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TENTATIVE AGREEMENT 

PREAMBLE 

Section 1. The successful operation of the Company's business is hereby declared to be of 
mutual interest and both parties hereto desire to preserve, promote, and improve industrial and 
economic relationships, safety, cleanliness and economy and to improve and increase the 
quantity and quality of work performed. The Company and the Union recognize the principle 
of a fair day's work for a fair day's pay. 

Section 2. The Company and the Union recognize the principle of a fair day's work for a fair day's 
pay. In general, a fair day's work is one that is fair to both the Company and the employee. 
This means that the employee should give a full day's work for the time that he or she gets 
paid, with reasonable allowance for personal delays and fatigue. He or she is expected to 
operate in the prescribed method at a pace that may be considered representative of all-day 
performances by the experienced, cooperative employee. 
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TENTATIVE AGREEMENT 

ARTICLE2 
MANAGEMENT'S RIGHTS 

Section 1. It is expressly understood and agreed that all the rights heretofore exercised by the 
Company as the owner and operator of the business and not expressly contracted away by a 
specific provision of this Agreement are retained solely by the Company and may be impaired only 
with the express consent of the Company. 

Section 2. The Company agrees that the rights of Management will not be applied in any manner 
that is inconsistent with the provision of this Agreement. 
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TENTATIVE AGREEMENT 

ARTICLE 4 
NOTIFICATION 

Section 1. The Union shall furnish the Company with a list of employees acting in the capacity of Shop 
Committeeperson and their alternates. The Union will also furnish a list of the names of all officers of 
the Local Union. 

Section 2. All Supervisors will be authorized to handle grievances at the first step of the procedure. 
Additionally, the Company will furnish the Union a list of all supervisory personnel upon request. 

Section 3. Upon request, the Company shall furnish the International Union and Local Union 
with an electronic list of the names of all employees in the bargaining unit together with their last 
known mailing addresses, telephone number and employee identification number as reflected in 
the Company's personnel records through information supplied by the said employees. 
Thereafter, upon request, the Company shall supply the Union with appropriate revisions and 
additions to such mailing list. It is expressly understood that the use of such mailing lists shall be 
restricted to appropriate Union purposes and the information thereon shall not be disclosed to any 
third parties. 

All employees shall provide a telephone number and address to the Company through which 
they can be contacted. The Company will provide the employee with a date and time stamped 
copy. 

Section 4. The Company will keep the Union informed of changes in Bargaining Unit employee's 
status as they occur by providing the Union with access to an electronic report showing changes in 
bargaining unit employee status to include pay rate change, permanent change in work group or 
classification, shift change, layoff and recall, and termination. 
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TENTATIVE AGREEMENT 

ARTICLES 
SENIORITY 

Section 1. An employee's seniority shall be computed from the time of initial employment by the 
Company in any capacity within the Bargaining Unit, except that a new employee shall be on probation 
for the first sixty (60) days worked. A day of work is defined as four (4) or more hours worked. 
After the sixty (60) days worked, a new employee shall be placed on the seniority list and given a 
seniority rating as of the first day last hired by the Company. Retention or termination of probationary 
employees shall be at the Company's sole discretion and specifically excluded from the grievance 
procedure except in cases related to illegal discrimination or Union affiliation. In cases of alleged 
illegal discrimination or Union affiliation, the probationary employee will have access to the 
grievance and arbitration procedure. 

Section 2. Seniority shall be lost and employment terminated for any of the following reasons: 

A. Voluntary resignation; 

B. Discharge for just cause; 

C. Retirement; 
D. Three (3) working days unreported (absence without notification to the Company for three (3) 

consecutive working days) unless the absence is of such a serious nature that it was impossible 
for the employee to provide or arrange for the provision of the required notification to the 

) Company and is substantiated by medical documentation; 

Ll 

E. Absence for five (5) consecutive working days without a reasonably satisfactory excuse; 
F. Failure to report to work within three (3) working days following notification of recall from 

layoff. However, it is understood and agreed to by the parties that this three (3) working day 
rule will be automatically extended to fourteen (14) calendar days if the laid-off employee has 
taken _work with another company during such period of layoff. 

The only use of temporary seniority employees in this Agreement shall be as defined below: 

1. Temporary seniority employees shall only be used as summer vacation replacements. 

2. Employees who are on layoff who decline the opportunity to return for temporary summer 
employment shall not lose seniority. 

3. Employees who do return to temporary summer employment shall retain their original 
layoff date. 

4. Each year laid off employees will be offered temporary summer employment from May 1st 

through September 30th beginning with the most senior employee on layoff and in descending 
order thereafter. Any extensions beyond September 30th will be done through mutual 
agreement by both parties. 

5. Temporary seniority employees may exercise shift preference among other temporary 
seniority employees by seniority at their time of initial placement. In the event it is necessary 
to transfer temporary seniority employees outside their initial work group, it will be done in 
consideration of seniority and their ability to do the work. 

6. Temporary seniority employees will be paid the current step progression rate at which they 
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had at the time of layoff for the job being performed and all time worked will count 
towards the next pay step progression. 

7. Temporary seniority employees will not fill positions in departments with displaced 
employees before first offering the opportunity to senior employees currently working in the 
plant prior to May 1st to return to their "home" department. Employees who decline to return 
to their "home" department during the employment of temporary seniority employees will 
not forfeit their displacement/homestead rights. 

8. Such employees will not be subject to shift displacement by seniority employees by Article 
13. 

9. Such employees will not be eligible for provisions of Article 12. 

10. Notification requirements regarding temporary seniority employees will be the same as 
required regarding other Bargaining Unit employees per Article 4. 

11. Maximum amount of temporary seniority employees hired for vacation replacements will not 
exceed the number of employees needed to fill the highest week of vacations 
entitlement during the five (5) month period. 

12. All other provisions of the Agreement will apply to these employees. 

G. Layoff or medical leave of absence for a continuous period of time exceeding the applicable 
accumulation limit. Seniority shall continue to accumulate during periods of layoff or medical leave 
of absence for an employee with seniority for a period equal to such employee's service with 
the Company or a minimum of thirty-six (36) months. During the 20-1-S 2024 negotiations, it was 
agreed that during the life of this Agreement, no employee will lose seniority due to layoff. 

Section 3. It shall be the responsibility of the employee to keep both the Company and the Union 
informed of their current address and telephone number. During periods of layoff, the employee shall 
provide notice in writing of any change in address and telephone number. Failure on the part of 
the employee to keep the Company informed of the correct address releases the Company of 
any responsibility of any backpay liabilities for failure to be recalled by seniority. Upon notice of 
recall by certified mail, (return receipt requested) the employee shall report to work within three (3) 
working days. The three (3) working days provision may be extended at the Company's discretion 
upon reasonable and acceptable proof of failure to report to work but not to exceed fourteen (14) 
calendar days. 

Notice of loss of seniority and termination will be given to the employee involved at the employee's 
last known address, in writing, promptly after an entry to that effect is made in the personnel records of 
the Company. 

Section 4. A seniority list shall be prepared by the Company every three (3) calendar months for all 
employees covered by this Agreement and posted in one (1) agreed central location in each plant. 
The Union shall receive a copy of this list. The employee with the most Company seniority will be first 
on the list and the employee with the least Company seniority will be the last. During periods of layoff, 
a seniority list of employees on layoff will similarly be provided to the Union. 

Should any objections arise to seniority listing, such objections shall be made within thirty (30) days 
after posting the roster, with the exception that any employee who is on any approved leave or layoff 
at the time of posting the roster shall have a thirty (30) day period after returning to work to enter 
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I such objection. 

Section 5. Employees who are transferred or promoted to positions within the Company outside of 
the Bargaining Unit and are subsequently separated from that job will not have the opportunity to 
return to a job in the Bargaining Unit. 

Section 6. See Local Language 

Section 7. See Local Language 

Section 8. See Local Language 

For Union 
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TENTATIVE AGREEMENT 

ARTICLE 6 
GRIEVANCE AND ARBITRATION PROCEDURE 

The Union and the Company encourage all employees to discuss and fully disclose to their 
Supervisor any problem or complaint in an effort to resolve such problem or complaint before 
resorting to the grievance procedure. If after the employee has shared the facts of the matter with 
his Supervisor, he requests his Shop Committeeperson, the Company will summons the Shop 
Committeeperson and no further inquiries will be made by the Company until the Shop 
Committeeperson arrives. 

Should a grievance occur, all parties involved should make an earnest effort to ascertain the facts 
and seek a fair and equitable settlement through the use of the following procedure. Neither party 
will burden the formal grievance procedure with insignificant matters or cases unsupported by 
the facts or common sense. 

If the complaint is not raised within two (2) working days, it shall be deemed abandoned and not 
entitled to consideration thereafter, unless the employee(s) were not aware of the facts leading to 
the grievance. 

Group grievances will be entered at Step 2 of the Grievance Procedure. 

Policy grievances will be entered at Step 3 of the Grievance Procedure. 

Section 1. 

Step 1. In the event that the complaint is not settled between the employee and his immediate 
Supervisor within twenty-four (24) hours of the time it is raised, it will be reduced to writing on an 
agreed upon form provided by the Union, and presented to the employee's Supervisor by the Shop 
Committeeperson. The Supervisor's answer will be given in writing to the Shop Committeeperson 
and/or placed in the designated box within three (3) working days after receipt of the grievance. 

Step 2. If the grievance is not settled at Step 1, it may be presented to the Department Manager by 
the Shop Committeeperson within three (3) working days after receipt of the Supervisor's answer in 
Step 1. The Department Manager's answer will be given in writing lo the Shop 
Committeeperson and/or placed in the designated box within three (3) working days. 

Step 3. In the event the Department Manager's answer is not satisfactory, the Shop Chairperson 
may, within five (5) working days of the Department Manager's answer, request a meeting in 
writing with the Human Resource Manager or designee to seek resolution of the grievance. 
The Step 3 meeting may include representatives of the Human Resource Department and other 
management representatives as deemed necessary and, the Union Shop Chairperson and the 
Committeeperson who has handled the grievance in Steps 1 & 2 above and other appropriate witnesses 
as deemed necessary. This group shall meet as soon as practical but, no later than ten (10) working 
days of receipt of written request. The Company's answer will be given within five (5) working days of 
the conclusion of the Step 3 meeting. 

Step 4. Regional Review Step: In the event the Company's answer is not satisfactory, the Shop 
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Chairperson may, within five (5) working days request a meeting in writing with the Human Resources 
Manager or designee to seek resolution of the grievance. The Step 4 meeting will include the 
Plant Manager or his designee, the Human Resources Manager or his designee, and other 
Management representatives as deemed appropriate by the Company; also included will be one (1) 
or two (2) Representative(s) of the International Union, the Shop Committeeperson involved 
in previous grievance steps, Shop Chairperson, and the local Union President. The Shop 
Chairperson may bring an additional representative(s) as deemed necessary by the Union. This meeting 
will be scheduled within ten (10) working days of the written request from the Shop Chairperson for 
the 4th step meeting. The Company's answer will be given within five (5) working days of the 
conclusion of the 4th step meeting. 

The Regional Representative upon receipt of the 4th Step Company answer shall have thirty (30) 
calendar days to settle, withdraw or appeal the grievance to the Arbitration Step of the procedure or the 
UAW Heavy Truck Department. Upon receipt, Representatives from the UAW Heavy Truck Department 
shall contact DTNA Corporate Labor Relations in an attempt to dispose of the grievance. 

Step 5. Arbitration: Region and/or UAW Heavy Truck Department. If the matter is one subject to 
arbitration as provided in Article 2, Management's Rights, or one involving the discharge and 
discipline of employees pursuant to Article 15, Discipline and Discharge, hereof, and all 
conditions satisfied, including applicable time limits, then the Union may, within sixty (60) working days 
of the Company's answer in Step 4, request that the grievance be submitted to an arbitrator for 
determination pursuant to Sections 2 through 6 hereof. The fact that the Union does not request 
arbitration within the allotted time, or the fact that a grievance is withdrawn by the Union, will be without 
prejudice or precedent to either party. 

Section 2. The written request for arbitration of a matter, which is arbitral under the terms of this 
Agreement, shall set forth the nature of the grievance. The IJRi9fl Company will submit a form to 
the FMCS requesting a panel of seven (7) arbitrators within ten /1 Ol working days of the request 
of the Union (Company will pay the cost of submitting the form). The Company and the Union 
shall within ten (10) working days, select the arbitrator by striking from the panel until only one (1) 
name remains on the list. The name of the arbitrator remaining on the list shall be deemed as accepted 
by both parties. 

Section 3. The arbitrator so selected shall schedule a prompt hearing at which time he shall have the 
power to make determinations of fact on the questions submitted to him and apply them to the 
provisions of the Agreement alleged to have been violated, so long as the matter is one which is 
subject to arbitration under the terms of this Agreement and so long as it is submitted to him in 
accordance with the procedure herein specified. In interpreting and applying the provisions of this 
Agreement which are subject to arbitration and in making findings of fact in connection 
therewith, the arbitrator's interpretation must be in accordance with the terms of this Agreement. 

No arbitrator shall have the jurisdiction or authority to add to, take from, nullify or modify any of the 
terms of this Agreement or to impair any of the rights reserved to management under the terms hereof, 
either directly or indirectly, under the guise of interpretation; nor shall he have the power to substitute 
his discretion for that of management in any manner where management has not contracted away its 
right to exercise discretion. The arbitrator shall be bound by the facts and evidence submitted to him 
and may not go beyond the term of this Agreement in rendering his decision. No such decision may 
include or deal with any issue or matter, which is not expressly made subject to arbitration under 
terms of this Agreement. 
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The decision of the arbitrator shall be in writing and shall be final and binding upon the parties when 
rendered upon a matter within the authority of the arbitrator and within the scope of matters subject to 
arbitration as provided in this Agreement. 

The decision of the arbitrator shall be rendered in writing within thirty (30) calendar days after the close 
of the hearing or the date for submission of written briefs. 

Section 4. Unless it is mutually agreed otherwise, each grievance, which is subject to 
arbitration, shall be handled by a separate arbitrator in a separate hearing, except grievances arising 
out of an identical set of facts or the same incidents may by agreement be heard together. It is 
further agreed that arbitration cases will be scheduled on a prioritized basis such that discharge 
cases or other potential back pay cases will be scheduled ahead of other pending cases. 

Section 5. The fees of the arbitrator and the necessary expenses (exclusive of payment to 
witnesses) shall be borne by the losing party. Each party shall pay the fees of his own counsel or 
representative. If an employee-witness is called by the Company, the Company will reimburse him for 
the time lost. The Company will also reimburse either the grievant or one (1) Union witness for time lost 
to attend the arbitration hearing. If other employee-witnesses are called by the Union, the Union 
will reimburse them for the time lost. Any non-employee witness will be compensated by the 
party requesting his appearance. 

In the event an arbitrator is selected and a hearing date is scheduled and agreed upon by both parties 
and either party subsequently cancels such hearing, the party so canceling shall pay any cost 
assessed by the arbitrator. 

Section 6. Except as noted in Article 5, Section 1, should it be determined that an employee, 
other than a probationary employee, was disciplined or discharged without just cause as provided in 
Article 15, Section 2, Discipline and Discharge, he shall be restored to his former status; provided, 
however, any unemployment compensation or other compensation or remuneration from any source 
shall be credited against any back pay award. 

