


ARTICLE 13
ASSIGNMENT OF ILL OR INJURED REGULAR WORKFORCE EMPLOYEES

{continuad)

A

Through locat negotiations, each office will establish the assignments that are o
be considered light duty within each craft represented in the ofiice. These
negatiations should explore ways and means to make adjustments in normal
assignments, to convert them to light duty assignments withoul seriously
affecling the production of the assignment.

Light duly assignments may be established from part-time hours, o consist of B
hours o less i a service day and 40 hours or less in a service waek, The
establishment of such assignment does not guarantee any hours 1o g pari-time

flaxible employee.

MNumber of Light Duly Assignments. The number of assignments within each
craft that may be reserved for temporary or permanent light duty assignments,
consislent with good business praclices, shall be determined by past experience
as to the number of reassignments that can be expecled during each year, and
fhe mathod used in reserving these assignments o insurs that no assigned full-
time regular employes will be adversely affected, will be defined through local
negoliations. The light duty employee's tour hours, work location and basic work
woek shall be those of the light duty assignment and the needs of the service,
whether or not the same as for the employes's previous duty assignment.

Section 4. General Policy Procedures

A.

Every effort shall be made lo reassign the concerned employee within the
gmployee's prasent craft or occupational group, evan if such assignment
reduces the number of hours of work for the supplemental work force, After all
efforts are exhausted in this area, consideration will be given to reassignment to
ancther craft or cccupational group within the same inslallation.

The full-time regular or pari-lime {lexible employee must be able 1o meet the
qualifications of the posilion to which the employee is reassigned on a
permanent basis. On a lemparary reassignment, qualificalions ean be modified
provided axcessive hours are not used in the operation.

The reassignment of a fulldime regular or pari-time flexible employee 1o &
temperary or permanant light duty or cther assignment shall not be made to the
detriment of any full-time regular on & scheduled assignment or give a
reassigned pari-ime fexible preference over olher part-lime flexible employees.
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ARTICLE 13
ASSIGNMENT OF ILL OR INJURED REGULAR WORKFORCE EMPLOYEES

focontinued)

0.

The reassignment of a full-time regular or pat-time flexible employee under the
provisions of this Article to an agreed-upon light duty temporary or permanent of
alher assignment within the office, such as lype of assignment, area of
assignment, hours of duty, etc , will be the decision of the installaticn head whao
will be guided by the exarmining physician's report, employee’s ability to reach
the place of emplayment and ability to perform the dutigs involved,

An additional full-time regular position can be authorized within the craft or
occupational group to which the employes 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 {0 reassignmant (o an existing
vacancy.

The Installation head shall review each light duty reassignment at least once
gach year, or at any lime the installation head has reason o belisve the
incumbent is able to perform satisfaclonily in other than the light duty assignment
the employee occupigs, This review is to determine the need for continuation of
the amployes in the light duty assignmeant. Such employea may ba requasied to
submit to 8 madical review by the Uniled States Public Health Service or by a
physician designated by the installation head if the installation head believes
such examination 9 ba nacassary,

The following procedures are the exclusive procedures for resolving a
disagresment between the employee's physician and the physician designated
by the LISPS 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 arcse out of an cccupational illness or injury. On
reguest of the Linion, a third physician will be salected from a st of five Board
Centified Specialists in the medical fisid for the condition in question, the list 1o
be supplied by the local Madical Society. The physician will be selecied by the
alternate striking of names from the list by the Union and the Employer. Tha
Employer will supply the selected physician with all relevanl facts including job
description and occupational physical requiremeants. The decision of the third
physician will be final as to ihe employee’s medical condition and oocupational
limitations, if any, Any olher issues relating to the employee's entitlement to a
iight duty assignment shall be resalved through the grievance-arbitration
procedure. The costs of the services of the third physician shall be shared by
the Union and the Employsar.
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ARTICLE 12
ASSIGNMENT OF ILL OR INJURED REGULAR WORKFORCE EMPLOYEES

(continued)

H.

