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Ford Motor Company and the UAW recognize 
their respective responsibilities under federal 
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practices.
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age, sex, sexual orientation, union activity, 
national origin, or against any employee with 
disabilities.
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NOTE:
This booklet (Volume I) is being presented to you so that you
may know the terms of the agreements negotiated between the
UAW and the Company November 5, 2015, and certain other
information which may be of interest.
Specifically, the following material is presented in the order
given:

1. Collective Bargaining Agreement and Appendices A, B,
C*, G, H, J, K, M, N, O, P, Q, S, T, U, V and W.

2. Settlement Agreement of May 29, 1949, as amended.
3. Three-Day Transfer Agreement of August 15, 1949.

Portions of the Agreement reproduced here which are new or
changed from previous agreements are shown in bold type.
Please note that any gender specific references in the Agreement
language shall apply to either sex.
Other agreements and plans reproduced in separate booklets are:
Volume II, the Retirement Agreement and Plan and the Insurance
Program; Volume III, the Supplemental Unemployment Benefit
Agreement and Plan, the Profit Sharing Agreement and Plan, the
Tax Efficient Savings Agreement and Plan, and the UAW-Ford
Legal Services Plan; Volume IV, the Letters of Understanding;
and Skilled Trades Agreements and Letters of
Understanding.
We hope you will find this booklet helpful.

JIMMY SETTLES WILLIAM P. DIRKSEN
Vice President and Director Vice President, 
UAW, National Ford Department Labor Affairs

* Such an Appendix is a part of each local seniority grouping agreement; there is
no Appendix C attached to this Agreement. 



4

COLLECTIVE BARGAINING AGREEMENT....................6
Article I Recognition ........................................................7
Article II Union Shop ....................................................9
Article III Dues and Assessments ..................................11
Article IV Company Responsibility ..............................15
Article V Strikes, Stoppages and Lockouts....................24
Article VI Representation ............................................25
Article VII Grievance Procedure....................................45
Article VIII Seniority and Related Matters ....................69
Article IX Wages and Other Economic Matters ......98
Article X Miscellaneous ..............................................134
Article XI Duration Of Agreement ..........................139
Appendix A, Assignment & Authorization for 

Check-Off of Membership Dues ......................142
Appendix B, Five Day Notice ......................................144
Appendix G, Merit Increase Agreement ......................145
Appendix H, Memorandum of Understanding 

Voluntary Overtime............................................147
Appendix J, Memorandum of Understanding

Continuous Improvement Forum ..................163
Appendix K, Memorandum of Understanding

Temporary Part-Time Employees ..................207
Appendix M, Memorandum of Understanding 

Job Security Program (JSP) ..........................221
Appendix N, Memorandum of Understanding 

Preferential Placement Arrangements ..........230
Appendix O, Memorandum of Understanding

Return to Basic Unit ........................................248
Appendix P, UAW-Ford Memorandum of 

Understanding Advanced Manufacturing/
Product Intelligence and Sourcing ................251

Appendix Q, Memorandum of Understanding
"Best-in-Class" Quality Program ..................262

Appendix S, UAW-Ford Memorandum of 
Understanding For the Health and 
Safety of Employees ........................................274

Appendix T, Memorandum of Understanding
National Programs Center; Education,
Development and Training Program ............307

Appendix U, Memorandum of Understanding
Employee Support Services Program ............319

TABLE OF CONTENTS



Appendix V, Memorandum of Understanding 
UAW-Ford In-Progression Wage & 
Benefit Agreement for Employees
Hired on or After November 19, 2007 ..........330

Appendix W, Memorandum of Understanding
Alternative Work Schedules ..........................341

Settlement Agreement, dated May 29, 1949 ..........................364
Agreement dated August 15, 1949 Regarding

Three Day Transfers ....................................................365
INDEX TO COLLECTIVE BARGAINING AGREEMENT

OF NOVEMBER 5, 2015 ..........................................367
INDEX TO APPENDICES ....................................................380

5

TABLE OF CONTENTS-Continued



COLLECTIVE BARGAINING AGREEMENT

On this 5th day of November, 2015, at Dearborn, Michigan, Ford
Motor Company, a Delaware corporation, hereinafter designated
as the Company, and the International Union, United
Automobile, Aerospace and Agricultural Implement Workers of
America, UAW, an unincorporated voluntary association,
hereinafter designated as the Union, hereby agree as follows:
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ARTICLE I

RECOGNITION

Section 1. Recognition; "Contract Unit" 
(a) The Company recognizes the Union as the exclusive

collective bargaining representative relative to rates of pay,
wages, hours of employment, and other conditions of
employment, for all employees of the Company in the
Contract Unit. 

(b) The term "Contract Unit," as used above and elsewhere in
this Agreement, refers collectively to the units of employees
at each Company location which were actually covered by
the last preceding Agreement between the parties as of the
expiration date thereof, except for such changes as may be
required as a result of pending actions before the NLRB;
plus such additional units of employees as the parties may
agree to place under this Agreement pursuant to Section 4 of
this Article. 

(c) For the purposes of applying Subsection (b) of this Section
to Company locations covered by the last preceding
Agreement between the parties as of the expiration date
thereof, the term "employees" shall be deemed at each such
location to include all categories of employees therein
actually covered by such Agreement as of such date, and to
exclude all categories of employees therein not actually
covered by such Agreement as of such date.

Section 2. New Classification and Departments
When a new classification or department covering work
comparable to that done by employees covered by this
Agreement is established in a plant or parts depot covered
by this Agreement, the Union will be notified and
negotiations will take place promptly as to whether such
classification or department properly should be in the
included or excluded group. 

Section 3. Restrictions on Organizing Certain Employees 
(a) The Union shall not organize, or attempt or assist in the

organization of, executive employees, supervisory
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employees, supervisors and any other individuals having
authority in the interest of the Company to hire, transfer,
suspend, lay off, recall, promote, discharge, or discipline
other employees or responsibly to direct them or to adjust
their grievances or effectively to recommend such action;
employees engaged in work relating to time study or other
Industrial Engineering activities; employees engaged in
Human Resources activities; employees having access to
confidential information pertaining to employee and labor
relations matters; and other representatives of Management. 

(b) Any dispute arising under this Section shall be appealed to
the Umpire for decision, and any National Labor Relations
Board proceedings to which the decision of the Umpire on
such dispute may be relevant shall be postponed by
agreement of the parties until the Umpire shall have
rendered such decision. 

(c) Appeals under this Section shall be governed by the
procedure provided in Article VII, Section 9(b) of this
Agreement. Such appeals shall take precedence over all
other cases, and shall be decided by the Umpire as promptly
as possible. 

Section 4. Application of Agreement to New Units 
If it shall be determined (by either National Labor Relations
Board certification or otherwise) that the Union is the
exclusive collective bargaining representative for any unit
of Company employees not covered by this Agreement
(including a unit of employees in a new Company location),
and if such unit comprises employees who are engaged in
the production of automobiles or trucks, or the production
and distribution of parts thereof, the production of which is
not generally regarded as part of a separate industry, this
Agreement shall extend automatically to such new unit;
otherwise this Agreement shall not extend automatically to
new units for which the Union is determined to be the
exclusive collective bargaining representative, but the
parties shall determine by negotiations whether or not such
new unit should be placed under this Agreement or should
be covered by separate agreement. 
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ARTICLE II UNION SHOP

ARTICLE II 

UNION SHOP

Section 1. Requirement of Union Membership 
Employees covered by this Agreement at the time it
becomes effective and who are members of the Union at that
time shall be required as a condition of continued
employment to continue membership in the Union for the
duration of this Agreement. Employees covered by this
Agreement who are not members of the Union at the time
this Agreement becomes effective shall be required as a
condition of continued employment to become members of
the Union on or within ten days after the 30th day following
November 23, 2015.
Employees hired, rehired, reinstated or transferred into the
Bargaining Unit after November 23, 2015 and covered by
this Agreement shall be required as a condition of continued
employment to become members of the Union on or within
ten days after the 30th day following the beginning of their
employment. 

An employee who shall tender the initiation fees (if not
already a member) and the periodic dues uniformly required
as a condition of acquiring or retaining membership shall be
deemed to meet this condition. 

Section 2. Discharge for Failure to Tender Dues or
Initiation Fee 

Any employee to whom membership in the Union is denied
or whose membership is terminated by the Union by reason
of his failure to tender the periodic dues and initiation fees
uniformly required as a condition of acquiring or retaining
membership shall not be retained in the Contract Unit. No
employee shall be terminated under this Article, however,
unless: 

1. The Union first has notified him by letter addressed to
him at the address last known to the Union concerning
his delinquency in not tendering the periodic dues and
initiation fees required under this Section, and warning
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him that unless such dues and fees are tendered within
seven days he will be reported to the Company for
termination from employment as provided herein; and 

2. The Union has furnished the Company with written
proof that the foregoing procedure has been followed
but the employee has not complied, and on this basis
the Union has requested in writing that he be
discharged. 

Section 3. State Restrictions
The provisions of Sections 1 and 2 of this Article shall be
deemed to be of no force and effect in any state to the extent
to which the making or enforcement of such provisions is
contrary to statute or constitutional amendment of such
state; provided, however, that wherever any such statute or
constitutional amendment is declared by the court of last
resort having jurisdiction of such questions to be invalid, the
provisions of Sections 1 and 2 of this Article immediately
thereupon will be deemed to cover the employees directly
affected by such declaration of invalidity; and, provided,
further, that in any state where the making or enforcement of
such provisions is lawful only after compliance with certain
conditions precedent, Sections 1 and 2 of this Article shall
be deemed to take effect as to the employees concerned
immediately after such conditions have been complied with. 

Section 4. Agency Shop
In any state in which Sections 1 and 2 of this Article are of
no force and effect under the provisions of Section 3 of this
Article, at such time as the state's court of last resort having
jurisdiction of such questions may hold that employees may
be required to pay to the Union as a condition of
employment an amount equal to the initiation fee and
periodic membership dues in consideration of the Union's
expenses in acting as their collective bargaining
representative, such payments shall be a condition of
employment in the same manner as membership is a
condition of employment as provided in Sections 1 and 2 of
this Article. 
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ARTICLE III 

DUES AND ASSESSMENTS

Section 1. Check-off of Membership Dues; Employee
Authorization; Revocation

The Company will deduct from the pay of each employee
covered by this Agreement, or notify the Trustee under the
Supplemental Unemployment Benefit Plan to deduct as
provided in the Plan from each such employee's Regular
Supplemental Unemployment Benefits, all current Union
membership dues, provided that at the time of such
deduction there is in the possession of the Company a
subsisting written assignment, executed by the employee. In
the case of each employee hired into the Contract Unit after
January 1, 1974, and for any employee in employment prior
to January 1, 1974 who is laid off after January 1, 1974 and
authorizes the deduction of dues from his/her Regular
Supplemental Unemployment Benefits, the authorization
shall be in the form attached as Appendix A.

Assignments currently in effect will continue effective in
accordance with their terms; provided, however, that any
employee shall have the right to revoke his assignment by
written notice, signed by him, of such revocation received
by the Company by registered mail, return receipt requested,
(1) at any time before the end of the fifth day following the
day on which this Agreement goes into effect; or (2) not
more than 5 days prior to the stated expiration date of this
Agreement set forth in Article XI of this Agreement.

Section 2. Authorization Forms 
The Company will explain the check-off arrangements
between the Company and the Union at the time of hiring
new employees and afford them an opportunity to sign
authorization forms in the Employment Office. Previously
signed and unrevoked authorizations shall continue to be
effective as to employees whose seniority is not broken;
previous authorizations of employees rehired shall not be
considered to be effective. 
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Section 3. Pay Periods in Which Deductions to Be Made
The Company will deduct current membership dues
(including such initiation fees as may be a part thereof) from
the employee's pay for pay periods ending in the calendar
month, or will notify the Trustee under the SUB Plan to
deduct such dues as provided in the Plan from the
employee's Regular Supplemental Unemployment Benefits,
in a manner agreed upon with the Union. It is understood
that deductions shall not be made from the first pay of a new
employee. The initial deduction from the pay of an
employee signing a new authorization shall be from the
second pay period following the date of his authorization.

Section 4. Collection in Succeeding Months
(a) Once each month, beginning with the month of January,

1974, the International Union may submit to the Company,
not later than the tenth day of the month, tabulating cards (or
magnetic tape) containing the employee's name, social
security number, local union, amount of Union dues
(including initiation fee, if any) to be deducted and the
specified month or months (January, 1974 or thereafter) for
which the Union certifies that (i) the specified dues were
required for such month(s) under the International Union's
Constitution and Articles II and III of this Agreement and
(ii) such dues were not deducted from wages earned in such
month(s) or from Regular Supplemental Unemployment
Benefits equivalent to forty (40) hours' pay received in such
month(s). An employee's name shall not be submitted in any
month unless he is on the active employment rolls at the
beginning of such month.

(b) Union dues in the specified amount shall be deducted from
the wages of each such employee, provided he has executed
an Assignment and Authorization for Check-Off of
Membership Dues for the month or months for which and in
which the deduction is made. Such deduction shall be made
from the pay for the third pay period ending in the month,
provided that the employee has sufficient earnings to cover
the Union dues.
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The Company shall have no responsibility for the collection
of membership dues not deducted pursuant to Sections 3 and
4 of this Article.

Section 5. Deduction of Initiation Fees
For the purposes of applying the check-off provisions, it
shall be presumed that reinstated and rehired employees do
not owe initiation fees, and collection of any initiation fees
from such employees shall be the responsibility of the Local
Union. It shall be presumed that employees being hired by
the Company for the first time have not previously paid
initiation fees, and such fees will be deducted as set forth in
Section 3 of this Article.

With respect to a newly hired employee who does not sign
an authorization form at the time he is hired, initiation fee
will be deducted only if the Local Union subsequently shall
furnish an authorization form signed by the employee and
advise the Company therewith in writing that the employee
owes an initiation fee, in which case such initiation fee will
be deemed to become due and payable in the pay period
following receipt of such notice.

The Company shall have no responsibility for the collection
of initiation fees not deducted pursuant to the foregoing.

Where an initiation fee has been deducted from the pay of a
new employee who does not owe such fee, it shall be the
responsibility of such employee to obtain appropriate refund
from the Local Union.

Section 6. Remittal of Deductions to Local Unions
All sums deducted from pay shall be remitted to the
Financial Secretaries of the Local Unions in two payments,
the first payment to be made as soon as available but no later
than ten (10) days after the first pay period in each month
and the second payment, including deductions from the
remaining pay periods of the month, to be made not later
than the 10th day of the next succeeding month after which
such deductions are made, the same to be by them allocated
and distributed in accordance with the constitution, laws and
regulations of the Union.



ARTICLE III DUES AND ASSESSMENTS

14

Section 7. Record of Deduction for Local Unions
The Company and the Union shall work out a mutually
satisfactory arrangement by which the Company will
furnish the Financial Secretaries of the Local Unions semi-
monthly a record of those for whom deductions have been
made, together with the amounts of such deductions. It is
permissible for Local Unions and local Management to
work out a system of reporting those for whom no
deductions are made, rather than those for whom deductions
are made, where they mutually desire to do so.

Section 8. Notice to Union of Employee Revocations
The Company will advise the Financial Secretary of the
Local Union in writing of receipt by the Company of any
written notice from an employee revoking his assignment
and authorization to deduct Union membership dues from
his pay or Regular Supplemental Unemployment Benefits.
Such written advice to the Union shall identify the employee
and specify the date notice was received by the Company,
and shall be sent to the Union within ten (10) working days
of receipt of such notice.

The Union shall have the right to inspect such notice and its
mailing envelope within thirty (30) days from the date the
Union is sent advice of the receipt thereof, and following the
expiration of that time any objections not theretofore made
to the Company in writing to the effectiveness of such notice
of revocation shall be deemed waived by the Union.

Section 9. Requests for Additional Deductions
Requests to the Company by Local Unions to deduct
membership dues (other than initiation fees) in excess of
$1.50 each month, and notices of any increases in initiation
fees, shall be effective only upon written assurance to Labor
Affairs of the Company from the International Union that
such amounts are a part of the membership dues under the
Union's constitution, and have been duly approved by the
International Union.
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Section 10. Notice of Transfer to Excluded Classification
When an employee is transferred to an excluded
classification, the Company will give the Union a written
notice of such transfer, within ten (10) working days from
the date of transfer, said notice to list name and old badge
number.

ARTICLE IV 

COMPANY RESPONSIBILITY 

Section 1. General
The Company retains the sole right to manage its business,
including the rights to decide the number and location of
plants, the machine and tool equipment, the products to be
manufactured, the method of manufacturing, the schedules
of production, the processes of manufacturing or
assembling, together with all designing, engineering, and
the control of raw materials, semi-manufactured and
finished parts which may be incorporated into the products
manufactured; to maintain order and efficiency in its plants
and operations; to hire, lay off, assign, transfer and promote
employees, and to determine the starting and quitting time
and the number of hours to be worked; subject only to such
regulations and restrictions governing the exercise of these
rights as are expressly provided in this Agreement.

Section 2. Promotions and Nonpromotional Job Transfers
(a) Promotions

Promotions shall be based primarily upon merit and ability,
but where these are equal, the employee having the greatest
seniority shall receive preference.

With respect to promotions to higher paid jobs the Union
shall be notified of the opening as far in advance as possible.
Arrangements shall be made locally by mutual agreement to
establish appropriate procedures for posting of such
openings. By local agreement, other arrangements can be
made regarding any job openings.
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Complaints that Management has not exercised fairness in
judging the qualifications of the available candidates may be
processed through the Grievance Procedure.

(b) Nonpromotional Job Transfers
It is the policy of the Company to give consideration to
seniority employees who wish to transfer from one
classification to an equal or lower rated classification within
the same seniority unit and plant or facility or from one
classification to an equal or lower rated classification within
a department on the same shift when a permanent vacancy
(which is to be filled) occurs on the classification.

Accordingly, the Company will act on applications for such
transfers, without limitation upon the Company's right to
transfer or promote employees. With respect to
nonpromotional job transfers, the Union shall be notified of
the opening as far in advance as possible.

In each plant where this has not been done or where a
mutually satisfactory procedure does not already exist, a
procedure which gives effect to this policy will be set up and
administered by the Company.

An employee who has made application in accordance with
such local plant procedures shall be given preference over a
recall, rehire and new hire and over an employee who has
not applied for the classification for the next vacancy
provided the employee is qualified to do the job. In case
there is more than one applicant qualified to do the job, the
applicant with the longest seniority will be given preference.

An employee who has been offered and does not accept a
transfer or who has transferred under the provisions of this
Subsection will not be considered for another such job
transfer until at least six months have elapsed from the date
of the last offer or the effective date of the nonpromotional
job transfer.

Any secondary job openings resulting from filling jobs
pursuant to this provision may be filled through promotion
or through transfer without regard to seniority standing or
by new hire.
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At any plant where the Local Union notified local
Management in writing within 30 days from the effective
date of the 1967 Agreement, this Subsection shall not be
deemed in effect and local agreements in effect under the
Agreement dated November 23, 1964, regarding any job
openings will continue in effect.

Section 3. Discipline and Discharge
The Company retains the sole right to discipline and
discharge employees for cause, provided that in the exercise
of this right it will not act wrongfully or unjustly or in
violation of the terms of this Agreement.

In imposing discipline on a current charge, the Company
will not take into account any prior infraction which
occurred more than 18 months previously. However, in
instances where an employee is on a medical leave of
absence of 90 days or more during the 18 month time period
after a disciplinary action is issued, the 18 month time
period will be extended by the amount of time of medical
leave occurring within the initial eighteen months to ensure
18 months of active employment from the issuance of the
disciplinary action.

Complaints that the Company has violated this paragraph
may be taken up through the Grievance Procedure provided
in this Agreement.

Section 4. Production Standards
(a) Establishment; Disputes

The right of the Company to establish and enforce
production standards is recognized. Such production
standards shall be fair and equitable and shall be set on the
basis of normal working conditions, the quality of
workmanship, and the normal working capacities of normal
experienced operators, with due consideration to fatigue and
the need for "personal" time.

When a production standard is established and is not
disputed, or is disputed and settled, the element times shall
remain unchanged and not subject to dispute unless and
until the operation is changed as a result of change in
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method, layout, tools, equipment, materials or product
design.

When a study is to be made for the purpose of establishing
a standard the employee on such job shall be notified at the
time the study is to be made. When a study is made for
purposes other than establishing a standard, the purpose of
the study will be made known to a Union representative if
he requests it.

The provisions of the strike Settlement Agreement of May
29, 1949, as amended, and the rules for manning moving
assembly lines established by the arbitration award of July
8, 1949, shall apply to assembly line operations like those
covered by such Settlement Agreement, unless other
arrangements have been or are mutually agreed to through
local plant negotiations.

The vehicle assembly plants will maintain procedures to
provide advance knowledge of mix changes which require
compensating adjustments. Management will designate
specific offline operations from which manpower will be
made available when increased manpower is selected as a
means of adjusting for a mix change. Upon request,
Management will advise the Union of the arrangements
made.

On line operations relief persons will be designated to make
relief available at all times and in a ratio to provide each
employee with a total of 40 minutes of actual personal relief
per 8 hour shift.

In determining the number of relief persons required for this
purpose, the Company shall take into account such factors
that may be involved in relief assignments as walking
unusual distances from station to station, the securing of
special tools, clothing or equipment, the necessity of
washing up prior to relieving the next operator and the
factor of time slippage involved in a tag relief system.
Detailed implementation of the general rules stated in the
foregoing paragraph is to be worked out locally, with the
understanding that:
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(i) where the Local Union so requests, such
implementation shall regularly be made on the basis
that relief for up to one hour at the start of the shift and
up to one-half hour after lunch will not be required
except in emergencies;

(ii) it shall not be deemed to affect any existing
arrangements for relief based on environmental factors
in addition to that required for personal time;

(iii) it shall not interfere with any mutually satisfactory
local practice or agreement.

It is recognized that disputes on production standards should
be resolved at the plant level wherever possible. The Union
may designate a qualified person in each Bargaining Unit
who, upon his request, in the event of a work standards
dispute, will be advised as to the work content which is the
basis of the particular production standard.

The Union shall have the right to process grievances on
disputed production standards through the procedure
provided therefore by Article VII, Section 23 of this
Agreement.

(b) Enforcement; Discipline

When a standard is not established, an employee who is
following the prescribed method and using the tools
provided in the proper manner and performing at a normal
pace will not be disciplined for failure to obtain an expected
amount of production.

On being assigned to a job for which a production standard
has been placed in effect, the employee shall be advised by
the Supervisor as to what such standard is. Production
standards now in effect and production standards as they are
arrived at will be made available for inspection by the
Committeeperson.

Continued failure, or refusal, of an employee to produce on
the basis of such production standards shall be considered
due cause for discipline, including discharge, unless the
failure is due to causes beyond his control. Circumstances
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affecting the time of performance of a particular job that
were not taken into account in establishing a production
standard are known as nonstandard conditions. When such
nonstandard conditions exist which adversely affect the
operation and are brought to the attention of Management,
an employee who is following the prescribed method and
using the tools provided in the proper manner and
performing at a normal pace will not be required to obtain
the expected amount of production.

No employee will be disciplined for failure to perform in
accordance with production standards unless he has been
advised at least four days in advance as to what such
production standard is. When the Company contemplates
disciplinary action for failure to perform in accordance with
production standards, the Committeeperson shall be notified
promptly that the employee has been given the first warning
and the reasons for such warning.

An employee physically incapable of meeting production
standards will be given the opportunity to transfer to an
operation he is physically capable of performing, subject to
the provisions of Article VIII, Sections 9 through 13 of this
Agreement.

An employee shall not be subject to discipline for his
activities during his relief period so long as he does not
interfere in any way with production, the work of his fellow
employees and order in the plant, and does not violate plant
rules.

Any complaint that discipline imposed under this Section is
improper shall be taken up through the regular Grievance
Procedure provided for in this Agreement.

Section 5. Rules and Regulations
The right of the Company to make such reasonable rules and
regulations, not in conflict with this Agreement, as it may
from time to time deem best for the purposes of maintaining
order, safety, and/or effective operation of Company plants,
and after advance notice thereof to the Union and the
employees, to require compliance therewith by employees,
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is recognized. The Union reserves the right to question the
reasonableness of the Company's rules or regulations
through the Grievance Procedure.

Section 6. Assignment of Overtime Work
When, in the judgment of Management, overtime is required
for a given department, the regular employees assigned to
the department will work such overtime periods.

All reasonable means will be employed to equalize overtime
among shifts.

When in the judgment of Management, overtime is
necessary for employees on a given classification within a
department, the employees regularly performing the
operations involved shall work such overtime periods.
Where such overtime is of a continuing nature,
Management, insofar as is practicable, will rotate such
overtime among qualified employees within the department,
it being understood that for this purpose, by local
agreement, employees in General Cleaning, Material
Handling, and other such classifications, may be considered
as if in one department within a Unit by classification. In
addition, overtime shall be rotated insofar as is practical
between those employees on a given classification who, as
a matter of routine assignment, are used interchangeably
during the normal workweek.

Local deviations from the foregoing general rules regarding
overtime assignments may be made by local agreement
approved by the National Ford Department of the UAW and
Labor Affairs of the Company.

Except in emergencies or breakdowns, an employee shall be
notified of required overtime work not later than the
completion of his last hour of work on the day preceding
such overtime.

The notice provisions in this Section shall also apply to the
resumption of overtime work whenever there is a break in
the overtime schedule.

It is the policy of the Company to grant, where practicable,
an employee's request to be excused from overtime on a
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given day, for good reason, especially during periods of
continuing overtime. Such a request should be made as far
in advance as possible. The employee will be promptly
notified of the disposition of his request. When granted he
will not be required to work during the excused time without
his consent.

The Company's right to require employees to perform
overtime work is subject to the Memorandum of
Understanding which is attached hereto as Appendix H.

Section 7. Layoff and Recall -- Deviations from Seniority
The right of the Company to lay off and recall employees is
limited by Sections of this Agreement, hereafter provided,
covering that subject.

Notwithstanding those provisions, it is recognized that upon
certain occasions it is necessary in order to facilitate tooling,
plant arrangement, starting of production or other unusual
situations, for the Company to retain or to call into work the
most capable and efficient employees, out of line of
seniority.

When such occasions arise the Union Committeeperson will
be advised in advance of the number and classifications of
such employees.

The discretion hereby vested in the Company shall not be
abused. Complaints that the Company has abused its
discretion in this respect may be taken up through the
Grievance Procedure provided in this Agreement.



Section 8. Job Security and Outside Contracting
It is the policy of the Company that employees of an outside
contractor will not be utilized in a plant or parts and supply
depot covered by this Agreement to replace seniority
employees on production assembly or manufacturing work,
warehousing work, or fabrication of tools, dies, jigs and
fixtures, normally and historically performed by them, when
performance of such work involves the use of Company-
owned machines, tools or equipment maintained by
Company employees.

This policy shall not affect the right of the Company to
continue arrangements currently in effect; nor shall it limit
the fulfillment of warranty obligations by vendors nor limit
work which a vendor must perform to prove out equipment.

It is the policy of the Company to fully utilize its seniority
employees in the skilled trades (Appendix F) in the
performance of maintenance and construction work, in
accordance with its letter to the Union of January 20, 1949.
It is the Company policy in all cases, except where time and
circumstances prevent it, to have advance discussion with
Local Union representatives prior to letting such a contract.
In this discussion local Management is expected to review
its plans or prospects for letting a particular contract. The
Local Union should be advised of the nature, scope and
approximate dates of the work to be performed and the
reasons (equipment, manpower, etc.) why Management is
contemplating contracting out the work. At such times,
Company representatives are expected to afford the Union
an opportunity to comment on the Company's plans and to
give appropriate weight to those comments in the light of all
attendant circumstances.

In no event shall any seniority employee who customarily
performs the work in question be laid off as a direct and
immediate result of work being performed by any outside
contractor on the plant premises.

It is the policy of the Company that decisions by local
Management regarding the utilization of a non-Company
source to perform new die machining, fabrication, repair,
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tryout and related checking fixture construction work
normally performed by seniority journeymen in the tool and
die classifications (Appendix F) shall be subject to the
limitations set forth in the Company's letter to the Union
dated October 4, 1979.

ARTICLE V 

STRIKES, STOPPAGES AND LOCKOUTS

Section 1. Fair Day's Work
The Union reaffirms its adherence to the principle of a fair
day's work for a fair day's pay, and agrees to use its best
efforts towards this end, both as to work and as to conduct
in its performance.

Section 2. Intent of Agreement
It is the intent of the parties, in the interests of attaining
peaceful, orderly relations and efficient, uninterrupted
operations, to set forth in this Agreement the obligations of
the Company to the Union and the employees it represents,
and to provide the procedures through which the Union and
the employees shall resort to secure redress for any
grievances arising from this Agreement.

Section 3. Prohibited Activities
The Union will not cause or permit its members to cause,
nor will any member of the Union take part in, any sit-down,
stay-in, or slowdown in any plant of the Company or any
curtailment of work or restriction of production or
interference with the operations of the Company.

Section 4. Limitations on Right to Strike
The Union will not cause or permit its members to cause,
nor will any member of the Union take part in, any strike of
any of the Company's operations, or picketing of any of the
Company's plants or premises, except with respect to
disputes which are to be referred to the procedure provided
for in Article VII, Section 23 of this Agreement, and then
only after such procedure has been exhausted.
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No strike shall take place until such action has been fully
authorized as provided in the constitution of the
International Union, United Automobile, Aerospace and
Agricultural Implement Workers of America.

Section 5. Discipline for Violations of Sections 3 and 4
The Company shall have the right to discipline (including
discharge) any employee who instigates, participates in, or
gives leadership to an unauthorized strike in violation of this
Agreement.

The Umpire shall have power to review the reasonableness
of penalties imposed under this Section.

Section 6. Limitations on Right to Lock Out
The Company will not lock out any employees except with
respect to disputes which are to be referred to the procedure
provided for in Article VII, Section 23 of this Agreement,
and then only after such procedure has been exhausted.

ARTICLE VI 

REPRESENTATION

Section 1. Unit Structure
For the purpose of providing representation and operating
under this Agreement, the Company shall be divided into
Units. Each depot, plant or works shall constitute such a
Unit. The Rouge Area shall be subdivided into the following
respective Units:

Maintenance, Construction and Transportation
Dearborn Truck Plant
Dearborn Engine Plant 
Dearborn Stamping Plant
Dearborn Diversified Manufacturing Plant 
Tool and Die

Whenever operations in a Unit of the Rouge Area are
discontinued or so curtailed as to make its continuance as a
separate Unit impractical, the parties shall by mutual
agreement eliminate such Unit or combine its remnants with



one of the remaining Units. Where new buildings are placed
in operation, or operations are resumed in previously
discontinued Units, the parties shall by agreement determine
whether a new Unit shall be added or an existing Unit
expanded.

Nothing in the foregoing shall be deemed to modify the
existing local arrangements at the Cleveland Engine plant.

Section 2. Representation on Company Time
For the purpose of operating under this Agreement, the
employees shall be entitled to representatives on Company
time in accordance with the following provisions.

Section 3. Units of 1,399 or Less
In Units containing 1,399 or less employees, the Union will
be accorded representatives as follows:

(a) Less than 150 (Single Shift Operation)
In a Unit of less than 150 employees with a single shift
operating pattern, there shall be one full-time Chairperson.
The Chairperson shall have the right to devote his/her
full–time to his/her duties, as such, which shall include
those functions set forth in Sections 8(c), 9(c), and 10(c) of
this Article.

(b) Less than 150 (Multiple Shift Operation)
In a Unit of less than 150 employees with a multiple shift
operating pattern, there shall be two Committeepersons,
including the Chairperson. The Chairperson shall have the
right to devote his/her full time to his/her duties, as such,
which shall include those functions set forth in Sections
8(c), 9(c) and 10(c) of this Article, but the remaining
Committeepersons shall be on a part-time basis.

(c) 150-199
In a Unit of 150 to 199 employees, there shall be three
Committeepersons, including the Chairperson. The
Chairperson shall have the right to devote his/her full time
to his/her duties, as such, which shall include those
functions set forth in Sections 8(c), 9(c) and 10(c) of this
Article, but the remaining two Committeepersons shall be
on a part-time basis.
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(d) 200-399
In a Unit of 200 to 399 employees, there shall be three
Committeepersons including the Chairperson. When the
Unit is operating three shifts on production, an additional
Committeeperson may be allowed. The Chairperson shall
have the right to devote his/her full time to his/her duties, as
such, but the remaining Committeepersons shall be on a
part-time basis.

(e) 400-599
In a Unit of 400 to 599 employees, there shall be four
Committeepersons including the Chairperson. The
Chairperson and one other Committeeperson shall have the
right to devote their full time to their duties, as such, but the
remaining Committeepersons shall be on a part-time basis.

(f) 600-799
In a Unit of 600 to 799 employees, there shall be four
Committeepersons, including the Chairperson. The
Chairperson and two other Committeepersons shall have the
right to devote their full time to their duties, as such, but the
remaining Committeeperson shall be on a part-time basis.

(g) 800-999
In a Unit of 800 to 999 employees, there shall be four
Committeepersons, including the Chairperson, all of whom
shall have the right to devote their full time to their duties,
as such.

(h) 1,000-1,199
In a Unit of 1,000 to 1,199 employees, there shall be five
Committeepersons, including the Chairperson, all of whom
shall have the right to devote their full time to their duties,
as such.

(i) 1,200-1,399
In a Unit of 1,200 to 1,399 employees, there shall be six
Committeepersons, including the Chairperson, all of whom
shall have the right to devote their full time to their duties,
as such.



Section 4. Units of 1,400 or More (Except Rouge and
Michigan Assembly Plant)

In Units containing 1,400 or more employees, the Union
will be accorded representatives as follows:

(a) Number of Full-time Representatives
Each Unit, according to the number of employees therein,
may have the number of full-time representatives, including
the Chairperson of the Unit Committee, indicated in the
following table:

No. of No. of
Employees Representatives
1,400 to 1,599  . . . . . . . . . . . . . . . . . . . . . . . . . .7
1,600 to 1,799  . . . . . . . . . . . . . . . . . . . . . . . . . .8
1,800 to 1,999   . . . . . . . . . . . . . . . . . . . . . . . . . .9
2,000 to 2,199   . . . . . . . . . . . . . . . . . . . . . . . . .10
2,200 to 2,399   . . . . . . . . . . . . . . . . . . . . . . . . .11
2,400 to 2,599 . . . . . . . . . . . . . . . . . . . . . . . . . .12
2,600 to 2,799 . . . . . . . . . . . . . . . . . . . . . . . . . .13

And so forth with one additional representative for each
additional 200 employees.

(b) Size of Unit Committee; Handling of First Stage
Grievances
Each Unit shall have a Unit Committee of three or four
persons, including the Chairperson, plus District
Committeepersons to handle grievances in the First Stage.

A Unit Committeeperson may be designated to handle First
Stage Grievances within a specified district where necessary
to provide adequate representation.

Section 4A. Part-time Representatives — Small Shifts
In a Unit employing 1,001 or more people, an additional
Committeeperson on a part-time basis shall be allowed on
the No. 1 and No. 3 shift when more than 25 but less than
200 people are working on such shift. In view of special
conditions in the Rouge Area, implementation of the
principles of the foregoing provision with respect to the
Rouge Area will be negotiated between Labor Affairs and
the Local Union.
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Section 5. Local Agreements on Deviations
Deviations from Sections 3 and 4 of this Article may be
negotiated by the local Unit and local Management to meet
local conditions, subject to the approval by Labor Affairs of
the Company and the National Ford Department of the
Union.

In a Unit where a substantial number of employees working
on production on necessary continuous seven-day
operations creates a demonstrable need, the local Unit (or in
the case of the Rouge Area, the Local Union), and local
Management will work out by local agreement
arrangements for an additional part-time Committeeperson.

Section 6. Rouge and Michigan Assembly Plant
Notwithstanding Sections 3 and 4 of this Article, the Union
will be accorded representatives in the Rouge Area and
Michigan Assembly Plant on a full-time basis, as follows:

(a) Size of Unit Committee; Handling of First Stage
Grievances
Each Unit shall have a Unit Committee of three or four
persons, including the Chairperson, plus District
Committeepersons to handle grievances in the First Stage. A
Unit Committeeperson may be designated to handle First
Stage Grievances within a specified district where necessary
to provide adequate representation.

(b) Number of Representatives
The Union shall have one representative for every 200
employees and major fraction thereof working in the Rouge
Area and Michigan Assembly Plant, respectively. The
apportionment of such representatives among the various
Units comprising the Rouge Area shall be in the discretion
of the Local Union, subject only to Subsection (a) of this
Section.

Section 7. Adjustments for Population Changes
Where, in any Unit, a change in the number of
representatives, or from a full-time to a part-time basis of
representation or vice versa is required because of
deviations in the number of employees working above or
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below the number on which its representation structure is
based, the requisite changes shall be accomplished within
two weeks of the notice to the Local Union of the
occurrence of the deviation in employment requiring it;
provided, however, that changes in the Rouge Area shall be
based upon the employment level in the Area rather than
individual Units. Employees on layoff in accordance with
Article VIII, Section 21 of this Agreement shall be included
in the number working for purposes of this Section.

Section 8. Unit Health and Safety Representative
(a) Number; Appointment

Each Unit of 600 or more employees may have one full-time
Health and Safety Representative who shall be appointed by
the National Ford Department Director.

(b) Notice to Company
The National Ford Department Director shall advise Labor
Affairs in writing of the names of the appointed Health and
Safety Representatives and the Unit to which each is
assigned. No representative shall function as such until the
Company has been so advised.

(c) Functions
The primary function of the Unit Health and Safety
Representative is to handle health and safety complaints in
accordance with the procedure set out in Article VII, Section
23 (b)(1). In addition, the Unit Health and Safety
Representative will:

(i) accompany International Union Representatives on
plant inspection tours; also accompany representatives
of the Company’s Industrial Hygiene and Safety
Sections on regular plant surveys and upon request
receive results of such surveys - advance arrangements
should be made to permit participation in such surveys; 

(ii) receive advance notice of health and safety inspections
by private agency officials, licensed inspectors
required by statute, or consultants retained by the
Company, and whenever possible, by government
officials, including state, city, and county code
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enforcement officials, and be afforded an opportunity
to accompany such officials or consultants and provide
any pertinent information to them. Upon request,
copies of reports of such parties, including those of
insurance inspectors, will be provided regarding
violations of applicable local, state, or federal code or
violation(s). The parties recognize that such reports
may not accurately or properly characterize issues that
relate to employee health and safety matters;

(iii) receive from the appropriate Management
representative a copy of the Unit’s OSHA Form 300A
(Summary, Occupational Illnesses and Injuries) as it is
now constituted and the facility’s total man-hours
worked for the comparable period;

(iv) accompany a local Company safety representative to
measure noise, air contaminants or air flow when and
where conditions in the Unit indicate such
measurement is necessary; upon request be provided
with copies of photographs taken by Company
personnel which relate to health and safety matters in
the plant-such photographs shall be for the confidential
use of the Unit Health and Safety Representative only
and shall not be reproduced, published or distributed in
any way; once each week make inspections with the
local Company safety representative and make
necessary and desirable recommendations regarding
the plant working environment; prior to such
inspections, be advised by the local Company safety
representative of possible problem areas based on an
analysis of current OSHA Form 300 accident
experience;

(v) be informed of work-related lost-time accidents as
defined by the OSHA Recordkeeping Guidelines for
Occupational Injuries and Illnesses and other major
accidents which occur in the workplace; review the
results of plant safety investigations (Form 1268 or its
equivalent) of such accidents and make necessary and
desirable recommendations; periodically review
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deletions from the OSHA 300 log and the rationale for
such deletions, periodically review the listing of
workers compensation cases to reconcile with the
OSHA 300 log;

(vi) receive prompt notification of any serious work-related
employee injury or fatality as well as significant
chemical spills in the workplace;

(vii) participate in formal employee job-related safety
training or instruction programs, and review and make
recommendations to Company representative
concerning appropriate content of such programs;

(viii) be advised in writing of breathing zone air sample
results and known harmful physical agents or
chemicals to which employees in the Unit are exposed
and protective measures and applicable emergency
procedures. In addition, whenever it is determined that
an employee has had a personal exposure exceeding
the permissible level as set forth in 29 CFR-1910.1000,
Air Contaminants or other applicable standards
adopted by the Company, the Unit Health and Safety
Representative shall be informed in writing of such
exposure and the corrective action to be taken;

(ix) receive, upon request to the Company notice of
significant environmental remediation projects, spills,
or releases that are subject to government reporting
requirements. The Unit Health and Safety
Representative(s) will forward such information to the
NJCHS;

(x) conduct focused departmental health and safety audits
on a weekly basis with area Company leadership. The
results of these audits will be reported out at the plant
Safety Process Review Board.

(d) Representative Training
The Company will provide annually the training or
instruction it deems necessary to qualify the Unit Health and
Safety Representatives to perform their functions
satisfactorily. In addition to initial instruction, Unit Health
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and Safety Representatives will receive specialized training
appropriate to the operations in their respective Units. The
National Ford Department will be provided the opportunity
to review and participate in such training or instruction
programs and make necessary and desirable
recommendations.

(e) Duty to Remain in Unit; Reporting to Supervisor
A Health and Safety Representative shall remain in his/her
respective Unit while on Company time.

A Health and Safety Representative shall report to an
employee’s Supervisor, provided the Supervisor is in the
department, before contacting such employee in pursuance
of his/her duties.

(f) Hours on Company Time
It is understood that a Unit Health and Safety Representative
shall be entitled to be on Company time only for the same
number of hours as the employees on the shift to which
he/she is assigned are normally scheduled to work.

During periods of temporary layoff as defined by Article
VIII, Section 21, a Unit Health and Safety Representative
will be considered as a Unit Committeeperson, and his/her
entitlement to be on Company time will be determined in
accordance with the provisions of Section 13 (d).

Section 9. Unit Benefit Plans Representative
(a) Number; Appointment

Each Unit of 600 or more employees may have one full-time
Benefit Plans Representative who shall be appointed by the
National Ford Department Director.

(b) Notice to Company
The National Ford Department Director shall advise Labor
Affairs in writing of the names of the appointed Benefit
Plans Representatives and the Unit to which each is
assigned. No representative shall function as such until the
Company has been so advised.
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(c) Functions
The functions of the Unit Benefit Plans Representative are
limited to matters pertaining to the Retirement Plan,
Insurance Program, and the Supplemental Unemployment
Benefit Plan. The Unit Benefit Plans Representative will:

Retirement Plan
(i) Discuss and assist in the resolution of employee, retiree

and surviving spouse problems relating to creditable
service, benefit eligibility, benefit amount,
determination delays and payment delays.

(ii) Meet with local Company Personnel Benefits
Representative or other designated local Management
representative as required.

Insurance Program
(i) Confer with employees, spouses, retirees (excluding

retiree healthcare), beneficiaries or insurance carriers
regarding coverage eligibility, a denied claim, benefit
amounts, and benefit payment delays.

(ii) Meet with local Company Personnel Benefits
Representative or other designated local Management
representative as required.

Supplemental Unemployment Benefit Plan
(i) Confer with employees regarding eligibility for

benefits under the SUB Plan, a denied or suspended
benefit or questions concerning appeal procedures
under the SUB Plan.

(ii) Meet with designated local Management representative
as required.

(iii) Discuss with Company designated representative those
instances in which the Company determines benefit
payments are not payable.

(iv) Participate in Local Supplemental Unemployment
Benefit Plan Committee hearings as required.

(d) Duty to Remain in Unit; Reporting to Supervisor
A Benefit Plans Representative shall remain in his/her
respective Unit while on Company time.
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A Benefit Plans Representative shall report to an employee’s
Supervisor, provided the Supervisor is in the department,
before contacting such employee in pursuance of his/her
duties.

(e) Hours on Company Time
It is understood that a Unit Benefit Plans Representative
shall be entitled to be on Company time only for the same
number of hours as the employees on the shift to which
he/she is assigned are normally scheduled to work.

During periods of temporary layoff as defined by Article
VIII, Section 21, a Unit Benefit Plans Representative will be
considered as a Unit Committeeperson, and his/her
entitlement to be on Company time will be determined in
accordance with the provisions of Section 13(d).

Section 10. Employee Support Services Program
Representative

(a) Number; Appointment
Each Unit of 600 or more employees may have one full time
Employee Support Services Program Representative who
shall be appointed by the National Ford Department
Director.

(b) Notice to Company
The National Ford Department Director shall advise Labor
Affairs in writing of the names of the appointed Employee
Support Services Program Representatives and the Unit to
which each is assigned. No representative shall function as
such until the Company has been so advised.

(c) Functions
The functions of the Employee Support Services Program
Representative are limited to matters pertaining to the
Employee Support Services Program. The Employee
Support Services Program Representative will:

(i) assist in the identification, education, referral and
follow up of employees with problems which impair
job performance relating to alcohol and drug
dependency or emotional disorders while assuring
requisite confidentiality standards are observed;

35

ARTICLE VI REPRESENTATION



(ii) act as liaison with appropriate members of line
supervision, human resources, plant medical, other
Union representatives, diagnosis and referral agencies,
and with providers of treatment and medical care;

(iii) assist in evaluating the effectiveness of various
programs, plans and services;

(iv) participate in formal employee assistance training or
instruction programs, and review and make
recommendations to Company representatives
concerning program content;

(v) assist in coordinating and implementing various local
program applications and related services available
under the Employee Support Services Program,
including development of local proposals and requests
for funding to the national Employee Support Services
Program Committee;

(vi) acquire appropriate certification and satisfy related
conditions where required by laws or regulations.

(d) Representative Training
The Education, Development and Training Program will
provide training or instruction deemed necessary to qualify
the Unit Employee Support Services Program
Representatives to satisfactorily perform their functions
relating to the Employee Support Services Program.

(e) Duty to Remain in Unit; Reporting to Supervisor
Unit Employee Support Services Program Representatives
shall remain in their respective Unit while on Company
time.

Unit Employee Support Services Program Representatives
shall report to an employee's Supervisor, provided the
Supervisor is in the department, before contacting such
employee in pursuance of their duties.

(f) Hours on Company Time
It is understood that Unit Employee Support Services
Program Representatives shall be entitled to be on Company
time only for the same number of hours as the employees on
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the shift to which the Representatives assigned are normally
scheduled to work.

During periods of temporary layoff as defined by Article
VIII, Section 21, Unit Employee Support Services Program
Representatives will be considered as Unit
Committeepersons, and will be entitled to be on Company
time in accordance with the provisions of Section 13 (d).

Section 11. Provisions Applicable to Both Full and Part-
time Representatives

(a) Functions of District Committeepersons
The function of a District Committeeperson is to handle
grievances in the First Stage, to represent employees at
hearings in disciplinary cases when called upon to do so,
and to pass necessary information on with respect to
grievances appealed. A District Committeeperson also may
perform certain other representation functions, including
participation in joint programs and related functions, as may
be provided for under the Agreement.

(b) Functions of Unit Committee
The function of the Unit Committee is to review and
negotiate grievances in the Second Stage, to prepare
grievances not settled at this point for further review in the
Grievance Procedure, and to negotiate with local
Management on negotiable local problems. A Unit
Committeeperson may also handle First Stage Grievances in
the cases provided for in Sections 3 and 4 of this Article, and
represent employees at hearings in disciplinary cases when
called upon to do so. A Unit Committeeperson also may
perform certain other representation functions, including
participation in joint programs and related functions, as may
be provided for under the Agreement. 

(c) Assignment to Defined Districts
Except where otherwise agreed locally to meet exceptional
conditions, each Committeeperson handling First Stage
Grievances shall be assigned a definite district.
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(d) Notice to Company
The Chairperson of each Unit Committee shall promptly
advise the Company in writing of the names, positions and
assignments of the representatives in his/her plant, and of
any changes therein, except that in the Rouge Area it shall
be the duty of the President of the Local Union to furnish
this information. No representative shall function as such
until the Company has been so advised.

(e) Duty to Remain in Plant and Area; Reporting to
Supervisors
All Committeepersons except the Chairperson of the Unit
Committee shall remain in the plant, and, except when their
duty requires them elsewhere, in their respective areas,
while on Company time.

A Committeeperson shall report to an employee’s
Supervisor, provided the Supervisor is in the department,
before contacting such employee in pursuance of his/her
duties.

(f) Chairperson’s Privilege to Leave Plant
The Company recognizes the privilege of the Chairperson of
the Unit Committee to leave the plant in the course of the
performance of his/her functions as such, but he/she shall
notify the designated Company representative, if he/she is
available, when leaving and returning to the plant during
working hours.

(g) Eligibility to Serve as Representative
Any representative provided for in the foregoing Sections
shall be an employee of the Company selected from among
the employees he/she represents, and to be eligible to hold
such position, shall have been in the regular employ of the
Company, or on approved leave of absence, for at least one
year immediately preceding his designation to such position
unless an employee of at least one year’s service is not
available; provided, however, that in each Unit, excluding
those in the Rouge Area, having 100 or more skilled trades
(Appendix F) employees and two or more full-time
representatives, including the Chairperson, pursuant to
Sections 3, 4 or 6, whichever is applicable, of this Article,
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one of these full-time representatives shall be elected from
among those skilled trades (Appendix F) employees
working in the Unit.

Section 12. Provisions Applicable to Part-time
Representatives

The following provisions are applicable to representatives
who are on a part-time basis:

(a) Privilege of Leaving Work
Company accords to representatives the privilege of leaving
their work for the time necessary to promptly perform their
duties as outlined in this Agreement without loss of time, on
the understanding that this privilege will not be abused and
representatives will continue to work at assigned jobs at all
times not required for the performance of such duties.

A representative shall report to his/her Supervisor when it
becomes necessary to leave his/her job, and will report to an
employee’s Supervisor, provided the Supervisor is in the
department, before contacting such employee in pursuance
of his/her duties.

(b) Retention During Layoffs
A representative shall be permitted to work during layoffs so
long as one of his/her constituents is at work and there is
work available which he/she can perform, and so long as
he/she does not lose his status as a representative through
readjustment of the representation structure as provided in
Section 7 of this Article, without regard to seniority
provisions of this Agreement.

(c) Overtime Work
A representative shall be entitled to work overtime, if he/she
so requests, whenever one or more of his constituents is
called upon for overtime work, and there is work available
which he/she can perform. 

His/Her privilege to leave his/her job during overtime hours,
however, is limited to the handling of grievances relating to
or arising from the work during these hours, in behalf of
constituents working during such hours.
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The representative shall be notified, if he/she is in the Unit,
of the overtime work at the same time as are his/her
constituents who are to work.

Section 13. Provisions Applicable to Full-time
Representatives

The following provisions are applicable to representatives
who are on a full-time basis:

(a) Assignment of Sufficient Areas
Where shifts in employment not affecting the overall
employment level of the Unit sufficiently to require a
change in the structure of representation take place, it shall
be the responsibility of the Chairperson of the Unit
Committee to see that representatives are assigned areas in
such manner as to justify their devoting full time to their
functions, except that in the Rouge Area this principle shall
be applied on an area-wide basis and the responsibility shall
be upon the President of the Local Union.

(b) Hours on Company Time
It is understood that all representatives shall be entitled to be
on Company time only for the same number of hours as the
employees in such Unit are normally scheduled to work.

On continuous seven-day operations, the representatives
shall be scheduled to cover the operations on rotating
schedules in the same manner as other employees on such
operations.

When all of the employees in a Unit work overtime, all of
the representatives in that Unit may come in overtime to
represent them. When part of the employees in a Unit work
overtime, the number of representatives in that Unit who
may come in overtime to represent them shall be
proportionate to the number of employees in that Unit who
are called in to work such overtime, subject to the following
provisions: 

(1) The Chairperson shall be entitled to function as such on
Company time for up to twelve hours daily, Monday
through Friday, excluding holidays, and for eight hours
on a Saturday, Sunday, or a holiday, so long as
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employees in the Unit are scheduled to work on the
Chairperson’s shift for such hours on such days.

(2) Monday through Friday, excluding holidays, all other
elected representatives shall be scheduled to represent
employees on the basis of their representation
functions and a proportionate amount of the overtime
worked by the employees in the Unit on such days
when less than all are scheduled to work. Such
overtime shall be determined and authorized weekly by
totaling the Monday through Friday overtime worked
in the Unit during the preceding week, excluding
holidays and periods when all employees were
scheduled to work, and multiplying that total by .01.
Appointed representatives will receive overtime hours
equivalent to the average hours authorized for elected
representatives. The Chairperson will be notified of the
Unit’s Monday through Friday overtime allocation and
will establish the daily work schedule for all
representatives and provide it to a designated Company
representative. In addition the following provisions
will apply to this overtime allocation:

(i) Since the weekday allocation converts weekday
Unit overtime to an equivalent full-time
representation basis, full-time representatives,
excluding the Chairperson, will not be scheduled
to work overtime as part-time representatives.

(ii) Unused hours from the weekday allocation for the
Unit may be carried over for use on weekend
shifts and the following week; however, such
hours may not be used during holiday weeks (e.g.,
Christmas holiday period) and the carryover shall
not exceed 200 hours for the Unit.

(3) Elected representatives, other than the Chairperson,
will be entitled to come in to represent employees on
overtime by shift on Saturdays, Sundays and holidays
based on one full-time representative at the level of 50
employees scheduled, the second full-time
representative at the level of 250 employees scheduled,
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and thereafter based on a 1 to 150 ratio. Such
representatives will be scheduled to work the same
number of hours as the employees normally scheduled
on that shift. When less than 50 employees are
scheduled for overtime on a shift on Saturday, Sunday
or holidays, one full-time representative may function
part-time. At such times, the provisions applicable to
part-time representatives as set forth in Section 12 of
this Article shall apply.

Appointed representatives will be allocated the average
amount of overtime as that to which elected
representatives, excluding the Chairperson, are entitled
for Saturdays, Sundays and holidays.

The hours generated by the overtime formula in this
Section for elected and appointed representatives may
not be increased to provide overtime as a representative
for any reason without prior approval of Labor Affairs.

The Unit Chairperson will be notified of and will
establish the Unit’s Saturday, Sunday or holiday work
schedule for representatives and provide it to a
designated Company representative.

Time verification procedures will be continued to
document entitlement to payments, including any
premiums, for hours worked by Union representatives.

For Units where representatives cover wide geographic
areas and represent employees in a number of different
locations or there are other unusual considerations,
special arrangements may be established by written
agreement between Labor Affairs of the Company and
the National Ford Department of the Union to facilitate
the determination of the weekday Unit overtime
allocation or address other unique problems.

(c) Temporary Layoffs - District Committeeperson
A District Committeeperson will be entitled to devote
his/her full time to his/her duties as such during layoffs as
defined in Article VIII, Section 21 of this Agreement, when
the number of employees in his/her District is sixty-five (65)



per cent or more of the number of employees normally
scheduled to work in his/her District at the time the layoff
commenced.

When the number of employees in his/her District
remaining at work during such layoff is less than sixty-five
(65) per cent of the number of employees normally
scheduled to work, the District Committeeperson shall be
permitted to come in so long as one of his/her constituents
is at work and there is work available which he/she can
perform; but at such times he/she shall be governed by the
provisions applicable to representatives on a part-time basis,
as set forth in Section 12 of this Article.

(d) Temporary Layoffs - Unit Committeeperson
During layoffs as defined in Article VIII, Section 21 of this
Agreement, the number of Unit Committeepersons entitled
to be on Company time as such, in any Unit, will be
proportionate to the number of employees working in that
Unit during such layoff, subject to the provisions of
Subsection (f) this Section. The proportion shall be based on
the ratio of employees working in the Unit during the layoff
to the total number normally scheduled to work in the Unit
at the time the layoff commenced.

A Unit Committeeperson not designated to come in as a full-
time representative under the terms of this Subsection shall
be permitted to come in to work during such layoff if there
is a job available which he/she can perform; but shall have
no right to leave his/her work during such time except for
the purpose of attending the regularly scheduled Unit
Grievance Meetings provided for in Article VII, Section 3(c)
of this Agreement.

(e) Overtime and Temporary Layoffs - Chairperson Who Is
Sole Full-time Representatives
In a Unit where the Chairperson of the Unit Committee is on
a full-time basis, but the remaining Committeepersons are
on a part-time basis, the Chairperson shall be entitled to
come in during overtime hours or during layoffs as defined
in Article VIII, Section 21 of this Agreement, subject to the
provisions of Subsections (b) and (f), respectively.
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(f) Temporary  Layoffs  -  Less  Than  150  Constituents  at
Work
Whenever, under Subsection (d) or (e) of this Section, one
representative only is entitled to come in as such, such
representative shall be entitled to devote his/her full time to
his/her duties as such if more than 150 of his/her
constituents are at work. When 150 or less of his/her
constituents are at work, he/she shall be permitted to come
in so long as one of his constituents is at work and there is
work available which he/she can perform, but at such times
he/she shall be governed by the provisions applicable to
representatives on a part-time basis, as set forth in Section
12 of this Article.

Section 14. Compensation of Full-time Representatives
(a) General

A full-time representative shall continue to be paid at the
rate he was receiving at the time of assuming his duties
except that his rate shall be adjusted in accordance with any
adjustments made in the rate for the classification he/she
then held. He/She shall be deemed to be an active employee
of the Company for the purpose of applying the vacation
plan.

(b) Promotion/Nonpromotional Opportunities
Notwithstanding the above, full-time elected or appointed
representatives shall be entitled to receive consideration for
promotional or nonpromotional opportunities under the
provisions of Article IV, Section 2(a) or (b) of this
Agreement, except promotional opportunities to
apprenticeable Appendix F classifications. Local
arrangements permitting promotions within apprenticeable
Appendix F classifications are permitted.

(c) Incentive Plans
Notwithstanding Subsection (a) of this Section, it is agreed
by the parties that if a full-time representative is elected to
that position from a job coming under a production bonus



Section 15. Alternate Committeeperson
When a regular Committeeperson is absent from the plant
on his/her own time during periods when he/she is entitled
to act as such, the Company will recognize an alternate
Committeeperson designated by the Chairperson of the Unit
Committee.

ARTICLE VII 

GRIEVANCE PROCEDURE 

Section 1. Introduction
When an employee, or the Union collectively, has a
grievance against the Company, it shall be processed in
accordance with the Grievance Procedure hereinafter
provided.

The parties shall make a sincere and determined effort to
settle meritorious grievances in the voluntary steps of the
Grievance Procedure and to keep the procedure free of
unmeritorious grievances.

Any grievance that either (a) is not processed or (b) is
disposed of in accordance with this Grievance Procedure
shall be considered settled, and such settlement shall be final
and binding upon the Company, the employee or employees
involved, the Union and its members.

Except with respect to the right to present an individual
grievance as expressly set forth in Section 2 of this Article,
the Union shall, in the redress of alleged violations by the
Company of this Agreement or any local or other agreement
supplementary hereto, be the exclusive representative of the
interests of each employee or group of employees covered
by this Agreement, and only the Union shall have the right
to assert and press against the Company any claim,
proceeding or action asserting a violation of this Agreement.

No employee or former employee shall have any right under
this Agreement in any claim, proceeding, action or
otherwise on the basis, or by reason, of any claim that the
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Union or any Union officer or representative has acted or
failed to act relative to presentation, prosecution or
settlement of any grievance or other matter as to which the
Union or any Union officer or representative has authority
or discretion to act or not to act under the terms of this
Agreement.

Section 2. First Stage Grievances
Recognizing the value and importance of full discussion in
clearing up misunderstandings and preserving harmonious
relations, every reasonable effort shall be made to settle
problems promptly at this point through discussion.

(a) Initial Oral Discussion
An employee believing he/she has cause for grievance may,
at his option, discuss the matter directly with his/her
Supervisor or he may take it up with his District
Committeeperson and Supervisor.

It shall be the obligation of the Supervisor and the District
Committeeperson to make their best efforts to assure that
timely and thoughtful consideration is given to every
grievance that is discussed within the scope of their ability
and authority.

Initial oral discussion with the Supervisor shall be required
for further processing of a grievance and failure to honor a
request for oral discussion shall be a proper basis for taking
the grievance to a second oral discussion step.