Section 7. In all cases, where agreed upon time limits appear herein, those time limits shall be 
strictly enforced. Such time limits may be extended only by mutual agreement in writing. Absent 
such agreement should the Union or its members default on such limits, the grievance shall be 
deemed as closed and not subject to further review. 

For Union 'f -l'i-~ 
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Tentative Agreement 

ARTICLES 
WAGE RATES AND OVERTIME 

[COMMON LANGUAGE] 

Section 3: In addition to applicable rate of pay, employees working the second, third and other 
designated shifts shall receive a premium of 7.5% per hour worked. 

[all other Sections, see Local Language] 

Common (MTH -TBB - GAS - CLE -ATL- MEM) 
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TENTATIVE AGREEMENT 

Wages and Progression 

WAGE RATES: 
2024 Wage Rate Increase: Effective the first Sunday following ratification, provide an increase of 
10% across the board to all classifications and Top wage rates (see progression table below). 

2025 Wage Rate Increase: Effective January 12, 2025 provide an increase of 3% across the 
board to all classifications and wage rates. 

2025 Wage Rate Increase: Effective June 8, 2025 provide an increase of 3% across the board 
to all classifications and wage rates. 

2026 Wage Rate Increase: Effective June 7, 2026 provide an increase of 4% across the board 
to all classifications and wage rates. 

2027 Wage Rate Increase: Effective June 6, 2027 provide an increase of 5% across the board 
to all classifications and wage rates. 

SKILLED TRADES WAGES: 
Effective the first Sunday following ratification, increase the wage rates for Skilled Trade 

) classifications by $7.00 per hour for Journeyman and $3.00 per hour for non-Journeyman (also 
apply the 2024 Wage Rate Increase listed above). 

PROGRESSION: 
48 Month Pay Progression 

Start 6 12 18 24 30 36 42 48 
Months Months Months Months Months Months Months Months 

70% 73.75% 77.50% 81.25% 85% 88.75% 92.5% 96.25% 100% 

Union '-{-i:> - z 7 
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Tentative Agreement 

ARTICLE 9 
HOLIDAYS 

Section 1. Recognized holidays are as follows: 

New Year's Day 
Martin Luther King Jr. Day 
Good Friday 
Memorial Day 
Juneteenth (starting 2025) 
Independence Day 
Labor Day 
Veterans Day 
Thanksgiving Day 
Day after Thanksgiving 

Unless otherwise specified, any of the above holidays that fall on a Saturday will be recognized 
on the Friday before. Secondarily, should the holiday fall on ~ Sunday, it will be recognized on the 
following Monday. (See above Holiday Schedule) 

Holidays for Christmas are scheduled for the appropriate years in the Holiday schedule above. 

Section 2. Each employee covered by this contract shall receive eight (8) times the regular day 
shift hourly rate on the above designated holidays upon which no work is performed, irrespective 
of the day upon which it may fall. 

The shift differential as provided for in this contract, Article 8, Section 3, shall be included in the 
amount of holiday pay to be received by employees regularly scheduled on a second or third shift 
at the time the holiday occurs. 

Section 3. To be eligible for holiday pay, the employee must work at least seven (7) hours on the 
complete last scheduled workday prior to and at least seven (7) hours on the complete next 
scheduled workday after the holiday, but an employee's failure to work on such prior or next 
following scheduled workday shall be excused for this purpose if due to one of the following 
reasons: 

A) Personal injury arising out of and in the course of employment with the Company. 

B) Jury service. 

C) Subpoenaed witness in court. 

D) Scheduled vacation. 

E) Employees who have been laid off in reduction of force during the week prior to or during the 
week in which the holiday falls. 

F) Employees who are members of a military reserve unit while off on military leave to attend 
annual training camp. 

G) Employees who go on a medical leave of absence (which includes the five (5) day unpaid waiting 

Cleveland, Mt. Holly, Gastonia, TBB \~ 
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period) during the work week prior to or during the work week in which the holiday falls, provided 
the employee presents a written doctor's excuse which establishes to the satisfaction of the 
Company that such absence was for good and sufficient cause. Employees with an 
approved Short Term Disability claim with a first day absent of December 15th -

December 28th will receive Christmas and New Year's Day holiday pay in lieu of 
approved STD benefits. 

H) Paid Bereavement Leave 
I) 

J) 

K) 

A person who, for reasons beyond their control, is late or leaves early with management 
approval. 

FMLA 

Personal Leave (when the starting or ending of the leave is connected to the holiday). 

L) Union Leave 

M) When a holiday period consists of more than one day, an employee can only lose one day of 
holiday pay for each occurrence. 

N) North Carolina School Leave Law (only applies to North Carolina locations covered 
under this Agreement). 

0) Personal day as defined under Article 24, Section 2. 

P) When eight (8) hours of PTO is scheduled in advance in the same manner as single days of 
vacation for the day before or after the holiday. 

Q) Retirement date falls on a holiday. 

Cleveland, Mt. Holly, Gastonia, TBB 
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TENTATIVE AGREEMENT 

ARTICLE 10 
VACATIONS 

Section 1. Employees hiree eefere April 9, 201Q will be granted vacation of: 

2 Weeks After 
3 Weeks After 
4 Weeks After 
5 Weeks After 
6 Weeks After 

1 Year 
5 Years 
15 Years 
20 Years 
25 Years 

Empleyees hiree eA er alter ,",pril 9, 201 O will ee graAlee vasatieA el: 
2 \tlfoeks Aller 4 ¥eaF 
J Weeks Aller a ¥eaFs 
4 Weel\SAfler 4a ¥eaFs 
a lAleel\S ,",lier 20 ¥eaFs 

Section 2. Each week of vacation pay for each employee who has worked 1200 hours or more 
between vacation anniversary dates, shall be forty (40) times his day shift rate of pay in effect at 
the time vacation is taken, including shift differential if the employee is regularly assigned to a seseAe 
er !hire shill an eligible shift. Time worked for pro-rata vacation pay is defined as straight time worked, 
overtime worked, and double time worked. 

Section 3. Pro-Raia Vacation Pay 

An employee who has worked less than 1200 hours between vacation anniversary dates will receive 
vacation based on time of service with the company and his vacation pay will be calculated by the 
following chart. Time of service for pro-rata vacation pay is defined as straight time worked, 
overtime worked, and double time worked. In cases where the pro-rata calculation is not 
evenly divided by four 141, it will be rounded up to the nearest four (4) hour increment (e.g., 
If the pro-rata calculation resulted in 79 hours it would be rounded up to 80 hours). 

Hours Percent of Pay received 
1200 = 100% 
1140 = 95 
1080 = 90 
1020 = 85 
960 = 80 
900 = 75 
840 = 70 
780 = 65 
720 = 60 
660 = 55 
600 = 50 
540 = 45 
480 = 40 
420 = 35 
360 = 30 

Cleveland, Mt. Holly, Gastonia 
\~ l J 
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300 = 25 
240 = 20 
180 = 15 
120 = 10 
60 = 5 
0 = 0 

This pro-rata vacation pay will be in the amount equal to straight time earnings including applicable 
second and third shift differential pay1 if any1 during the year immediately preceding the vacation 
date upon which he becomes entitled to such vacation. 

Section 4. See Local Language 

Section 5. During the months of May, June, July, August and September the Company may employ 
or recall from layoff temporary summer employees to fill in for senior employees while on 
vacation during such high vacation periods. Refer to Article 5 Section 2 (F) for temporary seniority 
employees and refer to LOU Temporary Summer Help for non-seniority employees. 

Section 6. 

A. Any employee who has not completed the sixty (60) days worked probationary period wi ll not be 
eligible for any pro-rata vacation payout upon separation from employment. 

B. In the case of an employee who has completed the sixty (60) days worked probationary period 
and terminates voluntarily {or otherwise}, retires, or dies, payment will be made for all accrued 
and/or unused vacation. In the event of an employee's death, such payment will be made to his 
estate. 

Section 7. Employees indefinitely laid off through a reduction-in-force will be paid for earned and 
accrued vacation pay including pro-ration to the last day worked. Upon request of an employee who 
is indefinitely laid off or terminated pending a just-cause determination by an arbitrator, the Company 
will defer payment of any vacation money to which he/she is entitled, but not in excess of twelve 
(12) months following layoff or termination. Vacation money paid subsequent to the date of layoff 
is payable at the employee:s: applicable vacation pay rate as of the date of his last day worked. 

Upon recall from layoff of one (1) year or more, employees will be allowed to schedule up to one (1) 
week of vacation without pay within one (1) year of the recall date. 

Section 8. See Local Language 

For Union 1.-f - '2?- ?. 'I 
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TENTATIVE AGREEMENT 

ARTICLE 11 
LAYOFF/RECALL 

If the employee fails such examination he shall remain on layoff until medically cleared. 
Employees.1. upon recall.1. who fail the drug screen for illegal substance(s) and/or legal 
substance(s) taken without a current prescription will result in termination except for 
individuals who have a marijuana metabolites (THCA) test level of less than 100 
ng/ml for screening and 30 ng/ml for confirmatory test. Those individuals will 
be allowed to remain on layoff and will be allowed to take another drug screen 
within thirty (30) calendar days. Employees who fail the second drug screen will 
be terminated. 
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Section 1. Personal Leave 

TENTATIVE AGREEMENT 

ARTICLE 14 
LEAVE OF ABSENCE 

Personal leaves under this Article are defined as emergency and/ or hardship leaves of absence. 
Employees with seniority may be granted personal leaves of absence, without pay, for up to ninety 
(90) days upon written request to the Company, stating the reason for the leave (the Local Union 
will be given notice within forty-eight (48) hours). Employees requesting a personal leave of absence 
due to emergency or hardship reasons will not be required to use accrued benefits (sick time, vacation 
time, etc.) when applying for such leave. It is understood and agreed that personal leave is separate 
and apart from any requirements under the Federal Family Medical Leave Act as stipulated in Section 
5 of this Article. 

Such leaves are subject to HR Manager or Plant Manager/ PDI Manager approval, but will not be 
unreasonably denied if the Company's operations or requirements permit. Seniority shall 
continue to accumulate during the personal leaves. No personal leave of absence will be granted 
to employees who are incarcerated. Any employee who accepts other employment while on leave of 
absence will be considered to have quit his job. Any disputes will be addressed with the Company 
and appropriate Union Representative. 
Personal leaves of absence without pay must be a minimum of three (3) workdays. 

Employees in the Attendance Control Program with thirty (30) or more chargeable hours are 
ineligible for personal leaves of absence. 

Personal leaves may be extended for an additional period of thirty (30) calendar days upon 
approval of the Company. Such leaves will not be unreasonably withheld. Any disputes will be 
addressed with the Company and appropriate Union Representative. 

Section 2. Union Leave 

The Union will notify the Human Resource and Department Manager in writing in the event it is 
necessary for employees to have a leave of absence to attend to Union business. The Union will 
provide such notice at least forty-eight (48) hours in advance when feasible. Such notice will stipulate 
the number of employees and the duration of the leave. Daily Union leave will not exceed twelve 
(12). Such leaves will be granted by the Company. Any alleged abuses will be referred to the 
Heavy Truck Division of the UAW. 

The Company will consider more than the aforementioned number of employees when requested 
by the Union providing the request would not abnormally affect the operation of the plant. 

For purposes of "compensation" under the pension plan, employees of the Company on approved 
Union Leave will be paid for such Union Leave time by the Company provided the Union shall 
promptly reimburse the Company monthly for all pay provided for time not worked. 

Section 3. Medical Leave 

qJ 
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Employees who are unable to work due to injury or illness will be granted a medical leave of absence, 
provided the employee completes the application for medical leave and presents medical proof 
of inability to work covering the period of disability. The minimum duration of medical leaves will be 
seven (7) calendar days.The maximum duration of medical leaves will be based upon employees' 
service with the Company to the same extent and period of time as they would maintain and 
accumulate seniority while on layoff. 

Section 4. Military Leave 

Employees who enlist in the Armed Forces of the United States or who otherwise are required to 
perform military service will be granted a leave of absence and shall be entitled to reinstatement to the 
extent and upon the conditions provided by applicable federal and state law. 

Section 5. Federal Family Medical Leave Act 

The parties recognize, understand and agree that the Federal Family Medical Leave Act, 107 Stat. 6, 
29 USC 2601, took effect on February 5, 
1994. 

In some instances, FMLA leaves will be concurrent with leaves of absence covered by the 
Collective Bargaining Agreement, those cases where the employee is eligible for leave under the 
Daimler Trucks North America-UAW Collective Bargaining Agreement and the leave also 
qualifies under the FMLA, the Company intends to comply with the requirements of the FMLA 
as well as the separate provisions of the Collective Bargaining Agreement regarding covered leaves 
of absence. 

, Automatically designate and apply absence time that is compensated under the short-term 
disability provisions of the Life, Disability and Health Care Benefits Program against an eligible 
employee's FMLA entitlement for up to two (2) weeks per calendar year. 

Individuals placed in the Chronic Attendance Program will be subject to having any FMLA leave 
being taken concurrently with any paid leave the employee is entitled to including Paid Sick Leave, PTO, 
Vacation, and absence time that is compensated under the short-term and/or long-term disability 
provisions of the Life, Disability and Health Care Benefits Program. 

Pursuant to the Company's present plan for compliance with the FMLA, the Company's rights under 
the act will be modified to: 

, Employees seeking to use FMLA leave are required to provide thirty (30) day advance notice 
to take FMLA leave when the need is foreseeable and such notice is practicable. If leave is 
foreseeable less than thirty (30) days in advance the employee must provide notice as soon 
as practicable generally either the same or the next business day. When the need is not 
foreseeable, the employee must provide notice to the Company, via the third (3rd) party FMLA 
administrator, as soon as practicable under the facts and circumstances of the particular 
case, which should normally be within two (2) business days of the need for FMLA leave 
becoming known. Absent unusual circumstances, employees must comply with the 
employers' usual and customary notice and procedural requirement for requesting leave. 
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Provide that an employee on FMLA leave will continue to accumulate seniority in the 
same manner as the employee also would be eligible under the Collective Bargaining 
Agreement, respectively, as appropriate. 

, Permit, but not require employees to substitute vacation and/or paid sick leave in single day 
increments for unpaid FMLA leave. 

, Provide that employees who are married to each other will be each entitled to a maximum of twelve 
(12) weeks of qualifying leave under the Act. 

, If two (2) employees apply for FMLA for the same event regarding the birth, adoption, or 
placement of a child, the time permitted for the event will be divided between the individuals and 
in no case will exceed twelve (12) weeks. 

, Continue Company-paid Group, Life, Accidental Death and Dismemberment, and Disability 
Insurance during all FMLA Leaves. 

Problems related to the implementation of this letter may be discussed by the representatives of 
the UAW Heavy Truck Department and the Company's Employee Relations Staff. 