When a full-time regular employee in a temporary light duty assignment is
daeclared recovered on medical review, the employee shall be retumed to the
employee's former duly assignment, if it has not been discontinued. If such
former regular assignmenl has been disconlinued, the employee becomes an
unassigned full-time regular employes

If @ full-time regular employee is reassigned in another craft for permanent light
duty and later is declared recoverad, on medical review, the employee shall be
retumned to the first available full-time regular vacancy in complament in the
employee's former crafl, Pending return to such former crafl, the employee shall
be an unassigned full-time regular employee. The employee's seniarity shall be

restored 1o include service in the light duty assignment.

When a full-lime regular employee whao has been awarded a permanent light
duly assignment within the employee's own <rafl is declared recovered, on
medical review, the employee shall be come an unassigred full-tire regular

emplayae,

When a part-time flexible on temporary light duly is declared recovered, the
employee's delail to light duty shall be terminated.

When a part-time flexible who has been reassigned in ancther craft on
permanent light duty is declared recovered, such assignment te light duly shall
be terminated. Section 4.1, above, does not apply even though the employee
has advanced to full-time regular while on lighl duty.

Section 5. Filling Vacancies Due to Reassignment of an Employee to Ancther

Craft

When it is necessary to permaneantly reassign an ill or injured fulllime regular or part-
time flaxible employes who s unanle (o perform the regularly assigned duties, from
one craft to another crafl withun the office, the following procedures will be followed:

A,

When the reassigned employee is a full-time regular employee, the resulling full-
time regular vacancy in lhe complement, not necessarily in the parficular duty
assignment of the losing craft from which the emplayee is being reassigned,
shall be posted to give the senigr of the full-ime regular employees in the
gaining craft the opponunity to be reassigned to the vacancy, if desirad.
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ARTICLE 13
ASSIGNMENT OF ILL OR INJURED REGULAR WORKFORCE EMPLOYEES

{continued)

B.

If na fulltime regular employee accepts the opportunity to be assigned to the
vacancy in the complement, nol necessarily in Lhe particular duty assignment in
the other crafl, the senior of the pari-time flexibles on the opposite roll whao
wishes to accept the vacancy shall he assigned to the full-time regular vacancy
in the complement of the crafi of the resignad employee.

When the reassigned employee is a pan-time flaxible, 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 lo be assigned to the
part-time flexible vacancy, if desired, to begin a new perlod of seniority al the
foot of the part-time flexible roll

The rule in A and B, above, applies when a fulltime regular employee on
permanent light duty is declared recoveraed and 13 relurned to the employee's
farmer crafl, 1o give the senior of the full-fimea regular or part-time flexible
employeeas 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
particular duty assignment of the losing craft.

Section 6. Seniority of an Employee Assigned to Another Craft

A,

Excepl as provided for in Section 4.1, above, a full-lime regular employaa
assigned to ancther craft or occupational group in the same or lower level in Lhe
same installation shall take the seniority for preferred tours and assignments,
whichever is the lesser of (a) one day jumior 1o the junior full-time regular
employees in the craft or cccupational group, (b} retain the senicrity the employes
had in the employee’s former cratl.

A part-time flexible employee who is permanently assigned to a full-time regular
or part-time flexible assignment in ancther craft, under the provisions of this
Article, shall begin a new period of seniority. If assigned as a part-time flexible,
it shall be at the foot of the part-time flexible roll
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ARTICLE 16

DISCIFLINE PROCEDURE

Section 1. Principles

In the admiristraticn of this Article, a basic principle shall be that discipline should be
carreciive in nature, rather than puritive, No employee may be disciplined or
discharged excepl for just cause such as, but nat limited to, insubordination,
pilferage, intoxication (drugs or alcohal), incompetence, failure o parorm work as
requested, violation of the terms of this Agreement, or failure 1o observe safely rules
and regulations, Any such discipling or discharge shall be subject 1o the gnievansce-
arbilration procedure provided for in this Agreement, which could result in
reinstatement and restitution, including back pay.

Section 2. Discussion

For minor cffenses by an employee, management has a rasponsibility to discuss such
matters with the employee, Discussions of this type shall be held in privale between
the employee and tha supervisor. Such discussions are nol considered discipline
and are not grievable. Following such discussions, there is no prehibition against the
supervisor and/or the employee making & personal notation of the date and subjact
malter for their own personal recard(s). However, no notation or other information
pertaining lo such discussion shall be included in the employee's personnel folder.
While such discussions may not be cited as an element of prior adverse record in any
subsequent disciplinary action against an employee, they may be, where refevan! and
fimely, relied upan to establish that employees have been made aware of thair
obligations and responsibilities.

