CONTRACT ADMINISTRATION DEPARTMENT REPORT

POSTMASTER GENERAL’S 10-YEAR PLAN

Teresa Harmon, Manager, CAD

C onsistent with the Postmaster General's 10-year plan,

Delivering for America, the Postal Service is modern-
izing its network by creating Regional Processing
and Distribution Centers (RPDCs) that will be supported by
Local Processing Centers (LPCs), and Sorting and Delivery
Centers (S&DCs).

RPDCs will be comprised of individual processing and
distribution centers that are consolidated into one central
mega location. In the next few years, there are plans to create
approximately 60 of these RPDCs. These large facilities will
process all package volume as well as all originating mail
volume for a region. Each of the RPDCs will also serve as a
control point for its region, managing the flow of mail in its
jurisdiction. This control point is being called a “node” by the
Postal Service. Mail will travel in a direct flow from origin to
destination point from one RPDC (node) to another (node) by
mostly ground transportation.

The RPDCs are being created in either newly constructed
or current large facilities that are being modernized. The
RPDCs will have common operational designs, engineering
layouts, types of machinery, etc. They will also utilize the
fastest and most advanced automated package sorters that
are available, such as the MaRS and the HOPs machines.

The first nineteen RPDCs to come on line will be
Bethpage, Boise, Sandston (Richmond, VA), Palmetto (Atlanta,
GA), Gastonia (Charlotte, NC), Chicago NDC, Greensboro,
Indianapolis, Jacksonville, Los Angeles, Nashville, Oklahoma
City, Palatine, Phoenix, Portland, San Antonio, Houston, Royal
Palm and Santa Clarita.

Each of the 60 RPDCs will be supported by several LPCs.
The LPCs will be used to process destination letters and flats
and will transfer mail and package volume to the region’s
delivery operations. These LDCs will be comprised of the cur-
rent P&DCs in the area of the RPDC.

S&DCs will be comprised of individual post office delivery
units that are consolidated into one central location. Retail
operations will not be moved from the current offices. The
Postal Service said that they initially identified existing facil-
ities with excess empty space — the minimum requirement
would be that there would be enough room for 2 delivery
units and 20 carrier routes. They then identified the offices
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with city and rural routes that were within 30 minutes of
one-way travel time. The offices also had to have sufficient
parking space to accommodate all the additional employees
and routes. 928 facilities of the approximate 30,000 existing
offices were initially identified as possible S&DC locations.
Currently they are saying that there will be approximately
400 S&DCs established in the next five years.

In November 2022, the first S&DCs became operational
in two locations — Athens, GA and Brooklyn, NY. Then in
February 2023, an additional five sites were opened which
include Utica, NY, Gainesville, FL, Bryan, TX, Woburn, MA and
Panama City, FL. In June 2023, an additional seven offices
became operational, which included: Pasco, WA, Bartlett/
Hanover, IL, Owensboro, KY, Kokomo, IN, Williamsport, PA,
Topeka, KS and Annapolis, MD. On September 9, 2023, there
are an additional eight facilities tentatively scheduled to
open: Palo Alto, Chula Vista, Atlanta, Atlanta North, Terre
Haute, Huntington Station, NY, Mid Hudson and Waco. The
opening of the S&DCs correspond with the “move dates”
designated in the APWU National Agreement as the allowed
dates for moving the APWU craft employees out of facilities.
These move dates occur four times a year.

On May 19, 2023, we received notification that an additional
component was being established in the implementation
of the Sorting and Delivery Centers (S&DCs), Network
Optimization and the Plant Modernization Plan. This was
the establishment of Transfer HUBs

As part of the Richmond integration plan, the Postal
Service established four Transfer HUBs. One which is located
in Richmond which is a current S&DC. The other three are
located in Charlottesville, Hampton and Norfolk, VA, which
are slated to be S&DCs in the near future.

The intent of the transfer hubs is to process packages and
cross dock packages, letter and flat volume for downstream
post offices and delivery units. It is anticipated that many of
the S&DCs will have Transfer HUBs as part of their facility.

