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PREAMBLE

This Agreement (referred to as the 1994 “Mail Handlers National
Agreement”) is entered into by and between the United States
Postal Service (the “Employer”) and the National Postal Mail
Handlers Union, a Division of the Laborers’ International Union of
North America, AFL-CIO (the “Union™).

ARTICLE 1
UNION RECOGNITION
Section 1.1 Recognition

The Employer recognizes the Union designated below as the exclu-
sive bargaining representative of all employees in the bargaining
unit for which the Union has been recognized and certified at the
national level: :

National Postal Mai] Handlers Union, a Division of the Laborers’
International Union of North America, AFL-CIO—Mail Handlers.
Section 1.2 Exclusions

The bargaining unit set forth in Section 1.1 above does not include,
and 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; '

Security guards as defined in Public Law 91-375  120102);
All Postal Inspection Service employees;

Employees in the suppiemental work force as defined in
Article 7;

Rural Letter Carriers;

City Letter Carriers;

Maintenance Employees;

Special Delivery Messengers:

Motor Vehicle Employees;

Postal Clerks;

M Mail Equipmer_lt Shop employees; or

N Mail Transport Equipment Centers and Supply Center
employees. ' '
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Article 1.3

Section 1.3  Facility Exclusions

This Agreement does not apply to employees who work in other
employer facilities which are not engaged in customer services and
mail processing, previously understood and expressed by the par-
ties to mean mail processing and delivery, including but not limited
to Headquarters, Area Offices, Postal Data Centers, Postal SE}'V‘ICE
Training and Development Institute, Oklahoma Postal Training
Operations, Postal Academies, Postal Academy Training Institute,
Stamped Envelope Agency, Supply Centers, Mail Equipment
Shops, or Mail Transport Equipment Centers and Repair Centers.

Section 1.4 Definition

Subject to the foregoing sections, this Agreement shall be applica-
ble to all employees in the regular work force of the U.S. Postal
Service, as defined in Article 7, at all present and subsequently
acquired installations, facilities, and operations of the Employer,
wherever located.

Section 1.5 New Positions

A Each newly created position shall be assigned by the
Employer to the national craft unit most appropriate for
such position within thirty (30) days after its creation.
Before soch assignment of each new position the
Employer shall consult with the Union for the purpose of
assigning the new position to the national craft unit most
appropriate for such position. The following criteria shall
be used in making this determination:

Al existing work assignment practices;
A2 manpower Costs;

A3 avoidance of duplication of effort and “make work™
assignments;

A4 effective utilization of manpower, including the
Postal Service’s need to assign employees across
craft lines on a temporary basis;

A5 the integral nature of all duties which comprise a
normal duty assignment;

A6 the contractual and legal obligations and require-
ments of the parties.

B The Union shall be notified promptly by the Employer
regarding assignments made under this provision. Should
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the Union dispute the assignment of the new position with-
mn l:'hlrty (30) days from the date the Union has received
notification of the assignment of the position, the dispute
shall be subject to the provisions of the grievance and arbi-
tration procedure provided for herein.

Section 1.6 Performance of Bargaining Unit Work

A Supervisors are prohibited from performing bargaining

unit work at post offices with 100 or more bargaining unit
employees, except;

Al in an “emergency” which is defined to mean an
unforeseen circumstance or g combination of cir-
cumstances which cails for immediate action in a

situation which is not expected to be of a recurring
nature;

A2 for the purpose of training or instruction of employ-
ees;

A3 toassure the proper operation of equipment;
A4 1o protect the safety of employees; or
A5 toprotect the property of the USPS.

B In offices with less than 100 bargaining unit employees,
Supervisors are prohibited from performing bargaining
unit work except as enumerated in Section 1.6A1 through

1.6A5 aboye; or when the duties are included in the super-
visor's position description,

ARTICLE 2
NON-DISCRIMINATION AND CIVIL RIGHTS
Section 2.1  Statement of Principies

The Employer and the Union agree that there shall be no discrimi- .
nation by the Employer or the Unjon against employees because of
race, color, qr;ed, religion, national origin, sex, age, or marital sta--
tus. In addition, consistent with the other provisions of this
Agreement, there shall be no untawful discrimination against

employees, as prohibited by the Rehabilitation Act of 1973 '
Vietnam Era Veterans Readjustment Act of 1974, or the
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Article 2.2

Section 2.2 Committee ‘ .

Non-Discrimination and Civil Rights are proper subjelclzts g?ironz
ogion at Labor-Management Commltte_,e mec?tmggsgat then .

gg;ional!area and local levels provided in Article 38.

Section 2,3 Grievances

Grievances arising under this }}mﬁe ma%rlli(;, ﬁdlzgsatosfteg lfegf gg
i within fourteen :
grlexl'angg cﬁr?ﬁ:d[l}ﬁon has first learned or may reasonably hlz:.;:
ebI;% cejzs;(pe:cted to have learned of the allegeg d1scr1t;]n11;)arté$;1s,iggs s

X : : o
i t the national level, in which case :
?lfgsd;gliggiir?t for initiating grievances at that level shall apply.

Section 2.4 Dual Filing

i i levels, will take affirmative
n, at the national 'fmd log:al s ; t
rsﬂges[{glgnamre that bargaining-unit employees aret msf(!);xi‘;nlicllt atrkig-
melj)z should not pursue essentially contractual matter:
ously under the grievance and EEO processes: .
The Union, at the national and local levels, will not encourage dua
filing of grievances.

ARTICLE 3
MANAGEMENT RIGHTS -
ive 1 j the provi-
1 have the exclusive right, subject to
;EléisE(?;ptll{;i%eR;?giment and consistent with applicable {awi and
regulations: -
3.1 To direct employees of the Employer in the performance of
official duties; -
i i loyees in
i ote, transfer, assign, and retain emp
32 Tgsil:i]{)%s p\:f(i)tl-lizin the Postal Service and to suspend, dtergﬁtc%
gischarge, or take other disciplinary action agains
employees; . -~
3.3 To maintain the efficiency of the operations entrusted to it;

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

3.5 To prescribe a uniform dress to be worn by designated
employees; and '
]
3.6 To take whatever actions may be necessaryf to czg;ycfrl&tl 11;
. mission in emergency situations, i.e., an unforese

4
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Stance or a combination of circumstanceg which calls for

Immediate action in a situation which is not expected to he of a
TecuITing nature.,

ARTICLE 4
TECHNOLOGICAL AND MECHANIZATION CHANGES
Both parties recognize the need for improvement of mail service.

Section 4.1 Advance Notjce

The Union at the national level will be informed

as practicable, but no less than 30 days in advance, of implementa-

tion of technological or mechanization changes which affect jobs

as far in advance

informed as far in advance as practicable, but no jess than 90 days
in advance.

Section 4.2 Committee

There shall be established at the national ]
logical and Mechanization Changes Com

Committee shall meet semiannually, or 8s negessary, from the con-
ceptual stage onward, 1o disciiss any =i’ssﬁ?"fs’”l:“cnlce'ming proposed
technological and mechanization changes which may affect jobs,
including new or changed jobs, which affect the wages, hours, or
working conditions of the bargaining unit. For €xample, the Postal
Service will keep the Union advised conceming any research and

development Programs (e.g., study on robotics) which may have an
effect on the bargaining unit.

In addition, the Committee shall be informed of any new jobs cre-
ated by technological or mechanization changes. Where present
employees are capable of being trained to perform the new or
changed jobs, the Committee will discuss the training opportunities
and programs which wil) be available. These discussions may
include the availability of training opportunities for self-develop-
ment beyond the new or changed jobs.

Section 4,3 Resolution of Differences

Upon receiving nofice of the changes, an atiern

‘ pt shall be made at
the national leve] 10 resolve any i

questions as to the Impact of the



Article 4.4

are not resolved within a reasonable time after such change or

changes are operational, the unresolved questions may be submit-

ted by the Union to arbitration under the grievance-arbitration pro-

cedure. Any arbitration arising under this Article will be given
priority in scheduling,

Section 4.4 New Jobs

Any new job or jobs created by technological or mechanization
changes shall be offered to present employees capable of being
trained to perform the new or changed job and the Employer will
provide such training. During training, the employee will maintain
his/her rate. It is understood that the training herein referred to is
on the job and not to exceed sixty (60) days. Certain specialized
technical jobs may require additional and off-site training.

An employee whose job is eliminated, if any, and who cannot be .

placed 1n a job of equal grade shall receive saved grade until such
time as that employee fails to bid or apply for a position in the
employee’s former wage level.

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

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
LAYOFF AND REDUCTION IN FORCE
Section 6,1 General Principles '

A Each employee who is employed in the regular work force
as of the date of the Award of Arbitrator James J. Healy,
September 15, 1978, shall be protected henceforth against
any involuntary layoff or force reduction.

Al It is the intent of this provision to provide security

to each such employee during his or her work life-
time.
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A2 Members of the regular work force, as defined in
Article 7 of the Agreement, include full-time regu-
lars, part-time employees assigned to regular sched-
ules and part-time employees assigned to flexible
schedules,

B Employees who become members of the regular work
force after the date of this Award, September 15, 1978,
shall be provided the same protection afforded under
Section 6.1A1 above on completion of six years of contin-
uous service and having worked in at least 20 pay periods
during each of the six years.

C With respect to employees hired info the regular work
force after the date of this Award and who have not
acguired the protection provided under Section 6.1B
above. the Employer shall have the right to effect layoffs
for lack of work or for other legitimate reasons. This right
may be exercised in lieu of reassigning employees under
the provisions of Article 12, except as such right may be
medified by agreement. Should the exercise of the
employer’s right to lay off employees require the applica-
tion of the provisions of Chapter 35 of Title 5, United
States Code, employees covered by that Chapter with less
than three vears of continuous civilian federal service will
be treated as “career conditional” employees,

The Employer’s right as established in this section shall be
effective July 20, 1979.

The following terms as to the employees’ and employer’s rights
and the rules and procedures to be followed in the implementation
of Article 6 are a part of the September 15, 1978 Final Resolution
and shall be final and binding upon the parties: .

Section 6.2 Coverage

A Employees Protected Against Any Involuntary Layoff or
Force Reduction

Those employees who occupy full-time, part-time regular
or part-time flexible positions in the regular work force (as
defined in Article 7) on September 15, 1978, are protected
against layoff and reduction in force during any period of
employment in the regular work force with the United
States Postal Service or successor organization in his or
her lifetime. Such employees are referred to as “protected
employees,” '

7



Article 6.2

Other employees achieve protected status under the provisions of
Section 6.2C below,

Employees Subject to Involuntary Layoff or Force
Reduction

Except as provided in Sections 6.2A and 6.2C, all employees who
enter the regular work force, whether by hire, transfer, demotion,
reassignment, reinstaternent, and reemployment on or after
September 16, 1978, are subject to layolT or force reduction and are
referred to as “non-protected employees.”

Non-Protected Employees Achieving Protected Status

Cl A non-protected employee achieves protected status
upon completion of six years of continuous service
in the regular work force. The service requirement

is computed from the first day of the pay period in -

which the employee enters the regular work foree.
To receive credit for the year, the employee must
work at least one hour or receive a call-in guarantee
in lieu of work in at least 20 of the 26 pay periods
during that anniversary year. Absence from actmal
duty for any of the following reasons will be con-
sidered as “work™ solely for the purposes of this
requirement:

Cla To the extent required by law, court leave,
time spent in military service covered by
Chapter 43 of Title 38, or time spent on con-
tinuation of pay, leave without pay or on
OWCP rolls because of compensable injury
on duty.

Clb Time spent on paid annua! leave or sick

leave, as provided for in Article 10 of the
Agreement,

Cle Leave without pay for performing Union
business as provided for in Article 24 of the
Agreement,

C1d All other unpaid leave and periods of suspen-
sion or time spent in layoff or RIF status will
not be considered work. Failure to meet the
20 pay period requirement in any given
anniversary year means the employee must
begin a new six year continuous service peri-
od to achieve protected status.

8
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C2  Temporary details outside of the regular work force
in which the employee's position of record remains
in the regular work force count toward fulfilling the
20 pay periods of work requirement per year.

C3  H anon-protected employee leaves the regular work
force for a position outside the Postal Service and
remains there more than 30 calendar days, upon
return the employee begins a new service pertod for
purposes of attaining six years continuous service.

C4  If anon-protected employee leaves the regular work
force and returns within two years from a position
within the Postal Service the employee will receive
credit for previously completed full anniversary
years, for purposes of attaining the six vears contin-
Uous service,

Section 6.3 Preconditions for Implementation of Layoff and

A

Reduction in Force

The Unien shall be notified at its Regional level no less
than 90 days in advance of any layoff or reduction in force
that an excess of employees exists or will exist at an instal-
lation and that a layoff and reduction in force may be nec-
essary, The Employer will explain to the Union the basis
for its conclusion that legitimate business reasons require
the excessing and possible separation of employees.

No employee shall be reassigned under this Article or laid
off or reduced in force unless and until that employee has
been notified at least 60 days in advance that he or she may
be affected by one or the other of these actions.

The maximum number of excess employees within an
nstallation shall be determined by seniority unit within
each category of employees (full-time, part-time regular,
part-time flexible). This number determined by the
Employer will be given to the Union at the time of the 90-
day notice.

Before implementation of reassignment under this Article
or, if necessary, layoff and reduction in force of excess
employees within the installation, the Employer will, to
the fullest extent possible, separate all casuals within the
craft and minimize the amount of overtime work and part-
time flexible hours in the positions or group of positions
covered by the seniority unit as defined in this Agreement

9



Article 6.4

or as agreed to by the parties. In addition, the Employer
shall solicit volunteers from among employees in the same
craft within the installation to terminate their employment
with the Employer. Employees who elect to terminate their
employment will receive a lump sum severance payment
in the amount provided by Part 435 of the Employee and
Labor Relations Manual, will receive benefit coverage to
the extent provided by such Manual, and, if eligible, will
be given the early retirement benefits provided by Section
8336(d)(2) of Titie 5, United States Code and the regula-
tions implementing that statute,

E No less than 20 days prior to effecting a layoff, the
Employer will post a list of all vacancies in other serdority
units and crafts at the same or lower level which exist
within the installation and within the commuting area of
the losing installation. Employees in an affected seniority
unit may, within 10 days after the posting, request a reas-
signment under this Article to a posted vacancy. Qualified
employees will be assigned to such vacancies on the basis
of seniority. If a senior non-preference eligible employee
within the seniority unit indicates no interest in an avail-
able reassignment, then such employee becomes exposed
to layoff. A preference eligible employee within the
seniority unit shall be required to accept such a reassign-
ment to a vacancy in the same level at the installation, or,
if none exists at the installation, to a vacancy in the same
level at an installation within the commuting area of the
losing installation.

K the reassignment is to a different craft, the employee’s
seniority in the new craft shall be established in accor-
dance with the applicable seniority provisions of the new
craft.

Section 6.4 Layoff and Reduction in Force
A Definition

The term “layoff” as used herein refers to the separation of
non-protected, non-preference eligible employees in the
regular work force because of lack of work or other legiti-
mate, nondisciplinary reasons. The term “reduction in
force” as used herein refers to the separation or reduction
in the grade of a non-protected veterans preference eligible
in the regular work force because of lack of work or other
legitimate non-disciplinary reasons,

10
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B Order of Layoff

If an excess of employees exists at an installation after sat-
isfaction of the preconditions set forth in Section 6.3
above, the Employer may lay off employees within their
respective seniority units in inverse order of seniority as
defined in the Agreement.

Seniority Units for Purposes of Layoff

Seniority units within the categories of full-time regular,
part-time regular, and part-time flexible, will consist of all
non-protected persons at a given level within an estab-
hished craft at an installation unless the parties agree other-
wise, It is the intent to provide the broadest possible unit
consistent with the equities of semior non-protected
employees and with the efficient operation of the installa-
Hon.

Union Representation

Chief stewards and union stewards whose responsibilities
bear a direct relationship to the effective and efficient rep-
resentation of bargaining unit employees shall be placed at
the top of the seniority unit roster in the order of their rela-

tive craft seniority for the purposes of layoff, reduction in
force, and recall,

. Reduction in Force

If an excess of employees exists at an installation after sat-
isfaction of the preconditions set forth in Section 6.3 above
and after the layoff procedure has been applied, the
Employer may implement a reduction in force as defined
above. Such reduction will be conducted in accordance
with statutory and regulatory requirements that prevail at
the time the force reduction is effected. Should applicable
law and regulations require that other non protected, non-
preference eligible employees from other seniority units
be laid off prior to reduction in force, such employees will
be laid off in inverse order of their craft seniority in the
seniority umit,

In determining competitive levels and competitive areas
applicable in a force reduction, the Employer will submit
its proposal to the Union at least 30 days prior to the reduc-
tion. The Union will be afforded a full opportunity to make
suggested revisions in the proposal. However, the
'Ernpioyer, having the primary responsibility for compli-
ance with the statute and regulations, reserves the right to

11



Article 6.5

make the final decision with respect to competitive levels
and competitive areas. In making its decision with respect
to competitive levels and competitive areas the Employer
shall give no greater retention security to preference eligi-
bles than to non-preference eligibles except as may be

required by law.

Section 6.5 Recall Rights
A Employees who are iaid off or reduced in force shall be

placed on recall lists within their seniority units and shall
be entitled to remain on such lists for two years. Such
employees shall keep the Employer informed of their cur-
rent address. Employees on the lists shall be notified in
order of craft seniority within the seniority unit of all
vacant assignments in the same category and level from

which they were laid off or reduced in force. Preference -

eligibles will be accorded no recali rights greater than non-
preference eligibles except as required by law. Notice of
vacant assignments shall be given by certified mail, retum
receipt requested, and a copy of such notice shall be fur-
nished to the local union president. An employee so noti-
fed must acknowledge receipt of the notice and advise the
Employer of his or her intentions within 5 days after
receipt of the notice. If the employee accepts the position
offered he or she must report for work within 2 weeks after
receipt of notice. If the employee fails to teply to the
notice within 5 days after the notice is received or delivery
cannot be accomplished, the Employer shall offer the
vacancy to the next employee on the list,

If an employee declines the offer of a vacant assignment in
his or her seniority unit or does not have a satisfactory rea-
son for failure to reply to a notice, the employee shall be
removed from the recall list.

An employee reassigned from a losing installation pur-
suant to Section 6.3E above and who has retreat rights
shall be entitled under this Article to exercise those retreat
rights before a vacancy is offered to an employee on the
recall list who is junior to the reassigned employee in craft
seniority.

Section 6.6 Protective Benefits
A Severance Pay

Employees who are separated because of a layoff or reduc-

12
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tion in force shall be entitled to severance pay in accor-
dance with Part 435 of the Employee and Labor Relations
Manual.

B Health and Life Insurance Coverage

Employees who are sepérated because of a layoff or a
reduction in force shall be entitled to the health insurance
and life insurance coverage and to the conversion rights

provided for in the Employee and Labor Relations
Manual.

Section 6.7 Union Representation Rights

A The interpretation and application of the provisions of this
Article shall be grievable under Article 15. Any such
grievance may be introduced at the Regional/Area (i.e.,
Step 3} level and shall be subject to priority arbitration.

B The Employer shall provide to the Union a quarterly report

on all reassignments, layoff and reductions in force made
under this Article.

C Preference eligibles are not deprived of whatever rights of
appeal such employees may have under applicable laws
and regulations. However, if an employee exercises these
appeal rights, the employee thereby waives access to any
procedure under this agreement beyond Step 3 of the
grievance-arbitration procedure.

Section 6.8 Intent

The Employer shall not lay off, reduce in force, or take any other
action against a non-protected employee solely to prevent the
artainment by that employee of protected status,

ARTICLE 7
EMPLOYEE CLASSIFICATIONS
Section 7.1 Definition and Use
A Regular Work Force

The regular work force shall be comprised of two cate-
gories of employees which are as follows:

Al Full-Time

Employees in this category shall be hired pursuant
to such procedures as. the Employer may establish

13



Article 7.1

and shall be assigned to regular schedules consist-
ing of five (5) eight (8) hour days in a service
week.

A2 Pari-Time
Employees in this category shaill be hired pursuant
to such procedures as the Employer may establish
and shall be assigned to regular schedules of less
than forty (40) hours in a service week, or shall be
available to work flexible hours as assigned by the
Employer during the course of a service week.

B Supplemental Work Force

The Supplemental work force shall be comprised of casual
employees. Casnal employees are those who may be uti-
lized as a limited term supplemental work force, but may
not be employed in lieu of full or part-time employees.
During the course of a service week, the Employer will
make every effort to insure that qualified and available
pari-time flexible employees are utilized at the straight
time rate prior to assigning such work to casuals. The
number of casuals who may be employed in any account-
ing period, other than accounting periods 3 and 4, shall
not exceed 10% on a Division basis, as currently constitut-
ed, of the total number of employees covered by this
Agreement. Casuals are limited to two (2) ninety (90) day
terms of casual employment in a calendar year. In addition
to such employment, casuals may be reemployed during
the Christmas period for not more than twenty-one (21)
days. The Employer will provide the Union at the Division
level with an accounting period report listing the number
of mail handler casuals at facilities within the Division.
This report will be provided within fourteen (14) days of
the close of the accounting period. In the event that the
Employer exceeds the 10 percent limitation, a remedy, if
any, will be determined by the individual facts and on a
case-by-case basis.

For PSDS offices, the employer will provide the union, on
an accounting period basis, at the Division level, with a
report which lists the number of non-mail handler casuals
and hours worked in each facility within that Division,
who have worked in those operations designated as 010
and 210 during the previous accounting period. This report
will be provided within fourteen (14) days of the close of
the accounting period.

14
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Section 7.2 Employment and Work Assignments

A Normally, work in different crafis, occupational groups or
levels will not be combined into one job. However, to pro-
vide maximum full-time employment and provide neces-
sary flexibility, management may establish  full-time
schedule assignhments by including work within different
crafts or occupational groups after the following sequen-
tial actions have been taken:

Al All available work within each separate craft by
tour has been combined.

A2 Work of different crafts in the same wage level by
tour has been combined.

B The appropriate representatives of the affected Unions will
be informed in advance of the reasons for establishing the
combination full-time assignments within different crafts
in accordance with this Axticle,

C In the event of insufficient work on any particular day or
days in a full-time or part-time employee’s own scheduled
assignment, management may assign the employee to any
available work in the same wage level for which the
employee is qualified, consistent with the employee’s
knowledge and experience, in order to mainiain the num-
ber of work hours of the employee’s basic work schedule.

D During exceptionally heavy workload periods for one
occupational group, employees in an occupational group
experiencing a light workload period may be assigned to
work in the same wage level, commensurate with their
capabilities, to the heavy workload area for such time as
management determines necessary.

Section 7.3 Employee Complements

The Employer shall staff all postal installations which have 200 or
more man years of employment in the regular work force as of the
date of this Agreement with 90% full-time mail handlers. For pur-
poses of this section, part-time regular mail handlers are not to be -
considered a part of the full-time or part-time work force for pur-
poses of the percentage referenced above. The number of part-time
regular mail handlers who may be employed in any period in a par-
ticular instailtation shall not exceed 6 percent of the total number of
employees in that installation covered by this Agreement. The
Employer shall maximize the number of full-time employees and
minimize the number of part-time employees who have no fixed
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work schedules in all postal installations. A part-time flexible
employee working eight (8) hours within ten (10), on the same five
(5) days each week over a six-month period will demonstrate the
need for converting the assignment to a full-time position.

ARTICLE 8
HOURS OF WORK
Section 8.1 Work Week

The work week for full-time regulars shall be forty (40) hours per
week, eight (8) hours per day within ten {(10) consecutive hours,
provided, however, that in all offices with more than 100 full-time
employees in the bargaining units the normal work week for full-
time regular employees will be forty hours per week, eight hours
per day within nine (9) consecutive hours. Shorter work weeks
will, however, exist as needed for part-time regulars,

Section 8.2 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 employee’s service day is the calendar day on which
the majority of work is scheduled. Where the work sched-
ule is distributed evenly over two calendar days, the ser-

vice day is the calendar day on which such work schedule
begins.

C The employes’s normal work week is five (5) service days.
each consisting of eight (8) hours, within ten (10) consecu-
tive hours, except as provided in Section 8.1 of this
Article. As far as practicable the five days shall be consec-
utive days within the service week.

Section 8.3 Exceptions
The above shall not apply to part-time employees.

Part-time employees will be scheduled in accordance with the
above rules, except they may be scheduled for less than eight (8}

hours per service day and less than forty (40) hours per normai
work week,

Section 8.4 Overtime Work

A Overtime pay is to be paid at the rate of one and one-half
(1/2) times the base hourly straight time rate.
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B 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. Nothing in this
Section shall be construed by the parties or any reviewing
authority to deny the payment of overtime to employees
for time worked outside of their regularly scheduled work
week at the request of the Employer.

C 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 together
of such overtime or premivm rates and only the higher of
the employee’s applicable rates shall apply.

D The parties to this Agreement recognize that sustained and
gxcessive levels of overtime, particularly where it is being
worked by non-volunteers, are not ultimately beneficial to
the Postal Service or the employees. The subject of sus-
tzined and excessive overtime, where it is being worked by
non-volunteers, is a proper topic for discussion at Local
and Regional/Area Labor-Management Committee meet-
ings. The parties will meet to discuss particular problem
areas and to idemiify appropriate avenues of resolution. In
addition, any disputes on this subject may be processed
through the Grievance-Arbitration procedure in accor-
dance with Article 15,

Sectien 8.5 Overtime Assignments

When needed. overtime work shall be scheduled among qualified
fuli-ome regular employees doing similar work in the work loca-
Hon where the employees regularly work in accordance with the
following:

A Two weeks (i.e., 14 calendar days) prior to the start of each
calendar quarter, full-time regular employees desiring to
work overtime during that quarter shall place their names
on an “Overtime Desired” list. Every full-time regular
employee shall have the opportunity to put his/her name
on the “Overtime Desired” list, even though he/she may be
on leave during the signing-up period for that quarter.

Newly converted full-time employees may place their
names on the “Overtime Desired” list within the two
weeks (i.e., 14 calendar days) following the date
upon which they are converted to full-time. Said
placement on the list shall be effective on the next
calendar day.
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B

" C

Lists will be established by section and/or tour in accor-
dance with Article 30, Local Implementation.

When during the quarter the need for overtime arises. fufi-
time regular employees with the necessary skills having
listed their names will be selected in order of their senicri-
ty on a rotating basis. Those absent, or on leave shall be
passed over. In addition, employees whose guaraniee
exceeds the overtime requirement shall be passed over
(e.g., an employee on a nonscheduled day would not be
called in to perform 2 hours of overtime work); unless
such guarantee is modified by the provisions of Section 3.8
concerning early release. Full-time regular employees on
the “Overtime Desired” list may be required to work up to
twelve (12) hours in a day. In addition, at the discretion of
the Employer, “Overtime Desired” list employees may
volunteer to work beyond twelve (12) hours in a day.

If the voluntary “Overtime Desired” list does not provide
sufficient available and qualified people, the Emplover
shall assign other employees to the extent needed, When
assigning such employees, the Employer shall first uti-
lize qualified and available full-time employees, in
order of seniority, who have volunteered to work the
required overtime after their scheduled tour for that
day only or who have volunteered to work their non-
scheduled day(s). Employees shall volunteer for over-
time assignments after their scheduled tour for that
day only by signing their name and indicating their
seniority date, within the first two (2) hours of their
scheduled tour of duty, on a daily “Full-Time
Volunteer” list maintained in each work section on the
workroom floor. Employees shall volunteer for over-
time assignments on their nonscheduled days by sign-
ing their name and indicating their nonscheduled days
and their seniority date on a Full-Time Volunteer list
that js posted in each work section at the beginning of
the service week (i.e., on Saturday) and must be signed
by Tuesday of the service week prior to that being vol-
unteered for, Such full-time employee volunteers shall
work the required overtime, as directed by manage-
ment, The Employer shall have the discretion to limit
these volunteer employees from working beyond ten
(10) hours in a day. There shall not be any penalty for
errors by the Employer in applying either of these
“Full-Time Volunteer*’ lists. '
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If additional employees are still needed after applica-
tion of the above, the Employer shall assign other
employees as needed. To the extent practicable, an
effort will be made to schedule available and gualified
part-time flexibles and casuals for such overtime work
prior to requiring fiill-time employees not on the
*Overtime Desired” list or “Full-Time Volunteer” lists
to work such overtime. If qualified full-time regular
employees not on the Overtime Desired List or either of
the volunteer lists are required to work overtime, it shall .
be on a rotating basis with the first opportunity assigned to
the jurior employee.

E Exceptions to .5C and .5D above if requested by the
employee may be approved by local management in
exceptional cases based on equity (e.g., anniversaries,
birthdays. illness, deaths).

F Excluding December, only in an emergency situation will
a full-ime regular employee not on the “Overtime
Desired™ list be required to work over ten (10} hours in a
day or over six (6) days in a week.

Section 8.6 Sunday Premium Payment

Each employee whose regular work schedule includes a period of
service. any part of which is within the period commencing at mid-
night Saturday and ending at midnight Sunday, shall be paid extra
compensation at the rate of 25 percent. of the employee’s base
hourly rate of compensation for each hour of work performed dur-
ing that period of service, An employee’s regularly scheduled
reporting time shall not be changed on Saturday or Sunday solely
to aveid the Sunday premium payment. '

Section 8.7 Night Shift Differential

A For time worked between the hours of 6:00 p.m. and 6:00
a.m. employees shall be paid additional compensation at
the the rate of ten (10%) of the base hourly straight time
rate.

B Effective for the period November 24, 1995 through
November 21, 1997, for time worked between the hours
of 6:00 p.m. and 6:00 a.m. career employees shall be
paid additional compensation at the applicable flat dol-
lar amount at each pay grade and step in accordance -
with Appendix A attached hereto.
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Article 8.8

C Effective November 22, 1997, for time worked between
the hours of 6:00 p.m. and 6:00 a.m., career employees
shall be paid additional compensation at the applicable
flat dollar amount at each pay grade and step in accor-
dance with Appendix B attached hereto.

D As soon as administratively practicable, career
employees on the payroll as of April 24, 1996, shall be
paid a one-time cash payment equal to twelve cents
($.12) times the number of kours for which each was
paid a night shift differential premium during the thir-
teen (13) accounting periods ending March 29, 1996.

Section 8.8 Guarantees

An employee called in outside the employee’s regular work sched-
ule 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 available. Such guaranteed minimum shall not apply to an
employee called in who continues working on into the employee’s
regularly scheduled shift. When a full-time regular employee is
catled in on the employee’s non-scheduled day, the employee will
be guaranteed eight hours work or pay in lieu thereof, This guaran-
tee will be waived if the employee, with the concurrence of the
Union and approval of Management, requests to be released early.
The Employer will guarantee all employees at least four (4) hours
work or pay on any day they are requested or scheduled to work in
a post office or facility with 200 or more man years of employment
per year. All employees at other post offices and facilities will be
guaranteed two (2) hours work or pay when requested or scheduled
to work.

Section 8.9 Wash-Up Time

Installation heads shall grant reasonable wash-op time to those
employees who perform dirty work or work with toxic materials.
The amount of wash-up time granted each employee shall be sub-
ject to the grievance procedure. '

ARTICLE 9
SALARIES AND WAGES
Section 9.1 Basic Annual Salary

The basic annual salary schedule, with proportional application to
hourly rate employees, for all grades and steps for those employees
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covered under the terms and conditions of this Agreement shall be
increased as follows:

Effective November 25, 1995—the basic annual salary for each
grade and step shall be increased by an amount equal to the
dollar amount received at the same grade and step under the
Clarke Award. This increase approximates 1.2% of the base
anrual salary for the applicable grade and step that was in
effect on November 20, 1994,

Effective November 22, 1997—the basic annual salary for each
grade and step shall be increased by an amount equal io the
dollar amount received at the same grade and step under the
Clarke Award. This increase approximates 1,.2% of the base
annuzl salary for the applicable grade and step that was in
effect on November 20, 1994,

Section 9.2 Step Progression

The step progression for the Mail Handler Salary Schedule shall be
as follows:

From To ‘Waiting

Step Step Period (in weeks)

Grades 4. 5. &6 B 96

C 96

C D 44

D E 44

E F 44

F G 44

G H 44

H I 44

I 7 44

I K 34

K L 34

L M 26

N 24

N 0] 24

Section 9.3 Lump Sum Cash Payments
A Full-Time Employees

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

+ Effective April 24, 1996 - 2.78% of base annual salary
in effect on April 24, 1996 :
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+ Effective November 21, 1996 - $400

The eligibility requirements for both cash payments will be deter-
mined by the terms of Section 9.3C,

tive date of the one-time lump-sum cash payments, i
pay period 8-96 for April 24, 1996, and pay period :
96 for November 21, 1996.

B Hourly Rate Employees Section 9.4 Cost of Living Adjustment

Non-probationary hourly rate employees, who have been
paid for less than 2000 hours during the twenty-six pay
periods prior to the date of the lump-sum cash payments,
Le., April 24, 1996 and November 21, 1996, shail receive
a payment based on their number of paid hours during that
period in accordance with the following schedule:

(1) For the April 24, 1996, 2.78% cash payment
Number of Paid Hours Percent of Base Annual Salary

1 and Under 500 0.695%
508 and Under 1000 1.39%
1000 and Under 1500 2.085%
1560 and Over 2.78%

(2) For the November 21, 1996, $400 cash payment
Number of Paid Hours Percent of Cash Payment

1 and Under 500 25%
500 and Under 1000 50%
1600 and Under 1500 75%
1500 and Over 100%

For purposes of subparagraph (1) only, the term “Base
Annual Salary” shall mean an eligible hourly employ-

ee’s base hourly rate of pay in the pay peried immedi-

ately prior to the date of this Award (pay period 8-96)
times 2000.

Eligibility

1. Full-Time Employees

In order to be eligible to receive the one-time cash pay-
ments the employee must be in a full-time regular pay sta-
tus during the pay period immediately prior to the effective
date of the one-time lump-sum cash payments, i.e., pay

period 8-96 for April 24, 1996, and pay period 23-96 for
November 21, 1996.

2. Hourly Rate Employees

In order to be eligible (o receive the one-time lump-sum
cash payments, an hourly rate employee must be in a pay
status during the pay period immediately prior to the effec-
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A Definitions

1. “Consumer Price Index” refers to the “Natio
Consumer Price Index for Urban Wage Eamers ¢
Clerical Workers,” published by the Bureau of Lal
Statistics, United States Department of Lal
{1967=100) and referred to herein as the “Index.”

. “Consumer Price Index Base” refers to the Consun
Price Index for the month of October 1995 and
referred to herein as the “Base Index.”

B Effective Dates of Adjustment

Each employee covered by this Agreement shall rece
cost-of-living adjustments, upward, in accordance with |
formula it Section 9.4.C, below, effective on the follg
ing dates:

[

+ the second full pay period after the release of |
January 1996 Index

the second full pay period after the release of the Ji
1996 Index

* the second full pay period after the release of i
January 1997 Index

the second full pay period after the release of the It
1997 Index -

+ the second full pay period after the release of {
January 1998 Index

» the second full pay period after the release of the It
1998 Index

.

€ The basic salary schedule provided for in this Agreeme

shall be increased 1 cent per hour for each full 0.4 of
point increase in the applicable Index above the Bz
Index. For example, if the increase in the Index frc
October 1995 to January 1996 is 1.2 points, all pay scal
for employees covered by this Agreement will
increased by 3 cents per hour. In no event will a decline
the Index below the Base Index result in a decrease in t
pay scales provided for in this Agreement.
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D 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.

E No adjustment, retroactive or otherwise, shall be made due
to any revision which may later be made in the published
figures for the Index for any month mentioned in Section
9.4B, above.

