3 (KP-2)-from any
equivaent or lower level

e  Elevator Starter PS-4 (SP6-3)-from Elevator
Operator PS-3(KP-2)
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f.  Maintenance Mechanic PS-5 (SP6087)-from
Maintenance M echanic PS-4 (SP6086)

g AreaMaintenance Technician PS-8 (SP6-77)
f7r8c;mAreaMai ntenance Speciaist PS-7 (SP6-

h.  MaterialsHandling Equipment Operator PS-4
(SP1-9)-from Laborer MaterialsHandling PS-3
(SP1-11)

i.  Cleaner-in-Charge PS-4 (SP 6-51) \from
Custodial Laborer PS-3(SP6-13)

j.  GroupLeader, Custodia PS-4 (SP6-58)-from
Custodial Laborer PS-3(SP6-13)

k. Maintenance Support Clerk PS-6 (SP-6090) -
from Maintenance Support Clerk PS-5 (SP-
6089)

I. Maintenance Mechanic, MPE PS- 8 (SP-6064)-
fromM aintenanceM echanic PS-5 (SP-6087)

m.  Electronic TechnicianPS- 10 (SP-6080)-from
MaintenanceM echanicM PEPS-7 (SP-6064)

Lateral transfers, thatis, transfersinthesamelevel,
but to a different occupational group shall be
determinedinthesamemanner aspromotions.

Whenan occ_:ulﬁ)i ed positionisupgraded onthebasis
of dutieswhich areadded to the position:

a  Theincumbentwill remainintheup%rajedjob
provided theincumbent hasbeeninthat jobfor
more than one year. The year of required
incumbency inthejob beginswhentheduty or
dutieswereadded which permitted thejobtobe
reranked.

b.  Thejobwill beawardedinaccordancewiththe
Agreement if theincumbent hasnot beeninthe
jobmorethan oneyear sincethedatewhenthe
duty or dutieswereadded whichlater permitted
thejobto bereranked.

Tofill avacant duty assignment at levelsPS-6 and
above, anotice of intent will be posted to fill the
vacancy and dl residud vacanciesusing thepreferred
assignment eligibility registers and/or promotion
eligibility registers, asnecessary, until alevel PS-5
Maintenance Craft vacancy occurs. Tofill avacant
duty assignment at |evel sSPS-4 and PS-5 anotice of
intentwill bepostedtofill thevacancy anddl residua
vacanciesusing thepreferred assignment eligibility
registers and/or promotion eligibility registers, as
necessary, until alevel PS-3 vacancy occurs. Tofill a
vacant duty assignment at levelsPS-3and below, a
noticeof intentwill be postedtofill thevacancy and
all residual vacanciesusing the preferred assignment
registersand/or promotion dligibility registers.

Employees shall be notified in writing within 15
calendar daysof enteringtheMaintenanceCraftinan
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ingtdl lation, that they have 30 daysinwhichthey may
request to be placed on theappropriate promotion
eligibility registers. Theemployeeswho apply will
receivetheresultsof their application(s) nolater than
one hundred fifty (150) daysfrom the submission
dateof theapplication, provided theapplicationshave
been properly compl eted by theapplicants.

Every three years, during the month of March,
beginning with March 1, 1997, maintenance craft
employeeswho arenot onapromotional eligibility
register(s), may apply for inclusion ontheappropriate
promotional eligibility register(s). Notificationwill
beposted onthebulletinboard onor beforeMarch 1st
of theopen seasonyear. Theemployeeswho apply
will receivetheresultsof their application(s) nolater
thanonehundredfifty (150) daysfromMarch 31,
provided the applications have been properly
completedby theapplicants.

. a  TheEmployer will convert to banded scoresall
achieved scoresfor maintenancecraft positions
and will list all successful applicants for such
positionson promotional eligibility registersin
order of their banded scores. To determinethe
successful aplplicants’ banded scores, the
Employer will apply fixed 5-point bands to
successful applicants’ achieved scoresof 70.1
andaboveandfixed 2-pointbandsto candidates
achieved scoresbelow 70.1. For scoresof 70.1
and above, thefixed 5-point bandswill be;

95.1-100
90.1- 95
85.1-90
80.1-85
75.1-80
70.1-75

For scoresbelow 70.1, thefixed 2-point bands
will be68.1-70, 66.1-68, 64.1-66, 62.1-64, etc.
TheEmployer will convert all achieved scores
within each band to the highest scorewithinthat
band. For example, al achieved scoresbetween
and including 70.1 and 75 will become banded
scoresof 75.

b.  Where the achieved score is calculated with
respect to a200-point range, the score shall be
divided by two before apé)lyin the banding
principles in section 5.B.8.a. of this Article.
Where the achieved score is calculated with
respect to any other rangethat isnot a100-point
range, the score shall be convertedinasimilar
faghion.

¢ Wheretheapplication of theforegoing banding
rules createstiesamong successful applicants,
the Employer will rank tied successful applicants
intheseniority order specifiedin Article38.3.J.
of theNational Agreement.

d.  Section5.B.8. of thisArticledoesnot apply to
maintenancecraft positionsgoverned by section
5.B.2. of thisArticlewhenthosepositionsare
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filled onthe basisof seniority (senior qualified
within occupationd group and level).

C. Successful Applicant(s)

1 Within8daysafter theclosingof theoriginal noticeof
intent tofill avacancy, theinstall ation head shall post
a notice stating the successful applicant and the
applicant’ sseniority date.

2. Thesuccessful applicant shall be placed inthe new
assignmentwithin14 daysafter theannouncement of
the successful applicant. Normally, the successful
applicant shall work theduty assignment asposted.

3. Anexception to 1 and 2 above shall be when the
noticeof Intent hasstatedthat promotioniscontingent
upon satisfactory completion of training. Inthese
cases, within 14 daystheapplicant shall bereassigned
as an unassigned regular in hisher current
occupational groupandlevel. Theemployeeshall be
placed in adetail assignment on the tour and non-
scheduleddaysintheoccupationa groupandlevel of
the duty assignment for which the training is
intended. For theduration of thedetail assignment,
theemployeewill betreated asif promoted tothat
position. “Upon satisfactory completion of the
required training or one (1) year from the date
detailed, whichever occursfirst, theemployeeshall
be declared the successful applicant and promoted
withapreferred assignment seniority date determined
accordingto Section2.G .2. of thisAvrticle.

4. In the event the employee fails to complete
satisfactorily the required training discussed in
paragraph 3, the employee shall remain as an
unassigned regular in his’her current occupational
groupandlevel.

D. PromationEligibilityUpdate

Uponnoatificationfromanemployeeof theacquisitionof new or
additional training, education, or experience pertinent tothe
qudlificationsfor the position, the Employer will request from
NTACthenecessary testingmaterial within7 calendar daysof
receipt of such notification. The employer shall have an
additional 30 days to complete the update process. Such
employeenatification must befurnished withinthirty (30) days
of the acquisition of such additional training, education, or
experience. The promotion eligibility register shall not be
updated during the period of time avacant positionisinthe
processof beingfilled. Employeesshall belisted onthisregister
inorder of qualifications, andall positionsfor promotion shall
be awarded to the best qualified applicants, except those
positionssetforthin Section5.B.2of thisArticle.

Section6. Training
A. MaintenanceTraining

1 All Maintenance Craft job training opportunitiesin
levels1through 7, will beofferedfirst tothe senior
qualified volunteer within the occupational group,
level and tour wheretheneed for theskillsexists.
For MaintenanceCraftjob traininginlevels8,9,and
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10theemployeesel ected will bechosenfromamong
volunteerswithintheoccupational group, level and
tour wheretheneedfor theskillsexist. TheEmployer
may choosenot tosel ect avolunteer who hasattended
tral nirrl1sg for 6 or moreweeksduring theprevious 12
montl

Assoon asapprovedtraining dlocationsarereceived
at theinstallation, advance written noticeswill be
published soliciting volunteers. A list of those
volunteersshall beposted and acopy furnishedtothe
local Union.

Only when there are no qualified volunteers as
providedforinlabove, will involuntary selectionsbe
madefortraining.

Employeesselectedfor off-sitetraining will begiven
asmuch advancenoticeasisreasonably possible.

Upon compl etion of atraining course of two (2) or
moreweeksduration, whichincludesmail processing
equi pment mai ntenanceaspart of itscurriculum, an
employee may be placed in aduty assignment for
whichthetrainingwasintended. Theemployeemay
be required to remain in such an assignment for a
period of three (3) months. For atraining course of
three(3) or moreweeksduration, theemployeemay
be required to remain in such an assignment for a
period of six (6) months. For atraining courseof six
(6) or more weeks duration, the employee may be
requiredtoremaininsuchanassignment for aperiod
of nine(9) months. Theaboveappliesunless:

a theempl ogee advances to an assignment in
higher level;

b.  theduty assgnmentiseliminated;

c. because of substantiated medical or health
reasonswhereby continuationintheassignment
would beharmful totheemployee; or

d.  theemployee has been required to remainin
such an “assignment(s) for twelve (12)
cumulative months during the life of this
Agreement.

The Union, at the national level, will be furnished
annually acopy of theyearly allocation of training

Section?7.  Special Provisions
A. Tools

The Employer will provide adequate tools, tool kits, and
equipment on a charge-out basis to those employees who
reguire such items for the performance of their assigned
function. Wherethe Employer determinesthetoolsareobsol ete,
suchtoolswill berecalled and removed from theemployee’s
accountability. Under no circumstanceswill theemployeebe
requiredto usepersonal tool sand equipment. Wherenecessary,
theEmployer will providetraining ontheuseof requiredtools
andequipment.
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B. Overtime

An overtime desired list in the Maintenance Craft shall be
established for each occupational group and level showing
specia qualificationswherenecessary.

C. RdiefAssignments

1 Whenmanagementdeterminesthatwork coverageis
necessary, relief assignmentsin the Maintenance
Craft may beestablishedonly toprovidecoveragefor
absencesof fiveworking daysor morefor scheduled
annual leave, sick leave, military leave,courtleave,
employeerequested |eavewithout pay, and national
off-siteand on-site, or contractor suppliedtraining

programs.

2. Relief assignments, which shall be kept to a
minimum, will beposted by anoticeof intentwhich,
inadditiontotheinformationrequiredin Section4.C
(InformationonNoticeof Intent), will alsoshow the
days and hours of the specific duty assignment(s)
being relieved.

D. Full-timeregular Maintenance Craft employeesare
entitled tobid onthepositionsof Examination Specialist SP2-
188 and V ehicle Operations-Maintenance Assistant SP 2-195.

E. Non-BargainingPosition Detail

Maintenance employees temporarily detailed to a non-
bargaining unit position areinel(ijgibletoaccept any preferred
duty assignment(s) while so detailed. However, nothing
contained herein shall be construed to preclude such
temporarily detailed employeesfromvoluntarily terminating a
non-bargaining unit detail and returning totheir craft position.
Uponreturntothecraft position, suchemployeesaredligibleto
accept any preferred duty assignment(s) for whichthey have
properly bid.

The duty assignment of afull-time maintenance employee
detailed to anon-bargaining unit position, including anon-

bargaining unit training program, inexcessof four (4) months
shall be declared vacant and shall be posted and filled in

accordancewiththeprovisionsof thisArticle. Uponreturnto
the Maintenance Craft, the employee will become an

unassigned regular. Anemployeedetailed to anon-bargaining
unit positionwill not bereturnedtothecraft solely to circumvent
theintent of thisprovision.

Form 1723, Notice of Assignment, shall beusedin detailing
employeesto temporary non-bargaining unit positions. The
employer wil Isﬁrovi detheUnionat thelocal level acopy of
Form(s) 1723 snowing the beginning and ending timeand date
of dl suchdetails.

Employeesdetailed tonon-bargaining unit positionsarenot
entitled to outside of schedule overtime (premium).
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ARTICLE 39
MOTOR VEHICLE CRAFT

Sectionl. Seniority
Section2. Posting
Section3. Specia Provisions

Sectionl.  Seniority

A

1

Introduction

TheU.S. Postal ServiceandtheMotor VehicleCraft
Division, APWU, AFL-CIO, agreetothefollowing
seniority principleswhichreplaceall former rules,
instructionsand practices.

ThisArticlecontinuesrel ativeseniority standings
properly established under past instructions, rules,
practicesand agreementsand thisArticleshall beso
applied. Seniority standingssoestablished shall not
be changed except to correct an error. If anemployee
reguestsacorrection of seniority standing, itisthe
reﬁ)ons' bility of therequestingemployeetoidentify
andrestatethespecificinstructions, ruleor practicein
supportof therequest.

Serviceseniority isbased ontotal part-timeor full-
timeserviceintheMotor V ehicleCraftregardl essof
occupational codes and levels. It begins with an
appointment to theregular work forceinthe Motor
VehicleCraft.

B. Seniorityfor Preferred Assgnments

1

Thisseniority determinesrel ative standing among
full-time regular and full-time flexible employees
eligible to bid for preferred assignments. It is
computed from entry into a regular work force
positioninaparticular occupationa group and level.
It continuesto accrueaslong asserviceinthesame
occupational group, level, andinstallation continues.
See B5 and B6 below.

Employeeswho change, or havechanged, fromone
designation to another and who during continuous
employmentintheMotor VehicleServiceandinthe
same installation return to the former position
designation and salary level regain the seniority they
had in that position, without seniority credit for
interveningemploymentinother positiondesignations,
except asprovidedforinparagraphs4,5& 6 below.

Except asspecificaly providedfor elseawhereinthis
Agreement, full-time regulars, upon entering the
Motor Vehicle Craft from another craft or
installation, beginanew period of seniority.
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4. When two or more employees in the same
installation, salary level, and position designation
haveseniority for preferred assignmentsfromthe
samedate, thetiewill be broken asfollows:

a

By standing onthepart-timeflexibleroll when
bothwereappointed asapart-timeflexibleinthe
same installation, position designation, and
sdary level.

By total length of full-timeregular or part-time
flexibleMotor VehicleServiceintheingtallation
if thetieisnot broken by theprecedingrule.

By total career Motor Vehicle Servicetimein
theUSPSif thetieisnot brokenby thepreceding
rule.

When a Motor Vehicle Service employee’s
casual appointment is converted to a career
appointment thesameday thereisanew career
appointment, reinstatement, reassignment,
transfer or promotion to the samesalary level
and position designation, theconverted employee
issenior and precedestheother onthepart-time
flexiblerall.

Whentwo or moreemployeesfrom other crafts
enter theMotor VehicleCraft onthesamedate,

their seniority will bedetermined by their total

continuous postal service.

If theprovisionsof a. through d. abovedonot
break thetie, thenthetiewill bebrokenby using
the last three or more numbers (using only
enough numbersto break thetie, but not fewer
thanthree numbers) of theemployees' social
security numbers, from lowest to highest.

5. Seniority is restored under the following
conditions:

a

Reemployment After Disability Separation.
On reinstatement or reemployment after
separation caused by disability, retirement or
resignation because of personal illnessandthe
employee so stated in his resignation and
furnished satisfactory evidencefor inclusionin
his personnel folder, the employee receives
seniority credit for past servicefor thetimeon
the disability retirement or for illness if
reinstated or reemployed in the same postal
installation and craft andinthesameor lower PS
salary level from which originally separated;
provided application for reinstatement or
reemploymentismadewithin six monthsfrom
thedateof recovery. Thedateof recoveryinthe
caseof disability retirement must besupported
by notice of recovery from the Bureau of
Retirement I nsuranceand Occupational Health,
Office of Personnel Management, and in the
caseof resignationduetoillness, by astatement
from the applicant’ s attending physician or
practitioner. Whenreinstatementistothepart-
timeflexibleroll, standingontheroll shall bethe
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sameasif employment had not beeninterrupted
by theseparation.

Restor ation. Onregtorationinthesamecraftin

thesameinstallation after returnfrommilitary
service, transfer under letter of authority or
unjust removal, an employee shall regain the
sameseniority rightssuchemployeewouldhave
if not separated.

Reassignment and Returnin 90 Days.Aful-
time regular or part-time flexible employee,
voluntarily reass gned from onecraft to another
or fromoneoccupationa codetoancther within
themotor vehiclecraft at thesameinstallation
withorwithout changein PSsalary level, whois
voluntarily reassignedwithin 90daysback tothe
former craft, positiondesignation, and salary
level, or occupational code within the motor
vehicle craft retains seniority previously
acquired in the craft augmented by the
interveningemployment.

6. AutomotiveM echanics, AutomotiveT echnicians
AndL ead AutomotiveM echanics(L evel 8& 9)

a

Theseniority of the Level 6 Automotive
Mechanics and Level 7 Automotive
Techniciansintheinstallationwill bemer ged
into one seniority list for preferred
assgnments.

Vacant L evel 7AutomotiveTechnicianduty
assignmentswill befilled on thebasisof
senior qualifiedamongthel evel 6 Automative
Mechanics, who are qualified as PS-7
Automotive Technicians and Level 7
AutomotiveTechnicianintheinstallation.
The filling of vacant PS-6 Automotive
Mechanicduty assignmentswill beon a
senior qualified basis from the PS-6
AutomotiveM echanicsand PS-7Automotive
Techniciansintheinstallation. For PS-6and
7residual vacancies, theselection method
will bebest qualified fromany other
position.

Theseniorityofthel evel 8L ead Automotive
Technician and L evel 9L ead Automotive
Technician (AG)intheinstallationwill be
mer gedintoonesenioritylist for preferred
assignments.

FillingL evel 8L ead AutomotiveT echnician
and L evel 9L ead AutomotiveTechnician
(AG) positionswill besenior qualified from
Level 8sand 9s. For PS-8 and 9residual
vacancies, theselectionmethod will bebest
qualifiedfromanyother position.

Employees bidding pursuant to Article

39.2.A.7,may bid only thoseduty assgnments
that havethesameposition designation.
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7.

10.

Motor VehicleOperatorsand Tractor-Trailer
Operators

a  Full-timeregulartractor-trailer operatorshidding
for PS-6 tractor-trailer assignments shall be
assigned before posting any vacant level 6
assignment for bidsby full-timeregular level 5

operaors.

b.  Remaining PS-6 tractor-trailer assignments
shall befilled by promotingthesenior qualified
PS-5motor vehicleoperator whobids.

¢ A PS-6 tractor-trailer operator may bid in
competitionwithaPS-5motor vehicleoperator
foraPS-5motor vehicleoperator assignment.

d.  Seniorityfor Preferred assignmentsisretained
upon changefromamotor vehicleoperatortoa
tractor-trailer operator, orthereverse.

e  For purposes of conversion to full-time,
part-timeflexibleMotor V ehicleOperatorswill
be placed together with part-time flexible
Tractor-Trailer Operators(TTO) onthesame
Roll. Whentheopportunity for conversiontoa
vacant TTO position exists, the senior TTO
qualified part-timeflexible, regardiessof level,
will be converted and placed into the vacant
full-time position. When the opportunity for
conversionto avacant Motor Vehicle Operator
position exists, and thesenior part-timeflexible
is a Motor Vehicle Operator, he/she will be
converted and placed into theposition. If the
senior part-time flexibleisa Tractor-Trailer
Operator, he/she will be given the option of
accepting theconversion. If theconversionis
declined, thenext senior part-timeflexiblewill
be converted (if theemployeeisaMotor Vehicle
Operator) or will be given the option (if the
employeeisaTractor-Trailer Operator). This
Procedure will continue until the position is

illed or until al part-timeflexiblesonthelist
havebeen considered.

Motor VehicleOperationsNewinlnstallationln
an installation which has had no motor vehicle
operationsassignment, any such newly established
motor vehicl e(é)J)erator or tractor-trailer operator
assignments shall be awarded to qualified vehicle
maintenance serviceagpplicantswhoareemployedin
thesameinstallation. Theprovisionsof Article 12,
Section 5.C.7, shall be complied with before
applicationof thisparagraph.

When tractor-trailer assignments are established,
motor vehicleoperatorswhoarenot qualifiedtodrive
tractor-trailers, will be given on-the-clock training,
startingwiththesenior motor vehicleoperator.

WhenfillingMotor V ehicleCraft assignmentsother
than thoseidentified in 2.A.11 below, the service
seniority of Motor Vehicle Craft employees who
submit an application and meet the qualification
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11

standards established for that position will be
%nsi deredinkeepingwiththeprovisionsof Article

Auxiliary garages beyond the normal commuti n?
areaof thehomeV ehicleMaintenanceFacility shal
betreated asindependent facilitiesfor the purposesof
administering this Agreement, except for the
applicationof theprovisionsof Articlel, Section6;
Article7, Section3; and Article8, Section8.

Changesin Which SeniorityisM odified Mutud
exchanges may be made only between full-time
Motor V ehicle Serviceemployeeswho arethesame
level and have the same occupational code. The
seniority for Motor VehicleCraft employees, whoare
reassigned between installations as a result of a
mutual exchange in accordance with applicable
provisions of the Employee and Labor Relations
Manual (ELM), will be established for both
employeesasthat of thejunior employeeinvolved.

C. Ddfinitions

1

Paosition Designation. IntheMotor VehicleCraft,
position designation shall be determined by
occupationcodeandlevel.

Craft Group. Thecraftgroupiscomposed of those
positionsfor whichtheUnionhassecuredrecognition
atthenational level.

Application. A writtenrequest by afull-timeMotor
Vehicle Craft employee for consideration for an
assignment for which suchemployeeisnot entitledto
submit abid.

Bid. A writtenrequest submitted totheinstallation
head to be assigned to aduty assignment by afull-
timeMotor VehicleCraft employeeeligibletobidon
avacancy or newly established duty assignment. In
officeswhere alternative bidding procedures have
been established, bids, except thosein39.2.A.6 & 7,
may be submitted, at the employee’s option, by
telephoneor electronically.

Duty Assignment. A duty assignment isaset of
dutiesand responsibilitieswithin recognized positions
regularly scheduled during specific hoursof duty.

Preferred Duty Assignment. Any assignment
preferred by afull-timeregular.

Eligible Bidder. Full-time Motor Vehicle Craft
employeesareeligibletobidonly withintheMotor
VehicleCraftinthesameinstallation, salary level,
and position designation (except as specifically
providedforin Section2.A.11). Whenthereareno
successful biddersfrom the position designation of
thevacant assignment, theassignment shall befilled
inaccordancewith Section2.A.11.

Abolishment. A management decisiontoreducethe
number of occupied duty assignments in an
established sectionand/orinstallation.
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9. Residual Vacancy. A duty assgnmentthatremains
vacant after the completion of thevoluntary bidding
process.

D. ExcessEmployees

Lengthof full-timeregular or part-timeflexibleservice(service
seniority) intheMotor VehicleCraftinthesameinstallation
governs in identifying excess employees within a position
designation.

E. Responshbility

Theindallation headisresponsiblefor day-to-day administration
of seniority. Theapplication of thisArticleshall beopento
negotiationat theinstallationlevel withtheUnion.

F.  SeniorityList

A current seniority list shall bepostedin eachinstallation. A
copy of theupdated seniority list shall bemadeavailabletothe
local Union. For eachemployee, it shall show:

1 ServiceSeniority
2. Seniorityforpreferredassignments
G. Transfer FromOther Ingtallation

1 Whenitisproposedtoopenanew facility, prior to
Management hiring new employeesin the Motor
Vehicle Craft, all requests for transfer of Motor
Vehicle Craft employees from other installations
shall begivenfirstconsideration.

2. Consderationwill begivenfor transferstofill Motor
VehicleCraft vacanciesat establishedingtd lationsto
those qualified employees requesting transfers,
where it has been determined, that no employees
qudifiedtobid, or desiringthepositionareavailable
at thecompl etion of theposting period.

H. Multi-Craft Positions

All level 5 and 6 full-time regular Motor Vehicle Craft
employeesareeligibleto bid for the positionsof Examination
Specialist gSPP2-188) and V ehi cle Operations—Maintenance
Assistant (SP2-195).

I. Vacation Scheduling

Part-timeflexiblemotor vehicleoperators(PS-5and PS-6) may
exercisetheir preferenceby useof their seniority for vacation
scheduling.

