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NOTE

The provisions of the 1999-2001 Agreement covering the Infor-
mation Systems/Accounting Service Centers remained in full
force and effect from 12 midnight, April 26, 2000, until 12 mid-
night, January 20, 2001.

1. Bold face type in the text indicates revised or new language.

2. Cross-references to relevant Memoranda of Understanding
and Letters of Intent are included in the text of this Agree-
ment; the location of the cross-references is for the conve-
nience of the reader, and in no way affects the content or in-
tent of this Agreement, the Memoranda, or the Letters of
Intent.

3. Section headings are for the convenience of the reader, and
in no way affect the content or intent of this Agreement, the
Memoranda, or Letters of Intent.

4. Changes made in this Agreement pursuant to U. S. Postal
Service structural changes in no way affect the content or in-
tent of this Agreement, the Memoranda, or Letters of Intent.
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PREAMBLE

This Agreement referred to as the 1999 Information Systems/
Accounting Service Centers (formerly Information Service
Centers) Agreement is entered into by and between the United
States Postal Service (hereinafter referred to as the “Employer”)
and the American Postal Workers Union, AFL-CIO (hereinafter
referred to as the “Union”), pursuant to an Arbitration Award is-
sued April 26, 2000. In accordance with terms of this Award, the
Agreement is effective as of the date of the Award unless other-
wise provided.

The term “day(s)” used throughout this Agreement is intended to
refer to calendar day(s),unless otherwise specified.

When the term the former “Center(s)” is used in this Agreement,
it refers to the former Information Service Centers, now known
as “Information Systems/Accounting Service Centers.”

(See Letter, page 138)



ARTICLE 1
UNION RECOGNITION
Section 1. Recognition

The Employer recognizes the Union as the exclusive collective
bargaining representative of all employees in the regular work
force employed at the Centers for whom it has been certified as
the exclusive representative by the National Labor Relations
Board.
Section 2. Exclusions
This Agreement does not apply to:

A. Managerial and supervisory personnel;

B. Professional employees;

C. Employees engaged in personnel work in other than a
purely non-confidential clerical capacity; or

D. Security guards as defined in PL 91-375, Section 1201(2).

Section 3. Future Application of Agreement

This Agreement shall be applicable to all employees in the regu-
lar work force wherever employed, who are under the adminis-
trative jurisdiction of any of the existing Centers cited in Section
1 above.

Section 4. Bargaining Unit Work Prohibition

Managerial and supervisory personnel are prohibited from per-
forming bargaining unit work except:

A. In an emergency condition in order to meet the Center
mission;

B. For the purpose of training or instruction of employees;

C. To ensure the proper operation of equipment;

D. For the purpose of hardware or software systems evalu-
ation;



E. To protect the safety of employees; or
F. To protect the property of the Employer.
(See Memo, page 105)



ARTICLE 2
NON-DISCRIMINATION AND CIVIL RIGHTS

Section 1. Non-Discrimination

A. The Employer and the Union agree that there shall be no
discrimination by the Employer or the Union against em-
ployees because of race, color, creed, religion, national
origin, sex, age, or marital status.

B. In addition, consistent with the other provisions of this
Agreement, there shall be no unlawful discrimination
against handicapped employees, as prohibited by the
Rehabilitation Act.

(See Memo, page 106)

Section 2. Sexual Harassment

Sexual harassment is defined as deliberate unsolicited verbal
comments or physical contacts of an intimate nature which are
unwelcome to the recipient, or an express or implied threat to
make decisions affecting an employee’s job or working condi-
tions on the basis of an acceptance or refusal of a request for
sexual intimacy.

Sexual harassment undermines the integrity of the employment
relationship and will not be condoned.

Section 3. Grievances

Grievances arising under this Article may be filed at Step 2 of the
grievance procedure (Section 2.B) unless filed directly at the na-
tional level, in which case the provisions of this Agreement for
initiating grievances at that level shall apply.



ARTICLE 3
MANAGEMENT RIGHTS

Section 1. Rights

The Employer shall have the exclusive right, subject to the provi-
sions of this Agreement and consistent with applicable laws and
regulations:

A.

To direct employees of the Employer in the performance
of official duties;

To hire, promote, transfer, assign, and retain employees
in positions within the Centers and to suspend, demote,
discharge, or take other disciplinary action against such
employees;

To maintain the efficiency of the operations entrusted to
it;

To determine the methods, means, and personnel by
which such operations are to be conducted; and

. To take whatever actions may be necessary to carry out

its mission in emergency situations, i.e., an unforeseen
circumstance or a combination of circumstances which
calls for immediate action in a situation which is not ex-
pected to be of a recurring nature.



ARTICLE 4
TECHNOLOGICAL AND MECHANIZATION CHANGES

Section 1. Advance Notice

The Union will be informed as far in advance of implementation
as practicable of technological or mechanization changes which
affect jobs including new or changed jobs in the area of wages,
hours or working conditions. When major new mechanization or
equipment is to be purchased or leased, and installed, the Union
at the national level will be informed as far in advance as practi-
cable, but no less than 90 days in advance.

Section 2. National Labor-Management Committee

Notice to the National Labor-Management Committee estab-
lished pursuant to Article 17 of this Agreement shall satisfy the
notice requirements of the preceding paragraph. Upon receiving
such notice, said Committee shall attempt to resolve any ques-
tions as to the impact of the proposed change upon affected em-
ployees and if such questions are not resolved within a reason-
able time after such change or changes are operational, the
unresolved questions may be submitted by the Union to arbitra-
tion under the grievance-arbitration procedure, Step 3. Any ar-
bitration arising under this Article will be given priority in schedul-

ing.
Section 3. New Jobs

A. Any new job or jobs created by technological or mechani-
zation changes shall be offered to present employees
capable of being trained within sixty (60) days to perform
the new or changed job. The Employer will provide all on-
the-job and any additional off-site training for such sixty
(60) days. It is recognized that new or changed positions
in grades 17 and above may require additional training
and that such training will not be denied because it ex-
ceeds the sixty (60) day training period above. During
training, employees will maintain their rate. In the event
that the Employer determines that either no Center em-
ployee is capable of being trained within the prescribed



sixty (60) day period or that the Center employee(s) who
are selected to be trained for such position(s) have not,
to the Employer’s satisfaction, been successfully trained
after the sixty (60) day period has elapsed, the Employer
may hire from outside the bargaining unit in order to fill
the new job or jobs which were created by the technolog-
ical or mechanization changes. Under no circumstances
shall the Employer be required to select more person(s)
for training than the number of new position(s) available.

B. Employees whose jobs are eliminated, if any, shall be re-
assigned to the highest existing vacancy for which they
are qualified. If they cannot be placed in jobs of equal
grade, they shall receive saved grade until such time as
they fail to bid or apply for reassignment to their former
grade, or to any position at a grade between that of their
former grade and present grade.

Section 4. Right to Change

The obligation hereinabove set forth shall not be construed to, in
any way, abridge the right of the Employer to make such
changes.

Section 5. Experimental Programs

Experimental programs involving technological and mechaniza-
tion changes are within the scope of this Article.



ARTICLE 5
PROHIBITION OF UNILATERAL ACTION

The Employer will not take any actions affecting wages, hours
and other terms and conditions of employment as defined in
Section 8(d) of the National Labor Relations Act which violate
the terms of this Agreement or are otherwise inconsistent with its
obligations under law.



ARTICLE 6
NO LAYOFFS OR REDUCTION IN FORCE

It is agreed by the Employer that no employees employed in the
regular work force will be laid off on an involuntary basis during
this Agreement.



ARTICLE 7
EMPLOYEE CLASSIFICATIONS

Section 1. Regular Work Force

The regular work force shall be comprised of two categories of
employees which are as follows:

A. Full-Time. Employees in this category shall be hired pur-
suant to such procedures as the Employer may establish
and shall be assigned to work schedules consisting of
five (5) eight (8) hour days in a service week.

B. Part-Time. Employees in this category shall be hired pur-
suant to such procedures as the Employer may establish
and may be assigned to regular schedules of less than
forty (40) hours in a service week, or shall have no fixed
work schedules, but are available for work on a flexible
work schedule during the course of a service week.

Section 2. Supplemental Work Force

The supplemental work force shall be comprised of casual em-
ployees. Casual employees are those who may be utilized as a
limited term supplemental work force but may not be employed
in lieu of full-time or part-time employees. Casual employees are
limited to two (2) ninety (90) day terms of casual employment in
a calendar year. In addition to such employment, casuals may be
re-employed during the Christmas period for not more than
twenty-one (21) days.

Section 3. Employment and Work Assignments

A. Normally, work in different grades or organizational
groups will not be combined into one job. However, to
provide maximum full-time employment and provide nec-
essary flexibility, the Employer may establish full-time
scheduled assignments by including work within different
grades or organizational groups after the following se-
guential actions have been taken:

(1) All available work within each organizational group
by tour has been combined.
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(2) Work of different organizational groups in the same
grade by tour has been combined.

The appropriate representatives of the Union will be in-
formed in advance of the reasons for establishing the
combination full-time assignments within different orga-
nizational groups in accordance with this Article.

B. In the event of insufficient work on any particular day or
days in a full-time or part-time employee’s own sched-
uled assignment, the Employer may assign the em-
ployee to any available work in any grade or organiza-
tional group for which qualified, consistent with the
employee’s knowledge and experience, in order to main-
tain the number of work hours in the basic work sched-
ule.

C. During exceptionally heavy workload periods for one or-
ganizational group, employees in another organizational
group experiencing a light workload period may be as-
signed to work in the former organizational group, com-
mensurate with their capabilities, for such time as the
Employer determines necessary.

D. Employees assigned under paragraph B or C above to
higher level work will be compensated in accordance
with the provisions of Article 25, Higher Level Assign-
ments. Where employees work at lower level work, they
will be compensated at their regular rate.

E. The number of casuals who may be employed shall not
exceed five percent (5%) of the total number of em-
ployees covered by this Agreement.

F. During the course of a service week, the Employer will
make every effort to insure that qualified and available
part-time flexible employees are utilized at the straight
time rate prior to assigning such work to casuals.

Section 4. Employee Complements

A. The Employer shall staff the bargaining unit with at least
ninety percent (90%) full-time employees. The remaining
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ten percent (10%) of the bargaining unit may be part-time
employees.

. The Employer shall maximize the number of full-time em-
ployees and minimize the number of part-time em-
ployees in all Centers. A part-time employee working 8
hours within 9, on the same five (5) days each week and
the same assignment over a six-month period will dem-
onstrate the need for converting the assignment to a full-
time position.

(See Memo, page 110 — Letter of Intent, page 111)
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ARTICLE 8
HOURS OF WORK

Section 1. Work Week

The work week for a full-time employee is forty (40) hours per
week, eight (8) hours per day within nine (9) consecutive hours
at the Centers. As far as practicable, the five (5) service days
comprising the work week shall be consecutive days.

Section 2. Work Schedules

A. The employee’s service week shall be a calendar week
beginning at 12:01 a.m. Saturday and ending at 12 mid-
night the following Friday.

B. The service day for a full-time employee is the calendar
day on which the majority of work is scheduled. Where
the work schedule is distributed evenly over two calen-
dar days, the service day is the calendar day on which
such work schedule begins. The service day for a part-
time employee will be the calendar day on which the em-
ployee begins work or leave if such employee begins
work or leave prior to 8:00 p.m., or the next calendar day
if the employee begins work or leave at 8:00 p.m. or later.

C. Employees may volunteer to participate in a flextime
program subject to operational needs. The provi-
sions of the program shall be open for negotiations
as provided under Article 30.

Section 3. Part-Time Employees

Part-time employees will be scheduled in accordance with Sec-
tion A and B above and they may be scheduled for less than
eight (8) hours per service day and less that forty (40) hours per
normal work week. No part-time employees shall be required to
perform work during a period in excess of ten (10) hours in any
one service day.
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Section 4. Overtime Work

A.

Overtime pay is to be paid at the rate of one and one-half
(1-1/2) times the base hourly straight-time rate for all em-
ployees in grades 18 and below. Overtime shall be paid
to employees for work performed only after eight (8)
hours on duty in any one service day or forty (40) hours
in any one service week. Overtime pay is to be paid at
the rate of one and one-half (1-1/2) times the base hourly
straight-time rate for all employees in grades 19 and
above for work performed in excess of forty (40) hours in
any one service week.

. The Employer shall pay overtime to all full-time em-

ployees other than those employees in grades 19 and
above, for time worked outside of, and instead of, their
regularly scheduled work day or work week, except
where employees request a temporary schedule change
for personal convenience, or when the employees are
working on a temporary schedule at the request of man-
agement, if the change is one hour or less and if the
change is for one week or less.

Penalty overtime pay is to be paid at the rate of two (2)
times the base hourly straight-time rate. Penalty over-
time pay will not be paid for any hours worked in the
month of November.

Effective July 6, 1985, penalty overtime pay will be paid
to full-time regular employees for any overtime work on
more than four (4) of the employee’s five (5) scheduled
days in a service week or work over ten (10) hours on a
regularly scheduled day, over eight (8) hours on a non-
scheduled day, or over six (6) days in a service week.

Beginning the first full pay period after September 1,
1985, excluding November, part-time flexible employees
will receive penalty overtime pay for all work in excess of
ten (10) hours in a service day or fifty-six (56) hours in a
service week.
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F.

Wherever two or more overtime or premium rates may
appear applicable to the same hour or hours worked by
an employee, there shall be no pyramiding or adding to-
gether of such overtime or premium rates and only the
higher of the employee’s applicable rates shall apply.

Section 5. Overtime Assignments

When needed, overtime work for full-time employees shall be
scheduled among qualified employees doing similar work in the
work location where the employees regularly work in accor-
dance with the following:

A.

First consideration in the assignment of overtime shall be
given to employees whose names appear on the “Over-
time Desired” list. However, certain employees may be
assigned overtime by the Employer in order to continue
working on their particular project or assignment (e.g., a
computer program, a system development), notwith-
standing the above.

. Two weeks prior to the start of each calendar quarter,

full-time employees desiring to work overtime during that
quarter shall place their names on an “Overtime Desired”
list.

Lists will be established by section, or tour in accordance
with Article 30, Local Working Conditions.

When during the quarter the need for overtime arises,
employees with the necessary skills having listed their
names will be selected in order of their seniority on a ro-
tating basis. Those absent on leave or on medical restric-
tion which will not permit overtime work shall be passed
over.

If the voluntary “Overtime Desired” list does not provide
sufficient qualified people, qualified regular employees
not on the list may be required to work overtime on a ro-
tating basis with the first opportunity assigned to the ju-
nior employee.
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F. Exceptions to D and E above if requested by the em-
ployee, may be approved by local management in ex-
ceptional cases based on equity (e.g., anniversaries,
birthdays, illness, deaths).

G. Except for an emergency situation, a full-time regular
employee shall not be required to work over twelve (12)
hours in a day or six (6) days in a week. An emergency
situation is defined as an unforeseen circumstance or
combination of circumstances which call for immediate
action.

Section 6. Sunday Premium Payment

Each employee whose regular work schedule includes a period
of service, any part of which is within the period commencing at
midnight Saturday and ending at midnight Sunday, shall be paid
extra compensation at the rate of twenty five percent (25%) of
the employee’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 Sat-
urday or Sunday solely to avoid the payment of Sunday premium
payment.

Section 7. Night Shift Differential

Effective for the period April 26, 2000, through January 20,
2001, for time worked between the hours of 6:00 p.m. and 6:00
a.m. employees shall be paid additional compensation at the ap-
plicable flat dollar amount at each pay grade and step in accor-
dance with Appendix A attached hereto (at page 103).

Section 8. Guarantees

Employees called in outside their regular work schedule shall be
guaranteed a minimum of four (4) consecutive hours of work or
pay in lieu thereof where less than four (4) hours of work is avai-
lable. Such guaranteed minimum shall not apply to employees
called in who continue working on into their regularly scheduled
shift. When employees are called in on their non-scheduled day,
they will be guaranteed four (4) hours work or pay in lieu thereof.
Employees may request early release during the guarantee peri-
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od by submitting a PS Form 3971 and their time cards will only
reflect actual time worked.

Section 9. Telephone Calls

When management determines a program operational problem
exists and it necessitates calling or paging an employee, the em-
ployee shall be compensated for the duration of the call(s) or one
(1) hour of pay at the applicable rate whichever is greater. Em-
ployees engaged in computer programming or system analyst
assignments may be issued an electronic pager if a telephone
call is anticipated, thus freeing employees from having to remain
by their home telephones. If required to carry an electronic pag-
er, the employee will be paid one (1) hour at the employee’s
base straight time rate for each twenty-four (24) hour period or
fraction thereof. This payment is in addition to compensation for
actual telephone calls.

(See Memo, page 133)
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ARTICLE 9
SALARIES AND WAGES

Section 1. Basic Annual Salary

For those grades and steps in effect during the term of the 1995
Agreement, the basic annual salary schedules, with proportional
application to hourly rate employees, for those employees cov-
ered under the terms and conditions of this Agreement shall be
increased as follows:

Effective May 6, 2000 — the basic annual salary for each
grade and step shall be increased by an amount equal to
2.0% of the basic annual salary for the applicable grade and
step as set forth in the Information Systems/Accounting
Service Centers (IS/ASC) Salary Schedule appended hereto
(Table One).

Effective May 6, 2000 — the basic annual salary for each
grade and step shall be increased by an amount equal to
1.4% of the basic annual salary for the applicable grade and
step as set forth in the Information Systems/Accounting
Service Centers (IS/ASC) Salary Schedule appended hereto
(Table One at page 102).

Section 2. Step Progression Schedule
The step progression for the salary schedule shall be as follows:
Waiting
From To Period
Stepp Stepp  (in weeks)

For DCS Grades 6, A B 96
7,8,9,and 10 B C 96

C D 44
For DCS Grade 11 B C 96
For DCS Grade 11 C D 44

All other waiting periods for step increases including new step
Q shall be 52 weeks. Effective January 16, 1999, new step Q
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will be added to grades 18 through 23 in the ISC Salary
Schedule. Employees will be eligible to advance to step Q
on January 16, 1999, if they have served 52 or more weeks
in step P.