E If during the life of this Agreement, the BLS ceases to
make available the CPI-W (1967-100), the parties aggee 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 9.4C. will be recalculated to provide
the same cost-of-living adjustment that would have been
granted under the formuta using the CPI-W (1967=100).

Section 9.5 Roli-in of Existing COLA

A Continuation of the 1990 National Agreement Cost of
Living Adjustment

Until the roll-in provided in Subsection B of this Section,
the cost-of-living adjustment of $1,789 for Step A and
$2,142 for all other steps, with proportional application to
hourly rate employees, which was provided in the 199¢
National Agreement shall be continued as part of the base
salary schedule for the duration of this Agreement, and
shall be taken into account only in computing base rates,
overtime and shift premiums, and in determining call-in
pay, leave pay and holiday pay but shall not become a
fixed part of the Mail Handler Basic Salary Schedule
applicable to this Agreement.

B COLA Roll-In May 25, 1996

Effective May 25, 1996, the cost-of-living adjustment of
$1,789 for Step A and $2,142 for all other steps, with
proportional application to hourly rate employees, which
was provided in the 1990 National Agreement, shall
become part of the basic annual salary set forth in Section
9.1 above,

Section 9.6  Application of Salary Rates

Except as provided in this Article, the Employer shall continue the
current application of salary rates for the duration of this
Agreement,
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Section 9.7 Granting Step Increases

Execept 85 provided in this Article, the Employer will continue t
program on graniing step increases for the duration
HisAgreement.

Bection 9.8 Profected Salary Rates

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

B Employees who qualify for “saved grade” will receir
“saved grade” for an indefinite period of time subje
to the conditions contained in Article 4.4.

ARTICLE 10
LEAVE
Sectipn 10.1 Funding

The Emplover shall continue funding the leave program so as |

continue the current leave eaming level for the duration of th
Asreoraent.

Section 10.2  Leave Regulations

The leave regulations in Subchapter 510 of the Employee an
Labor Relations Manual, insofar as such regulations establis
wages, howrs, and working conditions of employees covered b
this Agreement. shall remain in effect for the life of th
Agreement.

Section 10.3  Choice of Vacation Period

A It 1s agreed to establish a nationwide program for vacatio
planning for employees in the regular work force wit

emphasis upon the choice vacation period(s) or variation
thereof,

B Care shall be exercised to assure that no employee i

;equired to forfeit any part of such employee’s annua
eave,

C The parties agree that the duration of the choice vacatios
period(s) in all postal installations shall be determined pur
suant to local implementation procedures.

D Annual leave shall be granted as follows:
DI Employees who eam 13 days annuai leave per yea:
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shall be granted up to ten (10) days of continuous
annual leave during the choice period. The number
of days of annual leave, not to exceed ten (10), shalf
be at the option of the employee.

D2 Employees who earn 20 or 26 days annual leave per
year shall be granted up to fifteen (15) days of con-
tinuous annual leave during the choice period. The
number of days of annual leave, not to exceed fif-
teen (15), shall be at the option of the employee.

D3 The subject of whether an employee may at the
employee’s option request two (2) selections during
the choice period(s), in units of either 5 or 10 work-
ing days, the total not to exceed the ten (10) or fif-
teen (135} days above, may be determined pursuart
to focal implementation procedures.

D4 The remainder of the employee’s annual leave may
be granted at other times during the year, as request-
ed by the employee.

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

An employee who is called for jury duty during the
employee’s scheduled choice vacation peried or who
attends a National, State, or Regional Convention

{Assembly) during the choice vacation period is eligible

for another available period provided this does not deprive
any other employee of first choice for scheduled vacation,

Section 10.4  Vacation Planning

D

A
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each employee’s credit including that for the current
year and the amount expected to be taken in the cur-
rent year.

B2 Determine a final date for submission of applica-
tions for vacation period(s) of the employee’s
choice during the choice vacation period(s).

B3 Provide official notice to each employee of the
vacation schedule approved for each employee.

4 procedure in each office for submission of applications
for annual leave for periods other than the choice period
may be established pursuant to the implementation proce-
dure above,

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

Section 10.5  Implementation of the Leave Program

I, at the end of the local implementation period provided
for in this Agreement, the local parties have not reached
agreement on the length of the choice vacation period, the
choice vacation period will be 23 consecutive weeks com-
mencing on the last Saturday in April unless the local par-
ties agree to another starting date. The 23 weeks shall
include military leave and union leave for conventions and
conferences. The method of selecting vacations shall be
determined locally.

The vacation sign-up list, after the initial sign-up period,
shall be maintained at a location accessible to employees.

After the initial sign-up period is completed and vacant
weeks still exist on the vacation sign-up list, requests for
any of these vacant weeks shall be handled as follows:

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

A The Employer shall, no later than November 1, publicize

Cl  The installation head will honor all requesis for
vacant weeks which are submitted seven (7) days in
advance of the leave period.

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 installation head shall meet with the representative of
the Union to review local service needs as soon after
January 1 as practical. The installation head shall then:

Bl  Determine the amount of annual leave accrued to
26

C2  The installation head will make every effort to grant
requests for vacant weeks submitted less than seven
(7) days in advance of the leave period.

The instailation head’s policy in handling requests for
emergency leave shall be made known to all employees
and the Union. The installation head will consider each
such request on the merits of the individual sitnation. The
installation head shall post on the bulletin board the appro-
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priate phone number to call by tour when an emergescy’
arises.

Section 10.6 Sick Leave

i inistration of the presea

T e b shall inclade the following specife
items:
A

B

Credit employees with sick leave as earned.

Charge to annual leave or leave without pay (at epxphoy-
ee's %ption) approved absence for which employee &as
insufficient sick leave.

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

Unit Charges for Sick Leave shall be in minimum units of
less than one (1) hour.

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

loyees may utilize annual and sick leave in conjenc-
E(I)rlllpwi}trh leaveywithout pay, subject to the approval of tee
leave in accordance with normal leave approvai proce-
dures. The Employer is not obligated to approve sux%
leave for the last hour of the employee’s scheduled wogk-
day prior to and/or the first hour of the employee’s sched-
uled workday after a holiday.

ARTICLE 11
HOLIDAYS

Section 11.1  Holidays Observed

The following ten (10) days shall be considered holidays for frfﬁ-
time and part-time regular schedule employees, hereinafter
referred to in this Article as “employees™:

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

Section 11.2  Eligibility

- T be eligible for holiday pay, an employee must be in a pay status
the last kour of the employee’s scheduled workday prior to or the
first hour of the employee’s scheduled workday after the holiday.

Section 11.3  Payment

& An employee shall recejve holiday pay at the employee’s
base hourly straight time rate for a number of hours equal

W the employee’s regular daily working schedule, not to
exceed eight (8) hours,

Holiday pay is in lieu of other paid leave to which an
emplovee might otherwise be entitled on the employee’s
koliday.

Section 11.4 Holiday Work
A An employee 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 pay to which the employee is entitled as above
described.

An employee 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 pay to which the employee is entitled as above
described.

Section 11.5  Holiday on Non-Work Day

A When a holiday falls on Sunday,
witl be observed as the holiday,
Saturday, the preceding Friday
holiday.

the following Monday
When a holiday falls on
shall be observed as the

When an employee’s scheduled non-work day falls on a
day observed as a holiday, the employee’s scheduled

workday preceding the holiday shall be designated as that
employee’s holiday.
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Section 11.6 Holiday Schedale ‘
A The Employer will determine the number and categories

Section 11.7 Holiday Part-Time Employee

mployees needed for holiday work and a schedule
glt;a?l blg, pjc()sted as of twelve noon (i.e:, 12:Q0 p.nm.} on the
Tuesday preceding the service week in which the holiday
falls. As many full-time and part-time regular schedule
employees as can be spared will be excused from duty on a
holiday or day designated as their holiday.

B Employees shall be selected to work on a holiday within
each category in the following order:

B1  Casuals, even if overtime is required,

B2 All available and qualified pa}’t-time flexible
employees, even if overtime is required.

B3  Full and part-time regunlar employees, in order of

seniority who have volunteered to work on the holi-
day or the day designated as their holiday when
such day is part of their regular work schedule.
These employees would be paid at the applicable
straight time rate.

B4  Full-time and part-time regular employees, in order
of seniority, who have volunteered to work on a hol-
iday or day designated as a holiday whose schedule
does not include that day as a scheduled workday.
Full-time employees would be paid at the applica-
ble overtime rate.

B5 Full-time and part-time regular employees in
inverse order of seniority who have not volunteere‘d
to work on the holiday or day designated as a holi-
day when such day is part of their regular work
schedule. These employees would be paid at the
applicable straight time rate.

B6  Full-time and part-time regular employees in inverse
order of seniority who have not volunteered to work
on the holiday or day designated as a holiday and
would be working on what otherwise would be their
non-scheduled workday. Full-time employees would
be paid at the applicable overtime rate.

C An employee scheduled to work on a holiday who does
not work shall not receive holiday pay, unless such
absence is based on an extreme emergency situation and is
excused by the Employer.
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A part-time flexible schedule employee shall not receive holiday
pay as such. The employee shall be compensated for the ten (10)
holidays by basing the employee’s regular straight time hourly rate
on the emplovee’s annual rate divided by 2,000 hours. For work
performed on December 25, a part-time flexible schedule employ-
ee shall be paid in addition to the employee’s regular straight time
rowrly rate, one-half (1/2) times the employee’s regular straight
time hourly rate for each hour worked up to eight (8) hours.

ARTICLE 12

PRINCIPLES OF SENIORITY, POSTING
AND REASSIGNMENTS

I2.1 Prebationary Period

A& The probationary period for a new employee shall be nine-

= ¥ (90} calendar days. The Employer shall have the right to
separate from its employ any probationary employee at
any time during the probationary pertod and these proba-
tomary employees shall not be permitted access to the
grievance procedure in relation thereto.

B The parties recognize that the failure of the Employer to
discover a falsification by an employee in the employment
application prior to the expiration of the probationary peri-

o shall not bar the use of such falsification as a reason for
discharge,

€ When an employee completes the probationary period,
semtority will be computed in accordance with this
Agreement as of the initial day of full-time or part-time
smployment,

B When an employee who is separated from the Postal
Service for any reason is re-hired, the employee shall serve
& mew probationary period. If the scparation was due to
disability, the employee’s seniority shall be established in
accordance with Section 12.2, if applicable.

Section 12.2  Principles of Seniority
A Introduction

Al The United States Postal Service and the National
Postal Mail Handlers Union, a Division of the
Laborers’ International Union of North America,
AFL-CIO, agree to the following seniority princi-
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ples which replace all former rules, instructions,
and practices.

A2 This Article will continue relative seniority standing
properly established under past principles, rules and
instructions and this Article shall be so applied. If
an employee tequests a correction of seniority
standing, it is the responsibility of the requesting
employee to identify and restate the specific instruc-
tions, rule, or practice in support of the request.

Coverage
These rules apply to full-time and part-time fixed schedule
employees. No employee, solely by reason of this Section

shall be displaced from an assignment which the employee
gained in accord with former rules.

Responsibility

The installation head is responsible for the day-to-day
administration of seniority. Installation heads will post a
seniority list of Mail Handlers on all official bulletin
boards for that installation. The seniority list shall be cor-
rected and brought up to date quarterly.

Definitions
D1 Craft Group

A craft group is composed of those positions for
which the Union has secured exclusive recognition
at the national fevel.

D2 Seniority Standing

D2a  Seniority for full-time employees is comput-
ed from the date of appointment in the craft
and continues to accrue so long as service in
the craft (regardless of level) and installation
is uninterrupted, except as otherwise provid-
ed herein,

D2b Seniority for part-time fixed schedule
employees is computed from the date of
appointment in this category of the work
force and continues to accrue so long as ser-
vice in the craft and category and installation
is uninterrupted.

D3 Duty Assignment
A duty assignment is a set of duties and responsibil-

32

L

1]

I

Article 12.2

ittes within recognized positions regularly sched-
uled during specific hours of duty.

D4 Preferred Duty Assignments

A preferred duty assignment is any assignment pre-
ferred by a full-time employee or a part-time fixed
schedule employee within the employee’s category.
D3 Bid :
A written request submitted to the installation head
to be assigned to a duty assignment by an employee
¢ligible to bid on a vacancy or newly established
duty assignment or a preferred assignment. Where
alternate bidding procedures are established,

bids may be submitted by telephone or electroni-
cally. '

D% Application
A written request by a full-time employee or part-
trme hixed schedule employee within the employ-
ee's respective category for consideration for an

assignment for which the employee is not entitled to
submit a bid.

. Relative Standing of Part-Time Flexibles

Part-time flexible employees are placed on a part-time
fiexible roster in the order of the dafe of their appointment,
When changing such employees to full-time, they shall be
izken in the order of their standing on the part-time flexible
FOSter.

These employees do not have seniority rights; however,
their relative length of service shall be vsed for vacation

scheduling and for purposes of conversion to full-time sta-
fms. i

Changes in Which Seniority is Lost

Except as specifically provided elsewhere in this
Agreemnent an employee begins a new period of seniority:
F1  When the change is at the employee’s request:

Fla From one postal installation to another, the
employee shall have seniority established as
a part-time flexible one day junior to the
seniority of the junior part-time flexible
employee.
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F1b From one craft to another, the employee shald
have seniority established as a part-time flex-
ible one day junior to the seniority of the
junior part-time flexible employee.

F2  Upon reinstatement or reemployment.
F3  Upon transfer into the Postal Service.
G Changes in Which Seniority is Retained, Regained or
Restored
Gl  Reemployment -After Disability Separation. Om

G2

G3

G4

reinstatement or reemployment after separation
caused by disability, retirement or resignation
because of personal illness and the emplioyee so
stated in the employee’s resignation and furnished
satisfactory evidence for inclusion in the employ-
ee’s personnel folder, the employee receives senior-
ity credit for past service for time on the disability
retirement or for illness if reinstated or reemployed
in the same postal installation and craft and in the
same or lower salary level, from which originally
separafed; 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 must be supported by notice of
recovery from the Compensation Group, Office of
Personnel Management, and in the case of resigna-
tion due to illness, by a statement from the appli-
cant’s attending physician or practitioner. When
reinstatement is to the part-time flexible roster,
standing on the roster shall be the same as if
employment had not been interrupted by the separa-
tion.

Restoration. On restoration in the same craft in the
same installation after return from military service,
transfer under letter of authority or unjust removal,
employee shall regain the same seniority rights the
employee would have if not separated.

When an employee changes from another craft to
Mail Handler (voluntarily or involuntarily), the
employee will begin a new period of seniority.

Reassignment and Returmn in 90 Days. A Mail
Handler who is voluntarily reassigned to another
craft in the same installation with or without a

Article 12.2

change in grade level and who is subsequently vol-
untarily reassigned within 90 days back to the Mail
Handler craft shall regain the seniority previously
acquired as a Mail Handler augmented by the inter-
vening employment.

Failure to Meet Qualification Standards. When an
employee is returned 1o the Mail Handler craft for
nol being able fo meet the qualification standards
for a job, the employee shall regain former Mail
Handler seniority,

Any Mail Handler involuntarily moving from one
postal installation to another postal installation shall
hiave sendority established as of the employee’s time
n the Mail Handler craft,

An employee who left the bargaining unit on or
after July 21, 1973 and retumns to the bargaining
[5N

G7a  will begin a new period of seniority if the

employee returns from a position outside the
Postal Service; or

G7b  will begin a new period of seniority if the
employee returns from a nonbargaining unjt
position within the Postal Service, unless the
employee returns within years from the

date the employee left the uni except as fol-
lows:

-

G7¢ An employee who left the craft and/or
installation after the date of the issuance
of the arbitration award determining the
terms and conditions of the 1994 National
Agreement, and returns to the craft
and/or installation, will begin a new peri-
od of seniority unless the employee
returns within 1 year from the date that

;pe employee left the craft and/or installa-
ion.

G7d The seniority for an employee returning,
within one year, under G7¢ above shall be
established after reassignment as the
seniority the employee had when he/she
left minus seniority credit for service ont-
side the craft and/or installation. :
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G8  Except as otherwise specifically provided for in
this Agreement, effective the date of this
Agreement, when it is necessary to resolve a tie
in seniority between two or more Mail Handler
craft employees, the following criteria shall
apply in the order set forth below:

G8a Total continuous postal career service in
the Mail Handler craft within the installa-
tion.

G8b Total postal career service in the Mail
Handler craft within the installation.

G8c Total postal career service in the Mail
Handler craft.

GS8d Total postal career service within the
instailation.

G8e Total postal career service.

G8f Total Federal service as shown in the ser-
vice computation date.

G8g Numerical by the last 3 or more numbers
{using enough numbers to break the tie
but not fewer tham 3 numbers) of the
employee’s social security number, from
the lowest to highest.

H All positions presently in the Mail Handler craft, including

higher level positions, shall be filled by the senior qualified
bidder meeting the qualification standards for the position,
except that those positions which are presently designated
best qualified shall be filled by the best qualified applicant.

H1 Key and Standard Positions Assigned to the Mail
Handler Craft

Hla Key Position
Mail Handler, MH 4, KP 8
H1b Standard Positions

Article 12.2

Mail Handler Equipment Operator, MH 3,
Sp2-21

Mail Equipment Handler, MH 4, SP2-247
Mail Handler Technician, MH 5, SP2-498

Mail Processing Machine Operator, MH 5,
SP2-354

Mail Processing Machine Operator, MH 5,
SP2-470

Packer-Shipper, MH 4, SP2-331

*When the “Laborer, Materials Handling”
position is authorized for the post office
branch, it is delegated to the Mail Handler
Craft. When authorized for the Maintenance

Branch it is assigned to the Maintenance
Craft. :

?ggfk Sorting Machine Operator, MH 4, SP2-

ig{ék Sorting Machine Operator, MH 5, SP2-

Typist-Label Printing, MH 4, SP2-580

Computer Print Line Production Qperator,
M 5, SP2-632

Mail Rewrapper, MH 4, SP2-9

Individual Positions Assigned to the Mail Handler
Craft: Group Leader Mail Handlers, MH 6, IP248-
7, 2315-02, Group Leader Sack Sorter Machine
Operator, MH 6, IP25-11-1, 2315-28, Mail Handler
Leadman, MH 5, [P32-12-1, 2315-80.

All Mail Handler employees of Level MH 5 may

?18%5‘ for the position of Examination Specialist, SP2-

Filling Positions Reevaluated as One of the Positions
Reserved for Bidding by MH 4’s, MH 5°s and MH 6s,

il When an occupied level 4 or 5 position is upgraded
on the basis of the present duties:

Ita The incqmbent will remain in the upgraded
Job provided the incumbent has been in that
Jjob for more than one year,
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Group Leader Mail Handler, MH 5, SP1-33
Label Printing Technician, MH 5, SP2-578
Label Machine Operator, MH 4, SP2-579

*[aborer, Maierials Handling, MH 3, SP1-
11
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I1b  The job will be posted for bid in accordance
with the Agreement if the incumbent has not
been in the job for more than one year.

12 When an occupied level 4 or 5 position is upgraded
on the basis of duties which are added to the posi-
tion:

[2a  The incumbent will rTemain in the upgraded
job provided the incumbent has been in that
job for more than one year. The year of
required incumbency in the job begins when
the employee first begins working the assign-
ment.

I2b  The job will be posted for bid in accordance
with the Agreement if the incumbent has not
been in the job in accordance with .212a,
above.

I3 When management places automatic equipment in
an office and an employee is assigned to operate the
equipment, the time the employee spends on this
job before it is ranked and established shall be
counted as incumbency in the position for the pur-
pose of being upgraded or assigned.

Section 12.3 . Principles of Posting

A To immsure a more efficient and stable work force, an
employee may be designated a successful bidder no more
than five (5) times during the duration of this Agreement
unless such bid:

Al  istoajobin ahigher wage level;

A2 is due to elimination or reposting of the employee’s
duty assignment; or

A3 cnables an employee to become assigned to a sta-
tion closer to the employee’s place of residence.

B In the Mail Handler Craft, Vacant Craft Duty Assignments
Will Be Posted for Bid as Follows:

Bl  Full-time and part-time fixed schedule employees
will only bid for vacant assignments within their
own category.

B2  Full-time employees may apply for residual vacan-
cies in the part-time fixed schedul_e category, and
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selection from such applicants shall be based on
sentor employee meeting the qualification standards.

All vacant or newly established craft duty assign-
ments shall be posted for employees eligible to bid
within i} days after a determination has been made
that the position is not to be reverted, If a vacant
dury assignment has not been posted within 30
days, the installation head or the installation head’s
designee shall advise the Union in writing, of the
reasons the position is being withheld and the antic-
tpaed length of time such position will remain
vacant. If the vacant assignment is reverted, a notice
shiall be posted within 10 days advising of the action -
taken and the reasons therefor.

When it is necessary that fixed scheduled day(s) of
work in the basic work week for a craft assignment
be permanently changed, the affected assignment(s)
shall be reposted. The change in work days shall not
be effected until the job has been 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
subject to local negotiations in accordance with
local implementation provisions of this Agreement.

No assignment will be posted because of change in
starting time unless the change exceeds an hour.
Any change in starting time that exceeds one (1)
hour shall be posted for bid, except when there is a
permanent change in starting time of more than one
hour the incumbent shall have the option to accept
such new reporting time. If the incumbent does not
accept the new reporting time, the assignment will
be posted for bid.

Change in duty assignment, as specified below, will
Tequire reposting:

B7a A 50% change in duties (actual duties per-
formed).

B7b A change in principal assignment area which
requires reporting to a different physical
location; i.e., station, branch, facility annex,
etc., except the incumbent shall have. the
option to accept the new assignment,
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Vacant full-time Mail Handler assignments shali b
posted for a period of ten (10) days.

The installation -head shall establish a method for
handling multiple bidding on duty assignments
which are simultanecusly posted.

An_employee may withdraw a bid on a posted
assignment, if the withdrawal request is received in
writing prior to the closing date of the posting.

An unassigned full-time employee may bid on full-
time duty assignments posted for bid by employees
in the Mail Handler craft. Any unassigned full-time
employee may be assigned to any vacant duty
assignment. Such employee shall be given a choice
if more than one vacant assignment is available.
Part-time fixed schedule employees shall be treated
similarly within their own category.

Mail Handlers temporarily detailed to a supervisory
position (204b) may not bid on vacant mail handler
duty assignments while so detailed. However, noth-
ing contained herein shall be construed to preclude
such temporarily detailed employees from voluntar-
ily terminating a 204b detail and returning to their
craft position. Upon return to the craft position,
such employees may exercise their right to bid on
vacant mail handler craft duty assignments.

The duty assignment of a full-time mail handler
detailed to a supervisory position, including a
supervisory {raining program, in excess of 4
months shall be declared vacant and shall be post-
ed for bid in accordance with this Article. Upon
return to the craft, the mail handler will become
an unassigned full-time mail handler with a fixed
schedule. A mail handler temporarily detailed to
a supervisory position will not return or be re-
turned to the craft solely to prevent the em-
ployee’s duty assignment from being posted for
bid. Form 1723, Notice of Assignment, shall be
used in detailing mail handlers to temporary
supervisor positions (204b). The Employer will
provide the Union at the local level with a copy of
Form(s) 1723 showing the beginning and ending
of all such details.
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The notice inviting bids for a craft assighment shall be
posizd on ali official bulletin boards at the installation
whete the vacancy exists, including stations, branches and
wections, Copies of the notice shall be given to the desig-
sated agent of the Unior. When an absent employee has so
mguested in writing, stating the employee’s mailing
aasress. 2 copy of any notice inviting bids shall be mailed
o the emplovee by the installation head. Posting and bid-
Sz for preferred duty assignments shall be installation-
ugless otherwise specified by local Agreement.

Enformeanion on Notices Inviting Bids
Netices inviting bids shall include:

£33 The duty assignment (as defined in Section 12.2D3,
¢t applicable) by position title and number; e, 2., key,
standard, or individual position.

B2 PS or MH salary level and craft.
23 Hours of duty (beginning, ending),

2 The principal assignment area; e. g., section and/or
location of activity.

&% Qualificarion standards and occupational code num-
ber. .

D& Physical requirement(s) unusual to the specific
assignment (heavy lifting, etc.).

B7  Invitation to employees to submit bids.
DR The fixed schedule of days of work.
Seccessful Bidder

Ef  Within 10 days after the closing date of the posting

{including December), the installation head shall

POSt a notice stating the successful bidder and the

bidder’s seniority date. The senior qualified bidder

meeting the qualification standards established for

:}hgtd position shall be designated the “successful
idder.”

E2  The successful bidder must be placed in the new

assignment within 15 days except in the month of
December,

E3  Normaily, an employee shall work the duty assign-
ment for which the employee has been designated
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the successful bidder. However, when an employee
is moved off the employee’s duty assignment, the
employee shall not be replaced by another employ-
ee. For temporary reassignments not covered by
Article 25, the movement of people outside the bid
assignment area-wjll be as follows:

E3a casuals;

E3b  employees from other crafts;

E3c part-time employees;

E3d full-time regular Mail Handler employees;

E3e the order of movement of full-time regular
Mail Handler employees in .3E3d, above
shall be a subject for local negotiations; how-
ever, if an agreement is not reached at the
local level, the matter will be referred to the
Area Manager, Human Resources and the
Regional Director, Mail Handlers Union for
settlement.

E4  No employee shall be allowed to displace or
“bump” another employee properly holding a posi-
tion or duty assignment.

Section 12.4 Pefinition of a Section

The Employer and the Union shall define sections in accordance
with the local implementation provision of this Agreement. Such
definition will be confined to one or more of the followin g

pay location;

by floor;

tour;

job within an area;

type of work;

by branches or stations;
the entire instailation;
incoming;

outgoing,

Section 12.5  Principles of Reassignments
A A primary principle in effecting reassignments will be that
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distocation and inconvenience to employees in the regul:
work force shall be kept to a minimum, consistent with it
needs of the Service, Reassignments will be made |

accordance with this Section and the provisions of Sectig
t2.5 below,

Al When a major relocation of employees is planned i
Tmagor metropolitan areas or due to the implement:
rion of national postal mail networks, the Employe
will apply this Article in the development of th
relocation and reassignment plan. At least 90 day
in advance of implementation of such plan, th
Employer will meet with the Union at the nationa
level two fully advise the Union how it intends
mmplement the plan. If the Union believes such plai
winlates this Agreement, the matter may be grieved.

A2 Such plan shall include a2 meeting at  th
regional/area level in advance (as much as si
months whenever possible) of the reassignment:
anticipated. The Employer will advise the Union
based on the best estimates available at the time, o
the anticipated impact; the numbers of emplovees
affecied; the locations to which they will be reas.
signed; and, in the case of a new installation, the
anticipated complement by tour. The Union, at the
Regional level, will be periodicaily updated by the
Area should any of the information change due to
more current data being available,

When employees are excessed out of their installa-
tion, the Union at the regional level may request a
comparative work hour report of the losing installa-
tion 60 days after the excessing of such employees.
A4

A4 If a review of the report does not substantiate that
business conditions warranted the action taken,
such employees shall have their retreat rights acti-
vated. If the retreat right is denied, the employees

have the right to the grievance-arbitration proce-
dure,

%

I order to minimize the impact on employees in the regu-
lar work force, the Employer agrees to separate to the
extent possible, casual employees, working in the affected
craft and installation prior to excessing any regular
employee in that craft out of the installation. The junior
full-time employee who is being excessed has the option
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of reverting to part-time flexible status in his/her craft, or
of being reassigned to the gaining installation.

Section 12,6 Reassignments
A Basic Principles and Reassignments

When it is proposed to:

Al Discontinue an independent installation;

A2  Consolidate an independent installatioq (Le.. du
continue the independent identity of an installation
by making it part of another and continuing inde-
pendent installation);

A3 Transfer a classified station or classified branch 10
the jurisdiction of another installation or make an
independent installation;

A4 Reassign within an installation employees excess to
the needs of a section of that installation;

A5 Reduce the number of regular work force employ-
ees of an installation other than by attrition;

A6 Centralize mail processing and/or delivery installa-
tions; or

A7 Reassignment-part-time flexibles in excess of

quota; such actions shall be subject to the following
principles and requirements.

B Principles and Requirements

Bl

B2

B3

Dislocation and Inconvenience to full-time and
part-time flexible employees shall be kept to the
minimum consistent with the needs of the service.

The Vice President, Area Operations shall give
full consideration to withholding sufficient fuli-time
and part-time flexible positions within the area for
full-time and part-time flexible employees who may
be involuntarily reassigned. When positions are

withheld local management will periodically

review the continuing need for withholding such
positions and discuss with the union the resuits
of such review,

No employee shall be allowed to displace, or
“bump” another employee, properly holding a posi-
tion or duty assignment.
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The Unton shall be notified in advance (as much as
six {6) months whenever possible), such notifica-
tion to be at the regional level, except under .6A4
above, which shall be at the local level,

Full-time and part-time flexible employees involun-
tarily deiailed or reassigned from one installation to
another shall be given not less than 60 days advance
netice, it possible, and shall receive moving,
mifeage. per diem and reimbursement for move-
awent of household goods, as appropriate, if legally
pavable. will be governed by the standardized
Government travel regulations as set forth in
Methods Handbook F-10, “Travel ”

Any employee volunteering to accept reassignment
& another craft or occupational group, another
branch of the Postal Service, or another installation

shait start a new period of seniority beginning with
such assigniment, except as provided herein.

Whenever changes in mail handling patterns are
underiaken in a geographic area including one or
more postal installations with resultant successive
reassignments of Mail Handlers from those installa-
1E0ms te one or more central installations, the reas-
signment of Mail Handlers shall be treated as
details for the first 120 days in order to prevent
inzquities in the seniority lists at the gaining instal-
tations. The 120 days is computed from the date of
the first detail of a Mail Handler to the central, con-
solidated or new installation in that specific plan-.
ning program. If a tie develops in establishing the

- merged seniority roster at the gaining installation, it

shall be broken by total continuous service in the
regular work force in the same crafi.

Whenever in this Agreement provision is made for
reassignments, it is understood that any full-time or
part-time flexible employees reassigned must meet
the qualification requirements of the position to
which reassigned.

It is understood that any employee entitled hereun-
der to a specific placement may exercise entitlement
only if no other employee has a superior claim here-
under to the same position.
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B10a

B10b

Surplus U. 8. Postal Service employees from
non-mail processing and non-mail delivery
installations, area offices, the U.S. Postal
Service Headquarters or from other Federal
departments or agencies shall be placed at
the foot of the part-time flexible roll and
begin a new period of seniority effective the
date of reassignment.

Former full-time post office Mail Handlers
who were reassigned to mail bag repair cen-
ters and depositories on or before July i,
1956, and who since such reassignment have
been continuously employed in the same
center or depository and subsequent to
March 31, 1965;

B10bl When such an employee is declared
excess and is returned to the Mail
Handler craft in the same installation
from which the employee was reas-
signed, seniority shall be the same as
for continuous service in the craft
and installation.

B10b2 Should such an employee who is not
excess volunteer to be returned to
the installation in place of a junior
excess employee, semiority in the
Mail Handler craft and installation
will be that of the jumior excess
employee,

B10b3 If such an employee voluntarily
transfers to the employee’s former
instatlation he/she shall begin a new
period of seniority.

C Special Provisions on Reassignments

In addition to the general principles and requirements
above specified, the following specific provisions are
applicable:

C1

Discontinuance of an Independent Installation
Cla When an independent installation is discon-

tinned, all full-time and pari-time flexible
employees shall, to the maximum extent pos-
sible, be involuntarily reassigned to continu-

Clb

Cic

Cld
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ing postal positions in accordance with the
following: .

Involuntary  reassignment of full-time
employees with their seniority for duty
assignments o vacancies in the same or
lower level in the same craft or occupational
group in installations within 100 miles of the
discontinued installation, or in more distant
installations, if after consultation with the
Union. it is determined that it is necessary.
The Postal Service will designate such instal-
tations for the reassignment of excess full-
time employees. When two or more such
vacancies are simultaneously available, first
choice of duty assignment shall go to the
senior employee entitled by displacement
from a discontinued installation to such
placement. '

Involuntary reassignment of full-time
employees for whom consultation did not
provide for placement under 12,6Cl1b above,
in other crafts or occupational groups in
which they meet minimum qualifications at
the same or lower level.

Involuntary reassignment of part-time flexi-
ble employees with seniority in any vacancy
in the part-time flexible quota in the same
craft or occupational group at any installation
within 100 miles of the discontinued installa-
tion, or in more distant installations, if after
consultation with the Union it is determined
that it is necessary, the Postal Service will
designate such installations for the reassign-
ment of the part-time flexible employees.

Involuntary reassignment of part-time flexi-
ble employees for whom consultation did not
provide for placement under 12.6C1d, above
in other crafts or occupational groups in
which they meet minimum qualification at
the same or lower level at the foot of existing
part-time flexible roster at the receiving
installation and begin a new period of senior-

ity,
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C2

Clf Full-iime employees for whom no fuli-time
vacancies are available by the time the instai-
lation is discontinued shall be changed to
part-time flexible employees in the same
craft and placed as such, but shall for six
months retain placement rights to full-time
vacancies developing within that time within
any installation within 100 miles of the dis-
continued installation, or in more distant
installations, if after consultation with the
Union it Is necessary, U.S. Postal Service
will designate such installations for the reas-
signment of excess full-time employees on
the same basis as if they had remained full-
fime.

Clg Employees, full-time or part-time flexible,
involuntarily reassigned as above provided
shall upon the reestablishment of the discon-
tinued installation be entitled to reassign-
ment with full seniority to the first vacancy in
the reestablished installation in the level,
craft or occupational group from which reas-
signed.

Consolidation of an Independent Installation

C2a  When an independent postal installation is
consolidated with another postal installation,
each full-time or part-time flexible employee
shall be involuntarily reassigned to the con-
tinuing installation without loss of seniority
in the employee’s craft or occupational
group.

C2Zb Where reassignments under 12.6C2a preced-
ing, result in an excess of emplovyees in the
continuing installation, identification and
placement of excess employees shall be
accomplished by the continuing installation
in accordance with the provisions of this
Agreement covering such situations,

C2¢ If the consolidated instaliation again
becomes an independent installation, each
full-time and part-time flexible employee
whose reassignment was necessitated by the
previous consolidation shall be entitled to the
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first vacancy in the reestablished installation
in the level and craft or occupational group
neld at the time the installation was discon-
tinued.

Transter of a Classified Station or Classified Branch

< Furisdiction of Another Installation or Made

When a classified station or classified branch
is rransferred to the jurisdiction of another
installation or made an independent installa-
tion. all full-time employees shall at their
option temain with the classified station or
classified branch without loss of seniority, or
remain with the installation from which the
classified station or classified branch is being
transferred.

A realistic appraisal shall be made of the
number of employees by crafts or occupa-
tions who will be needed in the station after
transfer, and potential vacancies within these
requirements created by the unwillingness of'
employees to follow the station to the new
jurisdiction shall be posted for bid on an
office wide basis in the losing installation.

If the postings provided in paragraph
12.6C3b preceding, do not result in sufficient
employees to staff the wransferred classified
station or classified branch, junior employ-
ees, by craft or occupational group on an
installation-wide seniority basis in the losing
installation, shall be involuntarily reassigned
to the classified station or classified branch
and each employee thus involuntarily reas-
signed shall be entitled to the first vacancy in
such employee’s level and craft or occupa-
tional group in the installation from which
transferred.

Reassignment Within an Installation of Employees -
Excess to the Needs of a Section

C4a

The identification of assignments comprising
for this purpose a section shall be determined
iocally by local negotiations. If no sections
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are established by local negotiations, the
entire installation shall comprise the sectien.