In the event oral discussion with the employee’s Supervisor
does not satisfactorily resolve the grievance, the District
Committeeperson shall complete a “Record of Oral
Discussion” form which must include the time, date and
nature of the complaint, and must be signed by the
employee(s) having the complaint. The Supervisor will
verify thereon that oral discussion has been held.

(b) Second Oral Discussion
In the event the grievance has not been satisfactorily
resolved in the initial oral discussion and the District
Committeeperson wishes to appeal the grievance further, the
District Committeeperson shall meet with the



Superintendent and another representative designated by the
local plant Management to discuss the grievance within two
working days after the initial oral discussion. Such
Company representative shall verify on the “Record of Oral
Discussion” form that the second oral discussion has been
held.

It is understood that if a Human Resources Representative is
designated as the other Company representative and both
Company representatives attend the meeting, then a Unit
Committeeperson may also attend.

Local arrangements for weekly meetings in the second oral
discussion step may be established where deemed desirable
for improving the effectiveness of oral discussion of
grievances.

(c) Disposition of Grievances
A settlement in either of the oral discussion steps shall be
informal and limited to the particular grievance adjusted.
Written dispositions may be requested by either party. The
District Committeeperson will be provided a record of a
back pay award when such has been granted to settle the
employee’s grievance.

(d) Referral to Unit Committee
If the grievance is not satisfactorily resolved in the second
oral discussion step and the District Committeeperson
wishes to appeal the grievance to the Second Stage, he shall
so specify on the “Record of Oral Discussion” form and
submit three copies of said form to the Company
representative who conducted the second oral discussion
within two working days following such discussion. The
Company representative will enter thereon his report of the
second oral discussion and return two copies to the District
Committeeperson within two working days following
receipt. The District Committeeperson shall enter thereon
his complete investigation of the facts and the results of the
oral discussions. The District Committeeperson shall submit
one copy of the completed form to the Unit Committee and
one copy to the designated Company representative within
two working days. If the Unit Committee believes the
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grievance to be well founded, and is satisfied that the
obligation for oral discussion has been met, it may carry it
to the Second Stage.

Section 3. Second Stage Grievances
Second Stage Grievances shall be processed in accordance
with the following provisions:

(a) Written Grievance
If the matter is not disposed of in the oral discussion steps,
and it has been appealed to the Second Stage by the Unit
Committee, it shall be reduced to writing on the form known
as Employee Grievance, Second Stage; incorporated in this
form shall be a “statement” setting forth all the facts relied
on and specifying, when possible, the Section or Sections of
the Agreement claimed to have been violated.

(b) Presentation to Company
The Unit Committee shall within one week following
receipt of the “Record of Oral Discussion” form present the
grievance in writing to the designated Company
representative for consideration at the Unit Grievance
Meeting. The grievance will be presented in triplicate.

(c) Unit Grievance Meetings
A Unit Grievance Meeting shall be held in each Unit at a
regularly scheduled time each week (unless a longer interval
is agreed upon locally) if there is business to be transacted,
and shall continue on consecutive working days, until all
business before it has been completed. It shall be attended
by not more than four members of the Unit Committee
representing the Union and by not more than four Company
representatives. If either party wishes to do so, it may record
the Unit grievance proceedings at its own expense in such
manner as it desires.

(d) Unit Grievance Meeting - Agenda
Unless it has previously been withdrawn or satisfactorily
adjusted, the grievance shall be considered at the next Unit
Grievance Meeting which starts at least one week after the
timely written presentation of the grievance for
consideration.
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(e) Withdrawal or Adjustment of Grievance
The Unit Committee shall have power to withdraw a Second
Stage Grievance, and the designated Company
representative shall have the power to adjust a Second Stage
Grievance.

(f) Time Limit on Disposition
The Company shall give its decision in writing to the Unit
Chairperson on all grievances considered at the Unit
Grievance Meeting not later than one week after the last
session of the meeting.

Section 4. Third Stage Grievances
If a satisfactory disposition of the grievance is not made in
the Second Stage, the Chairperson of the Unit Committee
may, if he/she considers the grievance to be well founded,
carry it to the Third Stage. Third Stage Grievances shall be
processed in accordance with the following provisions:

(a) Appeal Procedure
The Chairperson shall within one week of the written
disposition in the Second Stage give written notice to the
designated Company representative on triplicate copies of
the Third Stage Grievance form that the grievance is
appealed to the Plant Review Board. The grievance must
specify as provided in Article X, Section 9, whether a claim
of discrimination is included in the grievance.

Within one week after notice of appeal has been given by
the Chairperson the parties will prepare and exchange a
complete and detailed statement of all the facts and
circumstances surrounding the grievance.

No grievance shall be considered by the Plant Review Board
in the Third Stage until the next meeting after the prescribed
statement of facts has been presented on behalf of the
Union.

(b) Statement of Fact and Position
Each party’s statement shall be in detail sufficient to
reasonably apprise the other party of the nature of (i) the
grievance and the issues involved, (ii) the contentions made
in support of the party’s position on the issues, (iii) the basic
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facts relied upon in support of such position, and (iv) where
a claim of discrimination is included in the grievance, a
statement of the facts and circumstances supporting such
claim.

Such statements shall fix the nature of the grievance and of
the issues for all subsequent consideration of the case in the
Grievance Procedure (including the Fourth Stage), and if
either party shall attempt to deviate materially from the
contents of such statement after furnishing it to the other
party, the grievance shall be remanded to the Second Stage
for reconsideration unless the other party agrees otherwise.

It is the purpose and intent of this Subsection to assure that
there shall be full discussion and consideration of the
grievance, on the basis of a full disclosure of the relevant
facts, in the voluntary stages of the Grievance Procedure.

(c) Referral to Local Civil Rights Committee
The Bargaining Chairperson or the Chairperson’s
designated representative, before deciding whether to take a
grievance which includes a claim of discrimination under
Article X, Section 9 to the Plant Review Board, may refer
the grievance to the Chairperson of the Civil Rights
Committee of the Local Union for a factual investigation
and report. Such report must be completed and the grievance
returned not later than one week following referral, provided
that such period may be extended by mutual agreement.
Upon return, the grievance will be taken up at the next
scheduled meeting of the Review Board.

(d) Review Boards
A Review Board shall be established for each Unit provided
for in Article VI, Section 1 of this Agreement.

The Review Board for each Unit in a multi-plant area shall
be composed of three persons representing the Union and
three persons representing the Company. The Union
representatives shall be an International Representative
designated by the Regional Director of the area, who will be
the ranking Union representative on the Review Board, a
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representative of the Local Union concerned, and the
Chairperson of the Unit. The Company representatives shall
include at least one member of line Management.

The Review Boards for all other plants shall be composed of
two persons representing the Union and two persons
representing the Company. The Union representatives shall
be an International Representative designated by the
Regional Director of the area, who shall be the ranking
Union representative, and the Chairperson of the Unit. The
Company representatives shall include one member of line
Management.

(e) Review Boards - Schedule of Meetings
The Plant Review Board shall meet at a regularly scheduled
time every other week if there is business to be transacted,
and shall continue on consecutive working days until all
business before it has been completed, unless a different
schedule is agreed upon locally.

(f) Review Boards - Agenda
Grievances shall be heard, unless previously withdrawn or
satisfactorily adjusted, at the first regular session of the
Review Board scheduled not less than 15 calendar days after
timely written appeal thereof to the Board, unless a shorter
period is agreed upon locally.

(g) Review Boards - Record of Proceedings; Dispositions
If either party wishes to do so, it may record the Plant
Review Board proceedings at its own expense in such
manner as it desires. 

After the grievance has been discussed at the Plant Review
Board session the Company shall furnish a copy of its
decision in writing and a copy of a summary of the minutes
of the meeting to the Union representatives on the Review
Board within one week after the close of the session.

(h) Power to Withdraw or Adjust Grievances
The Union Review Board Committee shall have power to
withdraw a Third Stage Grievance, and the designated
Company representatives shall have the power to adjust a
Third Stage Grievance.
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(i) Authority of Regional Director
The Regional Director or his/her designated representative
shall have the power to settle or withdraw on behalf of the
Union any case or cases appealed to his level of the
procedure, either before or after the Third Stage disposition
by the Company is received, that in his judgment does not
merit appeal to the next step.

Section 5. Disciplinary Cases
(a) Notice of Action Taken

When an employee is given a disciplinary discharge or
layoff, or a reprimand and warning, which is affixed to the
employee’s personal record, the employee’s District
Committeeperson, if available, or if not, one of the
employee’s Unit Committeepersons, will be promptly
notified in writing of the action taken. When disciplinary
action is taken against an employee who is absent, the Unit
Committee will be notified.

(b) Waiver of Representation
The Company will inform the employee of representation
rights. When an employee signifies not wanting to have the
employee’s Committeeperson present at a disciplinary
hearing or during an investigatory interview, the employee
shall sign a waiver to that effect.

(c) Time Limit on Grievances
Such disciplinary action will be deemed final and
automatically closed unless a written grievance is filed
within three (3) working days from the time of presentation
of written notice provided for in Subsection (a) of this
Section. For the purpose of this Section, the phrase
“working days” shall not include regularly scheduled days
of rest for employees on necessary continuous 7-day
operations.

(d) Stage at Which Grievance Initiated
Where such disciplinary action is taken following a hearing
at which the employee’s Committeeperson has been present,
or is taken by a Company representative other than the
employee’s Supervisor, any grievance protesting such action
shall be initiated at the Second Stage of the Grievance
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Procedure, subject to the three-day time limit and the
requirement that the employee sign the grievance, except
that this latter requirement shall not be applicable where
disciplinary action is taken against an employee in absentia.

A grievance expressly subject to the Grievance Procedure
under Article VI, Section 6 of the Retirement Plan shall be
initiated at the Second Stage.

Section 6. General Grievances
General grievances affecting the employees in a Unit as a
whole may be initiated by the Unit Committee directly at the
Second Stage.

Section 7. Postponement of Action on Grievances
At any Unit Grievance Meeting or meeting of a Review
Board, a grievance may be reserved by mutual consent for
further investigation and consideration at a subsequent
meeting, in which event the applicable time limits shall be
measured from the close of such subsequent meeting.

Section 8. Fourth Stage - Appeal to Umpire
If a satisfactory disposition is not made of a grievance by the
Review Board and if the grievance is the type of case upon
which the Umpire is empowered to rule, the case may be
appealed by the National Ford Department of the
International Union to the impartial Umpire hereinafter
provided for, in accordance with the following provisions: 

(a) Time for Appeal
Notice of appeal shall be given within four weeks from the
date of the decision of the Review Board.

(b) Notice of Appeal - To Whom Given
Such notice shall be given by the National Ford Director to
Labor Affairs at Dearborn, Michigan, and to the Umpire,
with a copy to the designated Company representative in the
plant where the grievance arose.

(c) Notice of Appeal - Content
The notice of appeal shall specify the issue raised by the
grievance and shall include a statement of the nature of the
grievance, together with the award requested.

53

ARTICLE VII GRIEVANCE PROCEDURE



Section 9. Special Submissions to Umpire
(a) Initiation of Issues; Right to Appeal to Umpire

Any issue involving the interpretation and/or the application
of any term of this Agreement or supplement thereto may be
initiated by either party directly with the other party.

Upon failure of the parties to agree with respect to the
correct interpretation or application of the Agreement to the
issue, it may be appealed directly to the Umpire if it is an
issue upon which he/she is empowered to rule.

(b) Appeal Procedure
In cases appealed under Subsection (a) of this Section, a
written notice setting forth the specific issue shall be filed
with the Umpire by the appealing party, and copy shall be
simultaneously given to the other party.

When the Union is the appealing party, the National Ford
Department shall file such notice, and the copy will be given
to the Labor Affairs of the Company in Dearborn. When the
Company is the appealing party, Labor Affairs of the
Company will file such notice, and the copy shall be given
to the National Ford Department.

Thereafter, the procedure set forth in Section 11 and
following of this Article shall be followed.

Section 10. Withdrawal or Settlement after Appeal
The National Ford Department is authorized to withdraw or
settle with the Company any grievance appealed by the
Union to the Umpire at any time before it is heard by the
Umpire.

After a case upon which the Umpire is empowered to rule
has been heard by him/her, it may not be withdrawn by
either party without the consent of the other.

Section 11. Briefs and Stipulations
(a) Briefs in Umpire Cases

In special submissions, either party may file a brief with the
Umpire at the time of the hearing or at any time prior
thereto. Either party may file a reply brief not later than five
days after the hearing.
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In all other cases, either party may file a brief with the
Umpire ten days prior to the time of the hearing, and may
also file a reply brief not later than five days after the
hearing, provided that notice of intent to file a reply brief
has been given at least ten days prior to the time of hearing.

A copy of any brief filed with the Umpire shall be filed
concurrently with the opposing party.

The Umpire, for good cause shown, shall have the power to
extend the time for filing of briefs.

(b) Stipulations of Facts and Issues
Upon issuance of the agenda by the Office of the Umpire,
the parties may agree upon written stipulations concerning
the facts and issues in the cases scheduled for hearing.
Agreed-upon stipulations shall be submitted to the Umpire
and shall be final and binding upon the parties and the
Umpire in the proceedings in the instant case. The Umpire
will not permit the introduction of testimony or evidence on
matters which have been stipulated.

Section 12. Umpire Office - Filing of Notices and Briefs 
The Umpire shall maintain an office where all notices and
briefs required to be filed with him may be delivered.

Section 13. Umpire Proceedings
(a) Hearing Schedules; List of Pending Fourth Stage

Appeals; Agenda
The parties shall establish a schedule of Umpire hearings
which assures that all Units with pending cases are accorded
equality of opportunity in having cases heard by the Umpire.
A list of pending Umpire cases will be published for each
Unit four months in advance of the scheduled Umpire
hearing to facilitate review of the pending cases by
Company and local and regional Union representatives.
Thirty days prior to the date of the hearing the Office of the
Umpire shall issue the agenda for the hearing. It will list
unresolved Fourth Stage appeals in chronological order by
date of appeal. Cases will be heard by the Umpire at the
hearing in the same order. Notwithstanding the foregoing,
procedures governing special submissions, discharge and
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similar cases, and further procedures governing hearing
schedules, agendas and related matters shall be determined
by the designated representatives of the National Ford
Department and Labor Affairs of the Company.

(b) Investigations and Hearings by Umpire
The Umpire may make such investigation as he/she may
deem proper. The Umpire will hold hearings open to the
parties and may examine the witnesses of each party and
each party shall have the right to cross-examine all
witnesses produced and to make a record of all such
proceedings.

Section 14. Time Limits for Umpire Decisions
It shall be the obligation of the Umpire to the Company and
the Union to rule on cases heard by him/her within thirty
(30) days after the hearing. Priority shall be given to
deciding discharge cases. If, for good and proper reasons
additional time is required, the Umpire may request an
extension of the time limits set forth above by the parties
and a reasonable extension thereof shall be granted.

Section 15. Umpire’s Inability to Meet Time Limits;
Temporary Umpires

Should the grievance case load become so great that the
Umpire is unable to comply with the time limit specified in
Section 14 of this Article, representatives of the National
Ford Department of the Union and Labor Affairs of the
Company shall analyze the situation and may select one or
more persons to serve as a temporary Umpire. The parties
also shall determine, by mutual agreement, what cases are to
be submitted to the temporary Umpire.

The temporary Umpire shall follow the same procedure and
shall be bound by the same provisions of this Agreement as
the regular Umpire, and all provisions of this Agreement
applicable to decisions of the regular Umpire shall apply to
decisions by a temporary Umpire.
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Section 16. Powers of Umpire
(a) Scope of Powers

It shall be the function of the Umpire, and he/she shall be
empowered, except as his/her powers are limited below,
after due investigation, to make a decision in cases of
alleged violations of the terms of this Agreement or written
local or regional agreements supplementary thereto, of
grievances expressly subject to the Grievance Procedure
under Article VI, Section 6 of the Retirement Plan, of
alleged improper classification of employees, of alleged
violations of negotiated rates, whether or not the Company
has violated its express commitments set forth in Article IV,
Section 8, and upon the scope of his powers.

(b) Limitations on Powers
The powers of the Umpire are limited as follows:

(1) Changes in Agreements
He/She shall have no power to add to, or subtract from,
or modify any of the terms of any agreement.

(2) Wage Rates
He/She shall have no power to establish wage scales,
rates on new jobs or, except as he/she is herein
specifically empowered, to change any wage.

(3) Matters within Company Discretion
He/She shall have no power to substitute his/her
discretion for the Company’s discretion in cases where
the Company is given discretion by this Agreement or
by any supplementary agreement, except that where
he/she finds a disciplinary layoff or discharge is in
violation of the standards set up in this Agreement,
he/she may make appropriate modifications of the
penalty.

(4) Negotiable Matters
He/She shall not have the power to provide agreement
for the parties in those cases where they have in their
contract agreed that further negotiations shall or may
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provide for certain contingencies to cover certain
subjects.

(5) Health and Safety
He/She shall have no power to rule on cases arising
under Article X, Section 4 of this Agreement.

(6) Production Standards; Management Responsibility
He/She shall have no power to rule on any dispute
arising under Article IV, Section 4(a) of this
Agreement, or to decide any question which, under this
Agreement, it is within the responsibility of
Management to decide.

In rendering decisions, the Umpire shall have due
regard to the responsibilities of Management and shall
so construe the Agreement that there will be no
interference with such responsibilities except as they
may be specifically conditioned by the Agreement.

(7) Job Security and Outside Contracting
He/She shall have no authority in cases of violations of
the Company’s express commitments set forth in
Article IV, Section 8, except as he/she is herein
specifically empowered.

Section 17. Disposition of Cases Beyond Powers of Umpire 
In the event that a case is appealed to the Umpire on which
he has no power to rule, it shall be referred back to the
parties without decision or recommendation on its merits.

Section 18. Government Approval of Awards Where
Required

If any award of the Umpire requires the approval of any
governmental agency, the said award will be subject to such
approval.

Section 19. Finality of Umpire Awards; Exclusiveness of
Remedy

There shall be no appeal from an Umpire’s decision. It shall
be final and binding on the Union, its members, the
employee or employees involved and the Company. The
Union will discourage any attempt of its members, and will
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not encourage or cooperate with any of its members in any
appeal to any Court or Labor Board from a decision of the
Umpire.

Neither the Union nor its members will attempt to bring
about the settlement of any claim or issue on which the
Umpire is empowered to rule by any other means.

Section 20. Umpire Fees and Expenses
The fees and expenses of the Umpire will be shared equally
by the Company and the Union.

The expenses of any witness called by the Umpire shall be
allocated to the parties by the Umpire, in his/her discretion.
All other expenses shall be borne by the party incurring
them, and neither party shall be responsible for the expenses
of witnesses called by the other.

Section 21. Selection and Tenure of Umpire
The impartial Umpire shall be a person jointly selected by
the parties and shall continue to serve only so long as he/she
continues to be acceptable to both parties.

Section 22. Termination of Umpire
(a) Notice

If at any time either party desires to terminate the service of
the Umpire, it shall give notice in writing to that effect,
specifying the date of termination, and sending one copy to
the Umpire and one copy to the other party.

(b) Disposition of Pending Cases
The party terminating the Umpire’s services shall specify in
its notice whether or not it is agreeable to have said Umpire
render decisions in all cases pending before him/her up to
the date of said termination, and if it determines that the
Umpire may decide such pending cases, the Umpire shall
render decisions thereon not later than thirty (30) days from
the date of said notice.

If the party terminating the services of the Umpire elects not
to have the cases pending before him/her decided by that
Umpire, he/she shall render no further decisions subsequent
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to the time fixed in the notice, and all cases then pending
before him/her shall be referred to his/her successor or to
any other person the parties may agree upon.

Section 23. Special Procedures - Production Standard, Job
Security and Outside Contracting, Health and
Safety and New Job Rate Grievances 

Disputes arising between the parties with respect to Article
IV, Section 4(a) (Production Standards) and Article X,
Section 4 (Health and Safety) of this Agreement, and with
respect to rates on new jobs and cases of violations of the
Company’s express commitments set forth in Article IV,
Section 8 (Job Security and Outside Contracting), on which
the Umpire is not empowered to rule, shall be handled in the
following manner:

(a) Production Standards; Job Security and Outside
Contracting*
(1) First Stage

A dispute involving a production standard shall be
handled in the first instance as provided in Section 2 of
this Article. If the dispute is not settled satisfactorily,
the grievance may be referred in writing to the Unit
Committee.

In the event the Unit Committee is dissatisfied with the
disposition of the Supervisor, the grievance may be
appealed in writing to the Unit Human Resources
Office.

Such appeal shall be made within three (3) working
days of receipt of the Supervisor’s disposition.

* Grievances protesting violations of Article IV, Section 8, may be filed directly in
the Second Stage of this procedure.

60

ARTICLE VII GRIEVANCE PROCEDURE



(2) Second Stage
Within three (3) working days of receipt of the appeal,
a meeting between the parties shall be held. Such
meeting shall be attended by a committee of no more
than five (5) representatives of the Union, which may
include International Representatives, and by a
committee of no more than five (5) representatives of
the Company. This committee shall negotiate on the
dispute. However, before a dispute is appealed beyond
this stage to the National Ford Department, an
International Representative will participate in the
negotiations.

At this level of the procedure, and all subsequent levels
of this procedure, with respect to a dispute involving a
production standard, a representative designated as
qualified by the Union shall have the right to examine
all the data pertaining to the dispute, and to observe and
study the job or jobs in question.

If the dispute is not settled within five (5) working days
after the date of the first meeting, the grievance may be
appealed by the Union to the National Ford
Department as provided in Subsection (d) of this
Section (except in cases in the Rouge Area).

(3) Third Stage (Rouge Area Only)
If the dispute is not settled at the Second Stage
provided above, the Chairperson of the Unit may refer
the grievance to the Third Stage. Such referral shall be
made within three (3) working days from the expiration
of the negotiation period provided in the Second Stage
above.

The Third Stage committee for the Union shall consist
of the Unit Chairperson, the local qualified
representative, an officer of the Local Union, and a
representative of the International Union. The
Company shall be represented by four (4) members of
Management, two of whom shall not have participated
in the preceding stages. 
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The joint committee provided for in the Third Stage
shall have five (5) working days from date of appeal in
which to attempt to settle the dispute. If the dispute is
not settled during this period of negotiations, the
grievance may be appealed by the Union to the
National Ford Department, as provided in Subsection
(d) of this Section.

(b) Health and Safety
(1) Local Complaint Procedure

In those Units where a Health and Safety
Representative has been appointed in accordance with
Article VI, Section 8, the following shall apply:

(i) An employee believing there is cause for
complaint that the Company has not made
reasonable provision for the employee’s health or
safety may either discuss the matter directly with
the employee’s Supervisor or may take it up with
the employee’s District Committeeperson, who
shall discuss the complaint with the employee’s
Supervisor. Every reasonable effort shall be made
to settle complaints promptly at this point through
discussion.

(ii) In the event oral discussion with the employee’s
Supervisor does not satisfactorily resolve the
complaint, the District Committeeperson will
complete a “Health and Safety Complaint Form”,
which will include a statement of all the facts
relied on. The District Committeeperson will
submit the form in quadruplicate to the
employee’s Supervisor who will sign and date the
form upon receipt and verify the oral discussion
has been held. Within one (1) working day after
receipt of the form (unless an extension is
mutually agreed upon), the Supervisor will
provide a disposition.

In the event the complaint has not been
satisfactorily resolved under (i) above, and the
District Committeeperson wishes to pursue the
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complaint further, the District Committeeperson
will meet with the Superintendent to discuss the
complaint within a reasonable time after the initial
oral discussion in (i) above. The Superintendent
will within one (1) working day after receipt of
the form (unless an extension is mutually agreed
upon) verify on the “Health and Safety Complaint
Form” this second oral discussion has been held
and provide a disposition.

(iii) If the complaint continues to be unresolved, the
District Committeeperson shall submit the form in
triplicate to the Unit Health and Safety
Representative who will investigate the
complaint. If the complaint is deemed to be valid,
the Unit Health and Safety Representative will
meet with the designated Company safety
representative to discuss the matter. The Unit
Health and Safety Representative will present the
“Health and Safety Complaint Form” in duplicate
to the Company safety representative who will
sign and date the form upon receipt.

(iv) The Company safety representative shall within
three working days after receipt of the form
(unless an extension is mutually agreed upon)
provide a written disposition setting forth all the
facts relied upon, and return one copy to the Unit
Health and Safety Representative.

(v) If the written disposition is not satisfactory, the
Unit Health and Safety Representative may,
within three working days from the date of the
written disposition, or the expiration of any stated
time period required to make necessary
adjustments to resolve the complaint, process a
written grievance into the First Stage as provided
in Subsection (b)(2) of this Section.

(vi) General complaints affecting the employees in the
Unit as a whole may be initiated by the Unit
Health and Safety Representative directly with the
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Company safety representative by submitting a
completed “Health and Safety Complaint Form.”

(vii) At any Company plant where the Local Union
shall within 30 days from the date hereof so notify
local Management in writing, this Subsection
shall not be deemed to be in effect and the
contractual situation with respect to resolving
health and safety complaints as it existed under
the Agreement between the parties dated
December 7, 1970, shall be deemed not to have
been affected in any way by either the fact that
this Subsection has been inserted in this
Agreement or that such notice of non-
effectiveness has been given.

(2) First Stage
When a grievance on health and safety occurs, the
Committeeperson, or the Unit Health and Safety
Representative in those Units where one is appointed,
will take the matter up with the Supervisor. However,
if oral discussion occurred in (b), (1) above, the
Committeeperson/Health and Safety Representative
will not be required to take the matter up with the
Supervisor.

If not settled, the grievance may be referred in writing
to the Unit Chairperson who shall notify the Unit
Human Resources Office in writing of the existence of
the dispute.

(3) Second Stage
The parties will review the matter and attempt to
resolve the dispute on the plant level. The Regional
Director or his designated representative may
participate in such meetings.

If a satisfactory disposition of the grievance is not
reached at the plant level, the dispute may be appealed
by the National Ford Department under the provisions
of Subsection (d) of this Section. 
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(4) Rouge Area Procedure
The local procedure now in effect for handling health
and safety grievances on the local plant level in the
Rouge Area shall be continued.

(c) Rates on New Jobs
(1) Temporary Rate; Notice to Union

When a new job has been placed in effect which cannot
properly be placed in the existing classification and
rate structure, the Company, within thirty days, shall
set up a temporary classification and rate covering the
job, and notify the Union thereof in writing
immediately.

(2) Local Negotiations
Negotiations on the rate for the new job shall begin at
the local plant level. If a satisfactory settlement is not
made at the plant level, the dispute may be appealed by
the National Ford Department under the provisions of
Subsection (d) of this Section.

(3) Approval and Effective Date of Negotiated Rate
All new rates and classifications must be approved by
the Company’s Labor Affairs and the Union’s National
Ford Department.

The negotiated rate, if higher than the temporary rate,
shall be applied retroactively to the date of the
establishment of the temporary classification and rate
except as otherwise mutually agreed.

(d) Grievances Referred to National Ford Department
(1) Local Investigation and Meetings

Upon receipt of appeal from a Local Union, the
National Ford Director shall, in an effort to attempt to
settle the dispute at the local plant level, send an
International Representative to the plant to investigate
the grievance.

If after completing his/her investigation the
International Representative so requests, a meeting
with representatives of the Company shall be held. 
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Prior to sending an International Representative to
make such an investigation, the National Ford
Department shall notify Labor Affairs.

(2) Appeal to Labor Affairs
If a satisfactory disposition of the dispute is not
reached as provided above, it may be appealed by
written notice from the National Ford Department to
Labor Affairs.

A joint committee composed of three (3)
representatives of the Union designated by the National
Ford Director, and three (3) representatives of the
Company designated by Labor Affairs, will attempt to
settle the issue.

This committee shall have five (5) working days from
the date of receipt of such written notice of appeal to
Labor Affairs to attempt to settle the dispute by direct
negotiations or by any other mutually satisfactory
manner.

Any notice given under this Subsection shall be
cancelled automatically sixty (60) working days from
the date of such notice, unless this period is extended
by mutual agreement or the notice is previously
withdrawn by the Union.

(e) Right to Strike
Failing to reach agreement as herein provided, the Union
shall have the right to strike over such dispute; provided
such strike is properly authorized in accordance with the
provisions of the International Union’s Constitution and By-
Laws.

No strike shall commence subsequent to sixty (60) working
days from the date of notice given under Subsection (d)(2)
of this Section, or any mutually agreed-to extension of such
period.

(f) Confinement of Issues
It is expressly understood and agreed that no grievance,
complaint, issue, or matter other than the strikeable issue
involved will be discussed or negotiated in connection with
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disputes to which this Section is applicable, and the Union
shall not request or insist upon the discussion or negotiation
of any extraneous issues either before the authorization of a
strike or after the occurrence of a strike.

Section 24. Back Pay
(a) Limitations on Retroactivity

The Company shall not be required to pay back wages more
than two working days beyond the verified date of the initial
request for oral discussion as shown on the form “Record of
Oral Discussion;”, unless the circumstances of the case
made it impossible for the employee, or for the Union as the
case may be, to know that he/she, or the Union, had grounds
for such a claim prior to that date, in which case the claim
shall be limited retroactively to a period of sixty (60) days
prior to the date the claim was first filed in writing provided,
however, that:

(1) In the case of a pay shortage of which the employee
could not have been aware before receiving his/her pay,
any adjustments made shall be retroactive to the
beginning of the pay period covered by such pay, if the
verified date of the initial request for oral discussion is
within five working days after receipt of such pay.

(2) In the case of a grievance protesting disciplinary action
filed in accordance with the time limits specified in
Section 5(c) of this Article, the two-working-day
limitation on Company liability referred to above shall
not be applicable.

No decision of the Umpire or of the Company in any one
case shall require a retroactive wage adjustment in any other
case.

For the purpose of this Section the phrase “working days”
shall not include regular scheduled days of rest for
employees on necessary continuous 7-day operations.

(b) Time for Payment
Errors resulting in pay shortages shall be corrected within
five (5) working days from the filing of the grievance. 



Back pay awards shall be paid within thirty days of such
award except where the work involved makes it impractical.

(c) Computation
All claims for back wages shall be limited to the amount of
wages that the employees otherwise would have earned less
any unemployment compensation or compensation for
personal services that he/she may have received from any
source during the period of the back pay; provided, that if
the employee is required to return amounts received as
unemployment compensation benefits to the state, such
amounts shall not be deducted from the back pay, and
suitable arrangements will be worked out for the restoration
to the state of the money due it; and provided, further, that
no award of back pay shall be reduced by reason of the
employee’s earnings in other employment which he/she had
had during his previous employment by the Company, to the
extent that he does not increase the hours devoted to such
other employment, or by reason of his receipt of income
from his/her investment in any business or agricultural
enterprise in which he/she had had an interest during his
employment by the Company.

Section 25. Extension of and Failure to Meet Time Limits
The time limits at any level of the Grievance Procedure may
be extended by mutual agreement of the parties. Any
grievance upon which a disposition is not made by the
Company within the time limits prescribed in this Article or
such extension as may have been agreed to may be referred
to the next step in the Grievance Procedure, the time limit to
run from the date the time for disposition expired.

Any grievance not carried to the next step by the Union
within the time limits prescribed herein, or such extension as
may have been agreed to, shall be automatically closed upon
the basis of the last disposition.

The term “week” as used in this Article means calendar
week.
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Section 26. Notice to Other Party of Grievance
Representatives

Each party shall promptly notify the other in writing of the
representatives it has designated pursuant to this Article, and
of any changes therein.

Section 27. International Representatives - Permission to
Enter Plants

To facilitate the operations of the Grievance Procedure,
representatives of the International Union may enter the
Company’s plants to investigate grievances in the Third and
Fourth Stages, and grievances arising under Section 23 of
this Article, when their presence is necessary and
appropriate, provided they have secured prior permission of
the Company.

In requesting such permission, the Union representative
shall designate the grievances he intends to investigate.

The Company representative will grant permission for the
Union representative to visit the plant after a mutually
agreeable date and time has been set.

ARTICLE VIII 

SENIORITY AND RELATED MATTERS 

Section 1. Seniority Date
(a) General

Seniority shall be computed from the date of hiring into or
transfer into a plant.

(b) Employees on Layoff From Unit Other Than Basic Unit
Any employee who has basic seniority in one Unit and who,
as of May 25, 1959, is on the active employment rolls of
another Unit or who subsequently is placed in or transferred
to another Unit under circumstances where he/she does not
carry his/her seniority with him/her, or who pursuant to
Subsection 1(c) of this Article establishes the Transfer
Leveling Seniority Date as the employee’s plant seniority
date at a Unit other than his/her basic Unit shall, at his/her
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first layoff thereafter in a reduction in force, have his/her
seniority determined by whichever of the following he/she
then elects:

(i) Such employee may irrevocably waive his/her
seniority in his basic Unit and retain at the other Unit
his/her latest date-of-entry seniority, which will then
become his/her basic seniority (it being understood that
such waiver will not break the employee’s “Company
seniority” for purposes of such plans as the vacation,
holiday pay, jury duty pay, SUB or retirement plans
where Company, rather than plant, seniority is taken
into account); or

(ii) Such employee may elect to return to his/her basic
Unit, in which event he/she shall be placed in, or on the
recall list of, his/her basic seniority Unit with full credit
for seniority accumulated while working in the other
Unit to be included in determining his/her seniority in
such basic Unit, and he/she shall retain no seniority
rights in any other Unit, except as otherwise provided
in Article VIII, Section 23(c) with respect to skilled
trades seniority.

Any employee who does not elect (i), above, in writing
at the place designated by the Company within five
calendar days after his/her layoff shall be deemed to
have elected (ii).

This Subsection (b) shall not supersede or preclude
local or area agreements pertaining to the seniority date
of an employee on layoff from a plant other than
his/her basic Unit approved by the National Ford
Department and Labor Affairs.

(c) Transfer Leveling Seniority Date
Any seniority employee either on the active employment
roll or on the inactive employment roll with recall rights on
October 29, 1984 will establish a Transfer Leveling
Seniority Date of October 29, 1984. Any employee hired or
rehired after October 29, 1984 who becomes a seniority
employee will establish a Transfer Leveling Seniority Date
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of his/her hire or last rehire date, whichever is the later. Any
employee who was on the active employment roll as of
October 29, 1984, who had not yet established seniority, but
who thereafter was continuously employed and acquired
seniority, shall have established a Transfer Leveling
Seniority Date of October 29, 1984.

The plant seniority date of any such employee who is placed
in or transferred to another Unit other than his basic Unit,
except employees subject to the provisions of Section 24 of
this Article, will be his Transfer Leveling Seniority Date.
When two or more such employees establish the same
Transfer Leveling Seniority Date as their plant seniority in
the new Unit, the employee with the greater Company
seniority or, in the case of skilled trades, the greater
Company date-of-entry seniority into Appendix F, will be
considered the senior employee.

Except as specifically provided, nothing in this Subsection
is intended to affect any other seniority provisions of the
Agreement or local agreements including those in multi-
plant locations.

Section 2. Employees on Rolls June 20, 1941 — Seniority
Break Period

For those Local Unions which have not locally negotiated a
“seniority break period” for use in computing the seniority
status of employees who were on the payroll on June 20,
1941, a four-year break period shall be considered
established.

Employees who were receiving Worker’s Compensation on
June 20, 1941, will be considered as having been on the
payroll and shall have cumulative seniority, provided that
they do not have a seniority break as provided for by local
agreement between the Company and the Union.

Section 3. Local Seniority Agreements
Seniority agreements, which have been negotiated locally
and which are still in effect, shall remain in full force and
effect unless changed by local agreement approved by the
National Ford Department of the UAW and Labor Affairs of
the Company.
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Section 4. Acquiring Seniority; Probationary Employees
(a) Acquiring Seniority

New employees and rehired employees shall be regarded as
probationary employees and shall establish seniority after
the first three (3) months of continuous employment with
the Company, and if retained thereafter shall be placed upon
the seniority list in the seniority group in the Unit or plant
where they are then working with seniority as of the date of
hiring.

In order to become a seniority employee, a probationary
employee must have been employed for a total of three (3)
months within the year following the date he was hired or
last rehired, whichever is the later. For the purposes of this
Section, periods during which the employee was laid off, or
on leave of absence for any reason, or employed on an
excluded classification, shall not be considered as periods of
employment.*

Following completion of his probationary period, the
employee shall be given seniority as of the date he/she was
hired or last rehired, whichever is the later, as set forth in the
first paragraph of this Subsection.

(b) Rights to Transfer and Discharge Probationary
Employees The Company may discharge or transfer
employees at any time during the probationary period.
However, any claim by a probationary employee that his/her
layoff or discharge after 30 days of employment is not for
cause, or any claim of discrimination in connection with
his/her transfer or discharge may be taken up as a grievance.

(c) Probationary Employees - Layoff and Recall
When possible, the Company shall adhere to a policy of
laying off and rehiring probationary employees, within an
occupational group, or within the Labor Pool, in accordance
with their date of hire, provided that the Company shall
retain the sole discretion as to the laying off, transferring
and rehiring of probationary employees, except in cases of
claimed discrimination.

* For crediting of periods of military service, see Article VIII, Section 33(b) of
this Agreement.



When a probationary employee is laid off, his/her
employment shall be terminated unless it is anticipated that
the layoff will be temporary. If the employee is recalled
within a period not exceeding the period he/she was
employed continuously by the Company immediately
preceding the date of layoff, the Company shall reinstate
rather than rehire him/her.

(d) Probationary Employees - Medical Leave
If a probationary employee is absent on medical leave for a
period not exceeding the period he was employed
continuously by the Company immediately preceding the
date such absence commenced, he/she will be reinstated and
returned to work if there is work available in his Unit which
he/she can perform.

If his period of absence exceeds his/her preceding period of
employment, the Company shall be under no obligation to
reinstate him/her.

(e) Rights of Probationary Employees
With respect to matters where provision otherwise has not
been made, probationary employees are covered by the
terms of this Agreement and shall have access to the
Grievance Procedure for the enforcement of their rights
thereunder.

Section 5. Loss of Seniority
Seniority shall be broken for the following reasons:* 

1. (Quit) 
If the employee quits. 

2. (Discharge) 
If the employee is discharged and the discharge is not
reversed through Grievance Procedure. 

3. (Absent from Work) 
If a seniority employee with less than six months’
seniority is absent for three (3) working days without

* For expiration of sick leave, see Article VIII, Section 30 of this Agreement.
* For retirement, see Retirement Agreement, Section 4.
* For acceptance of Separation Payment, see SUB Plan, Article IV, Section 3.
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properly notifying the Company and giving a
satisfactory reason for his absence, unless it is not
possible for him to do so. 

4. (Failure to Report)
If the employee does not, within five (5) working days
(excluding Saturdays, Sundays and Holidays) after
notice to report has been sent to him/her, either report
for work or give a satisfactory reason for his/her
absence, unless it is not possible for him/her to comply
with either of these requirements; and provided at least
ten (10) working days have elapsed since his/her last
day worked.

Such notice will not be sent where a medical leave has
been issued to cover an employee’s disability for a
specific extended period of time based upon a medical
examination by the plant physician or when an
employee on conditional medical leave provides
medical evidence found acceptable by the plant
physician.

Medical leaves will not be cancelled except in unusual
situations such as suspected abuse of the medical leave
provision.

In cases where conditional or approved medical leaves
of absence have expired, the Company may send a
notice to report.

Such notice shall be sent by certified mail with return
receipt to the employee’s last known address according
to the Company’s records, and except in cases of recall,
the notice shall be substantially in the form set forth in
Appendix B, attached. The date on the notice shall be
the same date the Post Office receives the notice for
mailing.

Disputes as to the Company’s failure to observe the
procedural requirements of this provision, (e.g.,
timeliness of notice and transmittal to proper address)
and the reasonableness of the employee’s failure to
respond to a notice where his period of absence can be
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justified are subject to the regular Grievance
Procedure.

A copy of the notice to report sent an employee will be
furnished to the Chairperson of the Unit Committee
and to a Unit Committeeperson designated by the local
parties concurrent with the mailing of the notice. An
attending Physician’s report (Form 5166) will be
included with the Notice sent upon the expiration of an
approved medical leave. However, failure to furnish a
copy to the Chairperson of the Unit Committee and to
the designated Unit Committeeperson or failure to
include a Form 5166 with a Notice will not be the basis
for any claim.

5. (Disability Settlement)
If a settlement with the employee has been made with
the approval of the Union for total disability.

6. (Continuous Unemployment)
For employees hired subsequent to June 20, 1941, who
are continuously unemployed by the Company for a
period of time equal to their Company seniority but in
no case less than eighteen (18) months.

For employees who have not broken seniority as of
March 1, 1982, the period of time shall be not less than
the following: for employees with less than one year
seniority, eighteen (18) months; for employees with
one year but less than two years seniority, thirty-six
(36) months; for employees with two but less than
three years seniority, forty-eight (48) months; for
employees with three but less than four years seniority,
sixty (60) months; for employees with four but less
than ten years seniority, for a period of time equal to
their Company seniority plus twelve (12) months; and
for employees with ten but less than eleven years
seniority, not less than one hundred and thirty-two
(132) months.



Section 6. Seniority Lists
The Company shall continue to furnish a sufficient number
of plant-wide and occupational group seniority lists, in
seniority order to each plant and Unit President.

The seniority lists shall include plant and Company
seniority dates, and, in the case of skilled trades, their plant
date-of-entry seniority into their present Appendix F
classification.

Any challenge as to the sequence of the seniority list shall
be protested on a form mutually agreed upon by the
Company and Union.

Revisions in such seniority lists shall be furnished by the
Company to the above-named Union and the Company
representatives every thirty (30) days in those locations
where lists are not machine prepared. In plants where said
lists are machine prepared, complete lists shall be furnished
every thirty (30) days.

Section 7. Seniority-Operation Within Occupational
Groups

Seniority shall be by interchangeable occupational groups as
hereinafter defined and agreed upon; such lists of
occupations are referred to hereinafter as Appendix C.*

Section 8. Seniority-Operation Within Seniority Units
(a) Other Than Skilled Groups

Occupational group seniority shall be plant-wide except in
the Rouge Area, where occupational group seniority shall be
by separate seniority Units, as now established as
Bargaining Units; provided, however, that by mutual
agreement, two or more Units may be grouped together for
seniority purposes, and provided further, that by mutual
agreement designated occupations and/or occupational
groups may have seniority on a plant-wide basis.

(b) Skilled Groups
Seniority in the skilled groups (tool and diemakers,
patternmakers, jobbing core makers, jobbing molders,

* Such an Appendix is a part of each local seniority grouping agreement, there is
no Appendix C attached to this Agreement.
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power house, construction and maintenance employees)
shall be by interchangeable occupational groups on a plant-
wide basis. 

Section 9. Procedure for Operating Occupational Group
Seniority

It is agreed that the procedure provided in Sections 10
through 15 of this Article shall be used in setting up the
occupational groups in each of the seniority Units as now
designated as Bargaining Units; provided, however, that the
Railroad Seniority Agreement dated February 7, 1945, shall
remain in full force and effect, except as amended by mutual
agreement.

Section 10. Occupational Groupings - General
Each occupational group shall consist of classifications of
similar work and may include classifications requiring
varying degrees of skill, training and experience and shall be
set up as hereinafter provided.

Section 11. Occupational Groupings - “Designated” Jobs
(a) Jobs Covered

The so-called “skilled” jobs in each occupational group
shall be designated and the remaining job classifications in
the group shall be undesignated.

(b) Classification Seniority
In the designated jobs, employees, in the first instance, shall
have seniority by job classification.

(c) Bracketing
If there are two or more designated job classifications in the
same group that are interchangeable, they shall be bracketed
together and the employee with the least seniority in the
group of interchangeable designated jobs shall be laid off
first.

An employee in one designated job classification may not
exercise his seniority against any other designated job
classification in the occupational group, except as is
provided for in this Subsection.
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(d) Bumping into Undesignated Classifications
An employee in a designated job, if he/she is subject to a
layoff, after having exhausted his/her classification
seniority, shall then exercise his/her seniority against the
employee with the least seniority in the group of
undesignated classifications in the occupational group.

(e) Bumping into Labor Pool
If an employee in the designated job classification does not
have sufficient seniority to displace the employee with the
least seniority in the group of undesignated job
classifications, he/she then shall exercise his/her seniority,
according to his seniority status and rate of pay, in the so-
called General Labor Pool, hereinafter described and known
as Group No. 1.

The employee with the least seniority in the rate bracket in
Group No. 1 affected shall then exercise his seniority
against the employee with the least seniority in Group 
No. 1.

(f) Return to Designated Job - Demoted Employee
It is agreed that, in the event of a cut in production,
necessitating a reduction in force, the Company, upon an
increase in production schedule, shall have the right to recall
employees demoted from a designated job, rather than
promote an employee with greater seniority.

(g) Return to Designated Job - Laid-off Employee
An employee in a designated job classification in a group
who is laid off shall not be recalled to his/her former job in
a designated classification while there is a seniority
employee in an undesignated job classification in the
occupational group who can qualify for the designated job
classification, under the provision of Section 2, Article IV of
this Agreement.

This shall not preclude the Company from moving qualified
employees from the Labor Pool to designated jobs.



Section 12. Occupational Groupings "Undesignated" Jobs
(a) Bumping in Undesignated Classifications

An employee in the undesignated job classifications in the
group shall, in the first instance, in the event of a layoff,
exercise his/her seniority against the employee with the least
seniority in the group of undesignated job classifications in
the occupational group.

(b) Bumping into Labor Pool
If an employee in the undesignated group of job
classifications in the occupational group does not have
sufficient seniority to hold a job within the group of
undesignated jobs, he/she shall then exercise his/her
seniority against the employee with the least seniority in the
so called General Labor Pool hereinafter described and
known as Group No. 1.

(c) No Bumping into Designated Classifications
Employees in undesignated job classifications in an
occupational group shall not have the right to exercise their
seniority against any employee in a designated  job
classification within the occupational group.

Section 13. Occupational Groupings - General Labor Pool
(Group No. 1)

(a) Classifications Included
All job classifications not specifically included in one of the
occupational groups in the seniority Unit shall be included
in a General Labor Pool which shall be called Group No. 1,
provided that the allocation of new or unlisted
classifications shall be negotiated.

(b) Bumping Within Labor Pool
Production employees in Group No. 1, in the event of a
reduction in force, shall exhaust their seniority within their
classification, within the department, and then exercise their
seniority against the employee in Group No. 1 with the least
seniority.

Non-production employees in Group No. 1, in the event of
a reduction in force, shall exhaust their seniority within their
classification, within the  Unit, and then  exercise  their
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seniority against the employee in Group No. 1 with the least
seniority.

Section 14. Local Occupational Group Agreements -
Approval

Agreements between Local Unions and local Managements
on changes and additions to Appendix C*, etc., must be
approved by the Ford Department of the International Union
and Labor Affairs of the Company before becoming
effective.

Section 15. Direct Referral of Disputes to Umpire
(a) Groupings of Jobs

Upon failure of the designated representative of the
Company and the Union to agree as to the proper grouping
of operations, the dispute may be referred directly to the
Umpire.

(b) Interpretation of Occupational Group Clauses
It is further agreed that, in the event of a dispute as to the
interpretation of any of the provisions of the “occupational
group” clauses of this Agreement, either party shall have the
right to refer the dispute forthwith to the impartial Umpire.

Section 16. Reduction in Force
(a) Occupational Group Basis

All reductions in force shall be by occupational groups as
provided for in Sections 7 through 15 of this Article.

(b) Ten-Year Employees
When employees with ten (10) years of seniority exhausts
their seniority within the Unit they may elect to:

(1) Take available work or take a layoff. If they take
available work, they will carry all their seniority to
their new classification and Unit and shall retain no
seniority in their old Unit, except as otherwise agreed
to locally.

(2) If there is no “available work” in the plant, they may
displace probationary employees in any of the Labor

* Such an Appendix is a part of each local seniority grouping agreement, there is
no Appendix C attached to this Agreement.
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Pools, plant-wide. In such an event they will carry all
of their seniority with them and retain no seniority in
their former Unit. 

(c) Deviations from Seniority
The order of layoff and recall shall be governed by first,
seniority of employment, and second, ability. The Company
shall consult with the Union before deviating from strict
seniority except where prior consultation is rendered
impracticable because of a sudden interruption or
resumption of work. Should there be any dispute involving
the application of this clause, it shall be subject to
determination through the Grievance Procedure.

(d) Deviation from Normal Operation of Occupational
Group or Unit Seniority
(1) Imbalance Among Groups in a Unit

Recognizing that the normal operation of occupational
group seniority may result in the layoff of relatively
high seniority employees from one group, including
the Labor Pool, and the retention of relatively low
seniority employees in another group with the result
that a substantial and persistent imbalance in seniority
between those working and those laid off from the Unit
may exist, the parties are free to agree locally in writing
to adopt procedures, to the extent and for the time
necessary to meet the particular situation, to provide
employment opportunities for higher seniority
employees who may be laid off and who are qualified
to perform the jobs of junior employees who are
working.

(2) Temporary Agreements (Rouge Area)
Recognizing that abnormal situations may affect the
operation of the seniority provisions of this Agreement
in the Rouge Area in a manner resulting in the layoff of
relatively high seniority employees in one Unit and the
retention of relatively low seniority employees in
another Unit, Labor Affairs and the Local Union shall
meet and evaluate the situation and by mutual
agreement  may  jointly  deviate  from  the  ordinary
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application of the seniority provisions of this
Agreement to the extent, and for the time, necessary to
provide employment opportunities for higher seniority
employees who may be laid off, notwithstanding that
such action would displace junior employees who
would otherwise continue to work under the normal
application of the seniority provisions.

(3) In connection with deviations provided for in
Subsections(1) and (2) above, the parties recognize and
agree that efficiency and quality in plant operations
must not be jeopardized and that so-called leveling of
seniority is not a realistic or practical objective.

Section 17. Preparation of Layoff Lists
In the event of a reduction in force other than a temporary
layoff, the Company shall, in preparing the list of employees
to be affected by the layoff including their classification and
seniority date, have prior consultation with the appropriate
Union representative where time permits.

After such consultation and the list of employees to be laid
off has been agreed upon, the Union shall not contest the
accuracy of the list through the Grievance Procedure unless
the Company does not within three (3) days make such
corrections as might later be suggested by the Union.

In the event of a dispute as to the proper method of
conducting the layoff, the Company’s method shall be
followed and the Union may have recourse to the Grievance
Procedure.

Section 18. Recall
For the purpose of recall, the procedure as stated in the
above Sections will be followed in reverse order.

Section 19. Layoff and Recall of Union Officers
Notwithstanding their positions on the seniority list, all local
building or Unit officers (that is, the President and Vice
President) shall have preferential seniority in   their
respective Units in case of a layoff and subsequent recall,
provided that there is work available which they can
perform, and provided further that in plants with less than
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one hundred (100) employees, deviation from this rule may
be negotiated between Management and the International
Union.

Section 20. Scheduled Reductions in Working Hours
It is recognized that under normal circumstances, operation
of the Company’s plants or Units on a forty (40) hour per
week schedule is a desirable objective. The Company will
make every effort, which in its judgment is feasible, to attain
this objective, but both parties recognize that its attainment
is not always possible in view of recurring changes in
circumstances which may result in overtime being
scheduled in some weeks and less than forty (40) hours per
week being scheduled in others.

Except under unusual conditions, it is undesirable to operate
a Unit at a schedule of employment providing for less than
thirty-two (32) hours per week for more than four (4)
consecutive weeks.

In applying the above provisions, a week in which the
employees involved are not scheduled to work shall not be
taken into account and shall not be considered inconsistent
with the foregoing objectives. Paid holidays shall be
counted as eight (8) scheduled hours of work.

Section 21. Temporary Layoffs
(a) Definition and Applicability

A temporary layoff, on model changes only, is defined as a
layoff of not more than thirty (30) working days.

A temporary layoff for any other reason, is defined as a
layoff of not more than twelve (12) working days.

The provisions covering temporary layoffs shall apply to all
employees, both production and non-production employees,
and the so-called “skilled plant-wide” classifications in the
Rouge Area. The so-called “skilled plant-wide”
classifications, are not subject to the model change layoff
provisions of this Agreement.

(b) Right to Deviate from Seniority
In the event of a temporary layoff, the Company shall have
the right to lay off employees as their work is completed,
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irrespective of their group seniority; provided, however, that
no other employee will be used on the jobs of employees
who are temporarily laid off.

Upon resumption of work, employees shall be recalled as
their jobs open up.

If necessary to retain some employees as members of a
skeleton crew in a department during a temporary layoff,
seniority employees will be used when practical.

(c) Discussions After 5 Days
After five (5) days have elapsed following a temporary
layoff, the Union shall meet with the Company to discuss
the practicability of recalling seniority employees to replace
junior employees for the remainder of such temporary layoff
period; and where the Company agrees that it is practicable
to do so, it will make such replacements.

(d) Local Negotiations
Deviations from the terms of Subsections (a), (b) and (c) of
this Section may be made by agreement between local
Management and the Unit affected for a particular
temporary layoff. Any other agreement to deviate from
Subsections (a), (b) and (c) shall be subject to written
approval of the National Ford Department of the Union and
Labor Affairs of the Company.

(e) Inverse Seniority
Upon request of the Local Union, the local parties shall
enter into an agreement applying the concept of inverse
seniority where: (1) the layoff is for a definite time and
limited duration, and (2) all probationary employees have
been laid off from the affected group referred to below. The
Union agrees that any such local agreement shall give full
consideration to and shall not impair plant operating
efficiencies, including, but not limited to, those
inefficiencies which might occur as a consequence of
undesirable bumping or replacement of employees.
Consistent with this requirement, it is further agreed that
employees shall be laid off and recalled under the terms of
this inverse seniority layoff procedure by groups (defined by
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classification and department) to be negotiated by the local
parties. It is expressly understood that the local parties shall
not enter into arrangements which permit employees on
inverse seniority layoff to return to work to be replaced on
layoff by other employees during the period of limited
layoff. Nor will an employee who is laid off pursuant to an
inverse seniority arrangement be permitted to return to work
as a result of exhaustion of, or disqualification from, State
Unemployment Compensation Benefits or Company-
provided Supplemental Unemployment Benefits. Nothing in
the foregoing shall preclude the Company from recalling
any employee prior to the expiration of the limited layoff
period. Local Unions which believe that a particular layoff
which does not meet the above criteria warrants the
application of inverse seniority may make a request to that
effect to the National Ford Department. The National Ford
Department may take up any such requests which it believes
to be meritorious with Labor Affairs.

Solely for the purpose of implementing this provision, a
Local Union which includes more than one representation
Unit, as defined in Article VI, and local Management may
agree that the term local parties shall mean such respective
representation Units and the local Management
corresponding with such Units. Any such local agreement
shall be in writing and subject to approval by the National
Ford Department of the UAW and Labor Affairs of the
Company.

(f) Limitation on Use
The temporary layoff provisions shall not be used for the
purpose of avoiding seniority adjustments by scheduling a
series of temporary layoffs to meet planned production
needs.

Section 22. Loans
(a) Within Plants

In the event it is necessary to loan employees from one
classification to another classification within a Unit, or to
loan employees from one Unit to another Unit within a
plant, the employees with the least seniority on the
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operation, by classification, within the department affected
by the loan shall be the employees to be loaned.

When it is necessary to deviate from the above the
Committeeperson will be notified, and such notification
shall be given in advance when practicable.

(b) Between Plants
Loans from one plant to another plant may be made for a
period of thirty (30) days; however, this period may be
extended by mutual agreement.

Section 23. Transfers
(a) Within Seniority Group

The Union recognizes the right of the Company, subject to
the restrictions of other applicable provisions of this
Agreement, to move employees from one occupational
classification to another occupational classification within
the employees’ seniority group. However, no employee shall
be moved indiscriminately.

(b) Between Groups or Units Within Plant
When a seniority employee is transferred from one
occupational seniority group or Unit to another within a
plant, he/she shall carry his full accumulated seniority to the
new group or Unit and shall retain no seniority in his/her old
group or Unit. (This Subsection does not apply to
occupations listed in Appendix D to local seniority grouping
agreements.)

(c) Between Plants
Seniority employees who are transferred from one plant to
another plant shall be considered seniority employees of the
new plant as provided in Section 1(c) of this Article, subject
to the provisions of Section 24 of this Article.

Transfers of seniority employees from one plant to another
may only be made with the signed consent of the employee
and his Committeeperson (the National Ford Department
will be advised of these transfers) except where placement
is provided under other provisions of this Agreement or
Supplementary Agreements.
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In the event such transferred employees are affected by a
reduction in force in the new plant, they shall be laid off or
returned to their original plant according to their election as
provided in Article VIII, Section 1(b). Employees with basic
non-skilled trades seniority in their original plant who do
not acquire skilled trades seniority there but who have
acquired skilled trades (Appendix D) seniority in the new
plant shall retain such skilled trades seniority in the new
plant on return to their original plant and shall be recalled
according to such skilled trades seniority. If such employee
fails to accept such recall, he/she shall retain no seniority
except at his original plant.

Section 24. Transfer of an Operation
(a) Transfers Affecting Rouge Area Only

In the event of a transfer of an operation from one Unit to
another within the Rouge Area the employees affected shall
be transferred to the new Unit, taking their seniority with
them.

On the partial transfer of an operation, the method of
transferring the employees shall be subject to local
negotiation.

(b) Other Inter-Plant Transfers
In the event of a transfer of an operation from one plant to
another plant other than within the Rouge Area, providing
both plants are covered by this Agreement, an employee
who is offered and accepts a transfer with the operation shall
carry the seniority to the new plant which he had at the old
plant, regardless of the terms of any local agreement.

The foregoing rule shall also apply in the event of a partial
transfer of an operation to a new plant from an old plant
which may be closed or continued on a reduced employment
basis. It shall not apply, however, to partial transfers of
operations incident to adjustments in production schedules
or changes in the products at any location.

Section 25. Discontinuance of Work
(a) Classification or Operation Within Unit

In the case of a permanent discontinuance of a classification
or of an operation within a seniority Unit, the employees
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affected shall be transferred to a similar occupational group
on a plant-wide basis within five (5) working days.

(b) Occupational Group Within Unit
In the event of a permanent discontinuance of a group the
designated and undesignated classifications within the
group shall exercise their seniority according to their
seniority status and rate of pay in the Labor Pool, Group No.
1.

(c) Seniority Unit Within Multi-Unit Plant Area
In the case of a permanent discontinuance of a seniority Unit
the procedure will be as follows:

(1) If there is a similar group within another Unit the
designated classifications within the discontinued
group will exercise “designated” seniority as defined in
Section 11 of this Article, and the undesignated
classifications shall exercise “undesignated” seniority
as defined in Section 12 of this Article.

(2) Employees of the Labor Pool in the discontinued Unit
shall replace all probationary employees in all
remaining Labor Pools plant-wide. If the number of
employees in the discontinued Labor Pool exceeds the
number of probationary employees in the Labor Pools
of other Units, the surplus employees in the Labor Pool
in the Unit affected shall be assigned to jobs in Labor
Pool groups in other seniority Units, in line with their
seniority.

(d) Time Limit on Transfers - Rouge Area
In the Rouge Area, in the event of a permanent
discontinuance of a seniority group or seniority Unit, the
Company shall transfer the employees affected within five
(5) working days.

(e) Employees Laid Off - Placement Consideration at Other
Plants
In the event of permanent discontinuance of work in a
group, Unit, or plant, laid-off employees shall be given
placement consideration at other plants of the Company
consistent with the provisions of the Job Security Program,
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preferential placement or other applicable placement
arrangements.

Section 26. Offers of Work in Other Plants
Any provisions of this Agreement to the contrary
notwithstanding, the Company, in order to provide
stabilized employment, shall have the right to offer
employees who have exhausted their seniority within their
seniority Unit any available work within any of the plants
covered by this Agreement, if the plants to which employees
are offered jobs are located in the same labor market area, as
defined by the State Employment Security Commission of
the state in which the plants affected are located; provided,
however, that those plants presently covered by the Detroit
Area Availability List Agreement as amended shall be
considered to be the same “labor market area.”

If no open jobs are available, such employees may be
offered, at the option of the Company, the right to displace
probationary employees in any other plant in the same labor
market area.