Section 3. One-Time Cash Payment

A. All non-probationary full-time employees covered by this
Agreement shall receive one-time cash payments, not to
be included in basic pay, as follows:

Effective no later than July 15, 2000, 4.0% of basic
annual salary as set forth in the Information Service
Centers (ISC) Salary Schedule appended hereto
(Table One).

The eligibility requirements for the cash payment will be
determined by the terms of Section 3.B.

B. Eligibility
In order to be eligible to receive a one-time cash pay-
ment, the employee must be in a full-time regular pay

status during the effective date of the arbitration award,
i.e., pay period 10-00 for April 26, 2000.

Section 4. Cost of Living Adjustment

A. Definitions

1. "Consumer Price Index” refers to the “National Con-
sumer Price Index for Urban Wage Earners and
Clerical Workers,” published by the Bureau of Labor
Statistics, United States Department of Labor
(1967=100) and referred to herein as the “Index.”

2. "Consumer Price Index Base” refers to the Con-
sumer Price Index for the month of December 1998
and is referred to herein as the “Base Index.”

B. Effective Dates of Adjustment

Each employee covered by this Agreement shall receive
cost-of-living adjustments, upward, in accordance with
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the formula in Section 4.C, below, effective on the follow-
ing dates:

— May 6, 2000 based on the release of the March
1999 Index

— May 6, 2000 based on the release of the Septem-
ber 1999 Index

— May 6, 2000 based on the release of the March
2000 Index

— the second full pay period after the release of the
September 2000 Index

. The basic salary schedules provided for in this Agree-
ment shall be increased 1 cent per hour for each full 0.4
of a point increase in the applicable Index above the
Base Index. For example, if the increase in the Index
from December 1998 to March 1999 is 1.2 points, all
pay scales for employees covered by this Agreement will
be increased by 3 cents per hour. In no event will a de-
cline in the Index below the Base Index result in a de-
crease in the pay scales provided for in this Agreement.

. In the event the appropriate Index is not published on or
before the beginning of the effective payroll period, any
adjustment required will be made effective at the begin-
ning of the second payroll period after publication of the
appropriate Index.

. No adjustment, retroactive or otherwise, shall be made
due to any revision which may later be made in the pub-
lished figures for the Index for any month mentioned in
4.B, above.

If during the life of this Agreement, the BLS ceases to
make available the CPI-W (1967 = 100), the parties
agree to use the CPI-W (1982-84=100) at such time as
BLS ceases to make available the CPI-W (1967=100). At
the time of change to the CPI-W (1982-84=100), the
cost-of-living formula in Section 4.C will be recalculated
to provide the same cost-of-living adjustment that would
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have been granted under the formula using the CPI-W
(1967 = 100).
Section 5. Granting Step Increases
The Employer will continue the program on granting step in-
creases for the duration of this Agreement.
Section 6. Protected Salary Rates

A. The Employer shall continue the current salary rate
protection program for the duration of this Agreement.

B. Employees who qualify for “saved grade” will receive
“saved grade” for an indefinite period of time subject to
the conditions contained in Article 4, Section 3, and Ar-
ticle 40, Section 5.
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ARTICLE 10
LEAVE

Section 1. Funding Leave Program

The Employer shall continue funding the leave program so as to
continue the current leave earning level for the duration of this
Agreement.

Section 2. Leave Regulations

The leave regulations in Subchapter 510 of the Employee and
Labor Relations Manual, insofar as such regulations establish
wages, hours and working conditions of employees covered by
this Agreement, shall remain in effect for the life of this Agree-
ment unless such regulations are changed under the provisions
of the National Agreement between the U.S. Postal Service and
the American Postal Workers Union.

(See Memos, pages 113, 114, 116, 118, and 119)

Section 3. Choice Vacation Period

A. ltis agreed to establish a nationwide program for vaca-
tion planning for employees in the regular workforce with
emphasis upon the choice vacation period(s) or varia-
tions thereof.

B. Care shall be exercised to assure that no employees are
required to forfeit any part of their annual leave.

C. The parties agree that the duration of the choice vacation
period shall be determined pursuant to Article 30.

D. Annual leave shall be granted as follows:

(1) Employees who earn thirteen (13) days annual
leave per year shall be granted up to ten (10) days
of continuous annual leave during the choice per-
iod. The number of days of annual leave, not to ex-
ceed ten (10), shall be at the option of the em-
ployee.

(2) Employees who earn twenty (20) or twenty-six (26)
days annual leave per year shall be granted up to
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fifteen (15) days of continuous annual leave during
the choice period. The number of days of annual
leave, not to exceed fifteen (15), shall be at the op-
tion of the employee.

(3) The subject of whether employees may at their op-
tion request two (2) selections during the choice pe-
riod(s), in units of either five (5) or ten (10) working
days, the total not to exceed the ten (10) or fifteen
(15) days above, may be determined pursuant to lo-
cal implementation procedures.

(4) The remainder of the employee’s annual leave may
be granted at other times during the year, as re-
guested by the employee.

. The vacation period shall start on the first day of the em-
ployee’s basic work week. Exceptions may be granted by
agreement among the employee, the employee’s Union
representative and the Employer.

An employee who is called for jury duty during a sched-
uled choice vacation period or who attends a National,
State, or Regional Union Convention during the choice
vacation period is eligible for another available period
provided this does not deprive any other employee of a
first choice for scheduled vacation.

. Holidays and non-scheduled days that are included in
the service week of a vacation period are intended to be
included in the approved period.

. Jury duty or attendance at a National Convention will not
reduce the number of vacation slots if the employee or
the Union gives notice to the Employer prior to the begin-
ning of the choice vacation period. If notice of jury duty or
attendance at a National Convention occurs during the
choice vacation period, the number of vacation slots will
not be affected unless necessitated by operational re-
quirements.
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Section 4. Vacation Planning

The following general rules shall be observed in implementing
the vacation planning program:

A.

D.

The Employer shall, no later than November 1, publicize
on bulletin boards and by other appropriate means the
beginning date of the new leave year, which shall begin
with the first day of the first full pay period of the calendar
year.

. The Management Designee in each Center shall meet

with the representative(s) of the Union to review local
service needs as soon after January 1 as practical. The
Management Designee shall then:

(1) Determine the amount of annual leave accrued to
each employee’s credit including that for the current
year and the amount the employee expects to take
in the current year.

(2) Determine a final date for submission of applica-
tions for vacation period(s) of the employee'’s
choice during the choice vacation period(s).

(3) Provide official notice to each employee of the per-
sonal vacation schedule approved.

. A procedure in each Center for submission of applica-

tions for annual leave for periods other than the choice
period may be established pursuant to the implementa-
tion procedure above.

All advance commitments for granting annual leave must
be honored except in serious emergency situations.

Section 5. Sick Leave

The Employer agrees to continue the administration of the pres-
ent sick leave program, which shall include the following specific

items:
A.

Credit employees with sick leave as earned.
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B. Charge to annual leave or leave without pay (at the em-
ployees’ option) an approved absence for which em-
ployees have insufficient sick leave.

C. Employees becoming ill while on annual leave may have
leave charged to sick leave upon request.

D. For periods of absence of three (3) days or less, a super-
visor may accept an employee’s certification as reason
for an absence.

Section 6. Minimum Charge for Leave

The minimum unit charged for sick leave and annual leave for
regular workforce employees as defined in Article 7, Section 1, is
one hundredth of an hour (.01 hour).

Employees may utilize annual and sick leave in conjunction with
leave without pay, subject to the approval of the leave in accor-
dance with normal leave approval procedures. The Employer is
not obligated to approve such leave for the last hour of the em-
ployee’s scheduled workday prior to and/or the first hour of the
employee’s scheduled workday after a holiday.
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ARTICLE 11
HOLIDAYS

Section 1. Holidays Observed

The following ten (10) days shall be considered holidays for full-
time employees, hereinafter referred to in this Article as “em-
ployees”:

New Year’s Day
Martin Luther King, Jr.'s Birthday
Washington’s Birthday
Memorial Day
Independence Day
Labor Day
Columbus Day
Veterans’' Day
Thanksgiving Day
Christmas Day

Section 2. Holiday Leave Pay

A. To be eligible for holiday leave pay, employees must be
in a pay status the last hour of their scheduled workday
prior to or the first hour of their scheduled workday after
the holiday.

B. Employees shall receive holiday leave pay at their base
hourly straight time rate for a number of hours equal to
their regular daily working schedule, not to exceed eight
(8) hours.

C. Holiday leave pay is in lieu of other paid leave to which
an employee might otherwise be entitled on the em-
ployee’s holiday.

Section 3. Holiday Work Pay

A. Employees who are required to work on a holiday other
than Christmas shall be paid the base hourly straight
time rate for each hour worked up to eight (8) hours in
addition to the holiday leave pay to which they are en-
titled as above described.
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B. Employees required to work on Christmas shall be paid
one and one-half (1 1/2) times the base hourly straight
time rate for each hour worked in addition to the holiday
leave pay to which they are entitled as above described.

Section 4. Holiday on Non-Work Day

A. When a holiday falls on Sunday, the following Monday
will be observed as the holiday. When a holiday falls on
Saturday, the preceding Friday shall be observed as the
holiday.

B. When an employee’s non-scheduled workday falls on a
day observed as a holiday, the employee’s scheduled
workday preceding the holiday shall be designated as
that employee’s holiday.

Section 5. Holiday Schedule

The Employer will determine the number and categories of em-
ployees needed for holiday work and a schedule shall be posted
as of the Tuesday preceding the service week in which the holi-
day falls. As many full-time employees as can be spared will be
excused from duty on a holiday or day designated as their holi-
day. Such employees will not be required to work on a holiday or
day designated as their holiday unless all casuals and part-time
employees are utilized to the maximum extent possible, even if
the payment of overtime is required, and unless all full-time em-
ployees with the needed skills who wish to work on the holiday
have been afforded an opportunity to do so. However, certain
employees may be assigned overtime by the Employer in order
to continue working on their particular project or assignment
(e.g., a computer program, a systems development), notwith-
standing the above. An employee scheduled to work on a holi-
day who does not work shall not receive holiday leave pay, un-
less such absence is based on an extreme emergency situation
and is excused by the Employer.
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Section 6. Holiday Part-Time Flexible Employees

Part-time flexible employees shall not receive holiday leave pay
as such. They shall be compensated for the ten (10) holidays by
basing their regular straight time hourly rate on their annual rate
divided by 2000 hours. For work performed on December 25,
part-time flexible employees shall be paid in addition to their reg-
ular straight time hourly rate, one-half (1/2) times their regular
straight time hourly rate for each hour worked up to eight (8)
hours.
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ARTICLE 12
PROBATIONARY PERIOD

Section 1. Probationary Period

The probationary period for a new employee shall be one
hundred and eighty (180) calendar days. If an employee has al-
ready successfully completed a probationary period in another
postal organization, the employee shall not be required to serve
a new probationary period. The Employer shall have the right to
separate from its employ any probationary employee at any time
during the probationary period and these probationary em-
ployees shall not be permitted access to the grievance proce-
dure in relation thereto.

Section 2. Falsification of Application

The parties recognize that the failure of the Employer to discover
a falsification in an employee’s employment application prior to
the expiration of the employee’s probationary period shall not
bar the use of such falsification as a reason for discharge.

Section 3. Computation of Seniority

When employees complete the probationary period, their senior-
ity will be computed in accordance with this Agreement as of
their initial day of full-time or part-time employment.

Section 4. Separation During Probationary Period

An employee separated from the bargaining unit for more than
one (1) year for any reason who is rehired, shall serve a new
probationary period. An employee separated from the bargain-
ing unit for any reason who is rehired within one (1) year of sepa-
ration, shall serve a new probationary period of 90 days. If the
employee’s separation was due to disability, seniority shall be
established in accordance with Article 37, Seniority, if applicable.
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ARTICLE 13
ASSIGNMENT OF ILL OR INJURED
REGULAR WORK FORCE EMPLOYEES

Section 1. Light Duty

The U.S. Postal Service and the Union, recognizing their re-
sponsibility to aid and assist deserving full-time and part-time
employees who through illness or injury are unable to perform
their regularly assigned duties agree to the following provisions
and conditions for reassignment to temporary or permanent light
duty or other assignments. It will be the responsibility of the Man-
agement Designee in each Center to implement the provisions
of this Agreement within that Center. It is understood that the
provisions of this Agreement and any local agreements are sub-
ject to the obligations and responsibilities imposed by the Feder-
al Employees’ Compensation Act and its implementing regula-
tions. Recognizing the mutual obligation to be fully responsive to
the requirements of the Federal Employees’ Compensation Act,
the parties will cooperate in making every effort to insure that
employees with job related illnesses or injuries are returned to
duty subject to their medical restrictions.

A. Temporary Assignments.

Any full-time or part-time employee recuperating from a
serious illness or injury and temporarily unable to per-
form the assigned duties may voluntarily submit a written
request to the Management Designee in each Center for
temporary reassignment to a light duty or other assign-
ment. The request shall be supported by a medical state-
ment from a licensed physician or a written statement
from a licensed chiropractor stating, when possible, the
anticipated duration of the convalescence period. Such
employee agrees to submit to a further examination by a
physician designated by the Management Designee, if
that official shall so require. Eligible employees may be
assigned any combination of duties for which they are
qualified so long as such assignment does not adversely
affect employees in full-time assignments.
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B. Permanent Reassignment.

Any ill or injured full-time or part-time employee having a
minimum of five years postal service or any full-time or
part-time employee who sustained injury on duty, regard-
less of years of service, while performing assigned du-
ties can submit a voluntary request for permanent reas-
signment to light duty or other assignment to the
Management Designee in each Center if the employee is
permanently unable to perform all or part of the assigned
duties. The request shall be accompanied by a medical
certificate from a physician designated by the Manage-
ment Designee giving full evidence of the physical condi-
tion of the employee, the need for reassignment, and the
ability of the employee to perform other duties. A certifi-
cate from the employee’s personal physician will not be
acceptable.

C. Higher Level.

When the Management Designee in each Center can
only make a light duty assignment to a higher level posi-
tion, the employee on light duty will continue to be paid at
the regular rate of pay unless the employee performs dis-
tinguishing, disparate or core duty elements of the higher
level position.

Section 2. Consideration of Requests

Management Designees in each Center shall show the greatest
consideration for a full-time or part-time employee requiring light
duty or other assignments, after consultation with a Union repre-
sentative, giving each request careful consideration and re-
assign such employee to the extent possible in the Center. When
a request is refused, the Management Designee shall notify the
concerned employee in writing, stating the reasons for the inabil-
ity to reassign the employee.

Section 3. Resolution of Disagreements

In the event of conflicting findings on the employee’s physical ca-
pabilities by the employee’s physician and the physician se-
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lected by the Employer in cases not arising out of an occupation-
al iliness or injury, the Union may request the opinion of a third
physician. The third physician shall be selected from a list sup-
plied by the local Medical Society of three (3) Board Certified
Specialists in the medical field for the condition in question. The
Employer and the Union will each strike one name from the list.
The Employer will supply the selected physician with all relevant
facts including the job descriptions and occupational physical re-
quirements of the employee’s current position as well as any
available job under consideration. The third physician’s deter-
mination will be final as to the employee’s medical condition and
occupational limitations. The costs of the services of the third
physician shall be shared by the Union and the Employer.
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ARTICLE 14
SAFETY AND HEALTH

Section 1. Responsibilities

It is the responsibility of management to provide safe working
conditions in all present and future installations and to develop a
safe working force. The Union will cooperate with and assist
management to live up to this responsibility. The Employer
agrees to give appropriate consideration to human factors in the
design and development of automated systems.

Section 2. Cooperation

The Employer and the Union insist on the observance of safe
rules and safe procedures by employees and insist on correction
of unsafe conditions. Mechanization, vehicles and equipment
and the work place must be maintained in a safe and sanitary
condition, including adequate occupational health and environ-
mental conditions. The Employer shall make available at each
installation forms to be used by employees in reporting unsafe
and unhealthful conditions. If employees believe they are being
required to work under unsafe conditions, they may: a) notify the
supervisor who will immediately investigate the condition and
take corrective action if necessary; b) file a grievance if no cor-
rective action is taken during the tour; and/or c) make a written
report to the Labor-Management Committee which may discuss
the report with such employee’s supervisor.

Any grievance which has as its subject a safety or health issue
directly affecting an employee(s) which is subsequently properly
appealed to arbitration in accordance with the provisions of Ar-
ticle 15 may be placed at the head of the appropriate arbitration
docket at the request of the Union.

Section 3. Implementation

To assist in the positive implementation of the program:

A. There shall be established at the Employer’s Headquar-
ters level a Joint Labor-Management Safety Committee.
Representation on the Committee shall include one per-
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son from the Union and one from the Employer. Either
party will have the right to be accompanied to any Com-
mittee meeting by no more than two technical advisers.
The Employer’s representative will be designated as the
Chairman.

The Union representative may be designated as a coor-
dinator who, in conjunction with the Chairman, shall
schedule the meetings, and recommend priorities on
new agenda items. In addition, the coordinator may as-
sist the Chairman in conducting the activities of the Com-
mittee.

. The Headquarters level Committee will meet quarterly
and the Employer and Union representatives will ex-
change proposed agenda items two weeks before the
scheduled meetings. If problems or items of significant,
national nature arise between scheduled quarterly meet-
ings, either party may request a special meeting of the
Committee.

The responsibility of the Committee will be to evaluate
and make recommendations on all aspects of the Em-
ployer's Safety Program to include program adequacy,
implementation at the local level, and studies being con-
ducted for improving the work environment.