Article 12.6

C4d3 The duty assignment(s) encum-
bered by the empioyee(s) junior to
the senior employee whose duiy

same craft or occupational group and the
same level in the section are to be abol-
ished and the junior employee(s) from the
section are to be reassigned, the following
shall apply:

C4d1 The appropriate duty assignment(s)
shall be identified and abolished.

C4d2 The junior full-time employee(s)
excess to the needs of the section
shall be identified and reassigned.
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C4db  Full-time employees, excess to the needs of a assignment is abolished will be
section, starting with that employee who is offered, in seniority order, and in an
junior in the same craft or occupational expedited selection process, to the
group and in the same level assigned in that employee(s) remaining in the sec-
section, shall be reassigned outside the sec- tion beginning with the senior
tion but within the same craft or occupational employee whose duty assignment
group. They shall retain their seniority and was abolished. An employee(s)
may bid on any existing vacancies for which declining to make a selection when
they are eligible to bid. canvassed shall be assigned to the
If they do not bid, they may be assigned any duty assignment(s) remaining in the
vacant duty assignment for which there was section after the expedited selection
no senior bidder in the same craft and instal- process has been completed.
lation. Their preference is to be considered if . C4d4 The results of the above-listed
more than one such assignment is available. actions shall be effective at the

C4c  Such reassigned full-time employee retains beginning of the succeeding pay
the right to retreat to the section from which period.
withdrawn only upon the occurrence of the C5  Reduction in the Number of Employees in an
first residual vacancy in the salary level after Installation Other Than by Attrition
employees in the section have completed . o , _
bidding. Such bidding in the section is limit- C5a Reassignments lethm 1r_1sta11at10n. When for
ed to employees in the same salary level as any reason an installation must reduce the
the vacancy. Failure to bid for the first avail- number of employees more rapidly than is
able vacancy will end such retreat right. The possible by normal attrition, that installation:
right to retreat to the section is optional with C5al Shall determine by craft and occupa-
the employee who has retreat rights with tional group the number of excess
respect 1o a vacancy in a lower salary level. employees;

Failure to exercise the option does not termi- ' . S

nate the retreat rights in the salary level in C5a2 Shall, to the extent possible, minimize
which the employee was reassigned away the impact on regular work force
from the section. employees by separation of all casu-

C4d When full-time duty assignment(s} in the als;

C5a3 Shall, to the extent possible, minimize
the impact on full-time positions by
reducing part-time flexible hours;

C5a4 Shall identify as excess the necessary
number of junior full-time employees
in the salary level and occupational
group affected on an installation-wide
basis within the installation; make
reassignments of excess full-time
cmployees who meet the minimum
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C5b

C5a5

C5a6

C5a7

qualifications for vacant assignments
in other crafis in the same installation:
involuntarily reassign them in the
same or lower level.

The employee shall be returned at the
first opportunity to the craft from
which reassigned.

When returned, the employee reiains
seniority previously aftained in the
craft augmented by intervening
employment in the other craft,

The right of election by a senior
employee provided in paragraph
12.6C5b3, below is not available for
this crosscraft reassignment within the
installation,

Reassignments to Other Installations After
Making  Reassignments  Within  the
Instailation:

C5b1

C5b2

C5b3

Involuntarily reassign such excess
full-time employees starting with the
junior with their seniority for duty
assignments to vacancies in the same
or lower level in the same craft or
occupational group in installations
within 35 miles of the losing installa-
tion.

Involuntarily  reassign  full-time
employees for whom vacancies were
net identified in C5bl above in other
crafts or occupational groups in which
they meet minimum qualifications at
the same or lower level within 35
miles of the losing installation.

If sufficient vacancies cannot be iden-
tified within the 35 mile area, involun-
tarily reassign excess employees to
vacancies in the same or lower level in
the same craft or occupational group
within 100 miles of the losing installa-
fron.
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C5b4 If vacancies cannot be identified with-

C5b5

C5b6

C5b7

C5b8

C5b9

in the employees’ own craft and occu-
pational group, then vacancies will be
identified in other crafis within the
100 mile area. Involuntarily reassign
excess employees for whom vacancies
were not identified in C5b3 above in
other crafts or occupational groups in
which they meet minimum qualifica-
tions at the same or lower level.

If vacancies cannot be identified with-
in the 100 mile area, and after consul-
tation with the affected union it is
determined that it is necessary, the
Postal Service will designate more
distant installations for the reassign-
ment of excess full-time employees.

Any senior employee in the same
occupational group in the same instal-
lation may elect to be reassigned to the
gaining installation and take the
seniority of the senior full-time
employee subject to involuntary reas-
signment. Such senior employees who
accept reassignment to the gaining
installation do not have retreat rights,

When two or more such vacancies are
simultaneously available, first choice .
of duty assignment shall go to the
senior employee entitled by displace-
ment from a discontinued installation
to such placement.

A full-time employee shall have the
option of changing to part-time flexi-
ble in the same craft or occupational
group in lieu of involuntary reassign-
ment,

Employees involuntarily reassigned
under 12.6C5b! through 12.6C5b5
above, other than senior employees
who elect to be reassigned in place of
Jjunior employees, shall be entitled at
the time of such reassignment to file a
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C6

written request to be returned to the
first vacancy in the level, in the craft
or occupational group in the installa.
tion from which reassigned, and such
request shall be honored so long as the
employee does not withdraw it or
decline to accept an opportunity o
return  in  accordance with such
request.

Centralized Mail Processing andfor Delivery
Installation

C6a When the operations at a centralized instatla-
tion or other mail processing and/or delivery
installation result in an excess of full-time
Mail Handlers at another installation'(s), full-
time Mail Handlers who are excess in a los-
ing installation(s) by reason of the change,
shall have a choice to be:

Coa(l) Involuntarily reassigned in other

crafts or occupational groups in
which they meet minimum qualifica-
tions at the same or lower level if no
vacancies are available in the same
craft or occupational group within
35 miles of the losing installation;
or,

C6a(2) Involuntarily reassigned starting
with the jumor with their seniority
for duty assignments to vacancies in
the same or lower level in the same
craft or occupational group in instal-
lations within 100 miles of the losing
installation, or in more distant instal-
lations if after consultation with the
affected Union it is determined that
it is necessary, the Postal Service
will designate such installations for
the reassignment of excess full-time
employees.

C6a(3) Reassignments of Mail Handlers
shall be treated as details for the first
120 days to avoid inequities in the
selection of preferred duty assign-
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ments by full-time Mail Handlers in
the gaining installation,

C6b  Previously established preferred duty assign-
ments which become vacant before expira-~
tion of the detail period must be posted for
bid and awarded to eligible full-time Mail
Handlers then permanently assigned in the
gaining installation, Excess part-time flexible
Mail Handlers may be reassigned as provid-
ed for in Section 12.6C7,

Coc All new duty assignments created in the
gaining installation and all other vacant duty
assignments in the centralized installation
shall be posted for bid. One hundred twenty
{120) days is computed from the date of the
first detail of an employee. Bidding shall be
open to all full-time Mail Handlers of the
craft involved at the gaining installation.
This includes full-time Mail Handiers
assigned to the gaining installation,

Reassignment—Part-Time Flexible Employees in
Excess of Quota

Where there are part-time flexible employees in
excess of the part-time flexible quota for the crafi,
for whom work is not available, part-time flexibles
lowest on the part-time flexible roll equal in number
to such excess may at their option be reassigned to
the foot of the part-time flexible roll in the same or
another craft in another installation,

C7a  An excess employee reassigned to another
craft in the same or another installation shall
be assigned to the foot of the part-time flexi-
ble roll and begin a new period of seniority.

C7b  An excess part-time flexible employee reas-
signed to the same craft in another installa-
tion shall be placed at the foot of the
part-time flexible roll. Upon change of full-
time from the top of the part-time flexible
roll, the employee’s seniority for preferred
assignments shall include the seniority the
employee had in the losing installation aug-
mented by part-time flexible service in the
gaining installation, .
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C7c A senior part-time flexible in the same craft
or occupational group in tl}e same installa-
tion may elect to be reassigned in another
installation in the same or another craft and
take the seniority, if any, of the senior excess
part-time flexible being reassigned. as set
forth in 12.6C7a and 12.6C7b above.

C7d The Postal Service will designatm'a, aftqr con-
sultation with the Union, vacancies at m_stal-
Jations in which excess part-time flexibles
may request to be reassigned beginning with
vacancies in other crafts in the same 1psta11a-
tion: then vacancies in the same craft in other
installations; and finally vacancies in other
crafts in other installations making the desig-

nations to minimize relocation hardships to

the extent practicable.

C7¢ Pari-time flexibles reassigned to another craft
in the same installation shall be returned to
the first part-time flexible vacancy within the
craft and level from which reassigned.

C7f Part-time flexibles reassigned to other instal-
lations have retreat rights to the next such
vacancy according to their sianding on the
part-time flexible roll in the losing installa-
tion but such retreat right does not extend o
part-time flexibles who elect to request reas-
signment in place of the junior part-time flex-
ibles.

C7g The right to refurn is dependent upon a writ-
ten request made at the time of reassignment
from the losing installation and such request
shall be honored unless it is withdrawn or an
opportunity to return is declined.

D Part-Time Regular Employees

Part-time regular employees assigned in the craft unit shall
be considered to be in a separate category. All provisions
of this Section apply to part-time regular employees within
their own category.

Section 12.7 Transfer Request

A Prior to hiring Mail Handlers, installation heads will con-
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sider requests for transfers submiited by Mail Handlers
from other installations.

B Providing a written request for a voluntary transfer has

been submimed, 2 written acknowledgment shall be given
ifz @ timelv manner,

C An employee whose transfer is approved will be allowed

to use up to five (5) days of annual leave or five (3) days
leave without pay for purpose of transferring.

ARTICLE 13

ASSIGNMENT OF ILL OR INJURED
REGULAR WORK FORCE EMPLOYEES

Section 13.1 Introduction

A Part-time fixed schedule employees assigned in the craft

unit shall be considered to be in a separate category. All

provisions of this Article apply to part-time fixed schedule
employees within their own category.

B The U.S. Postal Service and the Union, recognizing their

responsibility to aid and assist deserving full-time regular
or part-time flexible 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 each
installation head to implement the provisions of this
Agreement within the installation, after local negotiations.

Section 13.2 Employee’s Request for Reassignment
A Temporary Reassignment

Any full-time regular or part-time flexible employee recu-
perating from a serious illness or injury and temporarily
unable to perform the assigned duties may voluntarily sub-
mit a written request to the installation head for temporary
assignment to a light duty or other assignment. The request
shall be supported by a medical statement from a licensed
physician or by a written statement from a licensed chiro-
practor stating, when possible, the anticipated duration of
the convalescence period. Such employee agrees to submit
to a further examination by a Public Health Service doctor

or physician designated by the installation head, if that
official so requests. '
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B Permanent Reassignment

Bl

B2

Any ill or injured full-time regular or part-time
flexible employee having a minimum of five years
of postal service, or any full-time regular or part-
time flexible employee who sustained injury on
duty, regardless of years of service, while perform-
ing the assigned duties can submit a voluntary
request for permanent reassignment to light duty
or other assignment to the installation head 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 the
United States Public Health Service or a physician

designated by the installation head giving full evi-.

dence of the physical condition of the employee,
the need for reassignment, and the ability of the
employee to perform other duties. A certificate
from the employee’s personal physician will not
be acceptable.

The following procedures are the exclusive proce-
dures for resolving a disagreement between the
employee’s physician and the physician designated
by the USPS concerning the medical condition of
an employee who has requested a permanent light
duty assignment. These procedures shall not apply
to cases where the employee’s medical condition
arose out of an occupational illness or injury. On
request of the Union, a third physician will be
selected from a list of five Board Certified
Specialists in the medical field for the condition in
question, the list to be supplied by the local Medical
Society. The physician will be selected by the alter-
nate striking of names from the list by the Union
and the Employer. The Employer will supply the
selected physician with all relevant facts including
Job description and occupational physical require-
ments. The decision of the third physician will be
final as to the employee’s medical condition and
occupational limitations, if any. Any other issues
relating to the employee’s entitlement to a light duty
assignment shall be resolved throngh the grievance
-arbiiration procedure. The costs of the services of
the third physician shall be shared by the Union and
the Emplover.
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C Installation heads shall show the greatest consideration for
full-time regular or part-time flexible employees requiring
light duty or other assignments, giving each request care-
ful attention, and reassign such employees to the extent
possible in the employee’s office. When a request is
refused, the installation head shall notify the concerned
employee in writing, stating the reasons for the inability to
reassign the employee,

Section 13.3 Local Implementation

Due to varied size installations and conditions within installations,
the following important items having a direct bearing on these
reassignment procedures (establishment of light duty assignments)
should be determined by local negotiations.

A Through local negotiations, each office will establish the
assignments that are to be constdered light duty within the
office. These negotiations should explore ways and means
to make adjustments in normal assignments, to convert
them to light duty assignments without seriously affecting
the production of the assignment. '

B Light duty assignments may be established from part-time
hours, to consist of 8 hours or less in a service day and 40
hours or less in a service week. The establishment of such
assignment does not guarantee any hours to a part-time
flexible employee.

C. Number of Light Duty Assignments. The number of
assignments within the craft that may be reserved for tem-
porary or permanent light duty assignments, consistent
with good business practices, shall be determined by past
experience as to the number of reassignments that can be
expected during each year, and the method used in reserv-
ing these assignments to insure that no assigned full-time
regular employee will be adversely affectad, will be
defined through local negotiations. The light duty employ-
ee’s tour hours, work location and basic work week shall
be those of the light duty assignment and the needs of the
service, whether or not the same as for the employee’s pre-
vious duty assignment.

Section 13.4  General Policy Procedures

A Every effort shall be made to reassign the concerned
employee within the employee’s present craft or occupa-
tional group, even if such assignment reduces the number
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B Permanent Reassignment
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of hours of work for the supplemental work force. After all
efforts are exhausted in this area, consideration w1}1 bﬁi
given to reassignment o another craft or occupationa
group within the same installation.

B The full-time regular or part-time flexible employee must

be able to meet the qualifications of the position to which
the employee is reassigned on a permanent basis. ﬁorcll tem-
porary reassignment, qualifications can be modified pro-
vided excessive hours are not used in the operation.

C The reassignment of a full-time regular or part-time flexi-

ight duty or
ble employee to a temporary or permanent light
other agsig);ment shall not be made 1o the detriment of any
full-time regutar on a scheduled assignment or give a reas-
signed part-time flexible preference over other part-time
flexible employees.

D The reassignment of a full-time regular or part-time flexi-

ble employee under the provisions of this Article to an
agreed-upon light duty temporary or permanent or other
assignment within the office, such as type of assignment,
area of assignment, hours of duty, etc., 'wﬂl be the dec151pn
of the installation head who will be guided by the examin-
ing physician’s report, employee’s ability to reach the
place of employment and ability to perform the duties
involved.

E An additional full-time regular position can be authorized
within -the craft or occupational group to which the
employee is being reassigned, if the additional position
can be established out of the part-time hours being used in
that operation without increasing the overall hour usage. If
this cannot be accomplished, then consideration will be
given to reassignment to an existing vacancy.

installation head shall review each light duty reassign-
F rrl;li:l:r:lst least once each year, or at any time the installation
head has reason to believe the incumbent is able to per-
form satisfactorily in other than the light duty assignment
the employee occupies. This review is to determine the
need for continuation of the employee in the light duty
assignment. Such employee may be requested to submit to
a medical review by the United States Public Health
Service or by a physician designated by the installation
head if the installation head believes such examination fo
be necessary.
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G The following procedures are the exclusive procedures for

resolving a disagreement between the employee’s physi-
cian and the physician designated by the USPS concerning
the medical condition of an employee who is on a light
duty assignment. These procedures shall not apply to cases
where the employee’s medical condition arose out of an
seeupational illness or injury. On request of the Union, a
ihird physician will be selected from a list of five Board
Cenified Specialists in the medical field for the condition
@ guestion, the list to be supplied by the local Medical
Seciety. The physician will be selected by the alternate
striking of names from the list by the Union and the .
Employer. The Employer will supply the selected physi-
cian with all relevant facts including job descriptions and
oceupational physical requirements. The decision of the
third physician will be final as to the employee’s medical -
condition and occupational limitations, if any. Any other
issues relating to the employee’s entitlement to a light duty
assignment shall be resolved through the grievance-arbi-
tration procedure. The costs of the services of the third
physician shall be shared by the Union and the Employer,

When a full-time regular employee in a temporary light
duty assignment is declared recovered on medical review,
the employee shall be returned to the employee’s former
duty assignment, if it has not been discontinued. If such
former regular assignment has been discontinued, the

employee becomes an unassigned full-time regular
employee,

If a full-time regular employee is reassigned in another
ctaft for permanent light duty and later is declared recoy-
ered, on medical review, the employee shall be returned to
the first available full-time regular vacancy in complement
in the employee’s former craft. Pending return to such for-
mer craft, the employee shall be an unassigned full-time
regular employee. The employee’s seniority shall be
restored to include service in the light duty assignment.

When a full-time regular employee who has been awarded
a permanent light duty assignment within the employee’s
own craft is declared recovered, on medical review, the

employee shall become an unassigned full-time regular
employee,

When a part-time flexible on temporary light duty is
declared recovered, the employee’s detail to light duty
shall be terminated. : .
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I. When a part-time flexible who has been reassigned in
another craft on permanent light duty is declared recov-
ered, such assignment to light duty shall be terminated.
Section 41, above, does not apply even though the
employee has advanced to full-time regular while on light
duty.

Section 13.5  Filling Vacancies Due to Reassignment of an
Employee to Another Craft

When it is necessary to permanently reassign an ill or injured
full-time regular or part-time flexible employee who is unable to
perform the regularly assigned duties, from one craft to another
craft within the office, the following procedures will be fol-
lowed:

A When the reassigned employee is a full-time regular
employee, the resulting full-time regular vacancy in the
complement, not necessarily in the particular duty assign-
ment of the losing craft from which the employee is being
reassigned, shall be posted to give the senior of the full-
time regular employees in the gaining craft the opportunity
to be reassigned to the vacancy, if desired.

B If no full-time regular employee accepts the opportunity to
be assigned to the vacancy in the complement, not neces-
sarily in the particular duty assignment in the other craft,
the senior of the part-time flexibles on the opposite roll
who wishes to accept the vacancy shall be assigned to the
full-time regular vacancy in the complement of the craft of
the reassigned employee.

C When the reassigned employee is a part-time flexible, the
resulting vacancy in the losing craft shall be posted to give
the senior of the full-time regular or part-time flexible
employees in the gaining craft the opportunity to be
assigned to the part-time flexible vacancy, if desired, to
begin a new period of sentority at the foot of the part-time
flexible roll.

D The rule in 5A and 5B, above, applies when a full-time

regular employee on permanent light duty is declared
recovered and is returmned to the employee’s former craft,
to give the senior of the full-time regular or part-time flexi-
ble employees in the gaining craft the opportunity, if
desired, to be assigned in the resulting full-time regular
vacancy in the complement, not necessarily in the particu-
lar duty assignment of the losing craft.
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Secthon 36 Seniority of an Employee Assigned
: te Another Craft

A Ewoepr s provided for in Section 41, above, a full-time
regmiae employee assigned to another craft or occupational

1 te same or lower level in the same installation

wake the seniority for preferred tours and assign-

s, winchever is the lesser of (a) one day junior to the
zti-time regular employee in the craft or occupa-
P erc]

poR RN

up. (D) retain the seniority the employee had in
emapioyes’s former craft,

# pamenme flexible employee who is permanently
msigned 1o 2 full-time regular or part-time flexible assign-
ment @ another craft, under the provisions of this Article,
shall begin a new period of seniority. If assigned as a part-
tizme exible, it shall be at the foot of the part-time flexible

T,
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Notice

23 will be given at least 24 hours notice before appearance
#ed before an Accident Review Board. Union representation
e permitted at all discussions of accidents upon request of the
' provided that the acquiring of such representation does
-k wmrsasonably delay the scheduled discussion. '

ARTICLE 14
SAFETY AND HEALTH
ior 14.1  Responsibilities

s the responsibility of management to provide safe working con-
o i all present and future installations and to develop a safe
waeking force. The Union will cooperate with and assist manage-
a2t 1o live up to this responsibility. The Employer agrees to give
apropriate consideration to human factors in the design and devel-
apment of automated systems,

Section 142 Cooperation

A 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 vehicle equipment and the work place must be main-
iamed in a safe and sanitary condition, including adequate
occupational health and environmental conditions. The
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Employer shall make available at each installation forms
to be used by employees in reporting unsafe and unhealth-
ful conditions. If an employee believes he/she is being
required to work under unsafe condmpns, such eI.nplonees
may: a) notify the employee’s supervisor who witl imme-
diately investigate the condition and take corrective ac‘m?n
if necessary; b) notify such employee’s steward, if a}-gnl-
able, who may discuss the alleged unsafe condition
with such employee’s supervisor; c)_ﬁlle a grievance at
Step 2 of the grievance procedure within fourteen (14)
days of notifying such employee’s supervisor if no correc-
tive action is taken during the employee’s tour; d) and/or
make a written report to the Union representative from the
local Safety and Health Committee who may discuss the
report with such employee’s supervisor,

Upon written request of the employee involved i_n an
acl::ident, a copy of the PS Form 1769 (Accident
Report) will be provided.

B Any grievance which has as its subject a safety or health
issue directly affecting an emplo%e;e and which is scllibse-
uently properly appealed to arbitration in accordance
&ith tﬁ; grovisions of Article 15 may be placed at the head

of the appropriate arbitration docket.

Section 14.3 Implementation
To assist in the positive implementation of the program:

Al  There shall be established at the Employer’s
Headquarters level, a Joint Labqr—Management
Safety Committee. Representation on the
Commiitee, to be specifically determined by the
parties, shall include representatives from the
Union and representatives from appropriate
Departments in the Postal Service. Not later than 60
days following the effective date of this Collective
Bargaining Agreement, designated representatives
of the Union and Management will meet for the
purpose of developing a comprehensive agend’a
which will include all aspects of the Emplover’s
Safety Program. Subsequent to the development of
this agenda priorities will be established and a ten-
tative schedule will be developed to insure full dis-
cussion of all topics. Meetings may also be
requested by either party for the specific purpose of
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discussing additional topics of interest within the
scepe of the Committee,

A2 The responsibility of the Committee will be to eval-
uate and make recommendations on all aspects of
the Employer’s Safety Program, to include program
adequacy. implementation at the local level, and
studies being conducted for improving the work
2nvironment,

A3 The Chairman will be designated by the Employer.
The Union, in conjunction with the Chairman, shal]
schedule the meetings, and recommend priorities on
new agenda items. The Employer shall furnish the
Union information relating to injuries, iliness and
safety, including the morbidity and mortality expe-
rience of employees. This report shall be in the
form of reports furnished OSHA on a quarterly basis,

A4 The Headquarters level Commitiee will meet quar-
terly and the Employer and Union Representatives
will exchange proposed agenda items two weeks
before the scheduled meetings. If problems or items
of a significant, National nature arise between
scheduled quarterly meetings any party may request
a special meeting of the Committee, Any party will
have the right to be accompanied to any Committee -
meeting by no more than two technical advisors,

A5 There shall be established at the Employer’s Area
level, a Regional/Area Joint Labor-Management
Safety Committee, which wil! be scheduled to meet
quarterly. The Emplover and Union Representatives
will exchange proposed agenda items two weeks
before the scheduled meetings. If problems or items
of a significant, Regional/Area-wide nature arise
between scheduled quarterly meetings, any party
may request a special meeting of the Committee.
Any party will have the right to be accompanied to
any committee meeting by no more than two techpi-
cal advisors.

A6 Representation on the Committee shall include rep-
resentatives from the Union and appropriate repre-
sentatives from the Postal Service Area Office. The
Chairman will be designated by the Employer.

B The Employer will make Health Service available for the
treatment of job related injury or illness where it deter-
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mines they are needed. The Health Service will be avail-
able from any of the following sources: U.S. Public Health
Service; other government or public medical sources with-
in the area; independent or private medical facilities or ser-
vices that can be contracted for; or in the event funds.
spaces and personnel are available for such purpaoses, they
may be staffed at the installation. The Employer will pro-
mulgate appropriate regulations which comply with
applicable regulations of the Office of Workers Com-

pensation Program, including employee choice of health
services.

C The Employer will comply with Section 19 of the
Williams-Steiger Occupational Safety and Health Act,

Section 144 Local Safety Committee

At each postal installation having 50 or more employees, a Joint
Labor-Management Safety and Health Committes will be estab-
lished. Similar committees may be established upon request of
the installation head in installations having fewer than 50
employees, as appropriate. Where no Safety and Health
Committee exists, safety and health items may be placed on the
agenda and discussed at labor-management meetings. There shall
be equal representation on the Committee between the participat-
ing unions and management. The representation on the
Committee, to be specifically determined by the parties, shall
include one person from each of the participating unions and
appropriate management representatives. The Chairman will be
designated by the Employer.

It is recognized that under some circumstances, the presence of
an additional employee employed at the installation will be use-
ful to the local Safety and Health Committee because of that
employee’s special expertise or experience with the agenda
item being discussed. Under these circumstances, which will
not normally be applicable to most agenda items, the employee
may, at the request of the Union, be in attendance only for the
time necessary to discuss that item. Payment for the actual time
spent at such meetings by the employee will be at the applicable
straight-time rate, providing the time spent is a part of the
employee’s regular workday.

Section 14.5  Subjects for Discussion

Individual grievances shall not be made the subject of discussion
during Safety and Health Committee meetings,

m
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Section 14.6 Employee Participation

It 13 the intent of this program to insure broad exposure to employ-
ees. t0 develop interest by active participation of employees, to
insure new ideas being presented to the Committee

& o make ceriain that employees in all areas of an installation
2 QPPOTIURILY 10 be represented. At the same time, it is recog-
< 1t Tor the program 1o be effective, it is desirable to provide
¥or z contnuity in the committee work from year to year
Therefors, except for the Chairman and Secretary, the Committee
emembers shall serve three-year terms and shall af the discretion of
#he Union be eligible to succeed themselves.

Section 14.7  Local Committee Meetings

The Safety and Health Committee shall meet at least quarterly and
ar such other times as requested by a Committee member and
approved by the Chairman in order to discuss significant problems
or items. The meeting shall be on official time. Each Committee
member shall submit agenda items to the Secretary at least three
{3) days prior to the meeting. A member of the Medical/Health
Unit will be invited to participate in the meeting of the Labor-
Management Safety and Health Committee when agenda item(s)
relate 1o the activities of the Medical/Health Unit.

Section 148 Local Committee Responsibilities

- A The Committee shall review the progress in accident pre-
vention and health at the installation; determine program
areas which should have increased emphasis; and it may
investigate major accidents which result in disabling
injuries. Items properly relating to employee safety and
health shall be considered appropriate discussion items.
Upon a timely request, information or records neces-
sary for the local Safety and Health Committee to
investigate real or potential safety and health issues
will be made available to the Committee, In addition, the
Committee shall promote the cause of Safety and Health in
the installation by:

Al Reviewing Safety and Health suggestions, safety
training records and reports of unsafe conditions or
practices,

A2 Reviewing local Safety and Health rules.

A3, Identifying unsafe work practices and assisting in
enforcing work-related safety rules.
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E

A4 Reviewing updated list of hazardous materials
used in the installation.

The Committee shall, at its discretion, render reports to the
installation head and may at its discretion make recom-
mendations to the installation head for action on matters
concerning safety and health. The installation head shall
within a reasonable period of time advise the Committee
that the recommended action has been taken or advise the
Headquarters Safety and Health Committee and the
Presidents of the participating local unions as to why it has
not. Any member of the Committee may also submit a
written report to the Headquarters Safety and Health
Committee in the event the Committee’s recommendations
are not implemented.

Upon proper writien request to the Chairman of the
Committee, on-the-spot inspection of particular trouble-
some areas may be made by individual Committee mem-
bers or a Subcommittee or the Committee as a whole. Such
request shall not be unreasonably denied. When so
approved, the Committee members shall be on official
time while making such inspection.

A Union representative from the local Safety and Health
Committee may participate in the annual inspection, con-
ducted by the Manager, Human Resources, in the main
facility of each District and BMC, provided that the Union
represents employees at the main facility of the District or
BMC being inspected. In no case shall there be more than
one (1) Union representative on such inspections.

A Union representative from the local Safety and Health
Committee may participate in other inspections of the
main facility of each post office, District, BMC, or other
installation with 100 or more man years of employment in
the regular work force, and of an individual station or
branch where the station or branch has 100 or more man
years of employment in the regular work force, provided
that the Union represents employees at the main facility or
station or branch and provided that the Union representa-
tive is domiciled at the main facility or station or branch to
be inspected.

If the Union representative to the local Safety and Health
Committee is not domiciled at the main facility or station
or branch to be inspected and if the Union represents
employees at that main facility or station or branch, at the
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Lnion’s option, a representative from the Committee
may participate in the inspection (at no additional cost
for the Employer) or the Union may designate a repre-
iea;.azz\-'e domiciled at the main facility, or station or
branch to be inspected to participate in the inspection. In
ao case shail there be more than one (1) Union representa-
tive on such inspections.

One Union representative from the Iocal Safety and Health
Qonh?n_ttee. selected on a rotational basis by the participat-
ng Unions, may participate in the annual inspection of
ach installation with less than 100 man years of employ-
ment in the regular work force, where such Committee
exists in the installation being inspected. In those installa-
fions that do not have a Safety and Health Committee. the
mspector shall afford the opportunity for a bargaining ’unit

empioyee from that installation to accom i ;
i ; any hi
these inspections. pany him during

G An appointed member of a local committes will receive an

orientation by the Employer which will include:

Gl Responsibilities of the Committee and its members.
G2 Basic elements of the Safety and Health Program.
G3  Identification of hazards and unsafe practices.

G4 Explanation of reports and statist i
cs re
analyzed by the Comrmittee, viewed and

H Since it has been some time since some members of Safety

Corqmittees ;'ecei\{ed orientation, all current members will
IeCelve an orientation not later than April 1, 1997.

I Where an investigation board is appointed by a Vice

?’res@ent, Area Operations or a District Manager to
investigaie a fat_ta} or serious industrial non-criminal
accident and/or injury, the Union at the installation will
be adv1sed'pr0mptly. When requested by the Union, a
representative from the local Safety and Health

Committee will be permitted t
Cor ee W 0 accompan in:
1ts Investigation. pany the board in

In installations where empl i
ployees represented by the Union
accept, handle and/or transport hazardous m:ierials th;1
Employer will establish a program of promoting sr:lfety
awareness through communications andfor training, as

appropriate. Elements of such i
but_not be limited to; 1 @ program would include,
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I Informational postings, pamphlets or articles in
postal and Area publications.

J2 Distribution of Publication 52 to employees whose
duties require acceptance of and handling haz-
ardous items.

I3 On-the-job training of employees whose duties
require the handling and/or transportation of haz-
ardous items, This training will include, but is not
limited to, hazard identification; proper han-
dling of hazardous materials; personal protec-
tive equipment availability and its use; cleanup
and disposal requirements for hazardous mate-
rials.

J4 Al mailbags containing any hazardous materi-
als, as defined in Publication 52, will be appro-
priately identified so that the employee handling
the mail is aware that the mailbag contains one
or more hazardous material packages.

J5  Personal protective equipment will be made
available to employees who are exposed to spills
and breakage of hazardous materials.

Section 14.9 Field Federal Safety and Health Councils

In those cities where Field Federal Safety and Health Councils
exist, one representative of the Mail Handler Union who is on the
Local Safety and Health Committee in an independent postal
installation in that city and who serves as a member of such
Councils, will be permitted to attend the meetings. Such employee
will be excused from regularly assigned duties without loss of pay.
Employer-authorized payment as outlined above will be granted at
the applicable straight time rate, provided the time spent in such
meetings is a part of the employee’s regular work day.

ARTICLE 15
GRIEVANCE-ARBITRATION PROCEDURE
Section 15.1 Definition

A grievance is defined as a dispute, difference, disagreement or
complaint between the parties related to wages, hours, and condi-
tions of employment. A grievance shall include, but is not limited
to, the complaint of an employee or of the Union which involves
the interpretation, application of, or compliance with the provi-

Article 15,2

sions of this Agreement or any local Memorandum of

Understanding not in conflict with this Agreement.

Section 15.2  Grievance Procedure—Steps

Step 1@ {a) Any employee who feels aggrieved must discuss the
grievance with the employee’s immediate supervisor within four-
ieen {14) days of the date on which the employee or the Union first
fearmned or may reasonably have been expected to have learned of
s cause, The employee, if he or she so desires, may be accompa-
med and represented by the employee’s steward or a Union tepre-
semtative. The Union also may initiate a grievance at Step 1 within
14 days of the date the Union first became aware of (or reasonably
should have become aware of) the facts giving rise to the griev-
ance. In such case the participation of an individual grievant is not
rzquited. A Step 1 Union grievance may involve a complaint
affecting more than one employee in the office.

(b} In any such discussion the supervisor shall have authority to
settle the grievance. The steward or other Union representative
ikewise shall have authority to settle or withdraw the grievance in
whole or in part. No resolution reached as a result of such discus-
sion shall be a precedent for any purpose.

{c} If no resclution is reached as a result of such discussion, the
supervisor shall render a decision orally stating the reasons for the
decision. The supervisor’s decision should be stated during the dis-
cussion, if possible, but in no event shall it be given to the Union
representative (or the grievant, if no Union representative was
requested) Jater than five (5) days thereafter unless the parties agree
w0 extend the five (5) day period. Within five (5) days after the
supervisor’s decision, the supervisor shall, at the request of the
Unton representative, initial the standard grievance form that is

used at Step 2 confirming the date upon which the decision was
rendered.

¢d) The Union shall be entitled to appeal an adverse decision to
Step 2 of the grievance procedure within ten (10) days after receipt
of the supervisor’s decision. Such appeal shall be made by com-
pleting a standard grievance form developed by agreement of the

parties. which shall include appropriate space for at least the fol-
lowing:

1. Detailed statement of facts;

2, Contentions of the grievant;

3. Particular contractual provisions involved; and
4, Remedy sought.
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The parties at the national level shall agree upon a computer-
generated version of the standard grievance form that may be
used to appeal an adverse decision to Step 2.

Step 2: (a) The standard grievance form appealing to Step 2 shall
be filed with the installation head or designee. In any associate post
office of twenty (20) or less employees, the Employer shall desig-
nate an official outside of the installation as the Step 2 official, and
shall so notify the Union Step 1 representative.

(b} Any grievance initiated at Step 2, pursuant to Article 2 of this
Agreement, must be filed within 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.

{c) The installation head or designee will meet with the steward or
a Union representative as expeditiously as possible, but no later

than seven (7} days following receipt of the Step 2 appeal unless .

the parties agree upon a later date. Tn all grievances appealed from
Step 1 or filed at Step 2, the grievant shall be represented in Step 2
for all purposes by a steward or a Union representative who shall
have authority to settle or withdraw the grievance as a result of dis-
cussions or compromise in this Step. The installation head or
designee in Step 2 also shall have authority to grant or settle the
grievance in whole or in part.

(d) At the meeting the Union representative shall make a full and
detailed statement of facts relied upon, contractual provisions
involved, and remedy sought. The Union representative may also
furnish written statements from witnesses or other individuals. The
Employer representative shall also make a full and detailed state-
ment of facts and contractual provisions relied upon. The parties’
representatives shall cooperate fully in the effort to develop ail nec-
essary facts, including the exchange of copies of all relevant papers
or documents in accordance with Article 31, The parties’ represen-
tatives may mutually agree to jointly interview witnesses where
desirable to assure full development 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 interview additional
witnesses as provided above.