In the event of the discontinuance or partial discontinuance
of a classification or of an operation within a seniority Unit,
or the discontinuance or partial discontinuance of a seniority
Unit, the Company may offer the affected employees the
opportunity to transfer to available work or to displace
probationary employees in any of the plants covered by this
Agreement.

For skilled Tool and Die, Maintenance and Construction,
and Power House employees, offers of available work and
offers to displace probationary employees shall be limited to
Tool Room Departments, Maintenance Departments and
Power House Departments, respectively.

Employees who have displaced probationary employees
shall not be displaced by probationary employees.

Employees who refuse such offers of available work or
displacement of probationary employees shall not, by such
refusal, lose their seniority call back rights.
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Section 27. Employees With Disabilities
Any employee who has been incapacitated at his regular
work by injury or compensable occupational disease while
employed by the Company may be employed in other work,
in the plant or in any Unit of a multi-unit plant, which he can
do, at the discretion of the Company after consultation with
the Union without regard to any seniority provisions of this
Agreement. Laid-off employees with work-related
incapacities will be recalled in line with seniority only as
openings occur.

The company will not invoke this provision to retain
employees with work related incapacities out-of-line of
seniority when a disparity in seniority of more than two
years exists.

Section 28. Shift Assignments and Rotation
(a) Assignment of Shifts

The Company agrees to the principle that seniority
employees should be given consideration in assignment of
shifts. However, it is recognized that it is impossible to
operate the plants efficiently with all the older employees on
any one shift and, therefore, seniority alone cannot be the
sole determining factor in applying the above principle.

Agreements pertaining to shift preference may be negotiated
locally subject to the approval of Labor Affairs and the
National Ford Department. Any such agreements shall be
consistent with the principle set forth above.

(b) Rotation of Shifts
Rotation of shifts shall be determined by the members of the
building or Unit, whichever the case may be, with mutual
agreement of Management.

Section 29. Personal Leaves of Absence
(a) Procedure for Obtaining

An employee requesting leave of absence shall make
application to his/her Supervisor on a form to be provided
for that purpose and shall then take the signed form to the
Employment Office for his/her official leave of absence slip.
An approved copy of the official leave of absence slip will

90

ARTICLE VIII SENIORITY AND RELATED MATTERS



be furnished to the employee before such leave shall
become effective.

(b) Not Over 30 Days
Leave of absence may be granted for personal reasons for a
period not to exceed thirty (30) days upon application of the
employee and approval of his Supervisor.

(c) Over 30 up to 180 Days
Leave of absence may be granted for personal reasons for a
period not to exceed 150 days upon application of the
employee and approval of the Management when the
services of the employee are not immediately required and
there are employees available at the plant capable of doing
his/her work; provided that the employee does not work in
any occupation for his/her own gain during the leave of
absence unless mutually agreed by the Company and the
Union. Leave of absence may be granted under the
foregoing conditions for a period exceeding 150 days but
not to exceed 180 days if required for the purpose of
traveling to a foreign country. Any violation of this
provision may result in the employee losing his seniority,
provided that proof of the violation is furnished by the
Union to the Company within fifteen (15) days after date of
reinstatement.

(d) Extension
Leaves of absence may be extended upon the approval of
the Employment Office.

(e) Copies to Union
A copy of all approved official leaves of absence forms
granted to employees shall be furnished by the Company to
the Financial Security of the Local Union involved.

Section 30. Medical Leaves of Absence
An employee who is unable to work because of injury or
illness, and who furnishes satisfactory evidence thereof,
shall be granted an automatic sick leave of absence covering
the period of such disability, subject to the provisions of
Section 5 of this At the expiration of such period, the
employee will be returned to work which the employee can
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perform in accordance with the employee’s seniority, except
as otherwise provided with respect to probationary
employees in Section 4 of this Article.

No sick leave shall extend beyond a period of time equal to
the employee’s seniority at the time the employee was
removed from the active employment rolls of the Company
or 18 months, whichever is greater; provided, however, that
a sick leave because of compensable injury or occupational
disease shall extend for the duration of compensable
temporary total disability. Not later than thirty (30) calendar
days prior to the expiration of such period of time, the
Company will send a letter to the employee’s last known
address according to the Company’s records reminding the
employee that seniority is subject to being broken because
of the period of time encompassed by the sick leave as
provided above. A copy of the letter will be furnished
promptly to the Chairperson of the Unit Committee.
However, failure through oversight to send the letter to the
employee or furnish a copy to the Chairperson of the Unit
Committee will not be the basis for any claim.

Section 31. Certain Other Leaves of Absence
(a) Union Leaves of Absence

An employee elected to a Union position or selected by the
Union to do work which takes him/her from his/her
employment with the Company shall, upon written request
from the Union, submitted to the Company at least three
days prior to the first day of absence, receive a temporary
leave of absence for the period of his service with the Union,
and upon his/her return shall be reinstated at work in line
with his/her seniority status in the classification in which
he/she was engaged last prior to his/her leave of absence;
his/her seniority shall accumulate throughout the period of
his/her leave of absence and, solely for purposes of Art. IX,
Sec. 2(c),full weeks of Union leave of absence shall be
credited towards the hiring-in rate progression schedule
when the employee is reinstated upon his/her return. Leaves
of absence for a period of a year or more shall be renewed
yearly.
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(b) Public Office Leaves of Absence
A seniority employee elected or selected for a full-time
public office which takes him/her from his/her employment
with the Company shall, upon prior written request, receive
a temporary leave of absence for the term of such office or
one year, whichever is less, and upon his/her return shall be
reinstated at work in line with his/her seniority status in the
classification in which he/she was engaged last prior to
his/her leave of absence. His/Her seniority shall accumulate
throughout the period of his/her leave of absence. Such
leaves of absence may be renewed yearly with the approval
of the Company.

(c) Peace Corps Leaves of Absence
A seniority employee entering the Peace Corps shall, upon
prior written request and submission of evidence
satisfactory to the Company, receive a leave of absence for
the period of his service in the Peace Corps, but not to
exceed three (3) years. If the employee returns to work
within thirty (30) days after completion of his/her service
with the Peace Corps he/she shall be reinstated at work in
line with his/her seniority status in the classification in
which he/she was engaged last prior to his/her leave of
absence. His/Her seniority shall accumulate throughout the
period of his/her leave of absence.

(d) Credit Union Leaves of Absence
A seniority employee who is elected or appointed to a full-
time position with a credit union chartered by the federal or
state government and which serves Ford employees
primarily shall, upon prior written request from the credit
union, receive a temporary leave of absence for the term of
his position with the credit union or one (1) year, whichever
is less, and upon his/her return shall be reinstated at work in
line with his/her seniority status in the classification in
which he/she was engaged last prior to his/her leave of
absence; his/her seniority shall accumulate throughout the
period of his/her leave of absence. Such leaves of absence
may be renewed yearly with the approval of the Company.
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(e) Educational Leaves of Absence
An employee with one (1) or more years of seniority shall,
upon written request at least sixty (60) days prior to the
beginning date of the leave and subject to the following
conditions, receive a leave of absence for up to one (1) year
to further the employee’s education. When applying for such
leave, the employee must present evidence satisfactory to
the Company of acceptance as a full-time student at an
accredited college, university, or vocational institution; and
upon completion of each semester or other school term
encompassed by the leave, the employee must present
satisfactory evidence of continuous attendance at the
educational institution as a full-time student during such
term(s). The course of instruction pursued must relate to the
employee’s employment opportunities with the Company.
Such leave of absence may be renewed with the approval of
the Company, subject to the same conditions set forth above
concerning evidence of acceptance and of continuous
attendance at the educational institution as a full-time
student.

The employee’s seniority shall accumulate throughout the
period of the educational leave of absence. If the employee
completes or discontinues such educational program prior to
the expiration date of the leave and makes application for
reinstatement within five (5) calendar days of the date of
completion or discontinuation, the employee shall be
reinstated at work in line with the employee’s seniority
status in the classification in which the employee was
engaged last prior to the leave of absence.

Section 32. Leaves of Absence - Accumulation of Seniority
Seniority shall accumulate during the period of an approved
leave of absence for seniority employees.

Section 33. Military Service; Veterans
(a) Employees Reinstated Prior to October 4, 1993 -

Seniority Credit
Any employee who, prior to October 4, 1993, has received
seniority credit for military training or service subsequent to
May 1, 1940, pursuant to provisions of prior agreements
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between the parties, shall continue to receive such seniority
credit.

(b) Reinstatement Following Military Service
Effective November 23, 2015, employees now serving in
the Armed Forces of the United States or employees who
shall hereafter serve in the Armed Forces of the United
States shall be entitled to reinstatement upon the completion
of such service to the extent and under the circumstances
that reinstatement may be required by the applicable laws of
the United States, provided that any employee whose
discharge from service is other than dishonorable, shall be
accorded the same reinstatement rights as such laws provide
in the case of persons honorably discharged. The leave shall
not exceed the term of the initial enlistment and one (1)
consecutive reenlistment. In no event will the period of
such leave exceed a total of eight (8) years except when
additional service is involuntary.
If the employee is unable to apply for reinstatement by
reason of physical disability during the period within which
such application is required by law to be made, application
must be made within ninety (90) days from the time such
disability is ended.

For the purpose of this Section, it is understood that none of
the employees covered by this Agreement has been or is
employed in a temporary position within the meaning of that
term as used in the applicable laws of the United States, and
that probationary employees shall be entitled to credit for
the period of such service toward the completion of the
probationary period as well as the accumulation of seniority
thereafter.

(c) Reinstatement Following Military Service - Effect of
Disability
Any employee reinstated following a period of training or
service, who has incurred during such period a disability
which prevents him/her from doing the work of the position
to which he/she would otherwise be reinstated shall be
treated in the first instance only, the same as an employee
who has been incapacitated at his regular work by injury or



compensable occupational disease as set forth in Section 27
of this Article.

To be eligible for these benefits set forth in this Subsection,
the employee must have furnished to the Employment
Office for his/her plant within thirty (30) days of the time
he/she applied for reinstatement a statement from the
Veteran’s Administration, that he/she sustained an injury
while in such service.

(d) Leave for Government-Provided Training
Any reinstated veteran who makes application to the
Employment Office for his/her plant shall be granted a
personal leave of absence in accordance with applicable
provisions of this Agreement in order to take full-time
institutional training provided by the Government.

The employee granted such leave shall be reinstated with
full seniority for the period of the leave if application for
reinstatement is made to the Employment Office within
thirty (30) days from the time of completion or
discontinuance of such training and not later than five (5)
days following expiration of such leave of absence.

Section 34. Accumulation of Seniority - Supervisors
A seniority employee in a classification subject to the
jurisdiction of the Union, who has been in the past or will be
in the future promoted to Assistant Supervisor, Supervisor,
or any other supervisory position, and is thereafter
transferred or demoted to a classification subject to the
jurisdiction of the Union shall accumulate seniority while
working in a supervisory position for any period prior to
November 24, 1979, and when so transferred or demoted
shall commence work in a job generally similar to the one
he/she held at the time of his/her promotion with the
seniority ranking he/she had at the time of his/her promotion
plus the seniority accumulated while he/she was working in
the supervisory position, for any period prior to November
24, 1979, in conformity with the seniority rules of plants
covered by this Agreement.
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Notwithstanding the above, a seniority employee promoted
to Assistant Supervisor, Supervisor, or any other supervisory
position as a vacation replacement on or after October 22,
1979, shall continue to accumulate seniority for a period not
to exceed six (6) months.

No temporary demotions in supervisory positions will be
made during temporary layoffs.

Section 35. Accumulation of Seniority - Other Excluded
Employees

A seniority employee in a classification subject to the
jurisdiction of the Union, who, subsequent to June 20, 1941,
is, or has been transferred to a classification excluded from
the Contract Unit under Article I, Section 1, of this
Agreement other than plant and fire protection
classifications, and is thereafter transferred to a
classification subject to the jurisdiction of the Union, shall
accumulate seniority while working on the excluded
classification and when so transferred shall commence work
in a job generally similar to the one he/she held at the time
of his/her transfer, with the seniority ranking he/she had at
the time of his transfer, plus the seniority accumulated in
accordance with the provisions of the following paragraph
while he/she was working in the excluded classification and
in conformity with the seniority rules of plants covered by
this Agreement.

A seniority employee who has been transferred to an
excluded classification prior to October 22, 1979, shall
continue to accumulate seniority while working in an
excluded classification. A seniority employee who is
transferred to an excluded classification on or after October
22, 1979, will not accumulate seniority while working in an
excluded classification.

An employee hired directly to an excluded classification
shall acquire no seniority rights under this Agreement.

No temporary transfers to or from excluded classifications
will be made during a temporary layoff.
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ARTICLE IX 

WAGES AND OTHER ECONOMIC MATTERS*

Section 1. Wage Rates - General 
The hourly rates for each classification covered by this
Agreement will remain the same as at the expiration of the
Agreement between the Company and the Union dated
October 4, 2011, except as otherwise provided in this
Agreement, in the Settlement Agreement between the
parties dated November 5, 2015, or in any local agreement
referred to in Article X, Section 8 which provides for wage
rate adjustments.

Section 2. Wage Rate Increases 
(a) General Wage Increase

(i) Employees whose straight time hourly wage rate
was $27.825 or more as of the effective date of this
agreement shall receive a three percent (3%)
increase added to their base wage rate on the
Effective Date of this agreement. 

(ii) Effective September 17, 2017, employees who were
eligible for a base wage increase according to
Section 2 (a) (i) shall receive a second base wage
increase of three percent (3%) increase added to
their base wage rate.

The General Wage Increase will not be applied to the
“increment above” portion of classification pay rates.

(b) Performance Bonus Payments 
(1) The Performance Bonus provided for in this

Subsection recognizes the principle that a
continuing improvement in the standard of living of
employees depends upon technological progress,
better tools, methods processes and equipment, and
a cooperative attitude on the part of all parties in
such progress. It further recognizes the principle
that to produce more with the same amount of
human effort is a sound economic and social
objective. 
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Accordingly, it is agreed that the following Performance
Bonus payment shall be made to each eligible employee
who was also eligible to receive a general wage increase
in accordance with Section 2(a) above in accordance
with the following table:
Eligibility Date Amount Payable During 

Week Ending
September 19, 2016 Four Percent October 16, 2016

(4.0%) of
Qualified
Earnings

September 17, 2018 Four Percent October 14, 2018
(4.0%) of
Qualified
Earnings

An employee shall become eligible for a Performance
Bonus payment as hereinafter defined, provided he/she
has seniority as of the designated eligibility date set forth
above. 
An employee's Performance Bonus will be based on the
Qualified Earnings during the 52 consecutive pay
periods immediately preceding the pay period in which
the designated eligibility date falls.
Qualified Earnings, as used herein, are defined as
income received by an eligible employee from the
Company during the designated Performance Bonus
eligibility year resulting from the following:

Hourly Base Wage*1

Shift Premium*
Crew Premium
Vacation and Excused Absence Allowance 
Holiday Pay

1* Including overtime, Saturday, Sunday and Holiday premium payments.

*Skilled Trades, Retirement and Supplemental Unemployment Benefits, Profit
Sharing Plan, Tax Efficient Savings Plan and Legal Services Plan are covered by
separate agreements between the parties.



Seven-day Operations Bonus 
Bereavement Pay
Jury Duty Pay
Apprentice Training Incentive Payment
Call-In Pay
Short Term Military Duty Pay
Back pay awards related to the designated
eligibility year 

(2) An eligible employee who retires during the
Performance Bonus Eligibility year provided in this
Section and who, but for such retirement, would
have had seniority as of the designated eligibility
date, will qualify for the Performance Bonus as
defined in this Section.

(3) In the case of an eligible employee who dies during
the Performance Bonus eligibility year, a
Performance Bonus shall become payable as if they
were a seniority employee on the designated
eligibility date and calculated based on their
Qualified Earnings during the eligibility year as
defined in this Section. Such Performance Bonus
will be paid to the estate or, if permitted by local
law, to the next of kin.

(c) Apprentice Rates

Provisions for wage adjustments for apprentices is made in
Article 9 of the Apprenticeship Standards Agreement,
Exhibit 1 of the Skilled Trades Supplemental Agreement.

Section 3. Application of Increases to Spread Rates; Rate
Progression Under Merit Increase Agreement:

The amount of the increases provided in Section 2(a) of
this Article that are added to the maximum rate for each
spread rate classification shall also be added to the
minimum rates.
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Rate progression in spread rate classifications shall be as
provided in the Merit Increase Agreement attached hereto as
Appendix G.

The application of spread rates for Appendix F (Skilled
Trades) classifications shall be as provided in Section 2 of
the Skilled Trades Supplemental Agreement.

Section 4. Inflation Bonus Lump Sum Payment
During the current negotiations, the parties agreed to
provide a lump sum payment to each eligible employee
represented by the Union in accordance with the following
table:

Eligibility Date Amount Payable during 
week ending

May 15, 2016 $1500 June 12, 2016
May 15, 2017 $1500 June 11, 2017
May 15, 2018 $1500 June 10, 2018
May 15, 2019 $1500 June 9, 2019
Eligible employees are defined as those whose status with
the Company as of the eligibility date is one of the
following:

• Active with Seniority

• On temporary layoff status

• On leave pursuant to Family and Medical Leave Act

• On leave of absence beginning not earlier than ninety
(90) days prior to the eligibility date.

In addition, should the International Union, UAW-Ford
Department raise any question of equity in application
regarding specific employees, the Company agrees to meet
on such cases in order to review the facts.
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Section 5. Call-in Pay
Any employee called to work or permitted to come to work
without having been properly notified that there will be no
work shall receive a minimum of four (4) hours’ pay at the
regular hourly rate, except in case of labor disputes or other
conditions beyond the control of the local Management.

Section 6. Shift Premiums
(a) No. 3 (Afternoon) Shift

A shift premium of five per cent (5%) of No. 3 shift
earnings, including overtime premium, will be paid to
employees working on the No. 3 (afternoon) shift.

(b) No. 1 (Midnight) Shift
A shift premium will be paid to employees working on the
No. 1 (midnight) shift equal to ten per cent (10%) of No. 1
shift earnings, including overtime premium.

(c) Identification of Shifts
(1) An employee whose scheduled shift starts on or after 7

P.M. but before 5 A.M. shall be deemed to be working
the No. 1 (midnight) shift.

(2) An employee whose scheduled shift starts on or after 5
A.M. but before 10:30 A.M. shall be deemed to be
working the No. 2 (day) shift.

(3) An employee whose scheduled shift starts on or after
10:30 A.M. but before 7 P.M. shall be deemed to be
working the No. 3 (afternoon) shift.

Section 7. Weekly Overtime Premium
(a) Amount

Time and one-half will be paid for time worked over forty
(40) compensated hours per week.

If an employee’s work schedule is modified by, or at the
request of, the Company, any hours not worked will count as
compensated hours for purposes of credit toward the forty
(40) hour requirement. For applying this provision, eligible
Short Work Week hours are considered compensated hours
even though the resultant overtime hours may reduce an
employee’s Short Work Week benefit.
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(b) No. 1 Shift Saturday
Except for employees working on necessary continuous
seven-day operations, employees scheduled to work the No.
1 Shift (midnight) Saturday whose shift starts on Friday
prior to midnight and who have not worked forty (40)
straight-time hours in the workweek due to a contractual
paid absence, will have such paid absence hours included in
determining the over forty (40) compensated hours in (a)
above.1

Section 8. Identification of Workweek
The workweek shall be deemed to commence with the No.
1 shift Monday and end one hundred sixty-eight (168) hours
thereafter.

Section 9. Saturday Premium
Time and one-half will be paid for time worked on
Saturdays, provided the employee has worked over forty
(40) compensated hours in the workweek, as defined in
Section 7 of this Article, except as otherwise provided in
Section 12 of this Article, Appendix W, Alternative Work
Schedules, and except for employees regularly scheduled to
work Saturday or any portion thereof as the normal fifth day
worked such as (a) an employee whose shift starts Friday
and continues into Saturday, or (b) an employee who is
assigned to work on No. 1 Shift (midnight) operations
regularly scheduled to start with the No. 1 Shift (midnight)
Tuesday. Schedules described in (b) of the preceding
sentence shall not be employed subsequent to thirty (30)
days after October 18, 1976 except by mutual local
agreement. Employees described in (b) above shall receive
time and one-half for time worked on the No. 1 Shift
(midnight) Monday in lieu of Saturday premium.

Section 10. Sunday Premium
Double time will be paid for work on the calendar Sunday,
except as otherwise provided in Section 12 of this Article
and Appendix W, Alternative Work Schedules.
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Section 11. Holiday Premium
Double time shall be paid for work on holidays as
enumerated in Section 22 of this Article.

Section 12. Overtime Premiums - Seven-Day Operations
Employees working on necessary continuous seven-day
operations whose occupations involve work on Saturdays,
Sundays, and holidays, shall be paid overtime for work on
these days only for time worked in excess of eight (8) hours
per day or in excess of forty (40) hours per week, except as
otherwise provided below:

(1) Time and one-half shall be paid for hours worked on
the employee’s first scheduled day off in the
workweek.

(2) Double time shall be paid for hours worked on the
employee’s second regularly scheduled day off in the
workweek.

Time and one-quarter (1-1/4) shall be paid for hours
worked on Saturday or Sunday that are not payable on
an overtime basis. Double time shall be paid for hours
worked on any of the designated holidays.

Section 13. Computation of Premium Time; Pyramiding
Premium payments shall not be duplicated for the same
hours worked under any of the terms of Sections 7 through
12, inclusive, of this Article.

For purposes of computing daily overtime, a day shall be
deemed to commence with the starting time of the
employee’s shift; provided, however, that daily overtime
subsequent to a change in the employee’s scheduled starting
time, other than daily overtime accrued during the 24-hour
period commencing with the prior starting time, shall be
computed beginning with the new starting time.

Any hours for which an overtime premium has been paid
pursuant to Article IX, Section 7, or a premium has been
paid for work on Monday pursuant to Article IX, Section 9,
or pursuant to Paragraphs 1 and 2 of Article IX, Section 12,
shall be excluded from consideration in determining
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whether any premium payment shall be made for any other
hour or part thereof.

Section 14. Computation of Working Time
As the machine equipment is installed in the various plants,
the method of computing time will be changed from 15-
minute (1/4 hour) to 6-minute (1/10 hour) periods.

Section 15. Medical Treatment During Working Hours -
Time Allowance

An employee who suffers a work injury or contracts an
occupational disease in the course of employment by the
Company will be compensated for the working time lost on
the day in question when approved by the designated
representative of Management, should the employee leave
work with permission of supervision and receive medical
treatment during working hours. In addition, on the day of
the work injury, employees requiring medical treatment
beyond their scheduled work hours will be paid for such
treatment time up to four hours at their time and one half
premium, provided such employees present suitable
evidence of the time spent in treatment.

A claim that such approval has been improperly withheld
may be processed through the Grievance Procedure.

Section 16. Temporary Assignment to Other Plant - Time
and Expense Allowances

If an employee is assigned temporarily to work at a plant
other than the one in which he regularly is employed, the
following rules shall apply:

(1) If on a day during which the employee is to perform a
temporary assignment at another plant, he is required
by the Company to report at his regular plant and
proceed from there to his temporary assignment, and/or
to report back at his regular plant following the
completion of his temporary assignment, he shall be
compensated for the resultant time necessarily spent in
traveling between the two plants as if it were time
worked.
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(2) In any event, if the employee is required by the
Company to spend a portion of the time during which
he normally is scheduled to work in traveling to or
from the plant to which he is temporarily assigned, he
shall be compensated for such portion as if it were time
worked.

(3) If the assignment requires inter-city travel (except
between cities in the same metropolitan area), the
employee’s necessary transportation fare shall be borne
by the Company.

Nothing in the foregoing shall supersede or cancel any local
agreement covering the same subject now in effect.

Section 17. Deduction of Overpayments
The Company will not deduct from an employee’s pay
amounts by which he may have been overpaid in previous
pay periods.

This does not apply, however, to overpayments which are
the result of clerical or mechanical errors in calculating an
employee’s pay, where such error is discovered and the
employee and Union are provided a written time stamped
notification indicating the amount of the overpayments and
the pay ending dates of the overpayments within thirty (30)
days of receipt of the erroneous pay. Deductions will be
itemized on the employee’s paycheck stub, pay envelope or
equivalent record.

Section 18. Jury Duty Pay
Any seniority employee who is called to and reports for jury
duty (including coroner’s juries) will be paid by the
Company for each day partially or wholly spent in
performing jury duty, if the employee otherwise would have
been scheduled to work for the Company and does not work,
an amount equal to the difference between (i) the
employee’s regular straight-time hourly rate, including shift
premium and seven-day operations bonus, where applicable,
but excluding overtime and any other premiums (or in the
case of incentive employees, their average straight-time
hourly earnings, including incentive earnings, but excluding



all other premiums, for the last four pay periods worked
immediately preceding the week prior to the week in which
the employee reports for jury duty; for the number of hours
up to eight (8) that the employee otherwise would have been
scheduled to work and (ii) the daily jury duty fee paid by the
court (not including travel allowances or reimbursement of
expenses). To receive payment under this Section,
employees must give the Company prior notice that they
have been summoned for jury duty and must furnish
satisfactory evidence that jury duty was performed on the
days for which payment is claimed. The provisions of this
Section are not applicable to employees who, without being
summoned, volunteer for jury duty.

Employees who are called to and report for an interview or
an examination to qualify for selection to a jury will be
considered to have performed jury duty and will qualify for
jury duty pay if otherwise eligible as provided in the
preceding paragraph of this Subsection.

A No. 1 (midnight) or a No. 3 (afternoon) shift employee
will be excused from work on either the shift immediately
preceding the jury service, or the shift immediately
following the completion of the jury service, at the option of
the employee. Such employee must notify their immediate
supervisor of their election prior to being absent from work.
It is understood that any one day of jury service may not be
used to excuse the employee for more than one shift.

Employees who are called to and report for jury duty during
a work day that is within the employee’s scheduled vacation
shutdown may request equivalent Excused Absence
Allowance (EAA) hours for each day served (8 hours)
provided the employee furnishes satisfactory evidence that
jury duty was performed. At Alternative Work Schedule
locations, the Excused Absence Allowance time may be
requested in increments of one regular shift for each regular
work day served. It is understood that the vacation shutdown
pay received will still be retained by the employee, but the
daily jury duty fee paid by the court (not including travel
allowances or reimbursement of expenses) will be deducted.
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Section 19. Bereavement Pay
When death occurs in an employee’s immediate family (i.e.,
current spouse; parent or stepparent; grandparent or great-
grandparent; parent, stepparent or grandparent or great-
grandparent of current spouse; child or stepchild; brother,
half brother or stepbrother; sister, half sister or stepsister;
grandchild) a seniority employee, on request, will be
excused for any three (3) regularly scheduled days of work
or any five (5) regularly scheduled days of work in the case
of the death of an employee’s current spouse, parent, child,
stepchild, or in the case of multiple deaths of members of
the employee’s immediate family (or for such fewer days as
the employee may be absent) during three (3) days or five
(5) days in the case of the death of an employee’s current
spouse, parent, child, stepchild, or in the case of multiple
deaths of members of the employee’s immediate family
(excluding Saturdays and Sundays, or, in the case of seven-
day operations, excluding regular days off) beginning no
later than the date of funeral or service provided the
employee attends the funeral or service. After making
written application therefore, the employee shall receive pay
for any scheduled hours of work up to eight (8) per day for
which the employee is excused (excluding Saturdays and
Sundays, or, in the case of seven-day operations excluding
regular days off) provided the employee attends the funeral
or service. In the event the body of a member of the
employee’s immediate family is not buried in Continental
North America solely because the death has physically
destroyed the body or the body is donated to an accredited
North American hospital or medical center for research
purposes, the requirement that the employee attend the
funeral or service will be waived. Payment shall be made at
the employee’s regular straight-time hourly rate on the last
day worked (or, in the case of incentive employees, the
employee’s average straight-time hourly earnings, including
incentive earnings, for the last four (4) pay periods worked
immediately preceding the week prior to the week in which
the absence commences) including shift premium and
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seven-day operations bonus, where applicable, but
excluding overtime and any other premiums.

Section 20. Short-Term Military Duty Pay
An employee with one or more years of seniority who is
called to and performs short-term active duty of thirty (30)
days or less, including annual active duty for training, as a
member of the United States Armed Forces Reserve or
National Guard shall be paid by the Company for each day
partially or wholly spent in performing such duty, if the
employee otherwise would have been scheduled to work for
the Company and does not work, an amount equal to the
difference, if any, between (i) the employee’s regular
straight-time hourly rate on the last day worked (or, in the
case of an incentive employee, the employee’s average
straight-time hourly earnings, including incentive earnings,
for the last four (4) pay periods worked immediately
preceding the week prior to the week in which the employee
reports for military duty), including shift premium and
seven-day operations bonus, where applicable, but
excluding overtime and any other premiums, for the number
of hours up to eight (8) that the employee otherwise would
have been scheduled to work and (ii) the employee’s daily
military earnings (including all allowances except for
rations, subsistence and travel). The Company’s obligation
to pay an employee for performance of military duty under
this Section is limited to a maximum of thirty (30)
scheduled working days in any calendar year; except where
the days of such active duty are the result of local states of
emergency or riot, in which case they shall not be
chargeable against the thirty (30) scheduled working day
maximum. 

In order to receive payment under this Section an employee
must give the Company prior notice of such military duty
and upon return to work must furnish the Company with a
statement of the employee’s military pay while on such duty.
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Section 21. Seven-Day Operations Bonus
The following provisions will apply to employees working
on forty (40) hour rotating schedules on necessary
continuous seven-day operations:

An employee will be paid a bonus (if any is produced by the
method of calculation set forth in this Section) to
compensate for being so scheduled during any workweek
(including a workweek in which such schedule happens to
require an employee to work only Monday through Friday)
equal to thirty-five cents (35¢), times the number of hours
the employee has worked during such workweek, it being
understood that, notwithstanding any other provisions of the
Agreement:

(1) such bonus will be included in computing holiday pay,
bereavement pay, jury duty pay, vacation pay, short-
term military duty pay, Sunday, or any other overtime
premium pay;

(2) such bonus will not be added to the base rate of any
classification, and will not be taken into account in
computing afternoon and night shift premiums, any
incentive earnings, or in computing any other payment
for hours not worked except as noted in (1) above;

(3) such bonus will not be payable for any hours worked
by an employee not working on a necessary continuous
seven-day operation and on a forty (40) hour rotating
schedule involving work on Saturdays, Sundays and
holidays.

Section 22. Paid Holiday Plan
(a) General Eligibility Rules

Unless otherwise provided herein, employees who meet all
of the eligibility rules below will be paid eight (8) hours’ pay
at their regular straight-time hourly rate including shift
premium and seven-day operations bonus but excluding
overtime premium for:

November 16, 2015 Veterans Day (Observed), 
November 26, 2015 Thanksgiving Day,
November 27, 2015 Day After Thanksgiving,



December 24, 2015 Christmas Holiday Period,
December 25, 2015 Christmas Holiday Period,
December 28, 2015 Christmas Holiday Period,
December 29, 2015 Christmas Holiday Period,
December 30, 2015 Christmas Holiday Period,
December 31, 2015 Christmas Holiday Period,
January 1, 2016 Christmas Holiday Period,
January 18, 2016 Martin Luther King, Jr. Day,
March 25, 2016 Good Friday,
March 28, 2016 Day After Easter
May 30, 2016 Memorial Day,
July 4, 2016 Independence Day,
September 5, 2016 Labor Day,
November 8, 2016 Federal Election Day,
November 11, 2016 Veterans Day,
November 24, 2016 Thanksgiving Day,
November 25, 2016 Day After Thanksgiving,
December 26, 2016 Christmas Holiday Period,
December 27, 2016 Christmas Holiday Period,
December 28, 2016 Christmas Holiday Period,
December 29, 2016 Christmas Holiday Period,
December 30, 2016 Christmas Holiday Period,
January 2, 2017 Christmas Holiday Period,
January 16, 2017 Martin Luther King, Jr. Day,
April 14, 2017 Good Friday,
April 17, 2017 Day After Easter
May 29, 2017 Memorial Day,
July 4, 2017 Independence Day,
September 4, 2017 Labor Day,
November 10, 2017 Veterans Day (Observed),
November 23, 2017 Thanksgiving Day,
November 24, 2017 Day After Thanksgiving,
December 25, 2017 Christmas Holiday Period,
December 26, 2017 Christmas Holiday Period,
December 27, 2017 Christmas Holiday Period,
December 28, 2017 Christmas Holiday Period,
December 29, 2017 Christmas Holiday Period,
January 1, 2018 Christmas Holiday Period,   
January 15, 2018 Martin Luther King, Jr. Day
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March 30, 2018 Good Friday,
April 2, 2018 Day After Easter
May 28, 2018 Memorial Day,
July 4, 2018 Independence Day,
September 3, 2018 Labor Day,
November 6, 2018 Federal Election Day,
November 12, 2018 Veterans Day (Observed),
November 22, 2018 Thanksgiving Day,
November 23, 2018 Day After Thanksgiving,
December 24, 2018 Christmas Holiday Period,
December 25, 2018 Christmas Holiday Period,
December 26, 2018 Christmas Holiday Period,
December 27, 2018 Christmas Holiday Period,
December 28, 2018 Christmas Holiday Period,
December 31, 2018 Christmas Holiday Period,
January 1, 2019 Christmas Holiday Period,
January 21, 2019 Martin Luther King, Jr. Day,
April 19, 2019 Good Friday,
April 22, 2019 Day After Easter
May 27, 2019 Memorial Day,
July 4, 2019 Independence Day,
September 2, 2019 Labor Day,

The parties also agreed that eligible employees shall receive
up to two (2) Family Days. Eligibility, scheduling, and
payment for Family Days shall be as described in a Letter of
Understanding on that subject dated November 5, 2015, and
signed by the parties.

Employees must meet the following eligibility rules to
receive holiday pay:

(1) The employee has seniority as of the date of the
holiday;

(2) The employee would otherwise have been scheduled to
work on such day if it had not been observed as a
holiday; and

(3) The employee must have worked the last scheduled
working day prior to, and the next scheduled working
day after, such holiday within the employee’s
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scheduled workweek, except in the case of holidays
which fall in the Christmas holiday period.

(i) In the case of the Christmas holiday period, in
2015, starting December 24 through the following
January 1, in 2016, starting December 26 through
the following January 2 in 2017, starting
December 25 through the following January 1, in
2018, starting December 24 through the following
January 1, 2019 a seniority employee absent
without excuse on both the last scheduled working
day prior to and the next scheduled working day
after a Christmas holiday period shall be ineligible
for holiday pay for all of the holidays within the
Christmas holiday period. A seniority employee
absent without excuse on either the last scheduled
working day prior to or the next scheduled
working day after a Christmas holiday period
shall be ineligible for one (1) of the holidays for
which he would otherwise be eligible in the
Christmas holiday period, but shall, if otherwise
eligible, receive pay for the remaining holidays in
the Christmas holiday period.

(ii) Employees will be called in to work only in
emergencies on the following days which are not
paid holidays under this Agreement:

Saturday, December 26, 2015
Sunday, December 27, 2015
Saturday, January 2, 2016
Sunday, January 3, 2016
Saturday, December 24, 2016
Sunday, December 25, 2016
Saturday, December 31, 2016
Sunday, January 1, 2017
Saturday, December 23, 2017
Sunday, December 24, 2017
Saturday, December 30, 2017
Sunday, December 31, 2017



Saturday, December 22, 2018
Sunday, December 23, 2018
Saturday, December 29, 2018
Sunday, December 30, 2018
Employees shall not be disqualified for holiday pay, if
otherwise eligible for such pay, if they decline a work
assignment on one (1) or more of the above days.

The foregoing provisions shall not apply to (1) employees
assigned to seven-day operations; and (2) employees who
perform work on Sunday which is a part of the No. 1 shift,
Monday.

(b) Sunday Holiday
When any of the above enumerated holidays falls on Sunday
and the day following is observed as a holiday by the State
or Federal Government, it shall be paid as such holiday.

(c) Saturday Holiday
When a holiday falls on Saturday, eligible employees shall
receive holiday pay provided they have worked the last
preceding scheduled work day within the week in which that
holiday falls.

(d) Employee on Layoff or Sick Leave
Seniority employees who have been laid off in a reduction
of force or who have gone on sick leave during the
workweek prior to, or during the workweek in which the
holiday falls shall receive pay for such holiday. A seniority
employee who is laid off during the second workweek prior
to a week in which one or more of the holidays in the
Christmas holiday period falls, and who worked his last
scheduled working day prior to such layoff, shall, if
otherwise eligible, receive pay for the holidays falling
within the Christmas holiday period. Seniority employees
on layoff or sick leave of absence when the holiday(s)
occurs who return to work following the holiday(s) but
during the week in which the holiday(s) falls shall receive
pay for such holiday(s).

A seniority employee who is laid off in a reduction in force
and who qualifies for Christmas holiday pay as provided in
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this provision, and who also qualifies for Christmas holiday
pay as provided in Appendix K Memorandum of
Understanding Temporary Part-Time Employees, will be
provided the greater of the two Christmas holiday pay
entitlements, but not both.

(e) Employee on Other Leave
If an otherwise eligible seniority employee is on an
approved leave of absence (other than sick leave) of not
more than 15 days (total duration, including any extensions)
during which a holiday occurs, he shall receive holiday pay
for such holiday. A seniority employee on a personal leave
of absence which expires during a Christmas holiday period,
shall, if otherwise eligible, receive pay for the holidays in
the Christmas holiday period which fall (1) after the final
day of such leave, or (2) on and after the date he notifies his
plant of his availability for work, whichever is later.

(f) Employee on Vacation
When one of the above holidays falls within an eligible
employee’s approved vacation period, and he is absent from
work during his regularly scheduled workweek because of
such vacation, he shall be paid for such holiday. A seniority
employee who requests and is granted a vacation which
includes the last scheduled working day prior to a Christmas
holiday period and who also requests and is granted a
vacation which includes the first scheduled working day
after such Christmas holiday period, shall, if otherwise
eligible, receive pay for the holidays which fall in such
Christmas holiday period, provided the employee works the
scheduled working days immediately preceding and
following his vacation when such scheduled working days
are within the workweeks which include what would have
been the employee’s last scheduled working day before and
first scheduled working day after the Christmas holiday
period if he had not been on vacation.

(g) Seven-Day Operations – Eligibility; Effect of Holiday
Work
Employees working on necessary continuous seven-day
operations shall receive holiday pay in the event the holiday
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falls on one of their regularly scheduled days off or
regularly scheduled days of work and they meet the other
eligibility requirements of this procedure for paid holiday
time.

(h) Other Operations – Effect of Holiday Work
Employees not working on seven-day operations who work
any of the above holidays shall receive full holiday pay (if
otherwise eligible) in addition to the premium payable in
accordance with Section 11 of this Article.

(i) Failure to Perform Holiday Work Assignment
Employees who have accepted such holiday work
assignment and then fail to report for and perform such
work, without reasonable cause acceptable to Management,
shall not receive pay for the holiday.

(j) Incentive Employees
The hourly rate for an employee who is under an incentive
plan during the week in which the holiday(s) falls shall be
his average straight-time hourly earnings, including
incentive earnings and shift premium, but excluding all
other premiums for the last four pay periods worked
immediately preceding the week prior to the week in which
the holiday(s) occurs.

(k) Effect of Unemployment Compensation
If, for a week which includes one or more holidays which
fall after December 23 but before the following January 3,
an employee supplements his holiday pay for such holidays
by claiming and receiving an unemployment compensation
benefit or by claiming and receiving waiting period credit,
to which he otherwise would not have been entitled if such
holiday pay had been treated as remuneration and
considered disqualifying income for unemployment
compensation, a deduction of the lesser of the following
amounts will be made from the employee’s earnings from
the Company:

(1) An amount equal to the employee’s holiday pay for
each week in question, or,
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(2) An amount equal to either the unemployment
compensation paid to the employee for each week in
question or the unemployment compensation which
would have been paid to the employee for each week in
question if it had not been considered a waiting period.

Section 23. Vacations - Eligibility Dates
Vacation eligibility dates shall be determined as follows:

(a) 15 or More Years’ Seniority as of 12-1-50
The eligibility date for an employee with fifteen or more
years of seniority on December 1, 1950, shall be December
1.

(b) Other Employees
With respect to employees not covered by Subsection (a) of
this Section, the eligibility date for an employee whose hire
date falls after June 1, but not after December 1, shall be
December 1; the eligibility date for an employee whose hire
date falls after December 1, but not after June 1, shall be
June 1.

(c) Identification of “Hire Date”
The hire dates referred to in this Section shall be those
shown by the seniority records.

If an employee’s seniority shall be broken and he
subsequently shall be rehired, his eligibility date shall be
determined on the basis of his rehire date as shown by the
seniority records.

Section 24. Vacations - Amount; Eligibility Rules
(a) General

The amount of vacation to which an eligible employee shall
be entitled shall be based on the employee’s seniority and
years of enrollment on the active employment rolls as of his
eligibility date, and his weeks of enrollment on the active
employment rolls and absences from his regularly scheduled
work in the year period immediately prior to his eligibility
date. Further references in this Section to weeks on the
active employment rolls and to absences refer to those
during such year period and exclude absences excluded
from the absence count by Subsection (h).
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(b) One or More Year Employees
(1) An employee with one or more years of seniority on his

vacation eligibility date

(i) who is enrolled on the active employment rolls of
the Company for thirty-two (32) or more weeks,
and

(ii) whose absences have not aggregated more than
thirty-five (35) days, shall be entitled to a vacation
during the vacation period as follows:

Years of Years on Vacation
Seniority Active Rolls Entitlement
1 but less One year or 2 weeks’-and 2 days
than 3 more vacation with 96 hours’ pay_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ 
3 but less At some time 2-1/2 weeks’ vacation
than 5 in each of any with 100 hours’ pay

3 years
_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ 
5 but less At some time 3 weeks’ vacation
than 10 in each of any with 120 hours’ pay

5 years_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ 
10 but less At some time 3-1/2 weeks’ vacation
than 15 in each of any with 140 hours’ pay

10 years_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ 
15 but less At some time 4 weeks’ vacation
than 20 in each of any with 160 hours’ pay

15 years
_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ 
20 or more At some time 5 weeks’ vacation

in each of any with 200 hours’ pay
20 years

(2) With the above rules of this Subsection for vacation
eligibility otherwise applicable, an employee who is
enrolled on the active employment rolls of the
Company less than thirty-two (32) weeks shall receive
one-half of the vacation entitlement provided in
Subsection (b)(1); except that an employee with one
year but less than three years of seniority as of his
eligibility date who is enrolled on the active
employment rolls of the Company less than thirteen
(13) weeks shall be entitled to no vacation.
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(3) An employee who meets all of the other eligibility
requirements for a full vacation entitlement but whose
absences have aggregated more than thirty-five (35)
days shall have his entitlement reduced by one week, or
forty (40) hours.

(4) An employee with less than five years of seniority who
has been enrolled on the active employment rolls of the
Company less than thirty-two (32) weeks and has been
absent more than thirty-five (35) days shall be entitled
to no vacation.

(5) An employee with five or more years of seniority
whose vacation entitlement has been reduced because
he has been enrolled on the active employment rolls of
the Company for less than thirty-two (32) weeks shall
not have his vacation entitlement further reduced
because of the fact that he shall have exceeded thirty-
five (35) days of absence.

(c) Less Than One-Year Employees
(1) An employee with less than one year of seniority on his

eligibility date

(i) who has seniority as of his first eligibility date,
and

(ii) who is enrolled on the active employment rolls of
the Company sixteen (16) or more weeks in the
period from date of hire until his first eligibility
date, and

(iii) whose absences in the period from date of hire
until his first eligibility date have not aggregated
more than seventeen (17) days, shall be entitled to
a vacation of one (1) week during the vacation
period with pay for forty (40) hours and two days
Excused Absence Allowance (subject to the
provisions of Article IX, Section 25 (c)) with pay
for sixteen (16) hours.

(2) With the above rules of this Subsection (c) for vacation
eligibility otherwise applicable, an employee who is
enrolled on the active employment rolls less than
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sixteen (16) weeks shall be entitled to one-half week
vacation with pay for twenty (20) hours and two days
Excused Absence Allowance (subject to the provisions
of Article IX, Section 25 (c)) with pay for sixteen (16)
hours.

(d) Effect of Workers’ Compensation Payments and of
Holiday Pay
(1) A seniority employee who receives workers’

compensation payments while on an approved medical
leave of absence will be credited with one week on the
active employment roll for each week they are on
medical leave of absence and receive workers’
compensation payments if:

(i) The employee would have otherwise been
scheduled to work during such week, and

(ii) The employee worked at least three (3) days in a
work week during the employee’s eligibility year.

(2) A laid off employee who receives holiday pay will be
credited with one week on the active employment roll
for the week in which the holiday falls.

(e) Equivalence of Active Employment
(1) Military Service

Solely for the purpose of applying Subsections (a)
through (c) of this Section, the time during which an
employee was not on the active employment rolls of
the Company by reason of service with the Armed
Forces of the United States will be deemed equivalent
to enrollment on the active employment rolls of the
Company following his reinstatement on such rolls
after such service in determining the amount of
vacation for which he is eligible.

(2) Union Leave of Absence
Solely for the purpose of applying Subsections (a) and
(b) of this Section, entire year periods during which an
employee with one or more years of seniority was not
on the active employment rolls of the Company due to
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a Union leave of absence pursuant to Article VIII,
Section 31(a) will be deemed equivalent to years of
enrollment on the active employment rolls of the
Company following his reinstatement on such rolls in
determining the amount of vacation for which he is
eligible.

(f) Employees Off Rolls on Eligibility Date
(1) Reinstated in Following Year

Employees who are off the employment rolls on their
eligibility date and who are reinstated during the
ensuing year will be entitled to a vacation provided
they are eligible for vacation benefits in conformity
with the rules described in Subsections (a) through (c)
of this Section.

(2) Not Reinstated in Following Year
Except as otherwise provided in the next paragraph,
employees who are off the employment rolls due to (i)
a reduction in force, or (ii) being placed on medical
leave expired or medical layoff on their eligibility date
and who are not recalled or who do not return to work
from such medical absence during the ensuing year,
will be entitled at the end of such ensuing year to a
proportional amount of vacation benefits. Such
employees’ vacation will be based upon their
employment during the vacation period in which they
were laid off or placed on medical leave expired or
medical layoff. Payment to such employees will be
equivalent to one-twelfth of the full vacation benefits
they would have been entitled to if they had continued
to be enrolled on the active employment rolls until their
next eligibility date for each full calendar month they
were on the active employment rolls since their last
previous vacation eligibility date. 

Seniority employees covered by Subsection (c) of this
Section who are off the rolls due to (i) a reduction in
force, or (ii) being placed on medical leave expired or
medical layoff on their eligibility date and who are not
recalled or who do not return to work from such
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medical absence during the ensuing year, will be
entitled at the end of such ensuing year to a
proportional amount of vacation benefits. Such
employees’ vacation will be based upon their
employment during the vacation period in which they
were laid off or placed on medical leave expired or
medical layoff. Payment to such employees will be
equivalent to one-sixth of the full vacation benefits
which they would have been entitled to if they had
continued to be enrolled on the active employment
rolls until their next eligibility date for each full
calendar month they were on the active employment
rolls since their dates of hire.

(3) Reinstatement Following Military Service
Any employee who by reason of service with the
Armed Forces of the United States is not on the active
employment rolls of the Company in the year
immediately prior to his vacation eligibility date, but is
reinstated on such records as a full-time employee
during the ensuing year, shall be entitled to vacation
benefits for the vacation period during which he is
reinstated in accordance with the following:

(i) If he is reinstated during the first half of such
ensuing year, he shall be entitled to the full
amount of such vacation benefits as he would
have been entitled to had he been enrolled as a
full-time employee on his eligibility date for such
vacation period.

(ii) If he is reinstated during the last half of such
ensuing year, he shall be entitled to one-half of the
amount of vacation benefits he would have been
entitled to had he been enrolled as a full-time
employee on his eligibility date for such vacation
period. 
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(g) Retiring Employees; Employees Laid Off in Plant
Closing; Employees Entering Armed Forces; Deceased
Employees
(1) In the case of a seniority employee covered under

Subsections (a) and (b) of this Section, who (i) is
retired under the provisions of Section 3 of the
Retirement Agreement or retires under the normal or
early retirement provisions of the Retirement Plan, or
(ii) is laid off as a result of the closing of the plant at
which he worked, or who, after his vacation eligibility
date on or after October 25, 1967, either (iii) enters the
Armed Forces of the United States or (iv) dies, a
vacation benefit shall be paid upon his retirement,
layoff, entering the Armed Forces, or death in a
proportional amount based upon his employment
during the vacation period in which he is so retired or
so laid off or enters the Armed Forces or dies,
equivalent to one-twelfth of the full vacation benefits
which he would have been entitled to if he had
continued to be enrolled on the active employment
rolls until his next eligibility date for each full calendar
month he has been on the active employment rolls
since his last previous vacation eligibility date.

(2) Vacation payments on the same basis as set forth in
Paragraph (1) of this Subsection shall be made to any
employee retired for total and permanent disability
under the provisions of Article IV, Section 3, of the
Retirement Plan, except that eligibility for, and
computation of the vacation benefit provided for in this
paragraph shall be determined on the basis of his last
day worked, rather than his retirement date.

(3) In the case of a seniority employee covered under
Subsection (c) of this Section whose hire date is after
December 1, 1967, a vacation benefit shall be paid
upon his layoff as a result of the closing of the plant at
which he worked, his entering the Armed Forces of the
United States or his death in a proportional amount
based upon his employment during the vacation period
in which he is so laid off, entered the Armed Forces or
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died, equivalent to one-sixth of the full vacation
benefits he would have been entitled to if he had
continued to be enrolled on the active employment
rolls until his first eligibility date for each full calendar
month he has been on the active employment rolls
since his date of hire.

(4) In the case of a deceased employee, the vacation
benefits provided under this Subsection shall be paid to
the estate or, if permitted by local law, to the next of
kin.

(5) Payments under this Subsection shall be computed as
of the employee’s last day worked in the manner set
forth under Subsection (i)(1) or (2) of this Section.

(6) If a retired employee, such laid off employee, or an
employee entering the Armed Forces who has received
a vacation benefit pursuant to this Subsection is re-
employed and becomes eligible for vacation under the
other provisions of this Section, on the eligibility date
following his retirement, layoff, or entering the Armed
Forces, such vacation shall be reduced by the amount
of the vacation benefit received under this Subsection.

(h) Time Excluded from Absence Count
(1) When employees are absent from their regularly

scheduled work because of work injury, occupational
disease, leave of absence for reserve military training,
Union Leave of Absence pursuant to Article VIII,
Section 31(a), or Family and Medical Leave Act leave
to care for the employee’s qualified family members
with a serious health condition, or because of the birth
of an employee’s child or placement of a child with the
employee for adoption or foster care, such absent time
will not be counted in computing the thirty-five (35)
days of absence.

(2) When employees are absent from their regularly
scheduled work because of sickness three (3)
consecutive working days or more, but not to exceed
ninety (90) accumulated days in one year, and who
furnish acceptable proof of such sickness to the
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Company Medical Department within two (2) weeks
following their return to work, such absent time will
not be counted in computing the thirty-five (35) days of
absence.
Unless the Company Medical Department rejects the
submitted proof of illness within two (2) weeks
following its submission by employees, it will
automatically be considered valid.
Disputes as to validity may be subject to the Grievance
Procedure.

(3) In the case of any employee who is a veteran by reason
of service with the Armed Forces of the United States,
whether reinstated or hired by the Company, absences
from work by reason of either
(i) hospitalization at Government expense for a

service-connected disability, or
(ii) treatment as an out-patient by a hospital at

Government expense for a service-connected
disability,

will be regarded as sickness under the provisions of
Paragraph (2) of this Subsection, provided, however,
that such absence need not be for three (3) consecutive
working days.

(i) Vacation Rate of Pay
(1) Except as otherwise provided in this Subsection,

vacation pay will be computed at the employee’s
regular straight-time hourly rate, inclusive of shift
premium and seven-day operations bonus, where
applicable, but exclusive of overtime and any other
premiums, on the date the vacation begins.

(2) For employees under an incentive plan, the hourly rate
to be used will be their average straight-time hourly
earnings, including incentive earnings, shift premium
and seven-day operations bonus where applicable, but
excluding all other premiums, for the last four pay
periods worked immediately preceding the week prior
to the week in which the vacation commences.
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(3) If on the date an employee’s vacation pay is computed,
the employee is temporarily employed at a wage rate
lower than that at which the employee is regularly
employed and which the employee received during the
major portion of the preceding year, the hourly rate for
the computation of vacation pay shall be the latter
rather than the former.

Disputes under this Subsection may be considered
under the Grievance Procedure of the Agreement.

Section 25. Vacations - Scheduling
(a) Vacation Period

(1) The vacation period for an employee with a December
1 eligibility date shall begin on December 1 and end on
November 30 of the next year.

(2) The vacation period for an employee with a June 1
eligibility date shall begin on June 1 and end on May
31 of the next year.

(b) Vacation Time Off Procedure
Management recognizes the importance of providing
vacation time off, in a manner that maintains efficiency of
operations while giving due consideration to the desires of
employees.

Management will discuss with the Local Union
representatives no later than February 1 Management’s
decision that: (i) employees will be given vacation time off
from the job through a normal vacation scheduling program
consistent with the need for maintaining efficient operations
or (ii) a plant vacation shutdown will be scheduled during
prime vacation time. If subsequent to February 1,
Management decides that a plant vacation shutdown should
be scheduled, such shutdown can be scheduled only by
mutual agreement between the local Management and the
Local Union.

In the event Management selects the option of a plant
vacation shutdown, the Union will be advised no later than
April 1 as to the specific shutdown period and also which
employees have been selected to work during the shutdown
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period consistent with good employee relations and
efficiency of operations. Employees selected to work during
such shutdown will be given vacation time off from the job
through a normal vacation scheduling program during
periods other than the shutdown period.

Separate and apart from the vacation shutdown, the practice
for granting vacation requests, using Form 2611
(Vacation/Excused Absence Pay Requests), will remain
unchanged. Approved vacation time off will not be canceled
or changed without the consent of the employee.

(c) Excused Absence Allowance
An employee may use up to one (1) week (40 hours) of his
vacation provided under Subsection (b) of Section 24, as
limited below, in units of no less than one-half day periods
(4 hours), with pay at his basic hourly rate, as specified in
Article IX, Section 24(i), on the date each such period of
vacation shall begin, for any of the following purposes:

(1) Excused absences because of his illness for which he
does not receive accident and sickness insurance
benefits,

(2) Absences excused by the Company because of any
personal reason, or

(3) Additional scheduled vacation time immediately prior
to or following his other vacation time.

Absences under (2) above will be excused provided that: (a)
the employee makes written request on a form provided by
the Company at least one week in advance of the requested
day; (b) there will be no adverse impact on the operations
involved and if more than one employee is requesting the
same day this will be taken into consideration in
determining the operational impact; and (c) if more
employees working for the same supervisor request the
same day off than can be accommodated, the employee(s)
who requested first will be granted the day off.

The part of his vacation that an employee may use for
excused absences under purposes (1) and (2) above shall not
exceed one week (40 hours). In the event his absences
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exceed 35 days or his weeks of enrollment are less than 32
as used for determining vacation eligibility, the part of his
vacation that he may so use shall not exceed one-half week
(20 hours).

(d) Right to Deny Vacation
Management shall have the right to deny vacation, upon
payment of vacation pay as provided in Section 26 of this
Article, if in its judgment the exigencies of production so
require.

Section 26. Pay in Lieu of Vacation
(a) Employee Denied Vacation

If by the last day of any vacation period an eligible
employee has not received his proper vacation, the
Company shall pay him a lump sum as vacation pay in lieu
of such vacation, the sum to be computed as the amount to
which the employee would be entitled if his vacation were
to begin on the last day of vacation period.

(b) Terminated Employee
An employee whose services are terminated for any reason
on or after the date upon which he becomes entitled to a
vacation and before he has received a vacation shall be paid
a lump sum in lieu of vacation computed as the amount to
which he would be entitled if his vacation were to begin on
the day on which his employment was terminated.

Section 27. Insurance
(a) The Insurance Program

For the duration of this Agreement, the Insurance Program
shall be that which is attached hereto, hereinafter referred to
as the “Program.”* It consists of two parts, each negotiated
by the Company and the Union and made a part of this
Agreement, one known as “Group Life and Disability
Insurance” and one known as “Hospital-Surgical- Medical-
Drug-Dental-Vision Expense Coverages” or “H-S-M-D-D-
V Program.”

* The Insurance Program has been reproduced in a separate booklet.
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(b) Financing
The Company will make the payments or contributions
(collectively “contributions”) due from it for the Program in
respect to insurance premiums, subscription rates,
administrative services only arrangements or other
arrangements, in accordance with the terms of the Program.
The Company by payment of its contributions shall be
relieved of any further liability with respect to the benefits
of the Program, except as otherwise may be required by the
Employee Retirement Income Security Act of 1974
(ERISA). The Company shall receive and retain any
divisible surplus, credits or refunds or reimbursements
under whatever name arising out of the Program.

(c) Administration
The Company shall arrange for the administration of the
Program, subject to its provisions. The Company shall be
under no obligation by reason of the Program except in good
faith to endeavor to obtain its coverages and to fulfill any
other obligations specifically required in this Section 27 or
in the Program.

(d) Named Fiduciary and Allocation of Responsibilities
Pursuant to ERISA, the Company (except where an insurer
or third party contractor must be treated as a fiduciary to
process claims or hear appeals from benefit denials) shall be
the sole named fiduciary with respect to the Program and,
except as otherwise specifically provided in this Program,
shall have authority to control and manage the operation and
administration of the Program.

The Board of Directors of the Company shall have the
authority on behalf of the Company to approve Program
amendments except that the Group Vice President and
General Counsel, Group Vice President-Human Resources
and Corporate Services and Executive Vice President and
Chief Financial Officer are designated to approve Program
additions, deletions and modifications on behalf of the
Company to the extent deemed necessary or appropriate
under ERISA, HIPAA, the Affordable Care Act and such



other laws as may contain requirements for the Insurance
Program in effect from time to time.

Except as otherwise provided in this Section or in the
Program, the Group Vice President-Human Resources and
Corporate Services and Executive Vice President and Chief
Financial Officer are designated to carry out the Company’s
responsibilities with respect to the Program. The Group Vice
President Human Resources and Corporate Services and
Executive Vice President and Chief Financial Officer may
allocate responsibilities between themselves and may
designate other persons to carry out specific responsibilities
on behalf of the Company.

In the event of a change in a designed officer’s title, the
officer or officers with functional responsibility for the
Program shall have the authority to the extent described in
this subsection.

Any Company director, officer or employee who shall have
been expressly designated pursuant to the Program to carry
out specific Company responsibilities shall be acting on
behalf of the Company. Any person or group of persons may
serve in more than one capacity with respect to the Program
and may employ one or more persons to render advice with
regard to any responsibility such director, officer or
employee has under the Program.

(e) Exclusion from Umpire’s Powers
The Umpire shall have no jurisdiction over any matter
arising under this Section 27 or under the Program.

(f) Effective Dates
(1) Except as otherwise specifically provided in the

Program, its H-S-M-D-D-V Program provisions shall
become effective November 23, 2015.

(2) Except as otherwise specifically provided in the
Program, its Group Life and Disability Insurance
provisions shall become effective November 23, 2015,
with respect to employees then at work, and on the first
day worked there-after with respect to other
employees. Group Life and Disability Insurance for
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employees for whom the provisions of the Program
shall not have become effective shall be governed by
the provisions, conditions, and limitations of the
Program as constituted on the date each such employee
was last actively at work.

(3) For those to whom they become applicable, the
provisions of the Program shall be used in lieu of the
provisions of the previous programs, and benefits
under the Program shall be reduced where benefits
received under the previous programs would reduce
benefits if they had been received under this Program.