With these upcoming changes to the Postal Service's network,
we can expect to see reversions, abolishment, and changing of
hours and scheduled days off of the current bids. When these
changes occur, it could result in mail handlers being excessed
from their sections or even possibly from the installation.



When management makes the determination that mail
handlers must be reassigned within an installation due to an
excess of employees within a section, the provisions of Article
12.6C4 of the National Agreement will apply in most cases.
12.6Cs4a provides that the identification of assignments that
comprise a section is to be determined locally through local
negotiations. Those local negotiations, which are covered in
Article 30, are normally conducted shortly after each new
National Agreement. The identification of what is consid-
ered a section is usually shown in Item P or Item S of the
installation’s Local Memorandum of Understanding. Article
12.4 allows that a section may be defined as: a pay location,
by floor, tour, job within an area, type of work, by branches
or stations, entire installation, incoming or outgoing. If no
sections are established by local negotiation, the entire instal-
lation shall comprise the section. When the entire installation
is the section, the provisions of Article 12.6C4 will not apply. In
that instance, other provisions of Article 12 covering abolish-
ment, reposting and bidding of assignments will apply.

Under Article 12.6C4b and 12.6C4d, management must
first identify the full time duty assignments that are to be
abolished and the junior full time mail handlers that will be
reassigned. The employees who will be reassigned from the
section, will be the junior full time employees in the section
who are the same salary level (either Level 4 or Level 5) of the
assignments that will be abolished. These mail handlers may
not be the actual employees holding the bid positions of the
assignments that are being abolished. These junior employ-
ees who are excessed will become unassigned regulars, shall
retain their seniority and salary level, and may bid on any
existing vacancies for which they are eligible to bid. They also
will be assigned a fixed schedule until they either success-
fully bid or are placed in a residual vacancy.

These reassigned employees are also entitled to retreat
rights back to the section upon the first residual vacancy in
their salary level. Failure of the reassigned employee to accept
the first residual vacancy will end their retreat rights. The
right to retreat to a lower salary level in the section such as in
the case of a Level 5 to a Level 4 vacancy is optional and does
not end the retreat right entitlement.

It isimportant to note that under Article 17.3C, an employee
serving as a steward or chief steward may not be involun-
tarily reassigned to another tour, station or branch of the
installation unless there is no job for which the employee is
qualified. This language does not apply to alternate stewards.

The provisions in Article 12.6C4d4 apply to the employees
who remain in the section. Management must implement
an expedited selection process for the duty assignments
that remain. This process allows the senior employee whose
job was abolished to now be offered his/her choice of duty
assignments in their same level that are remaining in the

section, starting with the duty assignment that was held by
the employee that was junior to him/her. That process con-
tinues in seniority order until all of the duty assignments are
filled. Any employee who declines to make a selection will be
assigned to the remaining duty assignment remaining after
the expedited selection process is over. The results of this
expedited selection process become effective at the beginning
of the next pay period.

It is important to remember that all newly created duty
assignments, duty assignments where the scheduled hours
are being changed more than four hours and duty assign-
ments where the scheduled days off are being changed must
be posted for bid for the entire installation. These assignments
are not offered as part of the expedited selection process.

It is important to remember that all
newly created duty assignments,
duty assignments where the
scheduled hours are being changed
more than four hours and duty
assignments where the scheduled
days off are being changed
must be posted for bid for the
entire installation.

When it becomes necessary to excess from the facility,
Article 125 sets forth the principles that are applicable to
all excessing situations. These provisions state that the fol-
lowing should occur: that dislocation and inconvenience to
the regular workforce be kept to a minimum; that if a major
relocation of employees is planned, the parties must meet at
the national level at least 90 days in advance of implementa-
tion; that an Area/Regional meeting must also take place as
much as six months in advance if possible, where the Union
will be advised of the anticipated impact by craft, and of the
installations with available vacancies for the employees to be
reassigned; that to minimize the impact on the regular work-
force, MHAs will be separated to the extent possible prior to
excessing Full Time Regular career Mail Handlers from the
installation; and that the junior full time employee subject
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to excessing has the option of reverting to part time flexi-
ble status, if available in that installation, instead of being
reassigned.