(e) Where grievances appealed to Step 2 involve the same, or sub-
stantially similar issues or facts, one such grievance to be selected
by the Union representative shall be designated the “representa-
tive” grievance, If not resolved at Step 2, the “representative”
grievance may be appealed to Step 3 of the grievance procedure,
All other grievances which have been mutually agreed to as
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avalving the same. or substantially similar issues or facts as those
fved in the “representative” grievance shall be held at Step 2
mg resolution of the “representative” grievance, provided they
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e iimely filed at Step 1 and property appealed to Step 2 in

dance with the grievance procedure.

L]
&

W

h

]

2
R
5
=

ity

{f} Following resolution of the “representative” grievance, the
parties invelved in that grievance shall meet at Step 2 to apply
e resolution to the other pending grievances involving the

' same, or substantiallly similar issues or facts, Disputes over the

applicability of the resolution of the “representative” grievance
shall be resolved through the grievance-arbitration procedures
contained in this Article; in the event it is decided that the reso-
tution of the “representative” grievance is not applicable to a
particular grievance, the merits of that grievance shall also be
considered.

{2} Any settlement or withdrawal of a grievance in Step 2 shall be
in writing or shall be noted on the standard grievance form, but
shall not be a precedent for any purpose, unless the parties specifi-

cally so agree or develop an agreement to dispose of future similar
or related problems,

{h} Where agreement is not reached, the Employer’s decision shall
be fumished to the Union representative in writing within ten (10)
days after the Step 2 meeting unless the parties agree to extend the
ten ¢10) day period. The decision shall include a full statement of
the Employer’s understanding of (1) all relevant facts, (2) the con-
tractual provisions involved, and (3) the detailed reasons for denial
of the grievance,

{1) If the Union representative believes that the facts or con-
tentions set forth in the decision are incomplete or inaccurate,
such representative should, within ten (10) days of receipt of the
Step 2 decision, transmit to the Employer’s representative a writ-

-ten statement setting forth corrections or additions deemed neces-

sary 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.

(j) The Union may appeal an adverse Step 2 decision to Step 3. Any
such appeal must be made within fifteen (15) days after receipt of
the Employer’s decision unless the parties’ representatives agree to
sxtend the time for appeal. Any appeal must include copies of (1)
the standard grievance form, (2) the Employer’s written Step 2
decision, and, if filed (3) the Union corrections or additions to the
Step 2 decision.
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Step 3: (a) Any appeal from an adverse decision in Step 2 shall ke
in writing to the appropriate management official at the
Grievance/Arbitration Processing Center with a copy 1o the
Employer’s Step 2 representative, and shall specify the reasons fer
the appeal.

(b) The grievant shail be represented at the Step 3 level by the
Union’s Regional representative, or designee. The Step 3 meeting
of the parties’ representatives to discuss the grievance shall be held
at the respective Postal Service office (former regional headquar-
ters) within fifteen (15) days after it has been appealed to Step 3.
Each party’s representative shall be responsible for making certain
that all relevant facts and contentions have been developed and
considered. The Union representative shall have authority to settle
or withdraw the grievance in whole or in part. The Employer’s rep-
resentative likewise shall have authority to grant the grievance in
whole or in part. In any case where the parties’ representatives
mutually conclude that relevant facts or contentions were not
developed adequately in Step 2, they shall have authority to jointly
return the grievance to the Step 2 level for full development of all
facts and further consideration at that level. In such event, the par-
ties’ representatives at Step 2 shall meet within seven (7) days after
the grievance is returned to Step 2. Thereafter, the time limits and
procedures applicable to Step 2 grievances shall apply.

(¢) The Employer’s written Step 3 decision on the grievance shall
be provided to the Union’s Step 3 representative within fifteen (15)
days after the parties have met in Step 3, unless the parties agree to
extend the fifteen (15) day period. Such decision shall state the rea-
sons for the decision in detail and shall include a statement of any
additional facts and contentions not previously set forth in the
record of the grievance as appealed from Step 2. Such decision also
shall state whether the Employer’s Step 3 representative believes
that no interpretive issue under this Agreement or some supple-
ment thereto which may be of general application is involved in the
case,

(d) The Union, at the Regional level, may appeal an adverse deci-
ston directly to arbitration at the Regional level within tWwenty-one
(21) days after the receipt of the Employer’s Step 3 decision in
accordance with the procedure hereinafter set forth; provided the
Employer’s Step 3 decision states that no interpretive issue under
this Agreement or some supplement thereto which may be of gen-
eral application is involved in the case.

{e) If either party’s representative maintains that the grievance
involves an interpretive issue under this Agreement, or some sup-
. blement thereto which may be of general application, the Union
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representative shall be entitled to appeal an adverse decision to
Step 4 {National fevel) of the grievance procedure. Any such
: i must be made within twenty-one (21) days after receipt of
e Emplover's decision and include copies of the standard griev-
anoe fyrm, the Step 2 and Step 3 decisions and, if filed, any Union
corrections and additions filed at Steps 2 or 3. The Union shail fur-
2ush & copy of the Union appeal to the appropriate management
ofticial at the Grievance/Arbitration Processing Center.

>i&Ep 4 {a} In any case properly appealed or referred to this Step the

ties shall meet at the National level promptly, but in no event
aan thirty (30) days after filing such appeal or referral in an
=mipt 10 resolve the grievance. The Union representative shall
F zuthority to settle or withdraw the grievance in whole or in
pari. The Employer's representative shall have authority to grant or
sztile the grievance in whole or in part. The parties’ Step 4 repre-
semtatives may, by mutual agreement, return any grievance to Step
3 where (a) the parties agree that no national interpretive issue is
tairly presented or (b) it appears that all relevant facts have not
been developed adequately. In such event, the parties shall meet at
Step 3 within fifteen (15) days after the grievance is returned to
Step 3. Thereafter the procedures and time limits applicable to Step
3 grievances shall apply. Following their meeting in any case not
returned to Step 3, a written decision by the Employer will be ren-
dered within fifteen (15) days after the Step 4 meeting unless the
parties agree 1o extend the fifteen (15) day period. The decision
shall include an adequate explanation of the reasons therefor. In
any Imstance where the parties have been unable to dispose of a
grievance by settlement or withdrawal, the Union shall be entitled
1o appeal it to arbitration at the National level within thirty (30)
days after receipt of the Employer’s Step 4 decision.

Aty
B

Section 15.3  Grievance Procedure—Generai

A The parties expect that good faith observance, by their
respective representatives, of the principles and ‘proce-
dures set forth above will result in settlement or withdraw-
al of substantially all grievances initiated hereunder at the

Eowgst possible step and recognize their obligation to
achieve that end.

B The failure of the employee or the Union in Step I, or the
Union thereafter to meef the prescribed time limits of the
S.teps of this procedure, including arbitration, shall be con-
sidered 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
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the prescribed time limits, whichever is later, such obiec-
tion to the processing of the grievance is waived.

Failure by the Employer to schedule a meeting or render 2
decision in any of the Steps of this procedure within the
time herein provided (including mutually agreed to exien-
sion periods) shall be deemed to move the grievance to the
next Step of the grievance-arbitration procedure.

It is agreed that in the event of a dispute between the
Union and the Employer as to the interpretation of this
Agreement, such dispute may be initiated as a grievance at
the Step 4 level by the Union. Such a grievance shall be
initiated in writing and must specify in detail the facts giv-
ing rise to the dispute, the precise interpretive issues to be
decided and the contention of the Unien. Thereafter the
parties shall meet in Step 4 within thirty (30) days in an

effort to define the precise issues involved, develop all -

necessary facts, and reach agreement. Should they fail to
agree, then, within fifteen (15) days of such meeting, each
party shall provide the other with a statement in writing of
its understanding of the issues involved, and the facts giv-
ing rise to such issues. In the event the parties have failed
to reach agreement within sixty (60) days of the initiation
of the grievance in Step 4, the Union then may appeal it 10
arbitration, within thirty (30) days thereafter.

Section 15,4 Arbitration
A General Provisions

Al A request for arbitration shall be submitted within
the specified time limit for appeal.

A2 No grievance may be arbitrated at the National level
except when timely notice of appeal is given the
Employer in writing by the Union. No grievance
may be appealed to arbitration at the Regional level
except when timely notice of appeal is given in
writing to the appropriate management official at
the Grievance/Arbitration Processing Center by
the certified representative of the Union in the paz-
ticular Region. Such representative shall be certified
to appeal grievances by the Union to the Employer
at the National level.

A3 All grievances appealed to arbitration will be placed
on the appropriate pending arbitration list in the
order in which appealed. The Employer, in consul-
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tation with the Union, will be responsible for main-
wmining  appropriate  dockets of grievances, as
appealed. and for administrative functions neces-
sary 1o assure efficient scheduling and hearing of
¢ases by arbitrators at all levels,

In order to avoid loss of available hearing time,
except in National level cases, back-up cases should
be scheduled to be heard in the event of late settle-
ment or withdrawal of grievances before hearing. In
the event that either party withdraws a case less
than five (3) days prior to the scheduled arbitration
date, and the parties are unable to agree on schedul-
ing another case on that date, the party withdrawing
the case shall pay the full costs of the arbitrator for
that date. In the event that the parties settle a case or
either party withdraws a case five (5) or more days
prior to the scheduled arbitration date, the backup
case on the appropriate arbitration list shall be
scheduled. If the parties settle a case less than five
(5) days prior to the scheduled arbitration date and
are unable to agree to schedule another case, the
parties shall share the costs of the arbitrator for that

date. This paragraph shall not apply to National
level arbitration cases,

Arbitration hearings normally will be held during
working hours where practical. Employees whose
attendance as witnesses is required at hearings dur-
ing their regular working hours shall be on
Employer time when appearing at the hearing, pro-
vided the time spent as a witness is part of the
employee’s regular working hours.

All decisions of an arbitrator will be final and bind-
ing. All decisions of arbitrators shall be limited to
the terms and provisions of this Agreement, and in
no event may the terms and provisions of this
Ageement be altered, amended, or modified by an
arbitrator. Unless otherwise provided in this Article,
all costs, fees and expenses charged by an arbitrator
will be shared equally by the parties.

The parties agree that, upon receipt of the award,
each arbitrator’s fees and expenses shall be paid in a
prompt and timely manner.

All arbitrators on the Regular Regional Panels and
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A9

the Expedited Panels and on the National Panel
shall serve for the term of this Agreement and shall
continue to serve for six (6) months thereafter,
unless the parties otherwise mutually agree,

Arbitrators on the National and on the Regular and
Expedited Regional Panels shall be selected by the
method agreed upon by the parties at the National
Level, The parties shall meet for this purpose within
ninety (90) days after signing this Agreement. In the
event the parties cannot agree on individuals to
serve on these panels, or to fill any vacancies, selec-
tion shall be made by the alternate striking of names
from the appropriate Iist.

B Regional Level Arbitration—Regular

B1

B2

At the Regional level three (3) separate lists of cases
to be heard in arbitration shall be maintained for the
Union:

Bla  one for all removal cases and cases involving
suspensions for more than 30 days;

Bib one for all cases appealed or referred to
Expedited Arbitration; and

Ble  one for all other cases appealed to arbitration

at the Regional Level.
Regional Arbitration Scheduling

B2a  All cases will be scheduled for each District
on a first-in, first-out order based on appeal to
arbitration date unless the Union and
Employer otherwise agree at the Regional
level. Removal cases and cases involving
suspension for more than fourteen (14) days
will receive first consideration for schedul-
ing.

B2b The parties agree that all cases will be heard
in arbitration within 90 days from the date of
the grievance appeal to arbitration. If a griev-
ance is not heard in arbitration within the 90
days, the grievance will be scheduled as the
first primary case on the next available arbi-
tration hearing date, after removal cases and
cases involving suspension for more than
fourteen (14) days have been scheduled.
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The primary case{s) (maximum of two (2)
primary cases unless mutually agreed oth-
erwise) assigned for each arbitration date
will be backed up with three additional
cases from the same District and Union
geographic area, The primary case(s) and
the back-up cases will appear in the sched-
uling letter to the arbitrator and the parties,
In addition every open case from the partic-
ular post office where the primary case(s)
are located will be scheduled in the event
the primary case(s) are resolved or with-
drawn. If multiple cases exist at the prima-
ry location, the cases will be heard in order
of appeal date, unless otherwise mutually
agreed by the parties. It is understood that
the parties will resolve or arbitrate the
cases at this primary location prior to mov-
ing to the first back-up location. The parties
agree that cases will be heard rather than
lose a hearing date.

If all cases at the primary location are
resolved or withdrawn, the first back-up case
shall become the scheduled case. If the first
back-up case is resolved or withdrawn, addi-
tional back-up cases will consist of any open
cases (see Section 4B2a for priority schedul-
ing) at the post office location where the first
back-up case is scheduled. The scheduling of
these cases at the first back-up location shall
g0 in order of appeal date to arbitration
unless otherwise agreed at the Regional
level. If all cases at the first back-up location
are resolved or withdrawn, the second back-
up case shall become the scheduled case. If
that case is resolved or withdrawn, any open
cases (see Section 4B2a for priority schedul-
ing) at the second back-up location will be
scheduled as above, first-in, first-out, If all
cases at the second back-up location are
resolved or withdrawn, the third back-up
case shall become the scheduled case, and
the same procedures shall apply for schedul-
ing additional cases at that location.
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B3

B4

B2e In the event that all back-up locations are
exhausted, the location will be determined by
the order of appeal date of cases within the
same District and Union geographic arsa
and will continue until no arbitration appeais
remain either in the original District or union
geographic area.

B2f If the procedures in B2c through B2e are
exhausted, additional locations will be dezer-
mined by the parties based upon murtual
agreement at the Regional level. If no agree-
ment is reached, scheduling of cases will be
based vpon the order in which cases were
appealed to Regional arbitration.

B2g The appropriate management official at
the Grievance/Arbitration Processing
Center will provide to the Union at the
Regional level a list of the pending cases by
District listed in order of first-in, first-out.

BZh The hearing dates available at the time of
scheduling will be prorated among the
Districts with each District receiving a min-
imum of five (5) percent. The balance of the
dates will be shared between the Districts
with the greatest number of pending arbitra-
tion cases. If in the event a District does not
need all the dates it is entitled to, those dates
will be given to the District with the greatest
number of pending arbitration cases.

If more than one hearing date is scheduled
for a particular union geographic area, the
Union at the Regional level may request, and
the Employer will agree to a mutually
acceptable scheduling adjustment to another
union geographic area.

Only discipline cases involving suspensions of 30
days or less and those other disputes as may be
mutually determined by the parties shall be
appealed or referred to Expedited Arbitration in
accordance with Section 4C hereof.

Cases appealed or referred to arbitration, which
involve removals or suspensions for more than 30
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days. shail be scheduled for hearing at the Regional
Level at the earliest possible date in the order in
which appealed by the Union or referred.

If either party concludes that a case appealed or
referred to Regional Arbitration involves an inter-
pretative issue under the National Agreement or
some supplement thereto which may be of general
application, that party may withdraw the case from
arbitration and refer the case to Step 4 of the griev-
ance procedure. The party referring the case to Step
4 shall pay the full costs of the arbitrator for that
date unless another scheduled case is heard on that
dare.

The arbitrators on each Regular Regional Panel
shall be scheduled to hear cases on a rotating sys-
tem basis, unless otherwise agreed by the parties.

Normally, there wifl be no transcripts of arbitration
hearings or filing of post-hearing briefs in cases
heard in Regular Regional level arbitration, except
either party at the National level may request a tran-
script, and either party at the hearing may request to
file a post-hearing brief, However, each party may
file a written statement setting forth its understand-
ing of the facts and issues and its argument at the
beginning of the hearing and also shail be given an
adequate opportunity to present argument at the
conclusion of the hearing.

The arbitrator in any given case should render an
award therein within thirty (30) days of the close of
the record in the case.

C Regional Level Arbitration-Expedited

C

1

i

The parties agree to continue the utilization of an
expedited arbitration system for disciplinary cases
of 30 days suspension or less which do not involve
interpretation of this Agreement and for such other
cases as the parties may mutually determine. This
gystem may be utilized by agreement of the Union
through the Union and the Vice-President, Labor
Relations, or designee. In any such case, the
Federal Mediation and Conciliation Service or
American Arbitration Association shall immedi-
ately notify the designated arbitrator. The designat-
ed arbitrator is that member of the Expedited Panel
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C2

C3

C4

who, pursuant to a rotation system, is scheduled for
the next arbitration hearing. Immediately upon such
notification the designated arbitrator shall arrange &
place and date for the hearing promptly but within 2
period of not more than ten (10) working days. I
the designated arbitrator is not available to conduct
a hearing within the ten (10) working d_ays, the nexi
panel member in rotation shall be notified untii an
available arbitrator is obtained.

The parties agree that all cases will be heard in arbi-
tration within 90 days from the date of the griev-
ance appeal to arbitration. If a grievance Is not
heard in arbitration within the 90 days, the griev-
ance will be scheduled as the first case to be heard
on the next available arbitration date,

If either party concludes that the issues involved are -

of such complexity or significance as to warrant
reference to the Regular Regional Arbitration Panel,
that party shall notify the other party of such refer-
ence at least twenty-four (24) hours prior to the
scheduled time for the expedited arbitration.

The hearing shall be conducted in accordance with
the following:

C4a the hearing shall be informal;
C4b  no briefs shall be filed or transcripts made;
Cdc  there shall be no formal rules of evidence;

C4d the hearing shall normally be completed
within one day;

Cde if the arbitrator or the parties mutually con-
clude at the heaning that the issues involved
are of such complexity or significance as to
warrant reference to the Regular Regional
Arbitration Panel, the case shall be referred
to that panel; and

C4f  the arbitrator may issue a bench decision at
the hearing but in any event shall render a
decision within forty-eight (48) hours after
conclusion of the hearing. Such decision

shall be based on the record before the arbi-

trator and may include a brief written expla-
nation of the basis for such conclusion. These
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decisions will not be cited as a precedent,
The arbitrator’s decision shall be final and
binding. An arbitrator who issues a bench
decision shall furnish a written copy of the
award to the parties within forty-eight (48)
hours of the close of the hearing.

N¢ gecision by a member of the Expedited Panel in
such 2 case shall be regarded as a precedent or be
cued in any future proceeding, but otherwise will be
a inal and binding decision.

The Expedited Arbitration Panel shall be developed
by the National parties, on a geographic area basis,
with the aid of the American Arbitration Association
and the Federal Mediation and Conciliation Service,

T National Level Arbitration

Rection 155

Only cases involving interpretive issues under this
Agreement or supplements thereto of general appli-
cation will be arbitrated at the National level.

A docket of cases appealed to arbitration at the
National level shall be maintained for the Union.
The arbitrators on the National Pane! shall be
scheduled to hear cases on a rotatinng system basis,
unless otherwise agreed by the parties. Cases on the
docket will be scheduled for arbitration in the order

in which appealed, unless the Union and Employer
otherwise agree.

Administration

The parties recognize their continuing joint responsibility for effi-
stent functioning of the grievance procedure and effective use of
arbitration, The Employer will furnish to the Union a copy of a
guarterly report containing the following information covering
operation of the arbitration procedure at the National level, and for
zach Reglon separately:

[ I T v v S

rri

nurmber of cases appealed to arbitration;
number of cases scheduled for hearing;
number of cases heard;

number of scheduled hearing dates, if any, which were not
used;

the total number of cases pending but not scheduled at the
end of the quarter,
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ARTICLE i6
DISCIPLINE PROCEDURE

Section 16.1  Statement of Principle

In the administration of this Article, a basic principle shall be that
discipline should be corrective in nature, rather than punitive. No
employee may be disciplined 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 dis-
charge shall be subject to the grievance-arbitration procedure pro-
vided for in this Agreement, which could result in reinstaternent
and restitution, including back pay.

Section 16.2 Discussions

For minor offenses by an employee, management has a responsi-
bility to discuss such matters with the employee. Discussions of
this type shail be held in private between the employee and the
supervisor. Such discussions are not considered discipline and are
not grievable. Following such discussions, there is no prohibition
against the supervisor andfor the employee making a personal
notation of the date and subject matter for their own personal
record(s). However, no notation or other information pertaining to
such discussion shall be included in the employee’s personnel fold-
er. While such discussions may not be cited as an element of a prior
adverse record in any subsequent disciplinary action against an
employee, they may be, where relevant and timely, relied upon to
establish that employees have been made aware of their obligations
and responsibilities.

Seciion 16.3 Letter of Warning

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

Section 16.4 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

Article 16.6

sen-dav period the employee shall remain on the job or on the clock
satust at the option of the Employer. However, if the
it the emplovee initiates a timely grievance prior to the
effective date of the action and if the grievance is timely
appealed to Step 2. the grievant shall not begin to serve the sus-
pension until after the Step 2 decision has been rendered.

Section 16.5  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 herein,
% enmtitled to an advance written notice of the charges against
him/her and shail remain either on the job or on the clock at the
epsion of the Employer for a period of thirty (30) days. Thereafter,
iz employee shall remain on the rolls (non-pay status) until dispo-
sition of the case has been had either by settlement with the Union
or through exhaustion of the grievance-arbitration procedure.

& preference eligible who chooses to appeal a suspension of moré
than fourteen (14) days or his discharge to the Merit Systems
Pratection Board (MSPB) rather than through the grievance-arbi-
rration procedure shall remain on the rolls (non-pay status} until -
disposiricn of the case has been had either by settlement or through
exhaustion of his MSPB appeal. When there is reasonable cause to
believe an employee is guilty of a crime for which a sentence of
imprisonment can be imposed, the Employer is not required to give
the employee the full thirty (30) days advance written notice in a
discharge action, but shall give such lesser number of days advance
written notice as under the circumstances is reasonable and can be
jastified. The employee is immediately removed from a pay status
at the end of the naotice period.

Section 16.6 Indefinite Suspension—Crime Situation

A The Employer may indefinitely suspend an employee in
these cases where the Employer has reascnable cause (o
believe an employee is guilty of a crime for which a sen-
tence of imprisonment can be imposed. In such cases, the
Employer is not required to give the employee the full thir-
ty (30) days advance notice of indefinite suspension, but
shall give such lesser number of days of advance 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. '

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

C 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 employee
shall be entitled to back pay for the period that the indefi-
nite suspension exceeded seventy (70) days, if the employ-
ee was otherwise available for duty, and without prejudice
to any grievance filed under 6B above.

D 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
whether 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 16.5 of this
Article.

Section 16.7 Emergency Procedure

An employee may be immediately placed in 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 damage to
U.S. Postal Service property, loss of mail or funds, or where the
employee may be injurious to self or others. The employee shail
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 thirty (30) days or discharge the employee, the emer-
gency action taken under this Section may be made the subject of
a separate grievance,

Section 16.8 Review of Discipline

A In no case may a supervisor impose suspension or dis-
charge upon an employee unless the proposed disciplinary
action by the supervisor has first been reviewed and con-
curred in by the installation head or designee.

B In associate post offices of twenty (20) or less employess.
or where there is no higher level supervisor than the super-
visor who proposes to initiate suspension or discharge, the
proposed disciplinary action shall first be reviewed and
concurred in by a higher authority outside such installation
or post office before any proposed disciplinary action is
taken.
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Rection 16.9  Veterans’ Preference

4 preference eligible is not hereunder deprived of whatever rights
of appeal such employee may have under the Veterans® Preference
acii fpwever, if the employee appeals under the Veterans’
Preference Act. the employee thereby waives access to any proce-
dure undar the Agreement beyond Step 3 of the grievance-arbitra-
tion procedure.

Section 16.10  Employee Discipline Records

The records of a disciplinary action against an employee shall not
e considered in any subsequent disciplinary action if there has
Bezen no disciplinary action initiated against the employee for a
periad of two vears. Upon the employec’s written request, a disci-
pimary notice or decision letter will be removed from the employ-
e2’s official personnel folder after two years if there has been no
disciplinary action initiated against the employee in that two-year
peried, .

ARTICLE 17 _
REPRESENTATION
Section 17.1 Stewards

Stewards may be designated for the purpose of investigating, pre-
sennng and adjusting grievances.

Section 17.2  Appointment of Stewards

A The Union will certify to the Employer in writing a

- steward or stewards and alternates in accordance with
the following general guidelines. Where more than one
steward is appointed, one shall be designated chief stew-
ard. The selection and appointment of stewards or chief -
stewards is the sole and exclusive function of the Union,
Stewards will be certified to represent employees in spe-
cific work location(s) on their tour; provided no more
than one steward may be certified to represent employ-
¢es in a particular work location(s). The number of stew-
ards shall be in accordance with the formula as
hereinafter set forth: :
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Employees in the bargaining unit per tour or station

Upto49 “ 1 steward
501099 * 2 stewards
100 to 199 “ 3 stewards
200 to 499 * 5 stewards
500 or more ¥ 5 stewards

plus additionat
steward for
each 100

employees

B At an installation, the Union may designate in writing to
the Employer one Union officer actively employed at that
installation to act as a steward to investigate, present and
adjust a specific grievance or to investigate a specific prob-
lem to determine whether to file a grievance. The activities
of such Union officer shall be in lieu of a steward designat-
ed under the formula in Section 2A and shall be in accor-
dance with Section 17.3. Payment, when applicable, shall
be in accordance with Section 17.4.

C To provide steward service to a number of small installa-
ilons where a steward is not provided by the above formu-
1a, the Union representative certified to the Employer in
writing and compensated by the Union may perform the
duties of a steward.

D 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-
sentatives are certified in writing to the Employer at the
District level, with a courtesy copy to the Area, and pro-
viding such representatives act in lieu of stewards desig-
nated under the provisions of 2A or 2B above.

Section 17.3 Rights of Stewards

A When it is necessary for a steward to leave his/her work
area to investigate and adjust grievances or to investigate a
specific problem to determine whether to file a grievance,
the steward shall request permission from the immediate

supervisor and such request shall not be unreasonably

denied. In the event the duties require the steward leave
the work area and enter another area within the installation
or post office, the steward must also receive permission
from the supervisor from the other area he/she wishes to
enter and such request shall not be unreasonably denied.

Article 17.4

L. cinet steward or other Union representative
ied in accordance with Section 17.2 above
# shall obtain access through the appropri-

T 10 review the documents, files and other

SSSArV 101 processing a grievance or determin-
=Des exists and shall have the right to inter-

, @ggrieved  employee(s), supervisors and

s durmrg working hours. Such requests shall not

omably denied,

TVing as a steward or chief steward, an employee

* e mvoluntarily transferred (o another tour, to

a or branch of the particular post office or to

k '*-'-irrengient post office or installation unless there

o which the employee is qualified on such tour,

: station or branch, or post office. If an employee

=ts 2 steward or Union representative to be present

Surmg the course of an interrogation by the Inspection

service, such request will be granted. All polygraph tests

Witk continue to be on g voluntary basis.

Rt

1174 Payment of Stewards

The Empioy;&r will authorize payment only under the fol-

snwing conditions: '

(rievances:

Steps 1 and 2—The aggrieved and one Union steward
(only as permitied under the formula in
Section .2A) for time actually spent in
grievance handling, including investiga-
tion and meetings with the Employer. The
Empioyer will also compensate a steward
for the time reasonably necessary to write
a grievance. In addition, the Employer will
compentsate any witnesses for the time
required to attend a Step 2 meeting,

Meetings called by the Employer for infor- -
mation exchange and other conditions des-
ignated by the Employer concerning
contract application.
B Employer authorized bayment as outlined above will be
granted at the applicable straight time rate, providing the
tine spent is a part of the employee’s or steward’s {only as

gf"grv};cée;c)i(l for under the formula in Section 24) regular
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Section 17.5  Union Participation in New Employee
Orientation

During the course of any employment orientation program for new
employees, a representative of the Union representing the craft to
which the new employees are assigned shall be provided ampie
opportunity to address such new employees, provided that this pro-
vision does not preclude the Employer from addressing employees
concerning the same subject. .

Health benefit enrollment information and forms will not be
provided during orientation until such time as a representative
of the Unien has had an opportunity to address such new em-
ployees.

Section 17.6 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
from the pay of employees who are members of such
Union, provided that the Employer has received a written
assignment which shall be irrevocable for a period of not
more than one year, from each employee on whose
account such deductions are to be made. The Employer
agrees to remit to the Union all deductions to which it is
entitled within 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.

B The authorization of such deductions shall be in the fol-
lowing form;

AUTHORIZATION FOR DEDUCTION OF DUES
UNITED STATES POSTAL SERVICE

I hereby assign to the National Postal Mail Handlers Union, a
Division of the Laborers’ International Union of North America,
AFL-CIO, Local Unicn No, . from any salary or wages
carmed or to be earned by me as your employee (in my present or
any future employment by you) such regular and periodic member-
ship dues as the Union may certify as due and owing from me, as
may be established from time to time by said Union. I authorize
and direct you to deduct such amounts from my pay and to remit
same to said Union at such times and in such manner as may be
agreed upon between you and the Union at any time while this
authorization is in effect.
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i one {1; year from the date of delivery hereof to you,

sigmenent is freely made pursuant to the provisions of the
feorganization Act and is not contingent upon the existence
amy agreement between you and my Union.

waizere of Employee Date

¥ Emplovee Social Security Number
Las: Name, First, Middle)

fress (City and State) {Zip Code)

msiallation  Installation Finance Number

FOR USE BY LOCAL UNION OFFICIAL
2t Postal Mail Handlers Local Union

. Ehvision of the Laborers’ Finance Number
Zonad Union of North
AFL-CIO,

= £ imion No.

el certify that the regular dues of this Local Union for the
c-mamed member are currently established at $
wekly

mzne ard Title of Authorized Date
3fcial

FOR USE BY EMPLOYER REPRESENTATIVE

+ Brmte of Delivery to Employer

Siezatmre and Title of Employer Representative:
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C Notwithstanding the foregoing, employees’ dues deduc-
tion authorizations (Standard Form 1187) whm}} aFe
presently on file with the Employer on behalf of the U Mior.
shall continue to be honored and given full force and effzc:
by the Employer unless and until revoked in accordance
with their terms.

D The Employer agrees that it will continue in effeci. but
without cost to employees, its existing program of payroit
deductions at the request and 'on behalf of employees for
remittance to financial institutions including credit unions.
In addition the Employer agrees withoui cost to the
employee to make payroll deductions on behalf of such
organization or organizations as the Union shall designate
to receive funds to provide group automobile insurance for
employees andfor homeowners/tenant Hability insurance
for employees, provided only one insurance carrier is
selected to provide such coverage.

ARTICLE 18
NO STRIKE
Section 18.1
The Union in behalf of its members agrees that it will not call or
sanction a strike or slowdown.
Section 18.2

The Union or its local Unions (whether called Area Locals or by
other names) will take reasonable action to avoid such activity and
where such activity occurs, immediately inform striking employ-
ees they are in violation of this Agreement and order said employ-
ees back to work.

Section 18.3

It is agreed that the Union or its local Unions (whether called Area
Locals or by other names) which comply with the requirements of
this Article shall not be liable for the unanthorized action of their
members or other postal employees.

Section 18.4

The parties agree that the provisions of this Article shall not be
used in any way to defeat any current or future legal action involv-
ing the constitutionality of existing or future legislation prohibiting
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Federal employees from engaging in strike actions. The parties fur-
ther agree that the obligations undertaken in this Article are in no

way contingent upon the final determination of such constitutional
issues.

ARTICLE 19
HANDBOOKS AND MANUALS
Section 19.1

Those parts of ali handbooks, manuals and published regulations of
the Postal Service, that 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 Employer shall have the right
to make changes that are not inconsistent with this Agreement and
that are fair, reasonable, and equitable. This includes, but is not

limited to, the Postal Service Manual and the F-21 Timekeeper's
Instructions,

Section 19,2

Notice of such proposed changes that 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
request of the Union, the parties shall meet concerning such
changes. If the Union, after the meeting, believes the proposed
changes violate this Agreement (including this Article), it may then
submit the issue to arbitration in accordance with the arbitration
procedure within sixty (60) days after receipt of the notice of pro-
posed change. Copies of those parts of all new handbooks, manuals
and regulations that directly relate to wages, hours or working con-
ditions, as they apply to employees covered by this Agreement,
shall be furnished the Union upon issuance. - :

ARTICLE 20
PARKING
Section 20.1 Parking Program
The existing parking program will remain in effect.

Section 20.2  Security

Recognizing the need for adequate security for employees in park-
ing areas, and while en route to and from parking areas, the
Employer will take reasonable steps, based on the specific needs of .
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the individual location, to safeguard employee security, including.
but not limtted to, establishing liaison with local police authorities.
requesting the assignment of additional uniformed police in the
area, improving lighting and fencing, and, where available, utiliz-
ing mobile security force patrols.

Section 20.3 Energy Usage

In order to reduce energy usage the Employer and the Union will
promote the use of carpoeling and public transportation, where
available.

Section 20.4 Parking

A In postal facilities where parking is on a first-corne/first-
served basis, there will not be a parking space assigned to
the designated agent of the Mail Handlers Union, except
where such space has been previously negotiated.

B 1In postal facilities where at least one space has been
assigned to a postal employee {either bargaining or non-
bargaining), a parking space shall be assigned to the desig-
nated agent of the Mail Handlers Union,

C The provisions of B above will not apply to parking spaces
assigned for the handicapped, nonpostal people (t.e., ten-
ants), customers, postal vehicles, persenal vehicles nor-
mally utilized in official postal duties or if a parking space
is assigned adjunct to a security post. The above provi-
sions are not intended to eliminate any parking space pre-
viously acquired by the designated agent of the Mail
Handler Union through local negotiations,

Section 20.5 Committee

The parking program is a proper subject for discussion at Labor-
Management Committee meetings at the national level provided in
Article 38, :

ARTICLE 21
BENEFIT PLANS
Section 21.1 Health Benefits

The Employer will continue its contribution to the cost of the
health insurance program of 75 percent for plan year 1994,
Thereafter, the Employer will contribute to the cost of the
health insurance program at the rate of 73 percent in 1995, 72
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et dn 1996 and 71 percent in 1997 and 1998 based on the
t somputation. The term “present method of com-
e following:

contributions by the Employer for employ-

, amount equal to 73 percent of the average

B 5 tion charges in effect on the first day of the

eriod of January 1995 for employees of the
as defined in 5 U.S.C. 8901, with respect to

» 07 s2if and family enrollments, as applicable, for
tevel of benefits offered by—

I%e sarvice benefit plan;

o)

the indemnity benefit plan;

the two employee organization plans with the
fzrgest number of enrollments as determined by the
Oitfice of Personnel Management; and

e two comprehensive medical plans with the
largest number of enrollments, as determined by the
Otfice of Personnel Management,

e amount of contributions by the Employer for employ-

223 shall be readjusted beginning on the first pay period of
muary 1996 in accordance with the annual readjustment
of the average by the Office of Personnel Management as

zrowided above or in other words, 72 percent of said
zgmsied average,

e amount of contributions by the Employer for employ-

=25 shiall be readjusted beginning on the first pay period of
Fzomary 1997 and January 1998, in accordance with the
anpval readjustment of the average by the Office of
Personnel Management as provided or in other words, 71
percent of the newly adjusted average. :

- There shall be withheld from the pay of each enrolled

zmpioyee and there shall be contributed by the Employer,
amounts, in the same ratio as the contributions of the
employee and the Employer which are necessary for the

edministrative costs and reserves provided for by Section
&209(b) of Title 5 U.S.C.

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
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premium contributions to the cost of each plan on a
pretax basis, and shall extend eligibility to such
employees for U.S. Postal Service’s flexible spending
account plans for unreimbursed health care expenses
and work-related child care and elder care expenses as
authorized under Section 125 of the Internal Revenue
Code.

F The limitation in 5 U.S.C. Section 8906(b} upon the
Employer’s contribution for any individual employee shall
bear the same ratio to the service’s percentage conribu-
tion, as stated above, as 60 bears to 75.