. The Employer will make Health Service available for the
treatment of job related injury or illness where it deter-
mines they are needed. The Health Service will be avail-
able from any of the following sources: Government or
public medical sources within the area; independent or
private medical facilities or services that can be con-
tracted for; or in the event funds, spaces, and personnel
are available for such purposes, they may be staffed at
the installation. The Employer will promulgate appropri-
ate regulations which comply with applicable regulations
of the Office of Workers’ Compensation, including em-
ployee choice of health services.
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D. The Employer will comply with Section 19 of the Wil-
liams-Steiger Occupational Safety and Health Act.

E. Matters related to the implementation of this Article shall
be appropriate matters for discussion by the Labor-Man-
agement Committees established by Article 17 of this
Agreement. However, individual grievances concerning
safety or health shall not be made the subject of discus-
sion during local Labor-Management Committee meet-
ings.

Section 4. Local Committee Responsibility

A. The Committee shall review the progress in accident pre-
vention and health at the Centers; determine program
areas which should have increased emphasis; and it
may investigate major accidents which result in disabling
injuries. ltems properly relating to employee safety and
health shall be considered appropriate discussion items.

B. The Committee shall at its discretion render reports to
the Management Designee in each Center and may at its
discretion make recommendations for action on matters
concerning safety and health. Any member of the Com-
mittee may also submit a written report to the Headquar-
ters Safety and Health Committee in the event the Com-
mittee’s recommendations are not implemented.

C. Upon proper written request to the Chair of the Commit-
tee, on-the-spot inspection of particular troublesome
areas may be made by individual Committee members
or a Subcommittee or the Committee as a whole. Such
request shall not be unreasonably denied. When so ap-
proved, the Committee members shall be on official time
while making such inspection.

D. An appointed member of a local committee will receive
an orientation by the Employer which will include:

(1) Responsibilities of the Committee and its members.
(2) Basic elements of the Safety and Health Program.
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(3) lIdentification of hazards and unsafe practices.

(4) Explanation of reports and statistics reviewed and
analyzed by the Committee.

E. Where an investigation board is appointed by the Em-
ployer to investigate a fatal or serious industrial non-
criminal accident and/or injury, the local union at the
Center will be promptly advised. When requested by the
local union, a representative from the local safety and
health committee will be permitted to accompany the
board in its investigation.
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ARTICLE 15
GRIEVANCE-ARBITRATION PROCEDURE

Section 1. Grievance Definition

A. A grievance is defined as a dispute, difference, disagree-
ment or complaint between the parties related to wages,
hours and conditions of employment. A grievance shall
include, but is not limited to, the complaint of an em-
ployee or of the Union which involves the interpretation,
application of, or compliance with the provisions of this
Agreement or any agreement reached in accordance
with Article 30, Local Working Conditions, not in conflict
with this Agreement.

B. The parties expect that good faith observance of the prin-
ciples and procedures of this Article will result in settle-
ment or withdrawal of grievances at the lowest possible
step. The steward or Union representative shall have au-
thority to settle or withdraw the grievance in whole or in
part. The supervisor or management representative like-
wise shall have the authority to grant or settle the griev-
ance in whole or in part. Any resolutions reached at Step
1 or Step 2 shall be non-precedential unless the parties
at Step 2 specifically agree otherwise or develop an
agreement to dispose of future similar or related pro-
blems. Grievance settlements reached at any step of the
process shall be dispositive of the particular grievance.

Section 2. Grievance Procedure
A. Step 1l

The employee must discuss a grievance with the imme-
diate supervisor within fourteen (14) days of when the
employee or Union has learned or may reasonably have
been expected to have learned of its cause. The em-
ployee may be accompanied by a steward or Union rep-
resentative, if desired. The supervisor shall render a de-
cision, stating reasons, within five (5) days. The Union
shall be entitled to appeal an adverse decision to Step 2
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of the grievance procedure within ten (10) days after re-
ceipt of the Employer’s decision. Such appeal shall be in
writing to the Management Designee in each Center and
shall include: (1) a detailed statement of facts; (2) con-
tentions of the grievant; (3) particular contractual provi-
sions involved; and (4) the remedy sought. The Union
may initiate a grievance at Step 1 in accordance with the
above and in such case the participation of an individual
grievant is not required. The Union may also initiate a
class grievance at Step 1 when the grievance concerns
the complaint of more than one employee in the Center.

Promotional grievances and grievances based solely
upon discrimination or sexual harassment shall bypass
Step 1 and be filed directly at Step 2. Any grievance initi-
ated at Step 2, arising out of Article 2 or Article 33 of this
Agreement, must be filed within fourteen (14) days of the
date on which the Union or the employee first learned or
may reasonably have been expected to have learned of
its cause.

. Step 2

The employee shall be represented by a steward or a
Union representative. The Management Designee in
each Center will meet with the steward or Union repre-
sentative as expeditiously as possible, but no later than
seven (7) days after receipt of the appeal.

. The parties’ representatives shall cooperate fully in the
effort to develop all necessary facts, including the ex-
change of copies of all relevant papers or documents.
The parties’ representatives may mutually agree to joint-
ly interview witnesses where desirable to assure full de-
velopment of all facts and contentions. In addition, in
cases involving discharge, either party shall have the
right to present no more than two witnesses. Such right
shall not preclude the parties from jointly agreeing to in-
terview additional witnesses.
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E. Any settlement or withdrawal of a grievance at Step 2
shall be in writing.

F. Where agreement is not reached, a decision by the Em-
ployer shall be rendered within ten (10) days after the
Step 2 meeting. Such decision shall be in writing, stating
the detailed reasons therefor. The Union shall be entitled
to appeal in writing an adverse decision to Step 3 of the
grievance procedure within ten (10) days after receipt of
the Employer’s decision. Such appeal shall be made to
the Vice President, Labor Relations and must include
copies of the Step 2 appeal and the Step 2 decision with
a copy of the Step 3 appeal being sent to the Employer’s
Step 2 representative.

G. If the Union representative believes that the facts or con-
tentions set forth in the decision are incomplete or inac-
curate, such representative should, within ten (10) days
of receipt of the Step 2 decision, transmit to the Employ-
er's representative a written statement setting forth
corrections or additions deemed necessary by the Union.
Any such statement must be included in the file as part of
the grievance record in the case. The filing of such
corrections or additions shall not affect the time limits for
appeal to Step 3.

H. Step 3

The parties shall meet at the national level within fifteen
(15) days of such appeal in an attempt to resolve the
grievance. Following this meeting, a decision by the Em-
ployer will be rendered within fifteen (15) days. Such de-
cision shall be in writing stating the reasons therefor. If
the parties are not able to resolve the grievance, the
Union shall be entitled to refer the grievance to arbitra-
tion. The National President shall be entitled to appeal a
grievance to arbitration by providing a written notice of
such appeal within thirty (30) days of receipt of the Em-
ployer’s Step 3 decision.
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The parties shall thereafter meet at the national level
within fifteen (15) days of appeal to arbitration in an at-
tempt to resolve the issues to be presented to the arbitra-
tor. In the event the parties are unable to agree upon the
issues to be presented to the arbitrator, each party shall
present proposed issues to the arbitrator.

The National President shall be entitled to appeal to ar-
bitration at the national level any changes to handbooks,
manuals or published regulations as provided for under
Article 19 of this Agreement, including newly established
bargaining unit positions.

Section 3. Grievance Procedure — General

A.

Either the Union or the Employer is entitled to bypass the
procedure provided in Step 3.

Failure by the Employer to render a decision in any of the
Steps of this procedure within the time herein provided
for (including mutually agreed to extension periods) shall
be deemed to move the grievance to the next Step of the
grievance procedure.

The failure of the aggrieved party or the Union to present
the grievance within the prescribed time limits of the
Steps of this procedure, including arbitration, shall be
considered as a waiver of the grievance. However, if the
Employer fails to raise the issue of timeliness at Step 2,
or at the step at which the employee or Union failed to
meet the prescribed time limits, whichever is later, such
objection to the processing of the grievance is waived.

It is agreed that, in the event of a dispute between the
Union and the Employer as to the interpretation of this
Agreement or involving an issue of national impact, such
dispute may be initiated as a grievance at the national
level without going through the preceding Steps.

If either party’s Step 2 representative maintains that a
grievance involves an interpretation of this Agreement or
involves an issue of national impact, that party may refer
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the grievance to Step 3 of the grievance procedure with a
detailed explanation of the issue(s) involved. If either
party’s national representative maintains that a griev-
ance involves an interpretation of this Agreement or an
issue of national impact, such grievance, absent settle-
ment or remand, shall be scheduled for national level ar-
bitration. The party which maintains that the grievance
involves an interpretation of this Agreement or an issue
of national impact must provide written notification to the
other party, stating the interpretive question or the issue
of national impact to be resolved. Such notification must
be presented in writing to the other party no later than
thirty (30) days prior to any scheduled arbitration date,
otherwise the right to have the grievance heard in nation-
al level arbitration shall be waived.

Section 4. Arbitration

A. Each party shall select one permanent arbitrator for each
Center to decide all cases except those set forth in Sec-
tion 3.D above. Each arbitrator shall be selected from a
list of regular panel arbitrators being used by the U.S.
Postal Service and the craft unions under the National
Agreement.

B. These arbitrators shall serve for the life of this Agree-
ment unless otherwise agreed by the parties. In the
event that any such arbitrator is unavailable or otherwise
unable to perform the duties, an alternate shall be se-
lected by the same procedure to serve on an ad hoc ba-
sis.

C. The parties shall also select one arbitrator by the alter-
nate striking of names from a list of five (5) names of arbi-
trators being used by the U.S. Postal Service and the
craft union under the National Agreement who shall
serve as a permanent arbitrator to hear interpretive is-
sues and issues of national impact for the life of this
Agreement. The parties shall also select one arbitrator
by the same procedure to act as an alternate in case the
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permanent arbitrator is unavailable or otherwise unable
to perform the duties.

. The arbitrator’s decision will be final and binding. The ar-
bitrator, if possible, shall render the award within thirty
(30) days of the date of the hearing. All decisions of the
arbitrator shall be limited to the terms and provisions of
this Agreement, and in no event may the terms and pro-
visions of this Agreement be altered, amended or modi-
fied by the arbitrator. All costs, fees and expenses
charged by the arbitrator will be shared equally by the
parties.

(See Memo, page 122)

. Arbitration hearings shall be held during working hours.
Employee witnesses shall be on Employer time when ap-
pearing at the hearing, provided the time spent as a wit-
ness is part of the employee’s regular working hours.
The Employer will permit one (1) change of work sched-
ule per case scheduled for arbitration for either the griev-
ant or a witness provided notice is given to his or her im-
mediate supervisor at least two (2) days prior to the
scheduled arbitration hearing.
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ARTICLE 16
DISCIPLINE PROCEDURE

Section 1. Basic Principles of Discipline

A. Administration. In the administration of this Article, a ba-
sic principle shall be that discipline should be corrective
in nature, rather than punitive. No employee may be dis-
ciplined or discharged except for just cause such as, but
not limited to, insubordination, pilferage, intoxication
(drugs or alcohol), incompetence, failure to perform work
as requested, violation of the terms of this Agreement, or
failure to observe safety rules and regulations. Any such
discipline or discharge shall be subject to the grievance-
arbitration procedure (Section 2.) provided for in this
Agreement, which could result in reinstatement and resti-
tution, including back pay.

(See Memo, page 120)

B. Discussions. If, in the judgment of management, an em-
ployee’s action is unsatisfactory but may be susceptible
to correction short of formal discipline, management
shall have the responsibility of discussing the alleged
shortcomings with the employee. Such discussions shall
be held in private, shall not be considered disciplinary,
are not grievable, and shall not, therefore, be cited as an
element of past record in any subsequent disciplinary ac-
tion.

Section 2. Counseling

For a minor offense, counseling in private shall be the method of
dealing with that offense. Counseling is a private matter between
the supervisor and the employee. The supervisor and the em-
ployee shall sign and date a written statement which acknowl-
edges the counseling and the reason(s) therefor.
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Section 3. Letter of Warning

A letter of warning is a disciplinary notice in writing, identified as
an official disciplinary letter of warning, which shall include an
explanation of a deficiency or misconduct to be corrected.

Section 4. Suspensions of 14 Days or Less

In the case of discipline involving suspensions of fourteen (14)
days or less, the employee against whom disciplinary action is
sought to be initiated shall be served with a written notice of the
charges against the employee and shall be further informed that
he/she will be suspended after ten (10) calendar days during
which ten-day period the employee shall remain on the job or on
the clock (in pay status) at the option of the Employer. However,
if a timely grievance is initiated, the effective date of the
suspension will be delayed until disposition of the griev-
ance, either by settlement or an arbitrator’s final and bind-
ing decision. The employee shall remain on the job or on the
clock (in pay status) at the option of the Employer.

Section 5. Suspensions of More Than 14 Days or
Discharge

In the case of suspensions of more than fourteen (14) days, or of
discharge, any employee shall, unless otherwise provided here-
in, be entitled to an advance written notice of the charges against
the employee and shall remain either on the job or on the clock
at the option of the Employer for a period of thirty (30) days.
Thereafter, the employee shall remain on the rolls (non-pay sta-
tus) until disposition of the case has been had either by settle-
ment with the Union or through exhaustion of the grievance-ar-
bitration procedure. A preference eligible who chooses to appeal
a suspension of more than fourteen (14) days or a discharge to
the Merit Systems Protection Board 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 the Merit Systems Protec-
tion Board appeal. When there is reasonable cause to believe an
employee guilty of a crime for which a sentence of imprisonment
can be imposed, the Employer is not required to give the em-
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ployee the full thirty (30) days advance written notice in a dis-
charge action, but shall give such lesser number of days ad-
vance written notice as under the circumstances is reasonable
and can be justified. The employee is immediately removed from
a pay status at the end of the notice period.

Section 6. Emergency Procedure

An employee may be immediately placed on an off-duty status
(without pay) by the Employer, but remain on the rolls where the
allegation involves intoxication (use of drugs or alcohol), pilfer-
age, or failure to observe safety rules and regulations, or in
cases where retaining the employee on duty may result in dam-
age to U.S. Postal Service property, loss of mail or funds, or
where the employee may be injurious to self or others. The em-
ployee shall remain on the rolls (non-pay status) until disposition
of the case has been had. If it is proposed to suspend such an
employee for more than fourteen (14) days or discharge the em-
ployee, the emergency action taken under this Section may be
made the subject of a separate grievance.

Section 7. Veterans’ Preference

A. A preference eligible is not hereunder deprived of what-
ever rights of appeal such employee may have under the
Veterans’ Preference Act; however, if the employee initi-
ates an appeal under the Veterans’ Preference Act, the
employee will be deemed to have waived further access
to the grievance-arbitration procedure beyond Step 3 un-
der any of the following circumstances:

(1) If an MSPB settlement agreement is reached.

(2) If the MSPB has not yet issued a decision on the
merits, but a hearing on the merits before the MSPB
has begun.

(3) If the MSPB issues a decision on the merits of the
appeal.

B. In the event the grievance of a preference eligible is due
to be scheduled in accordance with Article 15, Section 4,
and the preference eligible has a live MSPB appeal on
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the same action, the parties will not schedule the griev-
ance for arbitration until a final determination is reached
in the MSPB procedure. If the grievance is not waived
under Section 7.A 1, 2 or 3 above, the case will be
scheduled promptly for arbitration. Should the grievance
ultimately be sustained or modified in arbitration, the
preference eligible employee will have no entitlement to
backpay under the National Agreement for the period
from the date the case would have been scheduled for
arbitration and the date it is actually scheduled for ar-
bitration.

Section 8. Review of Discipline

In no case may a supervisor impose suspension or discharge
upon an employee unless the proposed disciplinary action by the
supervisor has first been reviewed and concurred in by the Man-
agement Designee.

Section 9. Employee Discipline Records

A. The records of a disciplinary action against an employee
shall not be considered in any subsequent disciplinary
action if there has been no disciplinary action initiated
against the employee for a period of two years.

B. Upon the employee’s written request, any disciplinary
notice or decision letter will be removed from the em-
ployee’s official personnel folder after two years if there
has been no disciplinary action initiated against the em-
ployee in that two-year period.

Section 10. Indefinite Suspension--Crime Situation

A. The Employer may indefinitely suspend an employee in
those cases where the Employer has reasonable cause
to believe an employee is guilty of a crime for which a
sentence of imprisonment can be imposed. In such
cases, the Employer is not required to give the employee
the full thirty (30) days advance notice of indefinite sus-
pension, but shall give such lesser number of days of
advance written notice as under the circumstances is
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reasonable and can be justified. The employee is imme-
diately removed from a pay status at the end of the notice
period.

. The just cause of an indefinite suspension is grievable.
The arbitrator shall have the authority to reinstate and
make the employee whole for the entire period of the in-
definite suspension.

. If after further investigation or after resolution of the crim-
inal charges against the employee, the Employer deter-
mines to return the employee to a pay status, the em-
ployee shall be entitled to back pay for the period that the
indefinite suspension exceeded seventy (70) days, if the
employee was otherwise available for duty, and without
prejudice to any grievance filed under B. above.

. The Employer may take action to discharge an employee
during the period of an indefinite suspension whether or
not the criminal charges have been resolved, and wheth-
er or not such charges have been resolved in favor of the
employee. Such action must be for just cause, and is
subject to the requirements of Section 5 of this Article.
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ARTICLE 17
REPRESENTATION

Section 1. Stewards

Stewards will be designated by the Union for the purpose of in-
vestigating, presenting and adjusting grievances.

Section 2. Appointment of Stewards

A. The Union will certify to the Employer in writing a steward
or stewards, and an alternate steward or stewards, in ac-
cordance with the following general guidelines. When
more than one steward is appointed, one of the stewards
shall be designated by the Union as the chief steward for
that particular Center. An alternate steward will be ap-
pointed for each steward to serve when the latter stew-
ard is not available to perform the duties of the steward in
the Center. The selection and appointment of chief stew-
ards, stewards and alternate stewards is the sole and ex-
clusive function of the Union. A steward or stewards may
be designated by the Union to represent more than one
facility within the jurisdiction of the same Center; howev-
er, such steward or stewards would not be in addition to
the below described formula of stewards per employees.