J. TemporaryHolddowns

Consi gtent withthefollowing provisions, unassignedfull-time
regular, full-timeflexibleand part-timeflexible Tractor-Trailer
Operators(SP5-22; PS-6) andMator V ehicleOperators(SP-10;
PS-5) may, in seniority order, exercise a preference for an
assignment temporarily vacant for an anticipated duration of ten
(10) daysor more.
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1. Theemployeesutilizing their seniority to select a
temporary holddown assignment asabove, shall work
that assignment for its duration unless: they are
otherwiseassigned toapermanent duty assignment; it
isclearly demonstrated that the employee cannot
perform the assignment; the assigned work being
performed by apart-timeflexiblein accordancewith
theaboveisneeded to provideafull-timeemployee
work to satisfy the8-hour work guarantee; or unless
that individual is otherwise needed to fill avacant
assignment for which there are no qualified
employees.

2. The assignment for which employees exercise a
preference must be (a) one for which they are
qualified, (b) at the unit to which the employeeis
assigned, and (c) for full-timeemployees, onthesame
tourtowhichthey areassigned. Employeesondetail,
holddown, absent and/or onany typeof leaveat the
time of the temporary holddown bidding will be
considered asbeingunavailable.

3. Theposting and awarding of temporary holddown
bidsshall not exceed 72 hours.

4. Selection of a part-time flexible for a holddown
assignment in no way modifies the part-time
flexible’ semployment statusasto benefitsand rights
under the National Agreement not otherwise
modified asabove.

5. All present and existing procedures for filling
temporarily vacant motor venicleassignmentsat the
local level areautomatically negatedinfavor of the
foregoing holddown procedure.

Section2.  Pogting

A. VacantMotor VehicleCraft duty assignments
shall bepostedasfollows:

1 All vacant or newly established craft duty
assignments shall be posted or reverted within 28
days. Whenanassignmentisreverted, anoticeshall
bepostedimmediately, indicating theactiontaken
and the reason therefor. Thelocal Union shall be
givenacopy of thenotice.

2. Whenitisnecessary that fixed scheduled day(s) of
workinthebasicwork week for acraft assignmentbe
permanently changed, the affected assignment(s)
shall bereposted.

3. Thedetermination of what constitutesasufficient
change of duties, or principal assignment area, to
causethe duty assignment to bereposted shall bea
subject of negotiationat thelocal level.

4.  Noassignment will be posted because of changein
starting time unlessthe change exceedstwohours.
Whether to post or notisnegotiableat thelocal level,
ifitexceedstwohours.

5. Anunassignedfull-timeemployeemay bid onduty
assignmentsposted for bid by employeesinthecraft.
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10.

If the employee does not bid or isthe unsuccessful
bidder, such employee shall be assigned in_any
residual duty assignment withinthe sameposition
designation. When thereismorethan oneresidual
vacancy, the vacancies shall be offered to the
unassigned full-timeemployeesbeginningwiththe
senior employee and their preference shall be
honored. If additional vacanciesstill exist after all
available full-time regulars have been assigned to
residual vacancies, full-timeflexibleemployeeswill
beassignedto suchvacanciesinthesamemanner as
provided above. If therearemore unassigned full-
time employees and/or full-time flexible regular
employeesthan vacancies, seniority will behhonored
for preferencesandinvoluntary assgnmentswill be
madeby juniority, if necessary.

Whenreguested by theUnion, all full-timeregular
Motor VehicleOperator, Tractor-Trailer Operator
and Vehicle Operator Assistant-Bulk Mail craft
assignments shall be posted for bid once each
caendar year.

All full-time regular Motor Vehicle Maintenance
Craft duty assignmentsmay be posted for bid once
each cal endar year upon mutual agreement between
the parties at the local level. Absent such local
agreement, Motor V ehicleMaintenance Craft duty
assignments shall be posted for bid every second
calendar year, when requested by theUnion.

Employeesbidding pursuant to 6 or 7 above, may bid
only those duty assignments that have the same
positiondesignation.

Currently qualified part-timeregular employeesare
eligibletobeconsidered for reassignment toresidual
vacanciesasaresult of theapplication of 6, 7and 8
above. Tobedligiblefor consideration, thepart-time
regular employeemust be senior tothe senior part-
timeflexibleemployee.

Motor Vehicle Craft employeestemporarily detailed
to a nonbargaining-unit position may not bid on
vacant motor vehiclecraft duty assignmentswhileso
detailed. However, nothing contained hereinshall be
construed to fprecl ude such temporarily detailed
employees from voluntarily terminating a
nonbargaining-unit detail and returningtotheir craft
position. Upon return to the craft position, such
employeesmay exercisetheir right to bid on vacant
motor vehicle craft duty assignments. The duty
assignment of a full-time motor vehicle craft
employeedetailed toanonbargai ning-unit position,
includinganonbargai ning-unittraining programin
excessof four monthsshall be declared vacant and
shall beposted for bidinaccordancewiththisArticle.
Uponreturntothecraft, theemployeewill becomean
unassigned regular. A motor vehiclecraft employee
temporarily detailedtoanonbargaining-unitposition
will not bereturnedtothecraft solely to circumvent
theprovisionsof Section 2.A.10 Form 1723, Notice
of Assignment, shall be used in detailing motor
vehiclecraft employeestotemporary nonbargaining-
unit positions. TheEmployer will providetheUnion
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11

12

athelocal level withacopy of Form(s) 1723 showing
the beginning and ending of al such details.
Employeesdetailed to nonbargaining-unit positions
arenot entitled to out-of -schedul e premium.

Residual vacanciesfor thefollowing positionsareto
be filled by the senior qualified bidder, from the
appropriateposition(s) ashereinindicated. Except for
Motor V ehicleOperator and Tractor-Trailer Operator
assignments, total service seniority in the Motor
Vehicle craft will be used by employees when
bidding to assignments in a different position
designation.

a Postion Tobefilled by
Senior Qualified
Junior Garageman,KP9, PS-4
Automotive,
SP5-52, PS5

TireReparman  Garageman, KP9,PS-4

5-53,PS-6 Junior Mechanic,
Automotive, SP5-52,
PS5

Tractor-Trailer ~ Motor VehicleOperator,
Operator KP10, PS5
SP5-22, PS-6

ToolsandParts  All Motor VehicleCraft
glseék' SP1-31, Employees

Clerk,Vehicle  MotorVehicle

Dispatcher, Operator, KP10,
SP5-10, PS5 PS5,
Tractor-Trailer

Operator, SP5-22,
PS-6

Time& Attend-  All Motor Vehicle
anceClerk Craft Employees
SP-129,PS-5

Storekeeper All Motor Vehicle
AutomotiveParts Craft Employees
SP5-46, PS-6

Storekeeper All Motor Vehicle
AutomotiveParts Craft Employess
SP5-47,PS7

VehicleOperator Tractor-Trailer
Assgant-Bulk  SP5-22, PS-6
Mails

SP5-66, PS-6

Whentheopportunity for conversiontoaresidual
full-time vacancy, other than a Motor Vehicle
Operator (MVO) or Tractor Trailer Operator (TTO)
positionexists, thepart-timeflexiblewithinthesame
occupational group and gradeasthevacancy, will be
giventheopportunity toaccept or declineconversion
intotheassgnment. Declinationsmust beinwriting.
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If nopart-timeflexibleempl oyeeaccepts, management
may convert thesenior part-timeflexibleemployee,
from the same occupational group and grade, and
place him/her into the residual vacancy, or fill the
residual vacancy by other means.

B. Placeof Pogting

1

C.

Thenoticeinviting bidsfor acraft assgnment shall be
postedondll official bulletinboardsat theinstallation
wherethevacancy exists, wherevehicle operations
and/or maintenance employeeswork so asto assure
that it comestotheattention of al employeeseligible
tosubmit bids. Copiesof thenoticeshall begivento
the Union. When an absent employee has so
requestedinwriting, and provided apersona mailing
address, acopy of any noticeinvitingbidsfromthe
craft of theemployeesha | bemailedtotheemployee
by theingtallationhead.

Posting and bidding for preferred duty assignments
shall beinstallation-widewithout exception.

L engthof Posting

Thenoticeshall remain posted for 10 calendar days, unlessa
differentlengthfor the posting periodisestablished by local

negotiation.

D.

InformationonNotices

Inf%rdmati on shall beasshownbelow and shall be specifically
Stated:

1

10.

The duty assignment by position title and number
(e.g., key, standard, or individual position).

PSsdarylevel.
Hoursof duty (beginning and ending).

Theprincipal assignment area(e.g., sectionand/or
locationof activity).

Qualification standards, including ability to drive
certaintypesof vehiclessuch astractor-trailer and
occupational code number when such standardsand
numbersareavailable.

Physical requirement unusual to the specific
assgnment.

Invitationtoemployeestosubmitbids.

Thefixed or rotating schedul e of days of work, as
gppropriate.

Motor vehicleandtractor-trailer route numbers(a
copy of the schedule should be made available to
interested employess).

All bids in the Motor Vehicle Craft are to be
submittedfirstby Motor V ehicleCraft employeeson
astandard bidform. If suchbidformisnot available,
abid submitted in writing is acceptable. In those
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officeswhere alternative bid procedures have been
established, bids (exceptin 39.2.A.6 & 7), may be
submitted at theempl oyee’ soption by telephoneor
electronically. Anemployeewho hassubmitted a
standard bid form or written bid may withdraw thebid
at any time before the closing date and/or time of
posting, provided the withdrawal is submitted in
writing andisback-stamped. Bidssubmitted through
aternative bidding procedures may be withdrawn
before the closing date utilizing the automated
procedures.

E. Successful Bidder

1 Within10daysafter theclosingdatefor theposting
(including December), theinstallation head shall post
anoticestating thesuccessful bidder and hisseniority
date. The senior qualified bidder meeting the
qualification standardsestablishedfor that position
shall bedesignated the“ successful bidder.”

2. The successful bidder must be placed in the new
assignment within 21 daysexcept inthemonth of
December. Thelocal agreement may set ashorter
period.

3. Normally, thesuccessful bidder shall work theduty
assgnment asposted.

Section3. Special Provisions

A. TheEmployer will provideadequatetools, tool kits,
and equipment on acharge-out basisto thoseemployeeswho
reguire such items for the performance of their ‘assigned
functions. TheEmployer will seek theadviceof theUnionat the
national level in determining adequacy and/or obsol escence of
the tools to be provided. Where tools are determined to be
obsoletethey will berecalled and removed fromtheemployee' s
accountability. Replacement tool smay bepurchasedlocally by
theFleet Manager, whowill seek theadviceof thelocal Union
in determining the adequacy of thetoolsto befurnished.

B. In the interest of safety and health and other
appropriate considerations, properly certified national
representativesof the Unionwill begiven an opportunity to
examine and comment on new type vehicles during the
developmental stage.

C. Anytimethattool kitsorlockersof employeesaretobe
inspected, the Employer agreesthat, except in matterswhere
thereisreasonabl ecauseto suspect crimina activity, asteward
or theemployee shall begiventheopportunity to bepresent at
any inspection of employees’ lockers. For ageneral inspection
whereemployeeshave had prior notification of at |east aweek,
theaboveisnot applicable.

D. All motor vehicle craft positions listed in the P-1
Handbook, designated tothemotor vehiclecraft, shall beunder
thejurisdictionof theMotor VehicleDivisionof theAmerican
Postal WorkersUnion, AFL-CIO.

E. Whenfilling details to bargaining unit work in the

Motor V ehicleCraft the Employer shal| givefirst consideration
totheassignment of availableand qualified motor vehiclecraft
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employeesfromtheimmediatework areainwhichthedetail
exids.

F. Employees eligible for night differential who
participateinon-the-clock trainingwill bepaidtheapplicable
differential they would have earned for service normally
scheduled between 6 p.m. and 6 am. had they not been
temporarily rescheduled by management to attend such
traning.

G. Toimprovethecomfortlevel inexistingU.S. Postal
Servicebulk mail hauling and service vehicles, directional fans
will beinstalledinthedriver compartment duringthelifeof the
collective-bargai ningagreement.

H.  Trainingfor motor vehicle maintenance employees
will beprovided onafair and equitablebasisin accordancewith
service needs. First consideration will be given to those
employeeswho volunteer for suchtraining.

I. All hiringannouncementsfor TTO positionswill be
posted ontheofficial bulletinboard at theinstallationwherethe
vacancy exists, wherevehi cleoperationsand/or maintenance
employeeswork. Such announcementswill beposted until the
closing date specified in the announcement for submitting
gpplications.

J. Theunion, at thenational level, will beallowed “read

only” accesstotheautomated enrol Iment systemfor thevehicle
maintenancetraining billets.
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ARTICLE 40
RESERVED
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ARTICLE 41

MATERIAL SUPPORT CRAFT
Sectionl. Definition
Section2. Seniority
Section3. Posting
Section4 Generd Provisions

Section1. Definitions

A. Duty Assignment. A duty assgnmentisasetof duties
and responsibilities within a recognized position regularly
scheduled during specific hoursof duty.

B. Preferred Duty Assignment. A preferred duty
assignmentisanassignment preferred by afull-timeemployee.

C. Bid. Awrittenrequest submittedtotheinstallation
head to be assigned to a duty assignment by a full-time
employeedligibletobid.

D. Application. A writtenrequestby anemployeefor
considerationfor anassignment for which theempl oyeeisnot
entitledtosubmitabid.

E. Abolishment. A management decisiontoreducethe
number of occupied duty assignment(s) in an established
sectionorinstallation.

F. Reversion. A management decision to reducethe
number of positionsinaninstallationwhen such position(s) i/
arevacant.

G. Residual Vacancy. Thepositionthatremainsvacant
after thecompl etion of thevoluntary bidding process.

~ H. Conversion. Theactof changingthestatusof apart-
timeflexibleemployeetofull-timeby appropriate personnel
action(Form50).

Section2.  Principlesof Seniority
A. Introduction

1 TheEmployerandtheUnionagreetothefollowing
seniority principleswhichreplaceall former rules,
ingtructions, and practices.

2. ThisArticlewill continuerel ativeseniority standings
properly established under past principles, rules, and
instructionsand the Agreement shall beso applied. If
an employee requests a correction of seniority
standing, it is the responsibility of the requesting
employee to identify and restate the specific
instructions, rule, or practicein support of therequest.
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B. Coverage

Noemployee, solely by reason of thisArticleshall bedisplaced
from an assignment gained in accordancewithformer rules.

C. Responsbility

Theinstallationhead shall beresponsiblefor theadministration
of seniority. A current seniority list shall bepostedonofficia
bulletin boardsfollowingtheeffectivedateof thisAgreement
and acopy of theseniority list shall befurnishedtotheUnion.
Thereafter, changestotheseniority list shall bemadeonly when
they occur and acopy of such changeswill beprovidedtothe
Union.

D. Applicationof Seniority

All bargaining unit employeesinaninstallation shall congtitute,
for seniority purposes, asingleunit.

1 Seniority for Employees

Thisseniority determinestherelativestanding among
full-timeemployees. Seniority for bargaining unit
employeesiscomputed from dateof transfer to, or
appointment in the installation and continues to
accrue so long as service in the instalation is
uninterrupted, except asotherwiseprovided herein.

2. Seniority TieBreaker
Exceptasotherwiseprovidedfor inthisArticle, when
itisnecessary toresolveatiein seniority betweentwo
or more Material Support Craft employees, the
Lce)}lowi ng criteriashall apply intheorder set forth

ow:

g  Total continuouspostal career serviceinthe
Material Support Craftwithintheinstallation.

b) Total postal career service in the Material
Support Craft withintheinstallation.

¢ Total postal career service in the Material
Support Craft.

d) Totd posta career servicewithintheingtallation.
€  Tota postal career service.
f)  Tota postal service.

g Total Federal serviceasshownintheservice
computation date.

h)  Numerical b)égelast’a‘or morenumbers$u5' ng
enough numbersto break thetie, but not fewer
than 3 numbers) of the employee’'s social
security number, fromlowest tohighest.

3. Part-timeFlexibleEmployees

ad  Part-timeflexibleemployeesareplaced onthe
part-timeflexibleroll inthe same manner as
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E.

seniority isdetermined in Section2.D.1& 2
above.

b)  Part-timeflexibleemployeesshall beconverted
to full-time in the manner set forth in this
section. Whenan opportunity for conversionto
aMaterial Support Craft position exists, the
vacant assignment shall be posted for
applicationtoal part-timeflexibleemployees
assignedtotheinstallation. Except for those
positions filled on a best qualified basis, the
senior applicant who meets the minimum
qualifications of the vacant position shall be
converted to full-time and placed into the
vacant assignment within 28 days of being
identified asthe senior applicant who meetsthe
minimum qualificationsof thevacant position.

¢ Iftheopportunity for conversionistoaposition
filled on a best-qualified basis, the applicant
whobest meetsthequalificationsof theposition
shall be converted and placed into thevacant
assignment. Applications from part-time
flexible employees shall not be considered if
sufficient (equal or greater number than
available assignments) full-time empl o?/ees,
meetingtheminimumqualifications, apply.

d) The date of career appointment in the
installation shall be used for vacation
scheduling.

ChangesinWhich SeniorityisL ost

Exceptasspecificaly providedel sewhereinthisAgreement,an
employeebeginsanew period of seniority:

1

F.

When the changeisat theemployee' sown request
fromoneinstallationtoanother;

Uponreinstatement or reemployment;

Upontransfer intothePostal Servicefromany other
Federa agency;

Uponamutual exchangebetween theemployees; or

Upon being excessed/surplused from an APWU
bargaining unitintotheMESor MDC except that the
employeewill retain his’her statusof full-timeor part-
time.

ChangesinWhich SeniorityisRetained,
Regained or Restored

Reemployment After Disability Separation

Onreinstatement or reemployment after separation
caused b?/ disabil it?/, retirement or resignation
becauseof persond illnessand theemployeeso stated
intheresignation and furnished satisfactory evidence
forinclusioninthepersonnel folder, theemployee
receivesseniority credit for past servicefor timeon
thedisability retirement or for illnessif reinstated or
reemployedinthesameorlower salary level, from
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whichoriginally separated; provided applicationfor
reinstatement or reemploymentismadewithinsix (6?
months from the date of recovery. The date 0
recovery inthecaseof disability retirement must be
supported by notice of recovery from the
Compensation Group, Office of Personnel
Management and in the case of resignation dueto
illness, by astatement fromtheapplicant’ sphysician
orpractitioner.

Restoration

Onrestorationinthesameinstallation after return
from military service, transfer under letter of
authority, or unjustremoval, anemployeeshal regain
thesame seniority rightsasif not separated.

Reassignmentand ReturninNinety (90) Days

A career employee, voluntarily reassigned fromone
installation to another with or without changein
salary level andvoluntarily reassignedwithinninety
(90) daystotheformer install ation regainsseniority
previously acquiredintheinstall ation augmented by
interveningemployment.

G. Bidding

1

All full-time positions, including higher level
positions, shal befilled by afull-timeemployeewho
isthesenior qudified bidder meeting thequalification
standardsfor the position except for thefollowin
positions, which shall be filled on a best qualifi
basis:

a  Mail Equipment Shops
PositionNumber ~ PositionTitle

SP7-3 Lockmaker (5)

SP7-64 Mail Equipment
ShopsTechnician (9)

SP7-42 MachineOperator (A)
©®

SP7-41 Machine Operator (B)
©®

SP7-40 Pressman (6)

Thepositionof Senior Lockmaker, SP7-45, $I evel 6),
will befilled onthebasisof senior qualifiedfromthe
positionof Lockmaker, SP7-3, (level 5).

b.  Materid DistributionCenters
SP7-29 Maintenance
Mechanic
General (Level 6)

Customer Service
Clerk (Level 6)
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Whenjobvacanciesoccurin MaintenanceM echanic-
General, SP 7-29; or Customer Service Clerk,
empl oyeesoccupying thesamestandard position as
thevacant position may bid for thevacancy onthe
basis of senior qualified, except when the vacant
assignment isbeing considered for reversion or being
withheld per Article12.

Theresidua vacancy will be posted for application
unlessthevacancy meetsoneof theexceptionsinthe
preceding paragraph.

Thesuccessful bidder sel ected onthebasisof senior
qualified, shall beplacedinthedutya&isgnmemfora
period of up to and including thirty (30) calendar
days, excluding days of absence on scheduled work
days, for the purpose of demonstrating therequired
competency and ability to performthework. The
Employer may, at any time during the thirty (30)
calendar day period, return the selected employeeto
the former position without prejudice if it is
determined the employee does not possess the
required competency or ability to perform thework.
Intheevent theselected employeeisreturnedtothe
former position during the qualifying period, the
Employer shall select another candidate for the
positionfromtheoriginal bidlist, if any, who meets
theposition qualifications. A determination by the
Employer to disqualify a selected employee for
incompetency or inability to perform thework shall
be subject to the provisions of the grievance-
arbitration procedure.

Material Support craft employees detailed to a
nonbarg/lai ning unit position may not bid or apply for
vacant Material Support craft assignmentswhileso

detailed. However, nothing contained hereinshall be
construed to fprecl ude such temporarily detailed
employees from voluntarily terminating a
nonbargaining detail and returning to their craft

position. Upon return to the craft position, such

employeesmay exercisetheir righttobidor apply for
vacant craft duty assignments.

Theduty assignment of afull-timeMaterial Support
craft employee detailed to a nonbargaining-unit
position, including a nonbargaining-unit trainin
program, in excess of 4 months shall be declar
vacant and shall be posted for bidin accordancewith
thisArticle. Uponreturntothecraft, theemployeewill
become an unassigned regular. An employee
temporarily detailed to anonbargaining-unit position
will not return or be returned to the craft solely to
prevent theempl oyee’ sass gnment from being posted
for bid. Form 1723, Noticeof Assignment, shall be
used in detailing craft emplo%_ees to temporar
nonbargaining-unit positions. The employer will
providethe Union at thelocal level with acopy of
Form(s) 1723 showing thebeginningand ending of all
suchdetails.

Employeesdetail ed to nonbargai ning-unit positions
arenot entitled to out of schedule premium.
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H. Special BenefitstoCertainVeteran Employees

Employeeswhosenamesarewithinreachonaneligibleregister
andwho | ost opportunity for career appointment because of
service in the military service after June 30, 1950, who
subsequently received career appointment, based on restored
igibility, andweregranted thebenefitsof PublicLaw 121 are
entitledtoseniority fromthedatethelower eligibleonthesame
list of eligiblesreceived acareer appointment.

I.  FillingPostionsReevaluated

1. Whenanoccupied positionisupgraded onthebasis
of thepresent duties:

a  Theincumbent will remaininthe upgradedjob
providedtheincumbent hasbeeninthat jobfor
morethanone(1) year.

b.  Thejob will be posted for bid in accordance
withthisAgreement if theincumbent hasnot
beeninthejobfor morethanone(1) year.

2. Whenanoccupied positionisupgraded onthebasis
of dutieswhich areadded to the position:

a  Theincumbent will remaininthe upgradedjob
providedtheincumbent hasbeeninthat jobfor
morethan one (1) year. Theyear of required
incumbency inthejobbeginswhentheduty or
dutieswereaddedwhich permittedthejobtobe
reranked.

b.  Thejob will be posted for bid in accordance
withthisArticleif theincumbent hasnot beenin
thejobinaccordancewith 2.a. above.

3. WhenManagement placesautomatic gui pmentinan
installationandanemployeeisassignedtooperatethe
equipment, thetimetheempl oyeespendsonthisjob
beforeit isranked and established shall becountedas
incumbency inthepositionfor the purpose of being
upgraded or assigned.

Section3.  Principlesof Posting

A Newlgestablishedandvacantdutyassignmmts
shallbepostedasfollows:

1 All newly established duty assignmentswithin the
bargaining unit shall be posted for full-time
bargaining unit employees eligible to bid within
twenty-eight (28) days. All vacant duty assignments
shall be posted within twenty-eight (28) daysunless
such vacant duty assignmentsarereverted or where
such vacant duty assignment is being withheld
pursuanttoArticle12, Section5.B.2. Thedutiesof a
vacant assignment will not be segmented solely to
avoid theposting or reversion of avacant position.

2. Whenavacant positionisunder considerationfor
reversion, thelocal union presidentwill begivenan
opportunity forinput priortoadecision. Thedecision
torevertor notto revertthepositionshall bemadenot
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|ater than twenty-eight (28) days after it becomes
vacant and if the vacant assignment isreverted, a
noticeshall be posted advising of theactiontakenand
thereasonstherefor.

Whenitisnecessary that fixed scheduled day(s) of
work in the basic work week for an assignment be
permanently changed, the affected assignment(s)
shall bereposted.

Noassignmentwill beposted becauseof achangein
startingtimeunlessthechangeexceedsone(1) hour.
Whether to post or notisnegotiableat thelocal level
if it exceedsone(1) hour.