Section 21.2 Life Insurance

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

Section 21.3 Retirement

The provisions of Chapter 83 of Title 5 U.S.C,, and any amend-
ments thereto, shall continue to apply to employees covered by this
Agreement.

Section 21.4 Injury Compensation

Employees covered by this Agreement shall be covered by sub-
chapter 1 of Chapter 81 of Title 5, and any amendments thereto,
relating to compensation for work injuries. The Employer will pro-
mulgate appropriate regulations which comply with applicable reg-
ulations of the Office of Workers’ Compensation Programs and any
amendments thereto.

Section 21.5 Health Benefit Brochures

When a new employee who is eligible for enrollment in the Federal
Employee’s Health Benefit Program enters the Postal Service, the
employee shall be furnished a copy of the Health Benefit Plan
brochure of the Union.

ARTICLE 22
BULLETIN BOARDS

The Employer shall furnish a bulletin board for the exclusive use of
the Union, subject to the conditions stated herein, if space is avail-
able. The Union may place a literature rack in swing rooms, if
space is available. Only suitable notices and literature may be post-
ed or placed in literature racks. There shall be no posting or place-

Article 24,2

rature in literature racks except upon the

v designated Union representative.

ARTICLE 23

RIGHTS OF UNION OFFICIALS TO ENTER
POSTAL INSTALLATIONS

wble notics to the Employer, duly authorized represen

on shall be permitted to enter postal installations
< of performing and engaging in official union duties
related to this Agreement. There shall be no interrup-
work of employees due to such visits and representatives
it adhere 10 the established security regulations.

ARTICLE 24

EMPLOYEES ON LEAVE WITH REGARD
TO UNION BUSINESS

Section 241  Continuation of Benefits

Moyes on leave without pay to devote full or part-time ser-
55 e Unton shall be credited with step increases as if in a pay

Retirement benefits will accrue on the basis of the employ-
P s0 anained, provided the employee makes contributions to
moent fund in accordance with current procedure. Annual

feave will be earned in accordance with existing proce-
sper based on hours worked.

of: 24,2 Leave for Union Conventions

& Fallor part-time employees will be granted annual leave
of ieave without pay at the election of the employee to
zttend National, State and Regional Union Conventions
emblies) provided that a request for leave has been
ritted by the employee to the installation head as soon
s practicable and provided that approval of such leave

&
does not seriously adversely affect the service needs of the
mstallation,

g

41

e

i ihe requested leave falls within the choice vacation peri-
od and if the request is submitted prior to the determina-
ton of thp choice vacation period schedule, it will be
granted prior to making commitments for vacations during
Z.i}e choice period, and will be considered part of the total
cieice vacation plan for the installation, unless agreed to
the contrary at the local level, Where the specific delegates
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to the Convention (Assembly) have not yet been deter-
mined, upon the request of the Union, the Employer will
make provision for leave for these delegates prior to mak-
ing commitments for vacations.

If the requested leave falls within the choice vacation peri-
od and the request is submitted after the determination of
the choice vacation period schedule, the Employer will
make every reasonable effort to grant such request, consis-
tent with service needs.

ARTICLE 25
HIGHER LEVEL ASSIGNMENTS

Section 25.1 Definitions

Higher level work is defined as an assignment to a ranked higher
level position, whether or not such position has been anthorized at
the installation.

Section 25.2 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 job. An employee’s
higher level rate shall be determined as if promoted to the position.
An employee temporarily assigned or detailed to a lower level
position shall be paid at the employee’s own rate. ‘

Section 25.3 Written Orders

Any employee detailed to higher level work shall be given a writ-
ten management order, stating beginning and approximate termina-
tion, and directing the employee to perform the duties of the higher
level position. Such written order shall be accepted as authoriza-
tion 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 25.4 Higher Level Details

Detailing of employees to higher level bargaining unit work in
each craft shall be from those eligible, qualified and available
employees in each craft in the immediate work area in which the

Article 26.
i of promotion of the senior qualified employe:

ed. eiigible, available employee in the immedia
h ;{‘fz temporarily vacant higher level positio

Leave Pay

by

pay ?'Qr_employees detailed to a higher level positio
zdministered in accordance with the following:

Emplovees working short-term on a higher leve
assignment or detail will be entitled to approve:
sick and annual paid leave at the higher level rat
tar a period not to exceed three days.

Short-term shall mean an employee has been on a1
assignment or detail to a higher level for a period o
29 consecutive workdays or less at the time leave i
taken and such assignment or detail to the highe:
level position is resumed upon return to work, Al
short-term assignments or details will be automati-
cally cancelled if replacements are required fo
absent detailed employees.

A3 Long-term shall mean an employee has been on an
assignment or detail to the higher level position for
a period of 30 consecutive workdays or longer a
the time leave is taken and such assignment or

detail to the higher level Position is resumed upon
return to work.

B Terminal Ieavg payments resulting from death will be
paid at the higher level for al] employees who are

assigned or detailed to higher level assignments on their
last workday.

&
Fawil

ARTICLE 26
UNIFORM AND WORK CLOTHES
Section 26,1 Uniform and Work Clothes Administration

¢iii emiployees who are required to wear uniforms or work clothes

i ;?se!fumishc:'d uniforms or work clothes or shall be reimbursed
purchases of authorized items from duly licensed vendors. The

temporarily vacant higher level position exists. However, for 15}%1(57?11'1115(1'&121011 of the Uniform and Work Clothes Program
details of an anticipated duration of one week (five working days e ;oyunued unless otherwise changed by this Agreement or
within seven calendar days) or longer to those higher level cratt JREN 1 L2 EMpIoYer

positions enumerated in this Agreement as being permanently ‘- :
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Section 26.2 Contract Program Administration

i i : t to the

loyees who are currently furnished uniforms pursuant :

E(ﬁ?l;t)r;i program shall continue to be so entitled. Such uniforms

shall be issued in a timely manner. The allowance to Mail Handlers
under this program shall be $108.

Section 26.3 Annual Allowance

Clothes Program will be continued for those full-
ngecgnrfg?c:&ﬂ;fho have beegn determined to be eligible for 1tiuc.h
clothing based on the nature of work performed on a full-time bas;}s{
in pouching and dispatching units, parcel post sorting units, ;‘lh
mail sacking operations, and ordinary paper sacking units. 2.
Employer will provide eligible employees with an allowance o_
$53 per annum to obtain authorized work clothes on a reim
bursable basis from licensed vendors.

ARTICLE 27
EMPLOYEE CLAIMS

Section 27.1 Claim Filing

ject to a $10 minimum, an employee may file a claim within
?gﬁjrjtecn (14) days of the date of loss or damage and be reimbursed
for loss or damage to his/her personal property except for motor
vehicles and the contents thereof taking into consideration depreci-
ation where the loss or damage was suffered in connection with or
incident to the employee’s employment while on duty or wh1l§ on
postal premises. The possession of the property must have been
reasonable, or proper under the circumstances and the damage or
Ioss 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 c':omc-l
pensated when it resulted from normal ‘wear and tear associate
with day-to-day living and working conditions.

Section 27.2  Claim Adjudication

ims should be documented, if possible, and submitted with rec-
gl!x?;?éndations by the Union steward to the Employer at the locz}l
level. The Employer will submit the claim, with the Emplpye_r $
and the steward’s recommendation w;thm 15'days, to thg D_lstrl_ct
office for determination. The claim vylﬂ be adjudicated within thu:-
ty (30) days after receipt at the District office. An adverse determi-
‘nation on the claim may be appealed pursuant to the procedures for
appealing an adverse decision in Step 3 of the grlevance-.arbltrauqﬂ
procedure. A decision letter denying a claim in whole or in part wi
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include notification of the Union’s right to appeal the decision to
arbitration, The District office will provide to the Union’s
Regional Representarive a copy of the denial letter, the claim form,
and ail documeniation submitted in connection with the claim. The

H 1. "

on h2ad or designee will provide a copy of the denial letier
* e sweward whose recommendation is part of the claim form,

ARTICLE 28
EMPLOYER CLAIMS
Section 28.1  Statement of Principle

riies agree that continued public confidence in the Postal
TVICe requires the proper care and handling of the U.S.P.S. prop-
ex3¥. postal funds, and the mails. In advance of any money demand

pon an employee for any reason, the employee must be informed
= writing and the demand must include the reasons therefor.

Section 28.2 Loss or Damage of the Mails

An employee is responsible for the protection of the mails entrust-

io the employee. Such employee shall not be financially liable
* eny loss. rifling, damage, wrong delivery of or depredation on,
a2 mails or failure to collect or remit C.O.D. funds unless the
mplovee failed to exercise reasonable care.

7]

s

&)

Section 28.3  Damage to US.PS. Property and Vehicles

An emplovee shall be financially liable for any loss or damage to
praperty of the Employer including leased property and vehicles
sty when the loss or damage was the result of the willful or delib-
erate misconduct of such employee,

Rection 28.4 Collection Procedures

A If a grievance is initiated and advanced through the
grievance-arbitration procedure or a petition has been
filed pursuant to the Debt Collection Act, regardless of
the amount and type of debt, coliection of the debt will
be delayed until disposition of the grievance and/or
petition has (have) been had, either through settlement

or exhaustion of contractual and/or administrative
procedures.

B No more than 15 percent of an employee’s disposable
pay or 20 percent of the employee’s biweekly gross pay,
whichever is lower, may be deducted each pay period to
satisfy a postal debt, unless the parties agree, in writ-

. ing, to a different amount.
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ARTICLE 29
LIMITATION ON REVOGCATION OF OF-346
Section 29.1 Revocation or Suspension of OF-346

A An employee’s OF-346, Operator’s Identification Card.
may be revoked or suspended when the on-duty record
shows that the employee is an unsafe driver.

B Elements of an employee’s on-duty record which may be
used to determine whether the employee is an unsafe dri-
ver include, but are not limited to, traffic law violations.
accidents or failure to meet required physical or operations
standards,

C The report of the Safe Driver Award Committee cannot be
used as a basis for revoking or suspending an OF-346,

D When a revocation, suspension, or reissuance of an
employee’s OF-346 is under consideration, only the on-
duty record will be considered in making a final determi-
nation. An employee’s OF-346 will be automatically
revoked or suspended concurrently with any revocation or
suspension of State driver’s license and restored upon
reinstatement, Such revocation or suspension of the State
driver’s license shall not prevent the employee from oper-
ating in-house power equipment, if the employee is other-
wise qualified to do so. Every reasonable effort will be
made to reassign such employee to non-driving duties. In
the event such revocation or suspension of the State dri-
ver’s license is with the condition that the employee may
operate a vehicle for employment purposes, the OF-346
will not be antomatically revoked. When revocation, sus-
pension, or reissuance of an employee’s OF-346 is under
consideration based on the on-duty record, such condition-
al revocation or suspension of the State driver’s lcense
may be considered in making a final determination.

Section 29.2 Issuance

A An employee shall be issued an OF-346 when such
employee has a valid State driver’s license, passes the dri-
ving test of the U.S. Postal Service, and has a satisfactory
driving history.

B Anemployee who has been issued an OF-346 for the oper-
ation of a motor vehicle must inform the SUPervisor imme-
diately of the revocation or suspension of such employee’s
State driver’s license.
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ARTICLE 30
LOCAL IMPLEMENTATION

1% Current Memoranda of Understanding

oy

<al memoranda of understanding not incon-
¥ B CURInET with this Agreement shall remain in effect dur-

s Agreement unless changed by mumal
garsmam @ the local implementation procedure set forth
e . & 3 result of an arbitration award or settlement aris-
o= S elther party’s impasse of an item from the presently
Hective lncal memorandum of understanding,

i =3 ) con_se}::_utive day period of local implementation
- P gccur within a period of 60 days commencin
&mﬁ}er %, 1996 on the 20 specific items enumerated belov&%
% 1t no local memorandum of understanding may be
¢ wih Or vary the terms of this Agreement;

Additional or longer wash-up periods,
Guidelines for the curtailmen

! t or termination of postal
operations 1o conform to orde

operations b 1s of local authorities or as
focal conditions warrant because of emergency conditions.

Formalation of local leave program,
The duration of the chojce vacation period.

The determination of the be
VETETIoN period.

Whether emplo
zons during th
or 10 days.

gimting day of an employee’s

yees at their option may request two selec-
€ choice vacation period, in units of either 5

ii-“‘“nether. Jury duty and attendance at National or State
+ Conventions shall be charged to the choice vacation period,

Betermination of the Mmaximum percentage of employees

wthio shgll receive leave each week during the choice vaca-
11091 period.

The issuance of official notices to each employee of the
vacation schedule approved for such emplovee,

eteﬂnination of the date and means of not;
&5 of the beginning of the new leave year.

The procedures for submission of applications for annual
teave during other than the choice vacation period,
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L Whether “Overtime Desired” lists in Article 8 shall be by
section and/or tour,

M The number of light duty assignments to be reserved for
temporary or permanent light duty assignment.

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

O The identification of assignments that are to be considered
light duty.

P The identification of assignments comprising a section,
when it is proposed to reassign within an installation,
employees excess {o the needs of a section.

Q The assignment of employee' parking spaces.

R 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,

§ Those other items which are subject to local negotiations
as provided in the following Articles:

Article 12, Section .3B5
Article 12, Section .3C
Article 12, Section .3E3e
Article 12, Section .4
Article 12, Section .6C4a
Article 13, Section .3

T Local implementation of this Agreement relating to senior-
ity, reassignments and posting,

Section 30.3 Grievance-Arbitration Procedure

A All proposals remaining in dispute may be submitted to
final and binding arbitration, with the written authorization
of the Union or the Vice President, Labor Relations. The
request for arbitration must be submitted within 10 days of
the end of the local implementation period. However,
where there is no agreement and the matter is not referred
to arbitration, the provisions of the former local memoran-
dum of understanding shall apply, unless inconsistent with
or in conflict with this Agreerent,

B An alleged violation of the terms of a memorandum of
understanding shall be subject to the grievance-arbitration
procedure, '
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C When installations are consolidated or when a new
Installation is established, the parties shall conduct a
thirty (30) day period of locai implementation, pur-
suant to Section 2. All proposals remaining in dispute
may be_submitted to final and binding arbitration, with
the written authorization of the Union or the Vice
President, Labor Relations. The request for arbitration
must be submitted within 10 days of the end of the local
implementation period.

D W_here the Postal Service, pursuant to Section 3A, sub-
mits a proposal remaining in dispute to arbitration,
which proposal seeks to change a presently-effective
Loca} Memorandum of Understanding, the Postal
Serwqe shall have the burden of establishing that con-
tinuation of the existing provision wowld represent an
unreasonable burden to the Postal Service,

Section 30.4 Local Memorandum of Understanding

Subject to the local implementation provisions of this Article, at
the conclusion of the local negotiation period, the management

Understanding is entered into on 19 at
R T e 1 ———t

. between the representatives of the United States Postal

Service, and the de_:sl_gr}ated agent of the National Postal Mai]

ARTICLE 31
UNION-MANAGEMENT COOPERATION
Section 31.1 Membership Solicitation
The Union may, through employees employed by the Employer,

zoh?lf employees for membership in the Union and receive Union
uss from employees in non-work arcas of the Employer’s premis-
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es, provided such activity is carried out in a manner which does not
interfere with the orderly conduct of the Employer’s operation.

Section 31.2 Computer Tapes

The Employer shall, on an accounting period basis, provide the
Union at its national headquarters with a computer tape containing
information as set forth in the Memorandum of Understanding
regarding Article 31,

Section 31.3 Information

A The Employer will make available for inspection by the
Union all relevant information necessary for collective
bargaining or the enforcement, administration or interpre-
tation 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 information,
provided, however, that the Employer may require the
Union to reimburse the USPS for any costs reasonably
incurred in obtaining the information.

B Requests for information relating to purely local matters
should be submitted by the local Union representative to
the installation head or designee. All other requests for
information should be directed by the Union to the Vice
President, Labor Relaticns.

C Nothing herein shall waive any rights the Union may have
to obtain information under the National Labor Relations
Act, as armended.

Section 31.4 Committee

The Employer and the Union, believing that improvements in the
work life can heighten employee job satisfaction, enhance organi-
zational effectiveness, and increase the quality of service and that
these objectives can be best accomplished by joint effort, hereby
continue, at the national level, a joint Committee to Improve the
Quality of Work Life.

ARTICLE 32
SUBCONTRACTING

Section 32.1 General Principles

A The Employer will give due consideration to public inter-
est, cost, efficiency, availability of equipment, and qualifi-
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cation: of employees when evaluating the need to subcon-
TECE

B The Employer will give advance notification to the Union
at the national level when subcontracting which will have
2 significant impact on bargaining unit work is being con-
sidered and will meet to consider the Union’s views on
minimizing such impact, No final decision on whether or
30t such work will be contracted out will be made until the
matter is discussed with the Union.

Sectior 32.2  Special Provisions

A The Employer and the Union agree that at processing and
distribution facilities or post offices where mail handler
craft employees are assigned and on duty on the platform
at she time a star route vehicle is being loaded or unloaded
exclusively by a star route contract driver, a mail
handler(s) will assist in loading and unloading the star
route vehicle, unless such requirement delays the sched-
uled receipt and dispatch of mail or alters the routing or

affects the safety requirements provided in the star route
Contract.

B A offices where this Section is applicable, the schedules
of mail handlers will not be changed nor will the number

of mail handlers be angmented solely on the basis of this
Section,

Section 32.3° Committee

Subcontracting is a proper subject for discussion at Labor-

wamagement Committee meetings at the national level provided in
Arficle 33,

ARTICLE 33
PROMOTIONS
Section 331 General Principles

The Employer agrees to place particular emphasis upon career
advancement opportunities. First opportunity for promotions will
= given to qualified career employees. The Employer will assist
§mpfay&s t0 1mprove their own skills through training and self-
#elp programs, and will continue to expand the Postal Emplovee
Development Center concept.
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Section 33.2 Bargaining Unit Promotions

A When an opportunity for promotion to a bargaining unit
position exists in an installation, an announcement shall be
posted on official bulletin boards soliciting applications
from employees in the bargaining unit. Bargal.n‘mg unit
employees meeting the qualifications for the position shall
be given first consideration. Qualifications sthI 1nclud'e,
but not be limited to, ability to perform the job, merit,
experience, knowledge, and physical ability. Where there
are qualified applicants, the best qualified applicant shall
be selected; however, if there is no appreciable d1ffqrence
in the qualifications of the best of the qualified applicants
and the Employer selects from among such applicants,
seniority shall be the determining factor. Wnttenlexan}ma-
tions shall not be controlling in determining qualifications.
If no bargaining unit employee is selected for the promo-
tion, the Employer will solicit applications from all other
qualified employees within the installation.

B Promotions to positions enumerated in Article 12 of this
Agreement shall be made in accordance with such Article
by selection of the senior qualified employee bidding for
the position.

Section 33.3 Examinations

When an examination is given, there shall be no unreasonable limi-
tation on the number of examinations that may be taken by an
applicant.

ARTICLE 34
WORK AND/OR TIME STANDARDS
Section 34.1 Statement of Principle

The principle of a fair day’s work for a fair day’s pay is recognized
by the parties to this Agreement.

Section 34.2 Union Notification

A 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 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 Union may designate
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& representative who may enter postal installations for pur-
posas 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 standards.

The Employer agrees that before changing any current or
instituting any new work measurement systems or work or

ame standards, it will notify the Union as far in advance as
practicable, but not less than 15 days in advance.

When the Employer determines the need to implerment any
new nationally developed and nationally applicable work
or time standards, it will first conduct a test or tests of the
standards in one or more installations. The Employer wili

notify the Union at least 15 days in advance of any such
test.

If such test is deemed by the Employer to be satisfactory
and it subsequently intends to convert the tests to live
impiementation in the test cities, it wiil notify the Union at
least 30 days in advance of such intended implementation.

Section 34.3  Difference Resolution

Within a reasonable time not o exceed 10 days after the receipt of
such notice, the Union and the Empioyer shall meet for the purpose

of resol

ving any differences that may arise concerning such pro-

posed work measurement Systems or work or time standards.

Section 34.4 Grievance and Arbitration

A If no agreement is reached within five days after the meet-

ings begin, the Union may initiate a grievance at the
mational level. If no grievance is initiated, the Employer

will implement the new work or time standards at its dis-
cretion. '

It a grievance is filed and is unresolved within 10 days, and
the Union decides to arbitrate, the matter must be submit-
ted 1o priority arbitration by the Union within 5 days. The
conversion from a test basis to live implementation may
proceed in the test cities, except as provided in Section
343,

The arbitrator’s award will be issued no later than 60 days
after the commencement of the arbitration hearing, During
the period prior to the issuance of the arbitrator’s award,
the new work or time standards will not be implemented
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iti the new stan-
bevond the test cities, and no new lests of
dagds will be initiated. Data gathering effort§ or work or
time studies, however, may be conducted during this peri-
od in any installation.

D The issue before the arbitrator will be whether the national
concepts involved in the new work or time standards are

fair, reasonable and equitable,

vent the arbitrator rules that the national concepts
: {Evtohli:d in the new work or time standards are not fair,
reasonable and equitable, such standards may not be
implemented by the Employer until they are modified to
comply with the arbitrator’s award. In the event the arbi-
trator rules that the national concepts involved in the new
work or time standards are fair, reasonable and equitable,
the Employer may implement such standards in any instal-
lation. No further grievances concerning the national con-
cepts involved may be initiated.

Section 34.5 Union Studies

Afier receipt of notification provided for in Paragraph 4 of this
Article, the Union shall be permitted to make time or worlg stluches
in the test cities. The Union shall notify the Employer within ten
() days of its intent to conduct such studies. The Union studies
shall not exceed ninety {90) days, from the date o_f such notice, du}f—
ing which time the Employer agrees to postpone 1mp19mentanon in
the test cities. There shall be no disruption of operations or of the
work of employees due to the making of such studies. Upon
request, the Union shall be permitted to examine relevant available
technical information, including final data worksheets, that were
used by the Employer in the establishment of the new or changed
work or time standards. The Employer is to be kept informed du{-
ing the making of such Union studies and, upon the Employer’s
request, the Employer shall be permitted to examine relevant avail-
able technical information, including final data worksheets, relied
upon by the Union.

ARTICLE 35
ALCOHOL AND DRUG RECOVERY PROGRAMS
Section 35.1 Programs

A The Employer and the Union express strong support for
programs of self-help. The Employer shall provide and
maintain a program which shall encompass the education,
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Article 36.1

wdemtification. referral, guidance and follow-up of those
emplovees afflicted by the disease of Alcocholism and/or
Drug Abuse. When an employee is referred to EAP by the
Employer, the EAP counselor will have a reasonable peri-
ad of time to evaluate the employee’s progress in the pro-
gram. The parties will meet at the nationai level at least
once every © months to discuss existing and new pro-
grams. This program of labor-management cooperation
shall support the continuation of the EAP Program, at the
current level. In addition, the Employer will give full con-

sideration to expansion of the EAP Program where war-
ranted.

B An employee’s voluntary participation in such programs

will be considered favorably in disciplinary action pro-
ceedings,

C In offices having EAP Programs the status and progress of
the program, including improving methods for identifying
alcoholism and drug abuse at its early stages and encour-
aging employees to obtain treatment without delay, will be
proper agenda items for discussion at the local regularly
scheduled Labor-Management Committee meetings as
provided for in Article 38. Such discussion shall not
breach the confidentiality of EAP participants.

Section 352 Referral Information

tn Postal installations having professional medical units, the
Employer will insure that the professional staffs maintain a current
tisting of all local community federally-approved drug treatment
agencies for referring employees with such problems. A copy of

this community listing will be given to the local union representa-
ve.

ARTICLE 36
CREDIT UNIONS AND TRAVEL
Section 36.1 Credit Unions

A In the event the Union or its local Unions (whether called
Area Locals or by other names) presently operate or shall
hereafter establish and charter credit unions, the Employer
shall, without charge, avthorize and provide space, if
available, for the operation of such credit unions in Federal
buildings, in other than workroom space.
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Article 36.2

ostal employee who is an employee of any such

B é’ggnp union or BI.)ll gfﬁcer, official, or Board member of any

such credit union, shall, if such employee can be spared,

be granted annual leave or leave without pay, at the-option

of the employee, for up to eight (8) hours daily, to perform
credit union duties.

Section 36.2 Travel, Subsistence and Transportation

A The Employer shall continue the current travel, subsis-
tence and transportation program.

B Employees will be paid a mileage atlowance for the use of
privately-owned automobiles for travel on official busi-
ness when authorized by the Employer equal to the stan-
dard mileage rate for use of a privately-owned automobile
as authorized by the General Services Administration
{GSA). Any change in the GSA standard mileage rate for
use of a privately-owned automobile will be put into effgct
by the Employer within sixty (60) days of the effective
date of the GSA change.

ARTICLE 37
SPECIAL PROVISIONS

Section 37.1 Mail Handler Watchmen

Former mail handler watchmen, whose positions have been_ab‘ol-
ished, shall continue to be treated in accoydancc with the seniority,
posting and reassignment provisions of this Agreement.

Section 37.2 Inspection of Lockers

The Employer agrees that, except in matters where there is reason-
able cause to suspect criminal activity, a steward or the employee
shall be given the opportunity to be present at any inspection of
employees’ lockers. For a general inspection where employees
have had prior notification of at least a week, the above is not
applicable.

Section 37.3 Local Distribution of Personnel Action Roster
Notices

Copies of information bulletins, which contain notification of per-
sonnel changes and are currently posted on post office bulletin
boards, will be given to the Mail Handler’s Union on a regular
basis.
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Section 374 Energy Shortages
In the event of an energy crisis, the Employer shall m

Article 38,2

ake every rea-

senable attempt to secure a high priority from the appropriate
Fegderal agency to obtain the fuel necessary for the satisfactory
maintenance of postal operations. In such a case, or in the event of
amy serious widespread energy shortage, the Employer and the
Uston shall meet and discuss the problems and proposed solutions

#wough the Labor-Management Committee provided

Section 37.5  Local Policy on Telephones

in Article 38,

The parties recognize that telephones are for official USPS busi-
ness. However, the Employer at the local level shall establish a pol-
&y for the use of telephones by designated Union representatives
for legitimate business related to the administration of this
Agreement, subject to sound business judgment and practices,

Section 37.6 Fatigue

The subject of fatigue, as it relates to the safety and health of mail

handler employees, is a proper subject for discussion

in local Joint

Labor-Management Safety and Health Committee meetings.

Section 37.7 Saved Grade Retention

An employee shall not lose saved grade.by bidding on preferred

duty assignments in the position and level assigned.

ARTICLE 38

LABOR-MANAGEMENT COMMITTEE

Seetion 38.1  Statement of Principle

The Union through its designated agents shall be entitled at the

maional, regional/area, and local levels, and at such o
dizse levels as may be appropriate, to participate
scheduled Labor-Management Committee meetings
pese of discussing, exploring, and considering with

ther interme-
in regularly
for the pur-
management

maiers of mutual concern; provided neither party shall attempt to
change. add to or vary the terms of this Collective Bargaining

Agreement.

Section 38.2  Committee Meetings

A At the national and regional/area levels,

the Labor-

Management Committees shall meet quarterly, unless

additional meetings are scheduled by mutua
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Article 38.2

Agenda items shall be exchanged at least 15 working days
in advance of the scheduled meeting. National level agen-
da items include those of national concern such as human
rights, technological and mechanization changes, subcon-
tracting, jurisdiction, uniforms and work clothes, parking
and other labor-management subjects. Regional/Area
level agenda items include those of regional/area concern
such as human rights and other labor-management sub-
jects.

B Union attendance at national level meetings shall be limit-
ed to no more than six (6) persons, not including secretari-
al staff. Union attendance at regional/area level mectings
shail be limited to no more than three (3) persons, not
including secretarial staff, If the Union requires technical
assistance, such technical assistance shall be in addition to
the numbers listed above.

C Meetings at the national and regional/area {except as to
the Christmas operation) levels will not be compensated
by the Employer. The Employer will compensate one des-
ignated 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 regular scheduled work day.

D Subject to the provisions of this Agreement, Labor-
Management Committee meetings will be separate from
other unions,

E Provided agenda items are submitted, Labor-Management
Committee meetings shall be scheduled in all offices in
accordance with the following criteria:

El  In offices with a total complement of 300 employ-
ees or more, meetings will be held once a month.
Complement is defined in this Section as total num-
ber of employees currently on the rolls in the instal-
lation;

E2  Inoffices with a complement of 100 to 299 employ-
ees, meetings will be held bi-monthly; and

E3  Inoffices of less than 100 employees, meetings will
be held quarterly.

F  Agenda items will be exchanged at least 72 hours prior to
such meetings. Meetings shall be held at a time and date

Article 39..

h parties. Where agenda items do nc
v scheduied meeting, discussions mar
ual agreement in lieu thereof,

Christmas Operation

:%E_ished by management for the Christma
2= 2 subect of discussion at a timely regularly

gement Committee meeting.

45D0T-

Management Committee meetings may be

ARTICLE 39

- SEPARABILITY AND DURATION

21 Separability

wrt of this Agrleeme:.nt Or any provision contained here-

or declared invalid by reason of any existing or sub-

esacied legislation or by a court of competent
such mvaﬁdatipn of such part or provision of this
shail not invalidate the remaining portions of this

znc they shall remain in full force and effect,

BT Buration

Twiss provided, and except for certain provisions of
SHch have retroactive effective dates of November 25
during March 1996, this agreement shall be effective
%}%ﬁ and shall remain in full force and effect to and
< madnight November 20, 1998, and unless either party
srminate or modify it, for successive annual periods,
manding such termination or modification must serve
202 of such intent to the other party, not less than 90 or

52D days before the expiration date of the Agreement,

115




BIDS, TRANSITIONAL EMPLOYEES,
AND MISCELLANEOUS PROVISIONS

William H. Quinn

National President

National Postal Mail Handlers
Union, AFL-CIO )

One Thomas Circle, N.W., Suite 525
Washington, DC 20005-5802

Dear Mr. Quinn:

i i d
ing negotiation of the 1994 National Agreement, we agree
Rllzla];“l}egferegnces to a union, craft or bargau}mg unit are llmlte_cl
to the Nationai Postai Mail Handlers Union and the craft it
represents, with the following understandings:

. . . . he
icle 1.5: The Postal Service will continue to inform t
ﬁgﬁl‘-&lU of all new positions whether or not the positions are

within the craft unit represented by the NPMHU,

icle 6: This article will continue to apply to all bargaining
ﬁll;lt:;: govered by the September 15, 1978 Award of James J.
Healy.

i .3A: The five (5) bids provided in thi_s section shall
;A[;-]t)ll(;zliolgids submitted between the date of the issuance of the
arbitration award determining the terms and conditions of the
1994 Agreement and November 20, 1998; however, no employ-
ec may be designated a successful bidder more thal_l 7 times
between November 21, 1994 and November 20, 1998, inclusive,
except as provided for at Sections 12.3A1 through 12,3A3,

. . . . 1
Article 15.4.D: The Postal Service will continue to send a
N;tional level arbitration scheduling letters and moving
papers for all bargaining units to the NPMHU.

ticle 33.2: This article will continue to permit employees in
ﬁgnl-cNPMHU represented crafts to make application for best
qualified positions in the NPMHU represented craft after
required procedures are followed.

Transitional employees may not perform mail handler work.

G P i

Anthony J. Vegliante
Manager

Contract Administration
{APWU/NPMHU)

U.S. Postal Service
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MEMORANDUM OF UNDERSTANDING
EDUCATION AND TRAINING FUND

It is hereby recognized and acknowledged by the United States
Postal Service and the National Postal Mail Handlers Union, a
Division of The Laborers’ International Union of North America,
AFL-CIO, that there is a need to further expand and improve the
education and training opportunities of both supervisors and
cmplovees. Further, the parties recognize that there is a need to
provide both supervisors and employees with opportunities to
study and explore new and innovative joint approaches to achiey-
ing  organizational effectiveness and an overall improved
tabor/management climate.

In keeping with this objective, the parties agree to continue during
the term of this National Agreement the Joint Education and

Training Fund for the purposes of providing education and training
iz the following areas: :

A. Contract Training
B. Labor/Management Relations

C. Such other purposes as the members of the National
Committee may mutually agree upon

This activity shall be administered by a Joint National Committee
comprised of six persons, three appeinted by the Emplover and
three by the Union. The Committee shall set policy, suggest and
approve education and training programs.

The parties shall also establish a Local Joint Education and
Training Committee, Tt shall be established on a District basis. The
Local Committee representation shall be comprised of two mem-
bers each from the respective local parties. The purpose of the
Local Committee is to select and suggest various programs best
suited for their District from a meny of programs developed and
approved by the National Committee.

The Employer shall make available $1,000,000.00 per year for
the Joint Education and Training Committee in Fiscal Years
1956, 1997 and 1998, In the event that the maximum allowable
annual contribution of the Employer is not used, the remainder
shall not carry over to the succeeding fiscal year and no funds
will be carried beyond the term of the 1994 Agreement. The
Fund shali be supervised by the Joint National Committee.
However, the disbursement of any expenditures must be authorized
by the appointed chairpersons of each of the respective parties. The

appoiniment of such shall be in writing and provided to each of the
parties.
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DAL

g f e

Anthony J. Vegliante William H. Quinn
Manager National President
Contract Administration National Postal Mail
APWU/NPMHU Handlers Union, A Division

Laborers’ International Union
of North America, AFL-CIO

U.S. Postal Service

MEMORANDUM OF UNDERSTANDING
LIGHT DUTY BIDDING

It is agreed that the following procedures will be used in situations
in which an employee covered by the Mail Handlers’ National
Agreement, as a result of illness or injury, is temporarily unable to
work his or her normal assignment, and is working another assign-
ment on a light duty or limited duty basis or is receiving
Continuation of Pay (COP) or compensation as a resuli of being
injured on the job, sick leave, or annual leave or Leave Without Pay
{LWOP) in lieu of sick leave.

I. Bidding

A) An employee who is temporarily disabled will be allowed
to bid for and be awarded a mail handler bid assignment in
accordance with Article 12.3.E, or, where applicable, in
accordance with the provisions of a local memorandum of
understanding, provided that the employee will be able to
assume the position within six (6) months from the time at
which the bid is submitted.

B) Management may, at the time of submission of the bid or
at any time thereafter, request that the employee provide
medical certification indicating that the employee will be
able to perform the duties of the bid-for position within six
{6) months of the bid. If the employee fails to provide such
certification, the bid shall be disallowed, and, if the assign-
ment was awarded, it shall be reposted for bidding. Under
such circumstances, the employee shall not be eligible to
re-bid the next posting of that assignment.

C) If at the end of the six (6) month period, the employee is
still unable to perform the duties of the bid-for position,
management may request that the employee provide new
medical certification indicating that the employee will be

able to perform the duties of the bid-for position within the’
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second six (6) months after the bid. If the employee fails 1o
provide such new certification, the bid shall be disaliowed
and the assignment shalt be reposted for bidding. Under
such circumsiances, the employee shall not be eligible to
re-bid the next posting of that assigmment.

D) If at the end of one (1) year from the submission of the d
the employee has not been able to perform the duties of the
bid-for pesition, the employee must relinquish the assign-
ment. and shall not be eligible to re-bid the next posting of
that assignment,

.E} It is still incumbent upon the employee to follow proce-
dures in Article 12.3.C to request notices to be seni to a
specific location when absent. All other provisions relevant
10 the bidding process will also apply.