Section 6. International Union Leave 

Upon application, the Company will grant a leave of absence to such of its employees, who are 
appointed to the staff of the International Union, provided the Company is furnished with written 
certification of such appointment. The employee will continue to accumulate seniority and pension 
credits per the pension plan during such leave. The International Union will notify the Company, to the 
extent possible, thirty (30) days in advance of the expiration of such leave(s). Upon the expiration 
of such leave of absence, the employee on such leave of absence under this section shall be 
returned to the employee's job in line with the employee's seniority and shall receive the rate of pay 
prevailing for that job. 

Section 7. Parent Involvement in School Leave 

In conjunction with the North Carolina School Leave Law, four (4) hours of excused leave per student 
without pay will be granted per year to any employee who is a parent, or guardian of a school-aged 
child so that the employee may attend or otherwise be involved at that child's school or designated 
location. 

, The leave shall be at a mutually agreed upon time between the Company and the employee. 
, The employee must submit a written request for the leave at least forty-eight (48) hours before 

the time desired for the leave. 
, The Company will require that the employee furnish written verification from the child's 

school or designated location that the employee attended or was otherwise involved at that 
school or designated location during the lime of the leave. 

Note: Sporting events are not covered under this law/provision. 
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TENTATIVE AGREEMENT 

ARTICLE 15 
DISCIPLINE AND DISCHARGE 

Section 1. In the case of discipline, suspension or discharge, the Company agrees that an 
employee who shall have completed his probationary period provided for in Article 5, 
Seniority, shall not be disciplined or discharged without just cause. In all cases, a copy of 
written discipline notifications will be provided to the Union within twenty- four (24) hours of issuance 
to the employee. Employee requests for Union representation in accordance with the provisions of 
this Article shall be provided. Employees who elect not to be represented shall do so by signing the 
"waiver of representation" form provided by the Company in the presence of their Shop 
Committeeperson. The Union will be notified of suspensions and discharges at the time of such 
disciplinary meetings with employees. In cases where the immediate removal of the employee from 
the plant is required, the Union will be notified in writing of the disciplinary action within twenty­
four (24) hours. 

Grievances relating to suspension or discharge must be filed by the Union within five (5) working days 
from the date of notification, exclusive of Saturdays, Sundays, and holidays, and entered into 
Step 3 of the Grievance Procedure. 

Section 2. Any employee who has been suspended or discharged may request the presence of his 
appropriate Shop Committeeperson to discuss the case with him in a private setting provided by 
the Company, unless the nature of his offense requires his immediate removal from the Plant. The Shop 
Committeepersons in said meeting will not experience a loss of earnings. 

Section 3. The rights to discipline suspend or discharge employees shall remain in the discretion of 
the Company except that the Company shall have the burden to show such discipline, suspension 
or discharge was only imposed for just cause. Disciplines for violations of DTNA work rules and 
Company policies will be issued no later than fifteen (15) working days upon completion of the 
investigation. 

Section 4. Disciplinary records will not be used for progressive disciplinary purposes after one 
(1) year from date of issuance. However, a break in active employment due to STD, LTD and 
layoffs will be extended time for time (e.g. employee who was disciplined in March 2010 and laid off 
or placed on disability in July 2010, recalled or returned from disability in January 2011, the discipline 
the employee received in March 2010 will be removed for the purpose of progressive discipline 
in September 2011 provided the employee has continuous employment). 

Section 5. Where feasible, the Company recognizes that Shop Committeepersons are a 
valuable resource that can be used to assist in correcting an employee's negative behavior prior 
to issuing formal discipline. Supervisors will be strongly encouraged to utilize this resource. 

Section 6. Standards for Discipline and Discharge 

This letter memorializes the parties' understanding and agreement to the principles of "Just Cause" as 
referred to in the Collective Bargaining Agreement. The just cause principle entitles Bargaining Unit 
employees to "industrial due process" and consideration of specific mitigating and aggravating 
factors. The essence of the just cause principle is the requirement that the Company must have 
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some demonstrable reason for imposing discipline. The parties agree that industrial due process 
includes the following elements: (1) notice to the accused bargaining unit employee of the specific 
allegations of wrongdoing or misconduct; (2) an opportunity for the accused Bargaining Unit employee 
to respond to the allegations before any final disciplinary decision is made and imposed; (3) that the 
Company will conduct a prompt and thorough investigation; and (4) that the Company will render a 
decision and take action within a reasonable time based upon the nature and consequence of 
the allegations and circumstances involved in each situation. 

The parties agree that the levels of discipline must be proportional and will depend on the nature 
and consequence of the Bargaining Unit employee's offense, the clarity or absence of rules, the 
length and quality of the employee's work record, and the practices of the parties in similar cases. 
Discipline must bear some reasonable relation to the seriousness and/or frequency of the offense. 
Discipline for all but the most serious offenses will normally be imposed in gradually increasing levels 
aimed at correcting the offending behavior. Serious offenses include, but are not limited to, theft, 
physical assaults, willful and serious safety breaches, gross insubordination, and significant 
violations of law on the Company's time or premises. 

The parties further agree that the Company will provide the Union and the accused with all relevant 
evidence, to include exculpatory evidence, gathered and considered by the Company in its determination 
to take any disciplinary action against a bargaining unit employee. 

The parties also agree to the following definitions: 

Mitigating factors include the Bargaining Unit employee's seniority, good work records, and in 
appropriate cases, the presence of provocation or misrepresentations leading to the misconduct. 

Aggravating factors include such things as the seriousness, willfulness, or repetition of the 
misconduct and the harm stemming from the misconduct. 

For Union 
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TENTATIVE AGREEMENT 

ARTICLE 16 
HEAL TH AND SAFETY 

Section 1. The Company shall make a significant effort to improve the safety and 
health of its employees by providing a workplace free from recognized hazards during the 
hours of their employment and will commit the necessary human and financial resources to 
achieve this goal in accordance with the Occupational Safety and Health Act of 1970. In 
addition to committed OSHA compliance, the Company shall provide industry 
relevant ANSI standards upon request to the UAW Health & Safety Representatives 
or the Alternate Safety Representative when acting as the Union Safety 
Representative to further improve DTNA Safety Program standards. To further the 
objectives of this program, each supervisor shall ensure that conduct biweekly ( every other 
week) safety, health, ergonomic and/or jointly agreed informational meetings/trainings 
are conducted with employees and as appropriate health, safety, regulatory topics, and 
ergonomics issues will be discussed and employee input solicited. Bi-weekly 
meetings/trainings will be conducted in quiet areas such as at the Department Board or 
through online training applications. Minutes Rosters of the in-person meetings will be 
documented. Employees will be encouraged to communicate health and safety concerns at 
any time and during the biweekly meetings. Supervisors will attempt to immediately resolve 
the problem. If the problem cannot be resolved immediately, the supervisor will inform the 
Union Safety Representative of the issue. The employee will be informed when the problem 
is resolved. 

For Union t./ ~I(,. -2-Y For Company 
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( TENTATIVE AGREEMENT 

ARTICLE 16 
HEAL TH AND SAFETY 

Section 2. Personal Protective Equipment 

The protective safety equipment, which will be provided by the Company, is set forth below. 
All personal protective equipment provided by the Company will continue to be of safe design 
and construction. Employees must wear the personal protective equipment, and make use of 
the protective devices and other safety equipment designed to protect them from injury and 
illness. The Joint Safety Strategy Committee (JSSC) will be responsible to review and 
recommend any policy changes for the use of personal protective equipment in the facility. 

A) The Company will provide piano and/or prescription safety glasses to all employees 
starting their employment with the Company. All employees are required to wear 
ANSl-287.1 approved safety glasses with transparent, non-mirrored lens only and 
ANSI approved side shields in the course of their employment. The employee will 
provide the Company with a copy of their prescription and assume the cost of such 
prescription. A Prescription safety glass vendor{sl will be mutually selected by 
the location UAW Safety Representative and Plant Safety Engineer. Ultraviolet 
protection will be provided for mutually agreed to areas (i.e. outside work). When 
glasses are damaged in the course of an employee's work, they will be replaced by 
the Company at no cost to the employee. When a safety lens correction is required in 
an #le employee's prescription, as determined by an optician, the cost of such 
lenses and frames when neoessary will be assumed by the Company up to contracted 
price. The cost of replacement lenses and frames will not be assumed by the Company 
unless two (2) years have elapsed from the date of the last issue of prescription 
glasses, except for those instances where a change is necessitated by disease or 
injury in the opinion of a doctor. The replacement cost of prescription glasses lost or 
damaged by improper care by the employee will be at the expense of the employee. 
The Company shall provide up to two piano safety glasses per year for 
employees who lose their piano safety glasses. After the allotment of two piano 
safety glasses, the replacement cost will be at the expense of the employee. 

New hire employees will sign an authorization for deduction of the cost of prescription 
safety glasses from their final paycheck in the event of termination during their 
probation period. Upgrades will be at the employee's expense beyond contracted 
price. 

The Company will make safety glasses readily available to visitors upon entry to the 
plant. 
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B) The Company will provide a variety of types of l=lhearing protection that will be 
made available in all areas where hearing protection is required. 

C)The Company will reimburse employees required to wear safety shoes up to $175 
per year for normal wear and two (2) times a year, when necessary, for severe use 
areas that have been approved by the JSSC. Severe use areas determined by the 
JSSC will be reviewed annually for any potential changes. A portion of each 
employee's shoe allotment may be used to purchase ergonomic shoe inserts 
only supplied by the selected shoe truck vendor. The Company and Union will 
select mutually agreeable safety shoe vendors. The plant specific voucher system for 
employees who work in severe use areas and are eligible for two (2) pairs of safety 
shoes will be continued. Voucher authorization will be by management, Union 
Safety Representative or aRd Company Safety Engineer/Manager. The voucher 
will be submitted to the local Payroll Office with the receipt for shoes purchased from 
non-payroll deductible sources. Employees who have safety shoes damaged in a 
work-related incident and have no annual allotment, will have their shoes 
reviewed by the Union Safety Representative & Safety Engineer using 
ANSI/ASTM standards to determine approval of an additional allotment. 

D) Proper Flame-Resistant (FR) rated clothing will be provided to employees 
where their job tasks require them to wear such PPE. A job/task specific risk 
assessment must be completed to determine the need for FR rated clothing. 

fil Foul Weather Gear (from Article 20 Section 22) 

The Company will continue to provide foul weather gear for affected employees and 
provide secure storage areas for such gear. Additionally, weather protection will be 
provided for equipment (PIV) that is predominantly used outside. outsiEle The 
company will issue mutually predetermined foul weather gear to employees 
regularly assigned to work in cold or wet atmospheres will 13e issueEI 
preEletermineEI foul weather 13ear proviEleEI 13y the sompany. employees re13ularly 
assigneEI to worl~ing outsiEle (please refer lo losal language for affesleEI areas) will 13e 
reimeurseEI for foul weather gear every two (2) years. Eluring the life of this /\13reemenl 
up lo a ma*imum of $~ 300. The JSSC will determine foul weather gear type 
and areas based upon a mutually agreed to criteria. A list will be maintained and 
reviewed annually for potential changes. The Joint Local Union and Company 
Safety Representatives will review any new request for foul weather gear including 
damaged or severely worn gear that is protection compromised and make the 
determination whether eF-Ret an employee qualifies based on the agreed to criteria. 
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B Personal protective equipment furnished to employees except, for prescription 
glasses, foul weather gear. and safety shoes, must be returned to the Company when 
terminating employment. The cost of such equipment not returned in usable condition 
will be deducted from the employee's last paycheck, except for those items returned 
in unusable condition due to normal wear and tear. 

Employees notified of layoff will not be eligible for reimbursement for safety shoes 
purchased after the date of notification of layoff unless approved by Union Safety 
Representative and the location Safety Engineer. 

Personal protective equipment that is damaged as a result of a workplace i-$fY 
incident will be replaced at Company expense after the accident incident 
investigation determines that the equipment was not a contributing factor in the 
incident accident. 

For Union L(-~----i Lj For Company 
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Section 3. 

TENTATIVE AGREEMENT 

ARTICLE 16 
HEAL TH AND SAFETY 

Injury/Examination/Inspections/Monitoring 

A) Employees must report to their supervisor any injury suffered so proper treatment can be 
administered by the Medical Department or doctor. Reports should be made promptly 
after the employee becomes aware of the work relatedness of the injury or illness. The 
Company shall promptly make adequate provision for first aid, hospital care, and 
ambulance service as on all shifts (first, second, aRG third, and weekend). 

The Company will survey employees on the quality of care in the medical department. 
The survey will be jointly developed and the results shared with the members of the JSSC. 
Improvements may be implemented based on survey results. 

The supervisor will lead the investigation of all reported injuries; the investigation will begin 
immediately and be completed within twenty-four (24) hours, based on available facts. If 
determined that the serious injury was caused by an equipment malfunction, the 
investigation will be completed prior to another employee being assigned to that machine 
but no later than twenty-four (24) hours. Notification will be provided to the Union Safety 
Representative or designee prior to release of the equipment that has been involved in 
an accident incident. 

Upon notification of an accident incident the supervisor will ensure that if there are any 
injuries that medical attention is provided immediately. As soon as possible the Company 
supervisor will notify the Union Safety Representative of or their designee. The Union 
Safety Representative or designee will be afforded the opportunity to participate in 
investigations. 

The supervisor will investigate the accident incident and document the results of his/her 
investigation. This documentation will be forwarded to the local Safety Engineer and the 
Union Safety Representative. 

The joint parties agree on the importance of reporting. investigating, evaluating, 
and determining corrective actions for "Near Miss" incidents which occur in the 
workplace. The joint parties resognize that the foundation of an¥ sussessful safet¥ 
prosess rests •Nith a sultural atmosphere that allows emplo•1•ees to bring potential!¥ 
hazardous situations to the attention of management in order to ashie11e timel¥ 
sorrestion. This line of sommunisation san onl¥ be ashieved if Emplo¥ees are free 
to dissuss self report "Near Miss" insidents with supervision •Nithout fear of 
dissipline reprisal. To this end, In order to proactively correct potential hazards, 
near miss reporting is encouraged and required. Workers will not be subject to 
progressive disciplinary measures provided there is no willful breach of safety 
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policies discovered after a joint review of the near miss incident is conducted. The 
Company will instruct Management and employees at each facility on the 
importance of reporting "Near Miss" incidents. 

Further, Near misses will be entered into Enablon B.E.S.T. 2-.-0 insluded as part of 
assident investigations with corrective actions identified and implemented plans 
and due dates. In the interest of mitigating ha;zaards and impro'ling our safety 
sulture, the sompany •,11ill use sounseling in lieu of dissipline in those Gases where 
and employee immediately self reports a "Near Miss" insident invol•1ing a possible 
'liolation of safety mies. In addition, a communication in the form of a Muddle Topis 
an awareness topic Safety Talk and!or other materials to encourage employees to 
immediately report near misses to their supervisor will be distributed across all 
locations. Any issues arising from this document will be resolved between the joint 
parties at the appropriate level. 

Any eguipment operator employee involveEI in an aooiElent 'Nith property damage 
and.'or injury will ™ be s1o.1bjeot to the Orng anEI /\loohol Polioy of this oontraot 
depending on the sirsumstanses of the aGGident as determined by the Union Safety 
Representati'le and Safety Engineer. 