B. The Union will designate one (1) steward for the first for-
ty-nine (49) employees or part thereof, per tour, per Ser-
vice Center at each Center. The Union will certify which
employees within the Service Center each steward will
exclusively represent if there are more than forty-nine
(49) employees in the Service Center. Where there are
fifty (50) or more employees on any tour, per Service
Center in a Center, the Union may elect to appoint an
additional steward for each additional fifty (50) em-
ployees or any portion of a multiple of fifty (50) em-
ployees per tour per Service Center per Center.

C. At the option of the Union, representatives not on the
Employer’s payroll shall be entitled to perform the func-
tions of a steward or chief steward, provided such repre-
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sentatives are certified in writing to the Employer at the
Headquarters level.

D. A steward may not process a grievance concerning high-
er level pay, overtime or a promotion action if the steward
may be personally affected by the outcome.

E. At each Center, the Union may designate in writing to the
Employer at least 3 duty days in advance of the filing of
the grievance at Step 1, one Union officer actively
employed at that Center to act as a steward to investi-
gate, present and adjust a specific grievance or to inves-
tigate a specific problem to determine whether to file a
grievance. The activities of such Union officer shall be in
lieu of a steward designated under the formula in Section
2.B and shall be in accordance with Section 3, Rights of
Stewards. Payment shall be in accordance with Section
5.

Section 3. Rights of Stewards

A. When it is necessary for a steward to leave his/her work
area to investigate and adjust grievances, the steward
shall request permission from the immediate supervisor
and such request shall not be unreasonably denied. In
the event the steward’s duties require leaving the work
area and entering another work area within the Center,
the steward must also receive permission from the su-
pervisor of such other area. Such request shall not be
unreasonably denied.

B. The steward or chief steward may request and shall ob-
tain access, through the appropriate supervisor, to re-
view the documents, files and other records necessary
for investigating or processing a grievance or determin-
ing if a grievance exists, and shall have the right to inter-
view the aggrieved employee, supervisors and wit-
nesses during working hours. Such request shall not be
unreasonably denied.

C. While serving as a steward or chief steward, an em-
ployee may not be involuntarily transferred to another
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tour or facility within the Center or to another Center un-
less there is no job for which the employee is qualified on
the employee’s tour, facility or Center.

D. If an employee requests a steward or Union representa-
tive to be present during the course of an interrogation by
the Inspection Service, such request will be granted. All
polygraph tests will continue to be on a voluntary basis.

Section 4. Employee Request for Union Representation

No employee shall be required to take part in an investigatory
interview where the employee has reasonable grounds to be-
lieve that the matter to be discussed may result in the employee
being subject to disciplinary action and the employee’s request
for Union representation at the interview is denied.

Section 5. Payment of Stewards

The Employer will authorize payment under the following condi-
tions:

A. Grievances. The aggrieved employee will be compen-
sated at the applicable straight time rate for time actually
spent processing Step 1 and Step 2 grievances, includ-
ing meetings with the Employer, provided that such time
is during the regular workday of the employee. There will
be no compensation for time so spent if it is outside the
regular workday of the employee.

B. The Union steward (only as permitted under the formula
in Section 2.B) who is representing the aggrieved em-
ployee will be compensated at the applicable straight
time rate for time actually spent at Step 1 and Step 2
grievance meetings as well as for time actually spent in
grievance handling, including investigation, meetings
with the Employer and time reasonably necessary to
write a grievance, provided that the time so spent is a
part of the steward’s regular workday. There will be no
compensation for time so spent if it is outside the stew-
ard’s regular workday.
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C. Meetings. The Employer may require a steward to at-
tend meetings called by the Employer for information ex-
change and other conditions designated by the Employer
concerning contract application. Employer authorized
payment will be granted at the applicable straight time
rate, provided the time spent is part of the steward’s (only
as permitted under the formula in Section 2.B) regular
workday.

Section 6. Labor-Management Committees
A. National

There will be established a National Labor-Management
Committee consisting of four members, two selected by
the Employer and two selected by the Union. The Chair-
man of the National Labor-Management Committee will
be either the appropriate Vice President or other desig-
nee. This Committee will meet quarterly or as deemed
necessary by the Employer or the Union for the purpose
of discussing, exploring, and considering policy matters
of substantial national concern to the parties relative to
the bargaining units, provided neither party shall attempt
to change, add to, or vary the terms of this Agreement.

B. Local

Additionally, there will be established at each Center, a
local Labor-Management Committee consisting of mem-
bers, selected by the Employer and selected by the Uni-
on. The Chairman of the local Labor-Management Com-
mittee will be the Management Designee. This local
Committee will meet at least quarterly or at such other
times as the parties may agree for the purpose of dis-
cussing, exploring, and considering matters of mutual
concern to the parties. The date and time of the meetings
shall be determined mutually by the Employer and the
Union and each party shall furnish to the other a brief de-
scription of each subject which it intends to discuss at
such meeting and a list of attendees at least one (1) ser-
vice week in advance. The Employer will compensate
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one designated representative from the Union for actual
time spent in the meeting at the applicable straight time
rate, providing the time spent in such meetings is a part
of the employee’s regularly scheduled workday.

Section 7. Introduction of Employees

A Union representative shall be given ample opportunity for a
meeting with new bargaining unit employees on their tour within
the Center within the first two weeks of their assignment.

Health benefit enroliment information and forms will not be pro-
vided during new employee orientation until such time as a rep-
resentative of the Union has had an opportunity to address such
new employees.

Section 8. Checkoff

A.

In conformity with Section 2 of the Act, 39 U.S.C. 1205,
without cost to the Union, the Employer shall deduct and
remit to the Union, the regular and periodic Union dues
on a biweekly basis from the pay of employees as
instructed in writing by the Union and the employee,
which written assignment by the employee shall be irre-
vocable for a period of not more than one (1) year. The
parties agree that the Union will have sole responsibility
for and control over dues withholding and revocation.
The Union must provide the Postal Service with withhold-
ing and revocation information in a format and within time
periods acceptable to the Postal Service. The Employer
agrees to remit to the Union all deductions to which it is
entitled fourteen (14) days after the end of the pay period
for which such deductions are made. Deductions shall be
in such amounts as are designated to the Employer in
writing by the Union.

The authorization of such deductions shall be made in
accordance with the terms of Standard Form 1187. Re-
vocation of authorization shall be made in accordance
with the terms of Standard Form 1188.
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C. Notwithstanding the foregoing, employee’s dues deduc-
tion authorizations (Standard Form 1187) which are
presently on file with the Employer on behalf of the
Union, shall continue to be honored and given full force
and effect by the Employer unless and until revoked in
accordance with their terms.

D. The Union shall defend, indemnify, save and hold the
Postal Service harmless from any and all claims, respon-
sibility, damage, suit, demand, grievance or other liability
(including attorney’s fees incurred by the Postal Service),
which may arise out of any actions taken by the Postal
Service required by the terms of this Article or in reliance
upon instructions provided by the Union in connection
with the Union’s operation and control over said dues
withholding and revocation.

E. The Employer agrees that it will continue in effect, but
without cost to employees, its existing program of payroll
deductions at the request and on behalf of employees for
remittance to financial institutions including credit unions.
In addition, the Employer agrees without cost to the em-
ployee to make payroll deductions on behalf of such or-
ganization the Union shall designate to receive funds to
provide group automobile insurance for employees and/
or homeowners/tenant liability insurance for employees,
provided only one such insurance carrier is selected to
provide such coverage.

NOTE

The parties furthered agreed that Section 920 of the Employee
and Labor Relations Manual (ELM) must be revised to reflect the
changes to Article 17 agreed to in these 1995 negotiations. Fur-
thermore, the parties agree that a one hundred and twenty (120)
day implementation period will be required to make data proc-
essing system revisions which are necessary for the new dues
withholding procedure.
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ARTICLE 18
NO STRIKE
Section 1. No Strike
The Union on behalf of its members agrees that it will not call or
sanction a strike or work slowdown.
Section 2. Reasonable Action

The Union or its local Unions will take reasonable action to avoid
such activity and where such activity occurs, immediately inform
striking employees that they are in violation of this Agreement
and order said employees back to work.

Section 3. Liability

It is agreed that the Union or its local Unions which comply with
the requirements of this Article shall not be liable for the unau-
thorized action of their members or other postal employees.
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ARTICLE 19
HANDBOOKS AND MANUALS

Section 1. Agreement Consistency

Those parts of all handbooks, manuals and published regula-
tions of the Postal Service, which directly relate to wages, hours
or working conditions, as they apply to employees covered by
this Agreement, shall contain nothing that conflicts with this
Agreement, and shall be continued in effect except that the Em-
ployer shall have the right to make changes that are not incon-
sistent with this Agreement and that are fair, reasonable, and
equitable. This includes, but is not limited to, the Handbook
EL-303.

Section 2. Proposed Changes

Notice of such proposed changes which directly relate to wages,
hours, or working conditions will be furnished to the Union at the
national level at least sixty (60) days prior to issuance. At the re-
guest of the Union, the parties shall meet concerning such chan-
ges. If the Union, after the meeting, believes that the proposed
changes violate this Agreement (including this Article), it may
then submit the issue to national level arbitration in accordance
with the grievance-arbitration procedure within sixty (60) days
after receipt of the notice of the proposed change. Copies of
those parts of all new handbooks, manuals and regulations that
directly relate to wages, hours or working conditions, as they ap-
ply to employees covered by this Agreement, shall be furnished
the Union upon issuance.
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ARTICLE 20
PARKING

Section 1. Parking Program

The existing parking program will remain in effect. Management
will continue to consider improving the parking program. Recog-
nizing the need for adequate security for employees in parking
areas, and while enroute to and from parking areas, the Employ-
er will take reasonable steps, based on the specific needs of the
individual location, to safeguard employee security, including,
but not limited to, establishing liaison with local police authori-
ties, requesting the assignment of additional uniformed police in
the area, improving lighting and fencing, and where available,
utilizing mobile security force patrols.

Section 2. Local Discussions

Parking is a proper subject for discussion at local Labor-Man-
agement Committee meetings. The location of new, additional,
or improved parking facilities; the number of parking spaces; se-
curity and lighting in the parking areas as well as similar subjects
are proper agenda items for such meetings. The local Labor-
Management Committee may make recommendations to the
Management Designee in each Center concerning such sub-
jects.
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ARTICLE 21
BENEFIT PLANS

Section 1. Health Benefits

The method for determining the Employer bi-weekly con-
tributions to the cost of employee health insurance pro-
grams under the Federal Employees Health Benefits Pro-
gram (FEHBP) will be as follows:

A. The Office of Personnel Management shall calculate
the subscription charges under the FEHBP that will
be in effect the following January with respect to self
only enrollments and self and family enrollments.

B. The bi-weekly Employer contribution for self only
and self and family plans is adjusted to an amount
equal to 85% of the weighted average bi-weekly pre-
miums under the FEHBP as determined by the Office
of Personnel Management. The adjustment begins
on the effective date determined by the Office of Per-
sonnel Management in January 2001 and January
2002.

C. The weight to be given to a particular subscription
charge for each FEHB plan and option will be based
on the number of enrollees in each such plan and op-
tion for whom contributions have been received
from employers covered by the FEHBP as deter-
mined by the Office of Personnel Management.

D. The amount necessary to pay the total charge for enroll-
ment after the Employer’s contribution is deducted shall
be withheld from the pay of each enrolled employee. To
the extent permitted by law, the Employer shall permit
employees covered by this Agreement to make their pre-
mium contributions to the cost of each plan on a pre-tax
basis, and shall extend eligibility to such employees for
the U.S. Postal Service’s flexible spending account plans
for unreimbursed health care expenses and work-related
dependent child care and elder care expenses as autho-
rized under Section 125 of the Internal Revenue Code.
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E. The limitation upon the Employer’s contribution to-
wards any individual employee shall be 88.75% of
the subscription charge under the FEHBP in 2001
and 2002.

Section 2. Life Insurance

The Employer shall maintain the current life insurance program
in effect during the term of this Agreement.

Section 3. Retirement

The provisions of Chapters 83 and 84 of Title 5 U.S. Code, and
any amendments thereto, shall continue to apply to employees
covered by this Agreement.

Section 4. Injury Compensation

Employees covered by this Agreement shall be covered by Sub-
chapter 1 of Chapter 81 of Title 5 U.S. Code, and any amend-
ments thereto, relating to compensation for work injuries The
Employer will promulgate appropriate regulations which comply
with applicable regulations of the Office of Workers’ Compensa-
tion Programs and any amendments thereto.

Section 5. Health Benefit Brochures

When new employees who are eligible for enrollment in the Fed-
eral Employees’ Health Benefit Program enter the bargaining
unit, they shall be furnished a copy of the Health Benefit Plan
brochure of the Union signatory to this Agreement.
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ARTICLE 22
BULLETIN BOARDS

Section 1. Number of Bulletin Boards

The Employer shall furnish one (1) suitable bulletin board per
floor, for floors having 25 or more employees, in each Center for
the exclusive use of the Union.

Section 2. Posted Notices

Only suitable notices and literature may be posted or placed on
the bulletin board. There will be no posting or placement of no-
tices or literature on the bulletin boards except upon the authority
of officially designated representatives of the Union.
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ARTICLE 23
RIGHTS OF UNION OFFICIALS
TO ENTER POSTAL INSTALLATIONS

Upon reasonable notice to the Employer, duly authorized repre-
sentatives of the Union shall be permitted to enter any postal
installation, whether owned or leased, covered by this Agree-
ment for the purpose of performing and engaging in official union
duties and business related to this Agreement. There shall be no
interruption of the work of employees due to such visits and rep-
resentatives shall adhere to the established security regulations.
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ARTICLE 24
EMPLOYEES ON LEAVE WITH
REGARD TO UNION BUSINESS

Section 1. Step Increases

Employees on leave without pay to devote full-time or part-time
service to the Union shall be credited with step increases as if
they had been in a pay status. Retirement benefits will accrue on
the basis of the steps so attained, provided the employees make
contributions to the retirement fund in accordance with current
procedure. Annual and sick leave will be earned in accordance
with existing procedures based on hours worked.

Section 2. Conventions

Employees in a Center will be granted annual leave or leave
without pay at their election to attend National, State and Re-
gional Union Conventions provided that requests for leave have
been submitted by the employees to the Management Designee
as soon as practicable and provided that approval of such leave
does not seriously adversely affect the operational requirements
of the Center.

Section 3. Choice Vacation Period

If the requested leave falls within the choice vacation period and
if the request is submitted prior to the determination of the choice
vacation period schedule, it will be granted prior to making com-
mitments for vacations during the choice period, and will be con-
sidered part of the total choice vacation plan for the entire Cen-
ter, unless agreed to the contrary at the local level. Where the
specific delegates to the Union Convention have not yet been
determined, upon the request of the Union, the Employer will
make provision for leave for these delegates prior to making
commitments for vacation.

Section 4. Leave Requests

If the requested leave falls within the choice vacation period and
the request is submitted after the determination of the choice
vacation period schedule, the Employer will make every reason-
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able effort to grant such request, consistent with operational re-
quirements.
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ARTICLE 25
HIGHER LEVEL ASSIGNMENTS

Section 1. Definition

Higher level work is defined as an assignment to a ranked higher
level position or the performance of distinguishing, disparate or
core duty elements of a ranked higher level position, whether or
not such position has been authorized at the Center.

Section 2. Higher Level Pay

An employee who is detailed to higher level work shall be paid at
the higher level for time actually spent on such a job. An em-
ployee’s higher level rate shall be determined as if the employee
were promoted to the position at the minimum rate for such
promotion. An employee temporarily assigned or detailed to a
lower level position shall be paid at the employee’s authorized
regular rate of pay.

Section 3. Authorization Procedures

Any employee detailed to higher level work shall be given a writ-
ten management order, stating beginning and approximate ter-
mination, and directing the employee to perform the duties of the
higher level position. Such written order shall be accepted as au-
thorization for the higher level pay. The failure of management to
give a written order is not grounds for denial of higher level pay if
the employee was otherwise directed to perform the duties.

Section 4. Selection Procedures

Detailing of employees to higher level bargaining unit work shall
be from among those qualified and available employees with first
consideration given to employees in the function in which the
temporarily vacant higher level position exists. However, details
to higher level bargaining unit positions permanently filled on the
basis of promotion of the senior qualified employee, the senior
qualified, available employee within the functional area shall be
selected.
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In filling details to higher level positions that are expected to be in
excess of 60 days duration, management shall solicit interest
from employees and fill these details giving due consideration to
criteria such as the employees’ abilities, availability, specialized
experience and length of service in the functional assignment
area and/or Center.

This provision does not preclude the Employer from making im-
mediate higher level details for specific reasons during the solici-
tation and selection period.

Section 5. Leave

Annual or sick leave pay for employees detailed to a higher level
position will be at the higher level rate as described in Section 2
of this Article during the period of the detail. Terminal leave pay-
ments resulting from death will be paid at such higher level rate
for all employees who are assigned or detailed to higher level as-
signments on their last workday.
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ARTICLE 26
WORK CLOTHES

Section 1. Protective Clothing

One or more articles of protective clothing will be offered by the
Employer for use in the Computer Room and Delivery and Malil
Room.

Section 2. Safety Equipment

Any safety equipment required by the Postal Service or by feder-
al law or regulation applicable to the Postal Service shall be fur-
nished to the employees by the Postal Service.