The provisions that cover the reduction of the number of
employees in an installation other than through attrition are
found in Article 12.6Cs. Before excessing outside the instal-
lation, management must identify the number of excess
junior employees in the craft. Those employees who meet
the minimum qualifications for vacant assignments in other
crafts in the installation will be involuntarily reassigned into
those vacant positions that are in the same (equivalent) or
lower level. Article 12.6C5a4 of the National Agreement allows
that prior to reassignment outside of the installation, any
senior employee who has been identified as excess and who
meets the minimum qualification standards for the vacant
assignment in other crafts may volunteer to remain in the
installation in the other craft in lieu of the junior employees
who are identified as excess. The excess employees who are
placed in these other craft positions will be returned to the
mail handler craft at the first opportunity.

Article 12.2G6 establishes the seniority for any mail handler
who is involuntarily reassigned. A mail handler who is invol-
untarily moved from one installation to another will have
their seniority established as the employee’s time in the Mail
Handler craft in the losing installation. This would mean that
an employee would take their seniority with them and would
be merged into the gaining facility seniority list.

Employees who have been reassigned also have retreat rights.
This means that the employees shall be entitled to be returned
to the first vacancy in any level in the craft in the installation
from which they were reassigned. Employees are retreated by
the seniority that was held in the losing installation. The right to
retreat is honored until the employee withdraws or declines to
accept an opportunity to return. Under provisions added in the
2011 National Agreement, these retreat rights are automatic and
a mail handler need not apply for them.

A senior mail handler in the same installation, who
is not subject to be excessed, may also volunteer to be
reassigned to the gaining facility in lieu of the senior full
time employee who was to be involuntarily excessed. This

A senior mail handler in the same installation, who is not subject to be
excessed, may also volunteer to be reassigned to the gaining facility in
lieu of the senior full time employee who was to be involuntarily excessed.

When it becomes necessary to excess outside of the instal-
lation, mail handlers are excessed by inverse seniority by
status (Full Time Regular, Full Time Flexible, Part Time
Regular, Part Time Flexible) regardless of their level. Whether
an employee is on limited or light duty would have no bearing
on the employee being excessed. The only factor in determin-
ing who will be excessed is seniority.

The Regional Director for the NPMHU will be notified at
least thirty days in advance of any excessing outside of an
installation that does not involve employee relocation. The
notice will include a list of potential vacancies for reassignment.
The impacted employees will also receive the same notification.
When relocation benefits are applicable, the Regional Director
and the impacted employees will receive at least a sixty-day
notification which will also include a list of potential vacancies.

Relocation benefits include moving, mileage, per diem
and reimbursement for movement of household goods.
Relocation benefits are not available unless you are invol-
untarily reassigned to a facility where your new commute
is fifty miles or more than your current commute. In depth
information on relocation benefits can be found in Handbook
F-15C, Relocation Policy.
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“senior in lieu of” employee would take the seniority of the
senior full time employee that he or she would be replac-
ing. The senior employee who accepts the reassignment
as a “senior in lieu of” does not have retreat rights back to
the installation.

To also minimize the impact of excessing in an instal-
lation, the parties have agreed to a Memorandum of
Understanding Re: Excessing Issues. This MOU allows all
mail handlers in a facility that is experiencing excessing
to have priority eReassign status. This means that the
employee will be able to request a voluntary transfer to
another facility, with placement on a preferred listing. The
priority status begins the day that the Regional Director is
given an impact notice and continues until the excessing
from that installation is completed. An employee's work,
attendance, and safety record are not considered when
applying for transfer under the terms of this MOU. This is
considered a voluntary transfer. An employee would start a
new period of seniority, would receive no relocation allow-
ances, and would have no retreat rights.

If you have any questions about any of these processes,
please see your steward.