Section 28. Moving Allowances
(a) Eligibility

An employee who is on the active employment roll on or
after September 1, 1961, shall be eligible for a Moving
Allowance if the employee is thereafter offered and accepts
a transfer from one Plant of the Company (hereinafter called
the original Plant) to another Plant of the Company
(hereinafter called the new Plant) if:

(i) the new Plant is at least fifty (50) miles distant from the
original Plant and

(ii) an employee files an application for a Moving
Allowance not later than six months after the first day
an employee worked at the new Plant and has not
applied for a Separation Payment under the
Supplemental Unemployment Benefit Plan.

(b) When employees are relocated, they will be given a choice
from the following Relocation Packages:

(1) Option 1-Enhanced Relocation:

Employees will receive a Relocation Allowance up to a
maximum of $30,000, $6,000 of which will be
provided as a signing bonus to cover miscellaneous up-
front cash expenditures. An additional amount of
$16,000 will be paid to the employee at the new
location.
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In addition, spousal relocation assistance will be
provided.

After one (1) year of employment, employees may
receive $8,000 if they continue to be employees of the
new location.  If an employee is not employed by the
new location after one (1) year of employment solely
due to a subsequent mandatory in-zone placement
under Appendix N, the employee shall receive
$8,000 as if the employee were employed by the new
location after one (1) year. 
Employees who are placed in accordance with
Appendix N and accept the Enhanced Relocation
Allowance will not be eligible to initiate another in
zone or out of zone transfer as an active employee for
a period of 36 months unless the employee’s status
changes to laid off or Protected. In the event the plant
has employees on permanent indefinite layoff with no
likelihood of recall into the active workforce, the 36
month period will be eliminated.

Employees receiving the Enhanced Relocation
Allowance will terminate their seniority at all other
Ford locations and, therefore, not be eligible for
recall/rehire or Return to Basic Unit.

Detailed information regarding payments and other
Relocation Help Services regarding the Enhanced
Relocation Allowance will be made available to
employees.

(2) Option 2-Modified Enhanced Relocation:
The Modified Enhanced Relocation Option is available
only to an Employee transferred involuntarily under
the provisions of Appendix N.

An Employee will receive a Relocation Allowance up
to a maximum of $30,000, $4,800 of which will be
provided as a signing bonus to cover miscellaneous up-
front cash expenditures. An additional amount of
$5,200 will be paid to the employee at the new
location.
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In addition, spousal relocation assistance will be
provided.

If an Employee continues to be an active Employee at
the new location, the following schedule of additional
payments shall be made on the anniversary of the
Employee’s start date at the new location:

After one (1) year: $10,000
After two (2) years: $10,000 

An Employee choosing the Modified Enhanced
Relocation is eligible to exercise their recall and Return
to Basic Unit rights after six (6) months of employment
at the new location should an opening at their Basic
Unit become available.

An Employee who chooses to Return to their Basic
Unit will be entitled to receive a maximum amount
of $5,000 which will be provided as an up-front
lump sum to cover miscellaneous expenses. An
Employee choosing to return home, will terminate
their seniority at all other Ford locations.

(3) Option 3-Basic Relocation:
An Employee will receive Relocation Allowance in the
amount of $5,000.
The employee who accepts the Basic Relocation
Option will be eligible to apply for return to Basic Unit
as provided in Article VIII, Section 1(b)(ii), after
working at the plant of relocation for a period of six (6)
months or upon indefinite layoff from the plant of
relocation.



ARTICLE X 

MISCELLANEOUS 

Section 1. Union Bulletin Boards
In plants or Units covered by this Agreement the Company
will erect bulletin boards in suitable places mutually agreed
upon, to be used solely by the Union for posting the
following notices, except that additional notices may be
posted by mutual consent.

Notices shall be restricted to the following types:

1. Notices of Union recreational and social affairs.

2. Notices of Union elections, appointments and results of
Union elections pertaining to the local plant.

3. Notices of Union meetings and educational classes. 

The bulletin board shall not be used by the Union or its
members for disseminating propaganda of any kind
whatsoever; and among other things shall not be used by the
Union for posting or distributing pamphlets or political
matter of any kind whatsoever, or for advertising.

Section 2. Badges and Insignia
(a) Plant Protection Employees

All Plant Protection employees shall conspicuously wear
insignia to clearly distinguish them from other employees.

(b) Hourly-Rated Employees
All hourly-rated employees shall wear their badges
conspicuously displayed on their outer clothing while on
Company premises.

Section 3. Use of Supervisors on Development Work
Whenever it becomes necessary to develop or perfect a new
mechanical process or job, it is agreed that the Company
may use Supervisor or Assistant Supervisor for such
purpose if a regular employee is not displaced thereby.

Section 4. Health and Safety 
The Company shall have the obligation to continue to make
reasonable provisions for the safety and health of its
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employees during the hours of their employment. Local
Management is responsible for implementing these
provisions at each location with the objective of maintaining
a safe and healthy work environment. The Union shall
cooperate with the Company’s efforts to carry out its
obligations.

The Company shall provide protective devices, including
gloves, wristlets, pads, mitts or other special kind of wearing
apparel which it requires employees to wear as a safety
measure, and any other equipment necessary to protect the
employees from injury and sickness.

Section 5. Smoking 
Areas which the Company considers as unsafe for smoking
will be so designated and smoking will not be permitted in
such areas.

In undesignated areas smoking on the job will be permitted.
Section 6. Lunch Periods 
(a) Length of Period 

A lunch period of thirty (30) minutes shall be allowed to
employees not eating on Company time, except where
different periods may now be in effect or may hereafter be
agreed to locally, and provided that the Company may
reasonably alter the length of this period in abnormal or
unusual situations.

(b) Scheduling 
The Company shall schedule each employee’s lunch period
at a regular time except on operations where it finds that
regular scheduling is not feasible, and will avoid requiring
an employee to take his lunch period at another time except
where it has a particular need for the employee’s services
during that period. Where time permits, the employees
affected will be notified well in advance of such change.

Except in emergencies, an employee’s regular lunch period
shall not be advanced or delayed by more than one hour
unless the employee agrees to such change.
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Section 7. Reporting Absences 
A system shall be established which will permit an
employee to verify the fact that he has notified the Company
by telephone of his inability to report for work.

Section 8. Local and Supplementary Agreements
All local, supplementary or other agreements which were
not covered by the notice of desire to amend, modify or
terminate given by either party, or any Local Union Unit or
Management are reinstated and such reinstated agreements
and all new local, supplementary or other agreements which
were reached during the negotiations immediately preceding
the date of this Agreement shall continue in effect subject to
the terms thereof for the duration of this Agreement.

It is agreed that it may be beneficial for Local Unions and
local Managements to consider and implement innovative
programs, pilot projects, experiments or other changes to
promote human resources development, enhance
competitiveness, improve job security and related matters at
selected Company locations. It is further agreed that, in
order to facilitate and encourage such changes, it may be
necessary to change or waive certain provisions of this
Agreement, supplemental agreements and appropriate local
agreements at such locations. It is understood that any such
changes or waivers would not be effective unless agreed to
by the local parties involved and approved in writing both
by Labor Affairs of the Company and the National Ford
Department of the Union. Such changes would be effective
only at the location(s) specifically designated.

Section 9. Equal Application of Agreement 
(a) In continuance of the policy established and maintained

since the inception of their collective bargaining
relationship, the Company and the Union agree that the
provisions of this Agreement shall apply to all employees
covered by the Agreement without discrimination, and in
carrying out their respective obligations under this
Agreement neither will discriminate against any employee
on account of race, color, national origin, age, sex, sexual
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orientation, gender identity/expression, union activity,
religion, or against any employee with disabilities.

(b) In an effort to make the Grievance Procedure a more
effective instrument for the handling of any claims of
discrimination, special effort shall be made by the
representatives of each party to raise such claims where they
exist, and at as early a stage in the Grievance Procedure as
possible. If not earlier, a claim of discrimination shall be
stated at least in the Third Stage Grievance, as provided in
Article VII, Section 4 of this Agreement. The Bargaining
Chairperson or his designated representative, before
deciding whether to take the grievance to the Plant Review
Board, may refer the grievance to the Chairperson of the
Civil Rights Committee of the Local Union for a factual
investigation and report. The member of the Civil Rights
Committee designated by the Chairperson to investigate the
grievance shall not receive pay from the Company for time
spent on such activity. The grievance and arbitration
procedure shall be the exclusive contractual procedure for
remedying such discrimination claims.

Section 10. Waiver of Bargaining During Contract Term
The Company and the Union, for the life of this Agreement,
each voluntarily and unqualifiedly waives the right, and
each agrees that the other shall not be obligated, to bargain
collectively with respect to any subject or matter referred to,
or covered in this Agreement, or with respect to any subject
or matter not specifically referred to, or covered in this
Agreement, even though such subjects or matter may not
have been within the knowledge or contemplation of either
or both of the parties at the time that they negotiated or
signed this Agreement.

Section 11. Partial Invalidity of Agreement 
(a) In the event that any of the provisions of this Agreement

shall be or become legally invalid or unenforceable, such
invalidity or unenforceability shall not affect the remainder
of the provisions hereof.

(b) If any legal proceeding to which Ford Motor Company or
the Union is a party invalidates or makes unenforceable any
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provision of this Agreement, and either party believes that
revision of the provision to conform to legal requirements
would be preferable to having it remain invalid or
unenforceable, the National Ford Department and Labor
Affairs shall discuss such possible revisions. If, as a result of
these discussions, any revisions are made to this Agreement,
such revisions will become effective immediately and be in
effect for the duration of the Agreement without being
conditioned upon ratification by the Union.

Section 12. Recasting of Agreement 
The National Ford Department of the Union and Labor
Affairs of the Company shall be authorized to rearrange,
simplify, and clarify the language of the present Agreement
to facilitate its use as a working document; but not to change
in any way its substance or meaning.

When both the National Ford Department and Labor Affairs
are satisfied that they have a revised version of the
Agreement which meets the foregoing standards, they are
authorized to substitute the revised form of the Agreement
for this present form of the Agreement, but only upon the
understanding that if any disputes should develop later
concerning the meaning or intent of any of the terms of such
revised Agreement, reference shall be made back to the
Agreement in its present form for the purpose of resolving
such disputes.*

* This Agreement in its present form represents a rearrangement, without
substantial revision in language, developed and approved pursuant to this 
Section.
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ARTICLE XI 

DURATION OF AGREEMENT

Section 1. Ratification of Agreement 
This Agreement shall become effective on the first Monday
after receipt by the Company from the Union of written
notice that this Agreement and the other agreements
executed by the parties as of the date thereof have been
ratified by the Union. Said other agreements executed by the
parties as of the date thereof, which must be ratified and
become effective as a condition of this Agreement becoming
effective, are the following:

Skilled Trades Supplemental Agreement, Agreement
Concerning Retirement Plan, Agreement Concerning
Supplemental Unemployment Benefit Plan, Agreement
Concerning Profit Sharing Plan, Agreement
Concerning Tax-Efficient Savings Plan for Hourly
Employees, and the UAW-Ford New Legal Services
Plan for UAW-Represented Hourly Employees.

Section 2. Expiration Date
This Agreement and related supplemental agreements shall
continue in full force and effect until 11:59 p.m. September
14, 2019.

Section 3. Notice to Modify or Terminate; Automatic
Renewal 

This Agreement shall continue in effect for successive
yearly periods after September 14, 2019, unless notice is
given in writing by either party at least sixty (60) days prior
to September 14, 2019, or any anniversary date thereafter, of
its desire to modify, amend or terminate this Agreement.

If such notice is given, this Agreement shall be open to
modification, amendment or termination, as such notice
may indicate, on September 14, 2019, or the subsequent
anniversary date, as the case may be.



Section 4. Addressing of Notices
Notices shall be in writing and shall be sufficient if sent by
mail addressed, if to the Union, to International Union,
United Automobile Workers of America, 8000 East
Jefferson Avenue, Detroit, Michigan, 48214, or to such other
address as the Union shall furnish to the Company, in
writing; and, if to the Company, to Ford Motor Company,
Dearborn, Michigan, 48126 - 2701, or to such other address
as the Company shall furnish to the Union, in writing.

* * * * *
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IN WITNESS WHEREOF, the parties hereto have duly executed
this Agreement as of the date first above written.

FORD MOTOR COMPANY

William C. Ford, Jr. Jim Larese 
Mark R. Fields James E. Brown 
Joe Hinrichs Steve Guilfoyle
John J. Fleming Tyffani Morgan-Smith
William P. Dirksen Mark Jones
Bruce Hettle Julie Lavender
Stacey Allerton Stephen M. Kulp
Bernie Swartout Terri Faison
Jack L. Halverson John Wright
Alan Evans Don Gelinas
Frederiek Toney Cameron Ruesch
Anthony Hoskins Christine Baker
Alex Maciag
Helmut E. Nittmann
David Cook

UAW

International Union National Ford Council
Dennis Williams Bernie Ricke, Subcouncil #1
Jimmy Settles Scott Eskridge, Subcouncil #2
Greg Drudi Anthony Richard, Subcouncil #1
Chuck Browning Tim Rowe, Subcouncil #2
Darryl Nolen Fred Weems, Subcouncil #2
Bob Tiseo Jeff Wright, Subcouncil #2
Don Godfrey Greg Tyler, Subcouncil #3
Garry Bernath Mike Beydoun, Subcouncil #3

T. J. Gomez, Subcouncil #4
Mark Payne, Subcouncil #4
Dave Mason, Subcouncil #5
Jim Caygill, Subcouncil #5

Romeo Torres, Subcouncil #7
Anderson Robinson Jr., Recording Secretary
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APPENDIX A 

ASSIGNMENT & AUTHORIZATION 
FOR CHECKOFF OF MEMBERSHIP DUES*

INTERNATIONAL UNION, UNITED AUTOMOBILE,
AEROSPACE AND AGRICULTURAL IMPLEMENT WORKERS
OF AMERICA (UAW) 

To my employer:

I hereby assign to that Local Union of the International Union,
United Automobile, Aerospace and Agricultural Implement
Workers of America (UAW), designated by the International Union
to the Company, in writing, as having jurisdiction over the Unit
where I am employed, from any wages earned or to be earned by me
as your employee, or from any Regular Supplemental
Unemployment Benefits to be paid to me, such amount as may be
in effect, from time to time, during the effective period of this
assignment and authorization, and due from me to the Union as my
monthly membership dues in said Union, and (if owing by me) any
initiation fee. I authorize and direct you or the Trustee of the Ford-
UAW Supplemental Unemployment Benefit Plan Fund to deduct
such amounts from my pay or from any Regular Supplemental
Unemployment Benefits payable to me during each calendar month
in accordance with such arrangements as may be agreed to between
the Company and the Union, and to remit the same to the above
Local Union.

This assignment and authorization may be revoked by me only at
the times and in the manner hereinafter provided. I may revoke this
assignment as of any anniversary date hereof by written notice,
signed by me, of such revocation received by the Company by
registered mail, return receipt requested, not more than twenty (20)
days and not less than ten (10) days before any such anniversary
date. I may also revoke this assignment by written notice, signed by
me, of such revocation received by the Company by registered mail,
return receipt requested, at any time when there is not in effect
between the Company and the Union an agreement that the
Company will check off membership dues in behalf of the Union. 
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Signed: ______________________________________________
Note: Other information, including name, date, location and social security number
may be on the form in such manner as to facilitate record keeping.

* This form will be utilized commencing January 1, 1980.
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APPENDIX B 

FIVE-DAY NOTICE

Our records show that it has been five or more working days since
you last worked. If you do not, within 5 working days (excluding
Saturdays, Sundays and Holidays) from the above date, either
report to the Employment Office for work or give a satisfactory
reason for your absence to the Employment Office in writing or by
telephone*, your employment will be terminated and you will lose
your seniority (unless it is impossible for you to comply with the
above). If you are unable to work because of illness or injury, and
so report to the Employment Office within the time stated above,
you will be granted a sick leave of absence to cover the period of
your disability upon presenting satisfactory evidence thereof.

To telephone, call ________________________Ext. ________

*Request call-in code number.
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APPENDIX G 

MERIT INCREASE AGREEMENT 

Ford Motor Company, hereinafter referred to as the “Company,”
and the International Union, United Automobile, Aerospace and
Agricultural Implement Workers of America, hereinafter referred to
as the “Union,” enter into this Agreement superseding the
Agreement on the same subject entered into in February, 1944:

(1) This Agreement embodies the plan for making merit increases
and the procedures which shall govern the making of merit
increases in all of the United States plants and branches of the
Company and covers all classifications and occupations
carrying spread rates. It does not apply to increases which are
the result of reclassifications.

(2) Increases between the minimum and maximum rate for any
occupation or classification shall be based upon the merit and
ability of the employee involved.

(3) Except as provided in the next paragraph, a merit increase shall
be in the amount equal to one increment between the minimum
and maximum of the spread rates. An increase is defined for
purposes of this Agreement as 5¢ per hour or such other
amount as results from the application to base hourly rates of
percentage increases, whichever is greater.

(4) An employee having special merit and ability may receive
special consideration for a merit increase in the amount of two
increments. In determining whether an employee merits
special consideration, the Company shall take into account the
employee’s background in the occupation at which he is
working.

(5) No employee shall receive a merit increase before the
expiration of at least sixty days from the date his last preceding
merit increase went into effect.

(6) Merit increases will be considered upon recommendation by
the employee’s Supervisor on a form to be provided for such
purpose. Such form shall be presented to a Wage Analyst or
individual assigned a Wage Analyst’s duties. All copies of the
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form shall be initialed by the Wage Analyst, or person acting
as Wage Analyst, and be dated by him when he is presented
with such form. Two copies of the form shall be retained at the
Supervisor’s desk, one of which shall be available to the Unit
or Building Chairperson, as the case may be, and shall be for
the information of the Committeepersons. The effective date of
increase, if finally approved, will be a date no later than the
first day of the second pay period following the Wage
Analyst’s initialed date shown on the form.

(7) The Wage Analyst shall have no authority to review the merit
of any employee for whom a merit increase has been
recommended and approved, but shall have the right to
determine whether or not the employee for whom an increase
has been recommended is actually working in the
classification concerned and that the recommended increase
meets the other eligibility requirements. Determination by the
Wage Analyst under this paragraph shall be subject to the
Grievance Procedure provided in the Collective Bargaining
Agreement.

This Agreement shall become effective concurrently with the new
Collective Bargaining Agreement which replaced the Collective
Bargaining Agreement dated September 20, 1958.
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APPENDIX H

MEMORANDUM OF UNDERSTANDING 
VOLUNTARY OVERTIME 

Introduction 
The parties recognize that the operations of the Company are highly
integrated. An interruption at one stage of the production process,
whether during the regular workday, workweek, or overtime or
other premium hours, can cause costly interruptions of the process.
Thus regular attendance not only on straight-time, but during
overtime periods as well is essential. 

It is recognized that employees should be able to exercise discretion
concerning the acceptance of certain overtime assignments
consistent with the needs of the Company. It is also recognized that
Management needs sufficient notice of employee availability to
work in order to plan efficient operations. 

The provisions of this Memorandum of Understanding represent an
accommodation between the needs of the Company and the desire
of individual employees for an option to decline overtime work
assignments.
PART A.    RIGHT TO DECLINE CERTAIN OVERTIME 
                   ASSIGNMENTS 
Except as otherwise provided in Part B hereof: 

1. Daily Overtime 
Hours in excess of nine (9) hours worked per shift shall be
voluntary, except as otherwise provided in this Memorandum
of Understanding, for an employee who shall have notified the
Company in accordance with Paragraph 16. 

2. Saturday Overtime 
Employees may be required to work Saturdays; however,
except as otherwise provided in this Memorandum of
Understanding, an employee who has worked two or more
consecutive Saturdays may decline to work the following
(third) Saturday provided (a) the employee shall have notified
the Company in accordance with Paragraph 16, and (b) the
employee has not been absent for any reason (excluding
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absences for which pay is received under Article IX, Sections
18, 19, 22 and 25(c)) on any day during the week preceding the
Saturday. Absences excluded under 25(c) above must be
approved in advance.  For purposes of this Paragraph,
Saturday work shall not include hours worked on Saturday by
employees regularly scheduled to work Saturday or any
portion thereof as the normal fifth day worked such as (i) an
employee whose shift starts Friday and continues into
Saturday, or (ii) an employee who is assigned to work on No.
1 Shift (midnight) operations regularly scheduled to start with
the No. 1 Shift (midnight) Tuesday. 

3. Sunday Overtime
Except as otherwise provided in this Memorandum of
Understanding, overtime work on Sundays shall be voluntary
and employees may decline to work Sunday; provided that (a)
the employee shall have notified the Company in accordance
with Paragraph 16, and (b) the employee has not been absent
for any reason (excluding absences for which pay is received
under Article IX, Sections 18, 19, 22 and 25(c)) on any day
during the week preceding such Sunday, except for a Saturday
which the employee declined to work pursuant to Paragraph 2
above. Absences excluded under 25(c) above must be
approved in advance.  For purposes of this Paragraph, Sunday
work shall not include those hours worked on Sunday which
are part of an employee’s normal five-day workweek (Sunday
P.M. through Friday A.M.). 

4. Daily and Saturday Overtime - Car and Truck Assembly
Plants and Tractor Assembly Operations 
Notwithstanding Paragraphs 1 and 2, above, the following
procedure shall govern employees in the car and truck
assembly plants and in the tractor assembly operations, except
as otherwise provided in this Memorandum of Understanding. 

(a)    Management shall have the right to designate, during a
model year period, beginning at the completion of the
model launch exemption period stated in Paragraph 9,
below, and ending two weeks preceding the announced
model build-out date, nine Saturdays as nonvoluntary
overtime workdays. All other Saturdays are voluntary,
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except as otherwise provided in this Memorandum of
Understanding, and employees may decline to work any
other Saturday during such model year, provided (a) he
shall have notified the Company in accordance with
Paragraph 16 and (b) he has not been absent for any
reason on any day during the week preceding any
Saturday which he elects not to work. 

(b)   In such plants or operations, daily hours in excess of ten
hours worked per shift and Saturday hours in excess of
eight hours per shift shall be voluntary, except as
otherwise provided in this Memorandum of
Understanding. 

5. Employees Working on Necessary, Continuous Seven-Day
Operations 
Notwithstanding Paragraphs 1 through 3 inclusive, employees
on necessary, continuous seven-day operations shall be
governed by the following: 

(a)    Daily Overtime - Hours in excess of nine (9) hours
worked per shift shall be voluntary except as otherwise
provided in this Memorandum of Understanding for an
employee who shall have notified the Company in
accordance with Paragraph 16. 

(b)   First Regularly Scheduled Day Off in the Workweek -
Employees may be required to work one of their regular
days off in a workweek; however, except as otherwise
provided in this Memorandum of Understanding, an
employee who has worked one regular day off in two (2)
or more consecutive weeks may decline to work one
regular days off in the following (third) week provided (1)
the employee shall have notified the Company in
accordance with Paragraph 16, and (2) the employee has
not been absent for any reason (excluding absences for
which pay is received under Article IX, Sections 18, 19,
22 and 25(c)) on any of the five preceding regularly
scheduled days of work.  Absences excluded under 25(c)
above must be approved in advance.
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(c)    Second Regularly Scheduled Day Off in the Workweek -
Except as otherwise provided in this Memorandum of
Understanding, an employee may not be required to work
a second regularly scheduled day off in a workweek;
provided, however, that (1) the employee shall have
notified the Company in accordance with Paragraph 16,
and (2) the employee has not been absent for any reason
(excluding absences for which pay is received under
Articles IX, Sections 18, 19, 22 and 25(c) on any of the
five preceding regularly scheduled days of work.
Absences excluded under 25(c) above must be approved
in advance.

6. Exempt Operations 
Employees on the following operations shall be exempt from
the provisions of this Memorandum of Understanding: (a)
railroad operations and (b) over-the-road trucking operations. 

7. Emergencies 
The provisions of this Memorandum of Understanding that
limit or restrict the right of the Company to require employees
to work daily overtime or Saturdays or Sundays shall be
suspended in any plant whose operations are interrupted by
emergency situations, such as single breakdowns of four hours
or more,* government mandated work, power shortages,
strike, fire, tornado, flood or acts of God, for a period of time
necessary to overcome such emergencies.

8. Critical Plants 
(a)    Critical plants or parts of plants are those that are crucial

to the integrated supply system of the Company and
whose output is essential to meeting the scheduled
production of one or more other plants or of customers,
and as a result, must operate, in whole or in part, seven (7)
days a week. 

* Any breakdown is to be considered justification for suspending the limitations on
the Company’s right to require overtime work for purposes of correcting the
breakdown itself; the Company’s right to suspend such limitations for the purpose
of making up lost production is, however, in the case of breakdowns, limited to
production lost as the result of single breakdowns of four or more hours.
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(b)   The Company may, from time to time, designate plants or
parts of plants as critical, provided, however, that fifteen
(15) days prior to making such designations, it will
inform the National Ford Department of the International
Union, which will indicate its objections, if any, to a plant
or plants being so designated. 

(c)    Any plants or part thereof that the Company designates as
critical, shall, for a period of ninety (90) days after it is so
designated, be exempt from the provisions of this
Memorandum of Understanding that limit or restrict the
right of the Company to require employees to work daily
overtime or on Saturdays or Sundays or entitle employees
to decline to work at such times. 

9. Changeover or Model Change 
(a)    The provisions of this Memorandum of Understanding

that limit or restrict the right of the Company to require
employees to work daily overtime or Saturdays or
Sundays shall be ineffective in each of the car and truck
assembly plants, and tractor assembly operations (a)
beginning on a date two (2) weeks preceding the
announced build-out date and ending on the build-out
date, i.e., when the plant produces for sale the last unit of
the model it has been producing; provided, however, the
above mentioned provisions may be ineffective for up to
two (2) additional weeks, provided the Company gives
advance notice of supply or other problems which would
interfere with the build-out, and (b) for the week in which
it launches, i.e., after the build-out, frames the first unit of
a new model, and for three (3) weeks thereafter or until
the line speed reaches scheduled production, whichever is
later. 

(b)   Said provisions shall likewise be ineffective during model
change time each year in plants other than car and truck
assembly plants, or tractor assembly operations for
periods to be designated by plant Management that shall
not exceed, in the aggregate, four (4) weeks. Local
Unions will be advised in advance of such designated
periods. 
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10. New Plants, New Car or Truck Line Programs or New
Shifts 
The provisions of this Memorandum of Understanding that
limit or restrict the right of the Company to require daily
overtime work or work on Saturdays or Sundays shall be
ineffective: 

(a)    at any plant the Company builds or buys and remodels for
a period of one year after regular production in such plant
starts; 

(b)   at any car and truck assembly plant at which the
Company launches a new car line or new truck line or a
car or truck line that is new to that plant for a period of
one year after regular production starts in such plant and
ending with that model year build-out, i.e., when the plant
produces for sale the last unit of the model it has been
producing, except an employee who has worked two or
more consecutive Saturdays may decline to work the
following (third) Saturday provided (1) the employee
shall have notified the Company in accordance with
Paragraph 16; and (2) the employee has not been absent
for any reason (excluding absences for which pay is
received under Article IX, Sections 18, 19, 22 and 25(c))
on any day during the week preceding the Saturday.
Absences excluded under 25(c) above must be approved
in advance. For purposes of this Paragraph, Saturday
work shall not include hours worked on Saturday by
employees regularly scheduled to work Saturday or any
portion thereof as the normal fifth day worked such as (i)
an employee whose shift starts Friday and continues into
Saturday, or (ii) an employee who is assigned to work on
No. 1 Shift (midnight) operations regularly scheduled to
start with the No. 1 Shift (midnight) Tuesday; provided,
however, that in such a plant, a model change period
specified in Paragraph 9(a) shall not be applicable at such
plant at the beginning of the following model year. 

(c)    at any car and truck assembly plant for a period of six
months from the time a production shift is added or
restored at such plant. 
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11. Concerted Activity 
(a)    Any right to decline daily overtime or Saturday or Sunday

work that this Memorandum of Understanding confers on
any employee may be exercised only by each employee
acting separately and individually, without collusion,
conspiracy or agreement with, or the influence of, any
other employee or employees or the Union or pursuant to
any other concerted action or decision. No employee shall
seek by any means to cause or influence any other
employee to decline to work overtime. Violation by any
employee of the terms, purpose or intent of this Paragraph
shall, in addition to subjecting him to discipline, nullify
for one month (not including the periods mentioned in
Paragraph 9, above) his right to decline overtime. 

(b)   The Company shall have the right to suspend for a period
of two weeks (not including the periods mentioned in
Paragraph 9, above) as to an affected plant the provisions
of this Memorandum of Understanding that entitle
employees to decline to work daily overtime or Saturdays
or Sundays in each event employees collusively,
concertedly or in response to the influence of any
employee, or group of employees, or the Union (i) fail or
refuse to report for daily overtime work or work on
Saturdays or Sundays that they have not declined as
herein provided or (ii) decline, as so provided, daily
overtime work or work on Saturday or Sunday. If
employees who are scheduled to work daily overtime in a
plant or department or on a Saturday or Sunday fail or
refuse to work as scheduled in significantly greater
numbers than the Company’s experience under this
Memorandum of Understanding can reasonably lead it to
expect, such evidence should be carefully considered by
the impartial Umpire in any decision involving the
question of whether their failing or refusing to work the
scheduled hours was collusive, concerted or influenced
by other persons. The Union shall have the right to
specially submit to the impartial Umpire pursuant to
Article VII, Section 9 any claim that the Company has
acted wrongly in suspending the provisions of this

APPENDIX H MEMORANDUM OF UNDERSTANDING
VOLUNTARY OVERTIME

153



Memorandum of Understanding as to employees or a
plant. If the Umpire sustains the Union’s claim, the
Company shall, within 60 days of the date of the
Umpire’s award, give each affected employee the right to
decline overtime work on as many daily overtime days or
Saturdays or Sundays as such right was suspended. 

12. Local Option 
Nothing in this Memorandum of Understanding shall make
ineffective any local past practice or agreement concerning
voluntary overtime that is mutually satisfactory to the Local
Union and the plant Management. Local Unions and plant
Managements may (i) continue in effect such practices or
agreements as are now in effect, or (ii) comply with the terms
of this Memorandum of Understanding, or (iii) agree from
time to time to suspend the terms of this Memorandum for a
fixed period of time during which period production
employees (non-Appendix F) shall be governed solely by the
provisions of Article IV, Section 6, excluding any reference
therein to Appendix H, except for this sub-paragraph. 

13. Work Force Supplementation 
In order to implement this Memorandum of Understanding,
the Company may supplement the work force. The following
are illustrative of actions which the Company may take to do
so: 

(a)    Temporary part-time employees may be hired in
accordance with the terms of the Memorandum of
Understanding - Temporary Part-Time Employees, but
shall not be entitled to Saturday or Sunday premium pay,
except as required by law, until they are qualified to
perform the work to which they are assigned, or for
fifteen (15) working days, whichever is sooner.

(b)   Nothing herein shall preclude a plant from expanding its
work force beyond the normal requirements of its
operations by hiring new employees and adopting a
program pursuant to which employees of said plant may
have one (1) or two (2) days off per week (which days
need not be Saturdays or Sundays); provided, however,
that work performed on Saturday or Sunday shall be at
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present premium rates. Plans for such a program shall be
discussed in advance with the National Ford Department
of the International Union, and any system of rotating
days off among some or all of the employees shall be by
mutual agreement between the Local Union and the plant
Management. 

14. Legal Prohibitions 
The optional overtime provisions in this Memorandum of
Understanding shall not apply in any instance in which they
would make it impossible to run an operation without violating
a federal, state or local law or ordinance. 

15. SUB 
Daily overtime hours or Saturday or Sunday work that an
employee declines under the terms of this Memorandum of
Understanding shall be deemed “Compensated or Available
Hours” within the meaning of the Supplemental
Unemployment Benefit Plan. 

16. Notice
With respect to all voluntary hours provided for in this
Memorandum of Understanding in a given week, the employee
may decline to work such hours if he notifies his supervisor on
a form to be provided by the Company before the end of the
shift on the preceding Wednesday provided he has been
notified of the overtime schedules for such week not later than
the preceding day. If the employee is not so notified, he shall
give such notice to his supervisor before the end of the shift
following the day of such notice, provided that if he is not so
notified until the week in which the overtime is scheduled, he
shall give such notice by the end of the shift in which he
receives such notice from the Company. 

PART B. SKILLED TRADES (APPENDIX F) EMPLOYEES 
Appendix F (Skilled Trades) employees in any bargaining Unit may
elect, as a group, to have their overtime assignments governed by
one of the following four mutually exclusive optional provisions.

1. Continuation of Current Overtime Provisions
Overtime assignments shall be governed solely by (a) Article
IV, Section 6, excluding any reference to Appendix H except
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for this paragraph, (b) the Sunday Work Assignment (“13-
day”) letter dated October 21, 1967, and (c) existing local
agreements and practices governing the administration of
overtime.

2. Overtime Bypass 
Overtime assignments shall be governed as set forth in the first
option above, however, employees would be bypassed on
weekend overtime under the following conditions:

When less than a full complement is required on a trade to
work an overtime period, employees who would normally be
assigned to work such overtime may elect to be bypassed if
they so state at the time they are notified of the overtime
opportunity, provided a sufficient number of employees on the
same trade and shift are available to perform scheduled
overtime work.

In the event an insufficient number of employees accept such
overtime assignments, the Company may schedule necessary
manpower by requiring employees on the same trade and shift
to work on the basis of low overtime hours or seniority on the
trade, as agreed upon locally.

The manner in which this option shall be applied in the Rouge
Area and at the Cleveland Engine and Casting complex is set
forth in Exhibits 1 and 2, respectively.

3. Appendix H - Local Negotiations 
A Local Union may elect to have Appendix F (Skilled Trades)
employees in any bargaining Unit as a group covered by the
provisions of Part A hereof provided that prior to its
implementation but following completion of 1996 local
negotiations, including ratification thereof, the local parties
negotiate mutually satisfactory arrangements, selected from
among one or more of those enumerated in (a) through (c)
below, to provide the means and method for assuring the
availability of sufficient manpower for the performance of all
overtime work normally assigned to skilled trades employees
which the Company deems necessary. Such local negotiations
are authorized only on the method and procedure for covering
skilled trades work on overtime, shall not be related to or
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contingent upon resolution of any other issues and are not
covered by the exception to Article V of the Collective
Bargaining Agreement provided for in Paragraph 10 of the
1996 Settlement Agreement. Except to the extent permitted
under Alternative (a) below, the local parties may not in any
way modify or agree to arrangements which are inconsistent
with or interfere with the implementation of any of the
provisions of Part A hereof. Local agreements negotiated
pursuant to this option shall be subject to the approval of Labor
Affairs and the National Ford Department, and shall not be
approved if they exceed or are in any way inconsistent with the
provisions stated herein.

If this option is selected by the Local Union, overtime
assignments for skilled tradesmen shall continue to be
governed by the provisions of Article IV, Section 6 excluding
Part A hereof, the Sunday Work Assignment (“13-day”) letter
dated October 21, 1967 and existing local overtime agreements
until satisfactory local arrangements are negotiated and
approved and until the beginning of the week next following
45 days from the date of such approval.

a.     Revised Work Schedules 
        Regular skilled trades employees assigned to five-day

operations may be placed on a schedule pursuant to which
enough employees would be scheduled with one or two
designated days off other than Saturday or Sunday to
assure that such employees could be required to work
Saturdays and Sundays as needed. Preference may be
granted to employees desiring particular days off during
the week by mutual agreement on a seniority basis on the
same shift. (Work performed on Saturdays and Sundays
on such operations would be at premium rates as provided
in Article IX, Section 9 and 10.) The need for continuing
such schedules will be reviewed semiannually.

b.     Journeyman-Apprentice Supplementation-Related
Trades 

        A need for supplementation on a particular trade may be
filled by assignment of available journeymen and
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apprentices from other related trades, designated locally,
at that location within the bargaining Unit.

        Journeymen and apprentices supplementing on another
trade will be regarded as “temporary” employees on that
trade and shall be subject to all local agreements and local
work assignment guidelines applicable to the trade they
are supplementing, for all hours worked thereon. They
shall be paid the rate of their permanent classification.

c.     Temporary-Changeover Pool 
        Local agreements may be negotiated to permit the

establishment of a skilled trades supplementation pool
consisting of temporary changeover employees selected
from within the plant to help meet skilled manpower
needs during overtime periods resulting from skilled
tradesmen declining overtime opportunities under
Appendix H.

4. Appendix H - October 26, 1973 and Related Letters 
A Local Union may elect to have Appendix F (Skilled Trades)
employees as a group governed on overtime by the provisions
of Appendix H, Part A and by the letter from Mr. Bannon to
Mr. Denise dated October 26, 1973, acknowledging certain
Company rights that might be invoked if too many skilled
trades employees were to decline optional work assignments.

A request to elect options 2, 3 or 4 set forth above for all skilled
tradesmen at any location must be submitted in writing by the Local
Union to local plant Management no later than 30 days following
the completion of 1996 local negotiations, including ratification
thereof. Where neither option 2, 3 or 4 is thus invoked, option 1
shall be deemed elected. Any such election will be effective for the
duration of the 1996 Collective Bargaining Agreement.

The provision of options 2, 3 or 4 set forth above, where adopted,
shall supersede any conflicting provisions of local overtime
agreements.
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APPENDIX H 

EXHIBIT 1 

November 29, 1973

Mr. Ken Bannon, Vice President  
Director - Ford Department
International Union, UAW  
8000 East Jefferson Avenue  
Detroit, Michigan 48214 

Dear Mr. Bannon: 

This letter supersedes the letter to you dated November 6
concerning supplementation of the skilled trades force in Rouge
Area locations. It is our understanding that skilled tradesmen in
each of the Rouge Plant-Wide units, as a group, have opted to have
their overtime arrangements governed by the provisions set forth in
Appendix H, Part B, Paragraph 2. 

In implementing these arrangements in the Rouge Area, the
Company is willing to work out practical procedures so that skilled
tradesmen in the same classification assigned to Department 9961
and other plants in the Rouge Area would be afforded an
opportunity to work such overtime before requiring skilled
tradesmen in the Rouge Area plant in which the overtime need has
arisen to work as provided in Appendix H, Part B, Paragraph 2. 

Among the considerations of practicality in connection with such
procedures are these: 

(a) They would be utilized only if there is an insufficient number
of skilled tradesmen from among those who normally would
be assigned the overtime. 

(b) There would have to be an identified group of qualified
employees within the classification known in advance who are
willing to work the required overtime and whose availability
for particular overtime needs could be quickly ascertained so
that the Company’s selection could be made in a timely
manner. 
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(c) There would be no new or added overtime equalization or
rotation obligations with respect to these supplemental
overtime assignments. Nothing in these new arrangements
would alter existing Rouge Area overtime equalization or
rotation agreements. 

(d) Complaints about the operation of the new procedures could
be taken up with Management, but could not be subject to the
Grievance Procedures provided in Article VII of the Collective
Bargaining Agreement. 

Procedures necessary to accomplish the basic purpose will be
reviewed with representatives of the National Ford Department
and/or Local 600 as appropriate. Such procedures will be effective
with the effective date of the application of Appendix H to the
skilled Unit involved. 

                Very truly yours,

                MALCOLM L. DENISE
                Vice President - Labor Relations 



APPENDIX H 

EXHIBIT 2 

November 29, 1973  

Mr. Ken Bannon, Vice President  
Director-Ford Department 
International Union, UAW  
8000 East Jefferson Avenue  
Detroit, Michigan 48214 

Dear Mr. Bannon: 

This letter supersedes the letter to you dated November 7
concerning supplementation of the skilled trades work forces in the
Cleveland Engine and Casting complex. It is our understanding that
skilled tradesmen at this location, as a group, have opted to have
their overtime arrangements governed by the provisions set forth in
Appendix H, Part B, Paragraph 2. 

In implementing these arrangements the Company is willing to
work out practical procedures so that skilled tradesmen in the same
classification assigned to other plants in the Cleveland Engine and
Casting complex would be afforded an opportunity to work such
overtime before requiring skilled tradesmen in the plant in which
the overtime need has arisen to work as provided in Appendix H,
Part B, Paragraph 2. 

Among the considerations of practicality in connection with such
procedures are these: 

(a) They would be utilized only if there is an insufficient number
of skilled tradesmen from among those who normally would
be assigned the overtime. 

(b) There would have to be an identified group of qualified
employees within the classification known in advance who are
willing to work the required overtime and whose availability
for particular overtime needs could be quickly ascertained so
that the Company’s selection could be made in a timely
manner. 
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(c) There would be no new or added overtime equalization or
rotation obligations with respect to these supplemental
overtime assignments. Nothing in these new arrangements
would alter existing overtime equalization or rotation
agreements. 

(d) Complaints about the operation of the new procedures could
be taken up with Management but could not be subject to the
Grievance Procedures provided in Article VII of the Collective
Bargaining Agreement. 

Procedures necessary to accomplish the basic purpose will be
reviewed with representatives of the National Ford Department
and/or Local 1250 as appropriate. Such procedures will be effective
with the effective date of the application of Appendix H to the
skilled tradesmen at the Cleveland Engine and Casting Plants. 

                Very truly yours,  

                MALCOLM L. DENISE  
                Vice President - Labor Relations 
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APPENDIX J 

MEMORANDUM OF UNDERSTANDING
CONTINUOUS IMPROVEMENT FORUM

The Company and the Union recognize the interdependent
relationship of quality, operating efficiency, employee
empowerment, and job security. Furthermore, the concepts of
employee empowerment, work groups and teams and “continuous
improvement” are supported fully by the leadership of the UAW
National Ford Department and the Company. For Ford to remain a
viable competitor and provide the opportunity for employee job
security, every location must improve continuously to enable the
Company to achieve its objective of being the “One Manufacturing
– Best in World”. Each location must strive to meet and beat the
competition. The support of and dedication to the work force are
essential. Accordingly, the parties pledge to work together on
continuous improvement initiatives at every organizational level to
improve quality, operating efficiency including plant cost
performance, work relationships, work group/team effectiveness,
job security, and quality of work life.

During these negotiations, the parties agreed this Memorandum is
an on-going agreement, “living document”, permitting the parties to
positively evolve and work towards continuous improvement
outside the normal collective bargaining process. As such, the
national parties are empowered to review this Memorandum of
Understanding to identify improvement opportunities and
make adjustments to the provisions during the term of this
agreement.  The National Continuous Improvement Forum will
communicate any such changes to the Local Continuous
Improvement Forum.
To implement these goals and objectives, Ford and the UAW agree
that the following committee structures will be the focus of
cooperative efforts toward our common goal to improve the
effectiveness of our operations, drive standardization and remove
barriers to improvement and teamwork, increase job opportunities
and fully utilize the work force.
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A. Senior Advisory Continuous Improvement Forum
To provide an operational focus on continuous improvement, a
Senior Advisory Forum is established comprised of senior
Company Manufacturing Operating Management, senior
members of the Labor Affairs Office and senior leadership of
the UAW National Ford Department.

The Senior Advisory Forum’s role is to provide leadership by:

•       giving direction to the National and Operations
Continuous Improvement Forums;

•       inspiring a strong bond among all levels of the
organization to empower employees to meet the
Company’s competitive challenges;

•       energizing the entire organization to move toward
achieving stated objectives and driving standardization
with steadfast determination;

•       providing direction for work group/team implementation
and the Continuous Improvement Charter. The
Continuous Improvement Charter, as mutually agreed
upon, will contain operational standards and processes
required for work group/team implementation; such as
but not limited to:

•       Work group/team structure,
•       Team implementation flow chart, 
•       Team leader roles and responsibilities, 
•       Team leader (de-)/selection process, 
•       Team related training, 
•       Use of Visual Job Plan (VJP),
•       Team related wage material,
•       Charter change management process;
The Continuous Improvement Charter will be maintained
by the National Continuous Improvement Forum (NCIF)
and will be provided to the Local Continuous Improvement
Forum (LCIF), including the Employee Resource
Coordinator (ERC);
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•       helping open communication channels to share
information;

•       discussing the Company’s general operations, business
developments and savings opportunities at each location;

•       strongly encouraging the local parties to work together to
implement continuous improvement initiatives, including
the delivery of plant total cost objectives;

•       jointly providing recognition of local continuous
improvement successes (e.g., joint recognition letters,
joint plant visits, and related activities); discussing the
importance of job preservation and job creation;

•       jointly studying hourly human resources needs, trends,
developments, concepts, etc., in industry and elsewhere;
and

•       meeting semi-annually (in the first and third quarters) to
review continuous improvement progress including local
improvement plans, and to discuss new continuous
improvement initiatives that may have an impact on a
significant number of hourly employees.

B. National Continuous Improvement Forum
To provide a working level focus on continuous improvement,
a National Continuous Improvement Forum is established to
focus on continuous improvement efforts under the provisions
of this Appendix, including Exhibit 1 and Exhibit 2, and
Appendix M. This forum will consist of members from the
Company designated by the Company’s Vice President –
Labor Affairs, and from the Union designated by the Vice
President and Director of the UAW- Ford Department.

The role of the National Continuous Improvement Forum is to:

•       report progress to the Senior Advisory Continuous
Improvement Forum, share successes and discuss areas
requiring reinforcement;

•       support and encourage the local parties to make
improvements on a continuous basis;
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•       encourage and support the concept of team work as a
fundamental principle of doing business;

•       oversee the implementation of work groups/teams and
govern the Joint Continuous Improvement Charter;

•       encourage the progression of work groups/teams; in
support of this, the parties will develop an assessment
tool that incorporates employee feedback on the
health and maturity of the work groups/teams that
can be utilized on an as needed basis; results of the
assessment will be shared with the National
Continuous Improvement Forum, the Plant Manager,
Human Resource Manager, and Chairperson; 

•       serve as a depository for collecting “success stories” and
information and disseminating them to locations that need
examples of how problems have been resolved
successfully;

•       visit locations upon request and offer on-site assistance
by meeting jointly with local committees, in conjunction
with the UAW National Ford Department Servicing
Representatives and Plant Operations Managers or
equivalent, to discuss the importance of job preservation
and job creation and the reasons for the commitment to
increase operational efficiency, suggest possible topics
for consideration, and encourage good-faith efforts to
develop and implement meaningful local change;

•       provide coaching, mentoring and support to local forums
as appropriate;

•       encourage local efforts to benchmark operations and
practices of key “best-in-class” competitors and pursue
mutually acceptable methods of closing the competitive
gap;

•       schedule periodic meetings between members of the
UAW-Ford Department and the senior operating
management of Ford Motor Company to provide greater
information sharing and discussion with members of
Management involved in important Company decisions;
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•       monitor and provide support as required for
implementation of competitive local operating
agreements; and

•       train the local parties on the aspects of this agreement
provision.

C. Operations Continuous Improvement Forum
To further continuous improvement efforts at all levels of both
the Union and Company organizations, the parties have agreed
to implement Operations Continuous Improvement Forums.
The Operations Continuous Improvement Forums will include
key representatives of Manufacturing Operating Management
and Human Resources, designated by the Company’s Vice
President of Manufacturing, and Union representatives
designated by the Vice President and Director of the UAW-
Ford Department. These forums will meet semi-annually
(second and fourth quarters) at a minimum to discuss and
review operation-wide matters and should function in
alignment with the local, senior and national forums.

The role of the Operations Continuous Improvement Forum is
to:

•       report progress to the National Continuous Improvement
Forum, share successes and discuss areas requiring
reinforcement;

•       strongly encourage the local parties to work together to
implement continuous improvement initiatives including
the delivery of plant total cost objectives;

•       provide support, direction and encouragement for the
local parties to make improvements on a continuous
basis;

•       encourage and support the concept of team work,
including work group/team standardization, as a
fundamental principle of doing business;

•       drive implementation of work groups/teams and the
Continuous Improvement Charter;

•       maintain liaison with local forums and assist and
encourage them as appropriate;
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•       encourage local efforts to benchmark operations and
practices of key “best-in-class” competitors and pursue
mutually acceptable methods of closing the competitive
gap;

•       discuss and review progress on implementing competitive
local operating agreements from the local level; and

•       review continuous improvement progress, including local
improvement plans, and discuss new continuous
improvement initiatives that may have an impact on
hourly employees.

D. Local Continuous Improvement Forum
At the local level, the joint forum will meet at least monthly
and as often as necessary throughout implementation of the
work groups/teams. Forum members will consist of equal
Company and Union members, including the Plant Manager
and other members of the Management operating committee
selected by the Company, the Unit Chairperson, the Local
Union President, if he/she so elects, and the Unit Bargaining
Committee.

The Local Continuous Improvement Forums will review
operational efficiency, consistent with this Appendix,
including Exhibit 1 and Exhibit 2, and jointly develop and
introduce continuous improvement initiatives. Elements in
local continuous improvement initiatives can include:

•       identification of investments in plant improvements or
equipment needed to improve product quality or
operational effectiveness;

•       implementation of work groups/teams throughout the
facility following the standards contained within the
Continuous Improvement Charter that support teamwork
and result in operational efficiencies;

•       discuss the quality of the plant’s products and other
general indicators of performance as well as UAW
Quality Representative issues of concern;

•       review opportunities for Local Continuous Improvement
Forum team building, which would energize, sustain and
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support ongoing Continuous Improvement efforts,
provide for further skill development and enhance the
working relationship;

•       identification of total cost saving initiatives and
efficiencies;

•       discuss and review progress on implementing competitive
local operating agreements ;

•       exploration of new forms of work organization that
support and can be integrated into manufacturing
systems;

•       monitor and communicate ongoing work group/team
staffing, and associated managerial support
requirements; concerns may be elevated to the
National Continuous Improvement Forum for review
and resolution; 

•       local initiatives to promote employee attendance;

•       procedures for improved access by the Local Continuous
Improvement Forum to product plans and other
information affecting employment security and
operational effectiveness, assuring confidential treatment
of such information;

•       procedures and plans to review past outsourcing and
outside contracting decisions, and identify opportunities
for insourcing and new business;

•       exploration of initiatives to pursue job preservation and
job creation;

•       implementation of work team concepts that fully utilize
all employees;

•       the examination of alternative work schedules which
provide greater employment opportunities;

•       discussion of the use of non-Company employees who
would be contracted to provide development, training,
and/or implementation toward continuous improvement
which will be subject to prior approval of the National
Continuous Improvement Forum;
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•       understand the competitive gap to “best-in-class”
competitors and pursue mutually acceptable methods of
closing the gap;

•       provide a forum for discussion on the viability of the
operations and means to implement necessary changes to
allow Ford North America to create a competitive
platform to be considered for future business versus the
global alternatives;

•       address other matters that enhance continuous
improvement initiatives that the local parties agree are
appropriate for discussion.

        Efforts of the local parties to improve operational
effectiveness may require change or waiver of certain
agreements or practices. It is understood that any such
changes or waivers would not be effective unless agreed
to by the local parties involved and approved in writing
by the Labor Affairs Office of the Company and the
National Ford Department of the Union. Such changes
would be effective only at the location(s) specifically
designated.

E. Principles/Process for Effecting Change
The parties agree that there are principles for effecting change
to provide standardization across operations, without
restricting local Management and the Union from designing
alternative solutions for the location’s competitive challenges,
with endorsement from the National Continuous Improvement
Forum.

Conditioning the Environment
• The support, empowerment and dedication of the hourly work

force are critical factors to achieving continuous improvement.
The Company’s most important resource and the source of its
strength are its employees, who must be trained, trusted, relied
upon, and given an ever-increasing role in making decisions to
meet the Company’s and Union’s goals and objectives as part
of a standardized work group/team structure.

• The work force’s sentiments and beliefs are vitally important
and should be secured and understood. Employees’ trust and
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support can be gained by involving them in defining,
participating in, and influencing decisions for the
implementation of the assignment for which they are
responsible. The way employees feel about management and
each other, the things they focus attention on, their decision-
making methods, and the expectations they establish for
themselves directly influence the work they perform.

Effective Communications
• Employee awareness of the Company and Union goals and

their strategic plans for achieving those goals is important.
Therefore, it is strongly recommended that Management at
each facility share data relative to how the facility contributes
to the Company’s overall success. These data should identify
positive and negative aspects of each location’s performance,
and should be shared on a regular basis.

• Sharing data between the parties, open communications, and
sensitivity to the concerns of each other are critical to building
and maintaining trust. The local parties should collectively
work to gain the work force’s commitment to higher
involvement and excellence.

• The Plant Manager and Plant Controller will share with the
Union Chairperson the total budget task that the plant is being
assigned.

• As each plant determines how to manage its task, plans will be
shared with the Plant Chairperson. The Union’s input will be
invited, especially as to additional or alternative ways the task
can be met.

• Workgroups will be encouraged to identify total cost savings
and waste elimination ideas that may contribute to the plant’s
task achievement.

Identification of Issues
When requesting changes in existing agreements and practices, the
problem, process, or system needing improvement should be clearly
identified and its adverse impact on quality, customer satisfaction,
job security, total cost or future business decisions should be
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understood. Data specific to the issue(s) being addressed should be
shared and, if possible, the potential improvement quantified.

Guidelines
• Having the work force participate in continuous improvement

using teamwork is a fundamental principle for improving the
entire operation and achieving the objectives of the business.
Management and local Union leadership should actively
support the principles of employees working together, as well
as being involved in identifying concerns and their resolutions.
To this end, the local parties will commit to afford the
opportunity for employees to participate and share their ideas
in the plant’s continuous improvement process.

• The structure and support of continuous improvement
initiatives (e.g., forums) may vary by location and will be
discussed on a regular basis by the local parties in the Local
Continuous Improvement Forum or in other meetings as
appropriate.

• The parties may, in certain cases, jointly set goals and
objectives, strategically plan, measure the progress regularly,
and communicate the results to the work force.

• There should not be any intra- nor inter-plant competition for
progress, but all locations should strive to improve their
operation using appropriate benchmarking in order to
determine opportunities for ongoing improvements.
Resolutions of concerns addressed should be subject to change
as business conditions change.

• Local management and Union leadership must be involved
personally and committed to bringing any agreed upon change
to fruition.

Training
• Before training is conducted, the training need and resources

required to conduct the training should be clearly identified.
The resources should not be reallocated without prior
discussions between the local parties. The Company will
ensure that necessary training, such as group problem solving,
facilitation and instructional skills, effective listening and
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feedback, assertive communication, interpersonal skills,
managing conflict, and diversity is provided on a timely basis
to hourly employees, including team leaders, group members,
Union and management leadership and others involved in the
participative process. The local parties should jointly select
trainers or consultants based upon their proven track record.
These trainers or consultants could prove to be a valuable asset
in starting the improvement process. Any non-Company
employees who will be contracted to provide training will be
subject to prior approval of the National Continuous
Improvement Forum. The approval will be based on the
contractor’s credentials and proven track record.

• Because of the changing work force, the traditional role of the
supervisor may change in the future to that of coach, innovator,
educator and resource person; this transition will take time.
Therefore, training members of supervision for this new role is
important. All levels (supervisors, superintendents, area
managers, union leadership and employees) need to participate
in training and retraining to implement the “new ways” of
operating.

• If required, training should be provided for newly appointed
supervisors, union leadership and managers to ensure that
progress is not affected by leadership changes.

• Utilize the skills, talents, and abilities of the skilled work force
as an integral part of the production process. As such, they are
a valuable resource to the continuous improvement work
groups. Further training to enhance the abilities of the skilled
work force will enable those employees to make an even
greater contribution to these efforts.
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EXHIBIT 1

Mr. Jimmy Settles
Vice President and Director 
UAW-Ford Department 
8000 East Jefferson Avenue 
Detroit, Michigan 48214

Dear Mr. Settles:
Subject:   Skilled Trades Operational Effectiveness

During these negotiations, the parties discussed the nature of the
automotive industry and the need to continuously evaluate
competitive gaps and make appropriate adjustments to achieve
sustainable competitive advantages. The parties agree that a process
must be established to facilitate a more efficient use of skilled trades
if the Company is to provide the long-term job and income security
that all our employees value.

This letter serves to acknowledge that the parties are aligned and
committed to fully utilize the skills, talents, and abilities of the
skilled work force. The parties recognize that effective teams must
be empowered, supported and coached toward delivering the
business metrics for which they are accountable, with particular
focus on improving safety, quality, productivity and cost reduction.

It is envisioned that the role of the skilled trades employees will
grow as new technologies evolve and the Maintenance Operating
System matures within our manufacturing and assembly
processes.

It is also recognized that a fully participative skilled trades
workforce within the manufacturing process is a critical component
of operational effectiveness. As such, we need to improve the
manner in which we use the varied skills and talents of our skilled
trades workforce. Skilled trades expertise and versatility should be
leveraged to improve competitiveness by focusing on the
elimination of waste, which includes, but is not limited to:



• Reducing equipment downtime
• Improving production yields
• Eliminating process defects
• Reducing set-up and adjustment time
• Eliminating unnecessary costs
• Driving standardization

Further, the parties agree that all skilled trades associated within
Maintenance Work Teams (MWT)/Manufacturing Work
Groups (MWG) will work to their full capabilities to increase
equipment uptime. Maintenance Work Teams will operate
consistently with the principles outlined in the letter titled
“Maintenance Work Teams”. Team Leaders will work with
management to coordinate/allocate work assignments.
Consistent with the principles of continuous improvement, the
parties also reinforced that the purpose of implementing
Maintenance Work Teams is to optimize manufacturing efficiency
and not to result in immediate, non- attrition related, reductions in
the skilled trades work force. If either party believes the
implementation of these actions are inconsistent with the intent of
this provision the matter may be taken to the National Joint Skilled
Trades Governance Team for resolution. 
In areas where MWT’s/MWG’s have not been implemented,
the parties remain committed to fully utilizing the skills, talents,
and abilities of the skilled trades workforce through continued
use of work practices identified in Exhibit 2 of the Skilled
Trades Supplemental Agreement.
Additionally, the National Parties agree to encourage the local
parties, including the plant chairperson and skilled trades
representative, where appropriate, to explore other areas that will
improve operating efficiencies and continuous improvement
initiatives. Elements to consider locally would include:

• Implementation of Maintenance Work Teams with the
objective of accomplishing assignments made by the Team
Leader up to the teams’ level of capability. 

• Identification of additional training, including on-the-job
training, as required for the introduction of new technologies
or the need for upgraded skills. Further training to enhance the
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abilities of the skilled trades work force will enable those
employees to make an even greater contribution to these
efforts.

• When considering training that is intended to upgrade the
skills of the basic trades, local parties may submit funding
proposals to the National Joint Skilled Trades Governance
Team to underwrite a variety of costs associated with
implementing these team concepts, including course materials,
instructor fees, train-the- trainer sessions, and in some
instances, payment of wages for trainees or their replacements.
Such funding proposals are subject to the approval of the
UAW-Ford Education, Development and Training Program
Joint Governing Body.

Minor maintenance actions will be performed by production
employees to improve overall equipment effectiveness. Production
employees currently performing minor maintenance tasks will
continue to perform those tasks. Production employees will be
assigned minor or preventive maintenance tasks as identified on
the visual job plan. Visual job plans will be jointly approved by
the local parties. If required, the national parties will review
any discrepancies and provide guidance to the local parties on
resolution. These actions include, but are not limited to:
• Maintain proper fluid and lubrication levels in the operator’s

immediate work station machinery.

• Clearing of loose debris within fixtures and equipment (e.g.,
weld slag, machine chips).

• Inspection and tightening of loose, non-critical components
not directly related to locating pins, blocks, and shims.

• Inspection and tightening of loose, leaking coolant, air, and
dispensed product fittings.

The parties acknowledge that adoption of these concepts would
result in greater job security for the basic skilled trades workforce
and increase the potential for growth as the Company becomes
better positioned to meet future competitive challenges.

These efforts may require change or waiver of certain agreements
or practices. The local parties will meet regularly to review,
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discuss and proactively address concerns. In such cases,
proposed changes to agreements or practices must be
communicated to and approved by the National Joint Skilled Trades
Governance Team.