65



ARTICLE 27
EMPLOYEE CLAIMS

Section 1. Claims

Subject to a $10 minimum, an employee may file a claim within
fourteen (14) days of the loss or damage and be reimbursed for
loss or damage to personal property, except for motor vehicles
and the contents thereof, taking into consideration depreciation
where the loss or damage was suffered in connection with or in-
cident to the employee’s employment while on duty or while on
postal premises. The possession of the property must have
been reasonable or proper under the circumstances and the
damage or loss must not have been caused in whole or in part by
the negligent or wrongful act of the employee. Loss or damage
will not be compensated when it resulted from normal wear and
tear associated with day-to-day living and working conditions.

Section 2. Appeals

Claims shall be documented, if possible, and submitted with rec-
ommendations by the Union steward to the Management Desig-
nee in each Center for determination. An adverse determination
may be appealed to Step 3 of the grievance-arbitration proce-
dure.

Section 3. Motor Vehicles

A. The above procedure does not apply to privately owned
motor vehicles and the contents thereof. For such
claims, employees may utilize the procedures of the Fed-
eral Tort Claims Act in accordance with Part 250 of the
Administrative Support Manual.

B. The procedures specified therein shall be the exclusive
procedure for such claims, which shall not be subject to
the grievance-arbitration procedure.

C. A tort claim may be filed on SF-95 which will be made
available by the management designee.
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ARTICLE 28
EMPLOYER CLAIMS

Section 1. Written Demand

The parties agree that continued public confidence in the Postal
Service requires the proper care and handling of the U.S.P.S.
property, postal funds, and the mails. In advance of any money
demand upon an employee for any reason, the employee must
be informed in writing and the demand must include the reasons
therefor.

Section 2. Loss or Damage of the Mails

Employees are responsible for the protection of the mails en-
trusted to them. Such employees shall not be financially liable for
any loss, rifling, damage, wrong delivery of or depredation on,
the mails unless the employees failed to exercise reasonable
care.

Section 3. Damage to U.S.P.S. Property and Vehicles

An employee shall be financially liable for any loss or damage to
property of the Employer including leased property and vehicles
only when the loss or damage was the result of the willful or de-
liberate misconduct of such employee.
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ARTICLE 29
TRAINING

Section 1. Training Assistance

The Employer shall continue to assist employees to improve
their own skills through training and self-help programs on and
off the clock as has been heretofore practiced, including oppor-
tunities for cross-training in other occupational fields. When op-
portunities for cross-training to be conducted on official time ex-
ist, notices of such opportunities will be posted on official bulletin
boards to inform interested employees.

(See Memo, page 126)

Section 2. Cross-Training

Cross-training is defined as providing an opportunity for current
employees to gain qualifications for positions for which they are
currently not qualified.

Section 3. Selection Criteria

When considering applications for cross-training, the Employer
shall select from a list of applicants, taking into account the em-
ployees’ abilities, availability, length of service in the functional
assignment area and/or Center, as well as the selection consid-
erations cited in Part 713.2c of the Employee and Labor Rela-
tions Manual.
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ARTICLE 30
LOCAL WORKING CONDITIONS

Section 1. Existing Memoranda of Understanding

Presently effective local memoranda of understanding shall con-
tinue in effect during the term of this Agreement, and until suc-
cessor memoranda are agreed upon by the parties or decided
pursuant to Section 4 of this Article.

Section 2. Local Implementation Period

There shall be a 30-day period of local implementation to com-
mence 45 days after the effective date of this Agreement. Such
implementation shall be limited to only those items listed in Sec-
tion 3 of this Article. No local negotiations nor local memoran-
dum of understanding or provisions thereof may be inconsistent
or in conflict with or vary the terms of this Agreement.

Section 3. Subjects for Local Implementation

Only the following items shall be proper subjects of local imple-
mentation:

A. The duration of the choice vacation period, which shall
not be less than 30 weeks, with the commencement date
to be determined locally.

B. Determination on a percentage basis as to the number of
employees who shall receive leave each week during the
choice vacation period.

C. Formulation of local leave program.

D. The determination of the beginning day of an employee’s
vacation period.

E. Whether employees at their option may request two
selections during the choice vacation period, in units of
either five (5) or ten (10) days.

F. Whether jury duty and attendance at National or State
Union Conventions shall be charged to the choice vaca-
tion period.
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S.

The issuance of official notices to each employee of the
vacation schedule approved for the employee.

. Determination of the date and means of notifying em-

ployees of the beginning of the new leave year.

The procedures for submission of applications for annual
leave during other than the choice vacation period.

The method of selecting employees to work on a holiday.

Whether “Overtime Desired” lists in Article 8 shall be by
functional assignment area and/or tour.

The identification of assignments comprising a functional
assignment area when it is proposed to reassign within a
Center employees excess to the needs of a functional
assignment area.

The assignment of employee parking spaces.

. The determination as to whether annual leave to attend

Union activities requested prior to determination of the
choice vacation schedule is to be part of the total choice
vacation plan.

Local implementation of this Agreement relating to se-
niority, reassignments and posting.

Guidelines for the curtailment or termination of postal op-
erations to conform to orders of local authorities or as lo-
cal conditions warrant because of emergency conditions.

The method to be used in requesting or reserving light
duty or restricted duty assignments as appropriate so
that no regularly assigned member of the regular work
force will be adversely affected.

Identification of functional assignment area(s).
Guidelines for implementation of a flextime program.

Section 4. Impasse

A.

Impasse items on any proposals covered by this Article
may be submitted to the national level for discussion
within ten (10) days of the close of the local implementa-
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tion period. Any items still remaining in dispute after the
national level discussion may be submitted to final and
binding arbitration with the written authorization of the
National President of the American Postal Workers
Union, AFL-CIO or the Vice President, Labor Relations.
The request for arbitration must be submitted within sixty
(60) days after conclusion of the 30 day local imple-
mentation period.

B. Where the Postal Service, pursuant to Section 4.A, sub-
mits a proposal remaining in dispute to 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 provision would represent an unreasonable bur-
den to the U.S. Postal Service.

Section 5. Grievances

An alleged violation of the terms of a memorandum of under-
standing shall be subject to the grievance-arbitration procedure
(Section 2.A).
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ARTICLE 31
UNION-MANAGEMENT COOPERATION

Section 1. Union Membership

The Union may, through employees employed by the Employer,
solicit employees for membership in the Union and receive
Union dues from employees in non-work areas of the Employ-
er's premises, provided such activity is carried out in a manner
which does not interfere with the orderly conduct of the Employ-
er's operation.

Section 2. Computer Tape

The Employer shall, on an accounting period basis, provide the
Union, at its national headquarters, with a computer tape con-
taining information as set forth in the Memorandum of Under-
standing regarding Article 31.

(See Memo, page 127)

Section 3. Information Requests

The Employer will make available for inspection by the Union all
relevant information necessary for collective bargaining or the
enforcement, administration or interpretation of this Agreement,
including information necessary to determine whether to file or to
continue the processing of a grievance under this Agreement.
Upon the request of the Union, the Employer will furnish such in-
formation, provided, however, that the Employer may require the
Union to reimburse the USPS for any costs reasonably incurred
in obtaining the information.

Requests for information relating to purely local matters should
be submitted by the local Union representative to the Manage-
ment Designee in each Center. All other requests for information
shall be directed by the National President of the American Post-
al Workers Union to the Vice President, Labor Relations.
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Nothing herein shall waive any rights the Union may have to ob-
tain information under the National Labor Relations Act, as
amended.

(See Memo, page 122)
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ARTICLE 32
SUBCONTRACTING

Section 1. Considerations

The Employer will give due consideration to public interest, cost,
efficiency, availability of equipment, and qualification of em-
ployees when evaluating the need to subcontract.

Section 2. Notification

The Employer will give advance notification to the Union at the
national level when subcontracting which will have a significant
impact on bargaining unit work is being considered and will meet
to consider the Union’s views on minimizing such impact. No fi-
nal decision on whether or not such work will be contracted out
will be made until the matter is discussed with the Union.

Section 3. National Labor-Management Committee

The National Labor-Management Committee established pur-
suant to Article 17 shall study the problems in this area leading
towards a meaningful evolutionary approach to the issue of sub-
contracting.
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ARTICLE 33
PROMOTIONS

Section 1. Principle of Promotions

The Employer emphasizes its commitment to the principle of
promotions from within, with emphasis upon career advance-
ment opportunities. First opportunity for promotions will be given
to qualified full-time career bargaining unit employees.

Section 2. Procedures

A. When an opportunity for promotion exists in a Center, an
announcement shall be posted on official bulletin boards
soliciting applications. Employees meeting the qualifica-
tions for the position shall be given first consideration.
Qualifications shall include, but not be limited to, ability to
perform the job, merit, experience, knowledge and physi-
cal ability. Where there are qualified applicants, the best
qualified applicant shall be selected, taking into account
the applicants’ abilities, specialized experience and
length of service in the functional assignment area. Nei-
ther written examinations nor interviews shall be control-
ling in determining qualifications. If no employee is se-
lected for the promotion, the Employer will solicit
applications from other sources.

B. Length of service in the functional assignment area is
computed from entry into a regular work force position in
a particular functional assignment area and continues to
accrue for all periods of service in the functional assign-
ment area.

C. Promotion boards will be convened and after completion
of suitability determinations selections of successful ap-
plicants will be announced as expeditiously as possible.
The promotion action will become effective no later than
two full pay periods after the announcement of the suc-
cessful applicant.
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Section 3. Senior Qualified Positions

Promotions to positions enumerated in the Seniority Article of
this Agreement shall be made by the selection of the senior qual-
ified employee meeting the qualification standards established
for that position.

Section 4. Future Changes

The unified promotion procedures currently being implemented
for bargaining unit employees and used to effect the promotion
of bargaining-unit employees, shall not be altered at the local le-
vel. The unified promotion procedures include the applicable
provisions of the Handbooks EL-311 and EL-303, part of which
mandates the correct completion and use of PS Form 1796. If a
change in the promotion procedures is deemed necessary, the
proposed change will be subject to discussion by the National
Labor-Management Committee. If mutual agreement by the par-
ties cannot be reached, the proposed changes may be appealed
to arbitration under the provisions of Article 19.
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ARTICLE 34
WORK AND/OR TIME STANDARDS

The principle of a fair day’s work for a fair day’s pay is recog-
nized by all parties to this Agreement.

Section 1. Employer Studies

The Employer agrees that any work measurement systems or
time or work standards shall be fair, reasonable and equitable.
The Employer agrees that the Union, through qualified represen-
tatives, will be kept informed during the making of time or work
studies which are to be used as a basis for changing current or
instituting new work measurement systems or work or time stan-
dards. The Employer agrees that the National President of the
American Postal Workers Union may designate a qualified rep-
resentative who may enter any installation covered by this
Agreement for purposes of observing the making of time or work
studies which are to be used as the basis for changing current or
instituting new work measurement systems or work or time stan-
dards.

Section 2. Notification

The Employer agrees that, before changing any current or insti-
tuting any new work measurement systems or work or time stan-
dards, it will notify the Union as far in advance as practicable.
Within a reasonable time not to exceed ten (10) days after the
receipt of such notice, representatives of the Union and the Em-
ployer shall meet for the purpose of resolving any differences
that may arise concerning such proposed work measurement
systems or work or time standards. If no agreement is reached
within five (5) days after the meetings begin, the Employer may
institute or change such systems or standards.

Section 3. Union Studies

If, after receipt of the notification as provided for in Section 2, it is
necessary for a determination by the Union as to whether any of
the matters dealt with in the notification are to be regarded by
them as being in violation of Section 1 above, the Union shall,
after reasonable notice to the Employer, be permitted through
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qualified representatives to make time or work studies. If such
studies are not completed prior to the Employer’s instituting the
new or changed systems or standards, the studies may, never-
theless, be completed. There shall be no disruption of operations
or of the work of employees due to the making of such studies.
Upon request, the Union representative shall be permitted to ex-
amine relevant available technical information necessary to
complete the Union’s study. The Employer is to be kept informed
during the making of such studies.

Section 4. Grievances

If, after the Employer has initiated a change, the Union believes
there is a violation of Section 1 above, it is expressly understood
that the matter is grievable.
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ARTICLE 35
EMPLOYEE ASSISTANCE PROGRAM

Section 1. Joint Support

The Employer and the Union express strong support for the Em-
ployee Assistance Program (EAP) of self-help, which includes
alcohol and drug recovery programs.

Section 2. Access to Employee Assistance Program

Where afflicted Center employees have access to an EAP Pro-
gram in effect at installations which are proximate or close to a
Center, they shall be allowed to participate in that program or
any expanded EAP services provided at that existing facility. At
Centers without access to an EAP Program, the Employer shall
refer the employee to local alcohol recovery programs. Addition-
ally, the Employer will maintain a current listing of all local com-
munity, federally approved drug treatment agencies for referral
of employees with drug-related problems.

Section 3. Participation

An employee’s voluntary participation in such programs will be
considered favorably in disciplinary action proceedings.
Section 4. National Labor-Management Committee
Discussion

The existing program and new programs may be the subject of
discussion to the National Labor-Management Committee pur-
suant to Article 17.
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ARTICLE 36
CREDIT UNIONS AND TRAVEL

Section 1. Credit Unions

In the event that the Union signatory to this Agreement presently
operates or shall thereafter establish and charter credit unions,
the Employer shall without charge, authorize and provide space,
if available, for the operation of such credit unions in appropriate
buildings, in other than workroom space.

Any Center employee of any such credit union shall, if such em-
ployee can be spared, be granted annual leave or leave without
pay, at the option of the employee, for up to four (4) hours daily,
to perform credit union duties.

Section 2. Travel, Subsistence and Transportation

A. The Employer shall continue the current travel, subsis-
tence and transportation program. One week advance
notice will be given for travel, to the maximum extent
possible.

B. Employees will be paid a mileage allowance for the use
of privately-owned automobiles for travel on official
business when authorized by the Employer equal to the
standard mileage rate for use of a privately owned auto-
mobile as authorized by the General Services Adminis-
tration (GSA). Any change in the GSA standard mileage
rate for use of a privately owned automobile will be put
into effect by the Employer within sixty (60) days of the
effective date of the GSA change.
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ARTICLE 37
SENIORITY

Section 1. Introduction

The Employer and Union agree to the following seniority prin-
ciples which replace all former rules, instructions and practices,
if any. These seniority principles determine the relative standing
among full-time employees.

A.

Seniority for bargaining unit employees who were on the
rolls of all Data Centers as of November 21, 1974, shall
be computed to include all continuous service, including
periods of absence covered under Section 5.A and B of
this Article, in the U.S. Postal Service and its predeces-
sor, the United States Post Office Department, immedi-
ately preceding their employment in the Data Center.

Seniority for bargaining unit employees who were hired
after November 21, 1974, will be computed from the date
of their career appointment in the Center and continues
to accrue so long as service is uninterrupted in the same
Center, except as otherwise specifically provided.

Seniority for bargaining unit employees who were for-
merly employed in any Automatic Data Processing Cen-
ter shall be computed, effective as of January 11, 1978,
to include all continuous service in the Automatic Data
Processing Center, including periods of absence cov-
ered under Section 5.A and B of this Article.

Seniority for bargaining unit employees who were for-
merly employed in the Data Automation Division shall be
computed, effective as of April 10, 1980, to include all
continuous service in the Data Automation Division, in-
cluding periods of absence covered under Section 5.A
and B of this Article.

Seniority for Preferred Assignments. This seniority deter-
mines relative standing among the regular bargaining
unit work force employees eligible to bid for preferred as-
signments and for reassignment within an installation. It
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is computed from entry into a regular bargaining unit
work force position in an occupation code. It continues to
accrue so long as service in the same occupation code
and within the functional assignment area is uninterrup-
ted. Bargaining unit employees who regain their seniority
pursuant to Section 5 of this Article may also regain their
previously acquired seniority for preferred assignments
provided they continuously hold the same occupation
code in a similar functional assignment area that they
held in their former Center.

Seniority for Involuntary Reassignments and Voluntary
Transfers.

(1) To prevent inequities in bargaining unit seniority
lists at gaining Center(s), an involuntary reassign-
ment between Centers will be treated as a detail for
the first ninety (90) days, pursuant to provisions of
Article 40, Section 1.H.

(2) Bargaining unit employees who request a voluntary
transfer, shall begin a new period of seniority. Upon
completion of a two-year period, such employees
may regain all of their former seniority which ac-
crued in other Centers or under predecessor Agree-
ment(s), pursuant to provisions of Article 39, Sec-
tion 3.

. Correction of Bargaining Unit Seniority. If a bargaining
unit employee requests a correction of seniority stand-
ing, it is the responsibility of that requesting employee to
identify and restate the specific instruction, rule or prac-
tice in support of the request. Such request shall be
made in writing to the Management Designee in each
Center.

Section 2. Coverage

These rules apply to all employees in the regular work force
when a guide is necessary for filling vacant assignments, and for
the proper and efficient administration of this Agreement. No em-

82



ployees, solely by reason of this Article, shall be displaced from
an assignment they gained in accordance with former rules.

Section 3. Responsibility

The Management Designee in each Center is responsible for
day-to-day administration of seniority. The Management Desig-
nee shall post and furnish a copy of the current bargaining unit
seniority list upon the signing of this Agreement, and shall post
and furnish a copy of an updated bargaining unit seniority list to
the Union on a quarterly basis. The application of this Article
shall be open for negotiations at the installation level as provided
under Article 30.

Section 4. Definitions

A. Preferred Duty Assignment. An assignment preferred
over the current assignment by a full-time employee eli-
gible to bid for such assignment when it is posted for bid.
This bidding shall be restricted to full-time bargaining unit
employees in the same functional assignment area and
occupation code. An exception to the same functional
assignment area restriction is made for bidding among
Data Conversion Operator, Level 6 assignments, among
Senior Clerk, Level 6 assignments, among Word Proc-
essing Operator, Level 7 assignments, among Word
Processing Operator Senior, Level 9 assignments,
among Staff Secretary, Level 9 assignments, or among
Program Librarian, Level 10 assignments which will be
Center-wide.