Changein duty assignment as specified below, will
require reposting:

a  Afifty percent(50%) changeinactual dutiesto
be performed.

b. A changeinprincipal assignment areawhich
requires reporting to a different physical
location, i.e., building, facility, etc., exceptthe
incumbent shall havetheoptionto accept the
new assignment.

The installation head shall establish amethod for
handlingmultiplebidding onduty assignmentswhich
are smultaneoudy posted.

An_employee may withdraw a bid on a posted
assignment, if thewithdrawal requestisreceivedin
writing prior totheclosing date of the posting.

An unassigned employee may bid on duty
assignmentspostedfor bid. Anunassignedemployee
may be assigned to any vacant duty assignment;
however,if morethanone(1) vacant duty assignment
isavailable, theunassigned employeeshall begivena
choice of assignment based upon the employee’s
seniority provided, however, the employee is
qualifiedto performthedutiesand responsibilitiesof
the assignment selected.

All bidsareto besubmitted onastandardbidform. In
theabsenceof astandard bid form, abid submittedin
writingshall beaccepted.

B. Placeof Posting

Bidsfor an assignment shall be posted on al official bulletin
boardsat theinstallationwherethevacancy exists. Copiesof the
noticeshall begiventothedesignated Unionrepresentative.
When an absent employee has so requestedinwriting, providing
amailing address, acopy of any notice inviting bids shall be
mailedtotheemployeeby theinstallation head. Posting and
bidding for preferred duty assignmentsshall beinstallation-
wideunlessotherwisespecified.

Lengthof Posting

Thenoticeshall remainpostedfor ten(10) days.
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D.

1

E.

InformationonNotices

The duty assignment (as defined abovein Section
1.A,if applicable) by positiontitleand number, e.g.,
key, standard or individual position.

Sdary level.
Hoursof duty (beginning, ending).

Theprincipal assignment area, e.g., sectionand/or
location of activity.

Qualification standards and occupational code
number.

Physical requirement(s) unusual to the specific
assgnment (heavy lifting, etc.).

Invitationtoemployeestosubmitbids.
Thescheduled daysof work.
Dateof postingandtime.

Successful Bidder.

1 Withinten(10) daysafter theclosing dateof the
posting, theinstallationhead shall post anctice
stating the name and seniority of thesuccessful
bidder. The senior quaified bidder meeting the
qualification standards established for that
position or the best qualified selection, if
ap(% icable, shall be designated the “ successful”

er.

2. Thesuccessful bidder must beplacedin the new
assignment nolater than twenty-eight (28) days
after the date of notification of selection as
providedinE.1. above.

3. Ninety (90) Day Work Requirement

Anemployeewhoisplacedinany of thevacant
duty assignmentsother than Customer Service
Clerk duty assignments, in accordancewiththis
Section shall be reguired to work that duty
assignment for aperiod of nolessthan ninety (90)
days, unlessexercisingabid:

a toasmilarassgnmentwithdifferent days
or hoursof duty;

b. toajobinahigherlevel;

¢ duetoelimination or reposting of theduty
assignment; or

d.  becauseof substantiated medical or health
reasons, whereby continuation would be
harmful totheemployee.

4. An employee who is placed in any vacant
Customer ServiceClerk duty assignment shall be
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required towork that duty assignment for aperiod
of nolessthan 365 days, unlessexercisingabid:

a toasmilarassignmentwithdifferent days
or hoursof duty;

b. toajobinahigherlevel;

¢ duetoelimination or reposting of theduty
assignment; or

d.  becauseof substantiated medical or health
reasons, whereby continuation would be
harmful totheemployee.

5. Normally an employee shall work the duty
assignment for which the employee has been
designated the successful bidder.

F. DefinitionofaSection

TheEmployer andtheUnion shall define sectionswithinthe
installation. Suchdefinitionwill beconfinedtooneor moreof
thefollowing:

1 location;
2. g}%loor;

3. tour;
4.jobwithinanarea;
5.typeofwork;

6. instdlation;

7. building or
8.shop(MESonly).

Section4. General Provisions
A. Tods

The Employer will provide adequate tools, tool kits and
equipment on a charge-out basis to those employees who
reguire such items for the performance of their assigned
function. Thedetermination astowhat tools, tool kitsand
equipment arerequired and the adequacy of suchitemswill be
made by the Employer. Wherethe Employer determinesthat
tool sareobsol ete, suchtool swill berecalled and removed from
theemployees’ accountability.

B. Anti-Fatigue Measures

Thesubject of fatigueasit rel atestothesaf ety and health of an
employeeisaproper subject for theconsideration of the Joint
L abor-Management Safety CommitteeasprovidedinArticle14
of thisAgreement. TheEmployer will continuepast practices
withregard to anti-fatiguedevices.

ARTICLE 42
ENERGY SHORTAGES

Intheevent of anenergy crisis, theEmployer shall makeevery
reasonabl eattempt to secureahigh priority fromtheappropriate
Federal agency to obtainthefuel necessary for thesati sfactory
maintenanceof postal operations. Insuchacase, orintheevent
of any seriouswidespread energy shortage, the Employer and
the Union shall meet and discussthe problemsand proposed

152



solutionsthrough the L abor Management Committee provided
inArticle17.

éTheprecedl ngArticle, Article42, shall apply to Transitional
mployees)

ARTICLE43
SEPARABILITY AND DURATION

Section1. Separability

Should any part of this Agreement or any provision contained
herein berendered or declared invaid by reason of any existing
or subsequently enacted | egislation or by acourt of competent
jurisdiction, suchinvalidation of suchpartor provisionof this
Agreement shall notinvalidatetheremaini ng portionsof this
Agreement, and they shall remaininfull forceand effect.

Section2. Duration

Unlessotherwiseprovided, thisAgreement shall beeffective
December 18,2001, andshall remaininfull forceandeffectto
and including 12 mldnlght November 20, 2003, and unless
either ar)arty desiresto terminate or modify it, for successive
annual periods. The party demanding such termination or
modification must servewritten noticeof suchintent totheother
party, not less than 90 or more than 120 days before the
expirationdateof theAgreement.

éTheprecedl ngArticle, Article43, shall apply to Transitional
mployees)

153



APPENDIX A
APWU Transtional Employee
Memoranda

MBVORANDUMOF UNDERSTANDING
BETWEEN THE
UN TEDSTATESPOSTAL SERVI CE

AND THE
AVERI CANPCSTAL WORKERSUNI ONAH-GQ O
Re: Transitiona Enpl oyee

1. Thepartiesagreetothefollowingprinciples:

a

The transitional work force will be comprised of
noncareer, bargaining unitemployees.

Transitional employeeswill behired for atermnot to
exceed 360 calendar days and will have a break in
serviceof atleast 5 daysbetween appointments.

PursuanttotheGoldberglnterest Arbitration
Award without limitation as to their use or
oper ational justification, thetotal number of
APWU Transitional Employeesworkingin non-
REC siteswill beinaccordancewiththeschedule
below. ThePostal Servicewill phaseout all non-
REC Transitional Employeesby nolater than
December 31,2005. REC Transtional Employees,
whoar egover ned by asepar ateM emor andum of
Understandingand related agr eements, shall
continue. Thisportionof theAwarddealingwith
non-REC Transitional Employeesshall not be
raisedduringthe2003National Negotiationsor
duringanyrelatedinter est ar bitration proceedings.

Calendar Year Number

January 1,2002through December 31,2002 4,000
January 1,2003through December 31,2003 4,000
January 1,2004through December 31,2004 4,000
January 1,2005thr ough December 31,2005 4,000

@

@

®

Thenumber of TEswill beapportioned toeach
AreaOfficeby Headquarter sand providedtothe
APWU attheNational L evel. Each AreaOfficewill
allocateanumber from their total number of
APWUTEstoinstallationswithinitsarea.

ThePostal Servicemayre-evaluateitsneedfor TEs
andredistributethemasitdeemsappropriate. The
total number of TEsin thePostal Servicewill not
increasebeyondtheallocated number for eachtime
frameasdescribed above.

AttheNational level,onan AccountingPeriod (AP)
basis,thePostal Servicewill providealist by craft of
on-rollsTEsbyfinancenumber. Inaddition,the
local unionrepresentativewill beprovidedwithall
TE hiringactivity by craft asit occurs.
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d.

Leave provisions for transitional employees are
includedinAttachmentA.

2. Reassignment of Career EmployeesOutside of aSection,
Craft, or Instal lation:

a

Prior to reassigning career employees outside of a
section, craft, or install ation, management will offer
impacted career employees, onaseniority basis, the
opportunity to work any existing transitional
assignment. Impacted career employees must be
currently qualified to backfill theseassignments.

There will be no out-of-schedule pay or training
providedto qualify theimpacted employeesfor these
temporary assgnments.

3. Layoff of Career Employees:

a

Priortolaying off career empl o%ees management will
offer theimpacted employeestheopportunity towork
any existing transitional assignments within the
installation.

There will be no out-of-schedule pay or training
provided to qualify theimpacted employeesfor these
temporary assignments.

4. LightDuty

Article13doesnot apply totransitional employees. How-
ever, Article13doesnot prohibit theassignment of APWU
transitional employeestolight duty.

5. Articlel5:

a

The partiesrecognizethat transitional employeeswill
have access to the grievance procedure for those
provisions which the parties have agreed apply to
trangitional employees.

Nothing herein will be construed as awaiver of the
employer’s obligation under the National Labor
Relations Act. Transitional employees will not be
discharged for exercising their rights under the
grievance- arbitration procedure.

The separation of transitional employees upon
completion of their 360-day term and thedecisionto
not reappoint transitional employeestoanewtermare
notgrievable.

Transitional empl oguees may beseparated for lack of
work at any time. Such separation isnot grievable
except where it is alleged that the separation is
pretextud.

Trangtiona employeesmay bedisciplined or removed
withintheterm of their appointment for just causeand
any such discipline or removal will be subject tothe
grievance-arbitration procedure, provided that within
theimmediately precedi ng six months, theemployee
has completed ninety (90) work days, or has been
employed for 120 calendar days, whichever comes
first.
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Inthecaseof removal for causewithinthetermof an
appointment, atransitional employeeshall beentitled
toadvancewritten noticeof thechargesagainst him/
her inaccordancewiththeprovisionsof Article 16 of
theNational Agreement.

ThisSectionciseffectiveJune?, 1996.
6. HedthlInsurance

After aninitial appointment for a 360-day term and upon
reappoi ntment to ancther 360-day term, any dligiblenon-career
transitional employeewhowantsto pay health premiumsto
articipatein the Federal EmployeesHealth Benefits (FEHB)
ogramon apre-tax basiswill berequiredtomakeanelection
todo soinaccordancewith proceduresto be published assoon
as administratively practicable. The total cost of health
insuranceistheresponsibility of thenon-career transitional

employee.
7. Higher Level Pay

EffectiveJune8, 1996, intheevent atransitional empl oyee(TI?]
is temporarily assigned to a higher level position, suc
employeewill bepaid at the higher level only for thetime
actually spent on such job. This language should not be
construedtoencouragethePostal Servicetotemporarily assign
such employees to higher level positions. When the
oPportunityexistfor higher level assignment, theprinciple
of preferencefor career employeesover transitional
employeesshouldbeutilized.

Peter A. Sgro Greg Bdll, Director
Manager Industrial Relations
Contract Administration American Postal Workers
U.S. Podtdl Service Union, AFL-CIO

Date: December 18, 2001
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ATTACHMENTA

TRANSITIONAL EMPL OYEEANNUAL L EAVE
PROVISIONS.

|. GENERAL

A

Purpose. Annual leave is provided to transitional
employeesfor rest, recreation, emergency purposes,
andillnessorinjury.

1 Accrua of Annud Leave. Transitional employees
earnannual leavebased onthenumber of hoursin
whichthey areinapay statusin each pay period.

Rate of Accrua Hoursin Hoursof Annual
Pay Status  LeaveEarned Per
Pay Period
1hourforeach 20 1
unit of 20 hours 40 2
inpay statusin 60 3
each pay period 80 4 (max.)

A

2. Biweekly Crediting. Annual leaveaccruesandis
credited in whole hours at the end of each
biweekly pay period.

3. Payment For Accumulated Annual Leave. A
separating transitional employeemay receivea
|lump-sum payment for accumul ated annual leave
subject to thefollowing condition:

A transitional employeewhoseseparationiseffective
beforethelast Friday of apay period doesnotreceive
credit or terminal |eave payment for the leave that
would haveaccrued during that pay period.

AUTHORIZINGANNUAL LEAVE

General. Except for emergencies, annual leave for
transitional employees must be requested on Form
3971 and approved in advance by the appropriate

supervisor.

EmergenciesandllInessor Injury. Anexceptiontothe
advanceapprova requirement ismadefor emergencies
andillnessor injury; however, inthesesituations, the
transitional empl oyee must notify appropriate postal
authoritiesassoon as possibleasto theemergency or
illness/injury and the expected duration of theabsence.
Assoon aspossibleafter return to duty, transitional
employees must submit Form 3971 and explain the
reason for the emergency or illness/injury to their
supervisor. Supervisors approve or disapprove the
leave request. When the request is disapproved, the
absencemay berecordedasAWOL at thediscretionof
thesupervisor asoutlinedin Section|V.B below.
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V.

A

A

UNSCHEDULEDABSENCE

Definition. Unscheduled absences are any absences
from work that are not requested and approved in
advance.

Transitional EmployeeResponsibilities. Transitional
employees are expected to maintain their assigned
schedule and must make every effort to avoid
unscheduled absences. In addition, transitional
employees must provide acceptable evidence for
absenceswhenrequired.

FORM 3971, REQUEST FOR, OR NOTIFICATION
OF, ABSENCE

Purpose. Application for annual leave is made in
writing, in duplicate, on Form 3971, Request for, or
Notification of, Absence.

Approval/Disapproval. Thesupervisorisresponsible
for approving or disapproving applicationfor annual
leaveby signing Form 3971, acopy of whichisgiven
tothetransitional employee. If asupervisor doesnot
approvean applicationfor leave, thedisapproved block
on Form 3971 is checked and the reasons given in
writing in the space provided. When a request is
disapproved, the reasons for disapproval must be
noted. AWOL determinationsmust be similarly noted.

Peter A. Sgro Greg Bell, Director

M

anag
ContractAdministration

er Industrial Relations
American Postal Workers

U.S. Postd Service Union, AFL-CIO

Date: December 18, 2001

MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATESPOSTAL SERVICE

AND THE
AMERICANPOSTAL WORKERSUNION,AFL-CIO

Re: Transitional Employees

Thepartiesagreethat only thefollowingarticlesand portionsof
articlesof theNational Agreement asthey appear inboldface
print bel ow apply totransitional employees:

Articlel

Article2

Article3

Article5

Article7
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ARTICLE 7
EMPLOYEE CLASSIFICATION

Section 1. Definitionand Use

* *x *x % *

C.  Transtiona Work Force

1 The transitional work force shall be comprised of
noncareer, bargai ning unitemployees.

2. Overthecourseof apay period, theEmployer will make
areasonableeffort to ensurethat qualifiedand available
part-timeflexibleemployeesaretilized at thestraight-
timerate prior to assigning such work to transitional
employeesworking the samework |ocation and onthe
sametour.

3. Transitional employeesshall behired pursuant to such
ﬁ_rocedura_astheEmpl oyer may establish. They will be
iredfor atimenottoexceed 360 calendar daysfor each
appointment. Suchemployeeshaveno daily or weekly
work hour guarantees, except asprovidedforinArticle
8.8.D. Transitional employees will have a break in

serviceof atleast5daysbetween appointments.

4. Without limitation astotheir useor operation
judtification, thetotal number of APWU Transitional
Employeesworkingin non-REC siteswill bein
accor dancewith theschedulebelow. ThePostal
Servicewill phaseout all non-REC Transitional
Employeesby nolater than December 31, 2005.

Calendar Year Number

January 1,2002through December 31,2002 4,000
January 1,2003thr ough December 31,2003 4,000
January 1,2004through December 31,2004 4,000
January 1,2005thr ough December 31,2005 4,000

ARTICLE 8
HOURSOFWORK

Section3. Exceptions

The above shall not apply to part-time employees and
transitional employess.

Part-timeemployeeswill bescheduledinaccordancewiththe
aboverules, except they may bescheduledfor lessthan eight (8)
hourks pgeﬁervi ceday andlessthanforty (40) hoursper normal
work w

Transitional employeeswill be scheduled in accordancewith
Section 2, A and B, of thisArticle.

Section4. OvertimeWork
Transitional employees shall be paid overtime for work

performedinexcessof forty (40) work hoursinany oneservice
week. Overtimepay for transitional employeesistobepaid at
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the rate of one and one-half (11/2) times the basic hourly
sraight-timerate.

When an opportunity exists for overtime for qualified and
availablefull-timeemployees, doing similar work inthework
|ocationwheretheemployeesregularly work, priortoutilizing
atransitional employeeinexcessof eight (8) work hoursina
sarviceday, suchqudifiedandavailablefull-timeemployeeson
the appropriate Overtime Desired List will be selected to
performsuchwork inorder of their seniority onarotatingbasis.

Section7. Night Shift Differential

Effectivefor theperiod November 21, 2000 throughNovember
20, 2003 for timeworked between the hoursof 6:00 p.m. and
6:00a.m., employeesshall bepaid additional compensation at
theapplicableflat dollar amount at each pay gradeand stepin
accordancewiththeattachedtable( TableThree).

Section8. Guarantees

D. Effectivedune7,1996,anytransitional employeewhois
scheduledtowork andwhoreportsshall be ?uaranteed two(2)
hoursof work or pay. Suchwork or pay shall not beguaranteed
if suchemployeesaredirected not toreport ahead of thetime
they were scheduled to report towork.

Section9. Wash-up Time

Installation headsshall grant reasonabl ewash-uptimetothose
employees who perform dirty work or work with toxic
materials. Theamount of wash-up timegranted each employee
shall besubject tothegrievanceprocedure.

(The preceding paragraph shall apply to Transitional
Employees).

ARTICLE 9
SALARIESANDWAGES

Section7. Transitional Employee

Thehourly ratesfor transitional employeesshall beincreased
for al gradesasfollows:

Effective November 18,2000- thehourlyratesfor all
radesshall beincreased by
.2% ,basedonthesalary
scheduleappended her eto
(Table2).

Effective November 17,2001- thehourlyratesfor all
radesshall beincreased by
.8% ,basedonthesalary
scheduleappended her eto
(Table2).

EffectiveNovember 16,2002- thehourlyratesfor all
radesshall beincreased by
4% ,basedonthesalary
scheduleappended her eto
(Table2).
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ARTICLE 10
LEAVE

Section2. LeaveRegulations

A. Theleaveregulationsin Subchapter 510 of theEmployee
and Labor RelationsManual, insofar assuch regul ations
establish wages, hours and working conditions of
employees covered by this Agreement, other than
transitional employees, shal remainineffectfor thelifeof
thisAgreement.

B. Career employeeswill begiven preferenceover noncareer
em[i')l gKee_ﬁwhen schedulingannual leave. Thispreference
will takeinto consideration that schedulingisdoneona
tour-by-tour basis and that employee skills are a
determiningfactorinthisdecision.

ARTICLE 11
HOLIDAYS

Section6. Holiday Schedule

D. Transitional employeeswill bescheduledforwork ona
holiday or designated holiday after all full-timevolunteers
are scheduled to work on their holiday or designated
holiday. They will be scheduled, to the extent possible,
prior to any full-timevolunteersor nonvolunteersbeing
scheduled to work anonscheduled day or any full-time
nonvolunteers being required to work their holiday or
designated holiday. If thepartieshavelocally negotiated a
pecking order that would schedul efull-timevolunteerson
a nonscheduled day, the Loca Memorandum of
Understandingwill apply.

Articlel4

Articlel5

Article17 Sections?2, 3,4,6,and 7

Articlel8

Article19

ARTICLE 19
HANDBOOK SANDMANUALS

New Paragraph 3:

Article 19 shall apply in that those parts of all handbooks,
manua sand published regulationsof the Postal Service, which
directly relatetowages, hoursor working conditionsshall apply
totransitional employeesonly totheextent consi stentwithother
rightsand characteristicsof transitiona employeesnegotiatedin
thisAgreement and otherwiseasthey apply tothesupplemental
work force. TheEmployer shall havetherightto makechmef,]&s
to handbooks, manua sand published regulationsasthey relate
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totransitional employeespursuant tothesamestandardsand
proceduresfound in Article 19 of thisAgreement.

Article20

Article22

Article23

Article24

Article27

Article28

Article31

Article32

Article34

Article36

Article42

Article43

Only thefollowing Memorandumsof Understanding fromthe
1990 National Agreement shall apply to Transitional
Employees:

Use of Privately Owned Vehicles

Leave Sharing
Leave Without Pay

Peter A. Sgro Greg Bell, Director
Manager Industrial Relations
ContractAdministration American Postal Workers
U.S. Postd Service Union, AFL-CIO

Date: December 18, 2001
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATESPOSTAL SERVICE
AND THE
AMERICANPOSTAL WORKERSUNION,
AFL-CIO

Intheinterest of enhancing career employment opportunities
for APWU transitional employees, thePostal Serviceandthe
APWU agreeasfollows:

1

APWU transitional employees(TES) (assetforthinthe TE
Aggreemmtsof 12/31/91and 2/2/93), who havecompl eted
180 daysof employment asaTE and arestill onthe TE
rolls, may taketwo such entranceexaminationsfor career
position(s) in APWU-represented crafts. Only twosuch
examination opportunitieswill beprovidedeacheligible
TE pursuant to thismemorandum, except that digible TEs
will bepermittedtoretakeany examwhichissubsequently
discontinuedandreplaced.

EligibleTEswhowishtotakeanentranceexaminationfor
career position(s) in APWU-represented crafts must
submittheir requestinwritingtotheappropriatepersonnel
office. The local union will be provided written
notification of TEswho havesubmittedp suchrequests. The
requested examinationswill be administered to eligible
TEsconsi stent with norma scheduling of theexams.

Each TE's exam results will be scored, including any
applicableveterans' preferencepointsand passing scores,
will bemerged with the existing register for that exam.
EligibleTEswhoaready haveapassingtest scoreonthe
sameregister will havethe option of merging thenew test
scorewiththeexisting register inlieu of their old test score.
Thereafter, normal competitive selection procedureswill
apply inmaking appointmentsto career positions.

This agreement will be effective from June 7, 1996,
through November 20, 2003. Nothinghereinisintended
tolimitany veterans preferenceinhiring asestablished by
law.

Peter A. Sgro Greg Bell, Director

M

er Industria Relations

Coal?t?gctAdmi nistration American Postal Workers

U.S. Postd Service Union, AFL-CIO

Date: December 18, 2001
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APPENDIX B
Memorandumsof Under sandings
d

an
L etter sof Intent

NOTE:

Appendix B contains new memoranda and pre-existing
memorandathat havebeen modified.

For the sakeof brevity, pre-existing memorandanot modified
by the December 18, 2001 interest arbitration award are not
reprintedinthisversionof theNational Agreement.

Continuing Memorandums

Memorandums 1998Agreement
PageNumber
Deaf andHard of Hearing... 293
ArtICle7.3 oo 298
Maximization/Full-TimeFlexible-APWU ..... 29
ConversionsUndertheMaximizationMemo... ....300
ArICIE8 .o ....301
Article8Questionsand Answers ... ....303
Granting Step Increases................. ..308
Annual LeaveCarryover .... ..309
PTFCourt Leave................ ..310
LeavePolicy .........c....... .31
PaidLeaveand LWORP .... ..312
Article12.5.C.5.b(6) ... 314
CrossCraft Reassigninents . 315
Headquarters Threat Assessment ... 321
ExpeditedArbitration................... ... 325
TranSfers ...ooeeveeeiie e ....316
Processing Post Removal Grievances ... .. 327
InterestonBack Pay .........ccccovviiiiiiiciiiincsieeee, .. 327
Roleof thelnspection ServiceinLabor Relations ..........328
JointContractInterpretationManuad ..................... ....329

Administrative Dispute Resol ution Procedures
SIEPAPIOCEAUIES ...
TimelinessRegarding Step2(h) Appeals ..
Grievance/Arbitration Appeals ..........ccvcveiiieeiienncinenne
Implementation Article15and 16,1998 Agreement
Discipline Task FOrce .........coovveiiieiiiiieenieeniee e 335
Centralized Uniform Program- BMEU Pilot 336
Joint Feasibility Study - Unit Accountability in Post Offices
337

Stamp Stock Tolerance ...................
Reinstatement of Driving Privileges ..
Bargaininglnformation ...................
Subcontracting Cleaning Services ..
Highway Contracts...........ccovvververvenen.
Subcontracting - Mail Equipment Shops...
TraningCommittee ............ccocevvereennenns
Useof Privately OwnedVehicles ..
PTEPreference ........ccccocevvevvvvrnnne
Bidswith Required Computer Skills .