Sactlion 3. Letter of Warning

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

section 4. Suspensions of 14 Days or Less

I the case of discipling invalving suspensiens of fourleen (14) days or less, the
employea against whom disciplinary action 15 sough! o be initiated shall be served
with a written notice of the charges against the emplayee and shall be further
informed that hefshe will be suspended after ten {10} calendar days during which ten-
day pericd the employee shall remair on the job or on the clock {in pay status) at the
option of the Employer,
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ARTICLE 186
DISCIPLINE PROCEDURE
{continued)

Section 5. Suspensions of More Than 14 Days or Discharge

In the case of suspensions of more than fourleen (14} days, or of discharge, any
employes shall, unless otherwise provided herein, be entitled to an advance writlen
notice of the charges against kimfher and shall remain either on the job or on the
clock at the option of the Employer for a pericd of thify (30) days. Thereafter, the
employee shall remain on the rolls (non-pay status) until disposition of the case has
been had either by setflement with the Union or Lhrough exhaustion of the grievance-
arbitration procadure. A preference eligible who chooses to appeal a suspension of
mere than feurtesn (14) days or faslher discharge to the Merit Systems Protection
Board {MSPB) rather than through the grievance-arbitration procedure shall remain
on the rolls (non-pay status) until disposition of the case has been had either by
selllement of through exhaustion of histher M3PEB appeal. When there is reasonable
cause to believe an employes is guilly of a crime for which a sentence of
imprisonment can be imposed, the Employer is not required 1o give the employee the
full thirty {30) days advance written nolice in a discharge aclion, but shall give such
lesser number of days advance written nofice 2s under the circumstances is
reasonable and can be justified. The employee is immediately removed from a pay
status at the end of the nolice period.

Saction 6. Indefinite Suspension - Crime Situation

A, The Employer may indefinitely suspend an employee in those cases where the
Employer has reasonable cause to believe an employee is guilly of a crime for
which a sentence of imprisonment can be imposed. In such cases, the Employer
i5 not required to give the employee the full thinly (30) days advance notice of
indefinite suspension, but shall give such lesser number of days of advance
written notice as under the circumsiances is reasonable and can be justified.

The employee 13 immadiately removed fram 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 authorily to reinstate and make the employee whole for the entire period of
the indefinite suspension.

C. I after further investigation r after resolution of the criminal charges against the
employee, lhe Employer determines to return the employee Lo a pay status, the
employee shall be entitled to back pay for the period that the indefinite
suspension exceeded seventy (70) days, if the employee was olherwise
available for duly, and without prejudice to any grievance filed under B. above.
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ARTICLE 16
CISCIPLINE PROCEDURE
{continuecd)

D. The Employer may take action Lo discharge an employee during the period of an
indefinite suspension whether or not the criminal charges have been resolved,
and whether or nat such charges have been resolved in favor of the empioyee.
Such action must be for just cause, and is subject to the requirements of Section

5 of this Article.
Section 7. Emergency Procedure

An employes may be immediately placed on an off-duty status {without pay) by the
Employer, but remain on the rolls where the allegation invalves intoxication {use of
drugs or aleohol), pifferage, or failure to observe safety rules and regulations, o in
cases where refaining the employes on duty may resull in damage to U.S. Postal
Service property, loss of mail or funds, or where the employee may be injurious to self
or olhers. The employee shall remain on the rolls {non-pay status) until disposition of
. the case has been had. If it is proposed to suspend such an employee for more than
thirty {30} days or discharge the employee, the emergency action taken under this
Section may be made the subject of a separate grievance.

Section 8. Review of Discipline

In no case may a supervisor impose suspension or discharge upon an employee
unless the proposed disciplinary aclion by the supervisor has first been reviewed and

concurred in by the installalion head or designee.

In associate post offices of twenty (20) or less employees, or where there is no higher
level supervisor than the supervisor who proposes W inbiate suspension or
discharge, the proposed disciplinary aclion shall first be reviewed and concurred in
by & higher authority oulside such installalion or post office before any proposed
disciplinary action is laken.