In the event that a powered industrial vehicle (PIV) operator has two(2) accidents in which 
the operator was mutually (Union & Company) found at fault in one (1) year, the 
operator will have their operator's license revoked for a period of one (1) year and will be 
assigned to an open job (placement to be decided by Human Resources and the Shop 
Chairperson) that does not require the use of a PIV. Employees who have moved will not 
retain rights to return to the previously held position. 

B) If a medical examination or test given to an employee by the Company discloses any 
abnormal conditions, the employee shall be informed of said conditions and shall be given 
a full copy of any written opinion or recommendation made by the doctor. 

Medical examinations will be offered at an off-site location for employees if they are 
potentially overexposed to in-plant chemical agents. Safety Data Sheets (SOS) will be 
provided to the employees upon request. Published Biological Exposure Indices such as 
those developed by the ACGIH will be used as a guide. 

C) The Company agrees to notify the Union Safety Representative or his/her Alternate in 
advance, or upon the Company's knowledge of health and safety inspections by OSHA, 
insurance loss control, environmental inspections, boiler inspectors, city, county and state 
inspections related to health and safety, licensed health and safety inspectors and any 
health and safety consultants retained by the Company. The Union Safety Representative 
will be afforded an opportunity to accompany such officials or consultants and provide any 
pertinent information to them. Upon request, the Company will provide a copy of such 
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reports, including those of insurance inspectors, to the Union Safety Representative 
regarding violations of applicable local, state, or federal codes or standards. 

D) In an effort to monitor and control noise and air quality in the plant, the Company will 
maintain noise measurement equipment, current NIOSH approved detector tubes for 
sampling airborne contaminants and appropriate multi-gas meter for air monitoring. Direct 
reading sampling equipment will be purchased, rented or contracted for the purpose of air 
quality surveys of the contaminants identified by the JSSC. The Union Safety 
Representative, Alternate and location Safety Engineer will be trained on the use of this 
equipment. A chain of custody will be used for quality assurance when sampling is 
performed. The location Safety Engineer and Union Safety Representative will evaluate 
the need for testing if there are process changes or other exposure changes. Specific 
exposure limits are to be reviewed and agreed upon by the location Safety Engineer and 
Union Safety Representative. The Company will use ACGIH TLV's and will strive to 
achieve NIOSH REL's, unless local or federal regulations are lower, as the standard for 
comparison. For chemicals where no TLV or PEL exists, the Company will seek other 
sources for bench marking such as best practices in industry. The location Safety 
Engineer and Union Safety Representative will conduct industrial hygiene monitoring 
when valid employee complaints are registered to their supervisor, Union Safety 
Representative or the Medical Department and in areas where isocyanates are used. The 
isocyanate program will proceed as follows: 

• These areas will be identified by the Union Safety Representative and Location Safety 
Engineer within ninety (90) days of ratification. 

• Once these areas have been identified the Union Safety Representative and the 
Location Safety Engineer will prioritize the list. 

• The Union Safety Representative and Location Safety Engineer will then identify those 
personnel who require baseline medical surveillance to determine the level of any 
potential previous isocyanate exposure and will sample the areas using the 
ASSETNCO sampler or its equivalent to determine the potential isocyanate exposure. 

• The Union Safety Representative and Location Safety Engineer may decide, in each 
of the predetermined areas, that industrial hygiene monitoring should be performed 
prior to baseline medical surveillance to identify which employees should be included 
in the program. 

• If an isocyanate overexposure is detected during monitoring, the employee will be 
placed into a mandatory medical surveillance program using the NIOSH protocol or 
other available technologies. 

The program will consist of detailed physical examination, medical history, pulmonary 
function testing, urine and/or blood sampling for antibodies related to isocyanate 
exposures and chest x-rays, if deemed necessary by the treating physician. Employees 
restricted from working in identified isocyanate areas will be placed per the Agreement. 
The Company will provide the Union Safety Representative and the JSSC chairs a copy 
of the results of industrial hygiene surveys. 
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TENTATIVE AGREEMENT 

ARTICLE 16 
HEAL TH AND SAFETY 

Section 3. Injury/Examination/Inspections/Monitoring 
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Section 4. B.E.S.T. Program 

TENTATIVE AGREEMENT 

ARTICLE 16 
HEALTH AND SAFETY 

The Bringing Excellence to Safety Teams (B.E.S.T.) program has been launched and agreed to 
by both parties as a method to implement the hierarchy of controls to manage health and safety 
related programs and activities. 

The B.E.S.T. program will be a tool for bringing safety concerns to the attention of Management 
and the UAW. This program will be used to track any safety issues brought up by Management 
or represented team members through to the satisfactory completion of both parties. Overall 
implementation of the B.E.S.T. program is designed to oompliment complement provisions 
associated with health and safety in this Article and the parties are committed to integrated 
management of the program. The B.E.S.T. program will not supersede provisions of this 
Agreement. 

A) Joint Safety Strategy Committee (JSSC) 

In order to ensure the B.E.S.T. program will achieve its full potential uniformly throughout DTNA, 
The Union and Management agree to maintain a JSSC at each location. 

There shall be a JSSC consisting of the Plant Manager, Facilities Manager, Director of 
Manufacturing/Production Manager, Logistics Director or Materials Manager, Manufacturing 
Resource Manager, and Location Safety Engineer from Management at a minimum. From the 
Union: Shop Chair, Union Safety Rep, Alternate Safety Rep at a minimum. In order to conduct 
the meeting there must be a quorum of at least the Plant Manager or Director(s), Shop Chair or 
Alternate, Location Safety Engineer, and Union Safety Rep. The Plant Manager and the Local 
Union President or Shop Chairperson shall serve as Co-chairs of the JSSC. The JSSC will 
oversee and direct the activities of the B.E.S.T. Hazard Investigation Team (HIT). The JSSC shall 
meet once each month to (but not limited to): 

1. Review the results of the previous month's B.E.S.T. HIT meetings. 

2. Review the status of contractual safety and health issues. 

3. Discuss and resolve issues that cannot be resolved at the HIT level. 

4. Review the previous month's OSHA recordable injuries. 

) 5. Review any safety concerns brought to the Committee's attention by an employee. 
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6. Assist in obtaining better employee cooperation with the enforcement of accident 
prevention rules. 

7. A jointly agreed upon agenda will be created including a report out of any open items such as: 
results of industrial hygiene surveys, ergonomic issues, Safety Data Sheets, employee 
complaints, Outside Contractor Safety Program, Supervisor Accident Reports, local safety and 
health education programs, Lockout, Confined Space, Ergonomics, and Accident Investigation. 

8. Minutes of the JSSC meetings shall be taken by a designee. Copies shall be made available 
to the JSSC members. Minutes will be approved by the Co-chairs at the end of the meeting. 

9. It is understood that the Co-chairs of the JSSC will be afforded an opportunity to participate in 
investigating occupational injuries and illnesses in the plant. Any applicable information and 
photographs will be made available for the Union to review. The Union Safety Representative 
shall also have the right to conduct incident investigations and take photographs. The Company 
will promptly notify the Union Safety Representative of all significant injuries, illnesses and 
medical emergencies. 

1 0.The Union Safety Representative or alternate will be provided advanced notification of 
industrial hygiene and noise surveys and be allowed to participate. 

11. Address other issues as needed. Any issues that have been aElElresseEl discussed by the 
JSSC which cannot be satisfactorily resolved shall be referred for resolution to Step 3 of the 
grievance procedure. 

Members of the JSSC will receive appropriate health and safety and ergonomics training as 
agreed to by the JSSC. In addition, the Union Safety Representative and the location Safety 
Engineer will attend three (3) mutually agreeable training sessions each year, with one (1) being 
internal training, one (1) being regional, and the third (3rd) being national training. Internal is 
defined as a joint training provided by the UAW International or a reputable, outside source and 
conducted onsite at one (1) of the NC-DTNA/UAW locations consisting of a topic that is relevant 
and important to all represented NC-DTNA/UAW locations whenever possible. It is understood 
that the internal training would be attended jointly by each Union Safety Representative, Alternate 
Safety Representative as well as the locations Safety Engineer. The regional training and the 
national training will be attended by each Union Safety Representative and the location Safety 
Engineer. Regional is defined as a joint training provided by the UAW International or a reputable, 
outside source and conducted within the states VA, NC, SC, GA or TN, also consisting of a topic 
that is relevant and important to all represented NC-DTNA/UAW locations whenever possible. 
The national training will consist of one of the following: 

1.American Society of Safety En§ineers Professionals (ASSef) Annual Conference and Expo. 

2.National Safety Council Annual Congress and Expo. 

3.Or any other mutually agreed upon event. 
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The specific event to be attended each year will be decided jointly by the Union Safety 
Representative and the location Safety Engineer of each site. In the event that a majority decision 
cannot be made then the decision will be made jointly by the UAW International Regional 
Representative and the Corporate Safety Manager. 

Any employee traveling will be required to follow DTNA policy for submitting post-trip expense 
reports. The Company will cover expenses associated with the internal, regional, and national 
training sessions. 

Any safety training held at the location will be available to the Alternate Union Safety 
Representative. Other training must be agreed to by the Local Union Shop Chair and the Plant 
Manager upon request. 

B) Hazard Investigation Team (HIT) 

There shall be a HIT consisting of a n:11cJt1cJally a§FeeEI lclpen n1cJn:1ber of members appointed by the 
Union and an eq1cJal n1cJn:1ber of members of Management from each department of the plant. 
The Union Safety Representative and the location Safety Engineer of their respective designees 
shall serve as cochairs of the HIT. The co-chairs will ensure that appropriate methods of 
investigation are used, the hierarchy of controls is applied to all corrective actions, and the HIT is 
adequately trained and fully staffed at all times. The HIT shall meet once each week to: 

1. Review the status of past due hazards found during weekly inspections and make 
recommendations for the correction of such hazards. 

2. Review any Supervisor Accident Investigation Reports from the previous week and 
critique their containment and corrective actions taken. 

3. Minutes of the HIT meetings shall be taken by one (1) of the Company members, 
and if acceptable, electronically signed by the location Safety Engineer and Union 
Safety Representative. Copies shall be distributed to the HIT members. 

4. Members of the HIT will receive appropriate B.E.S.T. hazard recognition training, 
including database entry and on-floor inspections. 

5. Union members of the HIT will be afforded the time needed to do joint weekly 
inspections with supervisors in their assigned areas regardless of manpower 
issues. 

6. Coaching for HIT will be provided by the HIT co-chairs or their designees. 
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Section 4. B.E.S T · · Program 

For Union 

) 

TENTATIVE AGREEMENT 

ARTICLE 16 
HEAL TH AND SAFETY 

For Company 
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TENTATIVE AGREEMENT 

ARTICLE 16 
HEALTH AND SAFETY 

Section 5. National Safety & Health Summit and Best-practice Sharing Meetings 

Onoe during the life of the contrast, the parties agree that a national safety and 
health summit will be oonduoted. The purpose of the summit is to share best 
practises, discuss timelines for implementation of foreoasted efforts, and discuss 
solutions to challenges that present future opportunities as well as communicate 
suooesses relative to the Collective Bargaining Agreement language. Participants 
shall include Local Union President, Shop Chairperson and Union Safety 
Representative along with International leadership from the U/\W. DTN/\ 
representation should consist of Plant Managers, HR Managers, location Safety 
Engineers, Corporate Safety Manager and appropriate officers and directors. Best­
practice sharing meetings will be held quarterly each year twice a year in the first 
f4-st) and third (3f4) quarter of the year, 1.vith the ability to expand the frequency as 
needed by mutual agreement. The purpose of the meetings is to share best 
practices, discuss timeline for implementation of forecasted efforts, and 
discuss solutions to challenges that present future opportunities as well as 
communicate successes relative to the Collective Bargaining Agreement 
language. These meetings will include, but are not limited to, the Location Safety 
Engineers and the Union Safety Representatives. The group will meet within ninety 
(90) days of ratification to determine the format of these meetings. 

For Union vf, /C ~ 2 7' 

I 2-) J~~ 
For Company 

~ 
~~o 
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Section 6. 

TENTATIVE AGREEMENT 

Ergonomics Program 

ARTICLE 16 
HEAL TH AND SAFETY 

f:11 It is the Company and Union's objective to establish anEI maintain an effective ergonomics 
program, appropriate to each facility, in orEler to control occupationally related Musculoskeletal 
Disorders (MSD). The Company and Union both recognize their responsibilities to support the 
Ergonomics Program by providing the necessary resources and leadership through the JSSC. All 
aspects of the Ergonomics Program will be jointly developed, implemented, and administered by 
the Ergonomics Committee. 

The parties agree to maintain the roles and responsibilities of each specific location's Ergonomics 
Committee. The course "Building Effective Joint Ergonomics Committees" will be held, as needed. 

A. Ergonomics Committees 

L An Ergonomics Committee of equal representation will be maintained at each facility 
and co-chaired by the Company and the Union. The committee establishes at the 
facility will include, but not be limited to, the Union Safety Representative, location 
Safety Engineer, members from Facility/Maintenance Departments, Engineering, 
Medical, Production and/or Logistics Departments, Coq:iorate Man1c1fachiring 
E:ngineering, Ergonomics Coordinators/Soft Tissue Therapists, and appointed 
UAW members traineEI analysts, as appropriate. One (1) member will be dedicated as 
an Ergonomic Engineering Champion. The Ergonomics Committee will_; 

a. Meet monthly to review employee injuries and illnesses to identify potential 
ergonomic problems. 

b. Conduct and review ergonomic job analyses. 
c. Evaluate the status of the facility's prioritized problem job listing. 
d. Review the upcoming and completed Cl events. 
!h Recommend job improvements. 
f:. Oversee related ergonomics training . 
.9:. Help to implement corrective actions when necessary. 

The Company agrees to implement ergonomic solutions within a three (3) month time 
frame after a job analysis determines corrective action is required. Problem jobs have 
not been corrected within three (3) months of the ergonomics job analysis will be placed 
on the agenda of the facility JSSC. The Ergonomics Committee will utilize the 
consultation of the International Union's Ergonomic Specialist when they deem 
it appropriate to aid the Ergonomics Committee. 

2. CoFpoFate Joint Ergonomics Steering Committee 
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The Corporate Joint Ergonomics Steering Committee's mission is to promote 
ergonomic awareness, develop and implement technical documentation. 
program documentation and guidance information and to act as a point of 
contact/reference for all UAW-DTNA locations. Each of the UAW-DTNA 
represented locations will have at least one 11\ UAW Ergonomics Committee 
member as part of the Corporate Joint Ergonomics Steering Committee. 

The Committee will also identify and make available assessment tools to assist 
DTNA in developing strategies to avoid and minimize musculoskeletal injuries. 
The committee will monitor the effectiveness of the program components, 
documentation. and training through the risk assessment process and Corporate 
Safety Audit modules. 

The Committee will meet quarterly to achieve objectives/goals and share best 
practices. The Company will ensure at least one (1\ member of the Corporate 
Design Engineering Group and/or one member from the Corporate 
Manufacturing Engineering Group will be part of this committee to act as a liaison 
for ergonomic issues related to engineering. 