Very truly yours,

Stacey Allerton,
Director
U.S. Labor Affairs

Concur:  _______________
                Jimmy Settles
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APPENDIX J 

EXHIBIT 2

November 5, 2015
Mr. Jimmy Settles
Vice President and Director 
UAW, National Ford Department 
8000 East Jefferson Avenue 
Detroit, Michigan 48214

Dear Mr. Settles:

Subject: Work Groups/Teams

During the 2015 negotiations the Union and Company had
extensive discussions regarding the need to partner to deliver
engaged and aligned work groups/teams to a consistent standard, in
all divisions (Vehicle Operations Assembly and Stamping, and
Powertrain), supporting the global manufacturing strategy.
The parties recognize the contributions of our hourly workforce and
a vision for fully integrated, motivated teams who work together to
drive operational excellence and continuous improvement in
support of “One Manufacturing – Best in the World”. All work
groups/teams will maintain and improve the business against key
objectives, within their span of control, and with the appropriate
structure to support them.
The mapping process outlined in the Continuous Improvement
charter is utilized to identify work group/team size using factors
such as manufacturing processes, geography, complexity, and
plant uniqueness. The NCIF will continue to monitor the
average work group/team size to ensure work group/teams
remain manageable.  While individual work group/team size
will vary, the mapping process and operating conditions have
yielded an average work group/team member to team leader
ratio of 10 to one in vehicle operations assembly departments
(excluding support departments such as MP&L, Pre-Delivery,
etc.).  Local concerns regarding work group/team size may be
elevated to the National Continuous Improvement Forum for
resolution. 
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The team leader role is critical to each work group/team.  1A single,
trained team leader whose primary function is to perform the
standard roles and responsibilities contained in the Continuous
Improvement charter will lead the team and continually
improve the business.  This team leader classification has an
established wage rate of “$1.50 above” as outlined in the
Continuous Improvement charter. They will be selected for this
position through a jointly established process.  Upon local
agreement, the joint parties may submit a request to deviate
from the selection process to the NCIF for review and approval.
As necessary, the local parties shall establish a process to
identify an alternate Team Leader using work group/team
versatility.
To provide team leaders an opportunity to meet, discuss issues,
review solutions, and share processes to improve the business,
the parties agree to establish regular team leader meeting
forums.  Team Leaders must submit meeting requests and
agendas to the Local Continuous Improvement Forum for
review and approval.
For more automated areas, the parties agreed to the implementation
of effective Manufacturing Work Groups (MWGs) comprised of
production and skilled trade employees working together to
support improving flow in production systems.  The parties
agree the MWG work group/team will function as follows:
• Skilled trade team members will utilize their skills, talents

and abilities to be an integral part and valuable resource to
the work group, 

• Skilled trade team members will work to their full
capabilities to increase equipment uptime as outlined in
Appendix J, Exhibit 1 Skilled Trades Operational
Effectiveness,

• The team leader position for certain MWG teams may be
required to periodically backfill production operators as
part of their standardized roles and responsibilities (e.g.
press room, cam cap assembly in head machining, etc.).
Where this is applicable, skilled trade team members will
not be eligible to apply for the team leader position.
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Further, skilled MWG team leaders will not be used for
production absentee coverage, 

• The Company will not assign skilled trade team members to
production work, excluding equipment validation,
troubleshooting and tryout,

• Production team members will have upgraded skills.
Operators will perform minor or preventative
maintenance tasks as outlined in Appendix J, Exhibit 1
Skilled Trades Operational Effectiveness. 

To ensure the success of manufacturing work groups, a strong
commitment to training is required by the employee, the Union, and
the Company.  Training will be delivered in an efficient and cost
effective manner utilizing on-the-job, web-based, and/or
classroom training.  Local training options include working
with a participating college that may result in accreditation,
utilizing UAW-Ford resources to train internally, or other
options approved by the National Continuous Improvement
Forum.
The Manufacturing Work Group training program may include
elements such as work group effectiveness, improving business
results, technical skills including equipment operation and other
subjects deemed necessary.  This classroom training will provide
production team members with upgraded skills to identify
issues and abnormalities.  The MWG training is not an attempt
to train production employees to replace skilled trades
employees. Training required to support manufacturing work
groups will be monitored by the NCIF.
Production employees assigned to an MWG must reach specific
milestones and complete the joint training program in order to
receive the incremental wage rate.  With the exception of
promotional opportunities, production employees will be
expected to remain in the workgroup for a minimum of 12
months after MWG training completion, not to exceed a total of
15 months.
All plants will adopt the work group/team standard as expeditiously
as possible. Plants receiving new investment will have a natural
opportunity to lead the way.
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The local parties may need to adjust local agreements in support of
work group/team implementation with approval by National Ford
Department and Labor Affairs. This approach will encompass all
elements of Exhibit 1 contained within this Appendix. The National
Continuous Improvement Forum will oversee the implementation
of work groups/teams and standards governed by the Joint
Continuous Improvement Charter.

Efficiencies achieved as a direct result of implementation of the
teams will not result in an indefinite layoff of work group/team
members. Any reduction within the work group/team would be due
to other efficiencies, volume-related actions or attrition.  
Recognizing the business value of the team leader role, it is not
the Company’s intention to use annual productivity efforts to
target team leader reductions; however, team leader reductions
may be necessary based on other business conditions.  The local
parties will review these reductions in advance.  Remaining
disputes may be escalated to the NCIF for review and
resolution.
This partnership and employee commitment to personal
development and continuous improvement will improve employee
engagement, competitive work practices and long-term job security.

Very truly yours,

John Fleming,
Executive Vice President
Global Manufacturing and
Labor Affairs

Concur:  _______________
                Jimmy Settles
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APPENDIX J

EXHIBIT 2

ATTACHMENT A

UAW-FORD 

NATIONAL CONTINUOUS
IMPROVEMENT CHARTER

WORK GROUPS/TEAMS 

This is a living document that may only be changed under the
guidance and direction of the National Continuous Improvement
Forum.  The national parties are empowered to identify
improvement opportunities and make adjustments to these
provisions outside the normal collective bargaining process.
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UAW-FORD NATIONAL 
CONTINUOUS IMPROVEMENT CHARTER 

WORK GROUPS/TEAMS

MISSION:

The joint parties are committed to implementing work
groups/teams to a consistent standard supporting the global
manufacturing strategy as defined in Appendix J.  Our beliefs
and behaviors must honor standardization and continuous
improvement to enable our work groups/teams to deliver "One
Manufacturing – Best in the World". 

GUIDING PRINCIPLE:

The parties pledge to work together on continuous improvement
initiatives at every organizational level to improve quality,
operating efficiency including plant cost performance, work
relationships, work group/team effectiveness, job security, and
quality of work life.

CONTENTS:

- Aligned & Capable Organization - Work Group/Team
Structure 

- Work Group/Team Implementation Flow Chart
- Standard Team Leader Roles & Responsibilities
- A standardized Team Leader selection / de-selection process 
- Team Related Training
- Visual Job Plan (VJP)
- Team Related Wage Material
- Charter Change Management Process  
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UAW-FORD NATIONAL CONTINUOUS
IMPROVEMENT CHARTER:

WORK GROUP/TEAM STRUCTURE

PURPOSE:

Aligned & capable work group/team structure enabling self-
managed work groups/teams, to improve the business against
key objectives within their span of control.
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UAW-FORD NATIONAL CONTINUOUS
IMPROVEMENT CHARTER:

MAINTENANCE WORK TEAMS

The Mechanical Work Team (MWT) was revised to Maintenance
Work Team (MWT) with the addition of Electricians as part of
the team structure.

In addition, other apprenticeable Mechanical Trade
classifications (W, SM, T&D) may be included based on area
needs and with National Joint Skilled Trades Governance
approval.
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UAW-FORD NATIONAL CONTINUOUS
IMPROVEMENT CHARTER:

TEAM LEADER IMPLEMENTATION FLOW CHART
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UAW-FORD NATIONAL CONTINUOUS 
IMPROVEMENT CHARTER:  

TEAM LEADER ROLES & RESPONSIBILITIES

ALIGNED ROLES AND RESPONSIBILITIES AND
PRIMARY TASKS OF A TEAM LEADER

Primary tasks may be broken down into secondary tasks for
further definition of roles and responsibilities.  Examples may
be provided upon request of the Joint Parties.
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UAW-FORD NATIONAL CONTINUOUS 
IMPROVEMENT CHARTER:

TEAM LEADER (DE-)/SELECTION PROCESS 

PURPOSE:

The purpose of the Team Leader selection/de-selection process
is to reliably select qualified Team Leaders willing and able to
fulfill the specific Team Leader roles and responsibilities by
utilizing a standardized process.
The joint parties agree that this standardized Team Leader
selection / de-selection process can:
• Increase productivity of team leaders by selecting those

most committed to the work group/team model
• Support work group/team effectiveness
• Foster better teamwork between production and skilled trades
• Increase morale of all employees through better

involvement in the business
• Ensure Ford Motor Company's ongoing competitiveness

versus the competition
ACTIVE MEMBERS:

The active members in the selection and de-selection of Team
Leaders are the Team Manager and the designated UAW
Representative.  The Local Continuous Improvement Forum
(LCIF) will have responsibility for process oversight. 
Team Leader Selection Process:
The selection process was developed to ensure:
• A common process is used to interview and evaluate all

candidates
• Evaluation criteria are consistent and based on skills and

competencies that would be required on the position
• Team Leaders selected for the position will have the

opportunity to grow their skills and contribute positively to
the business

Upon local agreement, the joint parties may submit a request to
deviate from the selection process to the NCIF for review and
approval.
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UAW-FORD NATIONAL CONTINUOUS
IMPROVEMENT CHARTER:

TEAM LEADER SELECTION PROCESS

New Team Leader process:
• Plants will use their local posting procedure and include

the standard Team Leader roles and responsibilities
document, plus a listing of specific job requirements

• Candidates will be selected from within the workgroup
where the opening exists (if an acceptable candidate is not
found within the work group, the scope can be expanded to
include additional areas)

• Equipment complexity will determine the level of technical
skills required, and whether a Production or Tradesperson
will fill the position.

• Initial screening will be based on the following criteria*:
•       Disciplinary record – No active discipline on record
•       Attendance record – No active attendance discipline

on record
•       Willingness to remain in the Team Leader position

and workgroup for a minimum of 12 months
• All qualified candidates who have met the objective

criteria above, will be granted an interview
• A formal interview conducted by a joint Union /

Management team
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• Candidates will be scored using a standard set of questions
(a total of 100 points possible):
1)     Experience and versatility (25 points)
2)     SQDCPME knowledge and work habits (40 points)
3)     People and leadership skills (35 points)
4)     Bonus Attendance Points (2 points maximum)

Based on the scoring of the questions above, candidates
receiving a threshold score of 70% will be considered qualified
and capable of fulfilling the standardized Team Leader roles
and responsibilities.  Team Leaders will be selected from the
qualified candidate list.
Once selected, the Team Leader will sign off on the Joint Team
Leader Verification acknowledging they understand the
standardized roles and responsibilities and attend the required
training program for the New Team Leaders. 
* The Joint Leadership team of the Local Continuous Improvement

Forum (LCIF) will be responsible for monitoring objective criteria
contained within the initial screening.
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UAW-FORD NATIONAL CONTINUOUS 
IMPROVEMENT CHARTER:

EXISTING TEAM LEADER VERIFICATION PROCESS

Existing Team Leaders:
During the transition from current state to future Work
Group/Team state, there will be a joint review of position
expectations with Existing Team Leaders. The review will
consist of the position expectations and standardized roles and
responsibilities in the new Workgroups/Teams.  It is important
to ensure Team Leaders understand the requirements of the
position and complete the tasks as required to the standard.
Additionally, a joint verification of capabilities and the training
necessary to carry out his or her job effectively will be
identified. 
If an existing team leader decides they do not want to remain a
Team Leader, they can choose to “Opt out” and be placed in a
different position following the Local Placement Guidelines.  If
they want to continue as a Team Leader, then a “Joint Team
Leader Verification” is completed, a skill gap assessed and the
Team Leader signs-off on the standardized roles and
responsibilities.
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UAW-FORD NATIONAL CONTINUOUS 
IMPROVEMENT CHARTER:

TEAM LEADER DE-SELECTION PROCESS

Team Leader De-Selection Process
The objective of the Team Leader de-selection process is to
provide a consistent and uniform process for the local UAW /
Management team to identify and correct valid concerns.  The
process is designed to provide opportunities for coaching and
performance improvement, and to provide Team Leader
process stability.
There are four possible ways in which a Team Leader can be de-
selected.  Concerns regarding Team Leaders will be jointly
investigated by the Team Manager and district or other union
representative with the Team Leader prior to removing the
Leader from their position.

1)     The Leader asks to be removed.  (It is understood that
the Leader concerns should be discussed and resolved
during the ongoing development process and that this
formal request represents a last opportunity to keep a
valued Leader on the job)

        a) Determine reasons for the Leader's request for
removal, and as appropriate, plan and adjust the
development process and/or the system to provide
needed and expected support for the leader

        • If the Leader is satisfied with the adjustment
plan, review progress during the next
scheduled development meeting

        • If not, (and Leader has fulfilled their 12-
month commitment) the Leader will be
removed/disqualified per Local process*

        *In the event all parties agree that the Leader
position is not working for the employee, the Leader
can be disqualified during the 12-month window
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2)     The Leader has exceeded the minimum attendance or
disciplinary criteria.  In this situation, the leader will
be disqualified.  Disagreements regarding
disqualification can be escalated to the Joint National
Parties for review and/or resolution.

3)     The Leader is not fulfilling the Leader roles and
responsibilities, and not making reasonable progress
with their development plans.

        a) Provide the Leader an opportunity to discuss
reasons for failing to fulfill the specific roles and
responsibilities

        b) As needed, investigate potential shortfalls in the
organization's support of the Leader

        c) If the system support is adequate, the employee is
directed to present a corrective action plan
(within three days), and is provided 30 days to
implement their plan

        d) Notify the employee that failure to implement the
corrective actions, within the 30 day timeframe,
will result in disqualification

4)     The Work Group members have submitted a "petition
for leader development" (Cannot be initiated within
the first six months).

        a) Review the work group members' petition
process and the work group's specific concerns
with the Leader

        b) Follow steps (a through c) outlined in item #3
above

        c) After the 30 day implementation period, resurvey
work group members to verify corrective actions
have been implemented

        d) If the work group is still dissatisfied, the Leader
will be removed*

        e) Repeated petitions for the same concerns may be
cause for immediate removal

*The Joint Leadership team of the Local Continuous Improvement
Forum (LCIF) will be responsible for the oversight of this process.  
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UAW-FORD NATIONAL CONTINUOUS 
IMPROVEMENT CHARTER:

TEAM RELATED TRAINING 

PURPOSE:

Proactive Training which provides knowledge on manufacturing
and skills development, enabling teams to deliver safety, quality
and delivery metrics at world-class levels.
MWG Training 
To ensure the success of manufacturing work groups, a strong
commitment to training is required by the employee, the Union,
and the Company. Training will be delivered in an efficient and
cost effective manner utilizing on-the-job, web-based, and/or
classroom training.  Local training options include working with
a participating college that may result in accreditation, utilizing
UAW-Ford resources to train internally, or other options
approved by the National Continuous Improvement Forum.
The Manufacturing Work Group training program may include
elements such as work group effectiveness, improving business
results, technical skills including equipment operation and other
subjects deemed necessary.  This classroom training will provide
production team members with upgraded skills to identify issues
and abnormalities.  The MWG training is not an attempt to train
production employees to replace skilled trades employees.
Training required to support manufacturing work groups will be
monitored by the NCIF.

•       Module 1 - Introduction to MWG Training
•       Module 2 - Safety Fundamentals
•       Module 3 – Measurement
•       Module 4 – Fasteners
•       Module 5 - Balancer/Hoist Safety
•       Module 6 - Visual Job Plans
•       Module 7 - Mechanical Safety
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•       Module 8 - Lubrication Systems
•       Module 9 - Mechanical Principles
•       Module 10 - Electrical Safety
•       Module 11 - Electrical Principles
•       Module 12 - Electrical Systems and Components
•       Module 13 - Hydraulic and Pneumatic Principles
•       Module 14 – Fluids
•       Module 15 - Accessories
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UAW-FORD NATIONAL CONTINUOUS 
IMPROVEMENT CHARTER:  

MWG TRAINING

Fundamentals:
Introduction to MWG Training #1 Estimated Contact Hours:  1

Module 1 of Fundamentals, Introduction to MWG Training, starts
the sequence of MWG Training.  Included in this module are a:

•       Brief description of class logistics
•       Participant Introduction
•       Brief discussion on perspectives
•       Management and UAW Support 
•       An overview of the program
•       Purpose of the program including:
        o Improvement of base line knowledge
        o Improve communications
        o Additional skills and capability
•       Goals
        o Production engaged in minor maintenance

activities
        o Communication with skilled trades 
        o Continue to develop skills and capability
•       A discussion of the Module structure

Fundamentals:
Safety Fundamentals #2 Estimated Contact Hours:  7

Module 2 of Fundamentals, Safety Fundamentals, is a
reinforcement of various areas of safety.  The intent is to remind
the participants that while they are preforming the new
autonomous and minor maintenance tasks, they are to exercise the
expected safety precautions, wear the proper protection, and
identify safety issues for corrective maintenance if they are unable
or do not possess the skills and capability to correct the issue.
At the conclusion of this overview, participants are reminded of
various safety precautions and actions and understand that they
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must follow government, corporate and facility safety rules while
performing autonomous and minor maintenance activities
Fundamentals:
Measurement #3 Estimated Contact Hours:  5

Module 3 of Fundamentals, Measurement, is a review, and in
other cases a deep dive into measurement.  
Participants come to the program with varying degrees of insight
into measurement and how to read the related measuring devices
found in the manufacturing environment.  During this module,
they learn to recognize measurement systems (English and
Metric) and how to identify and properly write values as it relates
to production and maintenance activities.  Participants are
taught how to accurately communicate values to interested
parties including Skilled Employees, Process Coaches, and
Engineers.
At the conclusion of this module, participants understand how
to read and communicate the readings from a scale, production
gauges, calipers and micrometers, in English and Metric.  They
demonstrate how to correctly convert measurements from one
system to another, and interpret measurement to confirm or
correct quality concerns or communicate to others in Metric
and English. 
Fundamentals:
Fasteners #4 Estimated Contact Hours:  4

Module 4 of Fundamentals, Fasteners, is a module that describes
the different types of fasteners, their characteristics, how to
define their size, recognize, inspect, and safely tighten fasteners.  
The intent of this module is to define fasteners use/application
across production and maintenance.  At the conclusion of this
module, participants understand:
• Basics about bolt measurement, strength, torque, finish,

tensile strength, thread pitch, classification. 
• Metric, English, and Acme Threads
• Types of bolts, screws, nuts, washers, set screws, and keys.
• How to use a thread gauge
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• The function and how to use a Torque Wrench
• Adhesives and Sealants
Fundamentals:
Balancer/Hoist Safety #5 Estimated Contact Hours:  4

Module 5 of Fundamentals, Balancer/Hoist Safety, is a module
that was totally re-written and concentrates on identification of
safety related opportunities for balancers and lift equipment.  
The intent of this module is to increase awareness of balancer
and lift equipment, the essentials of safety, and what to look for
while inspecting and operating these pieces of equipment for
production/engineered lifts.  It also addresses that “free-lifts”
should be handled by a skilled employee.  
The module starts with Balancers and what types of failures are
associated with this equipment.  Participants are instructed
what to look for in Lift Equipment including the lift fixtures.
The participant is provided multiple failure modes for slings,
hooks, shackles, and eye bolts.  
Fundamentals:
Visual Job Plans #6 Estimated Contact Hours:  1

Module 6 of Fundamentals, Visual Job Plans, introduces the
Visual Job Plan format.  The intent is to walk participants
through the content of a Visual Job Plan.
Mechanical:
Mechanical Safety #7 Estimated Contact Hours:  4

Module 7 of Mechanical, Mechanical Safety, addresses safety
when working with Mechanical Systems.  The intent is to
remind the participants that while they are preforming the new
autonomous and minor maintenance tasks, they are to exercise
the expected safety precautions, wear the proper protection,
and identify safety issues for corrective maintenance.  
Participants are introduced to safety as it relates to power
transmission, mechanical devices and mechanical systems.
Items such as gravity, stored energy, and mechanical advantage
are addressed.
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Time is spent on Energy Control for Setup and Permitted Minor
Tasks (ECSPMT) and describes the minor maintenance actions
that are permitted with the “lock-key” system.  
Mechanical:
Lubrication Systems #8 Estimated Contact Hours:  4

Module 8 of Mechanical, Lubrication Systems, is intended as a
deep dive into centralized lubrication systems used on
manufacturing equipment.  These oil systems include drip, wiper,
and mist systems.  The module then goes on to discuss the
application of solid film lubricants and grease.  Completing this
module, participants should be able to replace lubricants, fill
reservoirs, and complete greasing activities.  As a result of this
module and related modules the  participant will:

•       Identify and describe fault conditions to Team
Members, Skilled Employees, or the Process Coach.

•       Demonstrate an understanding of the various types of
lubrication systems used on the production equipment.

•       Apply knowledge of various valves, fittings, and
components used on lubrication systems.

•       Identify and in some cases correct issues with
lubrication systems

Mechanical:
Mechanical Principles #9 Estimated Contact Hours:4

Module 9 of Mechanical, Mechanical Principles, utilizes the same
steps as previously reviewed by participants in Introduction to
Principles in the Fundamentals Section.  This module provides
participants with an efficient and logical sequence of activities to
make decisions based on the input they absorb through the four
senses.  Senses include seeing, hearing, smelling and touching.

•       Investigate
•       Analyze
•       Act
•       Verify Results
•       Standardize
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This module concentrates on principles of mechanical elements
of production equipment and asks specific questions related to
the 4 senses to assist the production participant in completing
standardized steps in troubleshooting.
At the conclusion of the module it identifies expectations based
on the 4 senses.  (sight, hearing, smelling and touching)
Electrical:
Electrical Safety #10 Estimated Contact Hours:  8

Module 10 of Electrical, Electrical Safety, addresses safety
when working with Electrical Systems.  The intent is to remind
the participants that while they are performing the new
autonomous and minor maintenance tasks, they are to exercise
the expected safety precautions, wear the proper protection,
and identify safety issues for corrective maintenance.  Other
objectives for this module include the participant:

•       Interpreting the information on the Arc Flash labels
and following all safety precautions as prescribed.

•       Understanding the use of a GFCI and demonstrating
the proper application of the GFCI.

•       Following 5 S’s for work place organization and
keeping areas in front of electrical panels clear.

Participants are introduced to safety as it relates to electrical
systems, electrical devices and electrical components. Items
included in this safety section are.

•       ECPL Review
•       ECSPMT Review
•       Proper method to operate an electrical disconnect
•       Arc Flash – Arc Blast - Boundary
•       How Electricity is conducted
•       Grounding
•       GFCI
•       Overview of NFPA 7E of the National Electric Code
•       Precautions to prevent injury
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Electrical:
Electrical Principles #11 Estimated Contact Hours:  5

Module 11 of Electrical, Electrical Principles, is intended to
provide basic information to the participant starting at AC and
DC current, basic electrical principles, understanding the types
of circuits through conditional inputs and outputs.  It addresses
how a participant’s actions, can create conditions/movement in
equipment.  The participant will:

•       Understand conditional inputs and outputs and how
they apply to the function of your production
equipment.

•       Perform minor maintenance inspections.
•       Safely verify conditional inputs and outputs as

required in order to verify machine operations.
•       Understanding when a conditional input(s) is satisfied,

an output(s) will result as the consequence of that
input(s).  

Electrical:
Electrical Systems and 
Components #12 Estimated Contact Hours:  5

Module 12 of Electrical, Electrical Systems and Components, is
intended to provide participants with the basic theory of
process control and the skills to identify the various plugs,
receptacles, sensors, switches and other components used on
production equipment.  
At the conclusion of this module, participants again work
through the steps as they relate to electrical components.  
This module is unique because it continues the discussion of
process control, and addresses complementary components
concurrent to the operation.  
Fluid Power
Hydraulic and 
Pneumatic Principles #13 Estimated Contact Hours:  5

Module 13 of Fluid Power, Hydraulic and Pneumatic Principles,
is intended to provide participants with the basic theory of
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hydraulics and pneumatics.  It provides participants with an
understanding of the components of the sytem, how they work
together and how pressure is created.  Pascal’s law is addressed
as well as safety as it relates to Hydraulic and Pneumatic
systems.  
Fluid Power
Fluids #14 Estimated Contact Hours:  5

Module 14 of Fluid Power, Fluids, is intended to provide
participants with information to assist them in Identifying and
correcting issues with hydraulic fluids. Participants are aware
of the characteristics of fluids based on machine requirements
so when faced with filling the tank they are able to read the
Ford identification tags for fluid replenishment.  After this
module, participants are aware of contamination and
breakdown of hydraulic fluids and are able, with some OJT to
replace filters that do not require special tools or procedures.
Fluid Power
Accessories #15 Estimated Contact Hours:  2

Module 15 of Fluid Power, Accessories, is intended to provide
participants with information so that they can recognize
different accessories associated with hydraulic and pneumatic
systems.  Accessories covered in this module include:

•       Heat Exchangers
•       Accumulators 
•       Intensifiers
•       Pressure Gauges
•       Flow Meters
•       Sound Dampening materials

Participants are introduced to each of these accessories and are
instructed on how they work in the system, safety precautions
when working around these accessories, and associated issues
that may cause a reduction in efficiency for these components.
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UAW-FORD NATIONAL CONTINUOUS
IMPROVEMENT CHARTER: 

VISUAL JOB PLANS AND MINOR MAINTENANCE

Supporting MOS, the Visual Job Plan (VJP) is a standard
method for formalizing job steps for tasks performed by
production employees within a Production Work Group (PWG)
and Manufacturing Work Group (MWG).  Visual Job Plans also
ensure appropriate methods are utilized within the team to
maintain safety and quality.  Training for a specific plan will be
provided through on-the-job training (OJT).
Example of a generic VJP

• Production employees will be assigned minor or
preventative maintenance tasks as identified on the visual
job plan (VJP)

• Production employees currently performing minor
maintenance tasks will continue to perform those tasks

• Visual job plans will be jointly approved by the local parties
• If required, the national parties will review any

discrepancies and provide guidance to the local parties on
resolution
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UAW-FORD NATIONAL CONTINUOUS 
IMPROVEMENT CHARTER: 

APPENDIX J AND MAINTENANCE WORK TEAM 
WAGE RELATED MATERIAL*
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UAW-FORD NATIONAL CONTINUOUS 
IMPROVEMENT CHARTER: 

CHARTER CHANGE MANAGEMENT PROCESS

A formal process for Plants to request review of the Continuous
Improvement documents by the NCIF.

Charter Document Change Request Form
Date of Request: ______________ Change Requested by: __________

Description of Change Request:

Purpose of Change Request:

Date Submitted to NCIF: ________________________
Date Reviewed by NCIF: ________________________
Change Approval (A) / Denial (D) by NCIF: ___________

Change Approval Signature:
_______________________________

Reason for Approval/Denial: 

Date Approval / Denial Reviewed with Change Requestor: ___________
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APPENDIX K

MEMORANDUM OF UNDERSTANDING – TEMPORARY
EMPLOYEES

During these negotiations the parties held lengthy discussions
regarding the use of temporary employees.  The parties agreed
that in certain circumstances, it may be necessary to utilize
temporary employees to supplement the full-time work force.
To that end, the parties recognize the following two categories
of temporary employees:

•       Temporary Part-Time Employees (TPT)
•       Short-Term Supplemental Employees (STS)

The following paragraphs set forth the terms and conditions for
use of the aforementioned temporary employees, as well as the
wages, benefits and other provisions. 
I. Temporary Part-Time Employees (TPT) shall be employed

in accordance with the following provisions:
a.     TPTs are employees hired by the company who shall

be normally scheduled to work a maximum of three
days per week.  TPTs may be utilized any day of the
week and at any Ford U.S. facility to replace hourly
employees not at work for certain absence codes,
specifically, unexcused absences, Intermittent Family
Medical Leave Act (FMLA) leaves/absences, or sick
leaves of absence of less than twelve (12) months.  

b.     The Company and the UAW National Ford
Department shall meet annually to determine the
maximum allowable number of TPTs to be used at
each facility in each of the four subsequent quarters.
The first such meeting will take place within 30 days
of ratification of the agreement. The parties will meet
in advance of each quarter to mutually agree that the
calculation is still applicable.
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i. Such determination will be made by examining
unplanned absence data from the previous
calendar year.  The number of TPTs allowed at
each facility will be based on that facility’s
quarterly average of the aforementioned
absences calculated as a percentage of total
absenteeism multiplied by the number of full time
employees (active on roll plus temporarily
inactive). This will represent the full-time
equivalent or percent of labor hours that may be
worked by TPTs.

ii. The parties recognize there may be a need to
utilize a mutually agreed upon higher number of
TPTs (than the calculated allowance) on
Mondays, Fridays, other “book end days”,
Saturdays, Sundays, Holidays, and the days
preceding and following Holidays to
accommodate the greater number of absences
that occur on those days.

iii. If a facility is unable to obtain a sufficient
number of TPTs based on candidate work
preferences, the parties will meet to discuss
suitable alternatives.

c.     The National parties will monitor the use of TPT
employees in the weekly NFD/Labor Affairs
Manpower meeting.  Should the UAW-National Ford
Department determine that TPTs are being scheduled
for hours or for reasons beyond those allowed, it will
bring it to the attention of the Director of U.S. Labor
Affairs and the Vice President of North America
Manufacturing. Violations will be corrected within 2
weeks of such notice or the use of these temps will be
subject to cancellation by the National Ford
Department.

d.     For purposes of determining Union representation,
TPT employees will be counted only on days for which
they are scheduled to work.  Representation will be
determined by accumulating the number of TPT
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employees utilized each day until the number reaches
200 at which time the Union will be authorized an
additional representative for one day.

II. Short-Term Supplemental Employees (STS) shall be
employed in accordance with the following provisions:
a.     STSs are employees hired by the Company who shall

be normally scheduled to work any five days per week
for a period not to exceed twelve (12) calendar
months.

b.     In all instances where STS employees are to be
utilized, the Company shall canvass existing TPT
employees at the requesting facility for their interest
to become an STS employee.

c.     The Company may hire, rehire or reinstate STS
employees for the purpose of summer vacation
replacements for the period beginning the first
Monday in May and ending no later than the first
Saturday following the Labor Day Holiday to
supplement seniority employees who take vacation.
The Company will review the vacation coverage plans
with the National Ford Department prior to May 1st
and will address any concerns to the mutual
agreement of both parties prior to employees being
placed on roll.   
i. The National Parties will continue to monitor the

use of STS employees as vacation replacements in
the weekly NFD/Labor Affairs Manpower
meeting. Issues regarding the use of these
employees will be brought to the attention of the
Director of U.S. Labor Affairs and the Vice
President of North America Manufacturing.
These issues will be resolved within 2 weeks or the
use of these temps will be subject to cancellation
by the National Ford Department. 

d.     The Company shall review with the National Ford
Department other situations requiring STS employees
such as, but not limited to: product launches, attrition
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program transition, periods of high vacation (outside
of the summer vacation replacement period),
placeholders awaiting transfer of laid off employees
from other locations, or other similar supplemental
manpower needs.  
i. Requests for STS employees in such cases shall be

made in writing to the National parties for
mutual agreement.

ii. If there are no existing TPT employees at the
requesting facility, the Company may hire, rehire
or reinstate STS employees for a period of up to
one year.  If a STS employee works for a
continuous period of more than one year, they
will gain seniority as an In-Progression employee
with a seniority date equal to the most recent
hire, rehire or reinstatement date as an STS
employee. However, if the most recent hire,
rehire, or reinstatement date as an STS employee
was prior to November 23, 2015, the STS
employee will establish a seniority date of
November 23, 2015. 

iii. The UAW-National Ford Department may cancel
the use of STS employees following two weeks
advanced written notice of termination to the
Company.

e.     STS employees will not be hired or rehired at a plant
when there are laid off seniority employees from that
plant or laid off seniority employees within the same
zone, until the laid off seniority employees have been
canvassed to work as a Short-Term Supplemental
employee and the need still remains.

f.      For purposes of determining Union representation,
STS employees on roll will be counted as part of the
Unit.

g.     The National parties will continue to review the use of
STS employees on an on-going basis. STS employees

APPENDIX K MEMORANDUM OF UNDERSTANDING 
TEMPORARY EMPLOYEES

210



are not to be employed to avoid hiring to fill
permanent positions.   

III. The following provisions will apply to both Temporary
Part-Time and Short-Term Supplemental employees:
a.     On days they are scheduled to work, temporary

employees may be scheduled for all or any part of the
hours posted for the department to which they are
assigned.

b.     Temporary employees may be scheduled to work daily
overtime or on days for which full-time employees
receive premium pay as such if they do not displace
eligible full-time employees.

c.     Temporary employees will not be assigned to an
operation expressly for the purpose of establishing a
production standard on that operation; nor will
his/her performance be considered either in
establishing a production standard or in a dispute
over the production standard.

d.     The utilization of temporary employees shall not be
considered as an infringement of the rights of full-time
seniority employees.  
i. Seniority employees who are laid off or who are

to be laid off may request to displace temporary
employees.  

ii. Seniority employees who are utilized as
temporary employees will be required to comply
with the work schedule for temporary employees. 

iii. Seniority employees who are utilized as
temporary employees shall continue to
accumulate seniority and shall be entitled to all
the benefits of seniority employees except as
provided in paragraph iv.

iv. Seniority employees who are utilized as TPT
employees shall not be entitled to Supplemental
Unemployment Benefits (SUB).  Seniority
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employees who are utilized as STS employees
shall be entitled to SUB. 

v. A seniority employee who is affected by a
reduction in force and becomes a temporary
employee will be eligible for a scheduled vacation
and paid excused absence with respect to any
unused vacation/excused absence hours at the
time of the reduction in force.  Further, in
computing the number of weeks of enrollment
and absences for purposes of determining
vacation eligibility for the succeeding year, the
period of employment as a temporary employee
will be counted.

vi. A seniority employee who becomes a temporary
employee will be entitled, if otherwise eligible, to
receive payment for the wage benefit payments in
the following provisions of the UAW-Ford
Collective Bargaining Agreement for the days the
employee would have been scheduled to work:
Article IX, Section 18 – Jury Duty Pay
Article IX, Section 19 – Bereavement Pay
Article IX, Section 20 – Short-term Military
Duty Pay

e.     Temporary employees will be considered for full-time
job openings in a fair and equitable manner, giving
due consideration to the length of employment with
the Company.  Additionally, the Company will
consider temporary employees for full-time job
opportunities prior to hiring from the street and in the
following order:
i. Temporary employees currently working and/or

laid off from the requesting facility.
ii. Temporary employees currently working and/or

laid off within the same zone of the requesting
facility, except when the requesting facility is
within the Rouge Site.  After the requesting
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facility within the Rouge Site has exhausted its
list of temporary employees at that facility,
working and/or laid off temporary employees
from the Rouge Site shall be given consideration
prior to hiring from the zone.

f.      Temporary employees will be laid off and recalled in a
fair and equitable manner, giving due consideration to
the length of employment with the Company. Recall
will follow the order from above. 

g.     Temporary employees shall accrue no credit towards
acquiring seniority.  In the event such employees
become full-time employees, they shall be considered
as rehires and shall receive no credit towards
acquiring seniority for time they were employed as
temporary employees.  Temporary employees shall,
however, receive credit for time worked as a
temporary employee for all eligibility of benefits as an
In-Progression employee. 

h.     The Company may discharge or terminate temporary
employees, in which case the employees shall have
access to the Grievance Procedure in cases of claimed
discrimination on account of any race, religion, color,
religion, age, sex, sexual orientation, gender identity,
union activity, national origin, disability and veteran
status  

i.      Temporary employees shall be entitled to Union
representation, including access to the regular
Grievance Procedure, in cases of alleged violation of
rights arising out of this Agreement.  

j.      Temporary employees will be subject to the provisions
of Article II and III of the UAW-Ford Collective
Bargaining Agreement.  Monthly dues for temporary
employees will be as determined by the National Ford
Department, UAW.

k.     Wages beginning on the Effective Date of the
Agreement:
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i. Temporary employees hired or rehired prior to
November 23, 2015 will have their wage rate and
progression determined as follows:

Table 1:
Wage Effective

Weeks Worked Current Wage 11/23/2015

Less than 52 weeks worked $15.78 $17.00
52 – 104 weeks worked $16.66 $18.00
105 – 156 weeks worked $17.53 $19.50
157 – 208 weeks worked $18.41 $21.00
After 208 weeks worked $19.28 $22.00
Maximum Rate $19.28 $22.00

ii. Temporary employees hired or rehired after
November 23,2015 will have their initial wage
rate and subsequent wage progression
determined as follows: 

Table 2:
Weeks Worked Wage Progression

At Hire $15.78
     52 – 104 weeks worked                $16.66
     105 – 156 weeks worked              $17.53
     157 – 208 weeks worked              $18.41
     After 208 weeks worked              $19.28

l.      Such employees shall have only such rights, privileges,
compensation or benefits as are expressly provided by
the following provisions of the UAW-Ford Collective
Bargaining Agreements:
Article IX, Section 5 – Call-In Pay
Article IX, Section 6 – Shift Premiums
Article IX, Section 11 – Holiday Premium
Article IX, Section 15 – Medical Treatment During
Working Hours – Time Allowance
Article X, Section 6 – Lunch Periods
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m.    Holiday Pay:
i. A temporary employee will be eligible for holiday

pay as set forth in Article IX, Section 22(a) of the
UAW-Ford Collective Bargaining Agreement
provided:
1. The employee has actually worked at least 90

days prior to the holiday(s);
2. The employee worked the same day(s) as the

holiday in the week prior to the week in
which the holiday(s) falls and the employee
would otherwise have been scheduled to
work on such day if it had not been observed
as a holiday; and

3. The employee has worked the last scheduled
working day prior to and the next scheduled
working day after such holiday(s) within the
employee’s scheduled workweek.  In the case
of the Christmas holiday period, as defined
in Article IX, Section 22(a) (3) (i) of the
UAW-Ford Collective Bargaining Agreement,
a temporary employee absent without excuse
on both the last scheduled working day prior
to and the next scheduled working day after
such Christmas holiday period shall be
ineligible for pay for all of the holidays
within the Christmas holiday period.  An
otherwise eligible temporary employee
absent without excuse on either the last
scheduled working day prior to or the next
scheduled working day after a Christmas
holiday period shall be eligible to receive
holiday pay for all but one of the holidays for
which he would otherwise be eligible in the
Christmas holiday period. 

ii. A seniority employee who is laid off in a reduction
in force and becomes a temporary employee will
be entitled to holiday pay provided the employee

APPENDIX K MEMORANDUM OF UNDERSTANDING 
TEMPORARY EMPLOYEES

215



meets the eligibility requirements outlined in A
(2) and (3) of this paragraph; except that, if the
employee is eligible for holiday pay under Article
IX, Section 22(d) of the UAW-Ford Collective
Bargaining Agreement the eligibility rules in
Subparagraph A of this paragraph shall not
apply.  However, should the employee qualify for
Christmas holiday pay as provided in this
Memorandum and Article IX, Section 22(d), the
employee will be provided the greater of the two
Christmas holiday pay entitlements but not both.

iii. A probationary employee who is laid off in a
reduction in force and is utilized as a temporary
employee will be considered for holiday pay
purposes as though hired originally as a
temporary employee with the number of days
actually worked as a full-time employee counted
toward the 90 days required for holiday pay
eligibility in Subparagraph A of this paragraph.

n.     Benefits for temporary employees are provided as
indicated in Attachment A of this Appendix.
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ATTACHMENT A

TEMPORARY EMPLOYEES

A. Temporary part-time employees and Short Term
Supplemental employees shall be provided hospital-surgical-
medical H-S-M coverages commencing as of the 90th day
following hire or rehire.  In addition, Short Term
Supplemental employees shall be provided with drug
coverage commencing on the same date. The Company shall
pay the full amount of the monthly premium for the following
month’s coverages for each month an eligible employee
receives pay from the Company for any time during such
month. These coverages shall cease, if otherwise in effect, as
of the last day of the month in which employment is
terminated. It is understood there shall be no duplication of
benefits because of coverages provided under Company 
H-S-M programs.

Temporary Part Time and Short Term Supplemental
employees will not be able to enroll sponsored dependents.

H-S-M enrollment is limited to the National Preferred Provider
Organization (NPPO) Option, modified to include the cost-
sharing requirements shown below:

Annual Deductible 
        In-Network
        Single                                      $300
        Family                                     $600

        Out-of-Network
        Single                                      $1,200
        Family                                     $2,100

Co-Insurance
        In-Network                                   10%
        Out-of-Network                           35%
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Out-of-Pocket Maximum 
        In-Network
        Single                                      $1,000
        Family                                     $2,000

        Out-of-Network
        Single                                      No Limit
        Family                                     No Limit

Drug coverage for Short Term Supplemental employees
will be limited to the NPPO Option, modified to include the
cost-sharing requirements shown below:
        Prescription Drugs – Retail 
        Generic                                   $ 7.50 co-pay
        Brand                                     $15.00 co-pay
        Prescription Drugs - Mail Order
        Generic                                   $15.00 co-pay
        Brand                                     $30.00 co-pay
The opportunity for survivors of Temporary Part Time and
Short Term Supplemental employees to continue coverage,
or for the subject employees to continue coverage post-
employment or for periods not in active service will be limited
to self-pay continuation that may be available under federal
law.
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ATTACHMENT A
Savings
B. Temporary employees are eligible to participate in the Tax-

Efficient Savings Plan for Hourly Employees (TESPHE);
however, they are not eligible for the Supplemental
Contribution of an amount equal to $1.00 for every
compensated hour into the TESPHE in lieu of Company
contributions for health care coverage in retirement or
Retirement Contributions.

Retirement Plan
C. Temporary employees shall not accrue pension benefits under

any Company-sponsored qualified defined benefit pension
plan. However, service earned from date of hire by such
employee as a temporary employee shall be recognized under
such plan solely for eligibility, vesting and participation with
respect to any benefit they accrued while a seniority
employee.
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ATTACHMENT A
Life Insurance
D. Temporary employees shall be provided life insurance

coverage in the amount of $3,000 and accidental death and
dismemberment insurance coverage in the amount of $1,500.
An employee shall become eligible for such coverages
commencing as of the first of the month following the month
of hire or rehire. The Company shall pay the full premium for
these coverages for any month in which an eligible employee
receives pay from the Company for any time during such
month. These coverages shall cease, if otherwise in effect, as
of the day employment is terminated.
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APPENDIX M 

MEMORANDUM OF UNDERSTANDING 
JOB SECURITY PROGRAM (JSP)

The Company and the Union are committed to enhancing the job
security of Ford Motor Company employees. The parties also
recognize that such job security can only be realized within a work
environment which promotes operational effectiveness, continuous
improvement, and competitiveness.

Accordingly, the parties have agreed to this Job Security Program
(JSP), and have pledged to work together, consistent with this
Program and other provisions of the Collective Bargaining
Agreement, to enhance the Company’s competitive position.

The cornerstone of the Program is a set of provisions – including
job placement and temporary income security – to assist employees
who are impacted by Indefinite Layoff or who are otherwise defined
as surplus.

Nothing in this Agreement is meant to alter the placement practices
at Multi-Plant Employment Locations, as defined in Appendix N,
Attachment B.

I. JOB SECURITY ELIGIBILITY

A.    All seniority employees as of the Effective Date of the
2015 UAW-Ford National Agreement are covered by 
this Memorandum. Such employees are considered 
“JSP-eligible” in that they are covered by the job security
provisions of this Memorandum.

        A plant by plant listing of the number of skilled and non-
skilled employees covered by this Memorandum will be
provided to the National Job Security, Operational
Effectiveness, and Sourcing Committee (NJSOESC) and
Local Job Security, Operational Effectiveness, and
Sourcing Committees (LJSOESCs). This report will be
updated monthly.

B.    Discharged employees who are JSP-eligible will maintain
their eligibility upon reinstatement.
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II. JOB SECURITY PROVISIONS FOR JSP-ELIGIBLE
EMPLOYEES
A.    The parties recognize that actions may occur during the

course of this Agreement that will cause the number of
JSP-eligible employees to exceed the Company’s
production requirements. The following provisions shall
apply to JSP-eligible employees who are placed on
Indefinite Layoff or who are otherwise defined as surplus.

B.    In-Zone/Out-of-Zone Placements

1. Placement of JSP-eligible employees will be in
accordance with the provisions of Appendix N and
associated Letters of Understanding.

2. Notwithstanding the above, available JSP-eligible
employees will be placed on a combined list of JSP-
eligible employees in the same Preferential
Placement Zone who are on Indefinite Layoff or
who are otherwise defined as surplus (the in-zone
list). JSP-eligible employees will be made available
for in-zone placement in inverse seniority order.

3. For placement purposes, employees on the
combined in-zone list will be offered the opportunity
to volunteer for openings; volunteers will be placed
in seniority order. Absent volunteers, the junior
employee on the combined in-zone Preferential
Placement list must transfer to the new location.

An available JSP-eligible employee mandatorily
transferred to another location may remain at the
secondary location until afforded an opportunity to
“return home” in accordance with Appendix O or
until the employee is laid off from that location, at
which time the employee may elect options available
under Article VIII, Section 1(b) of the Collective
Bargaining Agreement.

4. Available JSP-eligible employees on Indefinite
Layoff or who are otherwise defined as surplus will
be offered the opportunity to volunteer for out-of-
zone opportunities.
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C.    A JSP-eligible employee who is permanently transferred
to another location in accordance with this Program, or if
so transferred and upon later layoff elects to return to a
former location under Article VIII, Section 1(b) of the
Collective Bargaining Agreement, will be eligible to
receive a moving allowance as provided in Article IX,
Section 28 of the Collective Bargaining Agreement.
Applicants may receive a maximum of two (2) such
relocation allowance payments during the term of the
then applicable UAW-Ford Collective Bargaining
Agreement. Any problems connected with the above may
be raised with the National Committee.

D.    A JSP-eligible employee on a Qualifying Layoff will be
eligible for benefits under the Supplemental
Unemployment Benefit (SUB) Plan. A Qualifying Layoff
is either of the following:

• Indefinite Layoff;

• temporary layoff in an instance, as jointly identified
by the parties, in which the Company modifies shifts
or work schedules to enhance operating performance
and continues to actively employ employees who
otherwise would be placed on Indefinite Layoff.

E.     A JSP-eligible employee on a Qualifying Layoff who
exhausts his or her maximum eligibility for SUB Regular
Benefit payments shall be eligible for subsequent benefits
under the Transition Assistance Plan (TAP).

F.     JSP-eligible employees placed on Indefinite Layoff shall
maintain their recall rights in accordance with applicable
provisions of the Collective Bargaining Agreement, with
the exception of employees who elect to opt out of TAP
benefit eligibility.

G.    JSP-eligible employees on Indefinite Layoff or who are
otherwise defined as surplus will be placed into available
jobs in accordance with the provisions of Appendix N and
related Letters of Understanding.

H.    In the event the Local and National Committees
determine that the number of JSP-eligible employees
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exceeds the number of expected openings at the facility
and within its area within the next succeeding twelve (12)
months, Special Programs as set forth in the Attachment
to this Memorandum may be considered. Local
management must obtain Finance approval before
submitting a request to the National Committee.
Thereafter, to the extent JSP-eligible employees still
exceed expected openings, such employees, under the
direction of the National Committee, may be transferred
out of the zone area pursuant to Section II, B., above.

III. ADMINISTRATION OF THE JOB SECURITY PROGRAM
The Company and the Union agree that:

A.    At each bargaining Unit covered by the 2015 Collective
Bargaining Agreement, a Local Job Security, Operational
Effectiveness, and Sourcing Committee (Local
Committee) will be established to administer the
Program.

B.    The parties have agreed that a Local Job Security,
Operational Effectiveness, and Sourcing Committee
(Local Committee) will consist of equal members of
Company and Union representatives including, for the
Company, the Plant Manager or Parts Distribution Center
Manager, Controller or Office Operations Manager,
Human Resources Manager or Labor Relations
Supervisor, and other management representatives as
designated by the Plant Manager or Parts Distribution
Center Manager; and, for the Union, the Plant
Chairperson, the Local Union President, (if he/she so
elects), Bargaining Committeepersons, the local UAW
Job Security Representative, and other local Union
representatives as designated by the Plant Chairperson.

C.    The duties of the Local Committee will be to:

1. Review the number and status of employees on a
monthly basis.

2. Coordinate with the National Committee (Section
III., D., below) the placement of an employee
outside the zone area. As used in this Memorandum,
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zone area means an area as specified under Appendix
N of the Collective Bargaining Agreement pertaining
to Preferential Placement for Laid-Off Employees.

3. Monitor indefinite layoffs of JSP-eligible
employees.

4. Participate in discussions regarding sourcing
decisions as outlined in Appendix P of the 2015
Collective Bargaining Agreement on the subject of
sourcing.

5. Participate in discussions regarding the introduction
of new or advanced technology as provided in the
Letter of Understanding regarding New Technology
dated September 15, 2003.

6. Review manpower changes in the workplace. As
required, assist in developing plans to replace
attrition, including the use of hires or rehires, to meet
operational needs when other appropriate placement
sources have been exhausted.

7. Review the manpower requirements of forward
product, facility, and business plans, maintaining the
confidentiality of the material being evaluated.

8. Assist in planning and coordinating the relocation of
Indefinitely Laid-Off and/or otherwise surplus JSP-
eligible employees to other Units in or outside the
zone area, and the application of special programs to
such employees and active workforce employees as
described in this Memorandum of Understanding.

9. Review any complaint regarding the administration
of the Program. Refer unresolved complaints to the
National Committee (Section III., D., below). The
national parties will limit the review of complaints to
those raised, in writing, within 60 days of the
monthly LJSOESC meeting giving rise to the
complaint unless the time limit is waived by the
National Committee. If disputes cannot be resolved
by the National Committee, only those matters
governing the treatment of JSP-eligible employees
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will be subject to the Grievance Procedure. Such
grievances will be filed at the Second Stage of the
Grievance Procedure. All other unresolved
complaints will be settled expeditiously between the
parties at the national level. Disputes arising from
layoffs may be submitted within thirty (30) days of
the monthly LJSOESC meeting, in writing, to the
Vice President and Director of the UAW, National
Ford Department and the Director, Labor Affairs,
Ford Motor Company. If unresolved, the dispute
must be appealed to the umpire in accordance with
Article VII, Section 9 of the Agreement within thirty
(30) days of receipt of the appeal. The umpire’s
decision shall be final and binding on the parties and
the umpire shall have the authority to enforce such
decision.

10. Jointly coordinate appropriate local training
activities, working closely with the joint local
Education, Development and Training Program
Committee and the UAW-Ford National Education,
Development and Training Center to ensure that
quality, cost-efficient training is provided and
appropriate funds are secured from both within Ford
and from external sources.

11. Jointly develop and initiate proposals to improve
operational effectiveness to secure existing jobs and
to attract customers and additional business, thus
providing additional job opportunities. When
required, secure necessary approvals from the
bargaining Unit membership and the national
parties.

12. Make recommendations to the National Committee,
as appropriate, regarding any aspect of the Program.
This may include any aspect of the contractual
relationship between the Company and the Union
that is relevant to the duties of the Local Committee.

13. Efforts of the local parties to improve operational
effectiveness will be encouraged and supported by
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the national parties including, as may be appropriate,
approval of requests to waive, modify, or change the
Collective Bargaining Agreement.

D.    A National Job Security, Operational Effectiveness, and
Sourcing Committee will be established at the Company-
International Union level consisting of representatives
selected by the Vice President, Labor Affairs, Ford Motor
Company and representatives selected by the Vice
President and Director of the UAW, National Ford
Department. Funding for the activities of the National
JSOES Committee will be provided from the Education,
Development and Training Program fund upon approval
by the Joint Governing Body — UAW-Ford National
Education, Development and Training Center.

E.     The National Committee will be responsible to the Vice
President, Labor Affairs, Ford Motor Company and the
Vice President and Director of the UAW, National Ford
Department, and will meet periodically as required to:

1. Monitor the efforts of the Local Committees.

2. Maintain liaison with the Joint Governing Body -
UAW-Ford National Education, Development and
Training Center to coordinate (a) assessment and
training programs, and (b) funding through Local
Training Funds and, (c) if appropriate, the
Education, Development and Training Program.

3. Approve Local Committee efforts to improve
operational effectiveness and coordinate these
actions when appropriate.

4. Coordinate, where applicable, the execution of
Special Programs described above and in the
Attachment, as well as the movement of JSP-eligible
employees within or between zone areas. For
example, where a permanent loss of jobs has
occurred or is scheduled for a location, the parties
may discuss transfer of employees to other locations;
such a transfer could be in advance of the scheduled
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job loss, if it could be accomplished without
adversely affecting quality or operating efficiency.

5. Act on requests from Local Committees to waive,
modify, or change the Collective Bargaining
Agreement provisions when such action would
result in the preservation of or increase in job
opportunities. Approval of such requests will be
countersigned by the Vice President and Director of
the UAW, National Ford Department, and the Vice
President, Labor Affairs, Ford Motor Company,
regarding the operation of the Program.

6. Make periodic reports to the Vice President and
Director of the UAW, National Ford Department,
and the Vice President, Labor Affairs, Ford Motor
Company, regarding the operation of the Program.

F.     The National Committee is specifically empowered to
review periodically and evaluate the operation of this
Memorandum of Understanding and mutually make
satisfactory adjustments to its provisions during the term
of this Memorandum.

IV. EFFECTIVE DATE - TERMINATION DATE
The Company and International Union agree that:

A.    Unless indicated otherwise, the Effective Date of this
Memorandum means the Effective Date of the 2015
Collective Bargaining Agreement.

B.    This Memorandum of Understanding shall expire with
the expiration of the 2015 Collective Bargaining
Agreement.
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APPENDIX M

ATTACHMENT A

The National Job Security, Operational Effectiveness, and Sourcing
Committee (NJSOESC) may recommend the following Special
Programs for designated eligible JSP-eligible employees or may
approve requests from Local Job Security, Operational
Effectiveness, and Sourcing Committees for implementation of
such programs. Details of any Special Programs offerings will be
jointly agreed upon and presented to all eligible JSP-eligible
employees.

The Special Programs offerings may include the following options:

•       Special Retirement Incentive (SRI)
•       Special Termination of Employment Program (STEP)
•       Mandatory Decision Making

In addition to the Special Programs options above, eligible JSP-
eligible employees may be offered job placement opportunities, if
available (with relocation benefits as applicable).

The National Parties may expand or limit these Special Programs
options and job opportunity offerings, based on mutual agreement.

The NJSOESC is empowered to offer STEP and SRI at Ford Motor
Company locations where UAW represented JSP-eligible Ford
surplus employees exist. The decision of the NJSOESC to offer
STEP and SRI may be based upon either (a) a written joint request
from the Company and UAW leadership at the location, submitted
to the NJSOESC, or (b) a determination by the NJSOESC that the
STEP and SRI offerings are warranted at the location. 
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APPENDIX N

MEMORANDUM OF UNDERSTANDING 
PREFERENTIAL PLACEMENT ARRANGEMENTS

This memorandum explains arrangements under which employees
laid off on or after October 22, 1979 as a result of a permanent
discontinuance of operations or other reduction in force where the
Company and the Union agree there is no reasonable likelihood of
recall will be eligible for preferential placement opportunities.
Otherwise eligible skilled tradespersons laid off from their trade,
but employed by the Company on production work, may apply for
preferential placement opportunities in their trade.

NON-SKILLED PREFERENTIAL
PLACEMENT HIERARCHY

Step 1 After being placed on the preferential placement list(s) in
accordance with procedures established by the Company,
those employees retaining seniority recall rights shall be
given preference for placement on available work, or if
none is available, the opportunity to displace probationary
employees, on jobs for which they are qualified or could
qualify within a reasonable period of time in other plants
covered by the Agreement in the same zone, as defined by
the parties, or in plants covered by the Agreement in
different zones as might be specified by mutual agreement
between the Company’s Labor Affairs Office and the
UAW’s National Ford Department. An in-zone area is
comprised of all plants listed under a specified zone
number as described in Appendix N, Attachment A.
Attachment A includes zone definitions for all Company
locations. It is understood that these zone definitions may
be modified by mutual agreement between the Company’s
Labor Affairs Office and the UAW’s National Ford
Department.

a) When a non-skilled manpower need is identified at a
facility, a combined list of employees with rights to
that facility will be developed and include:

• Employees on Indefinite Layoff
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                • Employees on no-pay/no-benefits status

                • Legacy employees (hired or rehired prior 
to November 19, 2007) who bumped 
In-Progression employees in-zone as a result of
a workforce reduction

                     Employees on the list will be canvassed for placement
in seniority order.

     b)     If openings still exist, employees who have Return
to Basic Unit (RTBU) rights to the hiring facility
will be advised of available opportunities via
RTBU canvass for voluntary transfer. Once
authorized by the Company’s Labor Affairs Office,
Local Hourly Personnel Offices at the impacted
locations will begin the canvass opportunities for
the eligible employees.

Step 2 If openings still exist, in-zone employees who are on
Indefinite Layoff and/or defined as surplus will be advised
of available in-zone posting opportunities for voluntary
transfer. Once authorized by the Company’s Labor Affairs
Office, Local Hourly Personnel Offices at the in-zone
location(s) will post a notice:

•       Employees on Indefinite Layoff
•       Employees defined as surplus
•       Employees on active rolls and are currently working at

a facility with employees on Indefinite Layoff or
defined as surplus

•       Closed Plant Return to Area
All active volunteer transfers will be limited to the number
of non-skilled employees on Indefinite Layoff or defined as
surplus at that location.

If the in-zone opportunities have not been filled, the
openings will be filled through the mandatory transfer of
in-zone employees on Indefinite Layoff or those defined as
surplus.
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Mandatory placement of these employees will be from
lowest-to-highest seniority order:
•       Non-Skilled employees on Indefinite Layoff
•       Non-Skilled employees on temporary loans
•       Those defined as surplus

Step 3 If openings still exist, out-of-zone employees who are on
Indefinite Layoff and/or defined as surplus, and “active”
employees at out-of-zone facilities with employees on
indefinite layoff will be advised of available out-of-zone
posting opportunities for voluntary transfer. Once
authorized by the Company’s Labor Affairs Office, Local
Hourly Personnel Offices at the out-of-zone location(s) will
post a notice for volunteers. Eligible volunteers are
employees on Indefinite Layoff, those defined as surplus,
and employees who are on active rolls and are currently
working at the eligible facility. Volunteers will be limited
to the number of non-skilled employees on Indefinite
Layoff or defined as surplus at that location.

Step 4 If openings still exist, active and surplus skilled trade
persons with or without production service may volunteer
for the available opportunities. Volunteers will be limited
to the number of surplus in the identified trade(s) at
that location.

Step 5 If openings still exist, employees will be extended a job
offer according to the provisions outlined below:

The intent of this provision is to ensure that the
mandatory decision regarding out-of-zone transfers is
presented to the lowest–seniority JSP-eligible employee
- active or on Indefinite Layoff – in a zone with surplus.
To simplify administration of this provision, out-of-zone
offers are to be extended by lowest to highest seniority
in zones with surplus until the openings are filled or the
surplus is exhausted. In-zone backfills resulting from
this process are to be filled by placing the lowest
seniority surplus in-zone employees in openings. If there
are multiple openings in zone, the surplus employees
will be canvassed for their preference in placement
opportunities.

APPENDIX N MEMORANDUM OF UNDERSTANDING
PREFERENTIAL PLACEMENT ARRANGEMENTS

232



•       If an employee is extended any job offer at an out-of-
zone facility, the employee must elect one of the
following options:

        1) Accept the job offer and report to work at the
out-of-zone facility

        2) Decline the job offer and be placed on inactive
status with no Company-provided income or
benefits (but remain eligible for additional job
opportunities for a period of time not to extend
beyond the employee’s seniority or 18 months,
whichever is greater)

        3) Decline the job offer and bump the lowest
service temporary employee in the zone as
long as there are still temporary employees
working in the zone, if all temporary
assignments in zone are exhausted employee
will be placed on inactive status with no
Company-provided income or benefits 
(but remain eligible for additional job
opportunities for a period of time not to
extend beyond the employee’s seniority or 18
months, whichever is greater)

•       If an employee fails to respond to notification of a job
offer at an out-of-zone facility or fails to elect one of
the three options above, the employee will be
terminated, the employee’s seniority will be broken,
and the employee’s recall rights shall cease.