.. 337

ProductiveDistribution ...................
Interlevel Bidding - Entrance Examination Req
Bidding Provisions- Letter SortingMachines................ 356

164



Retall TrainingTaskForce...........ccovvvevieeenieesieese,
Function Four Flexibility ....
Brush-up Training
AutomotiveMechanic- Lead AutomotiveMechanic ...... 369
Air Conditioningin9 TonVehicles, Tractors& Spotters. 361
Operation of Powered Industrial Equipment for Material
Support Craft EMplOYEes........ocveerveeiiieiniee e
Work ClothesProgram-MES...........cccccccenee.
T raining Opportunities- Mail Equipment Shops . e
OvertimeattheMail Equipment Shops...........c.ccevveeeen.

* % %

MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATESPOSTAL SERVICE

AND THE
AMERICANPOSTAL WORKERSUNION,
AFL-CIO

RE: MEMORANDA OF UNDERSTANDING
AND LETTERS OF INTENT

The parties agree that except for those National level
Memoranda of Understanding and Memoranda of Intent
(MOUs) aswell asNational level Lettersof Intent (L Ol s) that
have aspecific expiration date, or areotherwiseby their terms
limited to actionsoccurring during aNational Agreement, all
other National MOUS/L Ol sshall continueunlessmodified or
eliminated either by agreement or as a result of interest
arbitration. Thepartiesfurther agreethat thisunderstanding
includesall National Level MOUsand L Ol sset forthineach of
theparties' printing of the1994-1998 National Agreement as
well asall other National level MOUsandLOls.

* % %

UNITED STATESPOSTAL SERVICE
AND THE

AMERICAN POSTAL WORKERSUNION,
AFL-CIO

Re: Layoff Protection

Each employeewho isemployed in theregular work force as
of November 20, 2000, and who has not acquired the protec-
tion provided under Article 6 shall be protected henceforth
against any involuntary layoff or force reduction during the
term of thisAgreement. Itistheintent of thisMemorandum
of Understanding to providejob security to each such employee
during theterm of thisAgreement; however, intheevent Con-
gressrepealsor significantly rel axesthe Private Express Stat-
utesthis Memorandum shall expire upon the enactment of such
legidation. In addition, nothing in thisMemorandum of Un-
derstanding shall diminish therights of any bargaining-unit
employeesunder Article6.

SincethisMemorandum of Understanding isbeing enteredinto
onanonprecedentia basis, it shall terminatefor al purposesat
midnight, November 20, 2003, and may not becited or usedin
any subsequent digpute resolution proceedings.

* % %
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATESPOSTAL SERVICE AND
THE JOINT BARGAINING COMMITTEE
(TheAmerican Postal WorkersUnion, AFL-CI O, and
National Associationof L etter Carriers,AFL-CIO)

Re: Article7,12and 13- CrossCraft and Office
Size

A.ltisunderstoodby thepartiesthatinapplyingtheprovisions
of Articles7, 12 and 13 of the2000 National Agreement, cross
craft assignments of employees, on both atemporary and
permanent basis, shall continueasthey weremadeamongthe
six craftsunder the 1978 National Agreement.

B. It isalso agreed that where the2000 Agreement makes
referencetoofficeg/facilitiesingtallationswith acertainnumber
of employees or man years, that number shall include al
categoriesof bargaining unit employeesin the office/facility/
ingtallationwhowerecovered by the 1978 National Agreement.

* % %

MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATESPOSTAL SERVICE

AND THE
AMERICANPOSTAL WORKERSUNION,AFL-CIO

Re: Modified Work Week

The parties at the local level may negotiate the
establishment and implementation of amodified wor k week
programfor APWU bar gainingunit employeesinoneor
mor ePostal Serviceoper ationswithinlocal installations.
Themodified wor k week isdefined asfour (4) servicedays,
each consisting of ten (10) hours within twelve (12)
consecutivehours, except that it shall beten (10) hours
withineleven (11) consecutivehour sinall officeswithmore
than 100full-timeemployeesin thebar gainingunits.
Modified wor k weekscan beapplied only tofull-time
regular duty assgnments.

Any such program establishing and implementing a
modifiedwor k week issubj ect tothefollowingconditions:

1. Either managementor theunionatthelocal level may
choosetonegotiateor not negotiateamodified wor
week. A decision by management or theunion not to
Barticipateinamodifie_dworkyv%k programwill not

esubject tothe Article 30 impasse process, the
grievance/ar bitration procedur e, or appealableinany
other forum.

2. Cancellationof either local party’ sinvolvementina
modified wor k week program will beautomaticupon
30dayswritten notice. Cancellation by either party
will not be subject to the grievance/arbitration
procedur eor appealableinany other forum.

3. Rulesestablished by thepartiesat thenational level in
the* M odified Work Week (10/4) Guidelines’ or its
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amendmentsmust befollowed.

4. Alleged violations of this memorandum of
understanding or any program implemented in
accor dancewith thismemorandum aresubject tothe
Articlel5grievanceprocedure.

5. Except asprovided for inthisM OU or theM odified
Work Week Guidelines, nomodified wor k week
program can beinconsistent or in conflict withthe
National Agreement.

Dated: December 18,2001

Anthony J. Vegliante WilliamBurrus
VicePresidentfor Labor President
Reations American P

ostal
United StatesPostal Service  WorkersUnion, AFL-CIO

ThisMOUwill beprintedinthe2000National Agreement.

* % %

MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATESPOSTAL SERVICE

AND
AMERICANPOSTAL WORKERS,UNION,AFL-CIO

Re: Modified Work Week (10/4) Guidelines

Thefollowingrulesapply tofull-timeemployeesin the
APWU bargainingunit.

| Overtime

Participantswill receive postal overtimepay for work
performed only after 10hour sinapay statusonaregularly
scheduled day, or after 40hoursinapay statusinaservice
week, and for thefirst 8hoursinapay statusonthefirst
nonscheduleddaywor kedinaser viceweek.Non-scheduled
dayguaranteesremainat8hours.

ExcludingDecember, participantswill receivepenalty
overtimefor all hours:

* over 10hoursinapay statuson aregularly scheduled
day;

. ov)ér 8hoursinapay statuson thefir st non-scheduled
dayworkedinaserviceweek;

e and/or inapay statuson thesecond and third non-
scheduled day worked in aserviceweek, if inapay
statusfor any part of each of theother 5daysinthe
sameser viceweek.

The56and 60-hour limitationsstill apply.

2. Sunday premiumwill bepaidfor all eligiblestraight
timehour sworked (i.e., 10per wor kday) but shall be
limitedto1l6hour sper week.
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3. LeavewillbechargeduptolOhoursper day,therefore
htwill benecessarytouseten hour sleavetocover afull
ay.

4. Courtleavewill bechargedthesame(i.e.,upto10
hoursper day), however, thelocal partieshavethe
optiontodeter mineiftheemployee’ sschedulemay be
changedback to8/5for thoseweek sduringwhich court
serviceisperformed.

5. Militaryleavewill becharged at 10 hour sper day but
may not exceed 120hour sper year. Thelocal parties
havetheoptiontodeter mineif theemployee sschedule
may bechanged back to8/5for thoseweeksinwhich
theemployeewill beon militaryleavefor fiveor more
days

6. Whenappropriate, Administrativeleavemay be
granteduptol0hoursper day.

7. Employeesarecurrently provided 80hoursof holiday
leaveper year (10holidaysat 8hour sper holiday).To
maintainthisleve of holiday leavewhileassignedtoan
alter natewor k schedule, thelocal par tiesmust elect
oneof thefollowingoptionsprior toimplementing
alter natework schedules.

Participantswill receive80hour sof holiday leaveper year
regar dlessof which optionischosen.

Optionl

Duringtheweeksinwhichaholiday or designated holiday
falls,theemployeesrevert back toan 8/5schedule. Holiday
leaveand holiday wor ked premium policiesremainthesame
asfor thecurrent 8/5schedule.

Option2

Washington’sBirthday and ColumbusDay areconsidered
regular workdaysand arenot treated asholidaysfor pur-
posesof scheduling or compensating employeesin 10/4. In
effect, thesetwo holidaysar espread out amongtheremain-
ing8holidays.

Ten hoursof holiday leavewill bechar ged and holiday
wor ked premiumwill belimited to 10 hour son each of the8
holidays.

If aparticipant,inthisoption, enter sor leavesthe10/4work
week duringthecalendar year he/shewill useAnnual L eave
of LWOP, totheextent necessary, on theremainingholi-
daystoensurethat thetotal holiday leavefor thecalendar
year doesnot exceed 80 hours.

Payroll and budget systemsonly recognizeholidayswithin
certain weekswithin certain pay periods. Assuch, it isnec-
essary toestablish designated holidayssomewhat differ ently
fromcurrentpoIicy.WhmahoIida%yfaJIsonanemplo ee's
non-scheduled day, theemployee' sfir st scheduled workday
precedingtheholiday becomestheemployee' sdesignated
holiday. An 8/5employeewhohasM onday asanonsched-
uledwould haveeither thepreceding Satur day or Sunday
astheir designated holiday becauseoneof thosetwo days
would havetobearegularly scheduled workday. Under 10/
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4, an employeemay have Satur day, Sunday and M onday as
their non-scheduled days, which would mean establishing
thepreviousFriday astheir designated holiday. Thismay
fall outside of theweek of thepay period in which theholi-
day hasbeen provided for inthepayroll and budget sys-
tems.

Accordingly, designated holidaysfor 10/4 employeeswith
thesescheduled daysoff (SDOs) should beestablished as
follows:

SDOs ACTUALHOLIDAY DESIGNATEDHOLIDAY

123 SIE urcky Fi %(pi a)
Monday %mday

Trefd | argschedl ei stokeent he scksi geted
1 chyend et otheact L icags}ip%ﬁie g

2 S sy
Tuescay Wedhesday

8 oyeesassi gnedt oallY 4schedul eandwhoare
edfartran oy amsd fi vea nor eday's
nayber et urnedt oan8 bs eutil thetranmi's
completed For tranng o |essthenfive days,
enpl oyeeswvi | | remai nonalQy 4schedu ebut wi |
l'etetha r10-hor dyesass ged at.
cl oset o s

assi gnment shoul dioes
regd asssigmeat sspaticdie
9 andd | com i onpd i d esat her t hent hosesat
{‘ag?/t hi nlt Hampg%cmeﬁdvh char ebasedon8- hour
adas far non- 10/ Anonperti d part s,
wil | bebesedon10- hour daysand or 4- cayveeksf o

patid@ts

MBEVORANDUMOE UNDERSTANDING
BETWEEN THE
UN TEDSTATESPOSTAL SERVI CE
AND THE
AMERI CANPCSTAL WORKERSUNI ON,AH-Q O

Re:  Annual LeaveExchange(ption
Thepartiesagreethat APWU career employeeswill beallowed
to sell back amaximum of forty (40) hoursof annual leaveprior
tothebeginning of theleaveyear provided thefollowing two (2)
criteriaaremet:

1) Theemployeemustbeatthemaximumleavecarry-over
ceiling at thestart of theleaveyear, and

2) Theemployeemust haveused fewer than 75 sick leave
hoursintheleaveyearimmediately precedingtheyear for
which theleaveisbeing exchanged.

ThisMemorandum of Under standingexpireswiththe
expiration of the2000National Agr eement.

*kk
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATESPOSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERSUNION,
AFL-CIO

Re: Sick Leavefor Dependent Care

Thepartiesagreethat, during theterm of the2000 National
Agreement, sick leavemay beused by anemployeetogivecare
or otherwiseattend toafamily member having anillness, injury
or other conditionwhich, if anemployeehad such condition,
wouldjustify theuseof sick leaveby that employee. Family
members shall include son or daughter, parent and spouse as
definedinEL M Section515.2. Upto80hoursof sick leavemay
be used for dependent careinany leaveyear. Approval of sick
|eavefor dependent carewill besubject to normal procedures
forleaveapproval.

* % %

MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATESPOSTAL SERVICE

AND THE
AMERICAN POSTAL WORKERSUNION,
AFL-CIO

Re: LeaveSharing

The Postal Service will continue a Leave Sharing Program
during the term of the 2000 Agreement under which career
postal employeesareableto donateannual leavefromtheir
earned annual leaveaccount to another career postal employee,
withinthesame geographicareaserviced by apostal district. In
addition, career postal employeesmay donateannual leaveto
other family membersthat arecareer postal employeeswithout
restrictionastogeographiclocation. Family membersshall
includeson or daughter, parent, and spouseasdefinedinELM
Section515.2. Singledonationsmust beof 8 or morewhole
hoursand may not exceed half of theamount of annual leave
earned each year based ontheleave earningscategory of the
donor atthetimeof donation. Sickleave, unearnedannual |eave,
and annual leave hourssubject toforfeiture (leavein excessof
the maximum carryover which the employee would not be
permitted to usebeforetheend of theleaveyear), may not be
donated, and employees may not donate leave to their
immediatesupervisors.

Tobeeligibletoreceivedonated|eave, acareer employee(a)
must beincapacitated for available postal dutiesdueto serious
sonal health conditionsincluding pregnancy and gb) must be
nown or expected to missat | east 40 more hourstromwork
thanhisor her ownannual leaveand/or sick |eavebalance(s), as
applicable, will cover, and (c) must have hisor her absence
approved pursuant to standard attendance policies. Donated
|leavemay beusedto cover the40 hoursof LWOPrequiredtobe
eligibleforleavesharing.

For purposes other than pay and legally required payroll
deductions, employeesusing donated leave will be subject to
regul ationsapplicabletoemployeesin LWOPstatusand will
not earn any type of leavewhileusing donated leave.
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Donated |eavemay becarried over from oneleaveyear tothe
next without limitation. Donated leave not actually used
remainsintherecipient’ saccount (i.e.,isnot restoredtodonors).
Suchresidual donated|eaveat any timemay beapplied against
negative leave balances caused by a medical exifggamy. At
separation, any remaining donated leavebal ancewill bepaidin
alump sum.

(The preceding Memorandum of Understanding, Leave
Sharing, appliesto Transitional Employees.)

NOTE: GRIEVANCE NUMBER Q90C-4QC 94013818 IS
WITHDRAWN.

* % %

MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATESPOSTAL SERVICE

AND THE
AMERICANPOSTAL WORKERSUNION,
AFL-CIO

Re: PTFsReassignment Opportunities

All part-timeflexible(PTF) clerk craft employeesontherollson
November 21, 2000 whohavecompletedtheir probationary
period in install ations with less than 100 career clerk craft
employeeswill be given an opportunity to be reassigned to
officeswith 100 or morecareer clerk cra]‘)t/ employees.

The parties recognize that it is in the interest of both the
Employer andtheUnionto providecareer clerk craft employees
ininstallationswithlessthan 100 career clerk craft employees
theopportunity tobereassignedandfutureopportunitiestobe
convertedtofull-time, priortohiring PTFsinofficeswith 100 or
moreclerk craft employees.

A listtoincludeinstallationname, location, jobtitleand number
of all availablepart-timeflexiblevacanciesin officeswithina
District will beprovided totheappropriate APWU Regional
Coordinator.

TheAPWU Regional Coordinator, within30daysof receipt of
thelist, will providethenamesof eligibleand qualified PTFs
whowill accept thoseopportunities.

For purposes of this agreement, an employee must have an
acceptablework, attendance and safety record and meet the
minimum qualificationsfor al Bositi onstowhichthey request
reassgnment. A part-timeflexibleclerk reassigned pursuant to
thisagreement whofailsto qualify inthegaining officewill be
returned to his/her former install ation asapart-timeflexible
employee.

Installation headsor desi ne&inthegfai ninginstallationwill
contact the installation head of the losing installation and
arrange for mutually agreeable reassignment and reporting
dates. Thelosing officewill beafforded aminimum of 45 days
notice. Except intheevent of unusual circumstancesat the
losing installation, reasonable time to fill vacancies will be
provided thelosinginstall ation, however, thistimeshould not
exceed 120days. Thismemor andashall expirewiththeend
ofthisNational Agreement.
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MEMORANDUM OF UNDERSTANDING

BETWEEN
UNITED STATESPOSTAL SERVICE
AND THE

AMERICANPOSTAL WORKERSUNION,AFL-CIO

Re:

Local I mplementation

Itishereby agreed by theUnited StatesPostal Serviceandthe
American Postal WorkersUnion, AFL-ClOthat thefollowing
procedureswill apply totheimplementationof Article30during
the 2000 local implementation period.

1

The 30 consecutive day period for 2000 local
implementationwill commenceonApril 1, 2002
andterminateon May 30, 2002.

If noparty provideswrittennotificationof itsintentto
invokethelocal implementation process prior to
April 15, 2002, presently effective Memorandaof
Understanding not incons stent or in conflict withthe
2000 National Agreement shall remain in effect
during thetermof thisAgreement. Initial proposals
must beexchanged withinthefirst twenty one(21)
daysof the 30 consecutiveday local implementation
period.

Intheevent that any issue(s) remainsindisputeat the
end of the thirty (30) consecutive day local

implementation period, each party shall identify such
issue(s) in writing. Initialed copies of thiswritten
statement and copies of all proposals and
counterproposal spertinent totheissue(s) indispute
will befurnished by theappropriatelocal party tothe
appropriatemanagement official at thegrievance/
arbitration processing center, of the Employer with
copiestothe Postmaster, local Union President and
theUnion’ sReg?ionaI Representativenolater than

June 14, 2002. Inclusionof any matter inthewritten
statement doesnot necessarily refl ect theagreement
of either of the partiesthat such matter isproperly

subject tolocal implementation.

The appropriate management official at the Area
officeand the Regional Unionrepresentativeshall
attempt to resolve the matters in dispute within
seventy-five(75) daysafter theexpiration of the60
day local implementation period. Theappropriate
management official at the Area office and the
Regional Union re‘)raentative will have full
authority toresolveall issuesstill indispute.

If the parties identified in paragraph 3 above are
unable to reach agreement at the Regional level
duringtheseventy-five(75) day period providedfor
above, the issue(s) may be appealed to final and
binding arbitration by the National Union President
ortheVicePresident, L abor Relationsnolater than
twenty-one (21) daysof theend of the seventy-five
(75) day period.

The parties at the Arealevel will select sufficient
arbitratorsfromtheRegular Contract panel toensure
that i ssuesappeal ed are heard within 60 daysof the
appeal toarbitration.
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6. Wherethereisno agreement and thematter isnot
referredtotheappropriatemanagement official at the
grievance/arbitration processing center or to
arbitration, the provision((s}, if any, of theformer
Local Memorandum of Understanding shall apply
ul essi roos gat vitha i noafli a viththeeooo
National Agreement.

7. Whereadisputeexistsastowhether aniteminthe
former Local Memorandum of Understanding is
inconsistent or in conflict with the2000 National
Agreement, such dispute will be processed in
accordancewith the proceduresoutlinedintwo i)Z)
through four (4) above. Items declared to be
inconsistentorinconflictshall remainineffectuntil
four (4) monthshaveelapsed fromtheconclusion
of thelocal implementation period under the2000
National Agreement.

This Memorandum of Understanding expires with the
expiration of the2000National Agreement.

* % %

MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATESPOSTAL SERVICE

AND THE
AMERICANPOSTAL WORKERSUNION,
AFL-CIO

Re: Retail OperationsWithinlInstallations

Thepartiesagreethat all existing retail operationswill remain
withintheinstallation of whichthey areapart and all future
retail operations established within the jurisdiction of an
installation shall becomeapart of that installation.

This memorandum is entered into without prejudice to the
positionsof either party onany issues.

ThisMemorandum of Under standingexpireswiththe
expiration of the2000National Agr eement.

MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATESPOSTAL SERVICE
AND THE
AMERICANPOSTAL WORKERSUNION,AFL-CIO

CLERK CRAFT

Re: Computerized Forwarding System (CFS)
Rotation

Inaccordancewith Article37, Section 9, thepartiesmutual ly
agreethatitisinthebest interestsof emlg_lo eeswhoworkinthe
Computerized Forwarding System (Cl Sgloperati ontohavea
rotation system that allowsfor time away from continuous
uninterrupted keying duties.
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Inorder to provideanother option for an effectiverotation
systemin CFSunits, itisagreed that local partiesmay adopt the
samework/rest cyclethat iscurrently employed in Remote
Encoding Center (REC) Sites.

Thepartieswhohavenot previousy met and reached agree-
ment at thelocal level asprovided below shall, duringthe
term of the2000 National Agreement, beaffor ded theop-
portunity todo so. Therefore, assoonaspracticable, thepar-
tieswill meet at thelocal level to reach agreement on the gppro-
priatework/break cycleto employ intheir CFSsite. Thelocal
partieswill meet to discustheissue and by mutual agreement
will either implement the CFSwork/break cycleaslisted below
or continuewith their current work/break cycle. Itisnotthe
intent of thisagreement to add to existing breaks or change any
systemthat iscurrently acceptableto theparties. Thecurrent

work/break cycleisasfollows:
INTERIMWORK BREAK CYCLE
4 & 8Hour Tours

Hours1& 5 Key55minutes
Break 5 minutes
Hour2& 6 Key55minutes
Break 5 minutes
Hour3& 7 Break 5 minutes
Key55minutes
Hour4& 8 Break 5 minutes
Key55minutes
HOMEORLUNCH BREAK
6HourTours
Hour 1 Key55minutes
Break 5 minutes
Hour 2 Key55minutes
Break 5 minutes
Hour 3 Break 5 minutes
Key55minutes
Hour 4 Break 5 minutes
Key55minutes
Hour 5 Break 10 minutes
Key50minutes
Hour 6 Key 5minutes
Break 5 minutes
Key50minutes
HOME

Thisunderstanding appliesonly to CFSunitsandexpireswith
theexpir ation of the2000National Agreement.

* % %
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATESPOSTAL SERVICE AND
THEAMERICAN POSTAL WORKERSUNION, AFL -
Clo

Re: Management Meetingson M aintenance Work
Assignments

TheEmployer shall bringagroup of Bargaining Unit
employeesand Non-Bar gaining Unit employeestoits
National Training Center in Norman, Oklahomafor a
period of one(1) week for theinitial meeting. Thisinitial
meetingshall takeplacewithin sixty (60) daysof theeffective
dateof the2000National Agreement.

TheUnionshall beresponsiblefor selectin%atotal oftwelve
(12) Bargaining Unit employees, four (4) Maintenance
Mechanics, four (4) MPE Mechanics, and four (4)
ElectronicTechnicians.

TheEmployer shall beresponsiblefor selectingitstwelve
(12) M aintenanceM anager stoparticipateinthisendeavor .

Thepurposeof thismeetingwill betoidentify, discuss,and
proposesolutionstotherecognized problemswiththe
assignment of work among the above-referenced
Occupational Groups. TheGroup’sfindingsshall be

rovidedtotheir respectiveNational r epr esentatives.

olater than three(3) monthsfollowingthecompletion of
theGroup’sinitial meeting,theEmployer shall convenethe
GrouEagajnatitsNationalTrainingCenter inNorman,
Oklahoma for aone (1) week period to continueits
examination of the work assignments within the
MaintenanceCraft. TheGroup’ sfindingsshall beprovided
totheir respectiveNational r epr esentatives.

TheGroup’swork shall becompleted within nine(g?
monthsof theinitial meeting. Atthat time,theGroupwil
make its final report to their respective National
representatives.

Itistheeqressadi et adeqadt ai oand theperti est et
thsdfatvill dimi reteat stad ngi SsLes, redm\,erﬂ'da[g
gl evaresadgyed stoarhi trationudr Atid €19

preetfuthe dsutesfranri sing.

* % %

MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATESPOSTAL SERVICE

AND THE
AMERICANPOSTAL WORKERSUNION,
AFL-CIO

Re: Mail Equipment Shop Operations

The parties agree that the Union will be informed asfar in
advance as practicable of any decisionto substantially alter
operations at the Mail Equipment Shops (MES) which will
affectjobsat theMES.