B. Higher Level Pay

Employees who bid to a higher level assignment pursuant to
the procedures described in the preamble and Part L
Bidding, above, will not receive higher level pay until they
are physically able to, and actually perform work in the bid-

_ for higher level position.
B 2 W Vomwes

nihony J. Vegliante William H. Quinn
Blanager National President
. Cesrract Administration National Postal Mail
PWTNPMHU Handlers Union, A Division

LN Postat Service Laborers’ International Union
- of North America, AFL-CIO

b

MEMORANDUM OF UNDERSTANDING
LWOP IN LIEU OF SL/AL

perties agree that an employee need not exhaust annual leave
amdbior siok leave before requesting leave without pay. As soon as
semrdicable after the signing of the 1990 National Agreement,
Emploves and Labor Relations Manual (ELM) Exhibit 514.4(d)
e amended to conform to this Agreement,

The parties further agree that this Memorandum does not affect the
smenisirative discretion set forth in ELM Part 514.22, nor is it
impemaded w© encourage any additional leave usage.
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Anthony J. Vegliante William H. Quinn

Manager National President

Contract Administration National Postal Mail
APWU/NPMHU Handlers Union, A Division
1U.S. Postal Service of Laborers’ International Union

of North America, AFL-CIO

MEMORANDUM OF UNDERSTANDING
LEAVE SHARING

The Postal Service will continue a Leave Sharing Program during
the term of the 1994 National Agreement under which career
postal employees are able to donate annual leave from their eamed
annual leave account to another career postal employee, within the
same geographic area served by a postal district. 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 subject 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 incapacitated for available postal duties
due to scrious personal health conditions including pregnancy
and (b) must be known or expected to miss at Jeast 40 more hours
from work than his or her own annual leave and/or sick leave bal-
ance(s), as applicable, will cover, and (c) must have his or her
absence approved pursuant to standard attendance 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 regulations
applicable to employees in LWOP status and will not earn any type
of leave while using donated leave.

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 negative leave
balances caused by a medical exigency. At separation, any remain-
ing donated leave balance will be paid in a lump sum.
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Aﬁ‘_&mn}' J. Vegliante William H. Quinn
?&n;{gjrﬁdm ) National President
Contract Administration ~ National Postal Mail
APWELINPAMHAU Handlers Union, A Division

73 S 3o ’ i i
7.5, Postal Service of Laborers’ International Union

of North America, AFL-CIO

MEMORANDUM OF UNDERSTANDING
ANNUAL LEAVE CARRY-OVER

The parties agree thal, as soon as i igni
Ine S ag \ practicable after the signing of
the 1590 National Agreement, the applicable handbooks and magnu-

als will be moditied to provide revi i
sed regulations for annu
carryover as follows: ; ol leave

sar Regalar work force employees covered by thi
Regular y this agreement ma;
carry over 440 hours of accumulated annual leave beginm'ng

;;ghz ‘Eeave carried over from leave year 1991 to leave year

i3 Employees who fall under the provisions of Public Law 83-
102 and who have maintained a carryover of more than 440
hours cannot increase their present ceiling,

3 }i'%ze parties agree that ELM 512.73d shall be changed to reflect
that an employee covered by the NPMHU National Agreement
is not paid for annual leave in excess of 55 days. In all other
regpects. the ELM provisions for payment of accumulated
teave are not changed becanse of this Memoranduim.

G QMmN D

Anthony J. Vegliante William H. Quinn
Max;ager o ] National President
Contract Administration National Postal Mail

APWU/NPMHU

ITe Handlers Uni ivisi
U.S. Postal Service nion, A Division of

Laborers’ International Union
of North America, AFL-CIO
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MEMORANDUM OF UNDERSTANDING
ANNUAL LEAVE EXCHANGE OPTION
The parties agree that mail handler career employees will be
allowed to sell back a maximum of forty (40} hours of annuat

leave prior to the beginning of the leave year provided the fol-
lowing two criteria are mef:

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 November 20,
1998.

(o f sz ) Yl P

Anthony J. Vegliante William H. Quinn —
Manageyr National President

Contract Administration National Postal Mail
APWU/NPMHU Handlers Untion, A Division of

U.S. Postal Service Laborers’ International Union

of North America, AFL-CIO

MEMORANDUM OF UNDERSTANDING
SICK LEAVE FOR DEPENDENT CARE

During the term of the 1994 National 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 the employee. Family members shali 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,

P frpdew )W PED

[
Anthony J. Yegliante ~ William H. Quinn
Manager National President
Contract Administration National Postal Mail
APWU/NPMHU Handlers Union, A Division of
U.S. Postal Service Laborers’ Infernational Union

of North America, AFL-CIO
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M. Witliam B, (Quinn

National President

National Postal Mail Handlers Union,

A Divisien of Laborers' International Union
of North America; AFL-CIO

Crae Thomas Circle, N.W.. Suite 523
Washington, DC 20605-5802

Re: Article 15 - Backpay Awards
Drear Mr. Quinnm:

Puring negotiation of the 1994 Agreement between the U.S.
Postal Service and the National Postal Mail Handlers Union,
the Union expressed serious concerns regarding delays in the
issuance of backpay awards, lump sum payments and SET
payments during the term of the 1990 Agreement and the 1993
extension thereto.

The parties agreed that every effort should be made to assure
that grievance settlements involving monetary remedies, back-
pay awards and scheduled payments are not unreasonably
delayed after the receipt of all information necessary for their
precessing, including information needed from the individual
zmployee,

The parties agreed to meet during the first six (6) months of the
term of the new Agreement in an effort to identify methods to
mvold wonecessary delays in the processing of grievance settle-
- mients involving monetary remedies, backpay awards and
weleduled pavments. Management also committed to address
amy significant delays in such payments brought to its attention
. &y the Union at the national level and to provide the Union with
& written response thereto.

Simeerely,

- E&nthony J. Vegliante
e i_:fer
Comiract Administration
IEPWU/NPMHU)
¥R, Postal Service
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MEMORANDUM OF UNDERSTANDING
SUPERVISORS PERFORMING BARGAINING
UNIT WORK

Itis agreed between the U.S. Postal Service and the National Postat
Mail Handlers Union, a Division of LIUNA, that where additional
work hours would have been assigned to employees but for a viola-
tion of Article 1, Section 1.6.A of the 1994 National Agreement
and where such work hours are not de minimis, the emplovee(s)
whom management would have assigned the work shall be paid for
the time involved at the applicable rate.

ﬁ% S e ) MmO

Anthony J. Vegliante William H. Quinn

Manager National President

Confract Administration National Postal Mail
APWU/NPMHU Handlers Union, A Division of

U.S. Postal Service Laborers’ International Union

of North America, AFL-CIO

MEMORANDUM OF UNDERSTANDING
OVERTIME/ACTING SUPERVISOR-204b

The parties agree to the following regarding the scheduling of
an employee detaiied as an acting supervisor (204b):

1. A craft employee working as an acting supervisor
(204b) is ineligible to work overtime at the beginning or
end of his/her tour on any given day during the term of
the detail, unless all available bargaining-unit employ-
ees on the “Overtime Desired” list are utilized. If the
2064b empioyee is on the “Overtime Desired” list, he/she
may be scheduled for overtime after all of the available
employees on the “Overtime Desired” list are utilized,
If the 204b employee is not on the “Overtime Desjired”
list, then he/she will be scheduled according to Article
8.5.D of the National Agreement after all available bar-
gaining unit employees on the “Overtime Desired” list
are utilized, '

2. A craft employee working as an acting supervisor
(204b) is eligible to be considered for an overtime
assignment on his’her non-scheduled day(s) immedi-
ately following the termination of his/her 204b detail in
accordance with Article 8.5 of the National Agreement,
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day overtime,
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anless the mai handler is to continue o
ment into the service week following th
Bis'her present 204b assignment. If
2¢4b would be ineligible for the ov
available bargaining unit
Desired™ list are first utili

n a 204b assign-
¢ termination of
that occurs, the
ertime unless all
employees on the “Overtime
zed for that non-scheduled
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Biony 1. Vegliante
fanager

Lantract Administration
APWIINPMHU

.S, Pestal Service

fr iz understood by the
; 7
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William H. Quinn

National President

National Postal Mail
Handlers Union, A Division of
Laborers’ International Unijon
of North America, AFL-CIO

MEMORANDUM OF UNDERSTANDING
CROSS CRAFT

parties that in applying the provisions of
: 12 and 13 of this Agreement, cross craft assignments of
smplayees, on both a temporary and permanent basis, shall contin-
22 25 they vere made among the six crafts under the 1978 National

AL BLD

Antheny J, Vegliante
Manager

Contract Administration
APWUNPMHU

L3, Postal Service

William H. Quinn

National President

National Postal Mail
Handlers Union, A Division of
Laborers’ International Union
of North America, AFL-CIO

MEMORANDUM OF UNDERSTANDING
PART-TIME REGULARS
The parties hereby agree that the United States Postal Service will

2ot hire or assign part-time regular Mail
the detriment of full-time regular or

Hancllprs in lien of or to
part-time flexible Mail
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Handlers. As a result of this agreement, it is not the intention of the
United States Postal Service for their managers to modify their cur-
rent scheduling policies and practices concerning bargaining unit
employees, especially part-time flexible Mail Handlers. Part-time
regular Mail Handlers are to be hired and given work assignments
based on operational needs, such as meeting fluctuations in mail
volume and mail flow, service delivery standards, and other opera-
tional deadlines, to accomplish work requirements.

It is understood that this agreement in no way requires the United
States Postal Service to guarantee a specific or minimum number
of work hours in a service week to part-time flexible Mail
Handlers. In addition, this agreement does not require the United
States Postal Service to guarantee a specific or minimum number
of part-time flexible or full-time regular Mail Handler positions in
particular installations or nationwide.

The parties further agree to establish a- joint National study com-
mittee, to be composed of an equal number of members from each
party, to explore issues and conditions created by the hiring and
assignment of part-time regular Mail Handlers as a result of the
modification of Article 7.3 with respect to the part-time regular cat-
egory. This commitice will study assignment practices and will
periodically review the effects of the modification of Article 7.3
with respect to the part-time regular category on the Maijl Handlers
bargaining unit,

Gl ) Yl Bl

Anthony J. Vegliante William H. Quinn

Manager National President

Contract Administration National Postal Mail
APWU/NPMHU Handiers Union, A Division of

U.5., Postal Service Laborers’ International Union

of North America, AFL-CIO
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LETTER OF INTENT

USPS DIVISIONS

¢ parties agree that the expression “as currently constituted,”
ich 18 wsed in Article 7.1B, includes all the Divisions which
mear on the attached list as of November 21, 1990,

o 552 ) YN oD

Anthony J. Vegliante
Manager

Lomiract Administration

APWU/NPMHU
155 Postal Service

William H. Quinn
National President

National Postal Mail

Handlers Unien, A Division of
Laborers’ International Union
of North America, AFL-CIQ

USPS Divisions
November 21, 1990
Central Region
Chicago Milwaukee
Denver North Suburban
Des Moines Ormaha
Detroit St. Louis
Grand Rapids South Suburban
Indianapolis Twin Clities
Kansas City Witchita
. USPS Divisions
November 21, 1990
Northeast Region Eastern Region
Adbany Baltimore
Boston Charleston
Brooklyn/Queens Cincinnati
Caribbean Cleveland
Hariford Columbia
Lomg Island Columbus
Manchester Greensboro
Newark Harrisburg
New Brunswick Louisville
New York Northern Virginia
Providence Philadelphia
Springficld Pittsburgh
Westchester Richmond
Western New York Southem Maryland
South Jersey
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USPS Divisions

November 21, 1990
Southern Region Western Region
Atlanta Anchorage
Birmingham Honolutu
Dailas Long Beach
Houston Los Angeles
Jackson Oakland
Jacksonville Phoenix
Little Rock lgortland .
Memphis acramento
Mian?i Salt Lake City
Nashville San Diego _
New Qrleans San Francisco
Oklahoma San Jose
San Antonio Santa Ana
Tampa Seattle
Tuacson
Van Nuys
LETTER OF INTENT

CASUALS - ACCOUNTING PERIOD REPORT

The Employer will provide an accounting period report which lists
the number and work hours of mail handler casuals at facilities
within each Division. The report will be provided to the designated

Union officials within fourteen (14)-days of the close of each -

accounting period.

G 5l ) A D

Anthony J. Vegliante William H. Quinn

Manager National President )

Contract Administration National Postal Mail L
APWU/NPMHU Handlers Union, A Division of

U.S. Postal Service Laborers’ International Union

of North America, AFL-CIO

; ES

LETTER OF INTENT “
PSDS-—OPERATION NUMBERS ACCOUNTING PERIOD
REPORT

The parties agree that the accounting period report for PSDS
offices referenced in paragraph 2 of Article 7, Section 7.1.B, will
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Imchade. in addition to operations 010 and 210, data for the follow-
ing operation numbers:

020-—Originating Meter Mail Preparation

100—Outgoing Parcel Distribution (non-scheme)

109-—Rewrap-Damaged Parcels

116-129-—Outgoing IPP Distribution, Opening and
Traying, Pouch, Sack and Loose Pouch
(where it is solely a mail handler operation)

180-189—Incoming IPP Distribution, Opening and
Traying (where it is solely a mail handler
operation)

549—Sack Examination Areas

For Bulk Mail Centers under an automated time and attendance
svstem. which are part of the PSDS system, the information out-
tined in Article 7, Section 7.1.B, will be provided for the following
work areas:

Inbound Docks

Outbound Docks

Sack Sorting and Rewrap

Sack Shakeout

NMO Sorting

For those Bulk Mail Centers not under an automated time and

attendance system, the parties agree to meet and discuss alternative
approaches for collecting the subject information.

U 7% 2l >y 1 T

Anthony J. Vegliante William H. Quinn
Manager Nationat President
Contract Administration National Postal Maijl
APWU/NPMHU

Handlers Union, A Division of
Laborers’ International Union
of North America, AFL-CIO

U.S. Postal Service

LETTER OF INTENT
CASUALS-IN EXCESS OF 10%
The parties acknowledge that there are certain situations of limited

duration that occur during the course of the year when the

Employer must employ casuals in excess of the ten (10) percent
limitation. '
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The parties understand and agree that the type of circumstances
that could result in employment of more than the ten (10) percen:
limitation include: activation of a new facility, implementation of
Area Mail Processing or the anticipated increases in mail volume
that impact certain facilities for specified and limited periods of
time.

It is also recognized and agreed that the parties will meet and dis-
cuss the circumstances requiting casual employment in excess of
the ten (10) percent limitation by Division as far in advance as
practicable, and mutually agree as to the appropriate resolution.

ﬁ%/é@ DI P

Anthony J. Vegliante William H. Quinn

Manager National President

Contract Administration National Postal Mail
APWU/NPMHU Handlers Union, A Division of
U.8, Postal Service Laborers’ International Union

of North America, AFL-CIO

MEMORANDUM OF UNDERSTANDING
IMPROPER BY-PASS OVERTIME

l. When, for any reason, an employee on the “Overtime
Desired” list who has the necessary skills and who is available
is improperly passed over and another employee on the list is
selected for overtime work out of rotation, the following shall
apply:

a. An employee who was passed over shall, within ninety
{90) days of the date the error is discovered, be given a
similar make-up overtime opportunity for which he has the
necessary skills.

b. Should no similar make-up overtime opportunity present
itself within ninety (90) days subsequent to the discovery
of the missed opportunity, the employee who was passed
over shall be compensated at the overtime rate for a period
equal to the opportunity missed.

2. When, for any reason, an employee on the “Overtime
Desired” list who has the necessary skills and who is available
is improperly passed over and another employee not on the
list is selected for overtime work, the employee who was
Ppassed over shall be paid for an equal number of hours at the
overtime rate for the opportunity missed.

il

ses a3 10 the proper administration of the
list ar the local level, a Mail Handler

William H. Quinn

National President

on National Postal Mail

Handlers Union, A Division of
Laborers’ International Union
of North America, AFL-CIO

| MEMORANDUM OF UNDERSTANDING
PART-TIME FLEXIBLE COURT LEAVE

ertive September 26, 1987, part-time flexible employees

= completed their probationary period shall be eligi-
oourt leave as defined in Employee and Labor
sons Manual Part 516.1 and Part 516.31,

-timee flexible employee will be eligible for court leave
employee would otherwise have been in a work status or
sl Ieave status, If there is a question concerning the sta-
tas. the part-time flexible employee will be eligible if the
smployee was in work status or annual leave status on any day

durmg the pay period immediately preceding the period of
oo keave.

i el

2ibility is established under paragraph 2, 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

nours the Employer scheduled the part-time flexible
employee to work;

b If not previously scheduled, the number of hours the
part-time flexible employee worked on the same service

day during the service week immediately preceding the
period of court leave;

¢. If not previously scheduled and if no work was per-
formed on the same day in the service week immediate-
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ceding the period of court leave, the guarantee as

g'cﬂfﬁ:l:c? ig ArtIiJcle 8, Sectiqn 8, of the National

Agreement, provided the part-time flexible would oth-

- erwise have been requested or scheduled to work on the
day for which court leave is requested.

-t ible employees
4. The amount of court leave for part-time flexi '
shall not exceed 8 hours in a service day or 40 hours in a ser-
vice week.

% P4 sV oS e

Anthony J. Vegliante

William H. Quinn

Manager " National President

Contract Administration
APWU/NPMHBU
U.S. Postal Service

National Postal Mail

Handlers Union, A Division of
Laborers” International Union
of North America, AFL-CIO

MEMORANDUM OF UNDERSTANDING
HOLIDAY SCHEDULING

The U.S. Postal Service and the National Postal M_ail Handlers
Union, a Division of the Laborers’ Intqrnatlonal Umon of North
America, AFL-CIO, agree to the following regarding the schedul-
ing of holidays:

1.

2.

The Employer shall post a holiday schedule as set forth in
Article 11, Section 6, of this Agreement.

li-time regular employee whose holiday sched}lle is
jpj;ofgerly poste%i in accolzdance with Article 11, Section 0,
and who works within the posted schedule shall be paid in
accordance with Article 11, Sections 2, 3, and 4. It is _fur—
ther agreed that any change in an employee’s required
duties does not constitute a change in the posted schedule
for purposes of this memorandum of understanding.

3. a. Except as provided in subparagraphs (b) and {c) of this

ragraph, when the Emy loyer fails to post in accor-
g:ncge \Eith Article 11, S%ction 6, a full-time regular
employee required to work on his/her holiday, or who
volunteers to work on such holiday, shall be paid in
accordance with Article 11, Sections 2, 3, and 4, and
shall receive an additional fifty percent (50%) of the
employee’s base hourly straight-time rate for each hour
worked up to eight hours.

PES

L

nt that. subsequent to the Article i1, Section
: peried, an €niergency situation attributable to
: '5: of God” arises which requires the use of
Tmanpower on that holiday in excess of that posted pur- -
suant o the Article 11, Section 6, full-time regular
smployees required to work in this circumstance(s)
saall only be paid for such holiday work in accordance
with Article 11, Sections 2,3,and 4.
¢. When a full-time regular employee scheduled to work
28 2 holiday in accordance with the provisions of
Armicle 11, Section 6, is unable to or fails to work on the
holiday, the Employer may require another full-time
regular employee to work such schedule and such
replacement employee shall only be paid for such holi-
day work in accordance with Article 11, Sections 2, 3,
and 4. The selection of sych replacement eniployees
shall be made in accordance with the terms of this
Agreement.

4. A full-time regular employee required to work on a hol-
iday which falls on the employee’s regularly scheduled
acn-work day shall be paid ar the normal overtime rate
of one and one-half (1 1/2) times the base hourly
straight-time rate for work performed on such day.
Such employee’s entitlement (o the holiday pay for the
designated holiday shall be governed by the provisions
of Article 11, Sections 2, 3,5, and 6,

'Hc;«urs worked on a holiday in excess of 8 hours shall be
paid at the normal overtime rate of one and one-half (1
172} times the base hourly straight time rate.

- When a full-time regular employee works on his/her hokl-

day. the employee will be guaranteed eight (8) hours of
#0rk or pay in liey thereof, in addition to the holiday pay
b which the employee is entitled under Article I,
Sections 2 and 3 language. This guarantee will be waived
if the emplovee, with the concurrence of the Union and
Zpproval of Management, Tequests to be released early,

- A schedule posted in accordance with Article 11, Section

6, shall_be the full-time regular employee’s schedule for

posted schedule.

In no event shall 5 full-time regular employee receive more
than one and one-haif (1 1/2) times the base hourly

133




ked on the

icht-time rate for hours actually wor ed < 2

Zglaglgglyeé’s holiday in addition to payments prescribed m
Article 11, Section 3.

dyppee w2

i Wwilliam H. Quinn
Q/Ir:rl:gggr.]‘ Vegliante National President_i
%I;WPE’;?;; 1\S/I;all-'lvice Laborers’ International Union

of North America, AFL-CIO

LETTER OF INTENT
SACK SORTER MACHINE OPERATOR
i 7. all future
. by apree that effective July 21, 1987, 3
gg:tigzgtlg% ?t?éepgsiz‘:igon, Sack Sorting Machine Operator, salary

iti - d by the senior
.5 standard position 2 438,'sha11 be fille el
gxigg? b?éc?e?%eetit?g the qualification standard for the position.

Gt J iz N P

i William H. Quinn
11\&4[2::;&']. Veghiante National PreSi?]i/IIn'l
ini i National Postal Mail
g%r%%}ﬁklgll\n/lﬁllsfamn Handlers Union, A Division of

Laborers’ [nternational Union

{1.S. Postal Service of North America, AFL-CIO

MEMORANDUM OF UNDERSTANDING
ARTICLE 15

i Postal Service and the

is hereby agreed by the United States Pos ,

galéon?lel’gstaﬁ Mail Handlers Umqn, a Division of miﬁa}aﬁll'ziz‘
International Union of North America, AFL-CIO, that the

ing procedures will apply to the implementation of a test of modi-

fied Article 15 grievance and arbitration procedures during the term

of this Agreement: o
1. The parties will mutualty develop and test modifications 10
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the grievance and arbitration procedures which are current-
v provided in Article 13 of the 1994 National Agreement.
These medifisd procedures may be revised by the parties
as they deem appropriate. Different modified procedures
may be tested at selected installations as determined by the
parties. :
The parties will mutually select the installations where
modifled grievance and arbitration procedures may be tested.

3. The parties further agree that those sites which cur-
rently have modified grievance-arbitration procedures
fsuch as Modified Article 15) may continue to utilize
these procedures by mutual agreement, Other installa-
tigns which desire to adopt a modified grievance-arbi-
tration procedure may do so subject to the approval of
the national parties.

During the term of the 1994 National Agreement, the par-
ties will attempt to mutually agree on modifications of the
grievance and arbitration procedures currently contained in
Article 15 and, if changes are made, the parties will mutu-
ally develop a process for implementing the new proce-
dures at installations where employees are covered by the
1994 National Agreement. The current provisions of
Article |5 will continue to apply in all installations except
those installations where mutual agreement is reached
between the parties to test modifications for an agreed-to
period of time,

This Memorandum of Understanding shall be effective during the
term of the 1994 National Agreement,

B J s ) A

Anthony J. Vegliante William H. Quinn

Manager National President

Comiract Administration National Postal Mail

APWIUNPMHU Handlers Union, A Division of

118, Postal Service Laborers” International Union
of North America, AFL-CIO

)

:l;:n

MEMORANDUM OF UNDERSTANDING
INTEREST ON BACK PAY

Where an arbitration award specifies that an employee is entitled to
back pay in a case involving disciplinary suspension or removal,
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the Employer shall pay interest on such back pay at the Federal
Judgment Rate. This shall apply to cases heard in arbitration after
the effective date of the 1990 agreement.

Vo AL a2

Anthony J. Vegliante William H. Quinn

Manager National President

Contract Administration National Postal Mail
APWU/NPMHU Handlers Union, A Division of
U.S. Postal Service Laborers’ International Union

of North America, AFL-CIO

MEMORANDUM OF UNDERSTANDING
EXPEDITED ARBITRATION

Thg U.S. Postal Service and the National Postal Mail Handlers
Union, a Division of the Laborers’ International Union of
North America, AFL-CIO, agree to hear grievances concerning
the following issues in the Expedited Arbitration forum.

1. Restricted Sick Leave;

2. Step Withholding;

3, Employee Requests for Leave;

4, AWOL;

5. Request for Medical Certification;

6. Supervisor performance of bargaining unit work in
Article 1.6A offices;

7. Bypass of employee(s) on the Overtime Desired List;

8. Holiday scheduling;

9, Designation of successful bidder;

10. Movement outside of bid assignment area;

11. Higher level lassignments;

12. Employee claims;

13. Any other grievance mutually agreed upon by the

parties at Step 3.

This A_greement does not change either party’s right to refer an
expedited ¢ase to regular arbitration in accordance with the

app}icable procedures of Article 15, Section 4.C., of the
National Agreement.

s/ g

Anthony J. Vegliante William H. Quinn

Manager National President
Confract Administration National Postal Mail

APWU/NPMHU
(.S. Postal Service

Handlers Union, A Division of
Laborers’ International Union
of North America, AFL-C10

MEMORANDUM OF UNDERSTANDING
NATIONAL ADMINISTRATIVE COMMITTEE

The U.S. Postal Service and the National Postal Mail Handlers
Union, a Division of the Laborers’ International Union of
North America, AFL-CIO, agree to establish a NATIONAL
ADMINISTRATIVE COMMITTEE (NAC) to help resolve
technical and/or complex disputes that may arise during the
course of their National Agreement and may not be amenable
t5 the usual Grievance-Arbitration Procedures established by
the National Agreement. The NAC will be used to resolve those
disputes jointly identified by the parties without the need to file
any grievances, A listing of subjects for consideration in the
NAC will be submitted by the parties at the national level with-
in 60 days following the effective date of this Memorandum of
Ynderstanding, By mutual agreement, the parties at the
national level may continue to add subjects to the original list-
g,

For each subject(s), the Employer and the Union will designate
individuals at the national level who will be responsible for dis-
wassing and, where possible, for resolving any disputes con-
¢erning the referenced subject(s). When a specific subject is
wmder consideration by the NAC, any grievance(s) concerning
shat  identified subject will be removed from the
rievancef Arbitration Procedure and forwarded to the NAC.
When 3 grievance(s) has been filed and the subject of that
rievance subsequently comes under consideration by the
_smeh grievance(s) will be removed and forwarded to the

The netional level designees will be responsible for meeting
reeularly to. resolve pending disputes. No special forms,
appeals or paper work will be necessary to present a dispute to
e WA, When the designees cannot agree upon a resolution,
eifler party may declare an impasse. Each party will identify
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the issue in dispute in writing within 30 days after the declared
impasse on the subject. The identified dispute will then be
placed on the appropriate arbitration docket,

The parties will develop specific instructions concerning the
NAC within 60 days after the effective date of this
Memorandum of Understanding.

This Memorandum of Understanding will expire by its terms
on November 26, 1998, unless extended by the parties.

GH )5 L2- 4 YN P

Anthony J. Vegliante William H. Quinn

Manager National President

Contract Administration National Postal Mail
APWU/NPMHU Handlers Union, A Division of
U.S. Postal Service Laborers’ International Union

of North America, AFL-CIO

MEMORANDUM OF UNDERSTANDING
TASK FORCE ON DISCIPLINE

The parties agree to establish at the national level a “Task Force on
Discipline.” The Task Force shall have three (3) representatives of
the Unien and three (3) representatives of the USPS.

The purpose of the Task Force shall be to study the manner in
which discipline is administered by the USPS, the manner in which
disputes about discipline are handled by the parties, and to recom-
mend changes and improvements which can be made in the disci-
pline and dispute resolution systems,

The Task Force is authorized, at its discretion, to conduct tests of
alternative discipline and dispute resolution systems in various
facilities.

The Task Force shall convene periodically but at least quarterly, at
such times and at such places as it deems appropriate during the
term of the 1994 National Agreement. No action or recommenda-
tions may be taken by the Task Force except by an agreement of the
parties. :

Nothing herein shall preclude any of the parties from exercising
the rights which they may otherwise have,

William H. Quinn

National President

National Postal Mail

Handlers Untion, A Division of
Laborers’ International Union
of North America, AFL-CIO

{DUM OF UNDERSTANDING
=B DISCIPLINE PROGRAMS

#gees to explore new approaches to the current dis-
sédtares as outlined in Article 16, In that context,
wie 1o pHot the newly developed concept on disci-
=l In as the “Corrective Action/Discharge
“whilch was developed and discussed during the
sgotiations, The parties further agree to estab-
8wz pifot sites during the life of the Agreement. The
#development and implementation guidelines of the
ire Action/Discharge Procedure” will be under the
e Task Force on Discipline.

%. the parties further agree to continue with the
& Modified Article 16. The purpose and format of
4 Article 16 shall remain the same as it was originally
sader the Task Force on Discipline, unless changed
ask Force. Those sites which are currently involved in
sszing of Modified Article 16 shall continue with the test-
i wnbess the local parties notify the Task Force on Discipline
B centrary, in accordance with the stated guidelines as
el by the Task Force.

emorandum of Understanding will expire by its terms
mwher 20, 1998,

CE) 5% g flaA P

L

nihwony J. Vegliante William H. Quinn
fomager National President
Cinmiract Administration National Postal Mail

APWINPMHU

Handlers Union, A Division of
£.5. Postatl Service

Laborers’ International Union
of North America, AFL-CIO
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Mr. William Quinn

National President

National Postal Mail Handlers
Union, AFL-CIO

One Thomas Circle, N.-W.,, Suite 525
Washington, DC 20005-5802

Re: Article 16 - Privacy in the Disciplinary Process
Dear Mr. Quinn:

During the recent negotiations effort, we discnssed the issue of
privacy as it relates to procedures in the disciplinary process.

We agree with the principle that when it is necessary for a
supervisor to take corrective action under the discipline proce-
dure, such action between the supervisor and the employee
should be private and should be conducted in an environment
which does not compromise that privacy. While the use of an
office in which only the participants are present is the pre-

ferred situation, it is recognized that other alternatives may be
necessary.

Regardless of the situation, we agree that disciplinary matters
between a supervisor and an employee must be done in 2 man-
ner that would not compromise this principle.

The use of a witness to confirm the delivery of a disciplinary
notice or, when appropriate, the presence of a steward when
requested by the employee, is not considered a violation of this
principle,

g

Antheny J. Vegliante
Manager

Contract Administration
{APWU/NPMHU)

U.S. Postal Service

MEMORANDUM OF UNDERSTANDING

ROLE OF THE 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
provide protection to our employees, security to the mail and
service to our customers,
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Puostal Inspection Service policy does not condone disrespect by
Imspectors in dealing with an individual. The Postal Inspection
Service has an obligation to comply fully with the letter and
spirit of the National Agreement between the 1nited States
Postal Service and the National Postal Mail Handlers Union,
and will not interfere in the dispute resolution process as it
relates to Articles 15 and 16.

TFhe 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-
shems, enforced leave or administrative actions, Inspectors will
not make recommendations, provide opinions, or attempt to
inflaence management personnel regarding a particular disci-
phimary action, as defined above.

Nathing in this document is meant to preclude or limit Postal
Service management from reviewing Inspection Service docu-
ments In deciding to issue discipline.

B fgtz AR

theny J. Vegliante William H. Quinn
Mamuger National President
sract Administration National Postal Mail
PMHU Handlers Union, A Division of

. Postal Service Labhorers’ International Union

of North America, AFL-CIQ

MEMORANDUM OF UNDERSTANDING
COMMITTEE ON BENEFITS

seby recognized and acknowledged by the United States
ervice and the National Postal Mail Handlers Union, a
y of the Laborers’ International Union of North America,
€3, that the benefits structure in many industries in the pri-
or is changing and evolving. In keeping with these circum-
tive parties agree to the establishment of a national level
w3 study the current benefits structure as set forth in
121 of the 1994 Mail Handler National Agreement., As a part

iy, the parties will also consider the feasibility of other
% piams such as:

: Thild care;

% Group legal services; and

141




{c} Long-term and short-term disability insurance.

During the term of the 1994 Mail Handler National Agreement, the
Committee on Benefits will meet to study and discuss these sub-
jects and, if mutual agreement is reached by the parties on any
changes concerning the current benefit structure, appropriats
amendments to Article 21 could be negotiated. It is understood
such implementation could take the form of pilot or test sites ﬁ
mutually agreed upon mstallations or Districts where a modified
benefits structure could be further assessed.

The parties understanid and agree that benefit plans which are cur-
rently mandated by statute will not be discussed by this committee.

(o s ) YA D

Anth . Vegliante William H. Quinn

M];n:ge%"] ¢ National President

Contract Administration National Peslsal Mall. o
APWU/NPMHU Handlers Union, A_Dmswn' of
U.S. Postal Service Laborers’ International Union

of North America, AFL-CIO

MEMORANDUM OF UNDERSTANDING
ON-THE-JOB INSTRUCTORS COMPENSATION

The U.S. Postal Service and the National Postal Mail Handlers
Union, a Division of the Laborers’ International U}mn of North
America, AFL-CIO, agree that employees in the mail handler craft
who are certified by the PEDC to act as on-the-job instructors will
he compensated at grade MH-5 while performing in that capacity.

U Al it o) 1

Anthony J. Vegliante William H. Quinn

Manager National President

Contract Administration National Pos‘tal Mail o
APWU/NPMHU Handlers Union, A D1v151051 of
U.S. Postal Service Laborers’ International Union

of North America, AFL-CIO

MEMORANDUM OF UNDERSTANDING

ARTICLE 30—LOCAL IMPLEMENTATION
PROCEDURES

It is hereby agreed by the United States Postal Service and the
National Postal Mail Handlers Union, a Division of the Laborers’
International Union of North America, AFL-CIO, that the follow-
ing procedures will apply to the implementation of Article 30 dur-
ing the 1994 local implementation perjod.

1. The 30 consecutive day period for 1994 local implemen-
tation will commence, pursuant to agreement by the
local parties, on or after September 9, 1996 and termi-
nate on or before November 8, 1996.

If no party provides written notification of its intent to
invoke the local implementation process on or before
September 23, 1996, presently effective Memoranda of
Understanding not inconsistent or in conflict with the
1994 National Agreement shall remain in effect during
the term of this Agreement. Initial proposals must be
exchanged within the first twenty one (21) days of the
30 consecutive day local implementation period,

2. In the event that any issue(s) remain in dispute at the end
of the thirty (30) consecutive day local implementation
period, each party shall identify such issue(s) in writing.
initialed copies of this written statement and copies of all
proposals and counterproposals pertinent to the issue(s) in
dispute will be furnished by the appropriate local party
to the appropriate management official at the
Grievance/  Arbitration Processing Center of the
Employer with copies to the Installation Head, local
tnion President and the Union’s Regional Representative
within fifteen (15) days of the expiration of the local
implementation period. Inclusion of any matter in the writ-
ten statement does not necessarily reflect the agreement of
either of the parties that such matter is properly subject to
tocal implementation.

3. The appropriate management official at the Area office
and the Regional Union representative shall attempt to
resolve the matters in dispute within seventy-five (75) days
after the expiration of the local implementation period.
The appropriate management official at the Area office
and the Regional Union representative will have full
authority to resolve all issues still in dispute.

if the parties identified in paragraph 3 above are unable
o reach agreement at the Regional level by the end of the
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issue(s) may be appealed to final and binding arbitr:
by the Union or the Vice President, Labor Relations,
within twenty-one (21) days after the end of the seventy-
five (75) day period.

5. Where there is no agreement and the matter is not referred
to the appropriate management official at the Griev-
ance/Arbitration Processing Center or to arbitration, the
provision(s), if any, of the former Local Memorandum of
Understanding shall apply unless inconsistent with or in
conflict with the 1994 National Agreement.

6. Where a dispute exists as to whether an item in the former
Local Memorandum of Understanding is inconsistent or in
conflict with the 1994 Mail Handlers National Agreemeni.
such dispute will be processed in accordance with the pro-
cedures outlined in 2. through 4. above.

fLEr]

This Memorandum of Understanding expires at 12 midnight
November 20, 1998.