Section 9. Veterans' Preference

A preference eligible iz not hereunder deprived of whatever nghts of appeal such
employes may have under the Velerang' Preference Act; however, if the employee
appeals under the Veterans' Preference Act. the employee thereby waives access 1o
any procedure under the Agreement beyond Step 3 of the grievance-arbitration

procedure,
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ARTICLE 16
DISCIPLINE PROCEDURE
(eontinued)

Section 10. Employee Discipline Records

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

Upon the employee's wrillen request, any disciplinary notice or decision letler will be
remaved from the employee's official perscnnel Tolder after two years if there has
been no disciplinary action iniiated against the employee in that two-year period,

{Additional provisions regarding the removal of APWU and NALC Transitional
Employees can be found in Appendix A and B, respectively.)



ARTICLE 19

HANDBOOKS AND MANUALS

Those parts of all handbooks, manuals and published regulations of the Postal
Service, that directly relate o 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 Emplayer shall have the
right to make changes that are not inconsislent 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.

Natice of such proposed changes that directly relate to wages, hours, or working
conditions will be furnished to the Unians at the national tevel at least sixty (B80) days
prior 1o issuance. At the request of the Unions, the parfies shall meet conceming
such changes. If the Unicns, after the meeting, believe the proposed changes violale
the Mational Agreemen! (including this Article), they may lhen submil the issue to
arbitration in accordance with the arbitration procedure within sixly (60} days after
receipt of the notice of proposed change, Copies of those parts of all new
handbooks, manuals and regulations that directly relate o wages, hours or working
conditions, as they apply to employees covered by this Agreemenl, shall be furnished
tha Uinions upon issuance.

Article 18 shall apply in that those parts of all handbeoks, manuals and
published regulations of the Postal Service, which directly relate to wages,
hours or working conditions shall apply to transitional employees only to the
extent consistent with other rights and characteristics of transitional employees
negotiated in this Agreement and otherwise as they apply to the supplemental
work force. The Employer shall have the right to make changes to handbooks,
manuals and published regulations as thay relate fo trensitional employees
pursuant to the same standards and procedures found in Article 19 of this

Agreement.
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ARTICLE 29

LIMITATION ON REVOCATION OF OF-346

An employae's OF-346, Operator's Identification Card, may be revoked ar suspanded
whian the on-duty record shows that the employae is an unsafe drivear,

Elements of an employee's on-duty record which may be used o determine whether
the employee is an unsafe driver include but are not limited to, traffic law violations,
accidents or faiture to mest required physical or operation standards.

The report of the Safe Driver Award Committee cannot be used as a basis for
revoking or suspending an OF-346, \When a revocalion, suspension, or reissuance of
an employee's OF-346 is under consideration, only the on-duty record will be
considered in making a final determination. An employee's OF-346 will be
aulomatically revaked or suspended concurrenliy with any revocation or SUSpension
of State driver's license and restored upon reinstatement. Every reasonable effort will
be made 10 reassign such employee 1o nan-driving duties in lhe employee's craft or in
other crafts. [n the evenl such révocatiaon or suspension of the State driver's license
ts with the condition that the employee may operate a vehicle for employment
purpases, the OF-346 will not be automatically revoked. YWhen revocation,
suspansion, or reissuance of an employee’s OF-346 is uncer consideration based on
the on-duty record, such conditional revocation or suspension of the State driver's
license may be considered in making a final datermination.

Initial issuance - an employee shall be issued an QF-345 when such employee has a
valid State driver's license, passes the driving test of the U, $. Postal Service, and
has a salisfactory driving history,

An empioyee must inform the supervisor immediately of the revocation or suspension
of such employee’'s State driver's license.
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ARTICLE 30

LOCAL IMPLEMENTATION

Presently effeclive local memaranda of understanding not inconsistent or in
conflict with the 1990 National Agreement shall remain in effect during the term
of this Agreement unlass changed by mutual agreement pursuant to the local
implementation precedure sel forth below or, as a result of an arbitration
award or settlement arising from either party's Impasse of an item from the
presently effective local memorandum of understanding.