B. The Company recognizes that analyzing and reviewing all symptom survey and injury 
data is an important step in the ergonomic process and will begin working toward that end. 
The Ergonomics Committee will be provided MSD-related data to analyze and track. The 
Ergonomics Committee will use this information to identify jobs and departments with the 
highest rates of MSDs and maintain a priority job list. Employees will have the 
opportunity to submit recommendations to the Ergonomics Committee through the 
employee suggestion system. 

i;;r§oRomio aRalysis sl=iall ee ooRduoted ey tl=ie looatioR Safety i;;R§iReer aRdlor URioR 
Safety RepreseRtative aRdlor tl=iose traiRed iR tl=ie tools a§reed to ey tl=ie i;;r§oRomics 
Committee. i;;r§oRomic improvemeRts made as a result of tl=iese aRalyses sl=iall so 
iRoorporated iRto staRdard work. 

~ C. Job Evaluation 

fat1.. Ergonomic analyses shall be conducted by the location Safety Engineer and/or 
Union Safety Representative and/or those trained in the tools agreed to by the 
Ergonomics Committee. Ergonomic improvements made as a result of these 
analyses shall be incorporated into standard work documents. The primary tools 
used to evaluate standardized work and maintenance tasks will include the UAW-GM 
Risk Factor Checklist and the Washington State Caution Zone Checklist and will be 
further developed and revised as needed. The Ergonomic Committee will select 
additional advanced method(s) of job analysis based on mutual agreement, such as, 
but not limited to ACGIH Hand Activity Level TLV, Rhomert recovery model for 
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analyzing shoulder stress, Snooki-Cirello Tables for push and pull motions, NIOSH 
1991 Lifting formula, the Washington State lifting modell aflEi three (3) dimensional 
static strength prediction model.. and any recognized ergonomic tool available in 
the ergonomics industry. The use of qualified outside source(s) to perform job 
analyses will be considered jointly but will not reduce the duties of the Union Safety 
Representative. Ergonomic job evaluation(s) will be conducted within two (2) weeks of 
a reported job-related MSD, when the Company becomes aware of an ergonomic risk 
factor, when a symptom survey indicates an ergonomic issue, and when major 
machinery and equipment changes are made. Employees performing jobs being 
analyzed will be asked to provide input on problem aspects of the job and potential 
corrective measures. Employees performing the job will be notified prior to job changes. 

fat2. Ergonomic job evaluations will be entered into a computer database and can be 
accessed via a handheld device, which will be selected during the Implementation 
Meeting. The Ergonomics Committee will establish and have access to this system for 
consistent recordkeeping, tracking of problem jobs, and provide a convenient method 
to update evaluations after job changes or ergonomic improvements. 

(s) ErgonoR'lis sesign sriteria ans shesklists will tle selestes tly the ErgonoR'lis CoR'lR'littee fer lJse 
in the review of new eqlalipR'lent ans prosesses slJsh as ANSI 911 /\ppeni:lix fer eF€JonoR'liss 
Design. 

fe!t3. Trained Analysts of each facility Ergonomic~ Committee will be afforded the time needed 
to perform their periodic ergonomic job evaluations and attend scheduled meetings. 

4. In order to identify elements of Skilled Trades jobs that require necessary 
ergonomic interventions. the joint Ergonomics Committee, under the guidance of 
the JSSC. will develop a Skilled Trades Ergonomic Assessment Form to 
effectively and efficiently analyze Skilled Trades jobs. 

fa) D. Job Improvements 

fst.1:. Ergonomic design criteri1:1 ans shesl~lists have been developed by the Corporate Joint 
Ergonomics Steering Committee will tle selestei:l tly the EF€JonoR'liss C0R'!R'littee for 
use in the review of new equipment and processec. SlJSh as ANSI 911 Appeni:liic fer 
eF€JonoR'liss Design. Engineers. TOS Implementation Team members and 
Contractors will follow the Corporate document "DTNA Ergonomic Design 
Guidelines for Control of Musculoskeletal Loads" when designing work stations, 
work processes and purchasing and/or building equipment and tooling. 

2. feasitlle .!;_ngineering controls Uob redesign) will be implemented as the preferred 
method to control ergonomic risk factors. When engineering controls are not 
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feasible, the Hierarchy of Controls will be followed in eliminating or reducing 
ergonomic risk factors. Employees performing the jobs will have direct input into the 
redesign of their workstation using the Standard Work process. 

3. Seats, chairs, mats or insoles can be considered appropriate solutions to control 
specific ergonomic risk factors. The Company agrees to leave such devices in 
place when they are provided in accordance with the guidelines and are 
recommended by the Ergonomic Committee. 

tef E. Training 

{at~ New Ergonomics Committee members will have initial internal Practical Ergonomics 
Training (PET) as soon as practical possible, but at least within twelve (12) months 
of appointment to the Committee. Participants will be able to perform evaluations using 
the basic risk factor checklist. The Ergonomics Committee will receive additional 
internal training on other advanced risk factor analysis tools. 

(Bf 2. An Ergonomics Awareness Training Program will be developed for all facility employees. 
This awareness training will be conducted every three (3) years annually and during 
new/recall employee orientation. Employees \•.iill have the opportunity to submit 
recommendations to the Ergonomics Committee through the employee suggestion 
system. 

fGt 3. In addition to general practical ergonomics training, manufacturing engineers and 
design engineers will be trained initially in #le job evaluation tool(s) , design criteria and 
checklists used for equipment and process review§.. 

(d) The Ergonomics Committee 1.vill utilize the consultation of the International Union's 
Ergonomics Specialist when they deem it appropriate to aid the Ergonomics Committee. 

For Union 'I 
<-( - 1--/ - Z. 

I tcS 

~ 

0 
k~ 

~~ 
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Section 7. Miscellaneous 

1. Occupational Health 

A) Noise Abatement 

TENTATIVE AGREEMENT 

ARTICLE 16 
HEAL TH AND SAFETY 

The Company and the Union recognizes that noise induced hearing loss is a 
permanent and irreversible condition that significantly affects the quality of an 
employee's life. Management and the Union are committed to reducing noise levels in 
the plant. An initial noise determination process will be repeated for any 
significant change in production. process, equipment. controls or personnel 
which may result in new noise exposures at or above eighty (80) dBA. A 
comprehensive sound survey will be conducted at least every two (2) years at each 
plant to measure sound exposures throughout the plant{fil. The survey will identify 
those areas of the plant{fil required to participate in a hearing conservation program 
and those areas required to wear hearing protection. Areas found to be in excess of 
eighty (80) dBA as an eight (8) hour time-weighted average (TWA), will be evaluated 
for engineering controls to reduce noise levels below eighty (80) dBA. The survey will 
identify the primary sources of noise and list engineering controls to reduce exposure. 
The Company and the Union will continue to maintain a comprehensive noise 
abatement program to address areas exceeding eighty 180) dBA on an eight (8) 
hour TWA. The goal of the noise abatement program is to significantly reduce the 
number of employees required to wear hearing protection as a result of eliminating 
exposures to hazardous levels of noise. The JSSC will review the noise abatement 
program each year. The Company will establish an eighty (80) dBA specification for 
new machinery, equipment and powered hand tools. Deviations from the noise 
specification, when compliance is not feasible, will be reviewed by the JSSC. The 
Hierarchy of Controls will be utilized to develop noise abatement programs to 
reduce noise levels in areas where hearing protection is required. Powered hand 
tools will be evaluated for compliance with the noise specification and ergonomics 
design guidelines prior to purchase. 

B) Industrial Hygiene and Hazardous Chemical Use Reduction 

1) Effective control of hazardous materials will serve to protect the employees of DTNA 
as well as the environment in the surrounding community. The Company and the 
Union are committed to the continuous reduction in the use of hazardous materials. 
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This will be accomplished through process changes and on-going efforts to identify 
safer substitutes for materials currently in use. This program will be reviewed with the 
JSSC and is expected to reduce employee exposures and protect the environment 
and to improve communication when products or processes are introduced into the 
work environment. The Union Safely Representative will participate in the Chemical 
Review Committee. Initial process reviews will include intra-plant benchmarking on 
electrostatic spray paint transfer efficiency and spray booth cleaning methods. The 
Company will use ACGIH TLV's and will strive to achieve NIOSH REL's, unless 
local or federal regulations are lower, as the standard for comparison. For 
chemicals where no TLV or PEL exists, the Company will seek other sources for 
bench marking such as best practices in industry. 

Cl CADMIUM AND HEXAVALENT CHROMIUM USE 

During the course of these negotiations, Management and the Union have held 
discussions concerning cadmium and hexavalent chromium in the workplace. 
The below elements were agreed to: 

1.) The Company commits that it will not use cadmium-coated fasteners 
in the assembly process. 

2.l Hexavalent chromium will not be utilized as it pertains to metal 
pretreatment. 

3.) In the unlikely event that cadmium-coated fasteners or hexavalent 
chromium as it pertains to metal pre-treatment are found in the plant, the 
Company will provide a risk communication regarding cadmium and 
hexavalent chromium to all affected employees within the facility. Should 
an exposure occur, the Company will schedule and pay for biological 
testing conducted by a mutually agreed upon certified laboratory and will 
ensure that any cadmium-containing residue and hexavalent chromium 
containing residue is properly cleaned up and disposed. 

4.) The DTNA Corporate Manager of Health and Safety, the UAW 
International Health and Safety Representative, and the Local Health and 
Safety Representative agree to meet, discuss, and determine the 
adequacy of our existing strategy relating to cadmium and hexavalent 
chromium and determine if any additional actions may be required. 
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5.) If any components/parts containing Cadmium are found to be in any 
UAW represented plant covered under this Agreement, the Company will 
communicate to the work force to minimize exposure. The Company will 
work with those vendors to identify suitable alternatives and follow 
procedures outlined in Section 3 above. 

D) Plant Ventilation Systems, Heat Stress 

The Company recognizes the importance of ventilation systems to maintain a 
comfortable and safe environment. aoo control air contaminants and reduce the risk 
of fires and explosions. Preventive maintenance programs will be implemented and 
maintained to ensure that plant ventilation systems operate properly. All exhaust 
ventilation and make up air units will be rated the highest priority. The Manager of 
Maintenance will review the program with the JSSC on a periodic basis, or at a 
minimum, annually. The Company will perform a ventilation study on new equipment 
as and mutually agrees to establish baseline performance requirements. 

The Company is committed to effectively controlling ambient temperature 
within the DTNA facilities during periods of high or low temperature conditions. 
The parties agree to identify economically feasible ways to improve air 
movement through the locations to address employee exposure to high or low 
temperature conditions. 

The Company will monitor temperatures (the JSSC will verify) during high or 
low temperature conditions. The Company will purchase a mutually agreed to 
heat index measuring device capable of monitoring the heat index for each 
plant. In areas of the plants where the heat index is typically highest, the UAW 
Safety Rep or a Company designee will measure the heat index via a company 
provided Wet Bulb Globe Temperature device or equivalent. Should the heat 
index reach <?:90 degrees in affected work areas, the Company will follow the 
established DTNA Occupational Safety and Health Environmental Heat Stress 
Policy by providing 10 minutes of rest break every 2 hours of exposure. Should 
the heat index temperature reach <?: 100 degrees in affected work areas, 15 
minutes of rest break will be provided every hour of exposure. The Company 
will supply ample hydration stations, drinking fountains, and electrolyte drinks 
as well as any other heat relief items that protect exposed workers during 
periods of excessive heat conditions in affected work areas. In addition to the 
DTNA Occupational Safety and Health Environmental Heat Stress Policy, the 
April 81 2022, OSHA directive on Heat Related Hazards (CPL 03-00-024) including 
NIOSH criteria for Recommended Alert Limits (RAL) and Recommended 
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( Exposure Limits (REL) will be referenced as a guideline to protect workers from 
heat related injury/illness potential. The company agrees to train all employees 
on heat illness prevention and provide a detailed review of the heat illness 
compliance program. Annual refresher training will also be provided. 

E) Pandemic Health Protocols 

During the course of these negotiations, Management and the Union have held 
discussions concerning global pandemics and its effects in the workplace 
regarding health and safety. 

The parties agree that if the World Health Organization (WHO) declares a global 
pandemic, the Company will follow the guidance protocols of the Centers for 
Disease Control and Prevention (CDC) or local government agencies, whichever 
is stricter, by establishing protocols to reduce the spread of any novel pandemic 
virus. 

2. Safety Processes & Procedures 

A} Review of New Equipment and Rearrangements 

New equipment (including used equipment from other facilities) and rearrangements 
will be reviewed and signed-off by the Facilities/Engineering Manager, location 
Safety Engineer and the Union Safety Representative prior to being placed into 
operation. The Certification of Facility Equipment Installation (preliminary form 09ME­
R02 or preliminary form 09ME-R04) or another approval/buy-off process will be 
routed to the Location Safety Engineer and the Union Safety Representative for review 
and sign-off. 

If the new equipment and/or rearranged equipment does not meet applicable OSHA 
standards and Relevant Consensus Standards, the equipment will be immediately 
assessed jointly by the Union Safety Representative, the Location Safety Engineer, 
and the Project Lead Representative prior to the equipment being placed back into 
service. 

When work areas are redesigned for new operations, new models, or new technology, 
upon completion of the modifications, changes may be reviewed on-site by the 
International Health and Safety Department, upon request. 
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ID Outside Contractor Safety Program 

The Company will maintain an Outside Contractor Safety Program and provide a copy 
to the JSSC for their review. Outside Contractors will be required to comply with 
all Federal, State, and Municipal Health and Safety regulations as well as 
company health and safety policies and procedures. The Company will notify the 
Union Safety Representative, in advance, of contractors working in the plant and 2 
job site safety plan will be developed and reviewed prior to commencement of 
on-site work. Where construction or maintenance work requires that contractor 
employees work in proximity to DTNA-UAW employees, additional precautions 
will be taken to minimize any adverse safety or health concerns. Management 
and Union Safety Representatives will conduct periodic inspections and monitor 
the work of outside contractors so they may correct any safety related violations 
immediately lo ensure oomplianoe. Contractors found to violate health and safety 
regulations and standards will be advised and will be expected to implement corrective 
action or be required to leave the facility. 

_g} Plant Emergency Response Drill 

The parties agreed to regular trials of an Emergency Evacuation Plan and Severe 
Weather Plan. It was further agreed that an Emergency Evacuation Drill or Severe 
Weather Drill will be conducted on each shift if production employees are assigned to 
the shift. The drills will be conducted on an annual basis. These planned and pre­
announced drills will be to familiarize employees with the emergency warning system, 
evacuation routes, and assembly areas. Future drills will be conducted as deemed 
necessary by the JSSC. The Plant Emergency Evacuation Routes will be periodically 
updated to reflect changes in the plant. In addition, emergency coordinators will 
receive annual refresher training, and the emergency alarm will be activated at least 
once a year, at pre-announced times, for familiarization purposes. Supervisors will 
review the evacuation routes and warning system, Severe Weather Plan and the 
Active Shooter Plan with employees at least twice a year during Supervisor Safety 
Awareness meetings. A written Plant Emergency Response Plan will be 
maintained with up-to-date contact information that includes responsible plant 
personnel as well as local municipal emergency response agencies. 
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Dl Powered Hand Tools Safety 

A preventive maintenance program for powered hand tools will be maintained. 
Defective powered hand tools will be immediately removed from service and tagged 
out. 