•       To the extent practicable, employees on Indefinite
Layoff shall be provided early indications of potential
job openings, in order to provide reasonable time for
their consideration of such potential job opportunities
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Step 6 If openings still exist, the Company may place, at its
option, surplus skilled trade persons into production jobs at
facilities where production openings exist. Placement of
surplus skilled trade persons into production jobs under
these circumstances shall be accomplished in lowest-to-
highest Company seniority order. Skilled trade persons
may be placed into production jobs regardless of whether
or not they have previously held production jobs within the
Company. A skilled trade person placed into a production
job shall be paid at the applicable wage rate for the
production classification. Skilled trade persons thus placed
in production jobs shall retain their applicable rights to
return to skilled trade jobs for which they are qualified (by
previously held skilled classifications and/or UAW-Ford
sponsored reskilling efforts).

Step 7 An applicant availability list shall continue to be
maintained monthly for each plant. A plant after exhausting
its recall list (or in the case of a multi-plant location, a
common recall list if one exists) shall fill its hiring
requirements as determined by the National Job Security,
Operational Effectiveness and Sourcing Committee.

NON-SKILLED PREFERENTIAL PLACEMENT 
HIERARCHY ADMINISTRATION:

1. It is recognized that the Company has to maintain ability to
promptly fill employment requirements and assure that
personnel are capable of performing jobs. Accordingly, the
Company shall endeavor to place applicants in seniority order,
consistent with their prior job experience. It is understood that
placement on the basis of seniority will not be feasible in every
instance. However, where deviations are contemplated,
particularly with respect to evaluation of employment records,
the circumstances shall be discussed in advance with the Local
Union and disputes shall be subject to immediate appeal to the
Company’s Labor Affairs Office and the UAW’s National Ford
Department for resolution. In those instances where
preferential placement applicants are not offered employment
opportunities, in line with their seniority, based on an
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evaluation of their employment records, the parties have
agreed to a process which provides for a joint review of such
cases, by representatives of the Company’s Labor Affairs
Office and the UAW’s National Ford Department, to determine
the appropriate remedial action. This process is intended to
provide a fair evaluation to employees, while concurrently
recognizing the parties’ joint commitment to quality and
efficiency of operations. It is further understood that when
preferential placement applicants are available for placement,
the Company will not hire new employees for either temporary
or permanent positions, without the approval of the UAW’s
National Ford Department.

2. If employees, who are selected for preferential placement
opportunities outside of their zone, are given a re-employment
physical examination, such examination shall be given at the
plant in which they have basic Unit seniority or if such plant is
closed, at another designated plant within the same zone. In
cases where this procedure is impractical because of unusual
circumstances, alternative procedures may be established to
cover such cases by mutual agreement between the Company’s
Labor Affairs Office and the UAW’s National Ford
Department.

3. Employees placed in a new plant shall have seniority in that
plant in accordance with Article VIII, Section 1(c) of the
Agreement. In the event of a subsequent layoff, such
employees shall be covered by the terms of Article VIII,
Section 1(b) of the Agreement.

4. Employees that voluntarily apply for available in-zone or out-
of-zone opportunities will be considered in seniority order.

5. Ford Service Date will be used to determine placement for
employees in production classifications. In the case of a tie, the
employee whose last four digits of their social security number
is the greatest will be determined to have the greater seniority.

6. In a zone in which In-Progression employees are employed
and a workforce reduction occurs within that zone, which
could result in the layoff of Legacy employees, the Company
will place those surplus Legacy employees into jobs held 
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by In-Progression employees; thus bumping those 
In-Progression employees to layoff. If there are multiple
openings in zone, the surplus employees will be canvassed
for their preference in placement opportunities.

SKILLED PREFERENTIAL
PLACEMENT HIERARCHY

Step 1 When a skilled manpower need is identified at a facility;
a)     A combined list of employees with rights to that

facility will be developed and include:

        • Employees in the requested trade on Indefinite
Layoff

        • Employees in the requested trade on temporary
assignment

        • Employees in the requested trade working in
production

        • Employees in the requested trade on no-pay/no-
benefits status

        Employees on this list will be considered in seniority
order (Date of Entry), and then will be canvassed for
placement in seniority order (Date of Entry).

b)     If openings still exist, employees who have Return
to Basic Unit (RTBU) rights to the hiring facility in
the requested trade will be advised of available
opportunities via RTBU canvass for voluntary
transfer. Once authorized by the Company’s Labor
Affairs Office, Local Hourly Personnel Offices at
the impacted locations will begin the canvass
opportunities for the eligible employees.

Step 2 If openings still exist, skilled trade persons with recall
rights to the requested trade working in production at the
hiring facility with recall rights to another facility, will be
recalled in Date of Entry order until the need is filled.
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Step 3 If openings still exist, in-zone employees who are on
Indefinite Layoff and/or defined as surplus will be advised
of available in-zone posting opportunities for voluntary
transfer. Once authorized by the Company’s Labor Affairs
Office, Local Hourly Personnel Offices at the in-zone
location(s) will post a notice for volunteers. Eligible
volunteers are:

•       Employees in the requested trade on Indefinite Layoff
•       Employees in the requested trade defined as surplus
•       Employees on active rolls in the requested trade and

are currently working at a facility with employees on
Indefinite Layoff or defined as surplus

•       Closed Plant Return to Area
All active volunteer transfers will be limited to the number
of skilled employees in the requested trade on Indefinite
Layoff or defined as surplus at that location.

If the in-zone opportunities have not been filled, the
openings will be filled through the mandatory transfer of
in-zone employees on Indefinite Layoff or those defined as
surplus.

Mandatory placement of these employees will be
accomplished according to lowest-to-highest seniority
order (Date of Entry):
•       Skilled Trade employees on Indefinite Layoff
•       Skilled Trade employees on temporary loans
•       Skilled Trade employees working in production

Step 4 If openings still exist, out-of-zone employees in the
requested trade who are on Indefinite Layoff and/or defined
as surplus, and “active” employees in the requested
trade at out-of-zone facilities with employees on
indefinite layoff will be advised of available out-of-zone
posting opportunities for voluntary transfer. Once
authorized by the Company’s Labor Affairs Office, Local
Hourly Personnel Offices at the out-of-zone location(s) will
post a notice for volunteers. Eligible volunteers are
employees on Indefinite Layoff, those defined as surplus,
and employees who are on active rolls and are currently
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working in the requested trade at the eligible facility.
Volunteers will be limited to the number of skilled
employees in the requested trade on Indefinite Layoff or
defined as surplus at that location.

Step 5 If openings still exist, employees in the requested trade will
be extended a job offer according to the provisions outlined
below:

The intent of this provision is to ensure that the
mandatory decision regarding out-of-zone transfers is
presented to the lowest–seniority JSP-eligible employee
in the requested trade -- active or on Indefinite Layoff –
in a zone with surplus. To simplify administration of
this provision, out-of-zone offers are to be extended by
lowest to highest seniority in zones with surplus until
the openings are filled or the surplus is exhausted. 
In-zone backfills resulting from this process are to be
filled by placing the lowest seniority surplus in-zone
employees in openings. If there are multiple openings in
zone, the surplus employees will be canvassed for their
preference in placement opportunities.
•       If an employee in the requested trade, with the

exception of skilled trades working in production,
is extended any job offer at an out-of-zone facility, the
employee must elect one of the following options:

        1) Accept the job offer and report to work at the
out-of-zone facility

        2) Decline the job offer; active Skilled Trade
employees who decline the job offer may
elect to transfer to a production (non-skilled)
classification and maintain their Date of
Entry with recall rights to their skilled
classification; active, declared surplus,or laid
off Skilled Trade employees who decline the 
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        job offer will be placed on inactive status with
no Company-provided income or benefits (but
remain eligible for additional job opportunities
for a period of time not to extend beyond the
employee’s seniority or 18 months, whichever
is greater)

        • If an employee fails to respond to notification
of a job offer at an out-of-zone facility or fails
to elect one of the two options above, the
employee will be terminated, the employee’s
seniority will be broken, and the employee’s
recall rights shall cease.

        • To the extent practicable, employees on
Indefinite Layoff shall be provided early
indications of potential job openings, in order
to provide reasonable time for their
consideration of such potential job
opportunities

Step 6 If openings still exist, the Company will discuss with the
UAW the feasibility of reskilling surplus trades or utilizing
apprentices. If it is not feasible, the Company will proceed
with direct hiring.

Step 7 An applicant availability list shall continue to be
maintained monthly for each plant. A plant after exhausting
its recall list (or in the case of a multi-plant location, a
common recall list if one exists) shall fill its hiring
requirements as determined by the National Job Security,
Operational Effectiveness and Sourcing Committee.

SKILLED PREFERENTIAL PLACEMENT 
HIERARCHY ADMINISTRATION:

1. It is recognized that the Company has to maintain ability to
promptly fill employment requirements and assure that
personnel are capable of performing jobs. Accordingly, the
Company shall endeavor to place applicants in seniority order,
consistent with their prior job experience. It is understood that
placement on the basis of seniority will not be feasible in every
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instance. However, where deviations are contemplated,
particularly with respect to evaluation of employment records,
the circumstances shall be discussed in advance with the Local
Union and disputes shall be subject to immediate appeal to the
Company’s Labor Affairs Office and the UAW’s National Ford
Department for resolution. In those instances where
preferential placement applicants are not offered employment
opportunities, in line with their seniority, based on an
evaluation of their employment records, the parties have
agreed to a process which provides for a joint review of such
cases, by representatives of the Company’s Labor Affairs
Office and the UAW’s National Ford Department, to determine
the appropriate remedial action. This process is intended to
provide a fair evaluation to employees, while concurrently
recognizing the parties’ joint commitment to quality and
efficiency of operations. It is further understood that when
preferential placement applicants are available for placement,
the Company will not hire new employees for either temporary
or permanent positions, without the approval of the UAW’s
National Ford Department.

2. If employees, who are selected for preferential placement
opportunities outside of their zone, are given a re-employment
physical examination, such examination shall be given at the
plant in which they have basic Unit seniority or if such plant is
closed, at another designated plant within the same zone. In
cases where this procedure is impractical because of unusual
circumstances, alternative procedures may be established to
cover such cases by mutual agreement between the Company’s
Labor Affairs Office and the UAW’s National Ford
Department.

3. Employees placed in a new plant shall have seniority in that
plant in accordance with Article VIII, Section 1(c) of the
Agreement. In the event of a subsequent layoff, such
employees shall be covered by the terms of Article VIII,
Section 1(b) of the Agreement.

4. In instances where it is determined that these arrangements are
subject to being utilized for purposes beyond the intent of the
parties, modifications may be made by mutual agreement
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between the Company’s Labor Affairs Office and the UAW’s
National Ford Department.

The preferential placement arrangements covered by this
appendix have potentially complex administrative
implications. The Company at times may not be able to fully
conform with these provisions, and accordingly, shall not be
liable for back pay on any claims arising from their
administration with the remedy for any violation limited to
future placement opportunities for aggrieved employees. It is
understood that if the aggrieved employee is adjudged by the
Committee to have a valid claim for in-zone consideration,
he/she will be offered an available opening within two weeks
of such decision; if no such opening develops, he/she will be
offered the opportunity to bump a junior employee in-zone, as
determined by the Committee.



ATTACHMENT A

PREFERENTIAL PLACEMENT
ZONE ALIGNMENT

Zone 1     Michigan – West Side
Flat Rock Assembly
Brownstown
Dearborn Engine (Rouge Site)
Dearborn Stamping (Rouge Site)
Dearborn Diversified Mfg. (Rouge Site)
Dearborn Truck Plant (Rouge Site)
Dearborn M&C/Transportation Unit (Rouge Site)
Dearborn T&D Unit (Rouge Site)
Dearborn Research & Engineering (R&E)
Detroit Parts / HVC
Livonia Transmission
Michigan Assembly – Body Stamping Unit
Michigan Assembly – Final Assembly
National Parts
New Model Product Development Center (Pilot Plant)
Rawsonville
Woodhaven Forge
Woodhaven Hot Metal Forming

Zone 2     Michigan – East Side
Highland Park
Michigan Proving Grounds
Romeo Engine
Sterling
Van Dyke Transmission

Zone 3     New York HVC
Zone 4     Ohio – Cleveland Area

Cleveland Engine #1
Ohio Assembly

Zone 5     Illinois
Chicago Assembly
Chicago Stamping
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Zone 6     Kansas City
Kansas City Assembly
Kansas City HVC

Zone 7     Louisville Area
Louisville Assembly
Kentucky Truck

Zone 8     Twin Cities
Twin Cities HVC

Zone 9     Atlanta HVC

Zone 10   Ohio-Sharonville
Sharonville

Zone 11   Ohio – Lima Engine

Zone 12   Buffalo Stamping

Zone 13   Denver HVC

Zone 14  Fort Worth HVC 
Zone 15   Greensboro HVC
Zone 16   Hartford HVC 
Zone 17  Houston HVC 
Zone 18   Lakeland HVC 
Zone 19  Memphis HVC 
Zone 20  Ontario HVC 
Zone 21  Portland HVC 
Zone 22  Sacramento HVC
Zone 23  Washington DC HVC 
Zone 24  Indianapolis HVC
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ATTACHMENT B

MULTI-PLANT EMPLOYMENT LOCATIONS

Employment Location Facilities Covered

Rouge Area Units Central Lab
Dearborn Engine
Dearborn Diversified Manufacturing 
Dearborn Stamping
Dearborn Tool & Die
Dearborn Truck
Power Utility & Central
Maint. Opns.
Transportation &Technical Service
Vehicle Service Center
World Headquarters Grounds

Research & Engineering
Center Eng. Mfg. Devel. Ops (EMDO)

NMPDC (Local 245)
NMPDC (Local 931)
R&E Admin. Garage
R&E Central Staff
Research &Innovation Center (RIC)
Site Management Opns.
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ATTACHMENT C

PLACEMENT HIERARCHY

Non-Skilled Preferential Placement Hierarchy

ADMINISTERED BY THE HIRING LOCATION:
STEP 1    a) IN-PLANT RECALL LIST

• A combined seniority list to include employees
who are on indefinite layoff (ILO), and are on no
pay/no benefits status and have rights to the hiring
facility shall be canvassed for placement.

• Legacy employees (hired or rehired prior to
November 19, 2007) who bumped In-
Progression employees in-zone as a result of a
workforce reduction

                b) RETURN TO BASIC UNIT RIGHTS ELIGIBLE
EMPLOYEES

                • Eligible employees with Return to Basic Unit
Rights

ADMINISTERED BY EMPLOYMENT SECURITY PROGRAMS,
LABOR AFFAIRS OFFICE:

STEP 2    COMBINED IN-ZONE PREFERENTIAL
PLACEMENT LIST

                – In-Zone Posting Process offered voluntarily;
                • Employees on Indefinite Layoff
                • Active Employees at locations with employees on

Indefinite Layoff
                • Employees defined as surplus
                • Closed Plant Return To Area
                – Mandatory Placement
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STEP 3    COMBINED OUT-OF-ZONE PREFERENTIAL
PLACEMENT LIST

                – Out-of-Zone Posting Process
                • Employees on Indefinite Layoff
                • Employees defined as surplus
                • Active Employees at locations with employees

on Indefinite Layoff or defined as surplus
STEP 4    SKILLED TRADES VOLUNTEERS FOR NON-

SKILLED (PRODUCTION) OPENINGS

STEP 5   FORMAL JOB OFFERS TO OUT-OF-ZONE
EMPLOYEES

                • Mandatory job offers to lowest seniority employees
in a zone with surplus

STEP 6   IN-ZONE SKILLED TRADES EMPLOYEES 
STEP 7    REHIRE-NEW HIRE
                • Rehires are considered before hiring new employees

Skilled Preferential Placement Hierarchy
ADMINISTERED BY THE HIRING LOCATION:

STEP 1    a) IN-PLANT RECALL LIST

                • A combined seniority list to include employees in
the requested trade who are on indefinite layoff
(ILO), temporary assignment, working in
production, or are on no pay/no benefits status and
have rights to the hiring facility shall be canvassed
for placement.

                b) RETURN TO BASIC UNIT RIGHTS ELIGIBLE
EMPLOYEES

                • Eligible employees with Return to Basic Unit
Rights
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ADMINISTERED BY EMPLOYMENT SECURITY
PROGRAMS, LABOR AFFAIRS OFFICE:

STEP 2    SKILLED WORKING IN PRODUCTION

                • Skilled trade persons with recall rights to the
requested trade working in production at the hiring
facility with recall rights to another facility will be
recalled in Date of Entry order until the need is filled

STEP 3 COMBINED IN-ZONE PREFERENTIAL
PLACEMENT LIST

– In-Zone Posting Process offered voluntarily;
• Employees in the requested trade on Indefinite
Layoff

• Employees in the requested trade defined as
surplus

• Active Employees in the requested trade at
locations with employees on Indefinite Layoff or
defined as surplus

• Closed Plant Return To Area
– Mandatory Placement

STEP 4 COMBINED OUT-OF-ZONE PREFERENTIAL
PLACEMENT LIST
– Out-of-Zone Posting Process
• Employees in the requested trade on Indefinite
Layoff

• Employees in the requested trade defined as
surplus

• Active Employees in the requested trade at
locations with employees on Indefinite Layoff or
defined as surplus

STEP 5 FORMAL JOB OFFERS TO OUT-OF-ZONE
EMPLOYEES

• Mandatory job offers to lowest seniority employees
in the requested trade in a zone with surplus

STEP 6 CONSIDER RESKILLING SURPLUS TRADES OR
UTILIZING APPRENTICES

STEP 7 REHIRE-NEW HIRE

APPENDIX N MEMORANDUM OF UNDERSTANDING —
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APPENDIX O 

MEMORANDUM OF UNDERSTANDING 
RETURN TO BASIC UNIT

The parties recognize that some employees placed in a plant may
have the desire to return to their “home” plant or Basic Unit or, in
the case of employees from closed locations, to return to other
plants in the same zone as their Basic Unit. The parties recognize
also that, in affording such employees the opportunity to return, it
is necessary to do so in a manner consistent with the maintenance
of quality and efficiency in both the releasing and accepting plants.
Accordingly, the purpose of this Agreement is to provide methods
and procedures and to detail the circumstance whereby eligible
employees will be offered the opportunity to return to their Basic
Unit or, in the case of employees from closed locations, to return to
other plants in the same zone as their Basic Unit.

1. Eligible employees are those active employees who have been
assigned, subsequent to October 24, 2011, to a plant other than
their Basic Unit pursuant to the provisions of Appendix N, or
other special placement programs. Employees who have
transferred among plants where local agreements allow
employees to be placed in a plant other than their Basic Unit
are not eligible for transfer under this provision. Active
Employees who have voluntarily transferred to a permanent
job opportunity within the same zone terminate their seniority
to all other facilities. Employees who transfer to a permanent
job opportunity outside of their current zone will maintain
their Basic Unit so long as they do not take the enhanced
relocation moving allowance.

2. In-Progression employees will be eligible for Return to
Basic Unit (RTBU) rights under Appendix O upon
transferring to an out-of-zone location so long as they do
not take the enhanced relocation moving allowance.
Additionally, after four years of seniority; they will become
eligible for in-zone RTBU rights under Appendix O. 

3. Eligible employees will automatically be considered to
return to the plant which is their Basic Unit or, in the case of
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employees from closed locations, to return to other plants in
the same zone as their Basic Unit. Local management is
responsible for communicating this process to employees.
Copies of acceptances and declines will be forwarded to the
National Ford Department. 

4. Employees placed in-zone or out-of-zone subsequent to the
Effective Date of the Agreement will be eligible to return to
their Basic Unit as set forth below. Such employees shall be
placed (in seniority order) on a “return home” list at the plant
which is their Basic Unit. Employees will be surveyed for
Return to Basic Unit opportunities in seniority order. An
employee (in-zone and out-of-zone transfers) will not be
eligible for Return to Basic Unit opportunities prior to six
months from the date on which the employee is transferred to
a plant other than their Basic Unit. A separate list of
employees from closed locations who have applied to return
to the zone of their Basic Unit will be maintained by the
Labor Affairs Office and the National Ford Department.

5. Each facility will maintain an applicant listing for use by the
local parties.

6. Should a Ford Motor Company plant with a “return home”
list have employment requirements, it will combine its
“return home” list and recall list (if any) in seniority order
and recall from such combined list until its needs are met or
such combined list is exhausted. Should the combined list be
exhausted and additional employment required, it will fill
further openings in accordance with the provisions of this
memorandum and other applicable agreements between the
parties and then by hire or rehire. However, employees from
closed locations will be returned to available work at other
plants in the same zone as their Basic Unit in accordance
with the Placement Hierarchy, Appendix N, Attachment C.

7. Should an employee return to their Basic Unit or, in the case
of employees from closed locations, to a plant in the same
zone as the employee’s Basic Unit, under the provisions of
paragraph 5 above, the employee will retain no seniority
rights at the “releasing” plant. Should an employee on the
Return to Basic Unit list, as described under paragraph 3
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above, subsequently refuse an offer of return, the employee
shall be offered no other rights under this Memorandum.

8. The provisions of this Memorandum will have no impact on
the application of Article VIII, Section 1(b) of the Collective
Bargaining Agreement. 8.

9. It is recognized that the plant from which the eligible
employee is released must do so in a manner consistent with
the maintenance of quality and efficiency. Accordingly, no
eligible employee will be released until a fully trained
replacement is available. Consistent with these principles, it
is recognized that the rate at which employees are released
may vary due to the types of jobs held by “returnees”, the
availability of replacement personnel, product or new model
launch, releasing plant staffing requirements, etc. Where
possible, Management will endeavor to release employees
within 30 days provided the location has the flexibility to
employ a provisional workforce. Disputes regarding this
issue may be immediately referred to the Company’s Labor
Affairs Office and the UAW’s National Ford Department for
resolution. Division and Operations Labor Relations
personnel will be re-advised of the importance of prompt
release of returning employees.

10.Employees transferring pursuant to the provisions of this
Memorandum will be eligible for moving allowances
provided by Article IX, Section 28(b) of the Collective
Bargaining Agreement on the same basis as a laid off
employee. Such employee also, upon acceding to their home
plant will be placed on available work and will not be eligible
to alter the vacation schedules in effect at the time of their
return.

11.The parties recognize that the provisions of this
Memorandum have complex administrative implications.
Accordingly, claims of violation are not subject to the
Grievance Procedure (Article VII of the Collective
Bargaining Agreement) but instead may be resolved through
the Appeal Procedure to the National Job Security,
Operational Effectiveness and Sourcing Committee.
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APPENDIX P

UAW-FORD MEMORANDUM OF UNDERSTANDING
ADVANCED MANUFACTURING/PRODUCT

INTELLIGENCE AND SOURCING

The Company will work with and assist the Union at both the Local
and International levels to preserve jobs, replace jobs which may be
lost by outsourcing action, and to create jobs for Protected
employees in the Job Security Program (JSP) and laid off
employees. It is an objective of the Union and the Company to grow
the business and to continue to rely upon its employees and
facilities as the source of its products. In order to achieve such an
objective, however, it is imperative that the parties mutually
embrace and continually enhance the precepts long established by
other joint forums, such as Continuous Improvement and Quality.
Only through the exhaustive efforts of both parties will the Union
and the Company be able to establish and sustain the highest levels
of efficiency, productivity, and quality that are necessary to remain
truly competitive in the automotive marketplace and provide the
level of job security that both parties desire.

During the term of the 2015 Agreement, the Company will advise,
in writing, the Union members of the Sourcing group of the
monthly Sourcing Council meeting results, including the number of
potential jobs affected. Additionally, data regarding work brought
in-house and work outsourced will be given to the International
Union in a monthly meeting. (The Company will provide this data
to the International Union via email or on a computer disk, and to
the impacted local parties, via email, reflecting their individual
plant status). In this manner, the parties can judge the success of
mutual efforts toward improved job security. The Company further
agrees to address its sourcing during the 2015 Agreement, in
accordance with the guidelines herein.

The rationale for sourcing actions will consider the criteria of
quality, technology, cost, timing, statutory requirements,
occupational and related environmental health and safety issues, the
impact on long-term job stability, the degree to which the
Company’s resources can be allocated to further capital
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expenditures, the overall financial stability of affected facilities, and
the impact on related UAW-Ford facilities. Other factors
considered by the Company before a final sourcing decision is
made will include the effect on employment, job and income
security costs, on both a short and long-term basis, and Company
assets and their utilization (see Volume IV, Sourcing – Standardized
Financial Form). The National parties will jointly further develop
the above criteria to be used to address sourcing issues. In
developing financial criteria appropriate Corporate return on
investment and burden will be considered. Pertinent criteria will be
applied consistently in comparisons of internal and external supply
capability.

In addition, the following specific commitments have been made to
address sourcing-related job security concerns of UAW members:

1. Implementation of Appendix P
a.     National Job Security, Operational Effectiveness and

Sourcing Committee (NJSOESC)

        The parties have agreed to create a National Job Security,
Operational Effectiveness and Sourcing Committee
(NJSOESC), comprised of Company and Union
representatives including the Vice President and Director
of the National Ford Department and a senior member of
Labor Affairs. With respect to sourcing, the NJSOESC
will be responsible to implement any training during the
term of the 2015Agreement. The parties agreed to joint
training on an annual basis and will work
collaboratively to develop such training as warranted.
Expenses will be paid by Joint Funds. The parties
recognize the value of materials available on the
sourcing website and agreed that modifications may
be made to the website by mutual agreement between
the parties during the term of the Agreement. The
NJSOESC is responsible for maintaining and updating
the Sourcing Process Flow Charts. The NJSOESC also
will monitor sourcing at the national level and address
sourcing concerns and their impact on the workforce. The
International Union and, where appropriate, the Local
Union, will be provided full and timely access to all
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appropriate data, including financial information, that is
pertinent to evaluate product competitiveness and
contemplated sourcing.

        The appropriate member(s) of the NJSOESC will oversee
and assist the Local Job Security, Operational
Effectiveness and Sourcing Committee (LJSOESC) in
implementing the parties’ objectives. If the parties cannot
resolve a sourcing issue, the Local Union may file a
grievance at the second step of the regular Grievance
Procedure.

b.     Local Job Security, Operational Effectiveness and
Sourcing Committee (LJSOESC)

        The parties have agreed that a Local Job Security,
Operational Effectiveness and Sourcing Committee
(LJSOESC), will consist of equal members of Company
and Union representatives including, for the Company,
the Plant Manager/Parts Distribution Center Manager,
Controller/Office Operations Manager, Human Resources
Manager or Labor Relations Supervisor, and other
management representatives as designated by the Plant
Manager/Parts Distribution Center Manager; and, for the
Union, the Plant Chairperson, the Local Union President,
if he/she so elects, Bargaining Committeepersons, the
local UAW Job Security Representative, and other local
Union representatives as designated by the Plant
Chairperson. A regular meeting will be scheduled and
both parties may agree to withdraw the meeting if
there are no topics for discussion. With respect to
sourcing, the LJSOESC will monitor sourcing at the local
level, including review of all market test and outsourcing
notices, and address sourcing concerns and their impact
on the workforce utilizing the Sourcing Process Flow
Charts provided by the NJSOESC.

2. Insourcing
The NJSOESC and, where appropriate the LJSOESC, will
discuss the practicality of insourcing, in whole or in part, work
previously outsourced or new work which the Union identifies



as that which might be performed competitively within the
location based on the criteria outlined above.

To assist in this process, the Company will provide, on an
annual basis, an electronic file of current information related to
the vehicle sourcing patterns for the assembly and components
of vehicles manufactured and sold in North America, and will
update the information as changes occur to the make/buy
pattern. The file will be delivered electronically to the UAW
National Ford Department Advanced Manufacturing/Product
Intelligence and Sourcing Coordinator(s).
Upon request of the Union, the assessment of the cancellation
cost associated with discontinuing a sourcing agreement with
an outside supplier will be provided to the Union as soon as
practicable, but in no event later than 30 days from the initial
date of request.

If the Union, at either the Local or National level, identifies
work that it believes it can perform competitively in
accordance with the criteria outlined above, it may utilize
available resources to submit a business case in writing to the
Company on a template to be agreed upon by the parties. If the
business case is based upon cost, the Union is to complete and
attach the Standardized Financial Form. The business case is to
be signed by the LJSOESC and the UAW National Ford
Department Sourcing Coordinator(s). The Union, thereafter,
will present its proposal to the applicable Company decision-
making party/parties.

If it is established that certain work can be performed
competitively, judged by the above criteria, Management will
adopt the Committee’s proposal and, barring unique or
unforeseen circumstances, bring the work in-house. The Union
shall thereafter obtain any necessary approval or ratification
within 30 days of the decision to bring the work in-house.

3. Temporary Insourcing
When temporary insourcing from an outside supplier is being
considered, the Company will provide to the Chairperson of
the Local Union a written notice containing the reason(s) for
the temporary action and the length of time that the work is
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estimated to remain inside. A copy of the notice will be
provided to the National Ford Department and Labor Affairs.
A temporary insourcing action is not to exceed 12 months,
unless agreed upon by the parties, and will not require written
market test or outsourcing notification when the Company
subsequently moves the work to an outside supplier. In the
unlikely event that a temporary action exceeds 12 months, or
the extension to the 12-month period as agreed upon by the
parties, the work will be subject to written outsourcing
notification as contained in the provisions of this
memorandum.

4. Outsourcing
Outsourcing as used herein means the Company’s sourcing of
work from UAW employees covered by this Agreement,
including work connected with current, new or redesigned
vehicles, fabricated parts, powertrain, and component
products.

The Company will establish fair and consistent guidelines for
conducting market tests to allow both internal and external
organizations to bid on work. Such guidelines will be
published and communicated to Company Buyers and the
International Union. Prior to a market test being initiated, the
International Union and the Local Union at the affected
location(s) will be notified in writing by the Company. At such
time, the LJSOESC will meet to discuss the reason(s) for the
market test. The written notification letter, among other things,
will identify the sponsoring activity and the potential suppliers
being asked to participate in the market test. Copies of the
Request for Quotation package, along with a list of the
suppliers that have been identified to participate in the market
test, will be sent to the Local Job Security Representative of
the affected location(s) four days in advance of copies being
sent to external supplier(s). The Local Job Security
Representative will have the responsibility to share the
package with the other members of the LJSOESC. Following
receipt of the request for quotation package (or written
notification in the rare case where a quotation package is not
utilized), the LJSOESC will have the opportunity to jointly
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develop a plan to perform the work competitively, judged by
the criteria listed earlier in this Appendix. As required, the
Sourcing Authority, or other Company activities involved in
the sourcing decision-making process, will assist and support
the LJSOESC. The LJSOESC should utilize the Standardized
Financial Form to jointly calculate the cost associated with the
component(s) being market tested. The local Union will be
provided full and timely access to all appropriate data,
including financial information that is pertinent to evaluate
product competitiveness and the potential effect of the
sourcing action. The Company will complete the market test
within six months from the initial notice to the Union. When
this six-month period expires, the market test will be
considered closed and no further activity related to the
product(s) covered by the notice will occur unless the Union
has been notified by way of a re-issued market test letter.

In circumstances where early supplier involvement is
necessary because there is insufficient information to conduct
a market test or make a sourcing decision based on traditional
selection criteria, a non-traditional selection process, e.g.,
design competition, may be utilized. When this process is
used, the Company will discuss such process in advance with
NFD-UAW representatives.

At such time as the sponsoring activity has received the results
of a market test (or a similar point in the sourcing process
when a market test is not applicable, e.g., design competition)
and an outsourcing decision is contemplated, the International
Union and the Local Union will be given written notice. The
notice shall be provided to the Union as far in advance as
possible or promptly following Sourcing Council approval,
and consistent with the timing requirements of the Global
Product Development System (GPDS). The notice will
provide, on a confidential basis, the reason for the outsourcing,
a description of the work involved, the impact on the
workforce including identification of any offsetting insourced
work, when applicable, the identification of the sourcing
authority, the quality status of the recommended supplier, and
a copy of all data contained in the financial analysis submitted
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to the Sourcing Council. The financial analysis should
incorporate the costs jointly calculated by the LJSOESC, and
the other applicable Company activities, during the market test
process.

a.     When such an outsourcing decision is contemplated at
any level of the Company, the written notice will be given
to the Vice President and Director of the National Ford
Department. A copy of such notice will be given to the
Chairperson of the Unit Committee at the same time.

b.     When such a contemplated outsourcing decision is
initiated by the Company at a level external to the
affected location(s), the Company will provide sufficient
advance written notice to allow the designated
Management representative at the affected location(s) to
comply with the notification procedure.

c.     Additionally, International Union and Local Union input
will be sought by the Company as early as possible in the
outsourcing decision-making process. The intent of the
evaluation period and Union input being sought as early
as possible is to allow for more thorough discussion and
to permit the parties to assess better the impact of
outsourcing on the long-term job stability of employees
and the financial viability of given Company locations.

d.     The Company will not enter into a contractual
relationship with a non-UAW-Ford supplier until such
time as the designated Management representative of the
affected location provides written verification that the
above notification procedure and discussion by the
LJSOESC has taken place.

A proposal to keep the work in-house will be made by the
Union within 90 days of the receipt of the written notice.
Such proposal shall be in the form of a written business
case and be signed by the LJSOESC and the UAW
National Ford Sourcing Coordinator(s). If the business
case is based upon cost, the Union is to complete and
attach the Standardized Financial Form. During such
time, if the LJSOESC agrees, resources will be provided
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to jointly study the feasibility of reducing internal
operating costs in an attempt to keep the work in-house.
The Union, thereafter, will present its proposal to the
applicable Company decision-making party/parties. If it
is established that the work can be performed
competitively, judged by the criteria listed earlier in this
Appendix, Management will, barring unique and
unforeseen circumstances, keep the work in-house. The
Union shall thereafter obtain any necessary approvals or
ratification within 30 days of the decision to keep the
work in-house.

e.     In cases where the Union believes that the decision by the
Company to outsource is improper, the Union may appeal
to the Executive Committee of the sourcing authority’s
Sourcing Council for further consideration. The appeal
shall be made by the Vice President and Director of the
UAW National Ford Department through the Company’s
Executive Director of U.S. Labor Affairs. The Union’s
appeal shall be made within the 90-day period described
in paragraph 4d above, and the Sourcing Council shall
hear the appeal as soon as practicable.

        Thereafter, if the Union so decides, it may appeal its case
directly to the Umpire, in accordance with the Sourcing –
Grievances letter of understanding.

f.      The Company agrees to a full disclosure to the
International Union of the procedures utilized in the
sourcing decision-making process.

When a temporary outsourcing action is being
considered, the Company willmeet with the Chairperson
of the Local Union and provide written notice containing
the reasons it is considering the temporary outsourcing at
that facility, an estimated date the work will be returned,
and provide status updates as required. The notice of
the outsourcing action will be given as soon as
practicable, consistent with the reasons such outsourcing
becomes necessary. Copies of this notice also will be
provided to the National Ford Department. Labor Affairs
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and the National Ford Department will work together
to improve compliance to the notification process.

5. Advanced Manufacturing/Product Intelligence
a.     Quarterly Meetings

Quarterly UAW-Ford Meetings will be continued with
the V.P. of Manufacturing to review Sourcing and
Advanced Manufacturing/Product Intelligence topics.
Attendees will include UAW Assistant Director of
Sourcing, UAW Assistant Director of Advanced
Manufacturing/Product Intelligence, Director-Labor
Affairs, Labor Affairs Sourcing Manager, and others
as deemed necessary. These reviews will include
discussions about insourcing plans, job creation, and
operational effectiveness opportunities at U.S.
assembly, stamping, and powertrain plants. In
addition, separate meetings will be scheduled to
include twice per year reviews (by July 1st and 
January 1st) of the 5 year global cycle plans as they relate
to U.S. plans for assembly, stamping and powertrain. A
confidential summary of these plans which identify new
or redesigned vehicles, subsystems or component parts
will be provided to the Vice President and Director of the
UAW National Ford Department or their designee.

b.     Early UAW Involvement/Meetings
        To provide the Union full involvement at the earliest

stages of the decision-making process, the applicable

Company Vehicle Line Director, or his/her designated
representative, at the Pre-Program Start (PPS) Milestone
Meeting, will inform the respective UAW Advanced
Manufacturing/Product Intelligence Representative of
New Major Vehicle Programs or Major Redesigned
Vehicles. Information discussed at this meeting will
typically include program objectives, major program
milestone dates, marketing objectives and customer
requirements, and potential assembly plant loading.
Additionally, to provide access to the Powertrain
decision-making process, the applicable Powertrain
Director, or his/her designated representative, will
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inform the respective UAW Advanced
Manufacturing/Product Intelligence Representative of
New Major Powertrain Programs or Major
Redesigned Powertrains.

c.     Vehicle Program Overview
        Following the Pre-Program Start Milestone Meeting for

New Major Vehicle Programs/Major Redesigned
Vehicles, subsequent meetings (Program Overviews) will
be scheduled by the Company to review specific vehicle,
subsystem or component plans. Chief Nameplate
Engineers will conduct such meetings. Typically, such
meetings will cover vehicle objectives and targets,
processes and timing, the sourcing pattern for assembly
and major components (including known or anticipated
changes to existing sourcing patterns) and plans for
prototypes.

d.     Powertrain Plans Review Meeting
        Senior management from Powertrain Operations will

meet twice per year with the leadership of the UAW
National Ford Department to review 5 year global
Powertrain cycle plans as they relate to Powertrain plants. 

e.     Product Development
        It is imperative that sourcing discussions and notification

become an effective and trusted tool. It is recognized that
early involvement by the UAW will greatly enhance the
chances for mutual success and will not jeopardize the
product development objectives of quality, speed to
market, product innovation, and lower total cost.

The Company’s continuing objective is to further
compress product development time frames and improve
speed to market. The timing for achieving product
development milestone events will fluctuate depending
on the risk inherent in each product program. Therefore,
future sourcing notification timing will vary uniquely
with each program on a case-by-case basis. Specific
product development target dates will be disclosed at the
Program Start Milestone Meeting. The reality of variable
program timing and ongoing system change dictates

APPENDIX P UAW-FORD MEMORANDUM OF UNDERSTANDING
ADVANCED MANUFACTURING AND SOURCING

260



frequent and structured communication for effective
sourcing discussion and notification.

The product development cycle for New Major Vehicle
Programs or Major Redesigned Vehicles will generally
range from approximately 50 months before Job 1 for
Program Start, to approximately 36 months before Job 1
for Program Overviews, to approximately 18 months
before Job 1 for Program Approval. In the case of niche
vehicles, it is understood that the product development
cycle time could be condensed.

f.      Meetings with Operations
Upon the request of the Union and submission of a
related agenda provided by the Union, the Company
will schedule subsequent meetings with Program
Management, the Manufacturing Business Office,
Purchasing, Engineering and/or Operations Managers or
their designated representatives to discuss issues of
concern to the Union.

Further follow-up meetings will be scheduled as required
at the request of either party.

The implementation of this process should provide the parties
the mechanism to take advantage of every opportunity to use
internal resources.

The commitments expressed in this Memorandum of
Understanding are intended to contribute significantly to our
cooperatively working together to provide Ford Motor
Company employees in the United States improved job
security by expanding the business.
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APPENDIX Q 

MEMORANDUM OF UNDERSTANDING 
"BEST-IN-CLASS" QUALITY PROGRAM

The parties recognize that continuous improvement in the quality of
the Company’s products and services to meet customer needs and
values is essential to securing Ford’s long term success in the global
marketplace and real job security for its UAW represented
employees.

For a number of years, the UAW, Ford Motor Company, and its
employees, including those represented by the UAW, have worked
together in a spirit of teamwork, cooperation and mutual interest to
improve product quality. These efforts have produced substantial
results. Ford and the UAW further recognize that local union and
employee support and involvement have been key elements of the
progress that has been achieved.

From the time the “Best-In-Class” Quality Program was established
in 1987, the parties have worked toward achieving mutual goals and
have demonstrated the ability to take a problem solving approach to
issues. The strengthening of this joint relationship has created a
highly successful program based upon a foundation of mutual trust
and respect that assures all issues can be resolved on a day-to-day
basis. Therefore, this Memorandum and the “Local Quality
Representative” Letter of Understanding are “living documents”
permitting the parties to continuously improve, support and expand
the UAW-Ford “Best-In- Class” Quality Program outside the
normal collective bargaining process.

This Memorandum is an on-going agreement which will not expire
concurrently with the Collective Bargaining Agreement.
Accordingly, the provisions of Article X, Section 10 and Article XI,
Sections 2, 3 and 4 will not apply to this Memorandum of
Understanding or the “Local Quality Representative” Letter of
Understanding. The UAW-Ford National Quality Committee will
provide the overall coordination for the continuous improvement of
this Program. The Committee will continually review and update
the direction of the parties’ joint quality efforts, including internal
Program processes, and will make recommendations to the UAW-

APPENDIX Q MEMORANDUM OF UNDERSTANDING
"BEST-IN-CLASS" QUALITY PROGRAM

262



Ford Quality Improvement Steering Committee on a periodic basis.
The Committee also will be responsible for communicating any
changes in the Program to Ford-UAW locations. Should either party
believe it would be more appropriate for the “Best-In-Class”
Quality Program to have an expiration date that coincides with the
present Collective Bargaining Agreement, the party may submit this
request to the Vice President and Director of the UAW-Ford
Department and the Company’s Vice President Labor Affairs for
review and approval.

The structure and responsibilities within the “Best-In-Class”
Quality Program are set forth below.

I. UAW-Ford Quality Improvement Steering Committee
The joint UAW-Ford Quality Improvement Steering
Committee will continue to direct and expand the quality
improvement activities of the UAW-Ford “Best-In-Class”
Quality Program to support continuous improvement in the
Company’s products, services and processes, including:

•       Review annual quality objectives, strategies, and
indicators for the UAW-Ford “Best-In-Class” Quality
Program and for the Company Quality Operating System
(QOS). The Committee will jointly develop measurables
to support the annual objectives and the QOS.

•       Drive joint actions to improve quality of products,
processes, and services.

•       Conduct discussions concerning the Company’s
manufacturing, assembly, and parts distribution facilities,
as well as suppliers and dealers.

•       Review and support joint exploration (including
consideration of pilot efforts) of new and enhanced
processes to improve quality of components and vehicles
produced by Ford.

•       Support the Company objective of producing “Best-In-
Class” vehicles that meet or exceed expectations of
present and future customers.

•       Create a work environment which allows the full
contribution of each employee toward the achievement of
quality leadership by Ford.
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The Steering Committee will:
•       Be co-chaired by the Vice President, Manufacturing and

by the Vice President and Director of the UAW-Ford
Department and include an equal number of Union and
Company representatives designated by the respective co-
chairpersons.

•       Be supported by a full-time UAW-Ford National Quality
Committee to implement the provisions of the UAW-Ford
“Best-In-Class” Quality Program and maintain liaison
with operations working quality committees and local
quality committees guided by a chartering process
recognizing that program design may vary among the
organizations involved.

•       Review and have access to the Ford Motor Company
Global Quality website for quality data and metric reports
including but not limited to: J.D. Powers, Global Quality
Research System (GQRS), Consumer’s Report,
Analytical Warranty System (AWS), US Market Research
Schedule, and The Customer Speaks.

•       Oversee and provide for development of new UAW-Ford
“Best-In-Class” Quality Program education and training
through the Targeted Training process based upon
specific business needs.

•       Review the activities and recommendations of the
National Quality Committee, plans for operations and
facility quality initiatives, and the results of local and
national quality actions.

II. UAW-Ford National Quality Committee
A full time UAW-Ford National Quality Committee will
continue to develop and recommend programs to the Steering
Committee, provide feedback to that Committee, transform
Steering Committee strategies into actions for implementation
by the local quality committees, participate on operations
working quality committees and assist local facility quality
committees.

The National Quality Committee will be co-chaired by an
appointed representative of the Vice President and Director of
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the UAW-Ford Department and an appointed representative of
the Global Vice President of Quality. The National Quality
Committee shall continue to be comprised of equal numbers of
representatives from the Union and the Company. The Union’s
representatives on the National Quality Committee will be
appointed by the Vice President and Director of the UAW-Ford
Department.

The committee will support the chartering process by
reviewing, updating, and cascading the annual charters
through each level of the Quality Governance Structure.
The Quality charters will contain agreed to, enforceable
elements required to support a “Best in Class” Quality
program such as a mission statement, roles and
responsibilities and quality operations and procedures.

III. UAW-Ford Operations Quality Committees
Presently established operations quality committees will
continue to function and their application and activities will be
on a uniform basis to all operations with employees covered by
this Agreement.

These operations quality committees will continue to include
representatives of operating Management, the UAW-Ford
National Quality Committee, and other Company and UAW
representatives as appropriate.

These committees will meet at least semi-annually, or more
frequently as they determine necessary, to discuss and review
quality performance objectives and indicators concerning the
operations’ products and services and joint actions that could
be taken to drive and support improvement. Other topics of
discussion or activities include:

•       Transform the strategies from the UAW-Ford Quality
Improvement Steering Committee into a roadmap and
actions for implementation by the UAW-Ford Local
Quality Committees.

•       Discuss quality matters in Vehicle Quality Reviews /
Product Commodity Team Meetings, weekly operations
meetings, and monthly Quality conference-calls.
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•       Assure the Company and Union leadership’s commitment
to driving customer satisfaction, continuous
improvement, and full workforce involvement in
achieving Best-In-Class Quality.

•       Emphasize the importance of customer satisfaction in the
quality improvement process.

•       Review specific operations and local education and
training needs to support continuous quality
improvement, including specific tracking and monitoring
of such training.

•       Share information on Company, operations and facility
competitive quality positions including future goals for
continuous improvement.

•       Emphasize the importance of total involvement and
commitment of the entire workforce in quality
improvement.

•       Provide recognition and positive reinforcement for the
quality improvement process.

IV. UAW-Ford Local Quality Committees
Facility committees will be co-chaired by the facility manager
and the unit chairperson. Other committee members will
include the Facility Operating Committee, to include the
Product Vehicle Team (PVT) Manager or Product Resident
Engineer and Supplier Technical Assistance (STA) Resident
and other representatives of local management as appropriate,
the local union president (if he or she so elects), the Local Unit
Quality Representative, the Employee Resource Coordinator,
and other members of the unit committee designated by the
unit chairperson.

These local committees will continue to meet at least monthly,
or more frequently as they determine necessary. They may
agree to meet consistent with local Time and Data
Management processes. The unit quality representative and
facility quality manager will be responsible for coordinating
the resolution of local quality committee matters and reporting
the results to the co-chairs of the local quality committee
between scheduled meetings.
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The focus of these committees is to discuss and review quality
information and indicators concerning the facility’s products
and services and joint actions that could be taken to drive
improvement. Additionally, local committees will:

•       Develop and implement local plans for quality
improvement consistent with the objectives and strategies
designated by the UAW-Ford Quality Improvement
Steering Committee and the Operations Quality
Committees.

•       Provide direction and support for the unit quality
representative in the quality improvement process,
including supporting the principle that all employees have
responsibility for quality in their work.

•       Assure that the quality representative has regular access
to the quality operating system management including
weekly meetings with the facility quality manager, or a
designated representative in that manager’s absence.

•       Review internal processes and establish a system locally
to address vehicle concerns, with a goal of minimizing the
quality representative’s involvement in this area.

•       Assure that a process is in place to advise the quality
representative of reworks and campaigns and to ensure
proper communication with the affected employees.

•       Establish a process locally that allows employees to raise
product quality concerns, make the necessary corrections,
and stop the operation, when necessary. This process
must ensure that the concerns are immediately addressed,
appropriate containment measures implemented, and the
operation restarted.

•       Ensure the quality system addresses the hourly and
salaried employees’ role in the containment of non-
conforming parts. The system will incorporate the
responsibility of these employees to contain non-
conforming parts, the process for rejecting/releasing the
parts and the communication plan to provide feedback to
the affected employees.
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•       Monitor performance against quality objectives to
support and maintain a continuous quality improvement
process.

•       Establish a mutually acceptable process for the unit
chairperson and facility management to identify hourly
employees to visit other facilities or suppliers, as
appropriate, to resolve quality concerns.

•       Establish teams of hourly and salaried employees,
including the Local Unit Quality Representative, to work
with and visit outside suppliers to identify and resolve
quality issues and concerns, as appropriate.

•       Review local education and training needs to support
quality improvements.

•       Integrate “Best-In-Class” Quality Program and other
quality improvement activities with employee
participation and other joint activities to address common
areas of interest and assure mutually supportive
relationships.

•       Oversee the process to ensure that all scrap materials are
purged from the facility in an expeditious fashion.

•       Review product launch progress and other engineering
changes and ensure timely communication of appropriate
information to affected facility employees. Explore
opportunities for greater hourly employee involvement in
the product launch process.

•       Facilitate communication between product engineering
and work groups, ensuring necessary engineering
assistance as appropriate.

V. Local Unit Quality Representative
Provisions for a local unit quality representative, including
such topics as number, appointment, functions, training
requirements and other matters, are set forth in a separate letter
of understanding.

The functions and responsibilities of the quality representative
include the following:
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•       Participate on the local joint quality committee to handle
joint quality initiatives.

•       Coordinate the resolution of local quality committee
matters and reporting the results to the facility manager
and building chairperson between scheduled meetings.

•       Participate in product launch quality reviews.

•       Investigate and close Quality Hot Line calls and Quality
Concern Resolution cases.

•       Participate in the development and implementation of
local strategies to achieve facility internal and external
quality performance objectives.

•       Participate on the facility team completing quality self-
assessments.

•       Participate in local Incoming Quality meetings, and on
facility teams of hourly and salaried employees to
identify and resolve quality issues and concerns with
outside suppliers.

•       Assist in the preparation of quality performance
information and related material to be shared with UAW
represented employees to enhance their understanding
and support of facility quality initiatives.

•       Verify compliance with QPS sheets when investigating a
quality issue or customer concern.

•       Participate in the development and implementation of job
related quality training.

•       Maintain communication with the UAW-Ford National
Quality Committee, and attend meetings as required by
the UAW-Ford National Quality Committee.

•       Perform other functions associated with joint quality
initiatives as may be required from time to time by mutual
agreement of the Company and the Union.

VI. Quality Concern Resolution Process
•       The Company and Union recognize that it is in the best

interests of both parties to resolve employees’ product
quality concerns as soon as possible, at the facility where
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they originate. This quality concern review process will
originate at the location and may include review by the
operations quality committees and, if required, the UAW-
Ford National Quality Committee.

•       The UAW-Ford National Quality Committee will provide
ongoing coordination of this process, which will be
independent of the grievance procedure provided in the
Collective Bargaining Agreement.

VII. Supplier Relationships
•       It is recognized the “Best-In-Class” quality principle of

“Working Together for Quality” includes the employees’
relationships with all suppliers, both external and internal.
It is the hourly and salaried employees’ responsibility to
ensure quality parts are used in the production of Ford
vehicles, regardless of their manufacturing source.

•       Accordingly, all suppliers will be responsible for their
quality performance (consistent with the Supplier
Corporate Citizenship letter dated November 03, 2007).
Additionally, the Company is responsible for the
administration of policies consistent with the provisions
set forth in the Q1 2nd Edition. The National Quality
Committee will have timely access to the list of suppliers
that have been placed on Q1 probation or had their Q1
status revoked and may visit outside supplier locations in
conjunction with the Ford on-site Supplier Technical
Assistance Engineer. If issues arise with the ability to
access an outside supplier facility, the National Quality
Committee will work through the Supplier Technical
Assistance Manager to address the concern. Further, the
UAW-Ford National Quality Committee shall be afforded
periodic meetings as needed with Supplier Technical
Assistance/Purchasing and the various operations to
obtain information on supplier improvement processes
and discuss outside supplier concerns.

VIII.Customer Satisfaction Activities
•       Building upon our significant long-term efforts and

progress in improving product quality, the UAW and the
Company agree to discuss alternative means of utilizing
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consumer insights and feedback to improve customer
satisfaction. Joint activities to support this objective will
be the subject of ongoing discussion between the Union
and the Company.

•       The parties agree to continue to utilize local dealer panels
where mutually agreeable, whereby, after appropriate
orientation and training, the National Ford Department
and local union offices may communicate with the
Company’s customer services activities on customer
concerns and other quality matters. Such local Vehicle
Concern Service Resolution Process/dealer panels will be
affiliated with and under the jurisdiction of the UAW-
Ford National Quality Committee. In addition, the UAW-
Ford National Quality Committee will utilize a multi-step
procedure for Company locations to follow to resolve
employee vehicle complaints, where no dealer panels
exist. Members of the UAW-Ford National Quality
Committee will visit each facility to communicate the
new procedure, and make recommendations, as
appropriate.

•       The parties also agree that it continues to be important to
improve communication among representatives of the
Union, the Company, and the dealers on issues of
common concern regarding the achievement of their
respective quality objectives. As a key step in achieving
and maintaining this level of communication, the parties
agree that Ford Motor Company will continue to seek to
have the Vice President and Director of the UAW-Ford
Department invited to meet with the officers of the Ford
and Lincoln Dealer Councils. The Steering Committee
may develop other appropriate quality related
communications or actions for discussion with the Dealer
Councils.

IX. Other Matters
•       The Company and the UAW reaffirms support of certain

quality promotional activities to increase employee and
consumer quality awareness and recognize employee
contributions in product and service quality
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improvements. Opportunities could include auto shows,
certain sporting venues, community activities, and
charitable events where mutually agreeable and beneficial
to UAW-Ford employees, subject to verification by
appropriate market research in those cases where
customer contact and other marketing and advertising
considerations are involved.

•       Further, the Company continues to acknowledge the
support of the UAW National Ford Department, local
unions and UAW represented employees in various ways
in advertising campaigns, the introduction of certain new
products, and other similar activities which likewise have
proven to be mutually beneficial. Accordingly, the
Company intends to continue to provide similar
opportunities in the future.

•       A generic Joint quality decal or sticker will be affixed to
UAW built vehicles indicating that these products were
proudly built by UAW-Ford members. This decal
signifies the UAW’s commitment to the improvement of
Ford Motor Company product quality. The UAW-FORD
National Quality Committee will continue to be the
provider of these decals/stickers.

•       The UAW-Ford National Quality Committee will use an
assessment tool, including a coaching document, to assess
the effectiveness of Local Quality Committees for
conformance to Appendix Q. Self assessments will be
conducted in conjunction with the QOS assessment
process.

•       The UAW-Ford National Quality Committee will
designate Targeted Training Single-Point Lessons to be
included in the New Employee Orientation Program for
new employees.

•       The UAW-Ford National Quality Committee will develop
Train-the-Trainer Modules for QOS updates as required.

•       The UAW-Ford National Quality Committee, the
respective Operations Quality Offices, and the Local
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Quality Committees will conduct Quality communication
and training based on resource specific business needs.

•       The UAW-Ford National Quality Committee shall receive
advance notification of field service actions.

X. Funding
•       Funding for program development and agreed upon

training programs in support of this Memorandum of
Understanding and the UAW-Ford “Best-In-Class”
Quality Program will continue to be provided by the
UAW-Ford Education, Development and Training
Program, in accordance with provisions governing that
Program. Local initiatives will be charged to local
training funds.
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APPENDIX S 

UAW-FORD MEMORANDUM OF UNDERSTANDING FOR
THE HEALTH AND SAFETY OF EMPLOYEES 

The UAW and Ford are proud of their accomplishments and long
standing dedication to education, training, a positive safety culture
and the resolution of employee health and safety concerns. Jointly,
the parties will continue to strive for a lasting culture where health
and safety is an integral part of how we do business. This
Memorandum of Understanding reinforces this commitment by the
UAW and Ford to build an environment that continues to embrace
every aspect of workplace health and safety as a way of life and
uncompromised core value in everyday activities at every level of
the organization. Jointly, the parties will continue to strive for a
healthier and safer workplace through the involvement of all
employees.

The UAW and Ford leadership are dedicated to continuously
improving the health and safety culture through employee
engagement, awareness, and accountability at all levels. This
dedication builds upon the long standing commitments of the UAW
and Ford to health and safety and Best-In-Class joint training
programs. With a goal of zero fatalities and serious injuries, the
leadership of the UAW and Ford will continue to jointly sponsor
activities that support a relentless daily focus on health and safety
that protects employees, prevents accidents and injuries, and
provides a safe workplace. The UAW and Ford leadership will
strive to achieve a safety culture in which everyone looks out for
one another. Our efforts will continue to focus on:

•       improving the health and safety culture and engagement
for all employees;

•       enforcing and complying with health and safety
programs, procedures, and safe work practices;

•       protecting all employees when performing non-standard,
non-routine, and high risk work;

•       improving the Pre-Task Analysis process to ensure high-
risks are addressed;
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•       maintaining adherence to the company’s safety operating
system;

•       improving the effectiveness of the ergonomics process;
•       supporting effective and efficient NJCHS best-in-class

training;
•       expanding upstream pro-active engineering and design,

including new technologies, for health and safety;
•       conducting effective joint Safety Process Review Boards;
•       exploring methods to enhance safe PMHV/pedestrian

movement;
•       inspecting and maintaining combustion equipment;
•       emphasizing energy control and power lockout, electrical

safe work practices and walking and working surface
safety;

•       expanding the involvement of employees, team
leaders/coordinators, supervisors, and work teams in the
overall safety process;

•       using joint health and safety audits of all plants and
facilities to achieve continuous improvement;

•       support the development of determining a set of
leading metrics for proactive injury prevention; and

•       ensuring necessary personal protective equipment is
available to and worn by employees.

The parties have worked together to improve the UAW-Ford joint
health & safety program and have demonstrated the ability to take
a joint problem solving approach to issues. This relationship
continues to build a highly successful program based upon a
foundation of mutual trust, respect and the desire to ensure all
employees are provided a safe working environment.

The NJCHS is specifically empowered to periodically jointly
review and evaluate this Memorandum of Understanding to identify
improvement opportunities to the provisions during the term of this
agreement.

The NJCHS will jointly provide the direction of the continuous
improvement of this program. Any changes or variations to the
program for any reason must be jointly agreed to by the co- chairs
of the NJCHS with a final approval by the Vice President and
Director UAW, National Ford Department and the Vice
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President of Labor Affairs or their designees. The NJCHS will
be responsible for communicating any changes in the program to
UAW-Ford locations.

It is expressly understood that this language has no impact on the
contractual provisions under Article VI, Section 8; Article VII,
Section 23 (b); and Article X, Section 4; or related Letters of
Understanding. These provisions will remain in full force and
effect.

The Company and the International Union agree that the effective
date of this Memorandum means the effective date of this
Collective Bargaining Agreement and will expire with the
expiration of this Collective Bargaining Agreement.
The Company shall have the obligation to continue to make
reasonable provisions for the health and safety of its employees
during the hours of their employment. The Union shall cooperate
with the Company’s efforts to carry out its obligations. Therefore,
the following Memorandum of Understanding for the Health and
Safety of Employees is adopted.

1. National Joint Committee on Health and Safety
The parties recognize that efforts directed toward a safe and
healthy workplace must represent a fully joint commitment.
Therefore, the National Joint Committee on Health and Safety
(NJCHS) was established as a mechanism to guide health and
safety concerns in the appropriate direction. The National Joint
Committee shall continue to be comprised of equal numbers of
representatives from the Union and the Company. Union
representatives of the Committee will be appointed by the
Director of the National Ford Department. Each party will
appoint to the Committee at least one member who has
professional training in industrial hygiene or safety.

Among those matters that would continue to be appropriate for
discussion by the NJCHS would be significant developments
of a mutual interest in the health and safety fields, changes in
the Company’s health and safety programs due to legal
requirements or Company policy revisions, review of the
meaningful injury and illness experience of the Company’s
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plants, and procedures to minimize employee exposure to
known harmful physical agents or chemicals.

In the course of NJCHS discussions, the Company will
continue to disclose the identity of any known harmful
physical agents or chemicals to which employees are exposed.
In addition, the Company will continue to arrange for surveys
of specific plants at the request of the National Ford
Department. Results of such surveys, as well as regular plant
surveys conducted will be provided to the International Union
through its representatives on the NJCHS.