There shall be a 30-day period of local implementation to commence October 1,
18991 on the 22 specific items enumeraled below, provided thal no local
memerandum of understanding may be inconsistent with or vary the terms of the
1990 Nalonal Agreement:

1. Additional or longer wash-up periods.

2. The establishment of a regular work week of five days with either fixed or
rotating days off.

3. Guidelines for the curtailment or termination of postal operations to
conform 1o orders of local authorilies or as local condilions warrant
because of emargency conditions.

d, Formulatien of local leave program.

5. The duration of tha choice vacation pericd(s).

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

7. Whether employees at their option may request two selections during Lhe
choice vacation pericd, in units of either 5 ar 10 days,

8. Whether jury dutly and attendance at National or Stale Conventions shall
be charged lo the choice vacation pariod

9 Determination of the maximum number of employees who shall receive
leave each week during lhe choice vacation period.

100 The issuance of official notices to each employee of Lhe vacalion
schedule approved for such employee,
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ARTICLE 20
LOCAL IMPLEMENTATION

(eontinued)

12.

13

14,

15.

16.

17,

18,

18,

20

21,

22

Cretermination of the date and means of notifying employees of the
beginning of the new leave year.

The procedures for submission of applications for annual leave during
other than the chaice vacation penod.

The mathod of selecting employees to work on a holiday.

Whether "Crverlima Desired” lists in Article 8 shall be by section and/or
tour.

The number of light duty assignments within each craft or cccupational
group to be reserved for temporary or permanent light duty assignment.

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

The identification of assignments that are to be considerad light duty
wilhin each craft represented in the office.

The identihcation of assignments comprising a seclion, when it is
proposed o reassign within an installation employees excess (o the
needs of a section.

The assignment of employes parking spaces.

The determination as to whether annual |l2ave to attend Union activities
requasted prior to determination of the choice vacation schaedule is to be
part of the toial choice vacation plan.

Those pther items which are subject 1o local negoliations as provided in
the craft provisions of this Agreemenl.

Local implementation of this Agreement relating to seniority,
reassignments and posting.

All propasals remaining in dispute may be submilted {o final and binding

arbitration, with the written autherization of the national Union President or the
Assistant Postmaster General, Labor Relations. The request for arbitration
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ARTICLE 30
LOCAL IMPLEMENTATION

{eontinued)

must be submitted within 10 days of the end of the local implementation period.
However, where there is no agresment and the matter is nol referrad to
arbitration, the provisions of the former local memorandum of understanding
shall apply, unless inconsistent with or in conflict with the 1990 Nzticnal

Agreement.

D. An alteged violation of the terms of a memorandum of understanding shall be
subject 1o the grievance-arbilralion procedure,

E. When instaliations are consalidated or when a new installation is established,
the parlies shall conduct a thirty {30) day period of local implementation,
pursuant to Section B. All proposals remaining in dispute may be submitted to
final and binding arbitration, with the writien autherization of the national Unign
President or the Assistant Postmaster General, Labor Relations. The
request for arbitration must be submitted within 10 days of the end of the local

implementation period,

F. Where the Fostal Service, pursuant to Section C., submits a propesal
remaining in dispute to arbitration, which proposal seeks fo change a
presently-effective Local Memorandum of Understanding, the Postal
Service shall have the burden of establishing that continuation of the
existing provision would represent an unreasonable burden to the  USPS,
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ARTICLE 35

EMPLOYEE ASSISTANCE PROGRAM

Section 1. Programs

The Employar and the Unions express slroeng support for programs of self-help. The
Employer shall provide and maintain a program which shall encompass the
education, identificaiion, referral, guidance and follow-up of thase employees afflicted
by the disease of alcocholism andler drug abuse. When an employee is referred to
the EAP by the Employer, the EAP staff will have a reasonable period of time to
evaluate the employee's progress in the program. This program of labor-
management coopearation shall support the continualion of the EAP for alcohol
andfor drug abuse at the current lovel. In addilion to the current EAP, the EAP will
e expanded, as provided in Section 2 hereof, to encompass the education,
identification, referral and guidance of:

1. employees’ family members afflicied with alcoholism andfor drug
abuse which could or does have a negative impact on the
employeea's work performance, and

2. those employees and their families experiencing other family andfor
personal problems which could or do have a negative impact on the
employee's work performance.

An employee's voluntary pariicipation in the EAP for assistance with alcohol
and/or drug abuse will be considered favorably in disciplinary action proceedings.