The Company agrees to reduce slip and trip hazards by reviewing and replacing 
powered hand tools. A joint hazard assessment will be conducted to review 
hand and portable power tools with electrical flex cord and pneumatic hose 
connected tools used in production and assembly areas. Based on the results 
of the assessments the company agrees to create a priority list and replace 
those high risks tools with cordless, battery powered hand tools provided 
battery powered hand tools meet the torque specifications/applications needed 
to perform the work. 

g) Audits 

An annual comprehensive Health and Safety audit of each NC DTNNUAW 
represented facility will be conducted by the Corporation, International Union, Local 
Union, and Plant Management. ANSI Z10-201l!. protocols will be used to further 
develop the current audit process. 

The parties agree Iha! beginning in 2019, A follow-up event to the joint auditl! will take 
place within ninety (90) calendar days of the facility submitting a corrective action plan. 
A +Ile corrective action plan will be completed within fifteen (15) working days of the 
facility receiving the final audit report. The corrective action plan will then be submitted 
to the Corporate Safety Manager and the International Union for review. A follow-up 
event is defined as a conference call, web conference, video conference, online 
meeting, or onsite visit to be mutually agreed upon by the Location Safety Engineer, 
Union Safety Representative, Corporate Safety Manager, and UAW International 
Safety & Health Department. These follow-up events will apply to NC DTNNUAW 
facilities that had, in their most recent audit, significant regulatory requirements either 
missing or not effectively controlled or have exposure with repeat findings and 
potential violations within a module. 
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fl Liability 

The International Union, Local Union, the JSSC and Union officials, employees and 
agents shall not be liable for any work connected injuries, disabilities, diseases, 
deaths, or loss resulting there from which may be incurred by employees of the 
Company or by third parties while on Company property. This is not intended to and 
does not increase the Company's liability in such cases beyond its normal exposure, 
if any (i.e., worker's compensation). 

fil Health and Safety Training 

1. General Population 

The parties agree that health and safety training is an essential part of an effective 
safety program. All health and safety training curriculum will be approved by the 
location Safety Engineer and the Union Safety Representative prior to being 
delivered to employees. The training must meet all applicable OSHA training 
requirements and all DTNA guidelines. 

2. Skilled Trades 

All Skilled Tradespersons will receive mutually approved Powered Industrial 
Vehicle Operator Training, Aerial Lift Operator Training, Fall Protection 
Equipment Training, Confined Space Entry Training and Lockout Tag Out 
Training upon initial assignment to the Maintenance Department. In addition, 
Electrical Safe Work Practices/NFPA 70E Arc Flash Training will be 
conducted for all Electricians, Electronics Technicians & HVAC Technicians. 
Refresher training in all safety related topics will be provided as determined 
between the parties. 

3. Certification Training for Safety Trainers 

The Company agrees to cover the costs associated with training 
certifications for the UAW Safety Representative, Alternate UAW Safety 
Representative and other mutually agreed to facility trainers for regulatory 
safety topics including, but not limited to, Powered Industrial Vehicle 
Operation, Cranes and Hoists Operation, Fall Protection Competent Person, 
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and Lock Out Tag Out. Those trained will be the designated trainers on the 
specific topics. 

3. Worker Protections 

~ Lockout 

The Company and the Union jointly recognize the importance of the Lockout program, 
and every effort will be made to ensure the safety of all employees. It is the policy of 
DTNA and endorsed by the UAW that Lockout is required where employees may be 
exposed to hazardous energy which could cause serious injury or fatalities. 
Therefore, the company agrees to the following: 

1.Proper utilization of energy isolating devices during servIcmg and 
maintenance of machines and eguipment in which the unexpected energization 
or start-up of the machines or eguipment, or release of stored energy could 
cause injury to employees . 

.:i.i. Maintaining placards containing machine specific lockout procedures, listing 
equipment needed and verification methods on all machinery and equipment with 
multiple energy sources in the plant. The Company will utilize a third party or internal 
process at all plants to generate a common lockout placard for new machines and 
equipment. This will also be used to update existing placards into the common placard 
template whenever machinery and/or equipment is modified. 

21. All plants will be required to conduct an annual review of lockout placards. Records 
of this annual review will be tracked to ensure appropriate compliance. 

~- Ensure that all types of energy isolating devices and the proper number of devices 
needed to perform complete lockout procedures are always on hand in the plant. 

45.Ensure that authorized and affected employees per OSHA standard are trained in 
lockout and authorized employees are provided the necessary types and number of 
devices to safely perform lockout procedures. 

a,2. The Company and Union recognize the importance of maintaining and 
reevaluating cell entry procedures to ensure that effective health and safety controls 
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are in place and that no exposure exists to operators entering the cell to perform minor, 
routine, and repetitive tasks. A risk assessment will be performed on new robotic cells 
and all current cells will be reviewed for compliance. 

7. Whenever replacement or major repair, renovation or modification of a 
machine or equipment is performed, and whenever new machines or equipment 
are installed, energy isolating devices for such machine or equipment shall be 
designed to accept a lockout device. 

8. The company shall conduct an audit of authorized personnel at least annually 
to ensure that the procedures are being followed. The periodic inspection shall 
be performed by an authorized employee other than the ones utilizing the 
energy control procedure being inspected. Any deviations or inadequacies 
identified will be corrected. 

fil Fall Prevention Program 

The Company will maintain a Fall Prevention Program that meets all elements of the 
most current version of the ANSI Z359 Fall Protection Code. The Union Safety 
Representative will survey employees to identify tasks that involve work at heights 
greater than four (4) feet within one (1) year of the effective date of the Agreement. 
Each task will be documented, prioritized, and evaluated to determine feasible 
engineering controls. Fall protection equipment including engineering approved, 
certified anchorage points where required, will be made available only when 
engineering controls are not appropriate to prevent falls. The Company agrees to 
maintain all equipment in safe working order and replace equipment found to be 
defective. Appropriate fall prevention equipment that meets ASTM_F887-Q420 will be 
provided for applicable skilled trades. Appropriate employees will be trained in the 
proper use of fall protection equipment per the OSHA standard. Fall protection 
equipment will be made available, properly stored, aAtl maintained, and inspected 
per OSHA requirements. Appropriate refresher training will be provided on an annual 
basis for all applicable employees. The Company will make readily available fall 
protection equipment to the employees who are required to use such equipment. 

In the event of an emergency rescue from heights related to man-up equipment, 
selected employees will be trained to immediately rescue a fellow employee 
either with the use of the emergency descent valve on the piece of equipment 
being utilized or other equipment such as aerial work platforms or order picker 
vehicles depending upon the location, situation, and safe methods. 
Additionally. to avoid prolonged post fall suspension trauma, an emergency call 
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will be placed to the nearest local municipal fire and rescue agency immediately 
to request assistance in performing the rescue where needed. 

The Company understands the risk associated with portable ladders. The 
Company agrees to evaluate and work to eliminate all portable ladders on 
assembly lines. A joint hazard assessment will be performed on all jobs which 
require a portable ladder. Hazards will be prioritized by risk and controls will be 
implemented to limit work on portable ladders. Additionally, production jobs 
that require employees to climb onto chassis, cabs, moving dollies, or other 
components during assembly will be identified and corrected. 

The company agrees to comply with all regulatory standards related to fall 
protection when requiring employees to work on roofs within a 6' unprotected 
leading edge. A roof safety plan will be developed to ensure adequate 
protection/prevention for employees exposed to potential falls prior to roof top 
work commencing. Under no circumstances will employees be required to work 
within 6' of unguarded roof edges without proper protection/prevention such as 
guardrails, and/or personal fall arrest systems. 

C) Working Under Suspended Loads 

The Company will eliminate the practice of employees working under suspended loads 
in all areas of the plant. Each task that currently requires employees to place part of 
their body under a suspended load will be identified and corrective measures will be 
implemented to address each including product design changes, moving certain 
operations to other stations and modification of tooling and methods. 

Ql Working Alone 

The Company and Union agree that assigning an employee to work in an isolated 
location does not in and of itself create an unsafe condition. When such assignments 
involve work situations potentially hazardous to an employee, such work shall be in 
accordance with recognized safe work practices. Each location's JSSC and the Skilled 
Trades Representative will review and list remote high hazard areas-af\G jobs and 
develop Safe Operating Procedures (SOP) to address the potential hazards. When 
an employee is required to work in an isolated area, precautions whioh R'light inoluEle 
such as two-way communication devices, perioElio shooks by lhe supervisor. leaR'I 
leaEler or seourily, continuous monitoring, adequate support personnel or other 
means, will be taken to monitor the well-being of the employee. Additionally, the 
Company will exercise caution in the assignment of apprentices or newly hired 
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employees who may be less familiar with the hazards associated with certain tasks 
necessary to be performed in remote or isolated locations. The Company will make 
certain apprentices or newly hired employees are knowledgeable of the potential 
hazards prior to making any work assignments. 

El Refusal of Hazardous Work 

The company recognizes that all employees have the opportunity to exercise their 
rightto refuse to do unsafe work under the protection of OSHA Standard 1977.12. 

Therefore, A worker, who has a reasonable belief that their work assignment may 
result in a physical injury, including illness, should immediately discuss the 
safety aspects of the work assignment with their supervisor. Failing resolution, 
the issue will be brought to the district union representative immediately. Should 
technical consultation be requested by the supervisor or the district union 
representative, the UAW Safety Representative and Company Safety Engineer will 
be notified before further action is taken. 

Fl No Hands In Dies Policy/Strategy 

The Company and UAW supports a "No Hands in Dies" policy/strategy throughout 
all facilities. Full implementation of "No Hands in Dies" in each location requires 
provisions for expendable or other hand feeding tools, slide feeds, sliding 
bolsters, automatic or semiautomatic operation, die cutouts, cobots/robots or 
other means and procedures whereby the operators are not required to place their 
hands into the point of operation. In addition, procedures for use of die blocks/ 
slide locks and safety lock-outs for maintenance and setup personnel are 
imperative. An intensive orientation program for operators, supervisors, and 
process and facilities engineers may also be advisable. 

4. Powered Industrial Vehicle & Material Handling 

A. The company and union understand the need to evaluate and replace forklift 
and PIV equipment. The JSSC will evaluate and agree on a replacement strategy 
to ensure PIV's are in safe working condition. The parties agree to replace PIV's 
that have exceeded 15,000 hours. The JSSC will explore an electronic PIV 
inspection and monitoring system which can be installed on future and existing 
equipment within 90 days of ratification and mutually agree on implementation 
of the electronic system. Further, the JSSC will work to create a more 
comprehensive PM program to maintain all PIV's as well as other material 

UAW-DTNA 2024 WHITE BOOK PAGE 050



handling equipment such as dollies, mother carts, daughter carts, bulk flats, 
totes, trash gons, etc. 

8.-The Company and Union recognize the importance of crane/hoist operators 
performing daily pre-operational inspections prior to utilizing the equipment. 
The Company will explore options for electronic crane/hoist inspection systems 
for cranes/hoists. The JSSC will mutually agree on the electronic inspection 
system and create a crane prioritization list. The Company will budget funding 
for implementation of the electronic inspection systems to be completed in 
stages over the life of the agreement. 

C. The Company agrees to install and maintain virtual/projected floor 
markings/signs to improve visual safety. Each facility's JSSC will discuss and 
mutually agree to the locations & priority of virtual floor markings within their 
respective facilities. Additionally, fixed floor markings designating both 
pedestrian and equipment aisles will be maintained as needed. The parties 
agree that pedestrian aisles will be indicated by two four-inch-wide parallel lines 
36 inches apart from outside-to-outside dimension wherever possible. Under no 
circumstances will pedestrian aisles lead to overhead doors or other recognized 
hazards. The Company Safety Engineers and UAW Health and Safety 
Representatives will develop a plan to conduct strategic flow mapping, 
separating high vehicle traffic areas from high pedestrian traffic areas. 

D. The company agrees to maintain and utilize dock locks for all docks. In the 
event the dock locks are not functioning or no dock lock exists, the company 
agrees to use wheel chocks to prevent unintended trailer movement. 

The Company agrees to follow material handling, stacking and storage best 
practices as discussed in the quarterly best practice-share meetings. Material 
storage racks both inside and outside of each facility will be inspected and 
properly maintained on a regularly scheduled basis. Stored materials must not 
create a hazard for employees. The company and union will provide mutually 
agreed upon training to all material handlers for proper material storage and 
safe load handling. To prevent creating hazards when storing materials, the 
company agrees to make every effort to store materials safely. 

E. A documented trailer safety inspection process will be developed and 
implemented to ensure all trailers are free from damage and safe to load or 
unload with powered industrial equipment. Damaged trailers are to be identified, 
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tagged, and removed from service. Employees will be trained to inspect the 
condition of the floor, side walls, ceiling, understructure, landing gear, etc. for 
damage prior to crossing the threshold of a trailer with a PIV. In the event that a 
docked trailer landing gear is compromised, jack stands will be provided and 
utilized to stabilize the trailer. 

G. The company recognizes the importance of maintaining outside walking­
working surfaces for safe PIV and pedestrian travel, trailer movement, stability 
and storage. The JSSC will identify, document and prioritize areas in need of 
repair. The company agrees to provide the necessary funding to expedite 
repairs of all damaged concrete and asphalt surfaces. Further, the company 
agrees to discontinue the use of covering potholes, cracks or deteriorated 
surfaces with non-coated steel plating and will seek immediate repairs. In the 
event a pothole, crack or deteriorated surface requires temporary covering, the 
company agrees to utilize anti-slip material to provide maximum traction until 
such time proper repairs can be completed. 

H. Roof leaks will continue to be addressed in a timely manner by the Maintenance 
and Facilities department. Employees will not be required to work in areas where 
roof leaks are compromising their safety. Maintenance will divert roof leaks out 
of work areas until roofers can come in and make needed repairs. 

For Union For Company 

~?ft-~ 
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TENTATIVE AGREEMENT 

ARTICLE 17 
NO STRIKES OR LOCKOUTS 

Section 1. During the life of this Agreement, the Union shall not cause or support, nor shall any 
employee or employees take part in any action against the Company such as a strike, intentional 
slowdown of production, or any other interference with or stoppage of the Company's work. 

The Union agrees that if an unauthorized strike, slow down or other interference with or stoppage 
of work occurs, the Local and International Union officials will immediately meet with the Company 
and take appropriate action to end the strike, slow down or other interference with or stoppage of work. 
The Union further agrees that in the event of a strike in violation of this Agreement, the Company may 
take disciplinary action up to and including discharge against those workers who take part in the strike. 
The Company, for its part, agrees that there shall be no lockouts during the life of this Agreement. As 
long as the Union, its officers, agents and employees comply with the above provisions, the Company 
agrees not to bring any court action for damages or take other action which is not provided for in 
this Contract, against the Union, its officers, agents and employees for breach of this Section. 

For Union Lf-o, ... -iy 
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TENTATIVE AGREEMENT 

ARTICLE 18 
NO DISCRIMINATION 

Section 1. It is the policy of Daimler Trucks North America LLC and the UAW that the provisions of 
this Agreement be applied to all employees covered by this Agreement without discrimination because 
of race, color, religion, age, national origin, status as a qualified person with a disability, sex, including 
sexual harassment, sexual orientation, marital status, Union affiliation and membership in any 
legally protected class and political affiliations. 