Nofinal decisiononwhethertosubstantially alter operationsat
theMESwhichwill affectjobsat theMESwill bemadeuntil the
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Employer hasmet and di scussed thematter withtheUnion.

Theintent of thepartiesisto providethat affected employeesare
given consideration, including training if necessary, for
reassignmenttoanavailableposta ?ositi on,inaccordancewith
Article12, for whichthey meet al qualifications, withinthe
MESor toanother bargainingunit represented by theAmerican
Postal WorkersUnion, AFL-CIO.

Thi s Menorandumadt Unhderstand ng eqai res with the
expiration of the2000National Agr eement.

* % %

MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATESPOSTAL SERVICE
AND THE

AMERICANPOSTAL WORKERSUNION,AFL-CIO
Re: DependentCare

During theterm of the2000 National Agreement, theparties
agreetocontinue theDependent Care Subcommitteetothe
National EAPCommitteeunder Article35.2. ThePresident of
theAPWU andtheVicePresident, Human Resources, may each
name three members to serve on the Dependent” Care
Subcommittee. Throughthesubcommitteethepartiesagreeto
jointly work to devel op and recommend anational programfor
resource and referral services for dependent care to begin
implementationnolater than September 11, 1999. ThePostal
Servicewill retain theresponsibility for implementation and
administration of theprogram. Thepartieswill immediately
beginwork ondetailsof theprogram. Uponimplementation of
the national program of resource and referral services for
dependent care, thesubcommitteewill monitor andevaluatethe
programasnecessary.

Inadditionthesubcommitteemay explore, evaluateand make
recommendationsconcerning Postal Servicecommunications
and advertising of thenational resourceandreferral services.

Thesubcommitteemay study, assessand makerecommendations
regardingthebenefitsof theresourceandreferral servicesand
other dependent care programsto empl oyees and the USPS
regarding issues such as improvements in attendance,

productivity, morale, turnover, etc.

Nolater than April 1,2002, thePostal Servicewill re-bidthe
contract for theprovision of dependent car er esour ceand
referral. TheDependent CareSubcommitteeshall evaluate
thecost and quality of all biddersprior toselectingthe
bidder to whom a new contract for the provision of
dependent careresourceand referral serviceswill be
awarded.

Attheend of the2000 National Agreement, thepartieswill

evaluatethe program to determineif either party wishesto
continue.
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BEFORETHEINTEREST ARBITRATION PANEL
IntheMatter of:
UNITED STATESPOSTAL SERVICE
Employer
-and-
AMERICAN POSTAL WORKERSUNION, AFL-CIO
Union
2000 National Agreement
STEPHEN B. GOLDBERG, Neutral Chair
CARINA.CLAUSS, APWU Member
ROBERT A. DUFEK, USPSMember
Appearances.
United States Postal Service:

Edward F. Ward, Jr.,
Manager, CollectiveBargainingand Arbitration

David A. Stanton
Chief Counsel, Labor Law

KevinB.Rachel

Deputy Managing Counsel

Capital Metroand MidAtlantic Law Office
R. TheodoreClark, Jr.

Seyfarth Shaw

American Postal WorkersUnion, AFL-CI QO

O'Donnell, Schwartz & Anderson, P.C.

Darryl J. Anderson
Arthur M. Luby
AntonG. Hajjar
LeeW. Jackson
MélindaK.Holmes

AWARD
|. ECONOMICISSUES
A. Introduction

Thecoreeconomic demandsof both APWU and USPS
werehotly contested. Both partiespresented witnesses,
introduced written evidence, and made attorney presentations
onawholerangeof issues. Among thesewere:

e Thecomparability of pastand current APWU
bargai ning unit wages and benefitscompared to
thosereceived by employeesdoing comparable
workintheprivatesector of theeconomy. (See
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Postal Reorganization Act of 1970, 39 U.S.C. Sec.
101(c), 1003(a)).

*  TheUSPSassertionthatitissufferingfroma
structual deficit resultingfromtheeffectsof
technol ogy onthemeansby which Americans
communicate.

»  Thecurrentfinancial conditionof thePostal
Service, asimpacted by theaftermath of thetragic
eventsof September 11, 2001, as well as by
biological terrorism.

e Theimpactof automationon APWU-represented
employess.

*  TheAPWU demandfor wageparity betweenclerks
andcity letter carriers.

*  TheAPWU demandfor onelevel upgradesfor
Level 4Mail Processors, Level 5 Senior Mail
Processors, Level 5Motor VehicleOperators, Level
6TractorTraiIerO|perators, Level 7and8
Maintenance Employees, and L evel 9and 10
ElectronicsTechnicians.

*  TheUSPSdemandsthat thenight shift differential
bereduced, the Sunday premiumbelimited, the
employer contributiontotheemployeehealth
benefit plan bereduced and sick leavefor dependent
carebediminated.

*  TheAPWU demandthat non-REC Transitional
Employeesbe phased out by the end of the2000
Agreement.

*  TheAPWU demandthat theM emorandum of
Understandingonlayoff protectionfor employees
withlessthan six yearsof servicebe continued

e Thedurationof the2000 National Agreement.

Thepanel’ shasic approach to resolving theseissues
beginswith tanceof theprinciplethat interest arbitration
isan extension of the collective bargaining process.
Accordingly, the panel’ sgoal wasto reach the sameresult as
thepartieswould havereachedin collectivebargainingif they
werebargaining in good faith, had aclear understanding of
eachother’ sinterestsand constraints, and werecommitted to
reaching an agreement that wasconsi stent withthegoal sof
thePostal Reorganization Act. Withthat goal inmind, we
awardthefollowingontheparties’ economicdemands:*

B. Award

L ength of Agreement

The 2000 National Agreement will havea36-month
term, beginningNovember 21,2000, andexpiringat 12
midnight, November 20, 2003. Unlessotherwise

A written opinion setting out the basisonwhich the panel
reached itsdecision on economicissueswill beissued assoon
asreasonably practicable.
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provided, thisAgreement sha | be effective December
18,2001.

General Wagelncrease

Effective11/18/00- 1.2% of thesalary schedulein
effect on9/9/00

Effective11/17/01- 1.8%of thesalary schedulein
effect on9/9/00

Effective11/16/02- 1.4%of thesalary schedulein
effect on9/9/00

Thel.2%general increasewill bepaid assoonas
administratively practicable. Since1984it hasbeenthe
practiceof thepartiestoprovidefor general increasesbased
onthesalary schedulein effect at theend of theprevious
agreement. Inthiscase, that sl ary scheduleistheonein
effect on September 9, 2000. Current transitional employee
hourly ratesshall beadjusted by theregularly schedul
generd wageincreases as specified above.

COLA

Thecurrent COLA formulaand paymentsschedul efor
career employeesshall continueexcept that thereshall
beno COLA paymentsduringthefirst year of the
contract (i.e., March and September 2001). The COLA
base period month shall berebased to October 2001. In
lieuof any COLA paymentsduringthefirst year of the
2000 National Agreement, career eligibleemployeeswill
receiveaone-timelump sum cash payment of $499 as
soonasadministratively practicable. Thispayment
equalsthe COL A amount that would havebeen paid
during year1of the Agreement. Eligibility rulesshall be
identical totheonesused by thepartieswithrespectto
tlié%%ayment of theone-timecash paymentsin 1995and

March 23, 2002Upgrades

Assoon asadministratively practicable, but nolater than
March 23, 2002, thepay levelsof thefollowing 2
positionswill beupgraded by one-pay level:

Mail Processor, PS-04
Senior Mail Processor, PS-05

Based onthetwo Mittenthal national level arbitration
awardsand certai nother evidencedealingwith
expanding dutiesand responsibilitiesof theMail
Processor and the Senior Mail Processor positions, the
panel hasconcludedthat thi scontentiousmatter, which
isthe subject of hundredsof grievancesinthefield,
shouldbebrought toclosureinorder toimprovethe
|abor relationsclimate between theparties. Inthat
connectionandinfull and completenon-precedential
resolution of all outstanding issuesand disputes, the
APWU isdirected towithdraw all pending grievances
andarhitrations, including claimsfor back pay, relatedto
theMail Processor and the Senior Mail Processor
postions.
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Generaly, theparties' promotionrulesapply with
respect to upgrades; however, thepanel hasdecidedona
non-precedential basi stoutilizeastep-to-stepupgrade
mechanism, including credit for waiting period time

alr served, for thepurposeof implementing these
upgrades.

November 16.2002Upar ades

EffectiveNovember 16, 2002, thepay level sof the
following 6 positionswill be upgraded by one-pay level:

Motor VehicleOperator, PS-05
Tractor Trailer Operator, PS-06
Building Equipment Mechanic, PS-07
Maintenance Mechanic MPE, PS-07
Electronic Technician, PS-09
Electronic Technician, PS-10

Generally, theparties promotionrulesapply withrespect
toupgrades; however, thepanel hasdecided onanon-
precedentia basisto utilizeastep-to-step upgrade
mechanism, including credit for waiting periodtime
already served, for thepurposeof implementing these
upgrades.

Non-REC Transitional Employees

Without limitation astotheir useor operational
judtification, thetotal number of APWU Transitional
Employeesworkinginnon-REC siteswill bein
accordancewiththefollowing schedule:

Calendar Year Number

January 1,2002throughDecember 31,2002 4,000
January 1,2003through December 31,2003 4,000
January 1,2004 throughDecember 31,2004 4,000
January 1,2005through December 31,2005 4,000

Thepartieswill apply theappropriate contract |anguage
governingwork rulesfor non-REC Transitiona
Employees, utilizing AppendicesA and B as
ap| ro_Pri ate. ThePostal Servicewill phaseoutall non-
CTransitional Employeesby nolater than December
31, 2005. REC Transitional Employees, whoare
governed by aseparateM emorandumof Understanding
andrelated agreements, shall continue.

Thisportionof theAwarddealingwithnon-REC
Transitional Employeesshall not beraised duringthe
2003 National Negotiationsor duringany relatedinterest
arbitrationproceedings.

Night Shift Differential

Thecurrent contractual provisionsetforthinArticle8.7 shall
continuefor thetermof the2000National Agreement.

Sunday Premium Pay
Thecurrent contractua provisionsetforthinArticle8.6

shall continuefor theterm of the 2000 National
Agreement.
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EmployeeHealth BenefitsContribution Amount

Thecurrent contractual provisionsetforthinArticle21.1
shall continuefor theterm of the 2000 National
Agreement.

Sick L eaveFor Dependent Care

Thecurrent Memorandum of Understanding shall
continuefor thetermof the2000 National Agreement.

L ayoff Protection

Thecurrent Memorandum of Understanding shall be
revisedtoreflect thedateof November 20, 2000.

Il. WORKRULES

A. Introduction

Interest arbitrators are far less well situated to deal with
requestsforwork rulechangesthanarethecollectivebargaining
representativesof labor and management. Thelatter know the
businessof thecompany, theorganization of thework, andthe
|abor-management relationship in a way that the interest
arbitration panel cannot, regardlessof theadvocates' effortsto
educate the panel in the interest arbitration hearing. The
disadvantageat whichthepane isplacedismagnifiedwhen, as
here, the enterprise is huge (360,000 employees in the
bar?ai nin unit?, isgeographically widespread (40,000 postal
facilities), hasalengthy history (thePostal Servicewasfounded
inthe 18’ th century), and complex |abor relations.

Incircumstancessuch asthese, thepanel must tread warily
inimposing changesrequested by either party. For, what
appearstothepanel to beinnocuouschangeclearly warranted
by thecircumstancesmay, asapebbledroppedinto atranquil
pond, produceripplesthat spread farther thanthe panel can
imagine, and haveeffectsfar different fromthoseimagined
by thepanel. Under thesecircumstances, thepanel should be
certain, beforeimposingany work rulechange, however
justifieditm , that the panel isreasonably certain
Jthatitcanforafoy&‘e'jle{:)gla?fqeramifi c%éln onsof that char¥ge. Indeed,
thepanel mightwell adopt that part of thephysicians' creed
that counsels, “ Aboveall else,donoharm”.

With that cautionary background, which hasguidedthe
panel inrespondingtotheparties’ requestsfor work rule
changes, weturntothepanel’ saward onthoserequests.

B. Award

Holidays-Article1l

APWU demandsthat Article 11 beamended to provide
that employeeswhowork their holiday havetheoption of
receiving straight timepay, andtheadditional 1/2timefor
work on Christmas, plusan additional eight hoursof annual
|eave, instead of thedoubletimetowhichemployeesare
Brmly entitled under Article11. Thelanguage demanded

y APWU isinbold facebelow:
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Article11 Section 3. Payment

A. Anemployeeshal receiveholiday pay at the
employee’ shasehourly straighttimeratefor a
number of hoursequal totheemployee' sregular
daily working schedule, not to exceed eight (8)
hours. Employeeswhowor k their holiday. attheir
option, may elect tohavetheir annual leave
balancecr edited witb eight (8) hour sof annual

leavein lieu of holiday leave pay.
Articlel1Section4.Holiday Work

A. An emﬁl oyeerequiredtowork onaholiday other
than Christmasshal| be paid thebasehourly straight
timeratefor each hour worked uptoeight (8) hours.
Employees who work their holiday, at their
option. may elect tohavetheir annuﬁleave
% amecré tedwthe dt(8) hour sof annual

leaveor receive holiday pay towhichtheemployee
1sentitledasabovedescribed.

B. Anemployeerequiredtowork onChristmasshall be
paid oneand one-half (1-1/2) timesthebasehourly
straight timeratefor each hour worked. Employees
whowork their holiday. at their option, may elect
tohavetheir annual leavebalancecr edited with
eight (8) hour sof annual leaveor receiveholiday
pay towhichtheemployeeisentitled asabove
described.

ThePostal Servicedoesnot opposetheconcept underlying
the APWU demand, but proposesthefollowing dternative
approach:

Thepartiesagreetoexplorean exceptionto
Articlell, SectionsA andB.Under theexception,
anemployeewhowor ksontheemployee's
holiday or designated holiday may electtobe
credited with deferred holiday leaveinstead of
holiday pay towhichtheemployeewould
otherwisebeentitled, for alimited number of
holidays. Thepartiesshall mutually agree, within
180daysafter theeffectivedateof the2000
National Agreement, toacost effectiveand
practicablemethodology and timeframefor
implementation. Deferred holiday leavecr edited
under thisexceptionwill besubjecttoall
applicablerulesfor requestingand scheduling
annual leaveand shall becombinedwithannual
leaveand counted asannual leavefor pur posesof
annual leavecarryover.

Thismemor andum of Under standingwill expire
ontheexpiration dateof the2000National
Agreement.

ThePostal Serviceoffered no persuasivereasonfor its
proposal tomerely exploretheannual leaveoptionotherthan
thatitwantedtoassureanadministratively sound
implementation of that option. Toaccomplishthat goal, the
panel awardsthe Union’ sdemand, but will defer its
implementationuntil February 2,2002. Accordingly, the
words*“ Effective February 2, 2002" shall beinserted asan
introductory clauseinthesecond sentenceof Article 11,
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Section3A; Article11, Section4B; and Article 11, Section4
B, asthose Sectionsare set out above.

Thepanel alsoawardsthat sentenceof the USPS
proposal that provides:

Deferred holiday leavecr edited in accor dance
with Section 4.A or 4.B. above, will besubject to
all applicablerulesfor requestingand scheduling
annual leaveand shall becombinedwithannual
leaveand counted asannual leavefor pur posesof
annual leavecarryover.

Grievance/Arbitration Procedure-Articlel5

APWU proposestwochangesinArticle15. Thefirst
changeprovides, inessence, that grievance settlementsand
arbitration awardswhi ch entitlean employeeto compensation
fromthePostal Servicebepaidinatimely fashion, andthat,
intheevent of adelay inpayment greater thansi xy daﬁs, the
affected employeeistoreceivean advanceof 70% of the
amount due.

Thelanguage proposed by APWU to effectuatethat
changeisinboldfacebelow:

Section4. GrievanceProcedure-General

A. Thepartiesexpect that good faith observance, by
their respectiverepresentatives, of theprinciplesand
proceduresset forthabovewill resultin settlement or
withdrawal of substantially all grievancesinitiated
hereunder at thel owest possiblestep and recognize
their obligationto achievethat end. Everyeffort
shall bemadetoensur etimely complianceand
payment of monetar ygrievancesettlementsand
arbitration awards. TheEmployer agreesthat
uponreceipt of necessary paperwork fromthe
arievantand/or union, concer ningagrievance
settlement or ar bitration awar d. monetary
remuner ation will bemade. TheEmployer will
providetheunion copiesof appr opriatepay
adjustmentforms.includingconfirmationthat
such formswer esubmitted totheappropriate
postal officialsfor complianceandthat action has
beentakentoensurethat affected employee(s)

r eceivespayment and/or other benefits.Inthe
event that anemployeeisnot paidwithinsixty
(60) daysafter submission of all thenecessary
paperwork, such employee, uponrequest, will be
aranted authorization fr om management to
receiveapay advanceequal toseventy (70%) of
thepayment owedtheemployee. Intheeventofa
disputebetweenthepartiesconcer ningthe
correct amount tobepaid. theadvancerequired
by thissection will betheamount that isnot in
dispute.

ThePostal ServiceopposestheAPWU proposal, but offers
noreasonforitsoppositionother thantheadministrative
burdenthat proposal would placeonit. Accordingly, the
[IJ_aneI will awardtheAPWU proposal withonequalification.

hat proposal, aswritten, requiresthat “ necessary paperwork”
becompleted to qualify for anadvance payment. Inorder to
avoid disputesabout what constitutesthe necessary
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paperwork”, thepanel directsthepartiestoinsert appropriate
referencesto ELM Section436.4toclarify themeaning of
“necessary paperwork” .

*hkkkhkhkhkhkkkkhkhkhkhkkkkhkhhhkx

TheUnional soproposesanamendmenttoArticle15that
would entitleit to advancetwo casesper scheduli n% periodin
each District tothehead of thearbitration queue. The
proposed languageisin bold:

Section5. Arbitration

B. DigrictLeve Arbitration-Regular
2. Caseswill be scheduled for arbitration intheorder in
whichgppealed, unlesstheUnionand Employer otherwise
agree. Prior toarbitration datesbeing accepted by the
partiesfor thenextround of scheduling,theUnion

may. at itsoption. advancetwo casestothetop of the
docket.

ThePostal Serviceopposesthisamendment, arguing that
thepartieshaveagreedupona“firstin-first out” aﬁproach to
scheduling arbitration, and that any variancefrom that
approach, other thanthoseal ready agreed uponfor
representativegrievances (Article 15, Section 2), safety and
healthgrievances(Article14, Section2),and“techand
mech” cases(Article4, Section 3), wouldbeunwise. The
Union, however, respondsthat there aremany casesnot
covered by any of theexceptionsthat nonethel esswarrant
prompt hearing. Amongthesearetheterminationof aL ocal
Union Bres’dent, alegedly for Union activities, or disputes
over job selection awards, reassignmentsand excessing, each
of whichmay haveadomino effect onthebidding rightsand
ipb placement of many empl o?;ees._Ac_cord_i ngtotheUnion, a

imited catchall exceptiontothe“firstin-firstout” approach
would enableit to have such casesheard earlier, thus
benefiting boththeempl oyeesand the Postal Service. While
theremay bemerittothe Union’ sargument, thepanel is
unwillingtograntacatchall exceptionthat would enablethe
Uniontoadvancecasestothetop of thedocket without
providing the same power to the Postal Service. Accordingly,
inlieu of the new sentence proposed by APWU, the panel
awardsthefollowingamendmenttoArticle15, Section5B 2:

Prior toarbitration datesbeingscheduled by the
partiesfor thenextround ofschedulingﬁeach party
may, at itsoption, advanceonecasetothetop of the
docket.

Handbooksand M anuals-Article19

APWU demandsanumber of amendmentstoArticle19. It
wouldrequireUSPSto provideit withgreater information
about proposed changes, and it seeksadditional timewithin
whichtodecidewhether to appeal proposed changesto
arbitration. APWU would also precludethe Postal Service
frommaking additional changesinahandbook or manual
concerningwhichtheUnionhasalr ed proposed
changestoarbitration. AccordingtoA ,thefirsttwo
amendmentswould enableit tomakeamoreconsidered
judgment regarding whether to appeal aproposed change.

helatter anendment woul d prevent USPSfrommooting out
challengesto aproposed rule or handbook change by making
yet another change, effectively keepingthe Unionforever
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onestepbehindinitsefforttochallengechanges. The
language changesproposed by theUnionareinbold:

HANDBOOKSANDMANUALS

Those parts of all handbooks, manuals and published
regulationsof thePostal Service, that directly relateto
wages, hours of working conditions, asthey apply to
employees covered by this Agreement, shall contain
nothing that conflictswiththisAgreement, and shall be
continued in effect except that the Empl oyer shall have
theright to make changesthat arenot inconsi stent with
this Agreement and that are fair, reasonable, and
equitable. Thisincludes, butisnot limited to, the Postal
ServiceManual andthe 21, Timekesper’ sInstructions.

Noticeof such proposed changesthat directly relateto
wages, hoursor working conditionswill befumishedto
theUnionatthenational level atleast sixty (60) daysprior
toissuance. TheEmployer shall furnishedtheUnion
with thefollowinginfor mation about each pr oposed
change: anarrativeexplanation of itspur poseand
impact on employees and any documentation
concer ningtheproposed changefr omthemanager (s)
whorequestedthechangeaddr essingitspur poseand
effect. Proposed changestransmitted at thesametime
shall belimited toasinglechapter of ahandbook,
manual or published regulations. Proposedchanges
will be furnished to the Union by hard copy or, if
available, by electronicfile. At therequest of theUnion,
the parties shall meet concerning such changes. The
meetingwill beattended by amanager (s) whoare
knowledgeableabout thepur poseof theproposed
changeanditsimpact on employees.IftheUnion, after
themeeting, believestheproposed changesviolatethe
National Agreement (includingthisArticle), it may then
submit the issue to arbitration in accordance with the
arbitration procedurewithi n{s’ xty (60)]ninety (Q%days
after receipt of thenoticeof proposed change. Within
fifteen (15) days after the issue has been submitted to
arbitration, each party shall provide the other with a
statement inwriting of itsunderstanding of theprecise
issuesinvolved, andthefactsgiving riseto suchissues. If
theUnion hasappealed achangetoarbitration,the
Employer shall not makefurther changesin those
parts of the handbooks, manuals, or published
regulationwhichit hasalr eady proposedtochange
until thedisputeover theinitial proposed changeis
resolved by agreement or an arbitration award.
Copiesof thosepartsof al new handbooks, manual sand
regulationsthat directly rel atetowages, hoursorworking
conditions, asthey apply to employeescovered by this
Agreement, shall be furnished to the Union upon
issuance.

ThePostal ServiceopposestheUnion’ sdemandthat it
providetheUnionwithgreater information about proposed
changes, asserting that such arequirement will accomplish
nothing other thanto generateadditional procedural

grievancesconcerningwhether therequestedinformationhas

been properly or timely provided. It opposesextendingthe
timefor Unionappeal stoarbitrationonthegroundthat 60
daysisampletimewithinwhichtomakethat decision.
Finally, USPS assertsthat changesin government-wide
regul ationsmay compel itto makechangesinmanual and
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handbook provisionsthat arein arbitration, and that it cannot
be precluded from abiding by itsobligationtomakerequired
changes.

Thisisoneof thoseareas, referred tointhel ntroductionto
thissection, inwhichthepanel perceivesareal areacf
controversy between the partiesand strong viewson both
sides. Accordingly, the panel will tread warily for fear of
creating moreproblemsthanit solves. Withthegoal of
encouraging reasoned discussion of proposed changes, rather
thanautomati cappeal toarbitration, thepanel awardsthe
following changesto Article19:

e The Employer shall furnish the Union with the
followinginformation about each proposed change: a
narrative explanation of the purpose and theimpact
on employees, and any documentation concerning
the proposed change from the manager who
requested the change, addressing its purpose and
effect.

*  (IftheUnionregquestsameeting concerning proposed
changes) Themeetingwill beattended by managerﬁ)
who are knowledgeable about the purpose of the
proposed changeand itsimpact onemployees.

e TheUnionwill have90daysafter rece pt of noticeof
a proposed change within which to submit the
proposedchangetoarbitration.