Section 2. Joint Committes

For the term of the 1990 National Agreement, the Employer and the Unions
agree to work jointly in the development of the expanded EAP and in
improvements in the existing EAP. The parties agree to establish at the
national level a National EAP Committee. The Committee will have
responsibility for jointly:

1 assessing the effectiveness of EAPs operating inside and outside
the USPS, and
2. developing on an ongeing basis the general guidelines with respect

to the level of services and the mechanisms by which the services
will be provided.-
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ARTICLE 35
EMPLOYEE ASSISTANCE PROGRAM

{continued)

The Committee is not responsible for day-to-day administration of the program

The Committee shall convene at such times and places as it deems appropriate
during the term of the 1830 National Agreement. Ne action or recommendations
may be taken by the Commitiee except by consensus of its members. In the
event that the members of the Committee are unable to agree within a
reasonable time on an appropriate course of action with respect to any aspect
of its responsibility, the SAPMG, Human Resources Group, and the National
Unian Presidents shall meet to resolve such issues.

On or before November 20, 1831, the Committee will submit to the SAPMG,
Human Resources Group, and the presidents of the Unions, a comprehensive
report on the general guidelines for changes, if any, in the level of EAP services
and the mechanism by which the services will be provided.

The Committes is authorized to obtain expert advice and assistance to aid its
pursuit of its objectives. The apportionment of any fees and expenses for any
such experts shall be by consensus of the Committee.

The Employer and the Unions agree that they will cooperate fully at all levels
towards achieving the objectives of the EAP.

This joint effort will continue for the term of the 1990 National Agreement.
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EXCERPT FROM
ARTICLE #1
LETTER CARRIER CRAFT

[PERTINENT SECTION]

Section 2. Senlority

A Coverage

1.

This seniarity section applies to all regutar work force Letter Carrier Craft
employees when a guide 1s necessary for filling assignmenis and for other
purposes and will be 50 used 1o the maximum extent possible.

Seniorily is computed from date of appointment in the Letter Camer Craft
and conlinues to accrue so long as service is uninferrupted in the Letter
Carrier Craft in the same mstallation, except as otherwise specifically
provided,

Mo employee solely by reason of this Article shall be displaced from an
assignment the employee gained in accordance with former rules.

B. Definitions

1.

Seniority for bidding on preferred Letter Carrier Craft duty assignments
and for other purposas for application of the terms of the Mational
Agreement shall be restricted to all full-time regular cily letter carriers.

Part-time regular ietler carriers are considered lo be a separate category
and senignly for assignment and other purposes shall be restricled to this

category.

Full-ime reserve lelter carriers, and any unassigned full-time letler
carriers whose duty assignment has been eliminated in the particular
delivery unit, may exercise their preference by use of their seniority for
available craft duty assignments of anticipated duraticn of five (5) days or
more in the delivery unit wathin their bid assignment areas. except where
the local past practice provides for a shorter period,
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ARTICLE 41
LETTER CARRIER CRAFT

[PERTINENT SECTION]

4. Part-time flexible letter carriers may exercise their preference by usa of
heir seniority for vacation scheduling and for available full-time craft duty
assignmants of anticipated duration of five {5) days or more in the
delivery urit 1o which they are assigned.

5, A letter carrier who, pursuant to subsections 3 and 4 above, has selected
a craft duty assignment by exercise of seniority shall work that duty
assignment for its duration.

B. Relative Senionty Standing

{a) In cases of appointments on the same day, where there is a fie in
seniorily, the relalive standing on the appaintment register will
determine the more senior carrier.

{b) Part-time flexible letter camriers shall be converted to full-time
posilions of the same designation and P33 salary level in the order
of their standing an the part-time flexible roll.

7. Seniority Tie Breaker

Except as otherwise spacifically provided for in this Agreement, effective
the date of this Agreement, when it 12 necessary to resolve a tig in
seniority between two or more Carrier Craft employers, the following
criteria shall apply in the order set forth below:

(a}  Tolal continuous pastal career service in the Camrier Craft within
the installation

{b)  Total postal career service in the Carmrier Craft within the
installation

(&) Total postal career service in the Carrier Craft,
{d] Total postal career service.
{8)  Total postal service,

i Total federal servica as shown in the service computation date on
the employee's Farm 50,

213