In order to assure full knowledge and understanding of the forgoing principle on the part of the 
employees and all agents and representatives of Daimler Trucks North America LLC and the UAW, 
the parties hereby incorporate the same in this Agreement. Any employee who claims that, in violation 
of said principle, he has been denied rights guaranteed by this Agreement may complain as provided 
in the grievance procedure. Any such claim, when presented in writing to the Department 
Manager, pursuant to Step 2 of the grievance procedure, must contain a full statement of the 
facts, as known, giving rise to the claim and the reasons why the employee believes he has been 
discriminated against. All grievances filed under this Article shall be initiated at Step 2 of the 
grievance and arbitration procedure. 

If appealed to Step 3, the Shop Chairperson of the Local Union, before deciding whether to take 
the grievance up with the Human Resource Manager or designee, may refer the claim to the 
Chairman of the Civil Rights Committee. The Chairman, or in special circumstances, the Co­
Chairman of the Civil Rights Committee, will review the alleged claim of discrimination and, if mutually 
agreeable, will conduct a joint investigation. The investigator will receive pay for time spent 
on the investigation, with the understanding that any overtime must be approved, by the 
Human Resource Manager. 

The grievance and arbitration procedure shall be the exclusive contractual procedure for 
remedying such claims. 

'--1-f -l-'( #-
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r TENTATIVE AGREEMENT 

ARTICLE20 
MISCELLANEOUS 

Section 6. Extreme Bad Weather Conditions 

Employees who are unable to report for work during extremely bad weather conditions will not 
be penalized by the Company. All call in/ reporting systems must include a bad weather 
option. 

For Union 'f ~?.!l-Z'f For Co 
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TENTATIVE AGREEMENT 

ARTICLE20 
MISCELLANEOUS 

Section 8. Conflict between Company Rules and Contract 

The Company shall not establish any work and/or safety rules which conflict with the express provisions 
of this contract. The Company is entitled to establish reasonable rules, which the Union has the right 
to challenge through the grievance procedure as to the reasonableness of those rules. All local Work 
Rules and local policies must be posted in a mutually agreed location, determined at the 
local level. The Union (Chair/President) must be notified of all changes to work and/or 
safety rules. 
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Section 15. Pay Practices 

Tentative Agreement 

ARTICLE20 
MISCELLANEOUS 

1. Employees will be paid each week on Tuesday. The first payment will be received on the second 
Tuesday following an employee's first week of employment. Statements showing all deductions 
will accompany each payment. 

2. All employees' compensation will be paid by direct deposit to the bank or financial institution 
designated by the employee. Pay statements will be made available electronically and 
may be viewed and/or printed accordingly. 

3. Discrepancies in pay should be reported as soon as practicable. Mistakes with regard to 
regularly scheduled straight time and all overtime exceeding $100 will be resolved by the end 
of the employee's shift the following day (provided the appropriate Payroll Administrators are 
available) if the employee requests to be paid prior to the next regular pay period. 
However, discrepancies caused by late submission of documentation (i.e. medical leave, 
jury duty, military orders) within the employee's control may delay resolution until the next 
scheduled pay period. 

4. All employees will be provided electronic access for employees to view their pay statements. 

For Union"r, z,- ?1/ 

I 

Common 
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TENTATIVE AGREEMENT 

ARTICLE20 
MISCELLANEOUS 

Section 17. Joint Orientation Program 

The Union and the Company will continue a Joint Orientation Program. The joint program will include 
Union participation in the explanation of all eligible programs, continuing education, 
apprenticeship, benefits program, health and safefy, Union membership responsibilities, and 
participation. 

The joint program will be conducted during normal working hours and all new hires and recalled 
employees will receive their starting rate of pay. Duration of allotted time will be mutually agreed 
upon. 

For Union 'l>1 
t-{-"l,l,- I 
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TENTATIVE AGREEMENT 

ARTICLE21 
CONTRACT PRINTING 

The Company agrees that as soon as is practicable after signing and ratifying this Agreement (no 
later than sixty (60) days) to provide sufficient printed proofs of the Agreement to the Union. 

The Agreement with calendars showing negotiated holidays (during the term of the Agreement), will be 
printed by a union printer and copies will be returned to the Local Union within ninety (90) days of 
ratification. 

The Agreements will have the UAW logo on the front cover and will be printed in a size of no less 
than 5.5 inches by 8.5 inches. Additional copies will be printed at the request of the Union. 

' 
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TENTATIVE AGREEMENT 

ARTICLE22 
SCOPE OF AGREEMENT 

Section 1. It is agreed that this written contract reflects the entire Agreement between the 
parties. Amendments or clarifications of this Agreement mutually agreed upon shall be reduced to 
writing, attached to, and shall become a part of this contract. 

Section 2. The parties acknowledge that during the negotiations, which resulted in th is Agreement, 
each has had the unrestricted right and opportunity to present demands and proposals with respect 
to any matter subject to collective bargaining. 

Therefore, the Company and the Union freely agree that during the period of this Agreement neither 
party shall be obligated to bargain with respect to any matter or subject not covered or referred to in this 
Agreement, nor with respect to any matter or subject referred to in this Agreement. 

For Union 
l..{- 1- 2._ j 
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TENTATIVE AGREEMENT 

ARTICLE23 
AUTHORIZATION FOR CHECK-OFF DUES 

During the ~ 2024 contract negotiations for the UAW represented DTNA North Carolina 
facilities, the parties agreed to a procedure for the authorization for check-off dues. The 
following will apply: 

Subject to the limitations as provided by the applicable laws of the State of North Carolina and/or 
Federal law, the Company agrees during the life of this Agreement, to deduct Union membership 
dues from the pay of each employee who is a member of the Union, in accordance with the 
procedures set forth herein. For the purposes of this Letter, pay from which Union membership 
dues may be deducted shall include all categories of payment to the employee, which the Union 
Constitution recognizes as appropriate for deduction of dues. 

Upon receipt of a signed authorization which is in conformity with the laws of the State of North Carolina 
and applicable Federal law, the Company agrees to deduct from pay earned by employees who are 
members of the Union the amount which is certified by the Union as membership dues, including 
any applicable initiation or reinstatement fees, and remit such amounts monthly to the Local Union 
Financial Secretary. Employees who desire to authorize the request to the Company to make 
such deductions and payments of their Union membership dues shall use the form entitled 
"Authorization for Check-Off of Dues." Such authorization may be revoked by the employee as 
provided therein and as provided in Section 302(c) of the Labor-Management Relations Act of 
1947, as amended. It shall be the responsibility of the Union to provide such authorization. 

The Local Union Financial Secretary shall give written notice to the Company of the amount 
of membership dues, including initiation or reinstatement fees, deductible in accordance with 
the preceding authorization. In all cases where a deduction is made which duplicates payment 
already made to the Union by an employee, or where deduction is not in conformity with the provisions 
of the Union Constitution and bylaws and/or terms of this Agreement, refunds to the employee will 
be made by the Union. 

All sums deducted shall be remitted to the Local Union Financial Secretary not later than the 
fifteenth (15) day of each calendar month in which deductions are made. At the time of remitting 
the deducted amounts each month, the Company will furnish the Local Union Financial Secretary 
with a listing of the employees, by name, social security number and amount deducted, for 
whom payroll deduction of Union membership dues was made. The Union will give the Company 
prompt written notice of any errors in the listing or remittances. 

Once each month, the Company will forward to the Local Union Financial Secretary a listing of 
employees' names indicating the reason for failure to include any sum or sums, which ordinarily would 
have been checked- off from the pay of the employee, covered by the Agreement. 

The Union shall indemnify and save the Company harmless from all claims, demands, suits, or other 
liability arising out of or by reason of any action taken or not taken by the Company for the purposes of 
complying with the provisions of this letter. 

) DTNA Payroll will use the pay rate in effect for the last complete work week of each month for the 
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dues deduction calculation the following month. Thereafter, all sums deducted will be remitted to 
the Local Union Financial Secretary not later than the fifteenth (15th) day of each calendar month in 
which the deductions are made. Electronic reporting will continue to be used for this purpose. 

For Union 
L--( _,:,-,z..'1 
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TENTATIVE AGREEMENT 

ARTICLE24 
PAID SICK LEAVE 

Pais Sisk Lea•,e proI1isi0As will rernaiA ~Aei1aAgee fer 111e 2Q18 ealeAear year. Ti1e fellowiAg is 
effeeli\1e JaA~ary 1, 2Q19. 

Section 1. Beginning on January 1 of each year, Paid Sick Leave in the maximum amount of five (5) 
days per calendar year will be awarded to every employee (see Section 6) not in the attendance 
disciplinary step of the Attendance Control Program. Attendance Control Program employees 
will accrue Paid Sick Leave at a rate of 3.33 hours per month. Any days not taken will be accrued to a 
maximum of fifty (50) days. An employee with fifteen (15) or more days of accumulated Paid Sick 
Leave may use five (5) of such days as an additional full week of vacation in accordance with 
normal scheduling requirements. An employee with twenty-four (24) or more days of accumulated 
Paid Sick Leave may use ten (10) of such days as additional full weeks of vacation in accordance 
with normal scheduling requirements. 

Individuals who are on layoff on January 1 and who are subsequently recalled during the 
calendar year will continue to accrue Paid Sick Leave at a rate of 3.33 hours per month 
beginning the month after they return up to the maximum of five (5) days. 

Individuals hired on or after January 1 will accrue 3.33 hours of Paid Sick Leave per month 
beginning the month after they attain seniority. 

Section 2. Up to four (4) days per calendar year may be used as personal time at the 
employee's option provided these days off are scheduled in advance in the same manner as 
single days of vacation. 

Section 3. Any employee with accrued Sick Leave of five (5) days may cash out the excess above 
five (5) days (cash out full days only) at any time. 

Section 4. Paid Sick Leave may be used during the statutory waiting period by employees who 
are off work with compensable injuries. Employees who choose to use contractual sick leave to 
satisfy the unpaid waiting period will not have any adverse pay impact. Paid Sick Leave used for 
this purpose will not be reinstated. Employees indefinitely laid off through a reduction of force will 
be paid for earned and accrued sick leave pay including pro-ration to the last day worked. Upon request 
of an employee who is indefinitely laid off or terminated pending a just-cause determination by an 
Arbitrator, the Company will defer payment of any sick leave money to which he/she is entitled, but 
not in excess of twelve (12) months following layoff or termination. Sick leave money paid 
subsequent to the date of layoff is payable at the employee's applicable pay rate as of the date of his 
last day worked. 

Section 5. Up to four (4) hours of Paid Sick Leave may be utilized in one (1) hour increments each 
calendar year. All other Paid Sick Leave must be used in four (4) hour increments. The only 
exceptions to these rules are in cases when the normal shift hours are shortened due to a plant or 

• department shutdown. In such cases, an employee can use an increment of available Paid Sick Leave 
necessary to cover the balance of the shift. Paid Sick Leave cannot be used to cover absences 

UAW-DTNA 2024 WHITE BOOK PAGE 063



on Saturdays,: auRdays, er Helidays. Paid Sick Leave can be used to cover absences on 
Sundays and holidays. All Paid Sick Leave used on Sundays and holidays will be paid 
at the straight time rate. 

Section 6. Sick Leave: Eliminate accrual on all leaves over sixty (60) days (excluding Military Leave 
and FMLA) in duration. 

Individuals who are off for any of the following reasons on January 1 and who return to work during the 
calendar year, will be awarded five (5) days of Paid Sick Leave upon reinstatement as long as the 
individual was not in the attendance disciplinary step of the Attendance Control Program as of 
January 1. Five (5) days is the most that is awarded regardless of how long the individual has been 
off. 

• STD 
• LTD 
• Workers' Compensation 
• Personal Leave 
• FMLA (continuous) 
• Medical Leave 

• Military Leave 
• International Union Leave 

Attendance Control Program employees will continue to accrue Paid Sick Leave at a rate of 3.33 hours 
per month beginning the month after they return up to the maximum of five (5) days. 

Section 7. The Company may require that single day absences on a Monday or on a Friday be 
supported by a doctor's certificate which verifies that the employee was unable to work. This will be 
applicable only to employees who are in the Attendance Control Program, or where there is a 
reasonable suspicion that the request for Paid Sick Leave was utilized for purposes other than 
sickness. 

Section 8. To streamline the pay request procedure the Union and the Company agree that 
employees' sick pay will automatically be paid from the absentee call in system or a time keeping 
l!Jm. 

Each day of absence must be reported using a time keeping app or the l¥R call in system. On any 
occasion when the system is inoperable, absences can be reported by notifying plant security. 

Within one hundred-twenty 11201 days upon ratification, all locations under this 
agreement will be given a time keeping app. 
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TENTATIVE AGREEMENT 

ForUnion '--f-'2?-t.Y 
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ARTICLE24 
PAID SICK LEAVE 
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Tentative Agreement 

ARTICLE25 
PAID TIME OFF (PTO) 

Every employee will receive sixteen (16) hours of PTO (Paid Time Off) in January to be used between 
January and December of each calendar year. Notification for use of PTO for non-emergencies 
to be provided, when foreseeable, twenty-four (24) hours in advance. Unused PTO at the end of 
the year may be paid out or carried over to the next year~s PTO to a banked maximum of forty eight (4g) 
fifty-six (56) hours. Banked PTO hours above the forty eight (4 g) fifty-six (56) hour maximum will 
automatically be paid out after December 31 each year. 

The payment of PTO shall be at the regular straight time rate for scheduled time not worked 
during the course of a weekday workday. PTO cannot be used to cover absences on 
Saturdays,. PTO can be used to cover absences on Sundays,ei: and Holidays" and will 
be paid at the straight time rate. 

An employee must use their annual allotment of PTO in two (2) hour increments. An employee must 
use their banked PTO in four (4) or eight (8) hour increments. The only exceptions to these rules 
are in cases when the normal shift hours are shortened due to a plant or department shutdown. In 
such cases, an employee can use any increment of available PTO necessary to cover the 
balance of the shift. 

Each day of absence must be reported using the TIPS/IVR call in system or time keeping app. On any 
occasion when the system is inoperable, absences GaR must be reported by notifying plant 
security. Refer to Article 9 for rules on using PTO the day before or after a holiday. 

Individuals placed in the Chronic Attendance Program will not be eligible for PTO without a doctor's 
excuse that includes a diagnostic code. 

For Union "f-Z? --iy 

t~ 
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TENTATIVE AGREEMENT 

ARTICLE 26 
TUITION ASSISTANCE PROGRAM 

DTNA Tuition Assistance Program 

The DTNA Tuition Assistance Program is designed to provide financial assistance for employees 
participating in approved degree programs and college courses. Details of the program are available 
through location Human Resources Department. The program is subject to change, at 
Management discretion, based on business conditions or changes in IRS guidelines associated with 
the tax status of such benefits. In the event that DTNA suspends or eliminates the DTNA Tuition 
Assistance Program the Company will continue to provide the benefit to all currently enrolled 
participants for the life of this Agreement. 