B. Seniority for Breaking Ties. When it is necessary to de-
termine the seniority ranking for two (2) or more bargain-
ing unit employees the following shall be used to break
any tie that might exist in the following sequence:

(1) Total continuous seniority in the bargaining unit of
the Center(s).

(2) Total Postal Service seniority.
(3) Total Federal Career Civilian Service.
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C. Bidding Rights. Full-time employees may bid on any pre-
ferred duty assignment established in the Center within
their functional assignment area and occupation code.

D. Functional Assignment Area. A functional assignment
area is a designated work location(s), or a part of a des-
ignated work location, within a Center, or within a Service
Center, Branch, Section, or group within a Center. The
functional assignment area may be used in connection
with various applications of seniority or length of service
as they have been heretofore used under this Agree-
ment. Functional assignment areas will be determined
pursuant to Article 30, Section 3.

E. Identification of Bargaining Unit. A Center, for purposes
of this Agreement, is composed of those bargaining unit
employees for whom the Union has secured exclusive
recognition at the national level.

F. Duty Assignment. A duty assignment is a set of duties
and responsibilities within recognized positions regularly
scheduled during specific hours of duty.

G. Bid. A written request submitted to the Management De-
signee in each Center to be assigned to a duty assign-
ment by a full-time employee eligible to bid on a vacancy
or a newly established duty assignment.

H. Application. A written request by a full-time employee for
consideration for an assignment for which that employee
is not entitled to submit a bid.

Section 5. Changes in Which Seniority is Retained,
Regained or Restored

A. Reemployment after Disability Separation. On reinstate-
ment or reemployment after separation caused by dis-
ability, retirement or resignation because of personal ill-
ness and the employees have so stated in their
resignation and furnished satisfactory evidence for inclu-
sion in their personnel folder, the employees will receive
seniority credit for past service in the bargaining unit for
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time on the disability retirement or for illness if reinstated
or reemployed in the Center in the same or lower grade
from which originally separated; provided application for
reinstatement or reemployment is made within six
months from the date of recovery. The date of recovery in
the case of disability retirement or disability separation
must be supported by notice of recovery from the Com-
pensation Group, Office of Personnel Management, or
the Office of Workers’ Compensation Programs, respec-
tively; and in the case of resignation due to iliness, by a
statement from the applicant's attending physician or
practitioner.

Restoration. On restoration in the Center after return
from military service or unjust removal, employees shall
regain the same bargaining unit seniority rights they
would have had if not separated.

Status of Bargaining Unit Employees who Leave the
Center. Employees who leave the bargaining unit on or
after the effective date of this Agreement and return to a
Center will begin a new period of seniority unless they re-
turn from a position within the Postal Service within one
year from the date of leaving a Center.

Section 6. Changes in Which Seniority is Lost

Except as specifically provided elsewhere in this Agreement,
full-time employees begin a new period of seniority:

A.
B.

C.

Upon reinstatement or reemployment;

Upon transfer into the bargaining unit from other postal
installations not covered by this Agreement; or

Upon changing from one (1) occupation code to another
(seniority for preferred assignments only).

Section 7. Reduction of Seniority for Preferred
Assignments

A.

When an employee is voluntarily or for disciplinary rea-
sons changed to a lower salary position in the Center
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and the occupation code is in the same functional as-
signment area from which promoted, seniority is estab-
lished as the employee’s former period of seniority with-
out credit for employment in any other higher salary
position.

. When the change is to the same or a lower salary posi-
tion in the Center and the position is other than that from
which promoted, whether the change is voluntary or in-
voluntary, seniority will be established as one day less
than the junior regular work force employee in that oc-
cupation code and functional assignment area or the em-
ployee’s own seniority, whichever is less.

Section 8. Filling Positions Reevaluated in the Bargaining

When an occupied position is upgraded on the basis of the pres-
ent duties, the incumbent bargaining unit employee will remain in
such position. When an occupied position is upgraded on the ba-
sis of duties which are added to the position, the incumbent bar-
gaining unit employee will remain in such position, if qualified.

Section 9. Relative Standing on the Part-Time Roll

A. The relative standing among part-time employees on the

roll is computed from entry into a part-time position in a
particular occupation code. It continues to accrue so long
as service in the same occupation code is uninterrupted.

In cases of appointment of more than one eligible on the
same day from the same competitive register, their posi-
tions on the part-time roll will be in accord with their
standing on the competitive eligible register.

Part-time employees shall be offered appointment to full-
time positions of the same occupation code in the order
of their standing on the part-time roll.

Section 10. Conversions

A reinstated or transferred bargaining unit employee shall be
placed on the part-time roll ahead of one appointed from the reg-
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ister on the same day. When two or more bargaining unit em-
ployees are converted under the regulation, effective the same
date, their relative standing on the part-time roll will be deter-
mined by the date their names came within reach on the register.
If their names were reached on the same date, standing on the
part-time roll shall be determined by order of standing on the re-
gister. First preference for filling vacancies shall be given to qual-
ified regular work force employees.

Section 11. Senior Qualified Positions

The following bargaining unit positions in the Centers shall be
filled within the functional assignment area by the senior quali-
fied bidder meeting the qualification standards established for
the position as indicated below:

(1) Data Conversion, Group Leader (Occupation Code
0356-2004) from Data Conversion Operator (Occupation
Code 0356-2003).

(2) Data Control Technician (Occupation Code 0335-3005)
from Data Control Technician, Jr. (Occupation Code
0335-2008).

(3) Postal Accounts Clerk (Occupation Code 0525-2019) is
open for bid by the senior qualified bidder without regard
to functional assignment area.

(4) Data Control Technician Senior (Occupation Code
0335-4007) from Data Control Technician (Occupation
Code 0335-3005).

(See Letter, page 128)
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ARTICLE 38
POSTING

Section 1. Newly Established and Vacant Duty
Assignments Shall be Posted as Follows:

A.

All newly established duty assignments shall be posted
for full-time bargaining unit employees eligible to bid
within ten (10) days. All vacant duty assignments shall be
posted within thirty (30) days unless such vacant duty
assignments are reverted.

If the vacant assignment is reverted, a notice shall be
posted within thirty (30) days of the date the assignment
became vacant advising the Union and the employees of
the action taken and the specific reason(s) therefor.

When it is necessary that fixed scheduled day(s) of work
in the basic work week for a duty assignment be perma-
nently changed, the affected assignment(s) shall be re-
posted.

The determination of what constitutes a sufficient change
of duties or principal assignment area to cause the duty
assignment to be reposted shall be a subject of negoti-
ation at the local level.

No assignment will be posted because of change in start-
ing time unless the change exceeds one (1) hour. Wheth-
er to post or not is negotiable at the local level, if it ex-
ceeds one (1) hour. If during the life of this Agreement,
there are cumulative changes in the starting time which
exceed one (1) hour, unless otherwise negotiated locally,
the assignment must be reposted.

1. The duty assignment of a full time bargaining unit
employee detailed to a non-bargaining unit position
in excess of one year shall be declared vacant and
shall be posted in accordance with this Article.
Upon return to the bargaining unit after being de-
tailed for one year or more, the employee will be-
come an unassigned regular. An employee tempo-
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rarily detailed to a non-bargaining unit position will
not be returned to the bargaining unit solely to pre-
vent the employee’s assignment from being posted
for bid. Form 1723, Notice of Assignment, shall be
used in detailing bargaining unit employees to tem-
porary non-bargaining unit positions. The employer
will provide the Union at the local level with a copy
of Form(s) 1723 showing the beginning and ending
of such details.

2. The duty assignment of an employee detailed to a
non-bargaining unit position for more than 90 days
will be filled in accordance with Article 25.
Section 2. Place of Posting

The notice inviting bids for an assignment shall be posted on all
official bulletin boards at the Center where the vacancy exists,
where employees work so as to assure that it comes to the
attention of all employees eligible to submit bids. Copies of the
notice shall be given to the Union. When an absent employee
has so requested in writing, stating a mailing address, a copy of
any notice inviting bids shall be mailed to the employee by the
Management Designee in each Center.

Section 3. Length of Posting

The notices shall remain posted for ten (10) calendar days.

Section 4. Information on Notices

Information shall be as shown below and shall be specifically
stated:

A. The duty assignment by position title and occupation
code.

B. Grade.
C. Hours of duty (beginning and ending).

D. The principal assignment area (e.g., functional assign-
ment area, section and/or location of activity).

E. Qualification standards.
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F. Physical requirement unusual to the specific assignment.
G. Invitation to employees to submit bids.

H. The fixed or rotating schedule of days of work, as ap-
propriate.

Section 5. Bidding Procedures

A. All bids shall be submitted in duplicate on standard bid
cards. The bid cards shall be date stamped upon receipt
and the duplicate sent to the bidder. In the absence of a
standard bid card a written bid on plain paper submitted
in duplicate shall be acceptable.

B. Ininstances where more than one (1) duty assignment is
posted, employees may indicate preferences on the bid
card. An employee, who has submitted a bid, shall have
the right to withdraw in writing, anytime before the clos-
ing date. Such withdrawal, to be effective, shall be dated.

Section 6. Successful Bidder

A. Within ten (10) days after the closing date for the posting,
the Management Designee in each Center shall post a
notice stating the successful bidder and seniority date.
The senior qualified bidder meeting the qualification
standards established for the position shall be desig-
nated the "successful bidder.”

B. The successful bidder must be placed in the new assign-
ment within twenty-one (21) days. The local agreement
may set a shorter period.

C. When the duty assignment requires special qualifica-
tions, and the senior bidder is qualified on these special
qualifications, assign the senior bidder in compliance
with B., above. If there is a question that the senior bid-
der does not possess these special qualifications when
the posting period is closed, permanent filling of the as-
signment shall be deferred until the senior bidder has an
opportunity for a period not to exceed thirty (30) days, to
prove possession of the special qualifications.
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D. Normally, the successful bidder shall work the duty as-
signment as posted.

Section 7. Unassigned Regulars

An unassigned full-time regular employee should bid on duty as-
signments posted for bids for which the employee is qualified. If
the employee does not bid, or is the unsuccessful bidder, such
employee shall be assigned in any residual assignment. The
employee’s preference will be honored if there is more than one
assignment available for which he/she is qualified.
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ARTICLE 39
VOLUNTARY TRANSFERS

Section 1. Requests

Consideration will be given to unsolicited requests for transfer
from one Center to another before hiring new employees to fill
residual vacancies.

Section 2. Procedures

An employee whose transfer is approved will be allowed to use
up to five (5) days of annual leave or five (5) days of leave with-
out pay for purposes of transferring. However, employees volun-
tarily transferring under this provision shall be solely responsible
for all travel, transportation, relocation and other expenses in-
curred pursuant to the transfer.

Section 3. Seniority

Employees who request a voluntary transfer from one Center to
another shall begin a new period of seniority. Upon completion of
a two (2) year period, employees including those involved in
mutual exchanges, may regain all of their former bargaining unit
seniority which accrued in any other Center bargaining unit or
predecessor Agreement(s), provided those employees make a
written request to the Management Designee in each Center to
adjust their seniority standing. Such adjustment will become ef-
fective with the pay period of that employee’s request, but not
sooner than two (2) years. Employees may also regain this se-
niority for preferred assignments upon completion of the two (2)
year period cited above provided those employees continuously
hold the same occupation code in a similar functional assign-
ment area that they held in their former Center.

(See Memo, page 129)
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ARTICLE 40
INVOLUNTARY REASSIGNMENTS

Section 1. Primary Principles of Involuntary
Reassignments

A.

In effecting involuntary reassignments, dislocation and
inconvenience to employees in the bargaining unit shall
be kept to a minimum, consistent with the needs of the
service. Involuntary reassignments shall be made in ac-
cordance with this Article.

The Employer will meet with the Union at the national
level at least one hundred and twenty (120) days in ad-
vance of the implementation of a plan to involuntarily re-
assign employees to another Center. The Employer will
meet with the Union at the national level to fully advise
the Union how it intends to implement the plan. If the
Union believes that the Employer has violated the proce-
dures for involuntary reassignment set forth herein, the
Union may grieve the matter at Step 3 of Article 15 within
fourteen (14) days of said national level meeting.

When at the same time, five percent (5%) or more full-
time bargaining unit employees are excessed out of a
Center, the Union at the national level may request a
comparative work hour report of the losing Center sixty
(60) days after the excessing of such employees.

If a review of the work hour report does not substantiate
that business conditions warranted the action taken,
such employees shall have their retreat rights activated.
If the retreat right is denied, the employees have the right
to the grievance-arbitration procedure (Section 2).

Retreat rights shall be defined as an employee’s right to
reassignment to a position in the same occupation code
in the Center and/or functional area from which the em-
ployee was involuntarily reassigned.

In order to minimize the impact on employees in the reg-
ular work force, the Employer agrees to separate to the
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extent possible, casual employees working in the af-
fected Center and/or functional area prior to excessing
any employees out of the Center. The junior full-time em-
ployee who is being excessed has the option of reverting
to part-time status or of being reassigned to the gaining
Center.

In order to minimize the impact on full-time employees,
the Employer shall to the extent possible reduce part-
time employees’ hours at the Center or functional area
as appropriate.

. The National Labor-Management Committee estab-
lished pursuant to Article 17, shall meet to resolve any
problems arising under this Article. When employees
covered by this Agreement are reassigned to other bar-
gaining units, their original date of appointment in the
regular work force shall be used for the purpose of com-
puting job security clause protection in the gaining bar-
gaining unit.

. To prevent inequities in seniority lists at gaining Centers,
employees involuntarily reassigned between Centers will
be treated as details for the first ninety (90) days. Upon
completion of the ninety (90) day period, such em-
ployees may regain all of their former seniority which ac-
crued in any other Center covered by this Agreement.

The appropriate Vice President, shall give full consider-
ation to withholding sufficient bargaining unit positions
within a gaining Center for bargaining unit employees
who may be involuntarily reassigned.

Except as otherwise provided by law, no employee shall
be allowed to displace, or "bump” another employee
properly holding a position or duty assignment.

Employees involuntarily reassigned from one Center to
another shall be given not less than ninety (90) days ad-
vance notice, if possible, and shall receive mileage, per
diem and reimbursement for movement of household
goods, as set forth in Handbook F-12, Relocation Policy.

94



L. In this Agreement, whenever provision is made for invol-
untary reassignments, it is understood that any em-
ployee involuntarily reassigned must meet the qualifica-
tion standards of the position to which reassigned.

Section 2. Involuntary Reassignment Procedures for
Full-Time Employees

A. Subject to Veterans’ Preference regulations, all bargain-
ing unit employees shall, to the maximum extent pos-
sible, be involuntarily reassigned to available positions in
accordance with the following:

1.

Excess bargaining unit employees shall be re-
assigned, to the extent possible, to available posi-
tions having the identical occupation code in the
same Center or other Centers, or functional areas in
the same Center or other Centers.

Upon completion of the reassignments designated
in paragraph 1. above, a bid process will be initiated
within each Center for preferred assignments,
tours, hours, days off and for those positions speci-
fied in Article 37, Section 11, for which there are va-
cancies. This paragraph shall not be construed as a
waiver of the 90-day detail requirement set forth in
Article 40, Section 1.H.,of this Agreement.

Upon the completion of reassignments as refer-
enced in the immediately preceding paragraph, the
remaining excessed bargaining unit employees
shall be reassigned, to the extent possible, to avail-
able positions for which they are qualified at the
same or lower level in the same Center or other
Centers, or functional areas in the same or other
Centers.

When two or more such vacancies are simulta-
neously available, first choice of duty assignment
shall go to the senior qualified, displaced employee.
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B. New or vacant positions in a gaining functional area or
Center which are not filled through the reassignment pro-
cedures referenced in Section 2.A.1-4 of this Article shall
be posted once for competitive application. The best
qualified applicant shall be selected in accordance with
the procedures set forth in Article 33 of this Agreement.

C. Residual vacancies created as a consequence of the
competitive application procedure outlined in Section 2.B
of this Atrticle shall be posted once for bid and/or compet-
itive application in accordance with the terms of this
Agreement.

D. After exercising the procedures set forth in Section 2.A-C
of this Article, the Employer may then reassign those re-
maining unassigned bargaining unit employees to any
available position for which the employee is qualified
within the same Center or other Centers. The em-
ployee’s preference will be honored if there is more than
one assignment available for which he/she is qualified.

E. A full-time bargaining unit employee shall have the op-
tion of changing to part-time status in the same position
in lieu of involuntary reassignment.

F. Should a discontinued, consolidated or transferred Cen-
ter or functional area be reactivated within one year, bar-
gaining unit employees involuntarily reassigned shall
have their retreat rights activated. Failure to bid or apply
for the first available vacancy in the employee’s former
occupation code will end such retreat right.

(See Memo, page 130)
Section 3. Involuntary Reassignment Procedures for
Part-Time Employees

A. Subject to Veterans’ Preference regulations, when there
are excess part-time employees in a position, the excess
junior part-time employees shall be reassigned to anoth-
er position in the same Center, or if no such positions are
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available, to the same or another position in another
Center.

B. A senior part-time employee in the same position in the
same Center may elect to be reassigned to another Cen-
ter in the same or another position and take the seniority
of the senior excess part-time employee being re-
assigned, as set forth in A., above.

C. The U.S. Postal Service will designate, after the National
Labor-Management meeting, vacancies at Centers in
which excess part-time employees may request to be re-
assigned, beginning with vacancies in other positions in
the same Center; then vacancies in the same position in
other Centers; and finally vacancies in other positions in
other Centers, making the designations to minimize re-
location hardships to the extent practicable.

D. Part-time employees reassigned to another position in
the same Center shall be returned to the first part-time
vacancy within the position and grade from which re-
assigned.

E. Part-time employees reassigned to other Centers have
retreat rights to the next such vacancy according to their
standing in their position on the part-time roll in the losing
Center but such retreat rights do not extend to part-time
employees who elected to request reassignment in place
of the junior part-time employee.