Past arrangements will continue to be made through the
NJCHS for professional health and safety representatives of
the International Union to visit Company plants in connection
with particular health and safety problems.

The NJCHS has access to plant data required on OSHA Form
300A(“Summary of Occupational Injuries and Illnesses”), or
any successor document, the total manhours worked and the
incident rate for each plant for the comparable period. Also,
the Company will continue to provide to the International
Union through the NJCHS prompt notification of fatalities and
serious injuries resulting from work-related accidents.

Additional National Joint Committee functions are as
follows:
•       Sponsor joint conferences that provide training and

education, and stimulate interest in health and safety
programs and procedures.

        Conferences/meetings sponsored by the NJCHS for
Company and Union Health and Safety Representatives
will be held no less than annually or as deemed necessary
by the NJCHS to provide required training and education
and to stimulate renewed interest in health and safety
programs and procedures to further improve the
workplace for all employees. Conference expenses,
including wage payments for lost time, will be paid with
joint funds. Joint funds will pay for lost time (eight hours
per day) for Unit Health and Safety Representatives who
participate in these conferences. The Company will
recognize and compensate properly appointed alternates
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when the Unit Health and Safety Representative is out of
the plant to attend such training. The NJCHS will
consider appropriate requests to provide financial support
for periodic Operations meetings of safety professionals
to share best practices and receive current health and
safety information.  The parties will develop a strategy
to ensure Union and Company health and safety
professionals attend joint health and safety
conferences.  Unresolved concerns will be elevated
through the issue resolution process.

        In addition, the NJCHS supports further development
of safety professionals through their participation in
state and national health and safety conferences.

•       Oversee joint training and education.
        The Company will continue to provide additional joint

health and safety training to enhance safety awareness,
hazard recognition, and technical skills of employees
covered under the terms of this agreement. To provide for
consistency and uniformity, the NJCHS will continue to
consider joint funding requests from the plants to enable
them to design training programs to meet local needs (for
example, specialized training to address unique health
and safety concerns of electric vehicle batteries). After
submission to the NJCHS for review, funding requests
covering projects which are consistent with NJCHS
objectives will be referred to the Joint Governing Body of
the Education, Development and Training Program for
approval.

•       Evaluate health and safety research needs and
recommend appropriate research projects.

        The parties recognize that certain health and safety
matters require thorough study and appropriate analysis
and research to identify and address the issues. The
NJCHS will continue to evaluate health and safety
research needs, recommend appropriate research projects
and communicate the findings to affected employees. The
NJCHS will make recommendations to the Joint
Governing Body for funding of the specific project(s)
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under consideration as described in Section III of this
Appendix S. The results of research conducted within
Company facilities will only be used for purposes
specifically authorized by the NJCHS.

•       Participate in Manufacturing Safety Council (MSC)
and Operations Safety Process Review Boards
(SPRB).

        These meetings, co-chaired by a senior member of
Operations management and a member of the National
Ford Department Health and Safety Staff (or other similar
arrangement approved by the Company and the UAW
National Ford Department) has been established in each
Operations having employees covered by this agreement.
The NJCHS will continue to participate in activities of
these forums which are expected to meet monthly or
otherwise by mutual agreement to proactively review and
resolve health and safety issues and to disseminate
corrective actions and information throughout their
respective Operations.

•       Conduct joint health and safety reviews of plant
facilities.

        The NJCHS will continue to sponsor and oversee a
national joint team of Company and Union
representatives to review Company facilities and
activities with regard to NJCHS programs, federal and
state regulations and Company health and safety policies
and procedures. The NJCHS will develop specific
training requirements for review-team members. The
team’s principal functions will continue to be to
encourage Local Union and Management cooperation
concerning continuous improvement in health and safety
matters, and to highlight strengths and assist in
identifying areas where improvements are needed. Joint
reviews will be conducted as deemed necessary by the
NJCHS, but in no case less frequently than once every 18
months for manufacturing and parts distribution
locations. The NJCHS joint audit process will include
both scheduled and unscheduled facility audits. In
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addition, facilities are required to conduct quarterly self
assessments using the Company’s current safety
operating system. Joint Leadership at the facility are
responsible for ensuring the accuracy of the facility’s self-
assessment. Results, action plans, and status are to be
reviewed quarterly at the Plant Safety Process Review
Board Meetings.  The NJCHS will continue to provide
input into the development of the SOS and engage in
the implementation, monitoring, and measuring of it.
As part of our overall efforts for continuous
improvement, the Union and Company agree to the joint
selection and appropriate use of third parties for certain
aspects of joint health and safety audits. 

II. Existing Provisions
The following separate contractual provisions are reaffirmed
as being in full force and effect in conjunction with this
Memorandum of Understanding.
Article VI, Section 8;
Unit Health and Safety Representative
Article VII, Section 23(b);
Special Procedures - Health and Safety
Article X, Section 4;
Health and Safety
Letters of Understanding:
The following letters of understanding are unpublished.

•       Additional Health and Safety Representatives (10-31-73)
•       Limitations on the Addition of a Health and Safety

Representative and Benefits Representative for Units
between 600 and 1,000 Employees Already Having Such
Representation (10-4-79)

III. Ongoing Research
The Company and Union agree to examine and conduct
research projects on subjects that address immediate health
and safety needs such as ergonomics or serious acute injury
prevention. The NJCHS, where appropriate, will meet, share
information and coordinate research agendas with UAW-
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General Motors and UAW-Chrysler with respect to future
projects.

IV. Training and Education
The parties recognize the desirability of wide dissemination of
information concerning the causes of illness and accidents and
preventive measures which can be implemented and, therefore,
are continuing to address the need for health and safety
education and training through ongoing programs and projects
listed below.

Orientation training is acknowledged as an important step in
providing a new employee’s understanding of health and
safety procedures. The NJCHS will provide input to update
health and safety related training material.

Evaluation of training programs, including monitoring post-
training awareness and understanding, will be conducted as
determined by the NJCHS.

Existing programs and those developed and rolled-out by
the NJCHS will be reviewed by the NJCHS co-chairs and
added to the Regional OHS Training matrix.
The NJCHS will create a process flow diagram for local
access of employee safety training records.
Chemical Safety Training
        The Hazard Communication Program, first initiated in

1984 to address federal OSHA requirements, is an
ongoing program to satisfy requirements relative to
recognizing and avoiding chemical hazards.

        The Hazard Communication training program was
updated, renamed (Chemical Safety Training Program),
and redesigned in 1997. In 2011, the program was
updated and redesigned following the format of more
recently developed NJCHS programs. The frequency of
refresher Chemical-Safety Training will be determined by
the NJCHS.

•       Energy Control and Power Lockout (ECPL)
        In 2015, the NJCHS revised the ECPL training

program to include ECPL Awareness and ECPL
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Authorized Person training.  ECPL Awareness
training was developed in both web-based and
instructor-lead format.  The ECPL Authorized
training was developed as web-based only.  The
updated training which included significant updates
reflecting advancements in safety technology and
processes was delivered to all affected employees. In
this regard, it is understood that local Management and
the Unit Health and Safety Representative will review
periodically the machinery and equipment lockout
program currently in effect. UAW Health and Safety
Representatives and Plant Safety Engineers will conduct
sample follow-ups with employees to verify competency.
Necessary modifications to the local implementation of
the ECPL program will be documented and supplied to
the Unit Health and Safety Representatives with the
understanding that they will have an opportunity to
discuss the local implementation of the program and
make recommendations. To maintain the effectiveness of
the ECPL program standard (FAS08-100), including
placarding standard (FAS08-102) Energy Control and
Power Lockout Placard, the rules regarding annual
refresher training must be strictly followed.

        The Energy Control and Power Lockout Standard
(FAS08-100) and the Energy Control and Power Lockout
Placard Standard (FAS08-102) outlines criteria and
presents a method that will satisfy the identification and
specific written procedures requirements of 29 CFR
1910.147 for the control of hazardous energy during
servicing and maintenance of production machines and
equipment with multiple energy sources.

        For single energy source equipment where the energy
disconnect is not evident at the operation, the location of
the disconnect will be identified.

        The placarding teams established in the 1993 Collective
Bargaining Agreement remain in effect to ensure the
accuracy of all placards.
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        A committee which includes the Plant Safety Engineer,
UAW Health and Safety Representative (or a Plant
Chairperson who functions as a Health and Safety
Representative), a facility engineer and an experienced
skilled tradesperson has been established and meets on an
as needed basis. This committee will determine
placarding needs and ensure compliance with the
placarding process. The Committee’s functions include,
but are not limited to developing and implementing a
process for:

•       ECPL training that addresses advancements or
changes in safety technology and lockout procedures
shall be provided as part of the launch process.

•       Installation and verification of placarding on new
equipment.

•       Updating of existing placards during local engineering
changes (scheduled or unscheduled). 

•       Replacement of damaged or missing placards, and
•       Immediate identification and rectification of inaccurate

placards.

The committee will report the placarding status to the Plant
Safety Process Review Board.

•       Guidelines, Responsibilities, and Safe Practices
(GRASP)

        The NJCHS will update the GRASP training program
designed to train: (1) committeepersons, team 
leaders, process coaches/supervisors, and team
managers/superintendents on their health and safety
roles and responsibilities; and (2) all employees on job
hazard recognition. The program requires an Operator
Instruction Sheet/Job Safety Analysis (OIS/JSA) for each
production job or group of jobs in a specific work area.
Reinforcement videos to aid supervisors in the delivery of
safety talks also will continue to be provided.  The
NJCHS will update the GRASP refresher.  The
recipients and frequency will be determined by the
NJCHS.
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        In the case of skilled trades and other non-production
employees, the NJCHS developed, and launched a new
GRASP application, which includes a process to identify
high risk tasks associated with machines and equipment,
describes the hazards involved with such tasks, and
determines appropriate health and safety controls. The
basis for determination of appropriate controls will be the
hierarchy, which gives preference to engineering
solutions over procedures or personal protective
equipment. Additional methods of describing and
placarding off standard tasks will be reviewed and
implemented for recurring jobs that are performed by
employees.

•       Die Handling 
        In 2014, the NJCHS jointly developed safe die

handling training.  The training was designed to
reaffirm safe practices for routine die handling
operations. 

•       Arc Flash Web-based  
        Arc flash refresher training for electrically qualified

personnel was developed and launched during the
2011 contract period. 

•       Lifting & Rigging Refresher  
        Refresher training was initiated in 2015 to reinforce

safe lifting and rigging practices to all affected
employees.

•       Skilled Trades and Apprenticeship Training 
        Accidents involving skilled employees continue to be a

major concern of the UAW and Ford. Safety training will
continue to be provided, consistent with the requirements
of each plant, to all Appendix F employees including
apprentices. Training programs have been developed
covering lifting and rigging, working at heights, electrical
safe work practices, skilled trades chemical safety,
troubleshooting, maintenance vehicles, mobile crane and
overhead gantry crane (which included additional lifting
and rigging training). Where appropriate, future training
projects will be developed, piloted, and delivered for
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specific skilled trades classifications or groups. The
NJCHS will explore alternative methods of delivery to
enhance training effectiveness and minimize disruption to
operations. In addition, the NJCHS will work with the
Joint Apprenticeship Committee to ensure apprentices are
adequately evaluated on safe work practices.

•       Air Sampling/Industrial Hygiene Workshops 
        Periodic Industrial Hygiene Workshops have been

conducted by the Union and the Company. These
workshops will be scheduled as needed to train Unit
Health and Safety Representatives and Company Safety
Engineers.

•       Powered Material Handling Vehicle (PMHV) 
        Powered Material Handling Vehicle (PMHV) Program

training has been designed and conducted to instruct
operators of material handling industrial trucks in the safe
operation of their vehicles. The parties agree that
prospective operators will receive the appropriate UAW-
Ford PMHV training, properly satisfy certification
requirements prior to operation of powered material
handling vehicles and receive refresher training in
conjunction with license renewal. The parties also
recognize that “pedestrian” training is an essential
element of the PMHV effort and agree that employees
who work and walk around powered material handling
vehicles will receive such training.

        The parties recognize that loading dock safety training is
an essential element of the PMHV effort. Videos, single
point lessons, and other methods, are currently used to
provide training to appropriate personnel who are
involved in the process of loading and unloading trailers,
railroad boxcars and using column load dividers.

        The Company has established a PMHV/Pedestrian Safety
Core Team which develops strategies to prevent PMHV
and pedestrian incidents. The NJCHS and Company
leadership jointly participate on this team. New
procedures and equipment being considered will be
jointly reviewed in this forum.
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•       Confined Space Entry (CSE)
        In 2010, the confined space entry training program was

updated and redesigned following the format of recently
developed NJCHS programs. Work assignments that
involve entry into confined spaces are a concern of the
NJCHS because of the potential for serious injury or
death if proper procedures are not followed. The
Company has conducted and continues to conduct
surveys at each location to identify confined spaces and
the NJCHS developed and implemented a comprehensive
training program on this subject for permit issuers, rescue
team members and entrants/attendants. Rescue teams will
receive refresher training annually on practice rescues
from typical confined spaces, basic first aid, and CPR.
The frequency of future confined space entrant and
attendant refresher training will be determined by the
NJCHS.

•       Shiftwork
        In 1995, the UAW-Ford NJCHS and ESSP jointly

developed a training program to assist employees and
their families to make healthy lifestyle adjustments to
rotating shifts and non-traditional hours. The Program has
been made available to all locations for use as determined
by the local parties.

•       Safety Talks
        The parties continue to agree that effective safety talks

conducted at least monthly by members of plant
supervision and/or team leaders/coordinators will be
conducted to review near-miss incidents and injuries,
remind employees of the importance of work rules and
safe practices, and encourage awareness of potential
hazards in the workplace. The parties recognize the
benefit of prompt sharing of near-miss or serious
incidents with affected employees in a safety talk format
in order to alert employees in the immediate area(s) of
potential hazards, appropriate safe work practices, and/or
corrective actions to prevent recurrence. The parties
continue to agree that conditions, equipment and
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processes differ by plant and, therefore, the safety talks
are best handled on a plant-by-plant basis. The review of
these programs is a proper subject for discussion by the
NJCHS. Safety Stand-downs are considered a positive
way to communicate special health and safety messages.
The practice will be utilized as appropriate, for example
in conjunction with, vacation shutdown, Christmas
holiday period, or extended plant-wide shutdowns of at
least two weeks. GRASP reinforcement videos have been
produced and will continue to be available to serve as
potential safety talk topics.

•       Health and Safety Training for Supervisors and
Committeepersons

        The NJCHS has developed comprehensive training for
supervisors and committeepersons on health and safety
fundamentals, accident investigations, communications,
and ergonomics.

•       Web Conferencing and Teleconferences
        The parties agree that web conferencing and

teleconferences are effective tools in education and
training. The NJCHS will continue to utilize web
conferencing and teleconference facilities at the National
Programs Center for these purposes.

•       Representative Training
        NJCHS sponsored training will be conducted periodically

for full-and part-time elected Union representatives and
properly appointed alternate Unit Health and Safety
Representatives.  Alternate H & S representative
training will be identified by the NJCHS and
facilitated locally.

•       Train-The-Trainer Certification
        The NJCHS has implemented a system for competency of

health and safety trainers through in-plant certification. In
addition, train-the-trainer sessions will continue to be
conducted, as required, during the term of this
Agreement. The NJCHS will develop replacement criteria
to maintain best-in-class trainers.
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•       Orientation for new Unit Health and Safety
Representatives, Alternates and Company Safety
Engineers

        The NJCHS will continue to provide orientation for new
Unit Health and Safety Representatives and Safety
Engineers. Properly appointed alternate Unit Health and
Safety Representatives appointed after the effective date
of the Agreement will receive a comprehensive in-plant
orientation with plant safety professionals based on
criteria developed by the NJCHS. In addition, new safety
professionals and alternates will be provided study
material on all three levels of core competency as soon as
practical after appointment. Should an alternate
subsequently be appointed as a full-time Unit Health and
Safety Representative, they must commence the
assessment process to become certified as described
below.

•       Training for Health and Safety Representatives/Safety
Engineers

        Present and newly appointed Unit Health and Safety
Representatives (UHSR) and Company Safety Engineers
will be required to be certified to a level of core
competency which satisfies the disciplines for health and
safety personnel in industrial hygiene, ergonomics and
safety. An educational curriculum, appropriate
competency criteria, and an assessment process, has been
developed by the NJCHS. Safety professionals (both
UAW and Ford) who fail to achieve core certification
within an appropriate period will be counseled by the
NJCHS co-chairs and required to take supplemental
training provided by the NJCHS with the intent to achieve
certification. Experienced UHSRs, and Company Safety
Engineers may elect to take a proficiency assessment in
lieu of attending the specific training. When all
competencies are demonstrated, a certificate will be
issued by the NJCHS. In addition to the NJCHS
certification, present and newly appointed Unit Health
and Safety Representatives (UHSR) and Company Safety
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Engineers will be required to complete the OSHA 30 hour
General Industry Outreach Course or equivalent. All costs
associated with the delivery of the internal certification
program and OSHA course will be covered by the
NJCHS. All health and safety personnel are encouraged to
pursue additional educational opportunities and
certification such as, Certified Safety Professional or
Occupational Health and Safety Technologist. The
NJCHS will identify and implement relevant courses that
will more closely align the UAW Health and Safety
Representative (both full and part-time) and Plant
Safety Engineer knowledge bases, as well as improving
overall competency for both.

V. Other Important Matters
•       Issue Resolution Process
        The parties agree that health and safety issues will be

promptly resolved at the base level of the organization. If
necessary, the matter may be addressed at the local Plant
Safety Process Review Board or with assistance from the
Chairperson and Plant / Facility Manager. If the matter
cannot be resolved locally, the item may be referred
through Operations to the NJCHS for review and
resolution.

        The NJCHS will create/maintain a flowchart specific
to the Issue Resolution Process.

•       Combustion Safety
        A Combustion Safety Core Team, consisting of the

NJCHS and Company leadership, has been
established to provide strategic oversight for all issues
related to gas-fired equipment (e.g. standards and
procedures, safety training resources, process
verification reviews, and maintenance procedures).
Also, the Combustion Safety Team will jointly review
proposed new equipment and procedures.

•       Hazardous Materials and Environmental Control 
        Company and Union Health and Safety Representatives

will continue to monitor hazardous materials and
environmental control activities (including review of
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materials for local use, toxic waste handling or disposal)
having a direct bearing on employee occupational health
and safety. Hazardous materials and environmental
controls affecting employee health and safety will be
recognized as appropriate subjects for discussion by the
NJCHS. 

•       Review of Technology and Launch
        Launch is an additional and separate activity in our

facilities.  The Company may submit a request with
supported business rationale for the request to Labor
Affairs to approve additional hours for safety
activities based on local needs.

        The UAW Health and Safety Representatives will
continue to participate in change management for new
equipment and processes, which could include reviews
of:

• new plant layouts
• machine and equipment buy-offs,
• PMHV applications and associated equipment,
• new and retooled work stations,
• major process changes where employee health

and/or safety may be affected,
• material flow,
• part racks (in process or shipping), and
• PROTAG.

        The NJCHS will be provided the opportunity to
evaluate new technologies to the company and review
the associated risk assessments.

        The parties agree that focus should be given to upstream
pro-active engineering and design, and reviews should be
conducted in the planning or tryout stages and prior to the
time that new equipment or processes are released to
regular production operations.  In addition, pro-active
consideration should be taken during rebalances.
Where appropriate, other hourly employees, such as
skilled tradesperson(s) and/or member(s) of the Local
Ergonomics Committee, may be involved in this process.
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The Company will provide additional training for
launch support activities as needed. Any issues that
cannot be resolved locally regarding review of
technology and launch should follow the Issue
Resolution Process. The Issue Resolution Process
provides a method to resolve concerns related to
equipment review and buy-off.

        To improve the launch buy-off process, a focus group
will be jointly assembled to review things-gone-right
and things-gone-wrong, and may include VO, PTO,
and SBU.  This information will be used to develop
best practices and share lessons learned with all
facilities.

•       Ergonomics (Fitting Jobs to People)
        The Union and the Company recognize that

musculoskeletal disorders (MSDs) are occupational
illnesses that are prevalent and preventable in the
automobile industry worldwide. The Union and the
Company established the UAW-Ford ergonomics process,
“Fitting Jobs to People” in 1989. The Union and the
Company are committed to continually improving the
efficiency and effectiveness of the ergonomic process
through:

(1) proper application of ergonomic principles to the
work environment, and

(2) increased emphasis on upstream, proactive analysis
through advanced ergonomics training for engineers
and Local Ergonomics Committee (LEC) members
selected by those LECs and the continued
development and implementation of ergonomic
analysis tools and processes with the Manufacturing
Engineering Departments,

(3) Triannual Joint Ergonomic Summit with PTME,
VOME, SBU, Corporate Ergonomics,
Manufacturing Safety, and others identified by
the NJCHS. Collaborative focus will be placed on
upstream engineering, analysis, tools, training,
and cross functional best practice sharing. 
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        The Union and the Company have increased awareness of
ergonomic principles and practices by jointly developing
and implementing education and training programs for:

•       employees and their supervisors;
•       Company Safety Engineers;
•       UAW Health and Safety Representatives;
•       other Union representatives as jointly appointed by the

Co-chairs of the NJCHS;
•       certain plant engineers; and
•       appropriate Medical personnel.

These efforts will continue as required to maintain such
awareness, including appropriate refresher training with an
ergonomics handbook for employees. The NJCHS will
continue to conduct classes annually for LEC members as
appropriate.

Each manufacturing location of 125 or more employees has
established a Local Ergonomic Committee (LEC) to review
and analyze jobs for the purpose of identifying ergonomic
stressors and recommending solutions. At manufacturing
locations, the bargaining unit members of the LEC will be
allocated, as a group, time consistent with the requirements of
the planned ergonomics activities, up to a total of forty straight
time hours per week as the LEC Ex-officio Co-chairs so
determine to conduct LEC functions outside of normal LEC
meeting time, such as:

•       Conducting current state mapping using the Ergonomic
Surveillance Tool after program launch and rebalance;

•       Conducting investigations of reports of ergonomic
illnesses and injuries;

•       Conducting job analyses using approved tools to evaluate
ergonomic risk; 

•       Managing the implementation and verification of
ergonomic solutions;

•       Maintaining required documentation;
•       Participating in ergonomic reviews and sign-offs for new

tooling and equipment; and
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•       Providing “high-hurt” data to new model program teams
At locations where a LEC bargaining unit member is afforded
time in accordance with the above provisions, such member will
be designated by the Vice President and Director, UAW,
National Ford Department.
The Ex-officio Co-chairs may submit a joint request to the NJCHS
Co-chairs for approval to temporarily authorize additional hours to
the LEC, as a group, based on local needs.

Any issues regarding the release of employees to conduct their
ergonomic duties will be referred through the Issue Resolution
Process.

Should problems arise concerning the proper functioning of the
local ergonomic process, including availability of appropriate
engineering or technical resources, the issue should be referred
through the Issue Resolution Process.

The Company will continue its ergonomic activities at the corporate
level including training for hourly and salaried employees. The
NJCHS may review the LEC activity by generating the semi-annual
report using ErgoRx.

One hourly and one salaried member of the LEC, at each
manufacturing location, will be required to be certified to a level of
core competency in ergonomics. This process will be developed and
administered by the NJCHS.

In addition, the NJCHS sponsors an annual training conference for
LEC co-chairs and designated members of their committees to
review project funding procedures and other ergonomic
administrative matters and to share information on successful
ergonomic projects. Additional content will be added as jointly
decided by the NJCHS to maximize the effectiveness of the
members of the committee. The NJCHS will continue to sponsor
joint ergonomic meetings with Manufacturing Engineering to
facilitate issue resolution, information sharing, and steering
functions as needed.

The Union and the Company recognize that “area ergonomic
committees” are a natural evolution of the UAW-Ford Ergonomics
Process in certain large manufacturing operations and locations that
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have distinct areas each with unique problems and solutions. Area
committees, where mutually agreed to, will meet on a regular basis
and report to the central LEC for direction, support and
coordination of ergonomic activities. The local parties should
decide if the function of these committees can be included with that
of other established teams or committees. Problems that arise
concerning the establishment or functioning of area ergonomic
committees will be referred through the Issue Resolution Process.

The Company will encourage representatives of major suppliers of
production machinery and equipment to attend appropriate
ergonomic training. Company Ergonomics Technical Bulletin 1.0
and subsequent documents were developed describing the UAW-
Ford Ergonomics Process. These documents outline the use of
Design for Ergonomics concepts as design specifications for new
and retrofitted machinery and equipment and the development of
standards or best practices for specific types of machinery and
equipment.

The parties understand the importance of implementing sound
ergonomic guidelines at the earliest stages of the product/process
development cycle. In that context, the Company has allocated
resources in VO and PTO Manufacturing Engineering to manage
the design for ergonomics process. This process includes 
ergonomic principles in product/process design, identifies
procedures/guidelines and best practices, and establishes a review
procedure for appropriate machines, equipment and workstations.
Engineers review the principles, procedures/guidelines, and best
practices outlined in the Design for Ergonomics process. Lessons
learned from past programs are identified by LECs in ErgoRx and
are taken into account.

An ergonomic training strategy has been developed by the NJCHS
that addresses appropriate methods, contents, participants,
procedures and resources to deliver the training, including advanced
courses.

The Company and the Union recognize the benefits of guidelines to
identify ergonomic risk factors, to prioritize jobs needing
ergonomic improvements and to establish measurables with timing
and progressive checkpoints for review with Company management
and the NJCHS. The development of these standard methods has

APPENDIX S MEMORANDUM OF UNDERSTANDING
FOR THE HEALTH AND SAFETY OF EMPLOYEES

294



been provided to NJCHS through such mechanisms as semi- annual
reports and ErgoRx.

Ergonomic issues are identified through employee medical reports
of injury and illness, employee complaints and reports, and through
the use of risk analysis. A good faith effort shall be made to conduct
an initial job analysis within two weeks after a concern is placed on
the concern log. Appropriate ergonomic job analysis will be
performed and documented within one month after a concern is
entered onto the LEC Concern Log. Each facility will use ErgoRx
to record progress with ergonomic modification efforts. A good
faith effort will be made to implement permanent ergonomic
solutions within a six (6) month time frame after the LEC
determines that corrective action is required and has prioritized the
remediation. The parties acknowledge that there may be times when
it may take longer than six (6) months to make the proper
correction, and the reasons need to be documented in ErgoRx.
Formal follow-up on improvement actions should be completed
within one (1) month after the final solution is in place to confirm
its effectiveness.

The Company agrees that it will not remove ergonomic support
equipment, job aides (such as ergonomic chairs, mats, and tools)
and mechanical assists, that are currently in use for ergonomic
reasons without mutual agreement of the LEC co-chairs.

Ergonomic analysis tools are an appropriate approach to resolve
ergonomic problems. Tools that will be used by the LEC for
evaluating risk factors are documented in FAS08-402 and
Ergonomics Surveillance Tool (EST) that was developed through
the NJCHS Ergo research project, or other approved ergonomic
analysis tools.

•       No Hands in Dies
        Almost all stamping operations utilize automatic feeding

equipment. However, the parties continue to recognize
the potential danger of employees placing their hands into
the point-of-operation of mechanical power presses. The
Company’s policy in this regard is restated as follows:
“Company policy has been and continues to be ‘No
Hands in Dies.’ Implementation of ‘No Hands in Dies’ in
the plant requires provision for appropriate hand feeding
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tools, slide feeds, sliding bolsters, automatic or semi-
automatic operation, die cutouts or other means and
procedures whereby the operators are not required to
place their hands into the point of operation. In addition,
well defined procedures for use of press slide locks,
safety blocks and lockout points for maintenance and
setup personnel are imperative.”

•       Communications
        The Company and the UAW agree to continue to explore

methods to further improve communications between the
parties on health and safety matters. In this regard, the
NJCHS will be given advance notice of proposed and
updated Company standards and standards deviations.
The NJCHS will be made aware of significant events
as part of the initial communication.  UAW Health and
Safety representatives will continue to receive copies of
Industrial Hygiene Reports, Company standards, single
point lessons, and significant incident reports. The UAW
Health and Safety Representative(s) are provided
computer access to MATS, OHSIM, and the Company’s
email system. In addition, computer access to Safety
Talks is provided.  The NJCHS will be given access to
injury investigation data upon request.  The NJCHS
and UAW Health and Safety Representatives will be
given access to ISN or equivalent upon request to
review contractor safety related records.

•       Preventive and Environmental Maintenance and
Plant Housekeeping

        An important element of the Company’s preventive
maintenance program is to conduct regularly-scheduled
preventive maintenance on safety-related items requiring
periodic inspections. The Unit Health and Safety
Representative will be permitted to review preventive
maintenance records upon request.

•       Industrial Hygiene/Occupational Health
        The Company continues to recognize its obligation to

provide a safe and healthy working environment.
Accordingly, the Company is committed to the continued
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improvement of the services provided by its industrial
hygiene staff.

        As part of the improvement effort, the Company
recognizes the need for establishing periodic surveillance
programs designed to monitor unique health concerns and
associated abatement procedures. The Company will
continue to utilize professionally accredited hygiene
laboratory services. The Company also will continue to
provide employees who are exposed to known harmful
physical agents or chemicals, at no cost to them, those
medical services, physical examinations, and other
appropriate tests, including lung function at a frequency
and extent necessary to determine whether the health of
such employees is being adversely affected. In addition,
the Company will continue to administer to employees in
jobs with special physical requirements the specific tests
as required by state or federal regulations. A written
report of the results of such examinations or tests which
are related to occupational exposure will be provided to
an employee upon the employee’s request.

        These results, and those instances where a breathing zone
air sample is collected, as well as instances where the
Industrial Hygiene section determines that an employee
has had a personal exposure exceeding the permissible
levels as set forth in 29 CFR 1910.1000, Air
Contaminants or other applicable standards adopted by
the Company, will be entered on the employee’s medical
record and will be provided to the employee. Also, upon
the employee’s written request, copies of such
information will be forwarded to the employee’s personal
physician.

        The NJCHS and the Company’s Industrial Hygiene staff
will regularly review established permissible exposure
limits in light of available scientific evidence to
determine if change is required. The Company will
continue to use the American Conference of
Governmental Industrial Hygienists chemical Threshold
Limit Values as guidelines to control health hazards.
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Exposures exceeding 50% of the TLV shall result in
additional monitoring and corrective actions if warranted.
The Company will advise the NJCHS of TLVs that are
not feasible. The Company agrees to discuss limits lower
than OSHA Permissible Exposure Limits, where
necessary, taking into consideration such things as OSHA
proposals, NIOSH recommendations, consensus standard
recommendations and other validated and consensus
scientific evidence.

        Additionally, the Unit Health and Safety Representative
may continue to use technologically current direct
reading equipment, such as for measuring noise, air
contaminants and air flow, which is provided to local
Company Safety Representatives or is specifically
authorized by the Company’s Occupational Health and
Safety Department for use by the local Company Safety
Representative.

        Finally, during plant industrial hygiene reviews, the
Company will survey facility ventilation systems for
proper application and function. Significant occupational
health concerns related to ventilation will be referred to
the NJCHS for review and subsequent discussion, if
considered necessary by that committee, with the
appropriate Operations SPRB. In reviewing such
occupational health concerns, the NJCHS will consider
the need for further study, including the possibility of a
pilot research project as warranted.

        When outside industrial hygiene services are used, the
Company will, in advance of the services being
performed, notify the Local Union of the identity of the
supplier. The results of any such services will be provided
to the UAW Health and Safety Representatives.

        The Company will ensure that NA Construction
Specification 15500 for ventilation is followed during
major facility and process changes. Unresolved
concerns to this process will be escalated through the
Issue Resolution Process.
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        The NJCHS will facilitate a periodic meeting, or upon
request, with Industrial Hygiene to review sampling
work plans, results from sampling done, work plans
initiated from sampling and proactive measures, and
collaborative opportunities to improve the process or
potential exposures in our facilities.

        To continue improvement in the overall working
conditions of employees in machining operations, the
Company will strive to continue as the industry
benchmark.

        The OSHA Standard presently has set an oil mist personal
Occupational Exposure Limit (OEL) of 5.0 mg/m3. The
Company has established an internal employee exposure
level of 1.0 mg/m3 and will continue to strive toward
reducing employee oil mist exposures. Personal
exposures of 50% or more of the Company’s internal
employee exposure level will be treated the same as our
approach stated above to TLV’s. The Company will
collect enough personal samples to identify employees
exposed above 0.5 mg/m3. When an employee’s exposure
in a similar exposure group (SEG) is found to be greater
than 0.5 mg/m3, personal sampling for the SEG will be
conducted annually to identify opportunities and to take
appropriate steps to improve.

        The Company will specify that new equipment be
engineered and designed to attain a level of 0.5 mg/m3 for
initial start-up and efforts will be made to maintain this
level after start-up.

        Each applicable facility will have oil mist levels mapped
once per year during the winter and more frequently if
required in areas identified over 0.5 mg/m3 to identify
exposure sources. Data collection for the mist mapping
will be conducted by PTO Manufacturing Engineering.
The Unit H&S representative will be trained and must
accompany engineering personnel during mist mapping. 

        Progress on the overall topic will be discussed annually
with the NJCHS including the status and progress on
personal exposures above 0.5 mg/m3.
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        Medical Surveillance (consisting of a standardized
respiratory symptoms questionnaire) for respiratory
effects of machining fluids will be offered to employees
who regularly work in operations with machining fluids.
Records of laboratory testing on coolant systems and
coolant additions will be maintained and, upon request,
made available to the Unit Health and Safety
Representative(s).

        The NJCHS will meet periodically or as needed upon
request with Corporate Medical to discuss concerns,
trends, improvements, best pratices and other
collaborative topics as jointly agreed to.  

        To assist in educating employees on heat stress
symptoms, precautions, and procedures, the Company
Heat Stress letter will be distributed annually to facility
joint leadership.  The contents of the annual heat
stress letter will be shared, in advance, with the
NJCHS for review and input.  Information on heat
stress will also be provided annually to all employees.
Local heat stress plans will be forwarded to the NJCHS
for review.  Modifications to the heat stress program
will be completed jointly by the NJCHS and
Corporate Health and Safety to ensure the
effectiveness, viability, and adherence of the program.

        To ensure appropriate preparations are taken prior to
the onset of cold weather, the Company will issue an
annual Cold Weather Preparedness letter to be
distributed to facility joint leadership.  The contents of
the annual Cold Weather Preparedness letter will be
shared, in advance, with the NJCHS for review and
input.  Modification to the cold weather preparedness
plan will be completed jointly by the NJCHS and
Corporate Health and Safety to ensure effectiveness,
viability, and adherence of the program.

•       Noise Control and Hearing Conservation
        The Company will continue to administer a noise control

and hearing conservation program which emphasizes the
reduction of noise exposure to employees. This program
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will continue to provide for periodic employee noise
exposure studies to determine the need for noise
abatement actions, employee hearing protection,
employee hearing conservation training, and employee
audiometric examinations. The Plant Noise Engineering
Control Coordinator will review local noise control and
hearing conservation efforts with the Unit Health and
Safety Representatives to provide ample opportunity to
discuss efforts and provide input into noise control and
hearing conservation plans. The Company will provide
appropriate training to the plant noise engineering control
coordinator to support the following:

•       ensure audiometric testing is performed for employees
exposed above 85 dBA (8 hour TWA), 

•       perform an annual evaluation of the noise abatement plan
and provide recommendations for improvement to the
Plant Safety Process Review Board,

•       provide annual reports to show the effectiveness of the
noise control and hearing conservation process,

•       ensure provisions of Ford Manufacturing Standard
SX1(Noise Control) are met, and the NJCHS will be
notified of deviations to the noise standard prior to its
approval, and

•       identify planned maintenance items related to noise
control.

        Noise control and hearing conservation will be reviewed
at the PSPRB. The NJCHS will review the plant’s noise
control and hearing conservation process during joint
health and safety audits.

        The Company will make periodic reports on noise control
to the NJCHS upon request, including data on noise
exposure levels and the number of employees by location:
given audiometric tests, (2) required to wear hearing
protection, and (3) having hearing loss. The NJCHS will
continue to explore methods for reporting the number of
jobs where noise improvements have been accomplished.
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•       Radon Gas
        The Company agrees to continue to conduct tests at

Company facilities where significant levels of radon
emissions are suspected.

•       Tasks in Isolated Locations
        When assignments involve what are locally recognized as

work situations hazardous to an employee, including
tasks in isolated locations; basements/roofs; waste
treatment; powerhouses and confined, closed-entry
spaces; appropriate precautions will continue to be taken
in accordance with safe work practices, including air
sampling and ventilation when necessary, provision of
necessary protective equipment, communications
systems, personnel surveillance arrangements, and, as
required, adequate support personnel.

        Individual work assignments that require adequate
support personnel because of the hazards involved should
be reviewed at the Plant Safety Process Review Board
Meetings. If not resolved at the PSPRB, the matter will be
referred for discussion with appropriate management
personnel. If still unresolved, the matter may be referred
through the Issue Resolution Process.

        The NJCHS will develop guidelines to assist locations
in the risk assessment of these assignments.

•       Tag Procedures
        Each plant has described to the NJCHS its process for

maintaining: (1) the Company leak-tag program, and (2)
Form 1249 Danger Tag process for removing containers,
tools, ladders, and equipment from service, and (3)
responses to imminent danger situations. These
descriptions were prepared jointly and included the use of
process flow charts.

•       Plant Safety Process Review Boards
        Operations Safety Process Review Boards have been an

important pro-active forum to resolve health and safety
issues, disseminate corrective actions and to
communicate health and safety events such as training
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programs, conferences and future programs. The
Company and Union agree that joint Safety Process
Review (SPR) Boards at the plant level will meet at least
once a month to discuss: plant injury and illness
incidents/investigations, status of incident investigations,
quarterly self assessments on health and safety, status of
health and safety training initiatives, action plans based
on analysis of injury data, ECPL placarding, preventive
maintenance, ergonomics and safety teams, noise control
programs, near-miss incident reporting process, outside
contractor safety requirements, the status of daily GRASP
work area checklists, focused audit findings, heat stress
and cold weather preparation plans, parking lot and
roof repair, snow and ice plans and issues regarding
reviews of new technology and other appropriate health
and safety matters.

        If problems arise concerning the availability of funding or
other resources to resolve health and safety issues, the
issues will be referred through the Issue Resolution
Process.

        Suggested agendas and attendees for these meetings have
been developed by the NJCHS. Each SPR Board will be
co-chaired by the Plant Manager and UAW Chairperson
or, if a co-chair is unable to attend, by a designated
representative.

•       Safety/Work Teams
        The utilization of safety/work teams can be an essential

tool to improve each plant’s health and safety
performance. A safety/work team would consist of
employees who undertake a team approach to improve
specific health and safety performance in their respective
work area. The establishment and utilization of these
safety teams will be determined by the Plant Safety
Process Review Board. The NJCHS has developed a
GRASP reinforcement video and guidelines to define the
functions and selection process of safety/work teams.
Problems that arise concerning the establishment and
proper functioning of safety/work teams may be referred
through the Issue Resolution Process.
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        The NJCHS will continue to utilize worker
engagement and team building tools as opportunities
are identified during the course of this agreement.

        Emergency Response and Notification
        The Company will ensure that each manufacturing and

parts distribution facility has an effective emergency
response plan and a notification system which, as
appropriate, includes trained and properly equipped
personnel and simultaneous notification or alarm system.
Periodic drills will be conducted to test the notification
system and achieve the best possible response time for the
emergency involved. Where Emergency Response Teams
(ERT) are established, the Company will train the ERT to
the prescribed levels of response as identified in the local
Emergency Response Plan.  Sites will establish their
monthly drills and practice sessions locally. The
Company will ensure there is a plan to release ERT
members to fulfill their training requirements.

        Each manufacturing facility will select an ERT
coordinator (hourly, salaried, or co-lead) in writing
and shall allocate the appropriate training and time to
perform the designated duties as outlined in the ERT
coordinator training program.  Local Leadership will
monitor effectiveness of the ERT coordinator. 

        PS&L warehouse locations not required to maintain
an ERT will have a maximum of two volunteers (in
addition to the UAW Health and Safety / Ergonomics
Representative) as First Aid/CPR/AED trained
responders.  There will be an annual review and drill
of site specific medical response at each of these
locations.  These first aid responders will be allowed to
participate in emergency medical situations at the
facility and allowed access to the appropriate medical
equipment.  

        There will be an emergency response focus group
made up jointly of key UAW and Company personnel.
This group will develop a charter including meeting
cadence, ERT recognition and standing agenda items
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with the NJCHS. The NJCHS will pursue
opportunities to hold the ERT challenge or equivalent
activity once during the term of this contract. 

        Each location is required to conduct an annual
departmental stand down to address severe weather /
natural disaster preparedness. Severe weather and natural
disaster preparedness messages should be based upon the
local Emergency Response Plan risk assessment.

•       Near-miss Reporting
        Fostering a near miss reporting process that is a

valued cultural principle is crucial to injury prevention.  
        Each location will establish a near-miss reporting process

with an option of reporting anonymously.  The
reporting process must ensure that employees clearly
understand and are encouraged to report near-miss
incidents without fear of reprisal. This process will
include a provision for feedback to the originator. Near
miss information will be shared with workgroups as
appropriate.

        The NJCHS will help define the scope of near-misses
and develop a communication strategy to refresh key
components of the near-miss reporting process.

•       Worker Memorial Day
        In remembrance of workers who have lost their lives

while on the job, the parties agree to pause for a moment
of silence annually, on a date specified by the National
Ford Department. Each location will receive instructions
prior to the specified date.

The parties recognize the uniqueness of non-manufacturing
locations with regard to training programs and other health and
safety issues. The NJCHS will work with these locations to identify
the appropriateness of programs and processes to meet the intent of
the joint health and safety initiatives.

Finally, it continues to be understood that, with respect to the
parties’ joint health and safety initiatives, nothing in the agreements,
booklets, manuals, or joint programs is intended to make, and
should not be construed as making, the International Union, Local
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Unions, Union Health and Safety Committees and Union officials,
employees or agents legally or financially responsible for either the
health and safety of Company employees or for any job-related
injury, illness, death or related losses incurred by employees of the
Company or its subsidiaries or by third parties while on property of
the Company or its subsidiaries.

This Memorandum supersedes and supplants the 2011
Memorandum set forth in Appendix S.
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APPENDIX T 

MEMORANDUM OF UNDERSTANDING 
NATIONAL PROGRAMS CENTER;
EDUCATION, DEVELOPMENT AND 

TRAINING PROGRAM

INTRODUCTION
The UAW and Ford Motor Company have partnered to
develop one of the most comprehensive and far-reaching
education and training programs in either the private or the
public sector. The parties’ relationship has produced
significant breakthroughs in health and safety, quality,
efficiency, customer satisfaction, and employee work life
improvements that have been important to Ford’s
competitiveness and its ability to provide job security for
UAW-represented Ford employees.

To function successfully in the 21st Century, additional skills
requiring greater competencies and technological expertise are
required to meet future safety, quality, productivity and job
security goals, as well as, the challenge of future competition.

The parties must jointly improve their capabilities to match the
power of the advanced technologies that are reaching every
corner of the plants. The parties must jointly provide the
training that will give UAW-represented Ford employees the
capacity to solve difficult problems and achieve creative
solutions.

The Company and the UAW reaffirm their commitment to the
principles and objectives of the UAW-Ford Education,
Development and Training Program and to the various Joint
Programs and activities, the parties have established or have
supported thereunder. In addition, the parties agree that new
programs and activities may be funded when authorized by the
Joint Governing Body.

JOINT GOVERNING BODY (JGB)
A Joint Governing Body, consisting of an equal number of
representatives of the UAW and the Company, selected from
within or outside their respective organizations by the Vice
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President and Director of the UAW National Ford Department
and the Vice President, Labor Affairs, Ford Motor Company,
will provide general direction and guidance to establish policy
and provide funding for the UAW-Ford National Programs
Center; Education, Development and Training Program; and
other agreed upon activities.

The Company and/or the UAW will provide a reasonable
amount of legal, accounting and other professional services to
assist the JGB. The Company will endeavor to provide these
and appropriate other services that the Company has or can
readily obtain, on a reasonable, mutually agreed-upon cost
basis.

Members of the JGB will meet annually to assess programs
and to determine if progress is being made toward
accomplishing their principal objectives and if the needs of the
parties are being met. In light of these considerations, the JGB
may decide whether the joint programs should be continued,
reinstated, modified, realigned or discontinued. The JGB may
at such time or at any time thereafter as mutually agreed upon
take such action as provided in the Collective Bargaining
Agreement (Agreement) or the Settlement Agreement.

UAW-FORD NATIONAL PROGRAMS CENTER (NPC)
A UAW-Ford NPC has been established as a separate and
distinct entity to provide a focal point for the parties’ efforts.
The NPC is under the general direction and guidance of the
JGB. Staffing of the NPC is subject to approval of the JGB. It
is understood that the Company and the UAW jointly, through
the NPC, will continue to make available a wide range of
educational, training and retraining services and activities, as
well as support other joint activities as agreed by the parties
consistent with the intent of this Memorandum of
Understanding and the level of funding as provided in the
Settlement Agreement.

Principal Objectives 
•       Provide individual and group training, retraining and

developmental opportunities to enhance the dignity and
on-the-job skills and abilities of employees, which can
lead to greater job security and personal development. 
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•       Seek ways of arranging (and, in some cases, providing)
for training, retraining and development assistance for
employees displaced by new technologies, new
production techniques and shifts in customer product
preference. Similar efforts would be undertaken for
employees displaced as a result of facility closings or
discontinuances of operations.

•       Energize, sustain and support local and national efforts
under the UAW-Ford “Best-In-Class” Quality processes,
employee participation and other joint activities. Provide
research and studies in new techniques and methods to
further employee participation, “Best-In-Class” Quality
and other joint activities and cooperative efforts between
the Company and the UAW.

•       Provide opportunities for the exchange of ideas and
innovations with respect to employee development and
training needs within the framework of job requirements
and Union/Management relations.

•       Support national and local initiatives dedicated to the
expansion of developmental activities for hourly
employees, which would include continuous
improvement training, generic technical literacy
applications, technical readiness training, versatility
training, and training in support of activities to maximize
employee capabilities;

•       Coordinate use of existing resources within the Company
and the UAW to assist, where feasible, in meeting
employee educational/training needs;

•       Promote and publicize the parties’ training/educational
activities to encourage similar constructive undertakings
that are clearly in the interest of the private sector as well
as the public sector;

•       Invite high-level academic, professional, government,
labor and industry representatives to conduct/participate
in national and local conferences for Union, Management
and employees related to the NPC’s objectives; 
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•       Commission studies and research activities (both
internally and by outsiders) on topics of mutual interest
and importance to the parties;

•       Sponsor international, national, regional and local
conferences, workshops, meetings and seminars to
promote joint cooperative efforts and related subjects;

•       Serve in an advisory capacity to those locations which
may be interested in setting up their own training centers;
and

•       Establish public advisory committees to provide
assistance and counsel to the JGB.

Education, Development and Training Program (EDTP)
Education, Development and Training Program (EDTP)
Establishment of the EDTP has provided the parties with
unusual opportunities to develop and implement a wide variety
of mutually agreeable training and education programs and
services, as well as support other joint activities. These
activities focus on the needs of all employees and include
specific efforts to assure Union and Management
representatives are trained in participative, cooperative
techniques and concepts. Additionally, In-Progression
employees will be covered by the joint activities as outlined in
Appendix V, Section V.

The parties recognize the EDTP: provides added impetus and
ongoing resources to involve employees to a greater degree in
relevant workplace matters and to improve worklife; enhances
occupational and work group skills, thereby contributing to
greater job security and competitiveness; provides employees
affected by plant closings or other major capacity restructuring
events the opportunities for career and/or personal
development; stimulates and sustains employee contributions
through communication, motivation, changes in attendance
and work habits and inter-group relationships; supports mutual
goals of achieving the highest product quality and operational
competitiveness; supports and encourages displaced
employees; and, finally, contributes in a focal way to the
parties’ endeavors and goals. 
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The parties reaffirm that training/educational courses can be
made available to upgrade/sharpen present job skills, provide
updating on the state-of-the-art technology for skilled and
semiskilled employees based on present and anticipated job
requirements and improve the job satisfaction and
performance of all employees.

The EDTP is not intended to replace the Company’s obligation
to provide the training specified in the Agreement and letters
of understanding (e.g., apprentice training, skilled trades
training, etc.); however, notwithstanding this intent, the parties
agree that EDTP funds may be used for joint endeavors in
support of such programs, projects and activities newly
specified in the Agreement, or as subsequently agreed by the
JGB, as eligible for EDTP funding. In this regard, the parties
agree that it would be inappropriate to use EDTP funds to train
employees who will be required to service newly introduced
technology. However, use of these funds, when agreed by the
parties, to provide subsequent general training of other
tradespersons on this equipment to broaden their skills is
appropriate. Further, EDTP funds should not be used for
training of skilled tradespersons to implement a newly
negotiated change in classifications, but the use of EDTP funds
to freshen or update generally the skills of tradespersons is
appropriate.

A.    Principal Objectives of the EDTP
        A major objective of the EDTP is to recognize the

significant progress of UAW-represented Ford employees
in the area of formal educational development and also to
develop a program vehicle that will prepare the
organization and its people for the work environment of
the 21st Century. This can only be done by creating a
learning organization that involves its employees at every
level of training, education and all facets of program
administration. This new learning organization should
encompass all educational experiences undertaken by
employees both inside and outside of the workplace.

        Therefore, under the direction of the UAW-Ford JGB, the
EDTP principal objective shall be the continuation of a
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program dedicated to a university-style approach to
workplace education and training: one that recognizes
and rewards group and individual achievement, provides
research and development on advanced education,
training and communication technologies and helps
prepare UAW-represented Ford employees for the
workplace of the future.

Responsibilities and Functions of the EDTP
        While various administrative, procedural and eligibility

details of the EDTP will be resolved by the JGB, the
EDTP’s efforts and resources should take into
consideration:

• Identifying education, training and retraining needs
(including updating on state-of-the-art technology
for skilled and semiskilled employees) for both
active and displaced employees by utilizing various
sources such as operating components, Local
Unions, studies, surveys, research and employees
themselves;

• Identifying existing educational resources,
publicizing them to meet employee needs and
encouraging employee participation;

• Providing local on-site classroom training and
outside consulting services (where needs cannot be
met through existing internal resources), and
training trainers, etc., to deliver required training;

• Determining the level and type of educational,
training and retraining assistance that is available
and may be provided to displaced employees,
including pre-layoff counseling in the event of
indefinite layoff without the prospect of recall or
future Ford placement and financial aid to cover in
whole or in part tuition costs and fees for
courses/classes that contribute directly to enhancing
the employability of such employees;
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• Maintaining contact with Company and UAW field
organizations to provide visibility for the EDTP and
promote participation.

Employee Tuition Plans
        Employee Tuition Plans for active and inactive UAW-

represented seniority Ford employees will be continued
and funded under the EDTP.  In-Progression employees
will be entitled to Tuition Assistance – Active workers
and Tuition Assistance – Inactive workers; as it relates
to the guidelines established below.

        The Employee Tuition Plans will continue to be
administered by the UAW-Ford NPC under the general
guidance of the JGB and in accordance with the terms and
conditions established by that Body from time to time.

        The NPC has the authority and discretion to interpret the
terms of the Employee Tuition Plans, including but not
limited to the authority and discretion to approve schools
and courses and to issue guidelines interpreting the
Employee Tuition Plans.

        Courses taken under the Employee Tuition Plans will be
subject to applicable federal, state, and local income tax
provisions, (current 2015 federal non-taxable limit is
$5,250).
Tuition Assistance - Active Workers 

Education Training Assistance Plan (ETAP) ETAP,
the basic education and training assistance feature of
the Employee Tuition Plans provides for prepayment
of tuition, and approved fees and books up to
$6,000 per calendar year for approved courses
leading to GED, Associates Degree, Bachelor’s
Degree, Master’s degree or Ph.D. and approved
Certificate/Diploma Programs from regionally
accredited educational institutions; up to $400 of
the $6,000 may be used for the purchase of books.
ETAP generally covers:
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 - all courses required for high school
completion (or high school equivalency
certificate); 

 - university, college, business, trade, or
vocational school courses or adult
education classes.

• Personal Development Assistance (PDA)
The PDA feature of the Employee Tuition Plans
provides for prepayment of tuition and approved
fees included but not limited to testing and
licensing fees and books up to $2,700 per calendar
year upon approval of the Joint Governing Body.
The focus of this program will include job related
education and training for active employees; job
related courses in the areas of technical skills,
communication skills, and computer application
courses that may prepare active employees for future
job opportunities; and career related training for
employees affected by announced plant closings or
other major capacity restructuring events. Examples
of this would include certifications or licenses
required for certain occupations, targeted training,
piloted courses and others approved by the JGB.
o Educational Enrichment Courses - $500 of

the $2,700 PDA allotment may be used for
Educational Enrichment Courses, including
tuition, approved fees and books. These
courses are to be taken at approved
educational institutions.

Active employees participating in both the ETAP
and PDA features of the Employee Tuition Plans will
not be eligible to receive more than an aggregate of
$6,000 of assistance for tuition, approved fees and
books (up to $400 may be used for the purchase of
books for approved ETAP/PDA courses) during any
one calendar year. Similarly, any tuition assistance
received by a recalled employee while on layoff

314

APPENDIX T MEMORANDUM OF UNDERSTANDING
NPC; EDTP



during that calendar year would be counted against
this $6,000 aggregate limit. 

• Deceased Employee - Spouse/Dependent
Eligibility 
The spouse or dependent child(ren) of an employee
who dies while on the active rolls, or while on a
medical leave (active or inactive), will be entitled
to utilize the remaining balance of the employee’s
tuition assistance eligibility plus one additional
year, excluding any advance payment, for college or
educational pursuits during a period equal to the
length of the present Agreement following the date
of the employee’s death. The spouse or dependent
child(ren) will receive information about ETAP
benefits related to approved tuition, books and
fees from the EDTP Department of the  UAW-
Ford National Programs Center in the letter
mailed to the surviving spouse or dependent
child(ren).

Tuition Assistance - Inactive Workers
• National Vocational Retraining Assistance Plan

(NVRAP)
The maximum amount of tuition, books and
approved fee assistance under the NVRAP feature of
the Employee Tuition Plans will be $9,400 while an
employee is on indefinite layoff.

Eligibility for such assistance is established by
seniority as of the last day worked prior to layoff as
follows:

                                 Years of Total Maximum
                       Company Seniority Amount
                          1 to less than 3 Years $7,400
                          3 to less than 4 Years $8,400
                          4 or more Years $9,400

The above specified amounts will constitute
individual accounts upon which employees may
draw so long as they retain recall rights while on
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indefinite layoff. In no event will total assistance to
an employee exceed $6,000 per calendar year and
the total maximum amount specified above in any
four consecutive calendar year period of indefinite
layoff, which period begins on the date the employee
begins to draw on the Employee Tuition Plans.

• Tuition Assistance - Employees on Certain Leaves
of Absence 
Seniority employees on approved leaves of absence
under Article VIII, Section 31 of the Agreement,
provisions a, b, c and d are eligible to participate in
the Employee Tuition Plans of the EDTP consistent
with all other provisions of the Employee Tuition
Plans. 

• Education or Training Recall Deferral 
Laid-off seniority employees recalled to their basic
seniority unit, who are engaged in education or
training courses under the Employee Tuition Plans
will, upon notice and subsequent presentation of
satisfactory evidence of course enrollment to the
Company, be permitted to defer their return to work
to complete the courses in which they are then
enrolled.

Those employees electing to defer their return to
work under these circumstances will remain on
layoff status until their completion of or
discontinued participation in the courses in which
they were enrolled at the time of recall.

If such employees apply for reinstatement within
five days of the date their courses are com pleted or
participation is discontinued, and satisfactory
evidence of continuous participa tion in the courses is
presented by the employees, they will be reinstated
at work in line with their seniority status at their
basic seniority unit; otherwise they will be deemed
to have voluntarily quit. 
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• Daily Allowance for Laid-Off Employees
Utilizing Certain Features of the Employee
Tuition Plans 
A daily allowance of $20.00 may be established
through the Employee Tuition Plans to help offset
expenses incurred by seniority employees on layoff
who are not receiving Supplemental Unemployment
Benefits or Guaranteed Income Stream benefits
while participating in full-time targeted vocational
retraining programs, job seeking skills workshops,
or other formal job placement counseling or related
services arranged or approved by the UAW-Ford
NPC.

Such allowance would be reduced by any other
allowance or similar payment displaced workers
would be eligible to receive from other sources,
including federal, state or local government
programs. 

Enhanced Apprenticeship Training 
Enhanced apprenticeship training may be considered for
potential funding. In addition to present education and training
efforts, the following apprentice program concepts will remain
as follows.
•       Develop the means to deliver more uniform

apprenticeship-related instruction at all locations having
an apprenticeship program.

•       Conduct task analyses of the various apprenticeable
trades so that shop area learning and performance
objectives can be expanded to all locations as conditions
permit.

•       Adopt as standard elements of the apprentice program the
highly successful core skills training for new apprentices
and in-course progress assessment of participants mid-
way through the program.

•       Pilot a graduation requirement and assessment to verify
delivery of appropriate shop training and related
instruction, and to ensure the successful job performance
of apprentice program graduates.
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•       Conduct a benchmarking study of exemplary
apprenticeship programs to further continuous
improvement in all aspects of the Apprentice Program.
The benchmarking would focus on industrial trades
within and outside the United States.

Establishment of the EDTP Programs will not limit the right of
either party to provide educational and training programs on the
same, similar or other subjects, as each may deem appropriate.
Finally, the Grievance Procedure set forth in Article VII of the
Agreement has no application to, or jurisdiction over, any matter
relating to this Memorandum of Understanding.
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APPENDIX U 

MEMORANDUM OF UNDERSTANDING
EMPLOYEE SUPPORT SERVICES PROGRAM

I.     INTRODUCTION
Ford Motor Company and the UAW reaffirm their commitment to
the principles and objectives of the UAW-Ford Employee Support
Services Program (ESSP). In addition, the parties recognize that
balancing the competing demands of the workplace with personal
and family responsibilities presents challenges to working men and
women as they strive to reach their potential both on and off the job.
ESSP has evolved over the past decade to encompass a broad range
of programs well beyond the original Employee Assistance Plan
(EAP) to effectively address emerging societal changes and the
accompanying needs of employees and their families to adapt to
these changes.

II.    PROGRAM STRUCTURE
A. Funding

The Education, Development and Training Program (EDTP)
will fund the development, central administration, and
arrangement of necessary services, regarding delivery of the
Employee Support Services Program. The Program and the
National Program Center (NPC) professional staff will assist
locations in implementing the Program as well as arrange for
necessary promotional, training, professional, referral, and
other support services from appropriate national and local
Company and external resources.

B. National Joint Employee Support Services Program
Committee
A joint ESSP Committee established by the National Programs
Center Joint Governing Body will direct and guide the
Program’s development, administration, and delivery at the
national level. The Committee will be comprised of
representatives of the UAW appointed by the UAW Vice
President and Director of the National Ford Department and
Company representatives appointed by the Company’s Vice
President of Labor Affairs. Under the sponsorship of the Joint
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Governing Body, the effectiveness of these programs will be
evaluated periodically by an outside third party.

The UAW-Ford National Employee Support Services
Program is committed to building better, more effective
relationships through the common chartering process. This
creates a culture that makes it a common practice to share
business goals and objectives and discuss openly and
honestly how we will accomplish these goals. The ESSP
Charter will be reviewed and updated annually with
monthly working matrix meetings discussing the
objectives, goals, and contractual commitments of
Appendix U.

C. Local Committees
Joint local ESSP committees established by local
Managements and local Unions will coordinate Program
functions and activities at their locations, consistent with the
provisions of this appendix and the guidelines established by
the National ESSP Committee. The local Union and Company
ESSP representatives, local medical activity, as appropriate,
and other local program support services are recognized as
resources which can assist the local committee in performing
its responsibilities. The parties recognize that alternative
counseling techniques provided by a UAW Chaplain will be
useful during certain situations.