Gl ) oV >

Anthony J. Vegliante William H. Quinn

Manager National President

Contract Administration National Postal Mail
APWU/NPMHU Handlers Union, A Division of

Laborers’ International Union
of North America, AFL-CIO

U.S. Postal Service

MEMORANDUM OF UNDERSTANDING

ARTICLE 31--COMPUTER TAPE ACCOUNTING PERIOD
REPORT

Pursuant to the provisions of Article 31 of the National Agreement,
the Employer shall, on an accounting period basis, provide the
Union with a computer tape containing the following information
on those in the bargaining units:

1. 55N 14. Rate Schedule

2. Last Name 15. Nature of Action
3. First Initial 16, Effective Date

4. Middle Initial 17. Pay Grade

5. Address 18. Pay Step

6. City 19. Health Benefit Plan

144

20. Designation Activity
21. Enter on Duty Date
22, Retire on Date
23, Layoif
) 24. Occupation Code
MNumber 25, Pay Location

DLEDABEDD

William H. Quinn
) _ National President
iR sration National Postal Mail
R L% I—HT Handlers Union, A Division of
: Pasial Service Laborers’ Intemational Union
: of North America, AFL-CIO

LETTER OF INTENT
ARTICLE 31—INF ORMATION/REPORTS

It of the discussions held regarding Article 31 of the
greement, the Employer shall provide to the Union the
fees] :md reports listed below at the frequency designated.

shalt compensate the Postal Service for its actual costs
S wilh the systems, programming and production, unless
cally indicated otherwise,

raation and reports shall be provided through the Office of
ze President, Labor Relations, at the costs and frequencies

ATION/REPORT  COST
{FHPES Report No Cost

wonal Payroll Hours
mary Report No Cost
. 2% Man-Year Report No Cost
Lisung of Associate

- Dfices, Districts, Areas No Cost Annual
$. Dses Check-Off With Full |

Eirsi Name and Union

Ammiversary Date No Cost Monthly
&. Safety Data—from

FREQUENCY
Accounting Period

Accounting Period
Accounting Period

Actual cost  Annual
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Form 1769(without not to

employee identification; exceed
with scrambled social $2500
security numbers)
7. Financial and Operations
Statement Summary No Cost Accounting Period

Additionally, in January of each year of this Agreement, the
Postal Service shall provide the Union, at its request, with a com-
puter tape containing the information it agreed to provide it on its
membership in 1994 from the following files:

1. Salary History File

2. Hours History File

3. Employee Master File

4. W-2 Information/Gross Salary File

All actual costs associated with the systems, programming and pro-
duction of the information shall be borne by the Union, although
the Postal Service shall make reasonable efforts to retain and reuse
the computer programs used in previous years.

Since the methods, means and types of information collected by
the Postal Service are subject to change, the availability of any
information or report are dependent solely on the Postal Service's
determination to keep such records.

/.

Anthony'J. Vegliante
Manager

Contract Administration
(APWU/NPMHU)

U.S. Postal Service

LETTER OF INTENT

OPERATIONS 116-129 AND 180-189
CLARIFYING INSTRUCTIONS

The following provides additional guidance to determine the
appropriate craft designation and assignment for distribution and
separation activities for Operations Numbers 110-129 and 180-189
opening unit activities,

The current language in Regional Instruction 399 for Operations
110-129 and 180-189 contains instructions to assign mail handlers

to “Cull/separate mail by type/characteristics and make basic
146

locat/out-of-town splits to trays, hampers, gurneys, conveyers, nut-
ting trucks, or other containers.”

Additional instructions are contained in the document to assign
cierks to “Distribution of outgoing IPP’s, newspapers, rolls, letter
or flat bundles, slugs, Special Delivery or Special Handling parcel
post.”

There has been some confusion as to the distinction between “basic
localfout-of-town splits,” which is assigned to mail handlers, and
distribution. which is assigned to clerks.

The'term basic local/out-of-town splits was intended to ENCONPASS
that activity where initial separations are made by ZIP Code and
city. state address information, to expedite subsequent distribution
or dispatching and pouching operations, For example, the type of
separations allowable would be for local city, local SCF, home
sizze, SCFs and major cities within the home state, states for which
e local office performs major city and sectional center separa-
zons in their pouching operations, groups of mixed states, where
separation in the opening unit would expedite pouching operations.
The allowable separations will be based on city, state, and 3- and 5-
gigit ZIP Code information.

G L il Y N

Anthony J. Vegliante William H. Quinn

anager ‘National President

Luntract Administration National Postal Mail

' NPMHU Handlers Union, A Division of

. Postal Service Laborers’ International Union
of North America, AFL-CIO

MEMORANDUM OF UNDERSTANDING
CLEANAIRACT COMMITTEE

nerely recognized and acknowledged by the United States

Service and the National Postal Mail Handlers Union, a

2z of The Laborers’ International Union of North America,

~CHO. that the growth in the amount and complexity of air pol-

2 frought about by urbanization, industrial development, and

ez increasing use of motor vehicles, has resulted in concerns to the
e bealth and welfare,

#tion of this fact, the parties agree to establish Clean Air
mees at both the National and Regional/Area levels. The

147




Committees at both levels shall be comprised of four persons; two
appointed by the Employer and two by the Union,

During the term of the 1994 National Agreement, the Committees
shall meet as necessary, but no less than semiannually, to study and
discuss ways to promote alternative means of transportation and to
address the problems associated with the Clean Alr Act, including
any potential impact on Articles 20 and 30. The Committee at the
Regional/Area level shall forward all studies and recommendations
to their respective representatives at the National level in order to
coordinate and formulate an overall national policy.

Anthony J. Vegliante William H. Quinn

Manager National President

Contract Administration National Postal Mail
APWU/NPMHU Handlers Union, A Division of
U.S. Postal Service Laborers’ International Union

of North America, AFIL-CIQ

MEMORANDUM OF UNDERSTANDING
UNIFORM PROGRAM

The parties agree that the current method of procuring uniforms for
U.5. Postal Service employees is not meeting the objectives of pro-
viding quality items at the best possible cost. This new system will
result in uniform and work clothes items being acquired at a
reduced cost in comparison to the current system. Accordingly, it is
agreed that the following changes will be made relative to the fur-

nishing of uniforms and work clothes to Mail Handler craft
employees:

1. Under this system, the U.S. Postal Service will enter inic con-
tract{s) with uniform manufacturer(s) for authorized uniform
items which would provide for a controlled price on uniform
items. The contract(s) will also address matters such as the qual-
ity of items and the method of distribution to the employees and
other requirements as agreed upon by the U.S. Postal Service.

2. Under the new program, the annual dollar allowance will be
replaced by an allowance of points to be spent by employees on
authorized uniform items. Upon the signing of the
Memorandunt of Understanding, the parties agree to meet for
the purpose of negotiating the specific elements of the uniform
and work clothes allowance, including, but not limited to, the

paiats assigned 1o each authorized item, the allowance of total
points or number of items available for cligible employees and -

the distribution of such items. The point value will remain con-
stant for the life of the Agreement.

tad

. The parties agree to undertake the negotiations referred to in para-

graph 2 of this Memorandum upon a mutually agreed upon
date. ‘

Uniil phased in, the employees will acquire uniforms under the
current system. It is further understood that the current system

semains in effect until such time as the parties agree upon the
maners enumerated above,

1.4

understood by the parties that any increase in the existing
vrm allowance in Article 26 of this Agreement will be cred-

#ed toward the authorized uniform items to be negotiated in
fteim 2.

G A il o= 0N

Anthony J. Vegliante William H. Quinn
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ianager o National President
LTomiract Administration National Postal Mail
APWU/NPMHU Handlers Union, A Division of

5. Pastal Service Labaorers’ International Union

of North America, AFL-CIO

LETTER OF INTENT

WORK CLOTHES-CONTRACT UNIFORM
ALLOWANCE PROGRAM

= parties agree thaf, in addition to those items currently
e ed i1 Chapter 9 of the Employee & Labor Relations

amual, the following will be authorized for reimbursement
ser the Uniform Allowance Program for those employees in
the Mall Handler craft, who are eligible for the work clothes
swance or the contract uniform allowance, as indicated,
s must meet USPS specifications,

{ Clothes Program
ay item authorized under the Contract Uniform Program.

! FRater-type garment to be developed and made available
- #or mse by Mail Handler craft employees,
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An insnlated vest to be developed and made available for use
by Maii Handler craft employees.

Contract Uniform Program

o

Anthony J. Veghiante

A sweater-type garment to be developed and made availabie
for use by Mail Handler craft employees.

An insulated vest to be developed and made available for use
by Mail Handler craft employees.

G ) 5 ) A Jo>

William I. Quinn

Manager National President

Contract Administration
APWU/NPMHU
U.S. Postal Service

1L

National Postal Mail

Handlers Union, A Division of
Laborers’ International Unicn
of North America, AFL-CIO

MEMORANDUM OF UNDERSTANDING
VETERANS’ PREFERENCE

As general principles, the parties agree that the purpose and
intent of Article 16, Section 9 is:

A.  To afford preference eligible employees, because of their
status under the Veterans® Preference Act, a choice of
forums in which to obtain a resolution on the merits of
certain adverse employer actions set forth in Chapter 75
of Title 5, U.S. Code (ie., suspensions of more than 14
days, discharge}, and

B. To prevent situations in which the Empioyer is required
to defend the same adverse action before the MSPB and
in the Grievance-Arbitration procedure.,

In accordance with the principles stated in I, above, the fol-
lowing procedures shall be applied:

A. A preference eligible employee may both file a grievance
and appeal to the MSPB, as appropriate, and the Union
shall be entitled, at its discretion, to pursue a grievance
so filed to arbitration. However, the union will be
deemed to have waived access to arbitration in any of the
following circumstances:
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i If at the time that the union appeals the grievance to
arbitration. the grievant also has an appeal pending
before the MSPB. (Postmark will constitute the date
of appeal to arbirration; Postmark will also consti-
e dare of withdrawal of appeal to the MSPB).

2. If the grievant appeals the matter to the MSPB at
anytine after the union appeals the matter to arbi-
tration. {Postmark will constitute the date of the
MSPB appeal);

if the MSPB issues a decision on the merits;

o+

tad

1

If at any time the MSPB begins a hearing on the
merifs:

3. If at any time the employee requests the MSPB to
issue a decision on the record without a hearing and
the MSPB has closed the record; or

6. H at any time the employee and the Employer
resolve the MSPB appeal through settlement.

In notices in which the Postal Service advises employees of
iheir right to appeal to the MSPB, the following statement
shat! be included:

You have the right to file an MSPB appeal and a griev-
ance on the same matter. However, if the MSPR issues a
decision on the merits of your appeal, if an MSPB hear-
g begins, if the MSPB closes the record after you
request a decision without a hearing, or if you settle the
MSPB appeal you will be deemed to have waived access
o arbitration, Further, if you have an MSPB appeal
pending at the time the Union appeals your grievance to
arbitration, or if you appeal to the MSPB after the griev-
ance has been appealed to arbitration, you will be
deemed to have waived access to arbitration,

I the Postal Service erroneously advises an employee that he
or she 15 entitled as a result of veterans’ preference to appeal
e the MSPB and if MSPB declines jurisdiction, the employee
the Union shall be entitled to initiate a grievance within 14
TEYS

vs from receipt of notice that the MSPB has dismissed the
appeal for lack of jurisdiction. (Receipt of notice shail be pre-
sumed 10 have occurred 5 days from the date of the letter dis-
mussing the appeal). If a grievance had previously been

ated. and if the grievance is pending at the time the MSPB
Zisrmssal notice is received, the Union shall be entitled to con-
timue processing the grievance.

Atthe Step 3 discussion of a grievance, the Union representa-
tive and the USPS representative each have an obligation to
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inform the other of the existence of a companion MSPB

appeal.
- A Ry
ﬁy i ) Yo D
# /

Anthony J. Vegliante William H. Quinn
Manager National President
Contract Administration National Postal Mail
APWU/NPMHU Handlers Union, A Division of
U.S. Postal Service Laborers’ International Union

of North America, AFL-CIO

MEMORANDUM OF UNDERSTANDING
STEP 4 PROCEDURES

This memorandum represents the parties’ agreement with regard to
withdrawing a grievance from regional arbitration and referring it
to Step 4 of the grievance procedure.

If a case is withdrawn from regional arbitration, referred to Step 4,
and_ then remanded as noninterpretive, it will be returned directly to
regional arbitration to be heard before the same arbitrator who was
scheduled to hear the case at the time of the referral to Step 4.
Additionally, if the hearing had opened, the case will be returned to
the same stage of arbitration.

G f ez ) e

Anthony J. Vegliante William H. Quinn

Manager National President

Contract Administration National Postal Mail '
APWU/NPMHU Handlers Union, A Division of
U.S. Postal Service Laborers’ International Union

of North America, AFL-CIO

Mr. William H. Quinn

President

National Postal Mail Handlers Union

A Division of Laborers’ International Union
of North America, AFL-CIO

One Thomas Circle, N.W.,, Suite 525
Washington, DC 20005-5802
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LANGUAGE CHANGES DUE TO ORGANIZATIONAL
STRUCTURE CHANGES

Dear Mr, Quinn:

This is to confirm that, whenever the 1994 National Agreement
calls for meetings at the Area level, including Step 3 grievance
meetings under the grievance-arbitration procedure set forth
in Article 15, such meetings will be held in the cities where the
Postal Service's former Regional Headquarters were located
prior to the Postal Service organizational structure change of
1992—i.e., Windsor, Connecticut; Philadelphia, Pennsylvania;
Memphis, Tennessee; Chicago, Illinois; or San Bruno, Cali-
fornia. These locations shall remain unchanged during the
term of the 1994 National Agreement, uniess the parties muiu-
iy agree otherwise,

In addition, this letter is meant to confirm that, whenever the
1994 National Agreement refers to “the appropriate manage-
ment official at the Grievance/Arbitration Processing Center,”
it means that a notice or other information that is to be provid-
ed fo that management official should be sent to the
Grievance/Arbitration Processing Center in one of the five
cities listed in the prior paragraph. The current addresses of
the above offices are:

+ 6 Griffin Road North, Winsdor, CT 06006-0841

+ 6th & Chestnut Sts, PO Box 40590, Philadelphia, PA
19197-0590

« 223 North Humphreys Blvd, Memphis, TN 38166-0841

+ 433 West Van Buren St, Rm 1115, Chicago, IL 60699-
601

- 858 Cherry Ave, San Bruno, CA 94099-0001

Tn addition, this letter is meant to confirm that, whenever lan-
suage changes have been made in the 1994 National Agreement
#o reflect those changes made during the Postal Service’s orga-
nizational structure change of 1992, the Postal Service’s Area
fesel shall serve as the counterpart to the Union’s Regional -
Jevel.

;-&m-henyfj . Yegliante
Manager
Contract Administration

APWU/NPMHU
1.8, Postal Service
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MEMORANDUM OF UNDERSTANDING
STEP INCREASE, UNSATISFACTORY PERFORMANCE
The Parties agree that periodic step increases will not be withheld
for reason of unsatisfactory performance and that all other aspects

of the current step increase procedures remain unchanged, unless
otherwise provided for by the 1994 National Agreement,

The Employee and Labor Relations Manual (ELM) shall be
amended to conform with the above stated agreement.

CH ) HET ) YA Pl

Anthony J. Vegliante William H. Quinn

Manager National President

Contract Administration National Postal Mail
APWU/NPMHU Handlers Union, A Division of

U.S. Postal Service Laborers® International Union

of North America, AFL-CIQ

MEMORANDUM OF UNDERSTANDING
ALTERNATIVE WORKWEEK

During the term of the 1994 National Agreement, the parties
agree to evaluate the effectiveness of work week schedules
which are different from those schedules provided for in
Article 8.1 of the 1994 National Agreement.

The parties, at the national level, have identified alternative
scheduling concepts, which shall be tested at one or more
installations provided that (1) local management and union
officials mutually agree to participate in the test, (2) the dura-
tion of the specific test is determined, and (3) objective criteria
are established to determine the success or failure of the alter-
native concept being tested.

G 4l ) WAL

Anthony J. Vegliante William H. Quinn

Manager National President

Coniract Administration National Postal Mail
APWU/NPMHY Handlers Union, A Division of
U.S. Postal Service Laborers’ International Union

of North America, AFL-CIO
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$NDUM OF UNDERSTANDING

COMMODATION FOR THE DEAF AND
HARD OF HEARING

i VT°3 RESPONSIBILITY
e = an obligation to reasonably accommodate

bard of bearing employees and applicants who

e i communicating with or understanding

% related situations, such as:

& igatory interviews which may lead to disci-

wssions with a supervisor on job performance or

& presentation of a grievance.

=pme aspects of training, including formal class-

I RsiTuction.

ring portions of EAP programs and EEQ counselings.

Hicat elements of the selection process such as during
festine and inferviews,

¢ employee orientations and safety talks, CFC and
s Bond Kickoff meetings.

uring the filing or meetings concerning an employee’s
L claim,

TENTATION

ization is met by selecting an appropriate resource
the variety of resources available. In selecting a resource,
swing, among others, should be considered, as appro-

~ "Fhe ability of the deaf and hard of hearing employee to
understand various methods of communication and the
ability of others to understand the deaf and hard of
hearing employee.

» The tmportance of the sitnation as it relates to work
reguirements, job rights, and benefits,

« The availability and cost of the alternative resources
under consideration.

-+ Whether the situation requires confidentiality.

Avaitable resources which should be considered include:

& Installation heads are authorized to pay for certified inter-
preters. Every effort will be made to provide certified
interpreters when deemed necessary by an application of
the principles set forth herein,
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. In some states, the Division of Vocational Rehabilitation
(DVR) provides interpreters at no charge.

¢.  Volunteer interpreters or individuals skilled in signing
may be obtained from the work ferce or from the commu-
nity.

d. In some situations, written communications may be
appropriate,

e. Supervisors, training specialists, EAP, and EEO coun-
selors may be trained in sign language.

f.  Deaf and hard of hearing applicants should normally be
scheduled for a specific examination time when an inter-
preter will be available.

Management will provide the following assistance for deaf and
hard of hearing employees.

a. Al films or videotapes designed for the training or
instruction 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
the deaf and hard of hearing with some frequency, will be
opened or closed captioned.

b. Special telecommunications devices for the deaf and hard
of hearing will be installed in all postal installations
employing deaf and hard of hearing employees in the reg-
ular work force, These devices will be available to deaf and
hard of hearing employees for official business and in the
case of personal emergencies. As appropriate,
Management will provide training to staff on the use of
these special telecommunication devices,

¢ A visual alarm will be installed on all moving powered
industrial equipment in all postal installations employing

t{gieaf and hard of hearing employees in the regular work
orce.

d.  Visual fire alarms will be installed in all new postal instal-
lations (installations for which the U.S. Postal Service, as
of the effective date of this agreement, has not awarded a
contract for the design of the building) where the Postal
Service installs audible fire alarms. The parties will dis-
cuss and seek to agree at the local level abont the installa-
tion in such other facilities as may be appropriate.

JOINT LABOR-MANAGEMENT MEETINGS
Discussion of problem areas with regard to the use of certified
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sign interpreters. enhancement of job opportunities for the
deaf and hard of hearing, tvpe of special telecommunications
devices to be installed. and installation of visual alarms at other
than new postal installations are appropriate matiters for con-
siderations at Joint Labor-Management meetings. Discussion
of such matters at Labor-Management meetings is not a pre-
requisite o the filing or processing of a grievance.

Vi P il ey (e

Anthony J. Vegliante William H. Quinn

¥anager National President

Contract Administration National Postal Mail
APWU/NPMHU Handlers Union, A Division of
tLS., Postal Service Laborers’ International Union

of North America, AFL-CIO

MEMORANDUM OF UNDERSTANDING

MAIL TRANSPORT EQUIPMENT CENTERS AND
REPAIR CENTERS/REASSIGNMENT

It is hereby agreed by the United States Postal Service and the
Mational Postal Mail Handlers Union, a Divisien of the
Laborers’ International Union of North America, AFL-CIO,
thereinafter Union) that the following provisions shall apply
with regard to the effects on employees, if and when a decision
is made {0 close or consolidate any Mail Transport Equipment
Centers and Repair Centers and excess and/or reassign such
employees to installations engaged in customer services and/or
mail processing where the Union is an authorized representa-
tive:

i. Fuli-time employees in the Mail Transport Equipment
Centers and Repair Centers who were once employed in
1.8, Postal Service facilities or installations engaged in
customer services and/or mail processing and who trans-
ferred or were excessed and/or reassigned voluntarily or
mmvoluntarily to the Mail Transport Equipment Centers or
Repair Centers shall have the right to return to an instal-
lation engaging in customer services and/or mail process-
ing under the following condition:

If the full-time employee is excessed and/or reassigned
because of the closing or consolidation of such Mail
Transport Equipment Centers and Repair Centers and
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was once employed in an installation or facility engaged in
customer services and/or mail processing, such employee
shall be reassigned to the Mail Handler Craft as a full-
time regular without loss of seniority which will be based
on total Postal Service career employment.

Full-time employees in the Mail Transport Equipment
Centers and Repair Centers who are excessed and/or
involuntarily reassigned to a customer services and/or
mail processing installation or facility as the result of the
closing or consolidation of any Mail Transport Equipment
Centers and Repair Centers, and who do niot meet the cri-
teria of paragraph 1 above, shall be excessed and/or reas-
signed as a full-time regular with their seniority
established one day junior to the junior full-time employee
at the installation or facility to which reassigned. Seniority
among these employees will be as previously established in
the Mail Transport Equipment Centers and Repair
Centers, irrespective of the date on which said employees
are assigned to the gaining installation or facility.

Any employee in the Mail Transport Equipment Centers
and Repair Centers who is involuntarily reassigned to a
lower level as a result of the closing or consolidation of an
installation or facility shall receive saved grade and pay.

Employees in Mail Transport Equipment Centers and
Repair Centers who are excessed and/or involuntarily
reassigned to a facility or installation engaged in customer
services and/or mail processing because of the closing or
consolidation of such Mail Transport Equipment Centers
and Repair Centers, and who are otherwise qualified for
the positions in the Mail Handler Craft, shall not be
required to take the written test for the position(s) to
which reassigned.

All employees excessed and/or involuntarily reassigned
pursuant to this Memorandum of Understanding will be
excessed or reassigned within the commuting area.

The Postal Service agrees that if and when a decision is
made to close or consolidate any Mail Transport
Equipment Centers and Repair Centers the Union at the
national level will be notified six (6) months in advance
whenever possible, and if such six (6) months notice is not
possible, as much netice as possible.

T
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Anthony J, Vegiiante William H. Quinn

Manager National President

Centract Administration National Postal Mail

APWUNPMHU Handlers Union, A Division of

U.5. Postal Service Laborers’ International Union
of North America, AFL-CIQ

LETTER OF INTENT
REGIONAL INSTRUCTION 399

: pariiss recognize that Regional Instruction 399 identifies the
andler craft as the primary craft for transportation of mail. In
regard. when mail is transported via an elevator, the principle

wd in Regional Instruction 399 that the mail handler craft is
rimary craft for transportation of mail applies.

Hegional Instructions Part 300
Postal Operations

1085-PO-204

4 Date Filing No.
Processing Work Assignment  2/16/79 399

the enclosed “Mail Processing Work Assignment Guide-
s.” provide primary craft designations relative to the per-
ance of specific mail processing work functions.
Compliance with the principles contained therein is mandato-
7y and applicable to the assignment of all categories of
employees in the regular work force. These assignment guide-
- lines are to be implemented at all postal installations which
pertorm mail processing, in accordance with the implementa-
@oa crteria outlined below and consistent with the terms of
B2 1979 National Agreement.

IMPLEMENTATION CRITERIA
4. Efficient and Effective Operation

All actions taken relative to implementation of these
guidelines must be consistent with an efficient and effec-
tive operation. Consistent with this obligation, no postal
installation shall declare employees excess, increase the

sumber of employees and/or increase work hours solely
as a result of this instruction.
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Four (4) Hours Criteria

If there are four (4) or more hours of contimious work
consisting of one or more work functions in one or more
operations designated to the same primary craft, the per-
formance of the work should be assigned to an employee
of that primary craft.

Distribution Activities

Where the functions of obtaining empty equipment,
obtaining unprocessed mail, loading ledges and sweep-
ing are an integral part of the distribution function and
cannot be efficiently separated, the entire operation will
be assigned to the primary craft performing the distribu-
tion activity. i

Changes in Duty Assignments

No employee’s current duty assignment will be modified
by removing functions designated to another primary
craft until and unless such duty assignment becomes
vacant through attrition. In addition, management may
continue to revert or abolish positions no longer needed.

Assignment of New and/or Additional Work

Assignment of new or additional work, not previously
existing in the installation, shall be made in accordance
with the primary craft designations contained in this
instruction.

. IMPLEMENTATION PROCEDURES

A,

Responsibilities

Sectional Center Managers will review mail processing
operations in installations within their designated MSC
areas. This review will include, at a minimum, an exami-
nation of the work being performed, current duty assign-
ments and a determination concerning what actions will
be necessary to comply with the “Mail Processing Work
Assignment Guidelines,”

Identification of Primary Craft

All post offices with mail processing operations will,
based on the primary craft designations, identify:

L. full-time cletk or mail handler duty assignments
which are assigned to the inappropriate craft,

2. full-time clerk or mail handler duty assignments
which include both clerk and mail handler primary
craft functions.
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3. work functions performed by part-time- fexible
clerks and mail handlers.

Implementation Plan

Based upon the above identification, each sectional cen-
ter manager will develop a detailed implementation plan
which will contain at a minimum:

1. the number of fu]i-time clerk and mail handler
employees.

2. the number, by tour and duties, of full-time clerks
and mail handlers:

a.  with 8 hour assignments in the inappropriate
craft.

b.  whose duty assignments include 4 or more (but
less than 8) hours of work in the inappropriate
craft.

s

the number of full-time clerk and mail handler -
vacancies as of January 26, 1979,

4. the number of full-time clerk and mail handler
vacancies that are anticipated, by postal quarter,
during PQ’s Il and IV, FY 1979, and FY 1980.

5. the number of clerk and mail handler part-time flex-
ible employees.

6. the number of clerk and mail handler part-time flex-
ible employees, by tour, duties and hours, perform-

ing primary craft functions designated to a different
craft. '

/. actions that will be taken to achieve immediate
compliance, and those actions which will require
phased impiementation,

8. the estimated time frame {as may be necessary) for
implementation, including quarterly estimates.

any current clerk or mail handler functions not cov-

ered m the “Mail Processing Work Assignment
Guidelines.”

o

Adherence

Esch sectional center manager will insure that the fol-
fowing actions, when taken, are consistent with this
msiruction:

I, Review each vacant full-time clerk and mail handler
duty assignment,
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2.  Establishment of new full-time duty assignments.
3. Accession of clerk and mail handler employees.

BRI

t1/15/87

. - POST OFFICE PRIMARY CRAFT DESIGNATIONS

i j . Primar
4, Scfheduhng. and staffing studies. Operation Function Craft ¥
Reporting Requir emen.ts - . Plarform L Accept, classify, and Clerk
The managemeni sectional center implementation plan nce contpute postage on
will be forwarded by March 19, 1979, through the igher’s second- and third-
Division Office to the Regional Director, Mail class mail.
Processing, who will be responsible for approving the > D ) )
MSC’s plan, insuring its timely and effective implemen- - etermine correct classi- Clerk
tation, and for monitoring performance against the plan. hqanon of second- and
At least once every six months, a designated regional third-class and all other
coordinator will review each MSC to determine its matter mailed undera
progress relative to making proper clerk-mail handler permit, and determine if
work assignments. The first review cycle must be com- sufficient deposit has.
pleted no later than September 1, 1979, with subsequent been made by the mailer
regional reviews of MSC performance occwrring semi- to cover the cost of
annually thereafter. mailing.
3. Accept pre-cancelled and Clerk
C. Neil Benson gleﬁfr matter mailed in
. ulk quantiti d
Acting Senior Assistant verif;/l posta‘];cs. an
Postmaster General )
Operations Group ' +. Accept other classes of Clerk
mail and receipts if
Necessary,

5. Advise customers as to Clerk

proper mailing procedures.
Enclosure 6. Maintain records of Clerk
Standard distribution plus 2 copies to each MSC permit holders, deposits,
withdrawals and miscel-
MAIL PROCESSING WORK ASSIGNMENT laneous information.
GUIDELINES 7. Make_ necessary reports and Clerk
U.S. Postal Service submit to the manager of
November 15, 1978 finance or equivalent.
(The June 15, 1979 (1096-PO-209) Revision to the Mail - | Transport empty equip- Meail
Processing Work Assignment Guidelines (1085-P0-204) have e ment. Handler
been incorporated herein.) 5 . .

2. Obtaining mail (courtesy Mail
windows, drop units, Handler
staging areas, etc.).

3. Open and dump sacks or Mail
other containers. Handler

4. Cull (separate mail by Mail
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Primary . . Primary
Operation Function Craft {Operation ‘ Function Craft
type, and make basic Handler skges.hchutes._ COH‘;eyors,
local/out of town splits ?il'j“t c.’}; f.r SOUTCES 10T
into trays, hampers, lstribut:on. _
conveyors, efc.).Dis- 3. Traying letters and . Mail
tribution to cases or separating mail by type Handler
sack/pouch racks will be into different containers,
as.sihgnlfd in accoyd?nce seliarfa:ing by local and
with the appropriate out of town,
distribution operation. ] ) 4. Reporting mail with incor- Clerk
5. Tray loose metered mail, I\H/Iaﬂdl rect meter dates and rating
etc. andler short paid mail.
6. Face and cancel letters Mail 5. Identification and handling Clerk
OII\I/IEhi 1£§1cer can_ce_ller 5 Handler of presorted and riffie mail.
(Matk II or equivalent). 1 Riffle Distribution of customer Clerk
7. Cance] letters on Mark MaldI sequenced mail by ZIP Code,
Hnﬂﬁ?‘tst"‘l’)‘i:;relecmd Handler state or otherwise, which is
o . sorted by batches, avoiding
8. Hand cancel, cancel with Mail piece by piece distribution.
Model G or other device. Handler Riffle mail can be sorted at
. . letter cases, tray packs or
9. Tray canceled mail for Mail ; ,
distribution operations. Handler pouch ur;Ck& depending on the
10. 113{2;{3 I;aqﬁciilcancel short Clerk " Lembined 1. * Transporting empty equip- Mail
g ) ment, Handler
11. Repair damaged letters. Mail
Handler 2. *Obtaining letters from Mail
12. Examine sacks for mail Mail staging areas for distri- Handler
content. Handler bution.
13. ilggn;igi;ﬁgr gg;:li ;g)ort- Clerk 3. *Loading ledges. glaih 1
, ) andler
mail not meeting postal i M C
regulations. - Manual distribution of Clerk
. . . letter mail.
14. Back stamping of missent Mail oo
mail. Handler 3. Dls.tlribunon of NIXIE Clerk
. . mai
020 Originat- 1. Transporting empty equip- Mail . . L )
ing Meter Mail ment. Handler 6, Sc\;'teepmg, r;:_ontamerlzmg I-l\;{a]f:i |
Preparation _ ana transporting. andler
2. Prepare originating Mail 7. Identifying and reporting, Clerk
metered, permit imprint, Handler

as appropriate, mail not
meeting postal regulations.

8. *Pulling and transporting Mail
165

and official penalty mail
received from collection
routes, lobby drop, dock,

164




Primary
Operation Function Craft
pouches and/or other Handler
containers.

*In offices where the tasks of obtaining empty equipment, obtain-
ing unprocessed mail, loading ledges, sweeping and containerizing
is an integral part of the distribution function, the entire operation
is a function of the primary craft performing the distribution.

040 Outgoing 1. *Transporting empty equip- Mail
Letter ment. Handler
Secondary

2. *QObtaining unprocessed Mail
mail. Handler
3. *¥Loading ledges. Mail
Handler
4, Manuat distribution of Clerk
letter mail.
5. Distribution of NIXIE mail. Clerk
6. *Sweeping. Mail
Handler
7. *Containerizing and trans- Mail
porting. Handler
8. Identifying and reporting, Clerk

as appropriate, mail not
meeting postal regulations.

9. *Pulling and transporting Mail
pouches and/or other Handler
containers.

043 State 1. *Transporting empty equip- Mail
Distribution ment. Handler
Letters
2. *Obtaining unprocessed Mail
mail. Handler
3, *Loading ledges Mail
Handler
4. Manual distribution of Clerk
letter mail.
5. Distribution of NIXIE mail. Clerk
6. *Sweeping. Mail
Handler
7. *Containerizing and trans- Mail
porting. Handler

*See asterick below Operation 030.
166

Diperation

£ ’1‘!_3 -
Preferential
Tiseribution
Ciodes

b

[o.

G

Function
Iéeméf}*ing_ and reporting,
s appropriate, mail not
meeting postal regulations,

*Pulling and transporting

pouches and/or other
contamers,

- *Transporting empty equip-

ment.

*Obtaining unprocessed
mail.

*Loading ledges.

. Manual distribution of

letter mail,

. *Sweeping.

*Co_ntainerizing and trans-
porting.

- Identifying and report-

1ng, as appropriate, mail
ot meeting postal regula-
tions,

. Distribution of NIXIE mail.
. *Pulling and fransporting

pouches and/or other
containers,

. *Transporting empty equip-

ment,

. *Obtaining unprocessed

maijl,

. *Loading ledges.

. Manual distribution of

fetter mail,

*See asterick below Operation 030,

167

Primary
Craft

Clerk

Mail
Handler

Mail
Handler
Mail
Handler
Mail
Handler
Clerk

Mail
Handler
Mail
Handler
Clerk

Clerk
Mail
Handler

Mail
Handler
Mait
Handler
Mail
Handler
Clerk




Operation

050/055
Priority Mail
Distribution

Funciion
5. *Sweeping.

6. *Containerization and trans-
porting.

7. Identifying and reporting,
as appropriate, mail not
meeting postal regulations.

8. Distribution of NIXIE mail.

9. *Pulling and transporting
pouches and/or other
containers.

1. *Transporting empty equip-
ment.

2. *Culling, facing and
canceling.
3. #*QOpening and dumping.

4. *Transporting mail.

5. *Loading ledges.

6. Distribution of priority
mail.

7. *Sweeping.

8. *Containerizing.

9. *Pulling and transport-
ing pouches or other
containers.

10. Rating mail matter,

11. Maintaining current sched-
ules and schemes.

12, Handling registry mail.
13. Maintaining receipt and

*See asterick below Operation 030.

168

Primary
Craft

Mait
Handier

Mail
Handler

Clerk

Clerk
Mail
Handler

Mail
Handler

Mail
Handler

Mail
Handler
Mail
Handler

Mail
Handler
Clerk

Mail
Handler

Mail
Handler
Mail
Handler

Clerk
Clerk

Clerk
Clerk

Function
dispatch records,
i4. Identifving and reporting,
as appropriate, mail not
meeung postal regulations.
L. *Transporting empty equip-
ment.
2

3. *Loading ledges.

4. Manual distribution of
flat mail.

5. *Sweeping.

6. *Containerizing and trans-
porting.

7. Identifying and reporting,
as appropriate, mail not
meeting postal regulations.

8. Distribution of NIXIE mail.

9. *Pulling and transporting
pouches and/or other
containers.

L. *Transporting empty equip-
ment. & SmpLy cquip

2. *Obtaining unprocessed

mail,

3. *Loading ledges.

4. Manual distribution of fiat
mail,

5. *Sweeping.