Uniformsand Work Clothes- Article26

APWU assertsthat eachtimethat theuniformandwork
clothesallowancesareraised, theuniformmanufacturersraise
their pricesaccordingly. It seekstobreak thi SEattern by the
joint devel opment of aprogram pursuant towhichuniforms
andwork clotheswoul d be provided to employeeswho are
requiredtowear them. Until such aprogramcan be
implemented, APWU demandsa4.5% increaseinthe
clothingallowanceduring eachyear of thecontract term,
beginningonNovember 21, 2001. APWU alsoseeksagrace
periodfollowingtheadoptionof new uniformitems, during
which employeeswould not bedisciplined for not wearing
thoseitems. Itsprecise proposa sarethese:

ThePartiesaredirectedtoappoint ajointtask force
within60daystodevelop aprogramunder which
uniformsand wor k clotheswill beprovidedtoPostal
Serviceemployeeswhoar erequired towear them.

Duringtheperiodprior toimplementationofthenew
uniformsandwor k clothespr ogram,theuniformand
work clothesallowanceintheNational Agreement
shall beincr eased asfollows:

EffectiveNov.21,2001,4.5%

Following adoption of new uniform items, the
employeeswill not bedisciplined for wearingthe
previousuniformitemsfor aperiod of at least one
year.

ThePostal Serviceopposestheappointment of ajoint task
force, pointingtothefutileeffortsof thepartiesinthepastto
agreeuponaprogram pursuant towhichthePostal Service
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would provideemployeeswith uniforms. Asfor the
remaining APWU demands, thePostal Serviceassertsthat no
increaseiswarranted, but that if the panel decidesotherwise,
a2.5%annual increaseistheright result, sincethat hasbeen
theaverageannual increaseinrecent Agreements. The Postal
Servicea so suggeststhat the question of how soon
employeesmust wear new uniformsisbetter dealt with by the
Article26 Uniform Control Committeethan by theNational
Interest ArbitrationPanel.

Thepanel will not compel the partiesto appoint thejoint
task force sought by APWU. Asthe Postal Servicepointsout,
thepartiesspent considerabletimeandenergy inpast efforts
todevel op aprogram under whichthePostal Servicewould
provideuniformsandwork clothes. Thoseeffortswere
marked by failureand frustration, and it would be unwisefor
thepanel tocompel thepartiestoresumethem.

Thepand awardsa4.5% uniformallowanceincreaseon
November 21, 2001, and 2.5% on November 21, 2002. The
Union'’ srequest that thepanel issuearuleregulating
disciplinefor not wearing new uniformsisdenied.

L ocal Negotiations- Article30and MOU Rel ocal
Implementation

Inadditiontoitsunopposed demand that certaindatesin
both Article30 and theMOU beamendedto conformtothe
equivaent datesinthe2000 Agreement, APWU demandsa
changeinthe procedures applicabletoloca negotiations.
Article30presently provides:

A. Presently effectivelocal memorandaof
understanding not inconsistent or in conflict withthe
1998 National Agreement shall remainin effect
duringthetermof thisAgreement unlesschanged by
mutual agreement pursuant tothelocal
implementation procedure set forth below or asa
result of anarbitration award or settlement arising
fromeither party’ simpasseof anitemfromthe
presently effectivelocal memorandum of
understanding...

C. All proposalsremainingin dispute may be submitted
tofina and binding arbitration, withthewritten
authorization of thenational Union President
ortheVicePresident, Labor Relations. Therequest
for arbitration must besubmittedin accordancewith
theMemorandum of Understanding regarding Local
Implementation. However, wherethereisno
agreement and thematter isnot referredto
arbitration, theprovisionsof theformer local
memorandum of understanding shall api)ly, unless
inconsistent with or in conflict withthe 1998
National Agreement.

Accordingto APWU, Section A hasbeeninterpretedto
providelocal management with the power to declareal ocal
MOU inconsistent withorinconflict withtheNational
Agreement at any time, evenyearsafter theM OU hasbeen
enteredinto. Furthermore, suchadecl arationrendersthe
challenged MOU immediately unenforceable, unlessand until
an arbitrator overturnsmanagement’ schallenge.
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APWU proteststhisprocedureontwo grounds: (1) Itis
harmful tolabor rel ationsto allow management towalk away
froman agreement it hasnegotiated; and (2) Inlight of the
delaysingettingto arbitration, themeredeclaration by
management that alocal MOU isinconsistentwithorin
conflict withtheNational Agreement barsenforcement of that
MOU for years, evenif theUnion' spositionisultimately
upheld. Toremedy thisproblem, APWU demandsthat Article
30, Section C beamended asfollows(new languagein bold):

C. All proposalsremaining in dispute may be submitted
tofina and binding arbitration, withthewritten
authorization of thenational Union President
ortheVicePresident, Labor Relations. Therequest
for arbitration must besubmittedin accordancewith
theMemorandum of Understandingregarding L ocal
Implementation. However, wherethereisno
agreement and thematter isnot referred to
arbitration, theprovisionsof theformer local

adnof uderstand |

conflict shall remainin effect unlesschanged by
mutual agreement, or asaresult of anarbitration

award or settlement by theparties

ThePostal Service, whichwouldretainthestatusquo,
reliesonthesanctity of the National Agreement, asserting that
alocal MOU that conflictswiththeNational Agreementis
appropriately subject to challengeat any time. The Postal
Servicealsoarguesthat if achallengedMOU remainsinforce
until itisoverturned by an arbitrator, theUnionwill havean
incentivetodelay arbitration, thuskeepingineffect alocal
MOU that isin conflict with the National Agreement.

Finally, thePosta Servicepointsoutthatinthe1998
Agreement, theMOU regarding L ocal Implementationwas
amendedtoreducethedelay inobtaining an arbitrator’s
decision. Thepartiesagreedtosel ect sufficientarbitratorsto
hear “inconsistentandinconflict” claimstoensurethat those
claimsareheard within 60 daysof anappeal toarbitration.
They alsoagreed that itemschal lenged by management as
“inconsistentorinconflict” wouldremainineffectfor
approximately four monthsafter theconclusion of thelocal
implementation period, further reducing thetime betweena
management challengeon*inconsistent orinconflict”
groundsand an arbitrator’ sdecision onthemeritsof that
challenge. According to USPS, those changes, which will be
fully implemented by thetimeof thelocal implementation
period under the2000 Agreement, should besufficient to deal
withtheproblemsof whichtheUnioncomplains. (The1998
MOU ReL ocal Implementation expiresby itstermsonthe
expiration of the 1998 Agreement, but USPSdoesnot oppose
itscontinuation.)

Whilethepanel seesmeritintheUnion’ spositionthat
allowingloca management towal k away from an agreement
isdestructiveto sound labor management rel ations, the panel
al sorecognizesthesanctity of theNational Agreement. We
ftirther accept the USPSargument that thechangesinthe
1998 MOU may alleviate someof the Union’ sconcerns, and
that thepartiesshouldwait until thosechangeshavebeen
fully implemented beforemaking additional changes.
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Accordingly, thepanel awardsonly onechangeinArticle
30. Henceforth, local management will beabletochallengea
local MOU on“inconsistent orinconflict” groundsduringthe
local implementation processonly by making areasonable
claimthat that MOU isinconsistent or in conflict with new or
amended provisionsof themost recent National Agreement.
Thus, whenthepartiesareengagedinlocal implementation
following the2000 A?reement, local management may
challengeanexistinglocal MOU on“inconsistentorin
conflict” groundsonly by making areasonableclaimthat that
MOU isinconsistent with or in conflict with thoseprovisions
of the2000 Agreement that did not existinthe 1998
Agreement, or that have been amended subsequent tothe
1998 Agreement. If local management refusesto abideby a
local MOU on*“inconsistent or inconflict” grounds, andan
arbitrator subsequently findsthat ocal management had no
reasonablebasisforitsclaim, thearbitratorisempoweredto
issueanappropriateremedy.

Thepanel dsoawardsrenewal of the 1998 MOU ReLocal
Implementationfor theduration of the2000 Agreement. (The
dateuntil which alocal MOU challenged asinconsistent orin
conflict shall remainin effect shall be adjusted to befour
monthsafter theconclusion of thelocal implementation
period under the2000 Agreement.)

ThePostal Serviceexpressesconcernthat alocal MOU not
inconsistent or in conflict withthe National Agreement at the
timeof thelocal implementation period m: ajbse;]umtly
becomeinconsistent or inconflict withtheNation:
Agreement astheresult of amid-term modificationor
addition to the National Agreement. Intheevent of amid-
term changeintheNational Agreement, |ocal management
may challengealocal MOU subsequent tothelocal
implementation period, but only by making areasonable
clamthattheM OU isinconsistent orinconflictwiththe
changed provisionsof theNational Agreement. The
challenged MOU shall remainineffect for 120 daysfromthe
dateonwhichtheUnionisnotifiedinwriting of
management’ schallengeor thedateof an arbitrator’ saward
dealingwith management’ schallenge, whichever issooner.

SeniorityandBiddingRightson Consolidation of
Installationsor Establishment of aNew | nstallation -
Article30, SectionE

APWU demandsthat Article30, Section Ebeamendedto
apply tochangesininstalationsor facilitiesnot now covered
by that section. APWU woul d al soexpandtheprotection
afforded by Section E by requiring thepartiestonegotiatean
applicationof seniority and biddingrightsthat providesall
employeeswith reasonableopportunitiesfor movement to
other jobsand schedules, givi ng considerationto any
preexisting seniority andbiddingrel ationships. Intheevent of
impasseinthese negotiations, thedisputewoul d be submitted
tolocal interest arbitration. The changesdemanded by APWU
areshowninbold:

Wheninstallationsare consolidated; whenanew
facility isesablished; when anindependent
ingtallationisdiscontinued: or when aclassified
stationor classifiedbranchistransferredtothe
jurisdiction of another ingtallation or madean

independent installation:partiesshal conductathirty
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gg). (égépe'i od of local implementation, pursuant to

| ,andthepartiesshall meet at theArea
level todeter minetheinter -installation application
of seniority and biddinarightswith thegoal of

providingall affected employeesr easonable
oppor tunitiesfor movement toother jobsand

schedulesand aivingconsider ationtoany

reexisingseniorily and biddingrelationships.

hesenegotiationsshall beconalucted duringa
thirty (30) day period contempor aneouswiththe
establishment of thenewinstallation.All proposds
remainingindisputemay besubmittedtofinal and
binding arbitration, withthewritten authorization of the
national UnionPresident or theVicePresident, L abor
Relations. Therequest for arbitration must besubmitted
within10daysof theend of thelocal implementation
period.

USPSopposestheAPWU proposal, whichwasintroduced
ontheafternoon of thenineteenth hearingday inaneffortto
clarify earlier APWU proposals. The Postal Serviceargues
that therevised APWU proposal constitutesal ast minute
attempttoalter |ongstanding seniority rightswithout
negotiation. USPSal so assertsthat the APWU proposal
wouldbecertaintoleadtomany disputesaboutits
interpretation, asit usestermsnewtotheparties, suchas
“inter-installation” and “ bidding relationships’, and new
standardsfor determining theapplication of seniority and
biddingrights. Finally, USPSassertsthat disputeswould arise
concerning therel ationship betweenthe APATU proposal and
Article12 of theAgreement, whichalsodeal swiththe
discontinuanceor consolidationof aninstallation, aswell as
thetransfer of aclassified station or branchtothejurisdiction
of another installation or madeanindependent instal lation.

Without regardto other USPSobjectionstothe APWU
proposal, that proposal wasnotintroduceduntil theafternoon
of thenexttolast day of hearings. Asaresult, it wasnot
subjected to the give-and-take of negotiations, or to searching
inquiry inthearbitration hearing. Under thesecircumstances,
awarding thisproposal would amount to anuntested leapinto
unexploredwaters. For thereasonsset forthinthe
Introduction, thepanel isunwillingtotakesuchleaps, and
will not awardthe APWU proposal .

Subcontracting-Article32

APWU seeksmajor changesinArticle 32. Itwould: (1)
requireadvancenoticeof subcontractingatthelocal level; (2)
rectji renoticewhenever subcontracting will haveany impact
onbargaining unitwork, rather than, asunder thecurrent
Article32, when subcontractingwill haveasignificantimpact
on bargaining unitwork; (3) involvethe Unionin proposed
subcontracting decisionsat anearlier stageinthedecision
making process; (4) precludeafinal decisonon
subcontracting until al cost comparisonsarecarried out; (5)
bar subcontracting unlessthecontractor candothework at
|east 109 lessexpensively than bargaining unit employees,
and (6) preclude USPSfrom allowing private sector bidders
theopportunity tosubmit morethanonebid. Accordingto
APWU, each of these changes(set out below inbold) is
necessary to protect thework of bargaining unit employees
fromunwarranted contracting out
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Section1. General Principles

A. TheEmployer will givedueconsiderationto public
interest, cost, efficiency, availability of equipment, and
qualification of employeeswhen evaluating theneedto
subcontract.

B. TheEmployerwill giveadvancenatificationtothe
U ond boththenational and local level when
subcontractingwhichwill haveanimpact on
bargaining unit work isbeing considered and will meet
withtheUnionwhiledevelopingtheinitial
Compar ativeAnalysisreport. TheEmployer will
consider theUnion’ sviewson costsand other factors,
together with pr oposalstoavoid subcontr actingand
pr oposalstominimizetheimpact of any
subcontracting. A statement of theUnion’ sviews
and proposalswill beincludedintheinitial
Compar ativeAnalysisandinany DecisonAnalysis
Report. Nofinal decisiononwhether or not suchwork
will becontracted out will bemadeuntil thematteris
discussedwiththeUnionand all cost comparisonsar e
completed.

C. TheEmployer willnotcontractwork ifthecost
compar ison doesnot favor contractingby a
minimum cost differ ential of 10% of in-housecosts.

D. Insdectingthemeanstoperformwork bein
considere_cifor subcontracting, theEmployer will
provideany and all privatesector biddersonly one
oppor tunftytosubmit abid for thework inquestion,
andwillnot allowany privatesector contractor to
submit asecondbid after an assessment of in-house
coststoper formthewor k hasbeen made.

USPS opposesall changesproposed by APWU inAtrticle
32. It assertsthat (1) inview of thevolumeof minor local
subcontracting of work such ascuttinglawns, painting, etc.,
requiring noticeat thelocal level would placeasubstantial
burden onloca management withno correspondinggainin
theretention of bargainingunitwork; (2) extendingthereach
of Article32at thenational level toall subcontracting, not
just that contracting with asignificantimpact, would alsoadd
asubstantial burden onmanagement withno corresponding
gaintotheUnion; (3) involvingtheUnioninproposed
subcontracting decisionsearlier inthemanagement decision-
making processwould substantially delay thedecision-
making process, andisunnecessary, sincethe Union’ sviews
arepresently givenfull consideration beforeasubcontracting
decisionismade; (4) limitingmanagement’ sfreedomto
contract out tosituationsinwhichtherewould beat leasta
10% cost savingwoul d bar management from contracting out
forlegitimatereasonsunrel ated to cost-saving, suchasthe
unavailability of equipment or employeesnecessary todothe
work inquestion; and (5) allowing outsidebiddersonly one
opportunity tobidwouldimposeasubstantial burdenon
management’ sability toobtainthelowest possiblebids.

Thisisanother areainwhichthepanel will tread gingerly
forfear of creatingmoreproblemsthanit solves. That being
said, wewill nonethel essaward one change sought by the
Union. Theevidenceshowedthat at present Unioninputinto
management’ scons deration of possible subcontracting does
not occur until after thefollowing stepsinthedecision-
making processhaveoccurred:
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Concept Approval - Strategic | nitiativesManager

Briefing to Management Committeeand Board

Descriptionof Work

DecisonTreeAnalysis

Memorandumouitliningthat dueconsiderationwas

giventofivefactorsinArticle 32 of the Collective

Bargaining Agreement

e Comparative Analysis in accordance with Cost
Guiddines

»  DecisonAnalysisReport (DAR)if necessary

e FinanceReviewsand ValidatesCost Analysis

e Sponsor VP/Labor Relations VP Review and
Preliminary Decision

e StrategiclnitiativesManager Concurrence

»  Briefingto Management Committeeand Board

While USPS assertsthat the Union’ sviewsaregivenfull
consideration at thetimethey areexpressed, that assertion
assignsinsufficient weight tothereal ity that onceanumber of
topmanagement officershaveapprovedaplan, evenif that
approval Islabeled“tentative’, management islikely toreact
defensively toany contrary opinion expressed by theUnion.
Sohere, oncethe Strategic I nitiativesM anager, Finance, the
Sponsor VP, andtheL abor RelationsV Phavegiven
tentative” approval toadecisiontosubcontract out, andhave
briefedtheM anaga(ement Committeeand theBoard onthat
decision, itisunlikely that considerationsraised by APWU
that militateagainst that decisionwill belistenedtowithan
ORlen mind. If thecommand of theexisting Section 32 that
“Nofinal decisiononwhether or not ... work will be
contracted out will bemadeuntil thematter hasbeen
discussedwiththeUnion” istobemeaningfully implemented,
theUnion’ sviewsmust beheard earlierinthedecision-
making processthanthey areat present.

Accordingly, thepanel awardsthelanguageinboldface
belowtotheexistingArticle32, SectionB:

B. TheEmployerwill giveadvancenatificationtotheUnion
at thenational level when subcontracting which will have
a significant impact on bargaining unit work is being
oos dred adwll meet with the Union while
developingtheinitial Compar ativeAnalysisreport.
TheEmployer will consider theUnion' sviewson costs
and other #actors together with proposalstoavoid
subcontr actingand proposalstominimizetheimpact
of any subcontracting. A statement of theUnion's
viewsand proposalswill beincludedintheinitial
ComparativeAnalysisandin any Decision Analysis
Report relating to the subcontracting under
consider ation. N(ofinal decisiononwhether or not such
work will becontracted out will bemadeuntil thematteris
discussed withtheUnion.

Pay: Travel for Training-Article36. Section 2

APWU assertsthat maintenance craft employeesmust
frequently travel to Norman, Oklahoma, for training, and that,
under current USPSpracti ce, someof thoseemployees
recelvefull compensationfor travel time, whileothersreceive
lessthanfull compensation. If anemployeetravelsduringhis/
her regular shift hours, even onanonwork day for that
employee, suchasaSunday, his/her travel hoursarepaidfor
asif they werenormal work hours. If, however, asecond
employeetravel sonthesameday andthesamehoursasthe
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firstemployee, butthosehoursfall outsidethesecond
employee’ sregular shift, thesecond employeereceives
approximately 50% of his/her normal compensation. The
Postal Servicejustifiesthistreatment onthegroundsthat the
Fair Labor StandardsA ct doesnot requirecompensationfor
timespentintravel away fromhomewithanovernight stay
whentheemployeetravel soutsidenormal work hours. The
p?rﬂ esAdi sagreeabout whether thisisacorrectinterpretation
oftheAct.

Thisdifferencein compensation betweentwo employees
traveling onthesameday at the sametimeisattacked by
APWU asinherently unfair, whether or not allowed by FLSA,
andisthe subject of numerouspending grievances, aswell as
APWU sponsoredlitigation. Inorder tocurethisunfairness,
andtoinsurethat all employeesarepaidfor travel time,
APWU demandsthat Article36, Section2beamended by
adding thefollowing:

~ C.All travel for job-related training will be
consider ed compensablework hours.

ThePostd Serviceisopposedtothisproposal onthe
groundsthat it goesbeyond thestrict requirementsof the
FLSA, andwould cost the Postal Serviceapproximately $1.2
millionannually (afigurenot contested by APWU).

Thepanel awardsthe APWU proposal, withtwo

ualifications. Firgt, thi Sproposal will takeeffect only after
the2000 Agreementiseffective, whichisthedateof the
Award, unlessotherwiseindicated. Itisnot effective
retroactiveg/. Second, asacondition of obtaining pay for al
futuretravel for job-relatedtraining, APWU isdirectedto
endall financial and other support for existingandfuture
litigationregarding pay for travel tojob-rel ated training under
the1998 Agreement. APWU isfurther directed towithdraw
all pendinggrievances, including claimsfor back pay, related
totravel tojob-related training under the 1998 Agreement.

Fillingof M aintenanceCr aft Positions- Article38. Section
5B

Under theexisting Article38, Section’5 B, maintenance
craft vacanciesarefilled onthebasisof seniority within
occupational groupandlevel, and maintenancecraft test
scores, with seniority prevailing only asbetween bidderswho
haveidentical test scores. APWU demandsthat maintenance
craft positionsbefilled onthebasisof senior qualifiedin
order of maintenanceinsta lation seniority. Toaccomplish
thisgoal, APWU wouldreplaceArticle38, Section5B 2in
itsentirety, aswell asArticle38, Section5B 8initsentirety
withthefollowingsentence:

M aintenancecr aft positionsshall befilledonthebasis
of senior qualified in order of maintenance
installationseniority.

USPS opposesthischangeon theground that it would
interferewiththeefficientmanagement of thePostal Service
by removing from management theauthority to consider the
relativeability (asshown by test scores) of competing bidders
infillingmaintenancecraft positions.
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Thepanel acceptstheUSPSposition. Tosubstitutea
standard of *senior qualified” for an existing standard of
“best qualifiedwith seniority asatiebreaker” would depart
significantly from current practice. Wewould not award such
achanﬁeabsent ademonstrated showing of necessity, and
no such showing hasbeen made.

Joint Union-M anagement M eetingson M aintenance
WorkAssignments—ArticIe38M8U
APWU assertsthat:

Therearetoo many conflicts between employeesover
work assignments. Becauseemployeesareunsureof the
propriety of assignments, employees are becoming
angry. The result is poor morale and an increasing
grievance workload. Grievances are filed over the
appropriatelevel of employeetoperformwork. Thereare
innumerablegrievancesat theNational level and untold
numbersat thelocal level.

Inordertodeal withthisproblem, APWU makesthe
following proposal, whichitwouldincludeasanM OU:

TheEmployer shall bringagroup of Bar gainingUnit
employeesand Non-Bar gainingUnit employeesat its
National Training Center in Norman, Oklahomafor a
period of one (1) week for theinitial meeting. This
initial meetingshalltakeﬂlaoewithinsixtE(GO)daysof
the effective date of the Collective Bargaining
Agreement.

TheUnion shall beresponsiblefor selectingatotal of
twelve (12) Bargaining Unit employees, four (4)
M aintenanceM echanics, four (4) M PE M echanics,
andfour (4) ElectronicTechnicians.

TheEm{)I ory\/ﬂer_shall beresponsiblefor selectingits
twelve(12) MaintenanceM anager stoparticipatein
thisendeavor.

Thepur poseof thismeeting“ will betoidentify, discuss
and proposesolution(s) totherecognized problems
with the assignment of work among the above
referenced Occupational Groups. The Group’s
findingsshall beprovidedtotheir respectiveNational
Representatives.

Nolater thanthree(3) monthsfollowingthecompletion
of theGroup’sinitial meeting, theEmployer shall
convenetheGroup again at itsNational Training
Center inNorman, Oklahomafor aone(1) week period
sothat it will continueitsexamination of thewor k
assignmentswithin theMaintenanceCraft. The
Group’sfindingsshall beprovided totheir respective
National Representatives.

TheGroup’swor k shall becompleted within nine(9)
monthsof itsinitial meeting. Atthat timeit will makeits
final reporttotheir respectiveNational Repr esentatives.

ThePostal Servicedoesnot opposetheconcept underlying
theUnion’ sproposal. It would, however, substitutealess
structured proposal that would takeplaceover lesstime, and
wouldmoreclearly specify thegoal of theproposedgroup.
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Thus, the USPS counterproposal provides:

Thepartiesagreethat thereareissueswithregardto
theassignment of work amongtheoccupational
groupsof M aintenanceM echanic,M PE

M echanicsand Electronic Technicians. Accordingly,
thepartiesagreetoconveneameetingwithin ninety
(90) daysof theeffectivedateof the2000 National
Agreement.

Thepur poseof themeetingwill betoidentify, discuss
and proposesolutionstothewor k assignmentissues
ponfrontin%thepartiesincludingthoserqlatedtothe
issuance of various Management Maintenance
Orders(MM Os). Themeetingshall takeplaceat the
National TrainingCenter in Norman, Oklahoma, and
shallincludesuch manager and union-designated
personnel as are necessary to accomplish the
_uapossofthemeeti_r:jg.Theﬁrpup’sdisc_ussionjsand
indingsshall beprovidedtotheir respectiveNational
Representatives, whomay choosetor econvenethe
groupfor further discussionsand work.