Proposals and requests for funding concerning delivery of
local programs and related services under the ESSP are
reviewed and subject to approval by the National ESSP
Committee as authorized by the National Joint Governing
Body.

D. Local Employee Support Services
Program Representatives
•       Article VI, Section 10 is reaffirmed as being in full force

and effect in conjunction with this Memorandum of
Understanding.

•       The locations and setup of the local ESSP office will
provide a safe, secure working environment. Approved
safety measures such as panic buttons and fish eyes will
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be determined locally with the appropriate parties. The
National ESSP Committee will work with the locations
that do not have panic buttons, to ensure they are
provided locally as required.

•       In order to protect the privacy of the employees
utilizing ESSP services, the ESSP office will include
secure printing, copying, fax, and cross cut shredding
capabilities as determined locally with the appropriate
parties. Equipment requests will be reviewed by the
National ESSP Committee and funded through EDTP.
The funding will be limited to $25,000 for the duration
of the 2015 contract. The equipment will be provided
within six months of contract ratification, on an as
needed basis.

•       Employee Support Services Representatives may utilize
Pool vehicles that are Company-owned during working
hours, if available, for Company business transportation.
They are assigned to organizational components
according to their transportation needs for business use
only. Personal use of pool vehicles is prohibited.

•       Efforts will continue toward facilitating the professional
development of local ESSP representatives. In this regard,
access to and request for materials, appropriate training,
and the use of professional, developmental resources,
including materials and resources related to work/family
issues, will be supported.

•       To enhance and strengthen the skills of local ESSP
representatives, the parties have also agreed:

-       The UAW-Ford National ESSP Committee will provide
training for local ESSP representatives in use of national
ESSP standards, and how to coordinate these standards
with current UAW-Ford ESSP Committee guidelines for
the implementation of local program services. Training in
the use of these standards and guidelines will be provided
annually for local ESSP representatives.

-       Newly appointed local ESSP representatives will, after
their initial appointment, be provided a “mentoring”
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opportunity by National ESSP representatives at the
office of the UAW-Ford National ESSP Committee. It is
expected that new representatives will receive a thorough
orientation on the background, history, development, and
focus of ESSP, as well as methods for coordinating a
quality ESSP program during this mentoring period.

-       UAW appointed ESSP representatives will be required to
earn an EAP Certification, through the Labor
Assistance Professional Association (LAP) and
become LAP members in addition to any other
certifications the individual ESSP representatives may
hold. UAW appointed Representatives will be given up to
(3) three years, upon its availability, to attain certification.
Those representatives who fail to achieve certification
will be counseled by the National ESSP Committee Co-
Chairs and will be required to take supplemental training
with the intent to achieve certification.

-       ESSP Representatives will be required to furnish the
National Committee for ESSP a quarterly report on
activities at their location, and any additional information
which might be requested.

III.   EMPLOYEE ASSISTANCE PLAN
The UAW and Ford recognize it is of mutual interest to
provide a framework within which UAW-represented Ford
employees voluntarily and confidentially may seek
professional counseling, treatment, or other assistance to
address personal and family concerns. Similarly, it is in the
parties’ interests to generally encourage, educate and otherwise
help employees pursue more healthful life styles, and to
remind employees of these resources during demonstrated
times of need. Working together, the Union and the Company
can achieve common goals in these areas.

The parties recognize that alcoholism and drug dependency are
health concerns which may be successfully treated, given early
identification and appropriate rehabilitation therapy.
Furthermore, alcoholism, drug dependency, emotional
disorders and serious personal or family issues can adversely
affect job performance.
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The EAP provides for: (1) early identification, intervention
and voluntary assessment of employees demonstrating
alcoholism or other drug dependency concerns as well as
emotional disorders or other serious personal or family issues;
(2) referral of such employees for professional diagnostic
evaluation, counseling or treatment through the services of a
Central Diagnostic and Referral (CDR) Agency; and (3)
appropriate follow-up on their counseling or rehabilitation
progress.

While the Plan’s primary purpose is to assist employees
demonstrating such concerns and help Union and Company
representatives deal effectively with such situations, it also
allows employees to obtain information about available
counseling or treatment referral services for immediate family
members having such concerns.

Employees demonstrating alcoholism, drug dependency,
emotional, personal or family concerns will be able to seek
help voluntarily without having to be worried that their
employment status will be affected because they have sought
help for such concerns. Such employees, however, would
continue to be subject to the same standards of performance
and conduct expected of any other employee, irrespective of
participation in the EAP. Employees requiring a leave of
absence for the treatment of health issues will be provided
such leave in accordance with the provisions of the Collective
Bargaining Agreement. Insurance benefits, if any, for
treatment and absence will be determined in accordance with
the Agreement.

A.    Supervisor, Committeeperson, and Labor Relations
Representative Training

        An integral part of a successful EAP is training. In this
regard, the parties reaffirmed that early intervention by
supervisors, committeepersons, team leaders and/or
labor relations representatives, to assist employees in
obtaining quality, confidential EAP support is an
important element in the recovery process. Early
intervention is key to helping employees understand how
abuse of alcohol and drugs can lead to excessive
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absenteeism and declining job performance. Supervisors,
committeepersons, team leaders and labor relations
representatives must be aware of available ESSP
resources as tools for early intervention.

        To facilitate understanding of their critical roles in the
intervention process, the parties agreed to keep updated,
with the help of outside technical experts as necessary, the
EAP related training module directed toward local
supervision, Management, and Union leadership. The
training will focus on providing supervisors,
committeepersons, team leaders and labor relations
representatives with basic awareness of their role in Early
Intervention with employees, the negative impact of
enabling, refresher information on Behavioral
Emergency/Critical Incident Stress Debriefing
Procedures (BE/CISD), and the impact of work/family
issues on employee productivity.

        Additionally, information on resources available through
ESSP will be provided to employees as a means to
emphasize Early Intervention and the availability of ESSP
services.

B.    Central Diagnostic and Referral Agency
        The role of the Central Diagnostic and Referral (CDR)

Agency is acknowledged as being critical in the EAP. In
that regard, the parties recognize that the CDRs play a key
role in: the professional, accurate assessment of an
individual employee’s concern, those of the employee’s
family members, and/or those of an organization needing
assistance, and in developing and implementing strategies
to address those concerns. As a result, the parties agree
that the Central Diagnostic Referral Agency will function
as the professional resource and primary service provider
for the EAP-related components of the Employee Support
Services Program. The CDR also acts as the Case
Manager under the Mental Health and Substance Use
Disorder  Managed Care Program, which is part of the
Ford health plan, (offering assessment, differential
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diagnosis, treatment plans, and referral services) for all
UAW represented employees and their eligible
dependents covered under traditional health care plans. 

C.    Behavioral Emergency/Critical Incident Stress
Debriefing Procedures

        It is important to recognize the value of conducting
critical incident “stress debriefings” after a trauma, such
as an employee suicide, a major injury accident, violence
or death at the work site, etc. Appropriate debriefings for
employees traumatized by such events are in the best
interest of the Union and the Company. In this regard, the
parties developed and established a national and local
critical incident stress debriefing procedure and national
and local procedures dealing with behavioral emergencies
which may occur in the work place.

        The parties updated the BE/CISD procedures on
workplace violence, and agree to survey Local
Response Teams (LRT) to determine the need for
additional awareness, education and training on the
BE/CISD procedures. Additional refresher training
will be offered as required.

D.    Support Groups
        It is mutually agreed that there is value in providing social

support to employees making positive life style changes.
Where the local parties jointly agree, on-site support
group meetings coordinated by a trained CDR or other
professional provider(s) retained by UAW-Ford will be
permitted for employees, on their own time with
appropriate meeting space available.

IV.   FITNESS CENTERS
Fitness Centers
        National fitness center guidelines have been established

to provide locations with the necessary criteria for the
safe and effective fitness center operation. These
guidelines will be revised in a timely manner whenever
there are changes to the criteria and/or support documents
as jointly agreed upon by the National ESSP Committee.
Space allocation will be considered for any newly
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constructed facility with over 200 employees for
establishment of an on-site fitness center. Existing
facilities that do not have an on-site fitness center may
submit a proposal for review to the National ESSP
Committee to secure equipment to furnish one. Fitness
center approval is subject to space allocation and must
be previously approved by local Company leadership.

Existing Fitness Centers
        Locations will be responsible for facility and other

necessary costs that do not qualify for support under the
national guidelines. Certain local costs pertaining to
facility enhancements, including equipment, may
appropriately be charged to Local Training Funds. In this
regard, it is understood that such local costs will be
consistent with provisions of the Letters of Understanding
on Local Training Funds and related guidelines. 

        The Company and Union recognize the importance of
maintaining viable equipment in the UAW-Ford
sanctioned Fitness Centers. Consistent with new and
ongoing wellness initiatives, the parties have agreed to
establish a process assisting locations in the
maintenance, repair, and replacement of specific fitness
center equipment, primarily cardio, strength, and group
exercise equipment. The UAW-Ford Fitness Center
guidelines will be updated detailing the equipment
replacement, repair and maintenance process and the
steps necessary to apply for central funds, including a
professional equipment evaluation.

        The parties have discussed the concerns of Parts Supply
and Logistics (PS&L) location employees that do not
have access to onsite or near-site UAW-Ford Fitness
Centers. The parties have agreed to provide employees in
designated PS&L locations, up to $200 per year at an
approved provider. The UAW-Ford Fitness Center
Guidelines will be updated to detail the eligibility and
individual fitness center membership application process.
Requests for fitness center equipment maintenance,
repair, replacement, and individual membership will be
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reviewed by the National ESSP Committee and funded
through the Education, Development and Training
Program (EDTP). The funding will be limited to
$2,000,000 for the duration of the 2015 contract, for
existing and newly approved facilities.

Retiree Use of Fitness Centers
        Retirees will be eligible to utilize in-plant fitness centers

on a space available basis, at non-peak usage periods,
when the local fitness center is in operation. The schedule
of usage will be determined by the local joint parties
based on factors such as location of the fitness center,
present hours of operation, present plant membership
usage, and other locally determined criteria. 

        Retirees will be required to present proof of retirement,
and complete a liability waiver. 

V. CHILD CARE/ELDER CARE/PARENTING
A.    Family Consultation and Referral Services
        The Family Consultation and Referral Services were

established to provide employees with a greater
understanding of services available for themselves and
family members. The Family Consultation and Referral
Services include Child Care Consultation and Referral
and Elder Care Consultation and Referral.

        The parties explored options for web-based information
to identify resources to assist in child care, adoption
assistance, education assistance, elder care and parenting
education.  In addition, a committee comprised of
representatives from the National ESSP Committee and
local ESSP Representatives explored and identified
community resources to assist in these areas.  Information
gathered by the committee will be updated and shared
with all local ESSP Representatives.

        Child Care Consultation and Referral Program
        For employees with child care needs, a consultation and

referral service is available. The service assists employees
in finding and selecting quality child care suited to their
individual needs and requirements and provides

APPENDIX U MEMORANDUM OF UNDERSTANDING
EMPLOYEE SUPPORT SERVICES PROGRAM

327



information intended to make them more informed
consumers of child care.

        In many locations, community based child care resources
and options available to employees are limited, especially
for those employees working different shift patterns. In an
effort to increase these resources, the UAW-Ford National
ESSP Committee will provide assistance to meet the
needs of employees, especially those working different
shift patterns.  These efforts may include but are not
limited to identifying and influencing child and elder
care providers where markets are large enough to
encourage leverage (i.e. discounts and extended
hours).

        Adoption Assistance
        The Adoption Assistance service helps employees who

are contemplating or pursuing the adoption of a child,
domestically or internationally, with finding information
on the process of adoption in order to make a well
informed decision.

        Education Assistance
        The Education Assistance service helps employees who

are planning for their children’s education beyond high
school select a college, university or vocational school
appropriate to the interest and talents of the child. The
service can also help parents locate sources of financial
assistance, if available.

        Elder Care Consultation and Referral Program
        For employees having responsibility for the care of elder

relatives, a consultation and referral service is available.
The service acts as a liaison by providing information
about the programs and services available. It helps the
employee make an informed decision in locating
appropriate care.

        Funding of the Family Consultation and Referral Services
will be provided by the EDTP. Employees will pay the
direct cost of care.
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B.    Parenting Education
        Resources and information on parenting will continue to

be provided to requesting locations by the National Joint
ESSP Committee. Locations also may request funding
and design support for special local pilot projects in the
area of parenting education.

VI. GENERAL
It is understood that nothing contained herein or in existing or
future statements concerning the ESSP or steps taken to
implement its programs and related services shall be construed
or interpreted as constituting a waiver of either the Company’s
or the Union’s rights or responsibilities under the Collective
Bargaining Agreement, nor is the Program intended in any way
to create for any employee any enforceable obligation against
the Company, the Union, or their representatives.

In addition, it is the parties’ intent that any programs,
approaches or related services provided under the ESSP are not
to be construed as benefits or insurance programs.

Finally, the Grievance Procedure set forth in Article VII of the
Collective Bargaining Agreement shall have no application to,
or jurisdiction over, any matters related to the Program.

This Memorandum of Understanding supersedes and replaces the
following letters:

•       Child Development Center, dated (9-16-96)
•       Employee Fitness Centers and Rehabilitation Units, dated

(9-16-96)
•       Employee Support Services Program, dated (9-16-96)
•       Joint Child Care Initiative, dated (9-16-96)
•       Retiree Use of Plant Employee Fitness Centers, dated 

(9-16-96)
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APPENDIX V

MEMORANDUM OF UNDERSTANDING UAW-FORD 
IN-PROGRESSION WAGE & BENEFIT AGREEMENT

FOR EMPLOYEES HIRED ON OR AFTER
NOVEMBER 19, 2007

During 2007 negotiations, the parties discussed the economic
realities associated with the global automotive industry. The parties
are acutely aware of the unrelenting competitive pressures that face
the U.S. automotive industry and have consistently sought to jointly
identify courses of action that would respond to these competitive
pressures and help secure the long term viability of the Company
for all employees.

Together the parties have recognized through several negotiations
and agreements, as well as during the present negotiations, that
competitiveness, increasing market share and job security go hand
in hand. In addition, the parties discussed obstacles the Company
must overcome to close the competitive gap to best-in-class
competitors and the need to pursue appropriate adjustments that
allow Ford to close the competitive gap and to retain present
business.

The parties acknowledged the importance of factors such as cost,
quality, and productivity in sustaining and promoting profitable
business opportunities at Ford that employ UAW-represented
employees. The application and implementation of this
Memorandum of Understanding will impact the blended labor cost
at all U.S. Ford Motor Company facilities. By taking an Enterprise
Wide perspective, the parties can maximize the competitiveness of
all functions and facilities while maintaining seniority rights and all
current contract provisions for current employees in order to
leverage the subsequent positive impact on job security.

Therefore, in accordance with and as part of the 2015 (UAW-Ford
National Agreement between the International Union, UAW
(hereinafter referred to as UAW) and Ford Motor Company
(hereinafter referred to as Ford), the UAW and Ford agree as
follows regarding competitive wage and benefit levels, and other
matters applicable to certain employees hired or rehired on or after
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the Effective Date of the 2007 UAW-Ford National Agreement.
Except as otherwise specified in this Memorandum, employees
hired or rehired on or after November 19, 2007, will be covered in
all respects by the UAW-Ford 2015 National Agreement.
Notwithstanding the foregoing, or anything else to the contrary, this
Memorandum applies to all UAW-represented Ford facilities
covered by the 2015 UAW-Ford National Agreement.

ARTICLE 1
I. Applicability
The terms of this Memorandum apply to all regular full-time
employees, hired, rehired, or reinstated on or after November
19, 2007 at all Ford Motor Company facilities covered by the
UAW-Ford National Agreement who have not previously
converted to non-Entry Level status.
II. Seniority and Transfers 
Employees hired, rehired, or reinstated under this Memorandum
will be eligible to transfer within classifications in accordance with
applicable National or Local Agreement provisions, and may apply
and be transferred, if qualified, to the skilled trades, or apprentice
classifications. Notwithstanding any such transfer, these employees
will continue to be covered in all respects by this Memorandum.

III. Wages and Other Economic Matters
Present and future employees covered by this Memorandum will
receive rates of pay in accordance with paragraphs A through C
below:
A. Production Employees (excluding Rawsonville, Sterling

and Woodhaven Hot Metal Forming Plant)
a.     Employees hired, rehired, or reinstated on or after

November 19, 2007 and prior to the effective date of
the 2015 UAW-Ford National Agreement, shall be
placed at a rate in accordance with their current rate
step effective November 23, 2015 in accordance with
the table below. Those employees whose rates are
increased to the next step on November 23, 2015 shall
maintain those rates until they meet the required
timing for subsequent rate step increases. This Section
III, A is not applicable to Sterling, Rawsonville or
Woodhaven Hot Metal Forming Plant employees.
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TABLE 1
Wage increases for this group will be effective upon ratification
and then in twelve month intervals thereafter. For clarity,
increases occurring for In-Progression employees will be
employee specific and will be effective on the Monday following
the anniversary of the employees hire date.
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i. Employees who reach the legacy classification
wage rate effective on or before September 18,
2017 will be eligible for the Performance Bonus
Payment provided in Article 9. Section 2(b).

b.     All regular, non-temporary production employees
hired, rehired or reinstated in Assembly, Powertrain,
Stamping and PS&L facilities after the Effective Date
of the agreement, new hire rates and wage progression
rates shall be established as follows:

TABLE 2
                                                     Rate at Hire 
                                                     and Ongoing
     At Hire                                   $17.00
     After 12 Months                   $18.00 
     After 24 Months                   $19.50 
     After 36 Months                   $21.00
     After 48 Months                   $22.50
     After 60 Months                    $24.00
     After 72 Months                    $26.00
     After 84 Months                    $28.00

B. Sterling, Rawsonville and Woodhaven Hot Metal 
Forming Plant
a.     Employees hired, rehired, or reinstated on or after

November 19, 2007 and prior to the effective date of
the 2015 UAW-Ford National Agreement shall be
placed at a rate in accordance with their current rate
step effective November 23, 2015 in accordance with
the table below. Those employees whose rates are
increased to the next step on November 23, 2015 shall
maintain those rates until they meet the required
timing for subsequent rate step increases.
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Rawsonville, Sterling and Woodhaven Hot Metal Forming
Plant
TABLE 3
Years of Service on Rate as of November 23,
the Effective Date 2015 and Ongoing
Less than 1 $16.25
1<2 $17.16
2<3 $18.06
3<4 $18.96
Over 4 $19.86

Employees who progress to the maximum rate of $19.86 will
receive an annual three percent (3%) increase on the
anniversary date of the agreement in 2016, 2017 and 2018 and
a 3.7% increase on August 26, 2019.

b.     Employees hired, rehired, or reinstated on or after the
effective date of the 2015 UAW-Ford National
Agreement shall have the following wage rate and
progression:

TABLE 4
Rate at Hire and

Ongoing
At Hire $16.25
After 12 Months $17.16 
After 24 Months $18.06 
After 36 Months $18.96
After 48 Months $19.86
Over 48 Months $19.86

C. Employees who convert directly from Temporary Part-Time
or Short-Term Supplemental employee status to regular
full-time In-Progression status on or after September 14,
2015 will be considered new hires and shall be paid the
greater of: a) their present hourly rate at the time of conversion
to full-time or b) the corresponding “at hire” rate for their
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full-time position as provided in the applicable (based upon
work location) above wage progression tables.  In the event
their present hourly rate is greater than the “at hire” rate
provided for their full-time position, they will remain at
that rate until they are eligible to progress to the next
higher wage rate as provided in the applicable rate table.

D. Increases listed in Tables 1 through 5 are effective the
Monday following attaining the threshold for a rate step
increase.

E. The wage rates for Appendix F skilled trades employees
provided in the 2015 UAW-Ford National Agreement will
continue to cover Appendix F skilled trades employees,
including journeypersons hired or rehired on or after the
Effective Date, new apprentices hired directly into an
apprentice classification on or after the Effective Date, and
non-Appendix F employees hired under this Memorandum
who are subsequently promoted to a journeyperson
classification, or indentured as an apprentice.

IV. Vacation Entitlement
The maximum annual vacation entitlement for employees covered
by this Memorandum shall be 160 hours.
V. Memorandum of Joint Activities and Legal Services
The funding provisions of the Education, Development and
Training Program will be applicable for In-Progression employees.
In addition, In-Progression employees covered by this
Memorandum will be included within the scope of the
Memorandum of Understanding concerning legal services
benefits provided in the UAW-Ford 2015 National Agreement.
VI. New Employee Orientation Program
The New Employee Orientation Program will incorporate a
thorough understanding of the industry’s need to transform to meet
the challenges of the marketplace. The program will include the role
of the parties in preserving jobs while still maintaining the core
values historically provided in the parties’ bargaining agreements.
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VII. Benefit Plans
Except as set forth in this Appendix V Memorandum and its
Attachment A, employees covered by this Memorandum will be
covered by the benefit plans set forth in the 2015 UAW-Ford
National Agreement.
VIII. Scope
Except as specifically provided in this Memorandum, all provisions
of the 2015 UAW-Ford National Agreement, Supplementary
Agreements and understandings, and local agreements existing as
of the Effective Date shall apply to employees covered by this
Memorandum.

Any future changes to the UAW-Ford National Agreement,
Supplementary Agreements and understandings, and local
agreements will apply to employees covered by this Memorandum
only by express agreement between the National Parties.
IX. Compliance – Administration and Dispute Resolution
The parties believe that these actions will increase the potential for
growth as all locations become better positioned to meet future
competitive challenges and for the long-term job and income
security that employees value. It is recognized that these efforts
may require change or waiver of certain agreements or practices
beyond those identified in this Memorandum. In such cases,
proposed changes to agreements or practices must be
communicated to and approved by the Labor Affairs Office of the
Company and the National Ford Department of the Union. The
Labor Affairs Office and the National Ford Department will meet,
as required, to review proposed changes in this regard and to
develop and implement processes to assist and support locations
introducing these provisions.

Disputes, local and national, involving the application or
interpretation of this Memorandum, including but not limited to the
commitments set forth in Article I above, will be reviewed by a
Joint Committee consisting of three (3) members appointed by the
UAW Vice President and Director of the UAW-Ford Department
and three (3) members appointed by the Vice President, Labor
Affairs, Ford Motor Company.
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The Joint Committee shall meet on an ongoing basis. Ford and the
UAW shall advise the Joint Committee at each meeting of any
issues surrounding the administration and implementation of this
Memorandum. Ford will provide information such as but not
limited to seniority lists of both In-Progression and non- In-
Progression employees, of work being insourced and jobs
associated with that work, any increase in volumes and new
programs as necessary on any issues raised for discussion or
resolution. The parties commit to the thorough investigation of and
the prompt resolution of all issues discussed relative to this
Memorandum.

The Joint Committee will have full authority to settle all matters
that are properly before it, recognizing that disputes governed by
appeal procedures of the respective Benefit Plans, and other issues
consistent with applicable law, are outside the scope of the
Committee’s authority. If the Joint Committee is unable to resolve a
matter properly before it, the matter will be referred directly to
arbitration, using the arbitration provisions, including the
restrictions on the powers of the Umpire, contained in the UAW-
Ford National Agreement (Article VII). Such matters will
immediately move to the top of the arbitration docket.
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ATTACHMENT A

BENEFIT PLANS AGREEMENT

This Attachment A supersedes the Entry Level Attachment A as set
forth in the 2011 Collective Bargaining Agreement. In general, the
terms of the 2015 Collective Bargaining Agreement covering the
Benefit Plans between the UAW and Ford are the same for In-
Progression Employees as they are for Traditional Employees
except as noted below. Benefits described herein reflect the general
structure agreed upon by the parties.

SECTION I: PENSIONS
In-Progression Employees are not entitled to benefits under the
Ford-UAW Retirement Plan.
SECTION II: TAX EFFICIENT SAVINGS PLAN FOR HOURLY
EMPLOYEES (TESPHE)
In-Progression Employees are eligible to receive certain
Company contributions in TESPHE as reflected in Volume III.
SECTION III: LIFE AND DISABILITY BENEFITS
PROGRAM
A. LIFE INSURANCE BENEFITS

Eligibility
•       In-Progression Employees shall be eligible for Basic

Life Insurance and Accidental Death and
Dismemberment (AD&D) on the first day of employment
with the Company.

•       Basic Life Insurance
- For active In-Progression Employees, the

Company shall provide Basic Life Insurance
coverage in the amount of $45,000.

•       Accidental Death and Dismemberment (AD&D)
- The Company shall provide AD&D in the amount of

$22,500.

•       Optional Insurance Programs
- Eligibility, coverage amounts and rates are based on

the Optional Insurance Program provisions.
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•       Continuation of Company Provided Life Insurance Post
Employment for In-Progression Employees.
- An insured In-Progression Employee with ten (10)

or more years of seniority and at least age 55 or 30
years of seniority at any age at the time of
separation from employment with the Company, will
be eligible for continuation of Basic Life Insurance
coverage in the amount of $15,000 and AD&D
coverage in the amount of $7,500. Continuation of
AD&D coverage post employment shall be
consistent with eligibility for Retirees as set forth
in Volume II.

B. WORK RELATED DEATH BENEFIT:

The work related death benefit coverage will be based on the
amount of Accidental Death and Dismemberment (AD&D)
then in force for In-Progression Employees of $22,500.

C. ACCIDENT AND SICKNESS (A&S) BENEFITS:

•       Eligibility
- Accident and Sickness Benefits and Extended

Disability Benefits coverage under the Group Life
and Disability Insurance Program will apply on the
day after the Employee acquires one year of
seniority.

•       Duration:
- 1 year seniority but less than 3 years seniority - 26

weeks.
- 3 or more years seniority - 52 weeks.

D. EXTENDED DISABILITY BENEFITS:

•       Duration:
- 1 year seniority but less than 3 years seniority - 13

weeks
- 3 years seniority but less than 5 years seniority - 26

weeks
- 5 years but less than 10 years seniority – time for

time
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- 10 or more years seniority – maximum 10 years or
age 65 whichever comes first

- At the end of the month in which the maximum EDB
amount is payable, the Employee’s coverage for
health care will cease. Life Insurance post
employment rules will apply.

SECTION IV: SUPPLEMENTAL UNEMPLOYMENT BENEFIT
(SUB) PLAN

•       Based on 2015 Plan provisions.
SECTION V: PROFIT SHARING PLAN

•       Based on 2015 Plan provisions.
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APPENDIX W

MEMORANDUM OF UNDERSTANDING 
ALTERNATIVE WORK SCHEDULES

During 2011 Negotiations, the parties discussed the importance of
alternative work schedules (AWS) to meet changing customer
demand, maximize the utilization of our facilities, and ensure that
we have the flexibility to respond quickly to market fluctuations.

Alternative Work Schedules have a long and successful history at
Ford Motor Company. Both parties acknowledge the mutual
benefits derived from such schedules. These benefits include but are
not limited to increased employment levels and greater job security,
improved work-life balance, enhanced plant utilization, expanded
production capability, improved asset utilization, increased
profitability, and focused responsiveness to customer demand.

The parties also recognize that alternative work schedules must be
flexible enough to provide local parties the ability to implement a
schedule that meets the requirements of the business and supports
the unique operating conditions and workforce makeup of their
facility. Consequently, there are key principles that will govern the
future establishment and use of alternative work schedules. These
principles are as follows:

• Provisions of an alternative work schedule agreement may
differ from the provisions of the Master Agreement;
however, the agreement as a whole generally should neither
advantage nor disadvantage either party as compared to a
traditional schedule.

• Pay and compensation practices for AWS schedules
identified in this Appendix should not differ among plants
using the same pattern. For example, employees on the same
alternative work schedule at two different facilities should be
governed by the same overtime premium provisions.

• Employees will receive premium time when they work on
their regular day(s)off (RDO) provided they have first
worked and/or been compensated for their base schedule.
Where an employee’s regular day off falls on a Sunday,
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and the employee works, those hours will be compensable
per Article IX, Section 10 of the Master Agreement,
without meeting the base schedule threshold.

The parties acknowledge alternative work schedules are complex. It
is important all employees understand the schedule they may be
assigned, including all the provisions associated with that schedule.
The information must be clear, concise, and accessible. Thus, the
parties have established this Alternative Work Schedule Appendix
for the benefit of all employees.
Article 1

I.      Effective Date
This Memorandum shall take effect upon ratification of

the 2015 UAW-Ford Collective Bargaining
Agreement (CBA) (“Effective Date”).

II.     Applicability
        The terms of this Memorandum apply to all employees at

all Ford Motor Company facilities covered by the CBA.
This Memorandum does not establish or govern wage
rates, wage rate increases, overtime equalization,
compensable codes, benefits, shift premiums, or vacation
eligibility.

III.   Right to Establish
        When considering an alternative work schedule contained

in this Appendix, local management will notify and
discuss the business rationale for the change with the
local Union leadership, the National Ford Department,
and Labor Affairs. Following those discussions, the
Company may, with a minimum of fourteen (14) days
notice, transition between a traditional work schedule
and/or an alternative work schedule selected from the
alternative work schedules provided in this
Memorandum.

When considering alternative work schedules not contained in this
Appendix, Local parties may develop unique alternative work
schedules that are different in order to address unique operating
issues. Local parties do not have the authority to negotiate
compensation or pay rules. Prior to implementation of a unique
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alternative work schedule, approval in writing is required from the
National Ford Department and Labor Affairs, consistent with
Appendix J, Section D of the Collective Bargaining Agreement.
Article 2
I. Four 10 Hour Shift Agreement
a. Schedule

The AWS shall consist of a regular forty (40) hour weekly
work schedule, starting on Monday of each week, based on
four (4) ten (10) hour straight-time working days as follows:

If production requirements exceed forty (40) hours per week,
the plant will work the traditional, five (5) day work schedule,
and all current provisions of the CBA will apply. The
Company will ensure that employees are notified by Thursday
of the prior week of the requirement for the additional day of
production.

b. Overtime Premiums
The base schedule for this pattern is forty (40) hours worked
and/or compensated; RDO premiums will not apply until this
threshold is reached.

Hours worked and/or compensated in excess of forty (40) per
week will be paid as follows:

•       Time and one-half for all hours on the first and second
Regular Day Off (RDO)

•       Double time for all hours on the third RDO
•       RDO Premiums are determined by the RDO day
•       Time and one-half is paid for hours worked in excess of

ten (10) straight time hours unless the employee qualifies
for double time.

c. Holiday Pay
•       Employees who meet all of the General Eligibility Rules

outlined in Article IX, Section 22 of the CBA will be paid
ten (10) hours at their regular straight-time hourly rate
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including shift premium, but excluding overtime
premium for each holiday falling on a day when they
otherwise would have been scheduled to work.

•       On a holiday when they would not otherwise be
scheduled to work, employees will be paid eight (8) hours
at their regular straight-time hourly rate.

•       All hours worked on the holiday that fall on a regular day
of work (RDW) will be paid at double time. In addition,
up to ten (10) straight time hours of holiday pay may be
paid if eligible.

•       All hours worked on the holiday that fall on an RDO will
be paid at double time. In addition, up to eight (8) straight
time hours of holiday pay may be paid if eligible.

•       Holiday hours are midnight to midnight.
•       Holiday pay for the full week of holidays between

Christmas and New Year’s will not exceed forty (40)
straight-time hours of pay.

d. Bereavement Pay
In situations where bereavement pay is appropriate, the
provisions of Article IX, Section 19 of the CBA will be
applicable except an eligible employee will receive
bereavement pay of up to ten (10) straight-time hours, for each
regularly scheduled workday up to three (3) days for a
qualifying immediate family member, or five (5) regularly
scheduled days of work up to forty (40) hours for the death of
a current spouse, parent, child, stepchild, or in the case of
multiple deaths of members of the employee’s immediate
family.

e. Jury Duty and Short-Term Military Leave
Jury duty pay and short-term military pay will be compensated
on the basis of the amount of wages the employee otherwise
would have earned, ten (10) hours per day up to forty (40)
hours a week less the amount of earnings received from the
court, government, or military for that same time period. All
other provisions of Article IX, Section 18 and 20 of the CBA
apply.

f. Vacation, Excused Absence Allowance, and Family Days
Vacation and Excused Absence Allowance days will be paid
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based on the regular schedule, up to forty (40) straight time
hours per week. Half days will be in increments of five (5)
hours and full days will be in increments of ten (10) hours.
Family days will be based on the regularly scheduled work
day, up to ten (10) straight time hours. All other provisions of
Article IX, Section 24 (i) of the CBA apply.

Article 3
I. Four Crew, Two Shift Agreement

a.     Schedule
        The AWS shall consist of two (2) twelve (12) hour shifts

seven (7) days a week, using four (4) crews of employees,
with each crew working four (4) days one week and three
(3) days the next week as follows:

3 Day Work Week

4 Day Work Week

b.     Overtime Premiums
        The base schedule for the three (3) day work week is

(thirty six) 36 hours worked and/or compensated. The
base schedule for the four (4) day work week is forty

APPENDIX W MEMORANDUM OF UNDERSTANDING
ALTERNATIVE WORK SCHEDULES 

345

Mon
1

Tues
(RDO-1)

Weds
(RDO-2)

Thu
2

Fri
3

Sat
(RDO-3)

Sun
(RDO-4)

12

10 hours
straight
time, 2
hours at
time and
one-half 

RDO RDO

12

10 hours
straight
time, 2
hours at
time and
one-half

12

10 hours
straight
time, 2
hours at
time and
one-half

RDO RDO

Mon
(RDO-1)

Tues
1

Weds
2

Thu
(RDO-2)

Fri
(RDO-3)

Sat
3

Sun
4

RDO

12

10 hours
straight
time, 2
hours at
time and
one-half

12

10 hours
straight
time, 2
hours at
time and
one-half

RDO RDO

12

10 hours
straight
time, 2
hours at
time and
one-half

12

10 hours
straight
time, 2
hours at
double time



eight (48) hours worked and/or compensated. RDO
premiums will not apply until these thresholds are
reached.

        Hours worked and/or compensated in excess of the base
schedule per week will be paid as follows:

•       Time and one-half for all hours on the first and second
Regular Day Off (RDO)

•       Double time for all hours on the third and fourth RDO
•       RDO Premiums are determined by the RDO day
•       Time and one-half is paid for hours worked in excess of

ten straight time hours unless the employee qualifies for
double time.

•       Double time is paid for hours worked in excess of ten (10)
straight time hours on the Sunday in the four (4) day
week.

c.     Holiday Pay
• Employees who meet all of the General Eligibility

Rules outlined in Article IX, Section 22 of the CBA
will be paid twelve (12) hours at their regular
straight-time hourly rate including shift premium but
excluding overtime premium for each holiday falling
on a day when they otherwise would have been
scheduled to work.

• On a holiday when they would not otherwise be
scheduled to work, such employees will be paid
eight (8) hours at their regular straight-time hourly
rate.

• All hours worked on the holiday that fall on a regular
day of work (RDW) will be paid at double time. In
addition, up to twelve (12) straight time hours of
holiday pay may be paid if eligible.

• All hours worked on the holiday that fall on an RDO
will be paid at double time. In addition, up to eight
(8) straight time hours of holiday pay may be paid if
eligible.

• Holiday hours are midnight to midnight.
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• Holiday pay for the full week of holidays between
Christmas and New Year’s will not exceed forty (40)
straight-time hours of pay.

d.     Bereavement Pay
        In situations where bereavement pay is appropriate, the

provisions of Article IX, Section 19 of the CBA will be
applicable except an eligible employee will receive
bereavement pay of up to twelve (12) straight-time hours,
for each regularly scheduled workday up to three (3) days
for a qualifying immediate family member, or five (5)
regularly scheduled days of work up to forty (40) hours
for the death of a current spouse, parent, child, stepchild,
or in the case of multiple deaths of members of the
employee’s immediate family. For purposes of three (3)
day bereavement only, if an employee has not received
forty (40) hours pay and/or compensated hours, the
employee will be offered opportunities which may
include overtime to ensure forty (40) hours of pay during
the week in which he receives bereavement pay.

e.     Jury Duty and Short-Term Military Leave
        Jury duty pay and short-term military pay will be

compensated on the basis of the amount of wages the
employee otherwise would have earned, twelve (12)
hours per day up to forty (40) hours a week less the
amount of earnings received from the court, government,
or military for that same time period. All other provisions
of Article IX, Section 18 and 20 of the CBA apply.

f.      Vacation, Excused Absence Allowance, and Family
Days

        Vacation and Excused Absence Allowance days will be
paid based on the regular schedule; thirty six (36) straight
time hours for each week of vacation on the three (3) day
work week and forty (40) or forty eight (48) straight time
hours for each week of vacation on the four (4) day week.
Half days will be in increments of six (6) hours and full
days will be in increments of twelve (12) hours. Family
days will be based on the regularly scheduled work day,
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up to twelve (12) straight time hours. All other provisions
of Article IX, Section 24 (i) of the CBA apply.

g.     Other Premiums
        Notwithstanding Article IX, Section 6 of the CBA,

employees assigned to the four crew, two shift AWS will
be paid a two and one-half percent premium.

Article 4
I. Seven on Seven Off

a.     Schedule
        The AWS shall consist of two shifts of between ten (10)

and twelve (12) hour shifts seven days a week, using four
(4) crews of employees, with each crew working four (4)
days or three (3) days a week as follows:

Mon - Thurs

Fri, Sat, Sun

b.     Overtime Premiums
        Article IX, Section 12 Overtime Premiums-Seven-Day

Operations will apply except as otherwise noted below.
The base schedule in the example provided for the three
(3) day work week is thirty four (34) hours worked
and/or compensated. The base schedule for the four (4)
day work week is forty (40) hours worked and/or
compensated. RDO premiums will not apply until these
thresholds are reached. The base schedule threshold will
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differ if the regular base schedule hours are less than
those provided in the example.

        Hours worked and/or compensated in excess of the base
schedule per week will be paid as follows:
• Time and one-half for all hours on the first and

second Regular Day Off (RDO), double time for all
hours on the third and fourth RDO

• RDO Premiums are determined by the RDO day
• Time and one-quarter is paid for the first ten (10)

hours worked on Saturday and Sunday unless the
employee qualifies for time and one-half or double
time

• Time and one-half is paid for hours worked in excess
of ten (10) straight time hours unless the employee
qualifies for double time

c.     Holiday Pay
• Consistent with Article IX, Section 12 and Section

22 (g), Employees who meet all of the General
Eligibility Rules outlined in Article IX, Section 22 of
the Master Agreement will be paid between ten (10)
and twelve (12) hours at their regular straight-time
hourly rate including shift premium but excluding
overtime premium for each holiday falling on a day
when they otherwise would have been scheduled to
work. The hours paid will be based on the regular
base schedule hours.

• On a holiday when they would not otherwise be
scheduled to work, such employees will be paid
eight (8) hours at their regular straight-time hourly
rate.

• All hours worked on the holiday that falls on a
regular day of work (RDW) will be paid at double
time.  In addition, straight time hours of holiday
pay up to the employee’s base hour schedule for
the RDW, may be paid if eligible.

• All hours worked on the holiday that falls on an
RDO will be paid at double time. In addition, up to
eight (8) straight time hours of holiday pay may be
paid if eligible.
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• Holiday pay for the full week of holidays between
Christmas and New Year’s will not exceed forty (40)
straight-time hours of pay.

d.     Bereavement Pay
        In situations where bereavement pay is appropriate, the

provisions of Article IX, Section 19 of the CBA will be
applicable except an eligible employee will receive
bereavement pay of up to twelve (12) straight-time hours,
for each regularly scheduled workday up to three (3) days
for a qualifying immediate family member, or five (5)
regularly scheduled days of work up to forty (40) hours
for the death of a current spouse, parent, child, stepchild,
or in the case of multiple deaths of members of the
employee’s immediate family. The hours paid will be
based on the regular base schedule hours. For purposes of
three (3) day bereavement only, if an employee has not
received forty (40) hours pay and/or compensated hours,
the employee will be offered opportunities which may
include overtime to ensure forty (40) hours of pay during
the week in which he receives bereavement pay.

e.     Jury Duty and Short-Term Military Leave
        Jury duty pay and short-term military pay will be

compensated on the basis of the amount of wages the
employee otherwise would have earned, twelve (12)
hours per day up to forty (40) hours a week less the
amount of earnings received from the court, government,
or military for that same time period. All other provisions
of Article IX, Section 18 and 20 of the CBA apply. The
hours paid will be based on the regular base schedule
hours.

f.      Vacation, Excused Absence Allowance, and Family
Days

        Vacation and Excused Absence Allowance days will be
paid based on the regular schedule. Half days will be in
increments of six (6) hours and full days will be in
increments of twelve (12) hours or up to forty (40)
straight time hours for each week of vacation. Family
days will be based on the regularly scheduled work day,
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up to twelve (12) straight time hours. The half day and
full day increments will differ if the regular base schedule
hours are less than twelve (12) hours (e.g. ten (10) hours).
All other provisions of Article IX, Section 24 (i) of the
CBA apply.

g.     Other Premiums
        Consistent with Article IX, Section 21 of the CBA,

employees assigned to the seven on seven off AWS will
be paid a seven-day operations bonus.

Article 5
I. Four on Four Off

a.     Schedule
The AWS shall consist of two shifts of between eleven and

one-half (11.5) and twelve (12) hours seven days a week,
using two (2) crews of employees, with each crew
working four (4) days or three (3) days a week as follows:

Schedule Runs On An Eight Week Cycle
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RDO RDO RDO RDO



b.     Overtime Premiums
        Article IX, Section 12 Overtime Premiums-Seven-Day

Operations will apply except as otherwise noted below.
The base schedule in the example provided for the three
(3) day work week is thirty six (36) hours worked and/or
compensated. The base schedule for the four (4) day
work week is forty eight (48) hours worked and/or
compensated. RDO premiums will not apply until these
thresholds are reached. The base schedule threshold will
differ if the work hours are less than twelve (12) hours
(e.g. eleven and one-half (11.5) hours).

        Hours worked and/or compensated in excess of the base
schedule per week will be paid as follows:

• Time and one-half for all hours on the first and
second Regular Day Off (RDO), double time for all
hours on the third and fourth RDO.

• RDO Premiums are determined by the RDO day
• Time and one-quarter is paid for the first ten (10)

hours worked on Saturday and Sunday unless the
employee qualifies for time and one-half or double
time

• Time and one-half is paid for hours worked in excess
of ten (10) straight time hours unless the employee
qualifies for double time.

c.     Holiday Pay
• Consistent with Article IX, Section 12 and Section

22 (g), Employees who meet all of the General
Eligibility Rules outlined in Article IX, Section 22 of
the Master Agreement will be paid twelve (12) hours
at their regular straight-time hourly rate including
shift premium but excluding overtime premium for
each holiday falling on a day when they otherwise
would have been scheduled to work. The hours paid
will be based on the regular base schedule hours.

• On a holiday when they would not otherwise be
scheduled to work, such employees will be paid
eight (8) hours at their regular straight-time hourly
rate.
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• All hours worked on the holiday that falls on a
regular day of work (RDW) will be paid at double
time.  In addition, up to twelve (12) straight time
hours of holiday pay may be paid if eligible.

• All hours worked on the holiday that falls on an
RDO will be paid at double time. In addition, up to
eight (8) straight time hours of holiday pay may be
paid if eligible.

• Holiday pay for the full week of holidays between
Christmas and New Year’s will not exceed forty (40)
straight-time hours of pay.

d.     Bereavement Pay
        In situations where bereavement pay is appropriate, the

provisions of Article IX, Section 19 of the CBA will be
applicable except an eligible employee will receive
bereavement pay of up to twelve (12) straight-time hours,
for each regularly scheduled workday up to three (3) days
for a qualifying immediate family member, or five (5)
regularly scheduled days of work up to forty (40) hours
for the death of a current spouse, parent, child, stepchild,
or in the case of multiple deaths of members of the
employee’s immediate family. The hours paid will be
based on the regular base schedule hours. For purposes of
three (3) day bereavement only, if an employee has not
received forty (40) hours pay and/or compensated hours,
the employee will be offered opportunities which may
include overtime to ensure forty (40) hours of pay during
the week in which he receives bereavement pay.

e.     Jury Duty and Short-Term Military Leave
        Jury duty pay and short-term military pay will be

compensated on the basis of the amount of wages the
employee otherwise would have earned, twelve (12)
hours per day up to forty (40) hours a week less the
amount of earnings received from the court, government,
or military for that same time period. All other provisions
of Article IX, Section 18 and 20 of the CBA apply. The
hours paid will be based on the regular base schedule
hours.
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f.      Vacation, Excused Absence Allowance, and Family
Days

        Vacation and Excused Absence Allowance days will be
paid based on the regular schedule. Half days will be in
increments of six (6) hours and full days will be in
increments of twelve (12) hours or up to forty (40)
straight time hours for each week of vacation. Family
days will be based on the regularly scheduled work day,
up to twelve (12) straight time hours. All other provisions
of Article IX, Section 24 (i) of the CBA apply.

g.     Other Premiums
        Consistent with Article IX, Section 21 of the CBA,

employees assigned to the four on four off AWS will be
paid a seven-day operations bonus.

Article 6
I. Three Crew Agreement

a.     Schedule
        The AWS shall consist of a regular forty (40) hour weekly

work schedule, with three (3) crews, based on four (4)
straight-time ten (10) hour working days as follows:

A Crew

B Crew 

C Crew 
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b.     Overtime Premiums
        The base schedule for this pattern is forty (40) hours

worked and/or compensated; RDO premiums will not
apply until this threshold is reached. Hours worked and/or
compensated in excess of forty (40) per week will be paid
as follows:
• Time and one-half for all hours on the first and

second Regular Day Off (RDO)
• Double time for all hours on the third RDO
• RDO Premiums are determined by the RDO day
• Time and one-half is paid for hours worked in excess

of ten (10) straight time hours unless the employee
qualifies for double time.

c.     Holiday Pay
• Employees who meet all of the General Eligibility

Rules outlined in Article IX, Section 22 of the
Master Agreement will be paid ten (10) hours at their
regular straight-time hourly rate including shift
premium, but excluding overtime premium for each
holiday falling on a day when they otherwise would
have been scheduled to work.

• On a holiday when they would not otherwise be
scheduled to work, employees will be paid eight (8)
hours at their regular straight-time hourly rate.

• All hours worked on the holiday that fall on a regular
day of work (RDW) will be paid at double time. In
addition, up to ten (10) straight time hours of holiday
pay may be paid if eligible.

• All hours worked on the holiday that fall on an RDO
will be paid at double time. In addition, up to eight
(8) straight time hours of holiday pay may be paid if
eligible.

• Holiday hours are midnight to midnight.
• Holiday pay for the full week of holidays between

Christmas and New Year’s will not exceed forty (40)
straight-time hours of pay.

d.     Bereavement Pay
        In situations where bereavement pay is appropriate, the

provisions of Article IX, Section 19 of the CBA will be
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applicable except an eligible employee will receive
bereavement pay of up to ten (10) straight-time hours, for
each regularly scheduled workday up to three (3) days for
a qualifying immediate family member, or five (5)
regularly scheduled days of work up to forty (40) hours
for the death of a current spouse, parent, child, stepchild,
or in the case of multiple deaths of members of the
employee’s immediate family.

e.     Jury Duty and Short-Term Military Leave
        Jury duty pay and short-term military pay will be

compensated on the basis of the amount of wages the
employee otherwise would have earned, ten (10) hours
per day up to forty (40) hours a week less the amount of
earnings received from the court, government, or military
for that same time period. All other provisions of Article
IX, Section 18 and 20 of the CBA apply.

f.      Vacation, Excused Absence Allowance, and Family
Days

        Vacation and Excused Absence Allowance days will be
paid based on the regular schedule, up to forty (40)
straight time hours per week. Half days will be in
increments of five (5) hours and full days will be in
increments of ten (10) hours. Family days will be based
on the regularly scheduled work day, up to ten (10)
straight time hours. All other provisions of Article IX,
Section 24 (i) of the CBA apply.

g.     Other Premiums
        Employees assigned to the C Crew will be paid a ten

percent premium for all hours worked on regularly
scheduled work days regardless of shift, excluding the
Saturday shift and Sunday shift, which will be paid at
time and one quarter for all hours worked.

Article 7
I. Three Twelve Hour Shifts Agreement

a.     Schedule
        The AWS shall consist of two (2) twelve (12) hour shifts

with two (2) consecutive days a week and one (1) floating
day a week, each crew working three (3) days a week as
follows:
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b.     Overtime Premiums
        Article IX, Section 12 Overtime Premiums-Seven-Day

Operations will apply except as otherwise noted below.
The base schedule for the work week is thirty six (36)
hours worked and/or compensated. RDO premiums will
not apply until this threshold is reached.

        Hours worked and/or compensated in excess of the base
schedule per week will be paid as follows:
• Time and one-half for all hours on the first and

second Regular Day Off (RDO), double time for all
hours on the third and fourth RDO

• RDO Premiums are determined by the RDO day
• Time and one-quarter is paid for the first ten hours

worked on Saturday and Sunday unless the
employee qualifies for time and one-half or double
time

• Time and one-half is paid for hours worked in excess
of ten (10) straight time hours unless the employee
qualifies for double time.

c.     Holiday Pay
• Consistent with Article IX, Section 12 and Section

22 (g), Employees who meet all of the General
Eligibility Rules outlined in Article IX, Section 22 of
the Master Agreement will be paid twelve (12) hours
at their regular straight-time hourly rate including
shift premium but excluding overtime premium for
each holiday falling on a day when they otherwise
would have been scheduled to work.

• On a holiday when they would not otherwise be
scheduled to work, such employees will be paid
eight (8) hours at their regular straight-time hourly
rate.
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• All hours worked on the holiday that falls on a
regular day of work (RDW) will be paid at double
time.  In addition, up to twelve (12) straight time
hours of holiday pay may be paid if eligible.

• All hours worked on the holiday that falls on an
RDO will be paid at double time. In addition, up to
eight (8) straight time hours of holiday pay may be
paid if eligible.

• Holiday pay for the full week of holidays between
Christmas and New Year’s will not exceed forty (40)
straight-time hours of pay.

d.     Bereavement Pay
        In situations where bereavement pay is appropriate, the

provisions of Article IX, Section 19 of the CBA will be
applicable except an eligible employee will receive
bereavement pay of up to twelve (12) straight-time hours,
for each regularly scheduled workday up to three (3) days
for a qualifying immediate family member, or five (5)
regularly scheduled days of work up to forty (40) hours
for the death of a current spouse, parent, child, stepchild,
or in the case of multiple deaths of members of the
employee’s immediate family. For purposes of three (3)
day bereavement only, if an employee has not received
forty (40) hours pay and/or compensated hours, the
employee will be offered opportunities which may
include overtime to ensure forty (40) hours of pay during
the week in which he receives bereavement pay.

e.     Jury Duty and Short-Term Military Leave
        Jury duty pay and short-term military pay will be

compensated on the basis of the amount of wages the
employee otherwise would have earned, twelve (12)
hours per day up to forty (40) hours a week less the
amount of earnings received from the court, government,
or military for that same time period. All other provisions
of Article IX, Section 18 and 20 of the CBA apply.
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f.      Vacation, Excused Absence Allowance, and Family
Days

        Vacation and Excused Absence Allowance days will be
paid based on the regular schedule. Half days will be in
increments of six (6) hours and full days will be in
increments of twelve (12) hours up to forty (40) straight
time hours. Family days will be based on the regularly
scheduled work day, up to twelve (12) straight time
hours. All other provisions of Article IX, Section 24 (i) of
the CBA apply.

g.     Other Premiums
        Consistent with Article IX, Section 21 of the CBA,

employees assigned to the three twelve hour schedule will
be paid a seven-day operations bonus.

Article 8
I. Unique Situations

a.     Christmas Holiday Scheduling
        During these negotiations, the parties discussed

employees assigned to an alternative work schedule with
Saturday and/or Sunday as a regularly scheduled work
day. We recognize the impact this will have on the
Christmas Holiday period production schedule during the
course of this agreement, specifically, the waiver of
Article IX, Section 22 (a)(3)(ii) of the CBA. This will
result in the plant being scheduled to run and/or support
production as follows:

Saturday, December 26, 2015
Sunday, December 27, 2015
Saturday, December 24, 2016
Sunday, December 25, 2016
Saturday, December 30, 2017
Sunday, December 31, 2017
Saturday, December 29, 2018
Sunday, December 30, 2018

        The Company recognizes the issues inherent with running
production on the aforementioned days, and agrees to not
schedule production on those days provided the local
parties continue to work together, as they have in the past,
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to develop and execute a volume recovery plan that
makes up the lost units prior to the time off specified
above.

        For pay periods ending December 27, 2015, December
25, 2016, December 24, 2017, and December 30, 2018,
the Company agrees to pay an employee an amount equal
to the difference between the total number of hours paid,
including overtime, plus all hours made available to the
employee to be paid and forty (40) straight time hours.
Should any issues arise surrounding this agreement, they
may be referred to the National Ford Department and
Labor Affairs.

b.     Weekend Shifts
        Management shall have the right to designate, during a

model year period, Saturday shifts and Sunday shifts as
mandatory overtime workdays. Because the open
capacity in a three crew operation is on both Saturday and
Sunday, the number of mandatory Saturday and Sunday
shifts per crew shall be consistent with the number of
mandatory Saturday shifts outlined in Appendix H Part A,
Section 4 and Appendix H Part A, Section 3 will be
waived.

        The parties agree that these mandatory Saturday and
Sunday shifts shall be up to ten (10) hours in length.
Local management and the local union will develop a
plan to utilize volunteers for mandatory overtime
weekend shifts. In the absence of enough qualified
volunteers, employees on the B Crew will be mandatorily
scheduled on the Saturday shift; employees on the A
Crew will be mandatorily scheduled on the Sunday shift.

        All other Saturdays and Sundays are voluntary, except as
otherwise provided in Appendix H Section 7, and
employees may decline to work any other Saturday or
Sunday during such model year, provided (i) he shall
have notified the Company in accordance with Paragraph
16 and (ii) he has not been absent for any reason on any
day during the week preceding any Saturday/Sunday
which he elects not to work.
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c.     Hours in Excess of Ten Per Shift/Crew
        It was agreed that the Company may schedule mandatory

production hours up to 10.7 hours per shift/crew to meet
ten (10) hour production schedules, except for the C
Crew which may be scheduled mandatory production
hours up to 10.5 hours. It is understood that scheduled
production hours beyond 10.7 per shift/crew, and 10.5
for the C Crew, require mutual agreement of the local
union and management.

        Disputes involving the application of this provision will
be reviewed by the National Ford Department and Labor
Affairs.

d.     Altering the Schedule
        The parties recognize that there may be occasions when it

may be beneficial to alter the work schedule at AWS
locations, resulting in the movement of a scheduled work
day to another more convenient period, particularly
surrounding holiday weekends. It is understood that the
local parties may jointly agree to such changes, provided
they do not result in a decrease in productivity or capacity
or increase in costs.

e.     Benefits
        Benefits for employees on an alternative work schedule

will continue to be administered by the Memorandum of
Understanding entitled, “Handling of Benefits for
Alternative Work Schedule Employees”.

f.      Changes to Existing Patterns and Future
Administration

        The parties recognize that this Appendix has implications
to existing alternative work schedules. As soon as
practicable after ratification, the National Ford
Department and Labor Affairs will review the
adjustments to current schedules including overtime
premiums and base schedule requirements with the local
parties to ensure that employees are compensated
consistent with the intent of this Appendix.
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        Local Labor Relations will continue to be responsible for
ensuring that the appropriate departments (i.e. TWOS,
Central Timekeeping, and Employee Payments) receive
any programming changes to payroll systems in a timely
manner.

        Except as specifically provided in this Memorandum, all
provisions of the 2015 CBA, Supplementary Agreements
and understandings, and local agreements existing as of
the Effective Date shall apply to employees covered by
this Memorandum.

        Disputes, local and national, involving the application or
interpretation of this Memorandum and/or locally
developed alternative work schedules will be reviewed by
the National Ford Department and Labor Affairs.
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*SETTLEMENT AGREEMENT

On this 29th day of May, 1949, Ford Motor Company and
International Union, United Automobile, Aircraft and Agricultural
Implement Workers of America, C.I.O., hereby agree that ...:
No. 1.  To meet its daily production schedules, the Company will
maintain each line at a constant speed.  The Company will space units
to provide a uniform flow of work for individual employees.  It is
recognized that this uniform flow of work contemplates the expected
normal ratio of body types upon which the work standards are
computed and the regular work assignments are made.  On request,
local Management will notify the Union of its expected daily
production schedules and of the line speeds to achieve such schedules.
No. 2.  The following question, with respect to the lines specified in
the Union’s notices of dispute at the Lincoln and Dearborn Assembly
Plants dated March 11 and April 14, 1949 shall be submitted for
decision by an arbitrator or arbitration panel as provided below:
“Does the Company under the contract, on the basis of health and
safety or otherwise, have the right to require an employee to perform
his work assignment on any unit in less time than the Company’s
time study shows for his assignment, provided the employee is not
assigned more than 480 minutes of work as measured by time study
in an eight hour shift?”
The decision of the arbitrator or arbitration panel, as the case may
be ... shall be in writing, and shall be binding upon both parties.
No. 3.  When additional work is required because the mix of body
types differs from the expected normal ratio upon which the work
standards are computed and the regular work assignments are made,
the Company will make adjustments where necessary by one or more
of the following means:

(a) addition of manpower
(b) greater spacing of units
(c) reducing speed of line
(d) stopping line momentarily
(e) adjusting employee work assignments

No. 4.  The normal amount of work required of employees shall not
be increased because of absenteeism.

* As amended October 20, 1961.
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August 15, 1949

AGREEMENT

Ford Motor Company and International Union, United Automobile,
Aircraft and Agricultural Implement Workers of America, agree that
where weekly pay periods are presently in effect and as the various
plants and branches adopt the weekly pay period, the following rules
shall be followed with respect to transfers:

When employees covered under the present (277) “Three Days
Transfer Agreement” are reclassified on a Form 277 (Change of
Occupation), the resultant change in rate shall take effect the first
day of the first pay period following the reclassification date.  The
reclassification date shall be considered the date the employee started
working on the new classification; but this shall not constitute a
waiver of Article VII Section 13A.*

Forms 277 shall be processed in each plant in the manner now
followed at the Rouge Plant.  All 277’s where a badge change is not
involved will be made in triplicate.  The original copy shall be
retained by the Rate Adjuster, one duplicate copy shall be made
available for the Supervisor and the other duplicate copy shall be
made available for the Union representative.  In cases where badge
changes are involved the 277 will continue to be made up in single
copy and presented to the Union representative for his signature, with
the understanding he can take from such 277 Form any information
he deems necessary.  As in the past no 277 will be considered as
official until it carries the initial of the Rate Adjuster in plants where
Rate Adjusters are employed.  In plants where Rate Adjusters are not
employed the forms will carry the initials of the employee designated
by the manager as having such authority to check such forms.  The
Union shall be notified promptly of the rejection of any Form 277.

* (The corresponding section of the current Collective Bargaining Agreement, to
which this now is deemed to refer, is Article VII, Section 24(a).)
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This agreement is subject to ratification by the membership of the
Union, and shall be submitted for ratification promptly.

By FORD MOTOR COMPANY
M. E. Beaman
Manton M. Cummins
Malcolm L. Denise
E. M. Baker
Clarence C. Donovan
Karlton W. Pierce
William C. Ford

By INTERNATIONAL UNION, U.A.A.A.I. (CIO)
Ken Bannon
Gene Prato
David H. Harmon
B. F. Tyra
James B. Conway
William M. Payne
James H. Warren
Frank Guerro
Edward H. Jirousek
James Romanow
Neil Rice
William Neville
G. H. Wynne
Andrew D. Neideffer
Don Primo
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Ford Motor Company and the UAW recognize 
their respective responsibilities under federal 
and state laws relating to fair employment 
practices.

The Company and the Union recognize the 
moral principles involved in the area of civil 
rights and have reaffirmed in their Collective 
Bargaining Agreement their commitment not 
to discriminate because of race, religion, color, 
age, sex, sexual orientation, union activity, 
national origin, or against any employee with 
disabilities.
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