F. The right to return is dependent upon a written request
made at the time of reassignment from the losing Center
and such request shall be honored unless it is withdrawn
or an opportunity to return is declined.

Section 4. Reassignment to Bargaining Unit Positions in
Other Postal Installations

A. Subject to Veterans' Preference regulations, employees
may be reassigned to bargaining unit positions in other
postal installations governed by the APWU National
Agreement within the employee’s commuting area in lieu
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of involuntary reassignment to another Center. Such
reassignment will take into account the employee’s quali-
fications, installation preference and Center seniority.
Such reassignments of full-time bargaining unit em-
ployees shall be to full-time bargaining unit positions at
the same or lower salary rate for which the employee is
qualified. In those instances where reassignment is to a
lower salaried position, the employee will be provided a
protected rate from the date of reassignment.

B. Subject to Veterans’ Preference regulations, the Postal
Service may also make reassignments to positions in
other bargaining units consistent with appropriate regula-
tions and the terms and conditions of current collective
bargaining agreements governing those positions. Such
reassignments will take into account the employee’s
qualifications, installation preference and Center seniori-
ty. In those instances where reassignment is to a lower
salaried position, the employee will be provided a pro-
tected rate from the date of reassignment.

Section 5. Grade Retention for Reassignments to Center
Positions

An employee involuntarily changed to another position of a lower
grade shall retain the grade and salary of the position from which
changed and be eligible for any in-grade salary increases for
which otherwise eligible. The employee will continue to maintain
the original grade until such time as he/she fails to bid or apply
for reassignment in an established position in the former grade,
or to any position in a grade between that of the former grade
and the established grade for the new position within the same
Center so long as accepting the vacant position does not result
in any loss in the present salary. The Center shall notify said em-
ployee of any such vacant position for which it is determined that
the employee is or may be qualified. Failure to qualify for the
position shall not result in loss of saved grade.
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Section 6. Reassignments from APWU Bargaining
Positions in Other Postal Installations.

Surplus/excess U.S. Postal Service APWU bargaining unit em-
ployees from any postal installation may be involuntarily re-
assigned to residual Center bargaining unit positions. Any em-
ployee who is involuntarily reassigned must meet the
qualifications for the residual vacancy. Such employees shall be-
gin a new period of seniority but will retain their full-time or part-
time category status.
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ARTICLE 41
POLICY ON TELEPHONES

The parties recognize that telephones are for official Postal Ser-
vice business. However, the Employer at the local level shall es-
tablish a policy for the use of telephones by designated Union
representatives for legitimate business related to the administra-
tion of the Agreement, subject to sound business judgment and
practices.
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ARTICLE 42
SEPARABILITY AND DURATION

Section 1. Separability

Should any part of this Agreement or any provisions contained
herein be rendered or declared invalid by reason of any existing
or subsequently enacted legislation or by a court of competent
jurisdiction, such invalidation of such part or provision of this
Agreement shall not invalidate the remaining portions of this
Agreement, and they shall remain in full force and effect.

Section 2. Duration

This Agreement shall be effective upon the date of execution,
except where otherwise noted, and shall remain in full force and
effect from April 26, 2000, to and including 12 midnight Janu-
ary 20, 2001, and unless either party desires to terminate or
modify it, for successive annual periods. The party demanding
such termination or modification must serve written notice of
such intent to the other party, not less than 90 or more than 120
days before the expiration date of the Agreement.
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TABLE ONE
INFORMATION SYSTEMS/ACCOUNTING SERVICE CENTERS SCHEDULE
FULL-TIME ANNUAL BASIC RATES
EFFECTIVE JANUARY 16, 1999 (PP 03-99)

RSC N (APWU)

Most

ISC Prev.
Grade A B C D E F G H | J K L M N 0 P Q Step
6 27,685 30,655 31,137 32,700 33,198 33,702 34,198 34,699 35,197 35,695 36,191 498
7 27,927 30,932 31,419 32,998 33,505 34,007 34,512 35,016 35514 36,018 36,522 504
8 28,177 31,208 31,701 33,291 33,803 34,313 34,822 35332 35841 36,354 36,864 510
9 28,404 31,465 31976 33587 34,119 34,643 35168 35699 36,222 36,749 37,273 524
10 28,674 31,766 32,301 33,938 34,481 35,027 35570 36,111 36,659 37,200 37,752 543
1 32,248 32,805 34,486 35,063 35637 36,212 36,782 37,357 37,931 38,505 574
12 35,400 35989 36,577 37,165 37,754 38,338 38,925 39,515 40,099 589
13 35,960 36,574 37,187 37,802 38,420 39,038 39,650 40,265 40,883 41,497 618
14 36,639 37,284 37,927 38571 39,219 39,862 40,507 41,153 41,795 42,445 43,090 645
15 37,382 38,063 38,752 39,432 40,120 40,800 41,486 42,166 42,853 43,533 44,219 680
16 38,208 38944 39,667 40,400 41,125 41,850 42,581 43,306 44,037 44,762 45,493 725
17 40,512 41,300 42,079 42,863 43,646 44,426 45213 45993 46,776 47,559 48,346 49,121 49,905 783
18 41,729 42,560 43,391 44,224 45,052 45,889 46,714 47,545 48379 49,210 50,044 50,869 51,703 52,534 831
19 42,945 43,822 44,702 45575 46,457 47,338 48,212 49,090 49,970 50,847 51,730 52,607 53,485 54,362 877
20 44221 45262 46,306 47,348 48,389 49,432 50,475 51,519 52,557 53,604 54,648 55689 56,736 57,780 1,044
21 45,637 46,775 47,917 49,057 50,190 51,334 52,472 53,615 54,754 55892 57,033 58,172 59,311 60,450 1,139
22 47,700 48916 50,139 51,353 52,568 53,789 55,006 56,226 57,443 58,657 59,876 61,092 62,310 63,527 1,217
23 50,411 51,688 52,965 54,242 55519 56,796 58,073 59,350 60,627 61,904 63,181 64,458 65,735 67,012 1,277

NOTE: This schedule reflects the addition of new step Q to grades 18 through 23, effective January 16, 1999.
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APPENDIX A

NIGHT SHIFT DIFFERENTIAL HOURLY RATES
FOR INFORMATION SYSTEMS/ACCOUNTING SERVICE CENTERS EMPLOYEES
EFFECTIVE JANUARY 16, 1999*

ISC
Grade
6
7
8
9
10
1
12
13
14
15
16
17
18
19
20
21
22
23

A B C D
114 127 129 136
115 128 130 137
116 129 131 1.38
117 130 133 140
118 132 134 14
— 134 136 1.44

— — 1.48
— — — 1.50
— — — 1.53
— — — 1.56
— — — 1.60
— — — 1.70
— — — 1.75
— — — 1.80
— — — 1.86
— — — 1.92
— — — 2.01
— — — 213

E
1.38
1.39
1.4
1.42
1.44
1.46
1.50
1.53
1.56
1.59
1.63
1.73
1.79
1.84
1.90
1.97
2.06
2.18

F
1.40
1.41
1.43
1.44
1.46
1.49
1.53
1.55
1.58
1.62
1.66
1.77
1.82
1.88
1.95
2.02
2.12
2.24

G
1.42
1.44
1.45
1.47
1.48
1.51
1.55
1.58
1.61
1.65
1.69
1.80
1.86
1.92
1.99
2.07
217
2.29

H
1.44
1.46
1.47
1.49
1.51
1.54
1.58
1.61
1.64
1.68
1.72
1.83
1.89
1.96
2.04
2.12
2.22
2.35

|
1.47
1.48
1.49
1.51
1.53
1.56
1.60
1.63
1.67
1.7
1.76
1.87
1.93
1.99
2.08
217
227
240

J
1.49
1.50
1.52
1.53
1.55
1.58
1.63
1.66
1.70
1.74
1.79
1.90
1.97
2.03
213
2.22
233
2.46

K
1.51
1.52
1.54
1.56
1.58
1.61
1.65
1.69
1.72
1.77
1.82
1.94
2.00
2.07
2.18
2.27
2.38
2.52

* Reflects addition of new step Q for grades 18-23 effective January 16, 1999
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERS UNION,
AFL-CIO

Re: Transfer of Work

When bargaining unit work is transferred from the Centers to
other postal facilities, and if new positions are created at the
gaining facility as a result of the transfer of work, any newly
created positions will be offered first to qualified full-time Center
employees who were excessed as a result of the transfer of work
and who voluntarily desire to transfer to the gaining facility.

Establishment of seniority rights of an employee accepting such
voluntary reassignment will be governed by the provisions of any
applicable collective bargaining agreement at the gaining facility.

Recognizing that separate bargaining units are involved, the par-
ties agree that this Memorandum of Understanding supersedes
anything in any collective bargaining agreement negotiated be-
tween the U.S. Postal Service and the American Postal Workers
Union that could prohibit Center employees from being assigned
to bargaining unit positions in another bargaining unit as set forth
herein.
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERS UNION,
AFL-CIO

Re: Deaf and Hard of Hearing

REASONABLE ACCOMMODATION FOR THE
DEAF AND HARD OF HEARING

MANAGEMENT'S RESPONSIBILITY

Management has an obligation to reasonably accommodate
Deaf and Hard of Hearing employees and applicants who re-
quest assistance in communicating with or understanding others
in work related situations, such as:

a.

During investigatory interviews which may lead to disci-
pline, discussions with a supervisor on job performance
or conduct, or presentation of a grievance.

During some aspects of training including formal class-
room instruction.

During portions of EAP programs and EEO counselings.

In critical elements of the selection process such as dur-
ing testing and interviews.

During employee orientations and safety talks, CFC and
savings bond drive kickoff meetings.

During the filing or meetings concerning an employee’s
OWCP claim.

A reasonable accommodation must be approached on a highly
individual, case by case basis. The individual's input must be
considered prior to making a decision regarding accommoda-

tion.
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IMPLEMENTATION

This obligation is met by selecting an appropriate resource from
the variety of resources available. In selecting a resource, the
following, among others, should be considered, as appropriate:

The ability of the deaf or hard of hearing employee to un-
derstand various methods of communication and the
ability of others to understand the deaf or hard of hearing
employee.

The importance of the situation as it relates to work re-
quirements, job rights, and benefits.

The availability and cost of the alternative resources un-
der consideration.

Whether the situation requires confidentiality.

Available resources which should be considered include:

a.

Management Designees are authorized to pay for certi-
fied interpreters. Every effort will be made to provide cer-
tified interpreters when deemed necessary by an ap-
plication of the principles set forth herein.

In some states, the Division of Vocational Rehabilitation
(DVR) provides interpreters at no charge. When a deci-
sion is made that an interpreter is the appropriate accom-
modation and a DVR interpreter is not available other
methods of securing an interpreter should be used.

Volunteer interpreters or individuals skilled in signing
may be obtained from the work force or from the commu-
nity. The skill level of such persons should be consid-
ered.

In some situations, written communications may be ap-
propriate. The deaf or hard of hearing employee’s ability
to understand written communications should be consid-
ered.

Supervisors, training specialists, EAP, and EEO counsel-
ors may be trained in sign language.
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f. Deaf or hard of hearing applicants should normally be
scheduled for a specific examination time when an inter-
preter will be available.

g. State or Federal relay services may provide a way for a
deaf or hard of hearing employee to conduct postal busi-
ness by telephone with other employees and customers.

Management will provide the following assistance for deaf and/
or hard of hearing employees:

a. All films or videotapes designed for the training or in-
struction of regular work force employees developed on
or after October 1, 1987, shall be opened or closed cap-
tioned. To the extent practicable, existing films or video-
tapes developed nationally that will continue to be used
by deaf or hard of hearing employees with some frequen-
cy, will be opened or closed captioned.

b. Special telecommunications devices for the deaf will be
installed in all postal installations employing deaf em-
ployees in the regular work force. Special telecommu-
nications devices or telephone volume control devices
will be installed for hard of hearing employees whenever
a hard of hearing employee needs a reasonable accom-
modation in order to communicate by phone. These de-
vices will be available to deaf and/or hard of hearing em-
ployees for official business and in the case of personal
emergencies. As appropriate, Management will provide
training to staff on the use of these special telecommu-
nications devices.

LABOR-MANAGEMENT COMMITTEE MEETINGS

Discussion of problem areas with regard to the use of certified
sign interpreters, enhancement of job opportunities for the deaf
and hard of hearing, type of special telecommunications devices
or volume control devices to be installed, installation of visual
alarms or other systems such as tactile devices at other than
new postal installations, and the availability of new technologies
which may help deaf and hard of hearing employees perform a
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variety of tasks are appropriate matters for consideration at Joint
Labor-Management meetings. Discussion of such matters at La-
bor-Management meetings is not a prerequisite to the filing or
processing of a grievance.
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERS UNION,
AFL-CIO

Re: Conversion to Full-Time Status

Where a part-time flexible has performed duties within his/her
grade and occupational group within a Center at least 40 hours a
week (8 within 9), 5 days a week, over a period of 6 months, the
senior part-time flexible in that grade and occupational group
shall be converted to full-time status.

It is further understood that part-time flexibles converted to full-
time under this criteria will have flexible reporting times, flexible
non-scheduled days and flexible reporting locations within the
Centers depending upon operational requirements as estab-
lished on the preceding Wednesday.

110



LETTER OF INTENT

Re: Maximization

This letter memorandum sets forth our mutual intent regarding
the attached Memorandum of Understanding relating to maxi-
mization.

1.

The initial 6 month measuring period will begin on May 1,
1982 and end on September 31, 1982. Conversions
based upon this initial period shall be completed within
sixty (60) days. This conversion process shall not inter-
fere with or delay conversions which would otherwise be
implemented pursuant to the existing Agreement.
Henceforth, the 6 month measuring periods will be moni-
tored on a continuing basis, and conversions required
shall be implemented promptly.

Conversions required pursuant to this Memorandum of
Understanding shall be in addition to (but not duplicative
of) conversions that may be required pursuant to existing
provisions of the Agreement. The criteria established by
this Memorandum of Understanding are supplementary
to, not in limitation or diminishment of, existing criteria in
this Agreement.

Subject to operational requirements, the intent of the par-
ties is to avoid unnecessary disruptions in existing pat-
terns of reporting times, non-scheduled days and report-
ing locations for those PTF’s converted pursuant to these
criteria, to the extent the duties of the position converted
are consistent with those performed by the PTF during
the measuring period.

Employees converted to full-time positions pursuant to
this Memorandum of Understanding may bid on assign-
ments posted for bid in the same grade and occupational
code, and shall be full-time regular employees under this
Agreement.

In those Centers where conversions have been made
under this Memorandum of Understanding, and there are
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subsequent reversions or excessing, any reductions in
full-time employees’ positions shall be from among those
position(s) converted pursuant to this Memorandum of
Understanding in the same grade and occupational code
until they are exhausted.

The parties at the national level will review and resolve
any problems relating to the initial period of implementa-
tion, in accordance with their mutually expressed inten-
tions. Accordingly, grievances filed at the local level relat-
ing to the initial period of implementation shall be stayed
without prejudice to either party, and the time limits
deemed extended by mutual consent, in order to permit
review at the national level. Upon such review, questions
of fact may be referred to the normal grievance machin-
ery.
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERS UNION,
AFL-CIO

Re: Sick Leave for Dependent Care

The parties agree that, during the term of the 1999 Information
Systems/Accounting Service Centers Agreement, sick leave
may be used by an employee to give care or otherwise attend to
a family member having an illness, injury or other condition
which, if an employee had such condition, would justify the use
of sick leave by that employee. Family members shall include
son or daughter, parent, and spouse as defined in ELM Section
515.2. Up to 80 hours of sick leave may be used for dependent
care in any leave year. Approval of sick leave for dependent care
will be subject to normal procedures for leave approval.
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERS UNION,
AFL-CIO

Re: Part-Time Flexible Court Leave

1. Effective September 26, 1987, part-time flexible bargain-
ing unit employees who have completed their probation-
ary period shall be eligible for court leave as defined in
Employee and Labor Relations Manual Part 516.1 and
Part 516.31.

2. Appropriate provisions of the applicable handbooks and
manuals shall be amended to carry out these changes
consistent with the principles expressed in paragraphs 3,
4, and 5 below. The handbooks and manuals, including
Part 516 of the Employee and Labor Relations Manual,
shall be amended pursuant to Article 19, except that the
sixty (60) day notice of such changes shall be waived.

3. A part-time flexible bargaining unit employee will be eligi-
ble for court leave if the employee would otherwise have
been in a work status or annual leave status. If there is a
guestion concerning the status, the part-time flexible bar-
gaining unit employee will be eligible if the employee was
in work status or annual leave status on any day during
the pay period immediately preceding the period of court
leave.

4. |If eligibility is established under paragraph 3, the specific
amount of court leave for an eligible part-time flexible
employee shall be determined on a daily basis as set
forth below:

a. If previously scheduled, the number of straight-time
hours the Employer scheduled the part-time flexible
bargaining unit employee to work;
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b.  If not previously scheduled, the number of hours the
part-time flexible bargaining unit employee worked
on the same service day during the service week
immediately preceding the period of court leave;

c. If not previously scheduled and if no work was per-
formed on the same day in the service week imme-
diately preceding the period of court leave, the
guarantee as provided in Article 8, Section 8, of this
Agreement, provided the part-time flexible would
otherwise have been requested or scheduled to
work on the day for which court leave is requested.