Itistheexpressedintent and expectation of theparties
that thiseffort will eliminateoutstandingissues,
resolvependinggrievancesand appealstoar bitration
under Article19, and prevent further disputesfrom
arising.

Intheabsenceof any criticismby the Postal Serviceof the
morepreciseandstructured Union proposal, that proposal
will beawarded, sincethegreater precisionmay avoid
disputesconcerning such mattersasthenumber of Union
ﬁersonnel who may participateinthegroup’ swork. Wewill,

owever, direct that thel ast paragraph of the USPS proposal
be added to the APWU proposal.

M emorandumof Under standingRegardingTransfers

According to APWU, employeerequestsfor transfersare
not given adequate consideration, and theratio of new hiresto
transfereesisgreater than it should be. APWU would deal
with thisperceived unfai rnessby amending theMOU
regardingtransfers. (SincetheMOU isquitelengthy, and all
but one of the Union’ sproposed changesarein SectionsA
through D, only those sectionsareset out here, withthe
proposed APWU changesinbold).

A. Ingtallationheadsmay continuetofill authorized
vacanciesfirst through promotion, internal
reassignment and changeto lower level, transfer
fromother agencies, reinstatements, etc., consistent
withexisting regul ationsand applicableprovisions
of theNational Agreement.

B. Instdlationheadswill grant reassignmentrequests
fromemployeesin other geographical areaswithin
thePostal Service prior tohirinafromthestreet.
Therequestswill begr anted intheorder received
consistent withthevacanciesbeingfilled and typeof
positionsrequested.
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C. Districtswill maintainarecord of therequestsfor
reassignment receivedintheofficeswithintheir area
a rexus blity All requestsfor reassigninents
shall beprovidedtotheDistrictsbytheAPWU.
Thisrecord may bereviewed by theUniononan
annual basisuponrequest. Additionally, ona
semiannual basislocal Unionsmay request
information necessary todetermineif provisionsof
thismemo arebeingmet.

D. All employeeswhoareconsideredfor
reassignment must meet theminimum
qualificationsfor all positionstowhichthey
reguest reassgnment.

USPSopposestheamendmentssought by theUnion. It
pointsout that Section D of theexistingM OU authorizes
management to consider thework, attendance, and safety
records of employeesbeing considered for reassignment, and
protestsdepriving management of theopportunity totake
thesefactorsinto account before approving areassignment
request.

Thepand findsthe USPSargumentspersuasive, and will
not award the changes sought by APWU.

Memorandum of Under standineRegardingPTFs
Reassignment Opportunities

TheMOU providesinrelevant part asfollows:

All ﬂart-ti meflexible(PTF) clerk craft employees
ontherollsonthedateof thisagreement who have
completedtheir probationary periodininstallations
withlessthan 100 career clerk craft employeeswill
begivenan opportunity to bereassignedto offices
with 100 or morecareer clerk craft employees.

APWU proposesthat thisMOU be updated so that all
PTFsontherollson November 21, 2000, would bealowed a
reassignment opportunity. USPSdoesnot opposethe APWU
proposal, but would havethe MOU expireonthetermination
dateof the2000 Agreement.

Thepand awardsthe Union proposa withtheexpiration
date sought by the Postal Service.

Memorandum of Under standingRegarding
Computerized Transfer Request System

APWU assertsthat bothit and the Postal Servicewould
benefitif they wereto devel op acomputerized transfer
request systemto processand track reassignmentsand
transfers. Accordingly, APWU proposesthefollowingMOU:

TheUnited StatesPostal ServiceandtheAmerican
Postal Workers Union will develop a shared
computerizedtransfer request systemtoprocessand
track reassignmentsand transfersunder the PTF
Reassignment Memorandum and other transfer
provisons.

USPSexpressesnointerestin participatinginashared
computerizedtransfer request system. It complainsof therisk
that employeeswill not want their transfer requestsshared
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with APWU, andwill claimthat their privacy rightswere
violated by such sharing. USPSalso assertsthat suchasystem
wouldbeof littleval ue, asemployeescanlearn about transfer
opportunitiesat aninstallationtowhichthey wishtotransfer
by contacting theinstallation manager.

Whatever thebenefitsof the APWU proposal, itisclear to
thepanel that ashared computerizedtransfer system, likeany
joint union-management project, will succeed only if both
partiesarecommittedtoacooperativeefforttomakeit
succeed. Intheabsenceof suchacommitment by thePostal
Service, theproposed shared computerizedtransfer systemis
unlikely to succeed, and the panel will not order that it be
undertaken.

Memorandum of Understanding Regarding Annual
L eaveExchangeOption

APWU demandsthat thisM OU, which expired onthe
expirationdateof the1998 A greement, bemadepermanent.
U doesnot opposeitscontinuationfor thelifeof the2000
Agreement.

Thepanel awardstherenewal of theM OU for thelength of
the2000 Agreement.

Memorandum of Under standing Regardingl eave
Sharing

APWU demandsthat thisM OU, which expired onthe
expirationdateof the1998 A greement, bemadepermanent.
USPSdoesnot opposeitscontinuationfor thelifeof the2000
Agreement.

Thepanel awardstherenewal of theMOU for thelength of
the2000 Agreement.

M emor andum of Under standing Regar ding Pur geof
Warning L etters

ThisMOU, whichwascontainedinthe 1998 Agreement,
providesthat:

The partiesagreethat therewill beaone-time purge of
Official Disciplinary Letters of Warning from the
personnel foldersof all employeesrepresented by the
American Postal Workers Union. To qualify to be
purged, a L etter of Warning must meet thefollowing
conditions:

a Anissuedateprior totheeffectivedate of the 1998
National Agreement between the parties.

b. TheLetter of Warninghasbeenineffect for 6 months
and hasnot been cited asan el ement of prior
disciplineinany subsequent disciplinary action.

¢ ThelLetter of Warningwasnot issued inlieu of a
suspension or aremoval action.

d. All grievances associated with discipline that is
purged as a result of this Memorandum shall be
withdrawn.

APWU demandsthat thisM OU be updated and continued
through theterm of the 2000 Agreement. USPS opposesthat
demand. It pointsout that Article 16, Section 10 of the
Agreement providesfor theremoval of awarningletter from
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anemployee’ sofficial personnel folder after twoyearsif there
hasbeennodisciplinary actioningtituted against the
employeeinthat two-year period. It arguesthat thereisno
justificationfor removing somewarning lettersafter six
monthsmerely becauseanew Agreement hasbeen entered
into, other than asaninducement toempl oyeesto support that
Agreementinaratificationvote. Sincethereistobeno
retificationvoteon theinstant Agreement, USPS opposes
continuationoftheMOU.

ThePostal Serviceargumentsagainst thecontinuation of
theMOU arepersuasive, and thepanel will not award such
continuation.

Memor andum of Under standing Regar ding Retail
OperationsWithinIngtallations

APWU demandsthat thefollowingM OU, whichexpired
attheexpiration of the1998 Agreement, becontinuedand
madepermanent:

Thepartiesagreethat all existingretail operations
will remainwithintheinstallation of whichthey are
apartandal futureretail operationsestablished
withinthejurisdiction of aninstallation shall
becomeapart of thatinstallation.

Thismemorandumisenteredintowithout prejudice
tothepositionsof either party onany issues.

ThePostal Serviceassertsthat it hasabandoned any plans
toestablish separateretail install ations, hencethat thisM OU
isnolonger necessary. ASAPWU notes, however, if the
Posta Servicedoesnot planto establish any separateretail
installations, thisM OU will haveno negativeeffect onthe
Postal Service, andwill give APWU theassurancethat the
Postal Servicecannot dowhat it now saysit hasnointention
of doing. Fromthe APWU perspective, thisisa“belt and
suspenders’ MOU.

Perceiving no harmto USPSinitsdoing so, thepanel
awardsthe MOU sought by theUnion. TheMOU will expire
at theconclusion of the2000 Agreement.

Memorandum of Under sandingRegarding
Computerized ForwardingSystem (CES) Rotation

APWU demandsthat thisMOU, which expired at the
termination of the 1998 A greement, be continued and made
ﬁermanent. USPSassertsthat nearly al local level parties

aveal ready met andreached theagreement calledfor by the
MOU. Accordingly, while USPS doesnot oppose
continuationof theM OU, itwouldinsertthefollowing
paragraph at the beginning of the MOU:

Thepartieswhohavenot previously met andr eached
agreement at thelocal level asprovided below shall,
duringtheter m of the2000National Agreement, be
afforded theopﬁortunitytodoso. Itisexpressly
under stoodthat thisM emor andumof Under standing
shall sunset at theexpiration of the2000 National
Agreement.

Thepanel awardsthe continuation of theMOU for the
duration of the2000 Agreement, withtheaddition of thefirst
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sentenceproposed by USPS. Weseenoreason, however, to
emphasi zethetermination of thisM OU morethanany other,
andwill not award the second sentence proposed by USPS.
Instead, the MOU will befollowed, asistypically the case, by
asentencestatingthat it expireswiththeexpiration of the
2000 National Agreement. (TheUnionopposessuchan
expiration date, asserting that theMOU shouldremainin
placeaslongasthereareany local partiesthat havenot
agreed on an appropriatework/break cycle. Even accepting
thisargument, however, thereappear tobefewer thanten
local partiesthat havenot yet agreed on an appropriatework/
break cycle, anditisentirely likely that they will havedone
so by thetermination date of the 2000 Agreement.)

M emor andum of Under standineRegar ding Dependent
Care

The1998 Agreement contained an M OU pursuantto
whichthe partiesagreed to add aDependent Care
SubcommitteetotheNational EAPCommittee, andtocharge
that Subcommitteewiththeresponsibility of developinga
national programfor dependent care. Uponimplementation of
thisprogram, the Subcommitteewastomonitor andeval uate
theprogram. TheM OU further provided that at the end of the
1998contractterm, thepartiesweretodetermineif they
wishedto continuetheprogram.

The Subcommittee, pursuant totheMOU, selected a

ﬁrovider for resourceandreferral services, and that provider

asbeen functioningsinceNovember 1999, whena9-site
programwasintroduced. The programwasrolled out
nationally in September -October 2000. APWU wantsto
aatinethe onapermanent basis. USPSwantsto
terminatethe Subcommittee’ scontract withthecurrent
provider, andtransfer responsibility for theprovisionof
resourceand referral servicestotheprovider underthe EAP

program.

Accordingto USPS, thedependent careresourceand
referral servicehasbeen solittleused that each call, under
thefixedfeearrangement withthecurrent provider, hascost
inexcessof $200, atotal inexcessof $1 million. It contends
that the same servicescould be provided by the EAP provider
at afraction of that cost.

APWU respondsthat thelow utilizationratehasbeena
functionof insufficient publicity, andthat thesol utionisto
increaseempl oyeeawarenessof thedependent careprogram,
rather thantoturntheprogramover totheEAP provider.
APWU further pointsout that the EA Pprovider wasamong
thoseconsidered by the Dependent Care Subcommitteeto
provideitsreferral service, but wasrejected asinferiortothe
current Dependent Care Subcommitteeprovider. Hence,
APWU opposestransferring theresponsibility for dependent
carereferral servicestotheEAPprovider.

Thepanel awardsthat theM OU on Dependent Carebe
extendedthroughthetermof the2000 Agreement. This
should providesufficient timefor the Subcommitteeto seeif,
throughincreased publicity, it cangenerategreater employee
awarenessand utilization of itsreferral service. Thepanel
alsoordersthat thePostal Service, nolater than April 1,2002,
tore-bidthecontract for the provision of dependent care
resourceandreferra. The Dependent Care Subcommittee
shall evaluatethe proposed cost and quality of al bidders

199



prior tosel ectingthebidder towhomanew contractforthe
BLOVi s %régf dependent careresourceand referral serviceswill
awarded.

Memorandum of Under standingRegarding
Subcontracting

APWU proposesaM OU that would banall additional
subcontracting during theterm of the2000 Agreement. USPS
opposesthisdemand, characterizingit asasubstantial and
ung')ustifi edrestrictiononitsmanagerial prerogativeto
subcontract when calledfor by legitimatebusinessneeds. The
pand will not award thisMOU.

Memorandum of Under standing Regarding M ail
Equipment ShopsOper ations

APWU proposesthepermanent renewal of thisMOU,
which expired at theend of the 1998 Agreement. USPSdoes
not opposeitsrenewal, but wouldlimitittothetermof the
2000Agreement.

Thepanel awardstherenewal of thisMOU throughthe
termof the2000Agreement.

Memorandumof Under standingRegar dingNL RB
DisputeResolution Process

APWU demandsthedeletion of thisMOU, which deals
with APWU requestsfor information under Articles17.3and
31.30of theAgreement. Accordingto APWU, theprocedure
setoutinthisMOU hasfailedtoprovideitwiththe
informationtowhichitisentitled.) WhileUSPSassertsthat
theprocedure could bemadeto function effectively, it did not
opposetheUniondemandfor deletion. Accordingly, the
panel ordersthat thisM OU bediscontinued.

Memorandum of Under standingRegardingArticle7,12
and13—CrossCraftandOffice%’ze

USPSsupports, and APWU opposes, thecontinuation of
thisMOU, whichappliestothe1998 Agreement.

USPSassertsthat thisMOU providesit withtheability to
comply withitsobligationstothe APWU under Articles?,
12, and 13. Intheabsence of any persuasiveargument by
Aﬁ PVI\\IAL(J)thJ)theoontrary, thepanel awardsthecontinuation of
this .

All referencesinthisM OU tothe 1998 Agreement shall be
amended torefer tothe 2000 Agreement.

I11. PROVISIONS OF THE 1998 AGREEMENT

AND MEMORANDA OF UNDERSTANDING NOT
DEALTHWITHINTHISAWARD
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All provisionsof the1998 Agreement, and all memoranda
of Understanding under the 1998 Agreement which havenot
beendeatwithinthisAward shall remaininfull forceand
effect.

Stephen R. Goldberg

Neutral Arbitrator
CainA. Clauss Robert A. Dufek
APWU Arbitrator USPSArbitrator

Entered: December 18, 2001
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BEFORETHEINTEREST ARBITRATION PANEL
Inthe Matter of:
UNITED STATESPOSTAL SERVICE
Employer
-and-
AMERICAN POSTAL WORKERSUNION, AFL-CIO
Union
2000 National Agreement

STEPHEN B. GOLDBERG, Neutra Chair
CARINA.CLAUSS, APWU Member
ROBERT A. DUFEK, USPSMember

SUPPLEMENTAL OPINIONDEAL INGWITH
ECONOMICISSUES

OnDecember 18, 2001, thePanel issueditsAwardinthis
matter. Intheinterest of issuing that Award aspromptly as
possible, thePanel did not, at that time, prepareanopinion
explaining itsreasoning on economicissues. This
Supplemental Opinionisintended to repair that omission.
Whileall membersof thePanel joinedinthe Award, this
Opinionisthat of theNeutral Chair.'

|. Compar ability

A. ContentionsoftheParties

The Postal Reorganization Act of 1970, which establishes
collectivebargai ning asthemeansby whichwagesand
benefitsareto beestablished for postal workers, aso provides
guidelinesfor determining thosewagesand benefits. It states:

I1tshall bethepolicy of thePostal Serviceto
maintain compensation and benefitsfor all
officersand employeeson astandard of
comparability tothecompensationand benefits
paidfor comparablelevelsof work inthe private
sector of theeconomy. 39U.S.C. 1003(a).

Asanemployer, thePostal Serviceshall achieve
and maintain compensationfor itsofficersand
employeescomparabletotheratesandtypesof
compensation paid in the private sector of the
economy of theUnited States. 39 U.S. C. 101 (c).

1The Neutral Chair would be remissif he did not expressin this Opinion his
gratitudeto panel members Carin Claussand Robert Dufek for themannerin
whichthey carried out their functions. Each of them assisted the Neutral Chair to
fully understand the concernsof the party that appointed him/her, and each
vigorously advocated thoseconcerns. Atthesametime, each of them, when
asked by the Neutral Chair to do so, helped the Neutral Chair on many issuesto
find solutions that, while not providing either party with everything it sought,
nonethel ess satisfied the core concerns of each. To the extent that the Panel’s
Award does so (aswel| as satisfying the commands of the Postal Reorganization
Act), much of the credit must go to Ms. Claussand Mr. Dufek.
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A central argument of the Postal Serviceinthese
proceedingswasthat postal employeesingeneral, and
APWU-representedempl oyeesinparticular,receive
compensationand benefitsgreater thanthosepaidinthe
Brivate sector for comparablework, adifference characterized

y thePostal Serviceasa“wagepremium”.

Insupport of theexistence of aPostal Servicewage
premium, the Postal Servicerelied upon aseriesof regression
analysesperformedby Dr. Michael Wachter and his
colleagues. Using datafrom the Current POﬁul ation Survey,
theDictionary of Occupational Titles, and the Occupational
InformationNetwork, Dr. Wachter concludedthat postal
clerksarepaid between 21.2% and 35.7% morethan
employeeswho havesimilar “human capital” characteristics
(age, education, occupational category, region of residence,
City size, andjob tenure), and who are doing comparable
work intheprivatesector. Dr. Wachter al soconcludedthat
acrossall mail processing and clerk crafts, thewagepremium
was 33.9%.

Inadditiontoregression analyses, thePostal Servicerelied
upon aH' obanalysisstudy performed by Hay Management
Consultants. Hay studied 31 high-incumbency APWU jobsin
all crafts, compared theratesof pay for thosejobswith pay
ratesfor comparabl e private sector jobs, and concluded that
the average wage premium acrossthe APWU bargaining unit
1526.5%. Only the higher-level technical positionswere
foundtobeat or near comparability.

ThePostal Servicealso presented evidence (theNew Hire
Survey) showing that newly-hired postal clerksreceiveda
startingwagethat averaged 31.8% morethanthewagethey
receivedintheir lastjob, anincrease substantially abovethe
4%wageincreasereceived by theaverageprivatesector job-
changer. (Theaveragewageincreasefor all Postal Service
new hireswas28.4%, al so substantially higher thanthe
privatesector 4%.)

Additionally, the Postal Serviceintroduced evidencethat
the APWU full-timeemployeequit rateaveraged s ightl}y less
than 1% per year from 1991-2000. WhiletheBureau o
L abor Statisticsdoesnot maintain current quit ratedata, in
1981, thelast year such datawerecollected, thequit ratefor
employeesin manufacturingwasover 15%, whilethequit
ratefor full-timePostal Serviceemployeeswas1.5%. The
Postal Servicealsointroduced evidenceshowingthat thereare
largeapplicant queuesfor Postal Servicepositions, evenwhen
unemploymentislow. In July 2001, thenumber of applicants
for clerk positionswasin excess of 400,000.

Finally, thePostal Serviceintroducedtestimony
concerningtherapidgrowthinworksharing, particularly
destination entry mail, which bypassestheentire USPS sort
and distribution function. The USPS contended that private
sector mail Igﬁisticsand sortation companieshad lower labor
costswhichallowedthemto performthesort and distribution
functionmorecheaply and efficiently thanthe USPS.

APWU attacked theresultsof theWachter regression
analysesprimarily onthegroundthat they failedto control for
relevant variables- race, gender, union status, and firmsize-
andthat if these controlsare added, the so-called “wage
premium” disappears. APWU argued that theseeming
differencesbetweenthewagesof postal workersand persons
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doingsimilarworkintheprivatesector aredueinparttothe
factthat privatesector empl oyerscontinueto practicewage
discriminationagainst minority and femal eempl oyees, while
thePostal Servicedoesnot. AccordingtoAPWU, if Postal
Servicewagesare ed to private sector wages, without
takingaccount of thediscriminationintheprivatesector, the
Postal Servicewill beprofiting by privatesector
discrimination. Similarly, APWU argued that acomparison
which doesnot take account of thefact that most private
sector workersarenot represented by unions, whilePostal
Serviceworkersareunion-represented, and union
representationisaccompanied by both higher wagesand
greater productivity, givesthe Postal Servicetheadvantages
that flow from theunion representation of itsemployees
without requiring it to pay for those advantagesin theform of
higher wages.

APWU alsoattackedtheHay job analysisonthegrounds
that (1) theHay group did not consider whether theprivate
sector jobsit studied wereunionized,and (2) APWU wasnot
allowed to examinetheHay analysisof private sector jobs
(asserted by Hay to be proprietary information). Asfor Postal
Serg cedataon quit ratesand thenew hirepremium, APWU
Stated:

. USPS quit rates are low because the size and
geographic scope of USPS permitsemployees
totransfer rather than quit. Furthermore, the
quit rate datarelied on by USPS are suspect
because they omit transitional employees,
whileprivate sector dataon quit ratesdo not
excludenon-career workers, provided they are
working full time.

. The new hire premium data are similarly
suspect because they omit transitional
employees, whoseinitial pay islessthan that
received by other newly hired employees, and
becausethey deal only with clerks, omitting
mai ntenance and motor vehicle personnel.
Furthermore, every postal clerkishiredasa
part time flexible, and a substantial wage
premium is necessary to induce a full time
worker to take a part time position with no
fixed schedule.

Finally, APWU argued that thegrowth of worksharing and
destination entry mail wasafunction of overly generous
discountsto mailersawarded by the Postal Rate Commission,
whichprovidedtoogreat anincentivetotheuseof private
sortandlogisticscompanies.

Accordingto APWU, thebest meansof determiningthe
wagespaidintheprivatesector for work comparableto that
performed by APWU-represented empl oyeesisby examining
thewagespaidin ninemajor industries, asthe Postal Service
didfrom 1977t01985. APWU focused particularly onthe
wagespaid by United Parcel Serviceand Federal Express,
two Postal Servicecompetitorsof comparablescopeandsize.
Wagedatasubmitted by APWU for UPSshow that thetop
ratespaid automotivemechanics, tractor trailer drivers, motor
vehicleoperators, window clerks, and distribution clerksare
higher at UPSthan at the Postal Service, andthat thetoprate
isreached sooner, anaverageof 2yearsat UPSand 9.7 years
at the Postal Service. FedEx topratesarehigher for

204



automotivemechanicsandtractor trailer drivers, andlower
for motor vehi cleolperators, window clerks, and distribution
clerks. FedEx employees, too, reach thetop rate sooner than
Postal Serviceemployees, anaverageof 5.5yearsat FedEX,
comparedto9.7yearsat thePostal Service.

APWU alsofocused onthewagespaidtoletter carriers. It
pointed out that | etter carriersarein psy level 6,andclerksare
inpay level 5, yet, accordingto APWU, clerksperformwork
of comparabledifficulty, and should recelvethe samewages.
Insupport of itsposition, APWU quoted extensively fromthe
testimony of Postal Servicewitnessesinthe1999NALC
interest arbitrationbeforearbitrator GeorgeFleischli. Inthose
proceedings, asAPWU pointsout, several Postal Service
witnessestestifiedthat theskill, effort, and responsibility
required of clerkswasequivalent to, or greater than, theskill,
effort, andresponsibility of letter carriers, hencethat carriers
should receiveno higher pay than clerks. ThePostal Service
alsoarguedthat clerksand carriershad been at the same pay
level for many years, andthat it wouldbedestructiveof the
rel ationship between clerksand carriers, aswell asdisruptiveto
collectivebargainingat thePostal Service, if thislong-standing
parity wasdisturbed.

APWU recognizedthat Arbitrator Fleischli rejected the
Postal Servicearguments, awardi nﬂthecarri ersan up%redeto
pay level 6, and breaking parity withtheclerks. Nonethel ess,
APWU took thepositionthat, havingarguedbeforearbitrator
Fleischli that clerksand carrierswork iscomparabl e, and that
disturbing parity would beharmful, thePostal Servicecan
hardly adopt adifferent positioninthisproceeding. Thus, at
very least, APWU isentitledtowageincreaseslargeenough
tocatchuptotheNAL Cbargainingunit,andsore-establish
parity between clerksand carriers.

APWU alsoargued that to theextent the Flei schli award
rested upon theimpact of automation ontheletter carriersasa
justificationfor anupgrade, automation hashad agreater
impact onclerksthanoncarriers. Additionally, APWU clerk
productivity gainshavebeengreat. Accordingly, anupgrade
for clerks, equalingthat awarded carriers, isamply warranted.