8. *Containerizing and trans-
porting,

&¢ asterick below Operation 030..
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*Obraining unprocessed mail.

Primary
Craft

Clerk

Mail
Handler
Mail
Handler
Mail
Handler
Clerk

Mail
Handler
Mail
Handler
Clerk

Clerk

Mail
Handler

Mail
Handler
Mail
Handler
Mail
Handler
Clerk

Mail
Handler

Mail
Handler




Operation

073 State
Distribution
Flats

074 Sectional
Center Flat
Distribution

—_

Function

. Identifying and reporting,

as appropriate, mail not
meeting postal regulations.

Distribution of NIXIE mail.
#Pulling and transporting

. pouches and/or other

containers.

*Transporting empty equip-
ment.

*Qbtaining unprocessed
mail.

. *Loading ledges. |

. Manual distribution of

fiat mail.

. Distribution of NIXIE mail.

*Sweeping.

*Containerizing and trans-
porting.

. Tdentifying and reporting,

as appropriate, mail not
meeting postal regulations.

*Puliing and transporting
pouches and/or other
containers.

#Transporting empty equip-
ment.

*(btaining unprocessed
mail.

*Loading ledges.

. Manual distribution of

fiat mail.

#See asterick below Operation 030.

170

Primary
Crafi
Clerk

Clerk
Mail
Handler

Mail
Handler

Mail
Handler

Mail
Handler

Clerk

Clerk
Mail
Handler
Mail
Handler
Clerk

Mail
Handler

Mail
Handier
Mail
Handler
Mail
Handler
Clerk

Operation

73 Quigoing
Flat Secondary
Non-Preferential

Function
3. *Sweeping.

6. *Containerizing and trafns-
portng.

7. Idensifying and reporting,
as appropriate, mail not
meeting postal regulations.

8. Distribution of NIXIE mail.

9. *Pulling and transporting

pouches and/or other con-
tainers.

1. *Transporting empty equip-
ment.

. *(btaining unprocessed
flats.
3. *Loading ledges.

4. Manual distribution of flat
mail.

5. *Sweeping.

6. *Containerization and trans-
potting.

7. Identifying and reporting,
as appropriate, mail not
meeting postal regulations.

8. Distribution of NIXIE mail.

#Pulling and transporting
pouches and/or other
containers.

Machine distribution of ail
classes of letters.

Note: Allied labor required is
normally performed by clerks

#See asterick below Operation 030.

171

Craft

Mail
Handler

Mail
Handler

Clerk

Clerk

Mail
Handler

Mail
Handler
Mail
Handler

Mail
Handler

Clerk

Mail
Handler

Mail
Handler

Clerk

Clerk
Mail
Handler

Clerk




Operation

088-089
Optical
Character
Reader
Distribution

090-098
SPLSM
Distribution

100 Outgoing
Parcel
Distribution

105 Mechanized
Parcel Sorter

Function

because of the rotation system
employed.

OCR machine distribution
of all classes of mail,

Note:See 080-087 note.

Machine distribution of
all classes of letters.

Note:See 080-087 note.

1.

f—

*Transporting empty equip-
ment. :

*Qbtaining mail from staging

area.

*Dumping sacks or containers.

Manual distribution of
parcel post, without scheme
knowledge.

Manual distribution of
parcel post requiring
scheme knowledge.

*Pulling and dispatching
sacks or other containers.
*Containerizing and trans-

porting mail to dispatch
areas,

*Hanging sacks and insert-
ing labels.

*Transporting empty equip-
ment.

#*Obtaining mail from staging

area.

*Dumping sacks or con-
tainers.

*See asterick below Operation 030.

Primary
Craft

Clerk

Clerk

Mail
Handler
Mail
Handler
Mail
Handler

Mail
Handler

Clerk

Mail
Handler
Mail
Handler
Mail
Handler
Mail
Handler
Mail
Handler

Mail
Handler

{dperation Function
4. Distriburion of parcel post
through the use of parcel
sorting machines.

(¥

*Pulling and dispatching
sacks or other containers.
6. *Containerizing and trans-
porting mail to dispatch
areas.

“Hanging sacks and insert-
ing labels,

308 Rewrap 1. Transporting empty equip-
ment,

)

Obtaining mail from staging
ared,

tya

Assembling contents of
damaged parcels

4. Operating strapping
machines, heat tunnels and
other rewrap mechanization.
Reload mechanization with
strapping, film, etc., and
provide routine daily main-
tenance on mechanization,

5. Readdressing parcels.
6. Keeping records as required.

Note: All of the work performed
in this operation can

be considered an integral
function of Operation 100

or 200 and may be assigned

to the craft doing that
distribution.

1. *Transporting empty equip-
azg PP ment.

g and 2. #*0Obtaining mail from staging
*See asrerick below Operation 030.

173

Primary
Craft

Clerk

Mail
Handler

Mail
Handler

Mail
Handler
Mail
Handler
Mail
Handler
Mail
Handler

Mail
Handler

Mail
Handler

Mail
Handler

Mail
Handler

Mail




Operation
Traying Pouch
Sack & Loose
Pouch.

134 Sectional
Center
Distribution

Function
area.

*Dumping sacks, pouches,
or containers, Cull/separate
mail by type/characteristics
and make basic local/out-of-
town splits to trays, hampers,
gurneys, conveyors, nutting
trucks, or other containers,

*Hanging sacks or pouches.

*Inserting labels.

*Cutting bundles and facing
letters and flats,

Distribution of outgoing
IPP’s newspapers, rolls,
letter or flat bundles,
stugs, Special Delivery or

Special Handling parcel post.

*Pulling sacks, pouches, or
containers for dispatch,

*Containerizing and trans-
porting.

. *Operating “strapping”

equipment,

*Transporting empty equip-
ment.

*Obtaining unprocessed
mail.

*Loading unprocessed mail.

4. Manual distribution of mail,

7.

. *Sweeping.

*Containerization and
transporting.

Distribution of NIXIE mail,

*See asterick below Operation 030.
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Primary
Craft

Handler

Mail
Handler

Mail
Handler

Clerk

Mail
Handler

Clerk

Mail
Handler
Mail
Handler

Mail
Handler
Mail
Handler
Mail
Handler
Mail
Handler
Clerk
Mail
Handler
Mail
Handler
Clerk

Operation

130 Incoming
Lester Primary

Emcoming

| Lewer Secondary

Function
Identifying and reporting,
as appropriate, mail not
meeting postal regulations.

*Pulling and transporting
pouches and/or other
containers.

. *Transporting empty equip-

ment,

*Obtaining mail from staging
area,

. *Loading ledges.

Manual distribution of
letter mail.

*Sweeping.

*Containerizing and trans-
porting.

7. Distribution of NIXIE mail.

[

6.

. Identifying and reporting,

as appropriate, mail not
meeting postal regulations.

*Pulling and transporting
pouches and/or other
containers.,

*Transporting empty equip-
ment.

*Obtaining mail from staging
area,

*Loading ledges.
Manual distribution of
letter mail,

*Sweeping.

*Containerizing and trans-

*Ses asterick below Operation 030.

175

Primary
Craft

Clerk

Mail
Handler
Mail
Handler

Mail
Handler
Mail
Handler
Clerk

Mail
Handler
Mail
Handler
Clerk
Clerk

Mail
Handler

Mail
Handler

Mail
Handler
Mail
Handler
Clerk

Mail
Handler

Mail




168/169 Box

Primary and

170 Incoming
Flat Primary

Function
porting.
7. Distribution of NIXIE mail.
8. Identifying and reporting,

as appropriate, mail not
meeting postal regulations.

9. *Pulling and transporting
pouches and/or other
containers.

—

. *Transporting empty equip-
ment.

2. *Obtaining mail from staging

areas.
3. *Loading ledges.

.4. *Hanging and labeling sacks
or pouches,

5. Manual distribution of
mail,

6. Window Service incidental
to box section activities.

7. #Puiling and dispatching
sacks or pouches.

8. Distribution of NIXIE mail.

9. Identifying and reporting,
as appropriate, mail not
meeting postal regulations.

10. *Sweeping.

1. *Transporting empty equip-
ment.

2, *QObtaining flats from
staging area.

3. *Loading ledges.

*See asterick below Operation 030.

176

Primary
Craft

Handler
Clerk
Clerk

Mail
Handler

Mail
Handler

Mail
Handler
Mail
Handler
Mail
Handler

Clerk
Clerk
Mail
Handler

Clerk
Clerk

Mail
Handler
Mail
Handler
Mail
Handler
Mail
Handler

FEY

LA

175 Incoming
Flat Secondary

Incoming IPP
Distribution,

o

Function

. Meanual distribution of

fiat mail.

. *Sweeping,

. *Containerizing and trans-

porting.

7. Distribution of NIXIE mail.
8. Identifying and reporting,

as appropriate, mail not
meeting postal regulations.

. *Pulling and transporting

pouches and/or other
containers,

. *Transporting empty equip-

ment,

. *Obtaining flats from stag-

ing area.

. *Loading ledges.

. Distribution of flat

mail.

. *Sweeping.

. *Containerizing and trans-

porting mail to dispatch
areas.

. Distribution of NIXIE mail.
. Identifying and reporting,

as appropriate, mail not
meeting postal regulations,

. *Pulling and transporting

pouches and/or other
containers,

. *Transporting empty equip-

ment,

*See asterick below Operation 030.

177

Primary
Craft
Clerk

Mail
Handler
Mail
Handler
Clerk

Clerk

Mail
Handler

Mail
Handler
Mail
andler
Mail
Handler
Clerk

Mail
Handler
Mail
Handler

Clerk
Clerk

Mail
Handler

Mail
Handler




Operation
Opening and
Traying

200 Incoming
Parcel
Distribution

—

=)

Function
*(btaining mail from staging
area.

*Dumping sacks, pouches,
or containers. Cull/separate
mail by type/characteristics
and make basic local/out-of-
town splits to trays, hampers,
SUITEYS, CONVEyors, nuiting
trucks, or other containers.

. *Hanging and labeling sacks

or pouches,

. Distribution of incoming

IPP’s, newspaper rolls,

letier or flat bundles,

Special Delivery or Special
Handling parcel post to sacks,
pouches, or containers.

. *Cutting bundles and facing

letters and flats.

. *Containerizing and trans-

porting.

. *Pulling and transporting

pouches and/or other
containers.

. *Transporting empty equip-

ment.

*Obtaining mail from stag-
ing area.

. *Dumping sacks or con-

tainers.

. *Hanging and labeling

sacks.

Manual distribution of
parcel post.

. *Containerizing and trans-

porting.

*See asterick below Operation 030.
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Primary
Craft

Mail
Handler

Mail
Handler

Mail
Handler

Clerk

Mail
Handler

Mail
Handler

Mail
Handler

Mail
Handler
Mail
Handler

Mail
Handler

Mail
Handler

Clerk

Mail
Handler

240-339
Distribution

—

[V

10.

11.

12,

Function
*Puiling and disparching
pouches and/or other
COntainers.

. Transporting empty equip-

ment,

- Loading and unloading

vehicles.

. Separating mixed collection

mails,

. Non-scheme separation of

sacks, pouches or outside

parcels for further processing.
. Manual sorting of sacks,

pouches, and outside
parcels for destination
dispatch requiring scheme
knowledge.

. Manual separation of sacks,

pouches and outside parcels
requinng no scheme knowi-
edge.

. Mechanized sorting of sacks,

pouches and outside parcels
requiring scheme knowledge.

- Mechanized sorting of sacks,

pouches, and outside parcels

requiring no scheme knowledge.
- Operating tow motors, fork

lifts and jacks.
Directing traffic,

Transporting mail to and
from platform areas.

Making dock connection
transfer.

Distribution of mail.
The designation of a

*See asterick below Operation 030,
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Primary
Craft

Mail
Handier

Mail
Handler
Mail
Handler
Mail
Handler
Mail
Handler

Clerk

Mail
Handler

Clerk

Mail
Handler

Mail
Handier
Mail
Handler
Mail
Handler
Clerk

Clerk




Operation

at Stations
& Branches

549 Sack
Examination

Function
primary craft can be
applied to a detached
unit which performs or
supports a mail process-
ing operation.

. Bxamining and segregating

empty bags.

Bundling, sacking, tying
and labeling empty mail
bags.

BULK MAIL CENTERS
Primary Craft Designations

Primary
Craft

Mail
Handler
Mail
Handter

In Bulk Mail Centers, where the tasks of transporting empty equip-
ment and mail, as well as other ancillary activitics, are an integral
part of the distribution function and cannot be separated, the entire
operation is a function of the primary craft performing the distribu-

tion.

Operation

Inbound
Docks

Outbound
Docks

Function

Unload vehicles.

Stage and transport
pallets.

Dumping hampers.
Culling.

Minor on-site
parcel repairs.

Vehicle record
keeping.

Weigh and accepi-
ance.

Load vehicles.

*See asterick below Operation 030.
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Primary
Craft
Mail
Handler
Mail
Handler
Mail
Handler
Mail
Handler
Mail
Handler
Clerk

Clerk

Mail
Handler

Barrd

[

tad

im

LA

o

:w\l

-

L)

Furction

Tepd misseny/mal-
fomction chutes.

COTIAMETS,

Wehicle record keep-
mE

Facing and keying.
Calling at parcel
meduction stations.
Minor on-site
repairs/bag damage.
Sort foreign mail.
Disirtbution at
roller tables to
sacks/containers.
Distribution at
missent/malfunction
chutes.

Container loader
rending.

Obtaining and moving
empty equipment.
Facing and keying.
Culling for minor
onsite repairs.

Distribution of
parcels to sacks/
containers.

Container loader
tending.

181

Primary
Craft

Mail
Handler

Mail
Handler

Mail
andler

Mail
Handler

Clerk

Clerk
Clerk

Clerk

Clerk
Clerk

Clerk

Mail
Handler
Mail
Handler
Clerk

Clerk

Cletk

Mail
Handler




Operation

Sack Sorting, 1.
Rewrap IPPs
and Non-ZIP
Coding 2.
3.
4.
5
6.
7.
8.
9
10.
1.
Sack 1,
Shakeout,
Container
Dumping 2.
3.
4,

Loose in Mail 1,

Function

Obtaining and moving
empty equipment,

Sack sorting keying.

Culling and on-site
parcel repairs.

Tend missent/mal-
function chutes.

Rewrap.

. ZIP Coding unzipped

mail.
Dumping hampers,
sacks, etc.

Culling of irregular
parcels,

Sorting of irregular
parcel,

. Empty equipment

handling,
Transport sacks/con-
tainers.

Sack sorter run out
tending.

Sack shakeout.

Container dumping.

Culling for non-
machinable mail and
damaged parcels.

Empty sack process-
ing.

Sort, maich and

182

Primary
Craft
Mail
Handler
Mail
Handler
Mail
Handler
Mail
Handler
Mail
Handler
Clerk

Mail
Handler
Mail
Handler
Clerk
Mail
Handler
Mail
Handler
Mail
Handler
Mail
Handler
Mail
Handler

Mail
Handler

Mail
Handler

Clerk

Operation

NMO

Outgoing [PP
Opening and
Dhstribution

Function
recordkeeping.

Collect and trans-
port.

Culling and trash
screening,

. NMO sorting.

Transporting con-
tainers and empty
equipment,

. Dumping containers,

racks, pallets.
Culling and bundle
repair.

Distribute second-
and third-class to

sacks and containers.

. Empty equipment

handling.

. Tramsport sacks,

containers, pallets.

183

Primary
Craft

Mail
Handler
Mail
Handler
Mail
Handler
Mail
Handler

Mail
Handler
Mail
Handler
Clerk

Mail
Handler
Mail
Handlex




INDEX

A
Accident reports

Advance Notice, Technological or
Mechanized Changes

Alcohol and Drag Recovery
Programs

Alcohol Use On The Clock
Prohibition

Annual Leave
Choice Vacation
Credit Union Work
No Forfeiture
For Union Conventions
Vacation Planning
Leave Pay for Higher Level
Details
Carryover, Memorandum of
Understanding

Application for Employment
Falsification

Arbitration
Quarterly Report
General Provisions
Impasse, Local Implementation
National Level
Regional Level, Regular
Regional Level, Expedited
Award Requiring Interest on

Back Pay

Referrals to Step 4

Assignment to Craft, New Position

Assignment of Ill or Injured
Employees

Article
14

4
35

10

10
10
36
10
24
10

25
(MOU)

12
15

30
15

(MOU)
(MOU)

1

(Also See Light duty Assignments) 13

Introduction

Employees Request For
Reassignment '

Filling Vacancy Due To
Reassignient to Another
Craft

General Policy Procedures

184

Section Page

2

1B

4A

4D
4B
4C

63

116

86

23
25
112
25
97
26

99
121

31

76
83
76
104
83
78
81

123
152

57
57

57

62
59

i}

|
N

il

ftems To Be Negotiated Locally

- Light Dufy Bidding )
Permanent Reassignment
Sentority of An Employee

Assigned To Another Craft

Temporary Reassignment

Antomated Systems Development

B

Bargaining Unit Work, Performed
by Supervisors

Basic Annnal Salary

Benefit Plans
Health Benefits
He:&ith Benefit Brochures
Injury Compensation Life
Insurance
Memorandum of Understanding
Retirement
Child Care (See Committee
on Benefits)
Bidding
Bidding After Reassignment of
Employees Excess To The
Needs of a Section
Definition
Information on Bids
Light Duty Bidding
Maultiple Bidding
Reassignments To Other
Installations
Successful Bidder
Sack Serter Machine Operator
Withdrawing Bid
Within Own Category
2848 Bidding Prohibition
Buletin Boards

C
Call-In-Pay
Casual Employees
16% Limitation

185

Article

(MOU)

14

21
21

(MOU)

(MOU)

12

(MOU)

(MOU)

22

~1 -3

Section Page

3
2B

N

W N e

6C4
2D
3D

3B9

6C5b
3E

3B10
3B1
3B12

1B
1B

59
118
58

63
57
63

20

94
95
9%

926
141
96

141

50
32
41
118
40

52
41
134
40
38
40

96

20

14
14




(Also See In Excess of 10%

Limitation Letter of Intent)

Re-Employment During
Christmas for 21 Days
Terms of Employment
Christmas Work and Pay
Part Time Employee Pay

Civil Rights

Claims
Employee
Employer

COLA, Roll-In

Collection Procedures, Employer
Claims

Combining Work of Different
Craft

Combining Work of Same Craft

Committees

Joint National Education and
Training Fund Committee

Joint Local Educational and
Training Committee

Joint Labor-Management

National Administrative
Committee (NAC)

National Joint Safety Labor-
Management

Local Safety Committee

National Joint Technological
and Mechanization Changes
Comimittee

Joint Task Force On Discipline

Clean Air Committees

Benefits Committee

Comparative Work Hour Report
Compensation Injury (OWCP)
Consumer Price Index, Defined
Consumer Price Index Base

Conversion From Part-Time to
Fuoll-Time

186

Article

{(LOI)

7
7
11
11

2

27
28

9

28

(MOU)
(MOW)
38

{(MOU)

14
14

(MOU)
(MOU)
(MOU)

12
21

Section Page

1B
1b
4B

4AB

2A
2A

5A3

4A1
4A2

129

14
14
29
3

3

100
101

24

101

15
15

117

117
113

137

63
63

138
147
141

43
96
23
23

15

i

it

Cast-of-Living Adjustment
" Effective Dates
Formula
- Roll-In of Existing COLA
Emmzis, Field Federal Safety and
Health
Comrt Leave, Part-Time Flexibles
Craft Assignment, New Positions

Credit Unions and Travel
. Apnual Leave for Dufies

.. Fravel Authority

Crussing Crafts

Crossing Craft Assignments,
Memorandum of
“‘Understanding

D

Damage to USPS Property &

Betailed to Higher Level Craft

5 Assignments

Betailed to Higher Level Position,
- Pay

)

Betailed to Lower Position, Pay

Betailed to Supervisory
Position, 204b

Disability Insurance

- iSee Committee on Benefits)
Disagreement, Medical Condition
Discipline, Statement of Principle

: Biseipline Procedures
Bischarge
Bizcussion, Private

{Also See Privacy In The
Disciplinary Process LOI)

Emergency Procedure
Indefinite Suspension
Letter of Warning
Records

187

Article
9

14
(MOU)

(MOU)

28
25

25
25

12

(MO
13
16
16

(LOI)

Section Page

4 23
4B 23
4C 23
5 24
9 70
i31

5 2
111

2 112
2 112
2 15
125

3 11
4 98
2 98
2 98
3B12 40
141

2B2 58
1 34
84

5 85
2 84
140

7 86
6 86
3 84
10 87




Review of Discipline
Suspension of 14 Days or Less
Suspension of More Than

14 Days or Discharge
Veterans’ Preference

(Also See Veterans’ Preference

MOU)
Discipline Task Force, Memor-

andum of Understanding

Discrimination

Drug Recovery Program

Drug Use on the Clock, Prohibited
Dual Filing

Dues Checkoff

DPuration Clause

E
Effective Date of Agreement
Eight Hours Within Nine
Eight Hours Within Ten

Emergency, Annual Leave
Commitments

Emergency Defined

Emergency Procedure Discipline
Employee Assistance Program
Employee, Casual

Employee Claims
Adjudieation
Claim Minimum
Denial Letter
Filing
Time Limits for Filing
Employee Classifications
Full-Time
Part-Time
Casuals

Employee Complements

Article

(MOU)
(MOU)

35
16

17
39

39

10

i6
35

27

Section Page

86

85
87

150

138
3
110
86
4
90
115

o n = oo

[ I N

115
16

[ ]

4D 27
6A1 3

110

100
100
100
100
160
100

13
1A1 13
1A2 13
1B 14

el R X

3 15

84

il

|

I

Employees, Included in Agreement

Employees, Excluded from
Agreement
Employee’s Request for
Reassignment
M or Injured—Temporary
11 or Injured—Permanent
Employer Claims
Collection Procedures
Damage to USPS Property and
Vehicles
Less of or Damage to the Mails

Entering Postal Installations,
Rights of Union Officials, Notice
Reguired

Examinations for Promotion

Exceptions, Work Schedules,
Part-Time Employees

Excessed Employees
- Bumping Prohibition

Petails
- Empleyee Notice

' Mon-Mail Processing/Delivery

Facilities

Mot Warranted by Business

- Conditions

Option fo Revert to Part-Time

Flexible

her Than by Attrition

utside Installation, Mileage

Part-Time Flexible, In Excess of

Buota

malification Requirements

Retern to Same Craft/

. Imstallation

- Speciat Provision

- To Needs of Section
Travel Regulations

189

. Comparative Work Hour Report
- Casnals, Separate to Extent Possible

Article

i

1

13

28

23
33

8
12

Section Page

4

3

2
2A
28

101

3

3

5
6B3
5A3
5B
6B7
6B5

6B10a
5A4

5B
6Cs

. 6C5h

6C7
6B8
6B10b1
6C

6C4
6B5

2

2

57
57
38

101

101

97
108

16

42
44
43
43
45
45

46
43

43
51

52

55
45

46
46

49
45




Union Notice
Withholding Positions

Expedited Arbitration Memoran-
dum of Understanding

Expedited Arbitration Bench
Decisions

F
Facility Exclusions

Falsification of Employment
Application

Full-Time Employees
Call-In Guarantee
Call-In Guarantee,

Non-Scheduled Day
Complements
Definition and Use
Improper By-Pass, Overtime
Normal Workweek
Overtime Work
Overtime Assignments
Service Day
Work Schedules
Workweek

G

Government Driving License,
OF-346
Considering the Record
Every Reasonable Effort to
Reassign
Revocation or Suspension

Grievance-Arbitration Procedure
Arbitration
Fees
National Level
Regional Level-Regular
Regional Level-Expedited
Scheduling Time Frames

Definition
General Procedure
Step 1

Article

(MOU)

15

-t
o

fan B I B [+ -]

MOU)

e Qe e RN

29

15

Section Page

0B4 45
682 44
136

4C4af 32
3 2
1B 31
8 20
8 20
3 15
1A1 13
- 130

2C 16
4 16
5 17
2B 16
2 16
1 16
102

1D 102
1D 102
1 102
70

4 76
4A7 77
4D 83
4B 78
4C 81
4B2b & 78
4C2 82
1 70
3 75
2 71

Article

£ Remmand
of Under-

{MOU)

Mo

14
14
21
21

= Contribution 21
i Assionments 25

For 25

g@gﬁ&m Assignment
Pay

- Short-Term Assignment
Terminal Feave

191

Section Page

~X 0o oo oo

[ = ¥ Y
o
"

[N

8J2

==

A3

5A2
5B

ot Uy

71
71
71

152

141

20
20
20
19
19A,B
17
19
19
16

23
93
93

3
70

63
63
%4
9%
94

98
98
98
98
99
99
98
99
99




Article  Section Page Article  Section Page

Holidays 11 28
Christmas 4B gg
Eligibility 2
Non-workday 5 29 ‘ 38 113
Observed 1 28 & Safety
Part-Time Employees 7 k] | id o 3A1 64
Payment ° 3 29
Schedule 6 30 4 4 66 -
(Also See MOU on Holiday N
Scheduling) Mo 132
Work 4 29 P = N
Hours of Work 8 16 : S
Exceptions 3 16
Part-Time Employees 3 16 , .
Workweek 1 16 MO 141
Full-Time Regulars 1 16 0
Part-Time Regulars 1 16 MOU) 138
. i + 3F 26
I kil . 2G 103
Il or Injured 13 57 15 1 84
Local Implementation 30 M,N,O 104
Request for Reassignment 13 2 57
Impasse, Local Implementation 30 3 58 18 13
Impact Statement 12 SA2 62 6 ¢
Indefinite Suspension 16 6 85 . g m 25
Information Request Reimburse- ) 7 Than Choeice
ment by Union 31 3 166 E o 30 2K 103
Injury Compensation 21 4 96 4 % Union Conventions ég gg 26
Inspection of Lockers 37 2 112 24 2 13;
Inspection Service (See Memoran- (MOU) 121
dum of Understanding - Role of 10 3 25
the Inspection Service in Labor 30 2D 103
Relations Matters) (MOU) 140 30 2H 103
Insurance, Life 21 2 9% 30 2C 103
Inverse Seniority, Overtime : 16 - 1 25
Desired List 8 5D 18 im Charge 10 6D 28
. 10 6
Involuntary Layoff 6 6 atien Planning 10 4 §2
Involuntary Reassignment 12 5&6 42 _ ﬁﬂg&miﬁg Day of Vacation 30 2E 103
- Regalations 10 2 25

193




(Also See Memoranduin
of Understanding on LWOP in
Lien of SL/AL)

Letters of Intent
Article 15 Back Pay Awards

Article 16 Privacy in the
Disciplinary Process

Article 31 - Information/Reports

. fpu
Bids, Transitional Employees, and
Miscellaneots Provisions

Casuals-In Excess of 10%

Operations 110-129 and 180-189
Clarifying Instructions

Organizational Structure Changes

PSDS - Operation Numbers
Accounting Period Report

Regional Instruction 399
Sack Sorter Machine Operator
USPS Divisions

Work Clothes-Contract Uniform
Allowance Program

Letter of Warning
Life Insurance Programs

Light Duty Assignments
Establishment of

Filling Vacancies, Reassignment

to Another Craft

General Policy

Number

Seniority of Employee Assigned
to Another Craft

Local Implementation
Arbitration of Impasses
Current Memoranda of Under-

standing
Procedures

194

“Casuals - Accounting Period Report

Article
(MOU)
(LOD)
{LOD
(LOD)
{(LOI)
(LON
(L.O0)
(L.OI)
(LOT)
(LOD
(LOD)
(LOI)
(LOT)
(LOI)
16 3
21 2
13
3A-C
5
4 59
- 3C
6A,B
30
3
30 1
2

Section Page

116

146
153

128
159
134
127

149

163
104

103
163

i

o of

= 0m Applicable

Methods, Means,

“ndaof Understanding
ameal Leave Carryover

=

e 3% - Local Implemen-
tafion Procedures

. Artielz 31 - Computer Tape

Aceounting Period Report
Clean &ir Act Committeep
Committee on Benefits
gdm Craft

-dacation and Training Fund
Exp:eﬁ‘ited Arbitration
Holiday Scheduling

195

Article

(MOU)

19

13

(MOU)
(MOU)

MoL)

(MOU)
(MOU)
(MOU)
(MOU)
(MOU)
(MOU)
(MOU)

Section Page

2E

143

114
66

101
101

PN

N R £ F

121
134

143

144
147
141
125
117
136
132




Article  Section Page
Improper By-Pass Overtime (Mo 130
Leave Sharing (MOU) 126
Light Duty Bidding (MOU) 113
LWOP in Lieu of SE/AL (MOU) 118
Mail Transport Equipment
Centers and Repair Centers/
Reassignment {MOU) 157
Modified Discipline Programs (MOU) 1358
On-The-Job Instructor (MOU) 142

Overtime/Acting Supervisor -
204b {MOU) 124

Part-Time Flexible Court Leave (MOU) 131
PSDS - Operation Numbers
Accounting Period Report (MOU) 128
Reasonable Accommodation for
the Deaf and Hard of Hearing (MOU) 155
Role of the Inspection Service in
Labor Relations Matters (MOU) 146G
Sack Sorter Machine Operator  (MOU) 134
Sick Leave for Dependant Care (MOU) 122
Step Increase, Unsatisfactory
Performance (MOu) 154
Step 4 Procedures {(MOU) 152
Supervisors Performing
Bargaining Unit Work (MOU) 124
Task Force On Discipline (MOU) 138
Uniform Program {MOL) 148
Veterans’ Preference (MOU) 150
Merit Systems Protection Board 16 5 85
N
National Postal Mail Network,
Reassignment 12 5A1 43
National Study Committee on
Parking
(See Clean Air Act Committee
Memorandum of Understanding (MOU) 148
New Employee Orientation, Union
Participation 17 5 90
New Jobs, Created by Technological
or Mechanization Changes 4 4 5
Newly Created Positions 1 5A 3

196

New Period of Seniority

New Positions, Assignment o
Craft
Night Shift Differential
{Also See Appendix)
Non-Biscrimination
Xon-Scheduled Day, Call-In
Normal Workweek
No Strike Clause
0]
OF-346, Driving Privileges
Orientation of New Employees
Overtime
Assignments
Bresired List
Desired List (Excused Absence)
Rate
Restrictions
When Paid
WP Compensation

£
s4f Work Exceptions
ate Category

= Court Leave, Memor-
of Under standing)

to Full-Time

pand Use

197

Article

12

00 =

—C0 Q0 b

29
17

21

2¢

(MOU)

Section Page

2F

L7 SR

1A2
1A2

6D
1A

33

2

19
19A,8

3
20
16
92

102

90
16
17
17
19
16
19

18
96

93
94
93
94

148

14
14
16
36
57
16

131
15
14
20




Holiday Pay
Hours of Work

Payroli Deductions

Performance of Bargaining Unit

Work by Supervisors

Office with Less Than 100
Bargaining Unit Employees

Office with More Than 100
Bargaining Unit Employees

Postal Installations, Union
Officials Right to Enter, Notice
Required

Posting, Principles

Preference Eligibles, Discipline
Cases

Premium Rates
Principle of Promotions
Probationary Period

Promotions
Examinations
Employees From Outside Craft
Principles
Qualifications
Within Craft

Property Damage
Pyramiding Pay Rates, Prohibited

Q

Qualifications for Promotion
Quality of Work Life

R

Rate Protection, Jobs Eliminated
by Technelegical or Mechanized
Change

Reassignment, Advance Notice

Reassignment, Part-Time Flexible
Employees in Excess of Quota

Reassignment Within an Installa-
198

Article

11
8

17

23
12

16

33
12

28

33
31

12

Section Page

7
3
6
6A
6B
6A

6B4,5

6C7

31
16

90

97
38

87
17
107
3

38
38
31
31
31

101
17

107
106

45

55

mentCommitiee

Zafety aﬂd Health Act

%’m&s exoEss o the

-}mnf Labor-Manage-

%ﬁi&ﬁe}' Occupational

199

Article

Section Page

6C4

5A

SA

W 00 W b =

= =] &

0~ R

3A5
3C

49

42

42

42
42

44

46
1
87

13

71
96
86
106

63
63
70
67

64
66
67
67
05

66




Article  Section Page Article  Section  Page

7
Salaries and Wages 9 20 1_’ 6B,C 20

Step Progression 9 2 21 H} & 28

Application of Salary Rates 9 6 24 17 1 87

Cost of Living Adjustments 9 4 23 2A 87

Definition 9 4A 23 6 90
Effective Dates of Adjustments 9 4B 23 24 87
Roll-In of Existing COLA 9 5 24 2c 88 -

Granting Step Increases 9 7 25 4 89

(Also See Memorandum of 3 90

Understanding on Deferral 1 87

Prohibition for Performance} (MOU) 154 3 88
Lump Sum Cash Payments 9 3 21

Eligibility 9 3C 22 §2. 92

Full-Time Employee 9 3A 21 32 106

Hourly Rate Employees 9 3B 22 1B 107

Protected Salary Rates 9 8 25 1A 106
Salary Rate, Protection 9 8 25 2A 107
Salary Rate, Protection, Techno-

logical or Mechanization Change 4 3 6
Salary Rates, Application 9 6 24
Salary Schedules, Step Progression 9 2 21 iz 3A 33
Schedule

Full-Time Employees . 8 2 16

Hollflay 11 6 30 (MOU) 116
Seniority 3

Changes in Which Seniority is 6 19

Lost 12 2F 33 1 2A 1

Changes in Which Seniority is

Retained, Regained or Restored 12 2G 34 1 24 1

Definitions 12 2D 32

Part-Time Flexible Standing 12 2E 33

Positions Assigned to Mail

Handler Craft 12 2H 36 ; ;

Principles of Seniority 12 2 3 (MOU) 124
Separability and Duration 39 115 ‘ A ﬁmiﬁm;pieyees 1 6A 3
Service Day 8 28 16 than
Service Week ‘ : 1 6B

Defined 8 2A 16 7 iB 12

Full-Time Employees 7 1A1 13 16 4,5,6 84

Part-Time Employees 7 7 86




Indefinite Suspension

i4 Days or Less

More Than 14 Days or Discharge

Review

T

Technological and Mechanization

Changes

Advance Notice
Joint Technological and Mechani-
zation Changes Committee

New Jobs

New Mechanization or

Equipment

Resclution of Differences
Ten Hours Work in Day

Time Standard

Difference Resolution
Grievance and Arbitration
Statement of Principle
Union Notification

Union Studies

Training, New Jobs
(Also See Education and
Training Fund Memorandum
of Understanding)
Transfer, Requesti for Voluntary

Travel

Twelve-Hour Day

U

Uniforms and Work Clothes
Administration
Annual Allowance
Contract Program
Administration
{Also See Memorandum of
Understanding for Uniform

Program)

Unilateral Action Prohibition

Section Page

6 8=
4 84
5 85
8 86
4
1 d4
2 5
4 5
1 5
3 5
5F 19
108
4 109
1 108
2 108
5 110
4 5
117
7T 56
2 112
5C 18
99
1 99
3 100
2 100
148
6

14
7

(MOU)

Section Page

1,2 97
12 97
1 97

97
105
2 106
144

3 106
3 106
3 106
1 105
1
2 63
10 87

25

4 26
3 101
g 87
7 56

20

23 103
3C 66
2A12 13

125

6A,B 3




Article  Section Page

Work Clothes 26 99
Work Schedules 8 2 16
Work and/or Time Standards 34 108
Difference Resolution 3 109
Grievance Arbitration 4 169
Statement of Principle i 108
Union Notification 2 108
Union Studies 5 110
Workweek, Defined 8 i 14
Workweek, Normal Defined 8 1 16
X

Y

NI
Jitlfingm

.l.mnlnm-
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