5. The amount of court leave for part-time flexible bargain-
ing unit employees shall not exceed 8 hours in a service
day or 40 hours in a service week.
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERS UNION,
AFL-CIO

Re: Leave Sharing

The Postal Service will continue a Leave Sharing Program dur-
ing the term of the 1999 Agreement under which career em-
ployees will be able to donate annual leave from their earned
annual leave account to another career employee, within the
same Center. In addition, career postal employees may do-
nate annual leave to other family members that are career
postal employees without restriction as to geographic loca-
tion. Family members shall include son or daughter, parent,
and spouse as defined in ELM Section 515.2. Single dona-
tions must be of 8 or more whole hours and may not exceed half
of the amount of annual leave earned each year based on the
leave earnings category of the donor at the time of donation.
Sick leave, unearned annual leave, and annual leave hours sub-
ject to forfeiture (leave in excess of the maximum carryover
which the employee would not be permitted to use before the
end of the leave year), may not be donated, and employees may
not donate leave to their immediate supervisors. To be eligible to
receive donated leave, a career employee (a) must be incapaci-
tated for available postal duties due to serious personal health
conditions and (b) must be known or expected to miss at least 40
more hours from work than his or her own annual leave and/or
sick leave balance(s), as applicable, will cover, and (c) must
have his or her absence approved pursuant to standard atten-
dance policies. Donated leave may be used to cover the 40
hours of LWOP required to be eligible for leave sharing.

For purposes other than pay and legally required payroll deduc-
tions, employees using donated leave will be subject to regula-
tions applicable to employees in LWOP status and will not earn
any type of leave while using donated leave.
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Donated leave may be carried over from one leave year to the
next without limitation. Donated leave not actually used remains
in the recipient’s account (i.e., is not restored to donors). Such
residual donated leave at any time may be applied against nega-
tive leave balances caused by a medical exigency. At separa-
tion, any remaining donated leave balance will be paid in a lump
sum.
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERS UNION,
AFL-CIO

Re: Annual Leave Exchange Option

The parties agree that APWU career employees will be al-
lowed to sell back a maximum of forty (40) hours of annual
leave prior to the beginning of the leave year provided the
following two (2) criteria are met:

1. The employee must be at the maximum leave carry-
over ceiling at the start of the leave year, and

2. The employee must have used fewer than 75 sick
leave hours in the leave year immediately preceding
the year for which the leave is being exchanged.

This Memorandum of Understanding expires on the expira-
tion of this Agreement.
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERS UNION,
AFL-CIO

Re: Paid Leave and LWOP

The parties agree that an employee need not exhaust annual
leave and/or sick leave before requesting leave without pay. As
soon as practicable after the signing of this Agreement, the Em-
ployee and Labor Relations Manual (ELM) Exhibit 514.4(d) will
be amended to conform to this Agreement.

The parties further agree that this Memorandum does not affect
the administrative discretion set forth in ELM Part 514.22, nor is
it intended to encourage any additional leave usage.
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERS UNION,
AFL-CIO

Re: Interest on Back Pay

Where an arbitration award specifies that an employee is entitled
to back pay in a case involving disciplinary suspension or remov-
al, the Employer shall pay interest on such back pay at the Fed-
eral Judgment Rate. This shall apply to cases heard in arbitra-
tion after the effective date of the 1991 Postal Data Centers
Agreement.
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERS UNION,
AFL-CIO

Re: Dependent Care

As a result of the 1998 APWU National Agreement, the parties
agreed to jointly work to develop and recommend a national
program for resource and referral services for dependent
care.

The U.S. Postal Service and the American Postal Workers Union
agree to include the Information Service Centers and agree to
meet as needed at the National Labor-Management Committee
to discuss the possible application of dependent care programs
to the Information Systems/Accounting Service Centers bar-
gaining unit.
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERS UNION, AFL-CIO

Re: NLRB Dispute Resolution Process

The United States Postal Service and the American Postal
Workers Union, AFL-CIO, in continuation of their commit-
ment to explore alternative procedures to reduce the num-
ber of unfair labor practice charges filed with the National
Labor Relations Board, agree to the following procedure for
the handling of Union information requests originating from
the Information Service Centers:

1. With respect to requests for information under Ar-
ticles 17.3 and 31.3 of the National Agreement, the
Union may request and shall obtain access through
the Postal Service to files and other records relevant
and necessary for collective bargaining or the en-
forcement, administration or interpretation of the Na-
tional Agreement. In this regard, the parties agree
that the Union is entitled to all relevant and neces-
sary information to perform its bargaining obliga-
tions as the representative of bargaining unit em-
ployees, and if the requested information has some
bearing on an issue between the parties, it should be
disclosed to the Union. Information requests for em-
ployee time records, employee leave records, em-
ployee prior discipline records, employee staffing re-
cords and employee work schedule records are
generally regarded as relevant with respect to the
Union’s determination whether or not to file a griev-
ance concerning those matters. If the request is un-
clear as to what information is being requested, Man-
agement should seek clarification from the Union
and the Union will provide in a timely fashion a more
precise statement of what is being requested. The
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fact that the information does not reside in the local
unit is not sufficient by itself to deny an information
request if the information is accessible by alternative
means. The Union will provide Management with a
completed "APWU Request For Information Form.”

Management shall provide the requested informa-
tion, a date on which the information will be for-
warded or a written statement explaining why the in-
formation will not be provided to the Union within
seven (7) days of the request. The parties may agree
to mutually extend the time limits set forth in this dis-
pute resolution process.

If the request is denied, the request shall be for-
warded to the National level, along with copies of the
related correspondence and documents. The Nation-
al Management representative will review the re-
quest as expeditiously as possible, and shall provide
the requested information, a date on which the infor-
mation will be forwarded or a written statement ex-
plaining why the information will not be provided,
within ten (10) days following receipt of the referral.

With respect to information requests originating at
the Headquarters level, or referred to the Headquar-
ters level, if such requests are denied by Manage-
ment, the parties agree to meet and discuss the mat-
ter at the Headquarters level no later than the end of
the month following the denial of the information re-
quest. At the meeting, the parties will exchange writ-
ten statements of position and copies of related cor-
respondence to give the parties ample opportunity
to jointly review and memorialize their respective
positions.

Pending exhaustion of these dispute resolution
steps, no unfair labor practice charge asserting im-
proper denial of an information request will be filed
with the Board. If the information request dispute is
not resolved by the parties within fourteen (14) days
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of the Headquarters level meeting, it is envisioned
that the Union may file an unfair labor practice
charge with the General Counsel of the National La-
bor Relations Board in Washington, D.C., pursuant
to Section 102.33(a) of the Board’s Rules and Re-
gulations. Upon such filing, the parties agree to pro-
vide to the Board’s Division of Enforcement a copy
of the parties’ written statements of position and oth-
er correspondence and documents set forth above,
and agree to meet with representatives of the Divi-
sion of Enforcement for the purpose of settling the
case. If the case cannot be settled, and the charge is
deemed meritorious, it is the parties’ intent that in
appropriate cases the matter be submitted to the
Board through motion for summary judgment.

The process set forth in this agreement is prospec-
tive only and has no applicability to any case cur-
rently pending before the Board.

The process set forth in this agreement is entered
into without precedent or prejudice to any party’s
position in any matter, and may not be cited in any
forum for any purpose except to enforce its terms.
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERS UNION,
AFL-CIO

Re: Role of Inspection Service in Labor Relations Matters

The parties recognize the role of the Postal Inspection Service in
the operation of the Postal Service and its responsibility to pro-
vide protection to our employees, security to the mail and ser-
vice to our customers.

Postal Inspection Service policy does not condone disrespect by
Inspectors in dealing with any individual. The Postal Inspection
Service has an obligation to comply fully with the letter and spirit
of this Agreement between the United States Postal Service and
the American Postal Workers Union, AFL-CIO and will not inter-
fere in the dispute resolution process as it relates to Articles 15
and 16.

The parties further acknowledge the necessity of an indepen-
dent review of the facts by management prior to the issuance of
disciplinary action, emergency procedures, indefinite suspen-
sions, enforced leave or administrative actions. Inspectors will
not make recommendations, provide opinions, or attempt to in-
fluence management personnel regarding a particular disciplin-
ary action, as defined above.

Nothing in this document is meant to preclude or limit Postal Ser-
vice management from reviewing Inspection Service documents
in deciding to issue discipline.
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERS UNION,
AFL-CIO

Re: Career Development

The Employer recognizes the desirability of advancing the ca-
reer development of employees assigned to the Centers. Ac-
cordingly, assistance to enable employees to reach their poten-
tial shall be provided as follows:

1. On an annual basis, if requested by the employee, su-
pervision will meet with the employee and discuss the
employee’s goals and objectives as well as those of the
Centers. This discussion will include an appraisal of the
employee’s progress and any suggestions as to how ca-
reer advancement could be improved. These discus-
sions shall be a private matter between the supervisor
and the employee and shall not be grievable. There shall
not be any notations pertaining to such discussions, oth-
er than the fact that such discussions occurred, main-
tained in the employee’s personnel file.

2. Management Designees will encourage local accredited
colleges or universities to provide career oriented litera-
ture, career counselling, or presentations on the curricu-
lum available for interested employees desiring to ad-
vance their careers in data processing, accounting or
related fields.

3. Consistent with budgetary restraints, service require-
ments and their individual qualifications and potential,
employees will be given an opportunity to attend ap-
propriate professional seminars, obtain tuition assis-
tance and USPS training classes.

126



MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERS UNION,
AFL-CIO

Re: Bargaining Unit Computer Tape

Pursuant to the provisions of Article 31 of the Information Sys-
tems/Accounting Service Centers Agreement the Employer
shall, on an accounting period basis, provide the Union with the
following information on each employee in the Centers bargain-
ing unit on a separate part of the computer tape provided to the
APWU under the National Agreement:

1. SSN 13. Post Office CAG

2. Last Name 14. Rate Schedule

3. First Name (Full) 15. Nature of Action

4. Middle Initial 16. Effective Date

5. Address 17. Pay Grade

6. City 18. Pay Step

7. State 19. Health Benefit Plan
8. ZIP Code 20. Designation Activity
9. Post Office Name 21. Enter on Duty Date
10. Post Office State 22. Retire on Date

11. Post Office Zip 23. Occupation Code

12. Post Office Finance Number  24. Pay Location

The Postal Service will provide the Union with the information
above without charge.
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LETTER OF INTENT

Re: Functional Area

As agreed to during the course of negotiations, the parties con-
cur that functional area is defined as follows:

Functional Area: A functional area is an established work
location within a Center, or within a Service Center,
Branch, Section, or group within a Center where like or
similar functions are performed, as determined by the
employer.

The definition of "Functional Assignment Areas,” as further de-
fined by the parties, appears at Article 37 of this Agreement. Fi-
nally, it is recognized that changes to the functional areas may
affect functional assignment areas, or affect the computation of
the length of service in a functional assignment area. Within
thirty (30) days of notification of changes to the functional areas,
the affected local union, at its option, may request a fourteen
(14) day period of local implementation to renegotiate functional
assignment areas. Any impasse items may be submitted to Step
3 of the grievance-arbitration procedure within ten (10) days of
the close of negotiations.
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERS UNION,
AFL-CIO

Re: Voluntary Transfers

The parties agree that the policy and guidelines on "Requests for
Voluntary Transfer/Reassignment” as set forth in the Postmaster
General's April 6, 1979, memorandum will remain in effect during
the life of this Agreement for voluntary transfers or reassign-
ments within this bargaining unit.
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERS UNION,
AFL-CIO

Re: Involuntary Reassignments Within a Center

The parties agree that upon the effective date of this Agreement,
and continuing only until the date of its expiration, the following
provisions will apply to involuntary reassignments of full-time
bargaining unit employees within a Data Center. The procedures
expressed in this Memorandum of Understanding shall not be in
conflict with the provisions of Article 40 of this Agreement and
are subject to the Veterans’ Preference regulations.

Full-time bargaining unit employees excess to the needs of a
functional assignment area, shall be reassigned within that Data
Center, by use of the following steps:

A. When it is determined that employees are to be ex-
cessed from a functional assignment area, those em-
ployees will be excessed by juniority within the affected
occupation code.

B. Those excess employees shall then be reassigned to
available positions having the identical occupation code
beginning with the senior excess employee.

C. Upon completion of the reassignments designated
above, a bid process will be initiated for preferred duty
assignments, pursuant to the provisions of Article 38.

D. At the Employer’s option, the remaining excessed em-
ployees shall then be reassigned, to the extent possible,
in accordance with the following:

To an on-the-job and/or off-site training opportunity, for
up to a sixty (60) daytime period, to qualify for positions
available at the same or lower level outside the em-
ployee’s occupation code. Such training shall be offered
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to employees on the basis of seniority; or to positions
available for which they are presently qualified, at the
same or lower level. First choice of duty assignments
shall go to the senior qualified excessed employees.

. A new or vacant position(s) in a functional assignment
area which is not filled through the reassignment proce-
dures referenced above, shall be posted once for com-
petitive application.

A reassigned employee retains the right, for a period of
one year from the date excessed, to retreat to the func-
tional assignment area from which excessed only upon
the occurrence of the first residual vacancy in the same
occupation code, after the employees in that functional
assignment area have completed the bidding process.
Failure to bid for the first available vacancy will end such
retreat right.
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERS UNION,
AFL-CIO

Re: Alternative Work Schedules National Task Force

The parties agree to continue a National Level Task Force on Al-
ternative Work Schedules.

The purpose of the Task Force is to continue testing the 10/4
program at the Minneapolis Center and San Mateo Accounting
Service Center. Either party to this memorandum may discontin-
ue a pilot program at any location upon sixty (60) days written
notice to the other party.

The National Task Force shall be comprised of six persons,
three appointed by the USPS and three appointed by the APWU.
The parties agree to meet as often as necessary, but no less
than quarterly.

It is further understood by the parties to this Agreement that this
Memorandum of Understanding expires by its terms at the expi-
ration of this Agreement.
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERS UNION, AFL-CIO

Re: Emergency Support

The parties agree to implement a pilot program utilizing
postal laptop computers for use by on-call employees in or-
der to perform mainframe emergency support while at
home.

Employees engaged in computer programming or systems
analysis will be permitted to take a postal laptop computer
home on days when a call is anticipated. When manage-
ment determines a program operational problem exists and
the problem can be remedied by an employee on call, the
employee will be permitted the opportunity to use a postal
laptop for mainframe access to remedy the problem from
home. The employee shall be compensated for the time re-
quired making the repair or one (1) hour of pay at the appli-
cable rate, whichever is greater. If required to take home a
laptop computer, the employee will be compensated one (1)
hour at the base time rate for each twenty-four (24) hour pe-
riod or fraction thereof, which includes the beeper time. The
compensation referenced in this memorandum is in addi-
tion to telephone pay provisions under Article 8.

The parties agree to review the program on an on-going ba-
sis.

It is further understood by the parties to this Agreement that
this Memorandum of Understanding expires at the expira-
tion of this Agreement.
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERS UNION, AFL-CIO

Re: Headquarters Threat Assessment Team/Workplace
Environment Improvement

As a result of the 1998 APWU National Agreement, the par-
ties agreed the American Postal Workers Union, AFL-CIO
(APWU) will participate on the Headquarters Threat Assess-
ment Team (HAT).

The U.S. Postal Service and the American Postal Workers
Union agree to include the Information Service Centers into
the agreement.
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKER'S UNION, AFL-CIO

Re: Payroll Positions

The parties agree that the Payroll Processing Technician,
DCS-11 will become a career ladder position in the Account-
ing Service Centers (ASC). Assuming the specified criteria
are met, career ladder will upgrade employees from the Lev-
el DCS-11to a Level DCS-13 in Payroll.

A Payroll Processing Technician, DCS-11 will be upgraded
to a DCS-13 provided the employee has served in the
DCS-11 position for a minimum of two years, has a satisfac-
tory performance record and has passed Accounting Test
741.

All current Payroll Processing Technicians, DCS-11 who
meet the above criteria will be upgraded to Level DCS-13 as
soon as is administratively feasible. The Level DCS-14 Pay-
roll Processing Specialist positions will be reverted as the
positions become vacant.

The parties further agree that as soon as practicable after
the finalization of the 1999 ISC Agreement, the Postal Ser-
vice will establish three (3) new Payroll Processing Special-
ist, Sr., DCS-16 positions. These positions will not consti-
tute an increase in bargaining unit complement.
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERS UNION, AFL-CIO

Re: Customer Support Positions

The parties agree that the Customer Support Technician,
DCS-13, and Customer Support Specialist, DCS-15 position
will be converted to a career ladder.

Specifically, an employee who has served in the Customer
Support Technician, DCS-13 position for one year, and has a
satisfactory performance record will be automatically up-
graded to a Customer Support Specialist, DCS-15 position.

All current Customer Support Technicians, DCS-13, who
meet the above criteria, will be upgraded as soon as is ad-
ministratively feasible.
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
UNITED STATES POSTAL SERVICE
AND THE
AMERICAN POSTAL WORKERS UNION, AFL-CIO

Re: Computer Systems Operator Series

The parties agree that management will conduct a review of
the Computer Systems Operator Series positions for the
purpose of updating the job descriptions and reviewing
complement requirements as soon as administratively
practicable after the finalization of the 1999 ISC Agreement.

This series includes the following positions:

Computer Systems Operator, DCS-11;

Computer Systems Operator, Sr., DCS-14,
Computer Systems Operator Lead, DCS-17; and the
Tape Librarian, DCS-9.

It is further understood by the parties to this Agreement that
this Memorandum of Understanding expires at the expira-
tion of this Agreement.
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= UNITED STATES
P POSTAL SERVICE

April 26, 2000

Mike Benner
Executive Assistant
APWU, AFL-CIO

1300 L Street, NW
Washington, DC 20005

Re: Organizational Name Changes

This letter is to advise you of organizational name
changes, which were implemented to more accurately
reflect the current organizational structure and (IS/ASC)
work performed.

The organizational entity name has been changed from
Information Service Centers (ISC) to Information
Systems/Accounting Service Centers (IS/ASC). The
Information Systems Service Center (ISSC) has been
changed to Integrated Business Systems Solution
Center (IBSSC).

(signed) Bruce Evans

Bruce Evans
United States Postal Service

475 L’Enfant Plaza SW
Washington DC 20260
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