ThePostal Servicerespondedtoeach of theAPWU
arguments. First, it argued that the private sector comparison
shouldbeto comparablelevelsof workintheentireprivate
sector, not limited by industry, firm size, or union status.
AccordingtothePostal Service, fewer than 10% of private
sector employeesarerepresented by unions, anditwould
pervert theintention of the Postal Reorganization Act for the
Postal ServiceorthisInterest ArbitrationPanel toexclude
90% of private sector employeeswhen making thewage
comparisonscalledfor by the Postal Reorganization Act.

ThePostal Serviceresponseto the FedEx/UPSwage
comparisonwasthat UPSand FedEx pay somefull-time
employeesat higher ratesthantheir Postal Service
counterparts, but each of thoseemployershasmorethan 50%
part-timeemployees. Thoseparttimeemployeesarepaidfar
lessthanfull-timeemployees, andfar | essthancomparable
Postal Serviceemployees. Accordingly, theaveragewage
acrossthe UPSand FedEx employeegroupsissubstantially
bel ow theaveragewage acrossthe APWU bargaining unit for
employeesdoing comparablework.
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ThePostal Serviceresponsetothe APWU parity argument
wasthat the Postal Reform Act doesnot requireparity among
theemployeesrepresented by thedifferent unionswithwhich
thePostal Servicebargains. Indeed, theemergenceof wage
differentialsbetween theseemployeesisdueto theunions
themselves, and resultsfrom thedifferent bargaining positions
and prioritieseach union hasadvancedinnegotiationswith
thePostal Service.

Finally, the Postal Servicearguedthat neither automation
nor APWU productivity ggi nssupport parity for APWU
clerks. According tothe Postal Serviceevidence, themajor
impact of automation ontheclerksoccurredlong ago, and
rather than making their work moredifficult, madeit ssmpler.
ThePostal Servicea sointroduced evidence showing that
thereisnorel ationshi p between productivity growthina
particular firm (whether 1abor productivity or total factor
productivity) and wagegrowth. It alsointroduced evidenceto
theeffect that productivity gainsinmail processingarea
result of thebillionsof dollarsspent by thePostal Serviceon
automated equipment, andthatinnon-automated areas,
APWU productivity hasdecreased.

B. Analyss

Initialy, | rgject the APWU argument that the Panel should
consider thewagespaidtocarriersindeterminingthe
appropriatewagesfor clerks. Whileinternal comparability
may berel evant tominimizeworkpl acetensions, thePostal
Reorganization Actrequiresthat thePanel focusonexternal
comparability - wagesand benefitspaidintheprivate sector -
not oninternal comparability or internal equity. | alsoreject
therelated argument that parity betweenclerksand carriers
must bereestablished asamatter of past practiceor of
avoiding collective bargaining disruptions. Inasmuch aseach
of thefour postal unionsnegotiatesseparately with the Postal
Service, contractual differencesareinevitableunlessthe
unionsand thePostal Serviceagreethat parity shouldbe
maintained. No such agreement exists, and the panel will not
imposeparity for itsown sake. Thewagesof clerkswill be
determined onthebasi sof privatesector comparability, not
onthebasisof parity withletter carriers.

Theevidencerelatingto privatesector comparability is
bothvoluminousand contradictory. Astheparties
contentions(Part A) makeclear, for eachargument rai sed by
oneparty, thereisacounter-argument fromtheother party;
for each dataanalysis, thereisacounter-analysis. Theparties
arerepresented by highly competent counsel, and have
engagedininterest arbitrationmany timesbeforethepresent
proceeding. Each interest arbitration bearsamarked similarity
tothepreviousarbitrations, asthepartiestypically present
many of the samewitnesses, and makemany of thesame
arguments. (The Postal Service, becauseit dealswith other
unionsinadditionto APWU, hasengagedinmoreinterest
arbitrationsthanhasAPWU, but A isintimately familiar
withevery detail of theinterest arbitrationsbetween the Postal
Serviceanditsother unions.) Having heard each other’s
witnessesand argumentsmany times, the partieshaverefined
boththeir argumentsand counter-argumentstothepoint that
thisPanel would need to devoteweeksof study and analysis
topiercetothecoreof al theparties' argumentsand data
analyses.
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Whenall issaid and done, however, what standsout
clearly, divorced fromal the competing multivariate
regression analysesand job content analyses, isthat Postal
Servicejobsarehighly sought after, and onceobtained, are
held onto. Applicant queuesarelong, andthequitrateisall
but non-existent. 2Nor isthissurprising or counter-intuitive.
Employeesrepresented by APWU havetotal job security, an
extraordinary benefit package?, and wagesthat havefully kept
upwithinflation.*

Thesedata, whichshow how much Postal Servicejobsare
va ued, both by thosewho want them and by thosewho have
them, provide powerful support for thePostal Service
argument that the Postal Serviceprovidesawageand benefit
packageto APWU represented employeesthat isbetter than
that availablefor comparablework inthe private sector.
Further support of avery straightforwardnaturefor this
conclusionisprovided by theNew Hire Survey, which
showed that newly-hired Postal Serviceemployeesreceivean
average2.8%pay increasefromtheir prior jobs, and postal
clerksreceivean average 31.8%increase, both of whichare
substantially greater thantheaverage4%increasereceived by
private sector job changers.® For all thesereasons, | conclude
that APWU-represented employeesdoingeneral receivea
wagepremium, though | hesitateto quantify that premium
with anything liketheexact figuressuggested by thevarious
Postal icemultivariateregressionandjobcontent
analyses.

2 APWU suggeststhat the postal clerk quit rate dataareflawed because (1) the
sizeand geographic scope of the Postal Serviceissuch that employeescan
transfer rather than quit, holding down the quit rate without regard to Postal
Servicewages and benefits; (2) thedatado not include Transitional Employees,
and are thus not comparableto the private sector quit rate data, whichincludeall
full timeemployees. Whilepoint (1) istheoretically sound, therewasno record
evidence concerning the number of APWUrepresented empl oyeeswho actually
dotransfer. Therewasevidencethat of theapproximately 31,000 part-time
flexibleemployeeswho werein the bargaining unit on the effective date of the
1998 contract, only 112 requested transfersfrom small tolargeoffices, asthey
wereentitled to do under the Memorandum of Understanding Regarding PTF
Reassignment Opportunities. This suggeststhat transfer opportunities may not be
so heavily used by Postal Serviceemployeesasto haveasignificant effectin
keeping the quit rate down. Asfor point (2), Transitional Employees make up
lessthan 5% (approximately 15,000/340,000) of the APWU bargaining unit.
Hence, their inclusion would be unlikely to have asubstantial effect onthe
overall APWU quit rate. Furthermore, theonly private sector comparisoninthe
evidenceintroduced by the Postal Servicewasfor 1981, whentheprivate sector
manufacturing quit ratewas above 15%, the Postal Servicequit ratewas 1.5%,
and the Transitional Employee category did not exist. Finally, even without a
private sector comparison, a1% quit rate showsthat APWU bargaining unit
employeeshardly ever leavetheir jobsvoluntarily, clear evidencethat thoseare
good jobs.. Thelengthy applicant queues, concerning which APWU issilent, are
equally clear evidenceof thisfact.

3 Theseincluderetirement plansindexed to the CPI for thelives of thesurvivors;
early retirement at age 55 with no actuarial reductionin benefits; retireehealth
care(70% paid by USPS); healthinsurance (85% paid by USPS); lifeinsurance
(100% paid by USPS); annual leave up to 26 days per year, with upto 55days
carryover; 13 daysof sick leaveper year; sick |leavefor dependent care; and 10
holidaysper year.*WhileAPWU introduced evidencethat theaveragewagein
the APWU bargaining unit had not kept pace with changesin the Consumer Price
Index (CPI-W) or the Employment Cost Index (ECI) since 1984, that isaresult
of theintroduction of new entry stepsin the Kerr and Mittenthal awards, and the
awarding of the Transitional Employeeclassificationinthe Mittenthal award.
Additionally, evidenceintroduced by the Postal Servicedemonstrated that actual

207



Inconcluding that thereexistsaPostal Servicewage
premium, | joinalonglist of arbitratorsin prior USPSinterest
arbitrationswho havereached thesameconclusion. See
Awardsof Clark Kerr (discrepanciesin comparability

exist) 31984); Richard Mittentha (awagepremiumstill
exists)(1991); Arthur Stark (needfor wageincreaseseven
moremodest thanthoseawarded by Mittenthal)(1995): David
Vaughn (NPMHU represented empl oyeescontinuetoenjoy a
wagepremiumcomparedtotheir counterpartsintheprivate
sector)(1996).

1. USPS Financial Condition

A. ContentionsoftheParties

Another of themain contentionsof the Postal Servicein
these proceedingswasthat itsfinancia conditionissuchasto
requirewageand benefit moderation. Among the pointsmade
by the Postal Servicewerethefollowing:

*  ThePosta Servicelost approximately $1.65
billioninfiscal year 2001. Prior totheevents
of September 11, 2001, adeficit of $1.35
billionwasprojectedfor fiscal year 2002.

e FirstClassmail isthe* bread and butter” of
thePostal Service, providing 67% of Postal
Servicerevenues. However, the Postal
Servicehasexperienced asubstantial
sowdowninFirst Classmail volume
growth, going from5.1%in 1980-1990to
2.2%in 1991 -2000. First Classmail is

rojected to bein absolutedeclinein 2003.

. hedowdowninFirst Classmail growthis
primarily attributableto technological
competition-facsmilemachines, e-mail,
onlinebanking, electronichill payments,
electronicfundstransfer, and electronicdata
exchange. Theimpact of technol ogical
competitionisexpectedtoresultintheloss
of over 14 billion piecesof singlepieceFirst
Classmail intheyear 2005.

APWU-represented employeeson the payroll from 1984 to 2000 enjoyed real
wagegrowthrelativetothe CPI-W during theterm of every contract between
APWU andthe Postal Service.

5 APWU sought to diminish the significance of the New Hire Survey by pointing
out that postal clerksareinitially hired as part-time flexibles, suggesting that
extrawagesmay benecessary to persuadethemto takeapart timejobwithno
fixed schedule. Thisis pure speculation, however, and doeslittle to diminish the
forceof thedata. APWU also noted that the New Hire Survey excludes
Transitional Employees, but that isirrelevant, sincethefocushereisonthe
comparativewagesof career employees. Finally, APWU noted that theNew Hire
Survey islimited to postal clerks, and does not show the existence of awage
premium for maintenance or motor vehiclepersonnel. Theexistenceof an
average 28.4% new hirepremium acrosstheentire Postal Servicesuggests,
however, that the new hire premiumisunlikely to be substantially lessfor the
maintenanceand motor vehiclecrafts. Totheextent that the Panel concludesthat
particular job classificationswithin themaintenanceand motor vehiclecraft are
not the beneficiariesof awage premium, thosejob classificationsweretreated
separately intheAward. Seepage 13,supra.
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Postal Serviceexpensescontinuetorise. The
Postal Serviceisstatutorily re(l iredtoprovide
universal service, and adds 1.7 million new
delivery pointseachyear, anannual increased
expense of approximately $400 million.
Cumulativerevenueand expensegrowthfrom
1996 to 2001 showsrevenuesincreasing by
goproxi matel l)J/_$_12 billion, and expenses by
most $16 billion. This outstripping of
revenuesby expenses, whichisdueprimarily
totechnological competition, hascreated a
long-term structural deficit.
Rateincreasescannot resolvethisstructural
deficit. Neither thePostal Rate Commission
nor sound public policy would permit
disproportionately highrateincreasesonFirst
Classmail, and high rate increases on other
Postal Serviceproducts(suchasPriority Mail,
ExpressMail, Standard Mail, and Parcel Post),
would beselfdefesting, becausetheseproducts
must competewith privatesector providers.
Anessential component of any costcontainment
strategy in the Postal Service must include
arresting therapid risein labor costs, which
account for 76% of USPS expenses. APWU-
represented employees alone account for
30.4%of al USPSexpenses.®
Cost containmentisparticularly importantin
thefirstyear of the2000 Agreement, inlight of
the immediate threats to Postal Service
income: (1) an economy that has been in
declinesince 2000; (2) theterrorist attacks of
September 11, 2001, that weakened the
economy still further, with a rebound not
expected until thelatter part of 2002; (3) the
dissemination of anthrax through themails,
which has undoubtedly had a short-term
negative effect on postal volume, and an
uncertainlong-termeffect.
The USPS needs critical breathing space to
positionits product linesto grow volumein
Standard Mail and related products, and to
consolidateitsmail sortationand processing
facilitiestoreflect emerging First Classmail
growth trends. This can be done, but not
without significant cost restraint, particularly
inthefirstyear of the2000 Agreement.

TheAPWU responsetothesecontentionswasasfollows:

ThePostal Service' sprotestationsof poverty
are irrelevant, as these interest arbitration
roceedingsarenot aforumfor analysisof the
stal Service's financial condition. The
Interest Arbitration Panel has but one
responsibility, andthat isto apply thecriteria
set out in the Postal Reorganization Act of
1970for determining thewagesand benefitsof

postal employees.

5 APWU introduced evidencethat APWU compensation asashare of USPS operat-
ing expenses declined from over 34%in 1984 to 27.3%in 2001.
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. The Postal Service' s$1.65 billion deficitin
fiscal 2001, and itsanticipated $1.35billion
deficit in fiscal 2002 must be considered in
light of itsannual revenuesof approximately
$70hillion.

. Thedeficit experienced by the Postal Service
prior to September 11, 2001, wasin keeping
withitsnormal businessexperience, and posed
no threat to thefiscal stability of the Postal
Service. The pending postal rate case is
anticipatedtogenerateaPostal Servicesurplus
of upto$2.8hillionasearly asfiscal 2003.

. The Postal Service has requested several
billiondollarsinfinancid relief from Congress
to deal with the losses occasioned by the
appearanceof anthraxinthemail, andthereis
no doubt that Congress will take action to
insurethecontinuedfinancial viability of the
Postal Service.

B. Analyss

Theevidenceisconvincing that the Postal Serviceisfaced
withalong-termstructural deficit that threatensitsviability
under theexisting legidativescheme. | donot, however,
accept theargument that along-termstructural deficit
warrantsreducing thewagesand benefitsof Postal Service
employeesbel ow thoseearned by employeesdoing
comparablework intheprivate sector. The Postal
Reogr:;ani zation Act providesfor comparablewagesand
benefits, and doesnot conditionthat comparability onthe
long-termfinancial health of the Postal Service, asopposedto
broader economictrendsthat affect wageand benefit
comparability. If thecurrent legislative system for financing
thePostal Serviceisnolonger functioningwell dueto
technological changesinthemeansby which Americans
communicate, itisfor Congressto providean aternative
financing system, not for thisPanel torequire Postal Service
employeesto subsidizethelong-term structural deficit of the
Postal Serviceby working at wagesand benefitslessthan
thoseearned by employeesdoing comparablework inthe
private sector.

Ontheother hand, | do regard theimmediate, short-term fi-
nancial problemsfacing the Postal Service asaresult of the
terrorist attacks of September 11 and their economic aftermath,
aswel| astheanthrax threet, to berelevant to the Panel’ saward.
Private sector employees whose employers arefaced witha
short-term crisishave frequently moderated their financial de-
mandsto enabletheir employer towesther that crisis, and, tak-
ing the comparabil itgoanalysi sonestep further, itisnot inap-
propriateto require Postal Service employeesto do likewise.
Thisisparticularly trueinthefirst year of the 2000 Agreement,
which runsfrom November 2000 through November 2001, since
substantial increasesinthat year, if retroactive, wouldimposea
major financial burden onthe Postal Serviceright now, whenit
must deal withtheextraordinary, financia problemsreferredto
above. And, whilethe pending rate casewill undoubtedly bring
somerelief to Postal Servicefinances, that relief will not occur
prior tofiscal 2003.”

"ThePostal Servicearguesthatitscurrent financial problemsarenot solely a
function of September 11 and the anthrax threat. Rather, according to the Postal
Service, these eventsdid no morethan to exacerbateafinancial crisisthat existed
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I1. Award

Cons gtent withtheforgoing analysis, the Panel’ saward
restsupontwo coreconclusions: (1) APWU-represented
employees,ingeneral, receivewagesand benefitsthat exceed
thewagesand benefitsreceived by employeesperforming
comparableworkintheprivatesector; (2) Theextraordinar
financial problemsfaced by the Postal iceasaresult o
theterrorist attacksof September 11 and their economic
aftermath, aswell astheanthrax threat, requiremoderationin
thewagesand benefitsto be awarded to APWU-represented
employeesinthefirstyear of the2000 A greement.

Itismy judgment that thetermsof theAward, as
announced by thePanel on December 18, 2001, areconsi stent
withtheseconclusions. Thegenera wageincrease, plusthe
anticipated COLA paymentsduring theterm of the
Agreement, areanticipated toamount to 7.6 %, whilethecost
of living duringthat period (CPI -W&ispredi ctedtorise
between 7.0 % (USPS) and 7.3 % (APWU).8 Thus, even
under themost pessimisticforecast, theaverage APWU-
represented employeewill recelvewagesand COLA
paymentsthat will morethan keepupwithinflation.

Another aokropri atestatisticwithwhichtocomparethe7.6
%increasein APWU wagesand benefitsisthe Employment
Cost Index (ECI), whichmeasurestheaverageincreaseor
decreaseinthetotal |abor costsof employersacrosstheU.S.
economy. The Postal Service evidence, which consistedof the
revised DRI-WEFA November 2001 forecast, wasthat the
ECI will increase 9.6 % over theterm of the Agreement; the
APWU evidenceprojectsa7%increaseover thefirst two
yearsof the Agreement, and, assumingtheaccuracy of the
DRI-WEFA predictionof 3.2%for thethi r%ar, al0.2%
increaseover theterm of the Agreement. APWU-represented
employeeswill thusreceiveanincreaseof approximately 1%
per year lessintotal wagesand benefitsthan will employees
acrosstheU.S. economy. Thisdifferenceisentirely
appropriateinlight of thewageand benefit premiumthat |
havefound APWU represented employeesto

enjoy. Itisalsoconsistent withrecent arbitration awards, ®
andwith Postal Serviceprojectionsconcerning thecost of the
1998-2000 Agreement.

well before September 11. The Postal Service pointsout that it lost
approximately $1.65 billioninfiscal year 2001, and that even beforethe eventsof
September 11, adeficit of $1.35 billion wasprojected for fiscal year 2002.
Thesedeficitsdo not, however, play anindependent roleinmy analysis. Tothe
extent that they wereafunction of technological competition (thestructural
deficit), they aredealt with above. Totheextent that they wereafunction of a
pre-September 11 sluggish economy, their influence on my decisionwasindirect.
Under the Postal Reorganization Act, with itsfocus on comparing Postal Service
wagesto thosein the private sector, aweak economy isrelevant only to the
extent that it drives down private sector wages and benefits, not to the extent that
itreduces Postal Serviceprofitability. Tothe extent that aweak pre-September
economy did hold down private sector wagesand benefits, thuscreating (or
increasing) the Postal Servicewage premium, it played arolein Part | of this
Opinion (Comparability), but doesnot play an additional rolein Part I1 (USPS
Financial Condition).

8The7.6%increaseconsistsof a4.4% general increase, 2.7%in anticipated
COLA payments, and 0.5%, whichrepresentstheincreaseintheaverage APWU
wageresulting from the sel ected upgrades of certain classifications.

¢ The APWU economist, Dr. Joel Popkin, did not testify to an ECI projection for
thethirdyear of theAgreement.
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Whilel believethisAwardtobeeminently fairinits
treatment of theempl oyeesrepresentedby APWU, | also
believeittoberesponsivetotheconcernsof the Postal
Service. Forthefirst year of theAgreement, which
encompassestheperiodfromNovember 2000through
November 2001, thecost of theAwardtothePostal Service
i51.7 %, compared with theeconomy-wide ECI increase
duringthat period of 3.6 %. Therestraint represented by that
limitedincreaseshould providethefirst year “ breathing
space” that the Postal Serviceassertsit needsto deal withits
immediatefinancia concerns.

Somebrief commentsareal soinorder concerning other
aspectsof theAward:

*  November 16. 2002 Upgrades. | concludedthatwhile
APWU represented employeesin general enjoy a
wageand benefit premium comparedtotheir private
sector counterparts, that isnot true of all APWU-
represented employees. Accordingly, the Award
provides for one-level upgrades for selected
employeemai ntenance, technician, andtractor-trailer
driver groups. In recognition of the short-term
financial pressures on the Postal Service, these
upgradeswill not takeeffect until November 2002.

«  March 23, 2002 Upgrades. Theseupgradeswerenot
based on a conclusion that Mail Processors and
Senior Mail Processorsareentitledtoaonepay level
upgrade, amatter on which the partiesare sharply
divided, and onwhich | expressno opinion. Rather, it
was my judgment that the dispute concerning the
appropriatepay level for theseemployees, whichhas
dividedthepartiesfor approximately 20years, and
which is the subject of thousands of fpendin
grievances, should beterminated. Whilethefinanci
cost of these upgradesto the Postal Servicewill be
considerable, this cost is amply justified by the
savingsinlitigation costs, theremoval of abarrier to
good relationshipsacrossthe Postal Service, andthe
freedom that the Postal Servicewill havetoassign
Mail Processors and Senior Mail Processors to
perform all the duties that fall within their job
description, as well as such other duties as are
permitted by the National Agreement, without
concernfor whether thoseassignmentswill become
thesubject of yet another grievance.

10 Mittenthal (1991) awarded general wageincreasesof 1.2%, 1.5%, 1.5%, and
1.6% over thefour yearsof thecontract, aswell asadelayed COLA roll-inanda
one-timelump-sum payment. Stark (1995) delayed both COL A and ageneral
wageincreaseinthefirst year of the Agreement, awarding alump suminstead.
COLA wasawardedfor all followingyears, plusgeneral wageincreasesof 1.2%
inthesecond and fourth year, and alump sum payment inlieu of ageneral wage
increaseinyear three. Clarke (1995) and Vaughn (1996) followed the Stark
pattern.

1 Whilethegenera wageincreaseplusCOLA inthe 1998 Agreement equal ed
the ECl increaseduring theterm of that Agreement, the Postal Serviceintroduced
evidencethat itsestimate, at thetimeof entering into the 1998 Agreement, was
that it would lead to increases of the same magnitude asthose awarded here-
approximately 1% per year below ECL According to the Postal Service, its1998
estimatesturned out to beinaccurate becauseinflation increased morethan it had
anticipated, | eadingto unexpectedly large COL A payments.
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* Non-REC Transitional Employees. The 1991
Mittenthal Panel createdthe Transitional Employee
category to enablethe Postal Servicetofill vacancies
created by thetransitionfromamechanized sortation
and distribution systemtoanautomated system. The
reasonfortheTransitional Employeecategory having
largely disappearedwiththe Postal Service' svirtual
total transition to an automated system, it is
appropriatethattheTransitional Employeecategory
shouldalsodisappear. However, inrecognitionof the
substantial financial advantages accruing to the
Postal Servicefromtheemployment of Transitional
Employees, the Postal Service is alowed until
December 31, 2005, to phase out all Non-REC
Transitiona Employees. Duringthephase-out period
afixed number of Non-REC Transitional Employees
will beallowed. (Those Transitional Employeeswho
are employed in Remote Encoding Centers are
governed by a separate Memorandum of
Understanding betweentheparties. Their continued
employment wasnot at i ssuein these proceedings.)

«  EmployeeHealth Benefits Contribution Amount.
The 1993V altin Panel ordered the Postal Service

contributiontothecost of employeehealth benefits
plans reduced on a gradua basis from 90% to
approximately 85% in 1997. The Postal Service
soughtinthisproceedingtoreduceitscontributionan
additional 1%peryearfor planyears2003,2004,and
2005. Whatever the financial or comparability
justifications for the Postal Service's proposal,
mattersonwhich| expressnoopinion, thisisnot the
timeto require Postal Serviceemployeesto pay more
for health carebenefits.

»  Layoff Protection.Intheseuncertaineconomictimes,
| concluded that it was appropriate to provide al
membersof thebargainingunitwhowereontherolls
asof thebeginning dateof the2000 Agreement with
theassurancethat they cannot belaid off duringthe
termof that Agreement. Whileitisdifficult tocost out
thevalueof thisassurance, inlight of thecompetition
that the Postal Servicefacesfrom|ow wageprivate
sector sortationanddistributionfirms, thecertainty
that such competition cannot |ead to layoffsamong
employees represented by APWU is a not
incons derablebenefit to those employees.

Stephen B. Goldberg
Neutral Arbitrator

Entered: January 11,2002
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