For Union 
'-1 -- r--2-y 
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TENTATIVE AGREEMENT 

ARTICLE27 
JURY DUTY PAY 

When an employee is required to be absent from his regularly scheduled work to report for jury 
examination or jury duty service, he will be granted time off with pay for all straight-time hours he was 
otherwise scheduled to work. In order to receive such payments, an employee must give the 
Company prior notice that he has been summoned for jury duty, and must furnish satisfactory 
evidence that he reported for or performed the service and must report back to work promptly if 
released or excused by the court prior to 11 :00 a.m.! 

Employees working second or third shift will be assigned to first shift during the period they are 
scheduled for jury examination or jury service. Employees, who have received a valid court order 
or subpoena to appear in court during working hours as a witness and not as a principal in the 
court action itself, may receive pay for such time missed. 

For Union ? L/ 
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TENTATIVE AGREEMENT 

ARTICLE28 
PAID BEREAVEMENT LEAVE 

1. Employees shall be excused with pay for five (5) scheduled workdays for bereavement leave in the 
event of the death of an immediate family member. Immediate family shall be defined as: 

Spouse 
Stepchild 

Child 
Parents 

Brother 
Sister 

2. Employees shall be excused with pay for three (3) scheduled workdays in the event of the 
death of one ( 1) of the following family members: 

Son/Daughter-in-Law 
Brother/Sister-in-Law 
Parents-in-Law 
Grandparent 
Step Grandchilden 

Step Brother/Sister 
Step Parents 
Step Parents of Spouse 
Grandchildren 

3. Employees shall be excused with pay for one (1) scheduled work day in the event of the death of 
one (1) of the following family members: Aunt, Uncle, Great Grandparents, Step 
Grandparents, Ste~ GFaneei1ileFeA and Grandparents-in-Law. 

4. Employees shall have the option of using up to two (2) paid sick leave days or two (2) vacation days 
in connection with paid bereavement leave. Vacation days granted in conjunction with 
bereavement are not to be calculated in the percentages outlined in Article 10. 

5. In-Law relationships refer only to current spouse. 

6. Employees shall have the option to use up to lw9--f2t three (3} paid sick leave days or lw9--f2t 
three (3) vacation days to attend the funeral of persons other than those listed above with whom 
they have had close relationships. Employees must have prior approval to be paid and to have 
the absence excused. Vacation days granted in conjunction with bereavement are not to be 
calculated in the percentages outlined in Article 10. 

7. Under normal circumstances, all paid bereavement leave must be taken within a two (2) week 
window (excluding Holidays and shutdowns) from the date of death. Special case circumstances 
will be considered when proper documentation is presented to the Human Resources Manager 
for cases such as, but not limited to, !international deaths when long range travel is required. 

-
8. The appropriate shift premium will be paid for all bereavement leave. 
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ARTICLE 28 

PAID BEREAVEMENT LEAVE 

For Union t.-f _212 _7 ~ 
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TENTATIVE AGREEMENT 

ARTICLE 29 
SHORT TERM MILITARY DUTY PAY 

A seniority employee who is called to and performs short-term annual training in the United States 
Armed Forces Reserve or National Guard shall be paid the difference between his daily military 
earnings (including all allowances except rations, subsistence and travel) and his regular base 
hourly rate for straight-time hours he otherwise would have worked up to fifteen (15) maximum work 
days per calendar year. In order to receive such payment, an employee must give prior notice and 
furnish a statement of military pay upon his return to work. 

For Union </,,, f-t- i 
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TENTATIVE AGREEMENT 

ARTICLE30 
LEGISLATION 

If any of the Collective Bargaining Agreement is held invalid due to existing or future federal 
or state legislation, the remainder of this Agreement shall not be affected thereby. Note, the 
Company and Local/International Union will meet to resolve any legally required changes 
within sixty (60) days. 

For Union 
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TENTATIVE AGREEMENT 

ARTICLE 31 
SUCCESSORS 

This Agreement shall be binding upon the Company's successors, assigns, purchasers, or 
transferees whether such succession, assignment or transfer be affected voluntarily or by operation 
of law; and in the event of the Company's merger or consolidation with another Company or 
companies, this Agreement shall be binding upon the merged or consolidated Company. 
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TENTATIVE AGREEMENT 

ARTICLE 32 
UAW V-CAP CHECK OFF 

The Company will provide a payroll deduction procedure for employees who elect to make contributions 
to a UAW political fund. The Union shall indemnify and save the Company harmless from all claims, 
demands, suits, or other liability arising out of or by reason of any action taken or not taken by the 
Company for the purposes of complying with the provisions of this Agreement. The Union will 
also be responsible for providing the forms that enable the Company to initiate such deductions. 

For Union 
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TENTATIVE AGREEMENT 

ARTICLE34 
HEAL TH AND WELFARE 

The Company will provide a Health Care Plan for UAW represented employees. All plans will be 
administered by the Company for UAW employees under the conditions set forth in Attachment 
C. 

For Union 
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TENTATIVE AGREEMENT 

ARTICLE35 
PENSION PROGRAM 

Upon request, the Company must provide information, in a timely manner, regarding pension 
benefit calculations. The Company will continue a pension plan program for UAW represented 
employees with the same benefit levels and benefit formulas as currently provided in these 
negotiations. The Company will establish a separate pension plan for UAW represented employees 
under the conditions set forth in Attachment C. 

For Union 
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TENTATIVE AGREEMENT 

ARTICLE 36 
SHORT TERM DISABILITY (STD} 

The Company will continue to provide Short-Term Disability benefits to UAW represented employees 
that were available on the effective date of this Agreement and will be administrated by the 
Company for UAW employees under the conditions set forth in Attachment C. 

For Union ForC 
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I TENTATIVE AGREEMENT 

ARTICLE 37 
LONG TERM DISABILITY (LTD) 

The Company will continue to provide Long-Term Disability benefits to UAW represented employees 
that were available on the effective date of this Agreement and will be administrated by the Company 
for UAW employees under the conditions set forth in Attachment C. 

\ 
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TENTATIVE AGREEMENT 

ARTICLE 38 
LIFE, ACCIDENT, AND DISABILITY PLANS 

The Company will continue to provide continued life, accident, and disability benefits to UAW 
represented employees that were available on the effective date of this Agreement and will be 
administrated by the Company for UAW employees under the conditions set forth in Attachment 
C. 

For Union 4 _15- .,z,1 

~ 
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TENTATIVE AGREEMENT 

ARTICLE 39 
EMPLOYEE RETIREMENT SAVINGS PLAN 401{k) 

The Company will continue to provide the current Daimler Trucks North America LLC UAW 
Retirement Savings Plan (401 K Plan) for UAW- represented employees that is available on the 
effective date of this Agreement. The current Daimler Trucks North America LLC UAW 
Retirement Savings Plan (401 K Plan) will be administrated by the Company for UAW 
employees under the conditions set forth in Attachment C. 

For Union 
t.,f- ts--t-7 
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TENTATIVE AGREEMENT 
UAW - DAIMLER TRUCK 2024 TERMS 

(1) The Common Grid is agreed to as last passed by the Union, including team lead and 
resource group, with two corrections: 

Delete Cleveland offiine material handler and delete Cleveland TOS Coordinator; current 
TOS Coordinator placed at Prod C 

Move the titles listed on the Appendix off the grid because they are included in the team 
lead footnote. 

(2) Wage Progression is four years - with anyone in progression remaining where they are in 
the progression, entry rate is 70%. 

(3) Skill Trades increase at ratification of $7 /skilled trades and $3/non-joumeyman and 
apprentice. 

(4) COLA, paid quarterly, with a ten (10) cent diversion quarterly, first payment July, starting 
at 302.493 and when goes to 302.494 the first penny. 

(5) GWI as follows: 

10% upon ratification 
3% 1/12/2025 
3% 6/8/2025 
4% 6/7/2026 
5% 6/6/2027 

(6) Profit Share starting with 2024 and payment in 2025; 2% hurdle, $500 per ROS 
percentage point; based on compensated hours as passed by the Union. 

(7) Expiration March 3, 2028 

(8) Juneteenth starts 2025 across Common (floating holidays for Memphis and Atlanta) 

(9) Job Security 
Mt. Holly Production - 70 BLA 
Cleveland Production- 80 BLA, with on ramp of79 by Q3 and 80 by QI 2025; 
add Western Star to paragraph 2(b) 
Mt. Holly CTS-job security language same as Cleveland CTS 

Page 1 of3 
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(10) Mt Holly production gets same increment use of vacation as CTS Mt. Holly ( only 
required to take one block, the rest may be in 1 day increments) 

(11) Shift Premium at 7.5% 

(12) Regarding Pay Practices as exhaustively discussed, the contract will MPL and the 
Council and the Company will create a Council-wide working group to discuss and resolve 
issues 

(13) Regarding Attendance Control Policy, MPL, except notice of violation within 20 working 
days of triggering event, except TBB which remains at 15 working days 

(14) Atlanta will get the same increment use of PTO and Sick Time as Memphis. 

(15) Additional agreements: 

Attendance Bonus LOU - fold in Memphis and Atlanta 

Holidays - as last passed by the Company, except Juneteenth starts in 2025 

PTO Article 25 - MPL except increase bank to 56 hours; PTO can be used additionally 
on Sundays and holidays 

Delete LOU on "New Hire Wage and Benefits Provision" replaced with new 401K, 
vacation and other changes for post-20 IO retirees to offset reitree health care. 

(16) All TAs executed agreed to by the parties. 

(17) Current contract is extended until midnight on May 10 to provide for ratification. 

(18) Safety Coordinators in Memphis and Atlanta will be Prod Con the Common Grid. 

SO AGREED: 

Dated: April 26, 2024 

UAW President Shawn Fain 

Dated: April 26, 2024 

Directo , Safety, Operations HR, Labor 
Relations Daimler Truck North America 
LLC 

Page 2 of 3 
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0 ATTACHMENT 

Title code grade Location 
TOS Facilitator - TBB 7050 006 TBB 

Cl Facilitator 3853 005 CLE 

Continuous I mpvmnt Facilitator 5557 05A MTH 

Cl Facilitator - Mt. Holly 07 A 5861 07A MTH 

Cl Facilitator 5862 04A MTH 

OU Trainer 3855 005 CTS 

Production Technician 3819 005 CTS 

Production Tech 5758 058 MCTS 

CTS OU Trainer 0022 007 MCTS 

Job Title Job Comp Work Current Step Location 
Code Gr Shift Base 

Team Leader 7701 007 first 29.55 13 ATL 

Team Leader 7950 007 first 29.55 13 MEMP 

Team Leader 7039 006 first 28.01 11 TBB7 

Group Leader 7000 6S first 29.93 11 TBB 

Lead Person Material Handler 5555 04A first 30.43 13 MTH 

Lead Person Truck Assembler 5655 04A first 30.43 13 MTH 

0 Lead Person Fabricator 5956 05A first 31.48 13 MTH 

Lead Person Inspector 5656 05A first 31.48 13 MTH 

Lead Person Painter 5556 05A first 31.48 13 MTH 

Sr. Off Line Mechanic Lead 5786 05A first 31.48 13 MTH 

Team Leader 5859 05A first 31.48 13 MTH 

Group Leader PDI 5911 06A second 31.48 13 MCTS 

E Coat Tech Team Leader 3910 007 first 32.80 9 GAS 

Team Leader 3801 006 first 30.88 13 CLE 

Team Leader 3907 006 second 25.94 10 GAS 

Team Leader 5860 04A first 28.20 13 MTH 

Team Leader - 07 A Mt. Holly 5858 07A second 32.62 9 MTH 

Lead Person Maintenance 5807 07A second 32.62 9 MTH 
Team Leader - Skilled Trades 3849 007 first 32.77 9 CLE 

Skilled Trades Team Leader 3901 007 first 32.80 9 GAS 

Team Leader Tool & Die 3903 007 first 32.80 9 GAS 

Tower - Mt Holly 

OU Trainer -- Mt. Holly CTS 

CTS Production Coordinator 

u Plus any employee who is Team Leader or Resource Group as defined by the footnote, not 
otherwise identified on this list. 

Page3 of3 
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 
PROFIT SHARING 

Section 1. Eligible Workers 

All bargaining unit employees who worked during the Plan Year, who at the end of the 
Plan Year are active or on layoff or leave of absence are eligible for profit sharing. 
Employees who retired or died during the Plan Year are also eligible. Employees who 
are terminated during the Plan Year other than death or retirement are not eligible. 
Employees who are terminated for any reason after the Plan Year but before the 
payout are eligible for the payout. Profit sharing due to the deceased are paid to their 
beneficiary. 

Section 2. Plan year 

Each financial reporting year of Daimler Truck Holding AG and subsidiaries. The 12-
month period beginning on January 1 and ending on December 31. First payment in 
2025 based on 2024 Return on sales of the Trucks North America segment. 

Section 3. Eligible Profit Share Amount 

Starting in the calendar year 2024 for payment in 2025, the Company will provide an 
annual Profit Sharing payout in the amount of $500 for each 1% reported Trucks North 
America (DTNAl Return on Sales/equity (in %) for the Return on Sales (RoSl that 
exceed 2.0%. 

In the event that the Company no longer publicly discloses its financial results or 
Return on sales of Trucks North America, the Company shall provide the Union 
Return on sales of the Trucks North America segment in a manner consistent with 
how the figures are defined and reported in its 2023 Annual Report. The Union shall 
have the option of retaining a third party selected by the Union to audit the Company's 
calculation paid. 

Section 4. Profit Sharing Amount 

The amount to be paid to an Eligible Worker for a Plan Year, determined by 
multiplying the Eligible Profit Share Amount by the percentage in the table below 
based on each Eligible Worker's Compensated Hours during the Plan Year. 

Chart: 

Compensated Percent of 
Hours Eligible Profit 

Share 

1,850 100 

1,665 90 
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1,480 80 

1,295 70 

1,110 60 

925 50 

740 40 

555 30 

370 20 

185 10 

Section 5. Compensated Hours 

Includes hours for which an Eligible Worker receives hours of compensation as listed 
below: 

Straight Time Base Wages 

Overtime (with each hour paid at premium rates to be counted as one houri 

Vacation 

Holiday Pay 

Bereavement Pay 

Jury Duty Pay 

Short-Term Military Duty Pay 

Report In Pay 

Union Leave 

Section 6. Annual Disclosures to Union 

The Company shall disclose to the Union on an annual basis a calculation of Eligible 
Profit Share Amount. a list of Eligible Workers and their Compensated Hours and 
each Eligible Worker's Profit Sharing Amount. 

In addition, the Company will respond as soon as practicable to reasonable requests 
from the Union for information regarding the calculations and information used in 
determining Profit Sharing. 

Section 7. Disputes 

The Company and Union recognize it is in the best interest of the parties to work 
diligently to resolve such disputes or disagreements. If the parties are unable to 
obtain a mutually agreeable resolution to the dispute or disagreement, it will be 
subject to the grievance procedure which shall start at Step 4. The Company shall 
remit the amount the Company computes as due and the differential will be subject 
to grievance and arbitration. 

UAW-DTNA 2024 WHITE BOOK PAGE 085



Section 8. Payment of Profit Sharing 

Profit Sharing will be determined and paid as soon as administratively feasible, but 
in no event later than the end of the fifth month following the end of the Plan Year or 
60 days after the release of the Company's Annual Report. 

For Union Lf-1--7-z 
I 'o Y2---- '1 

For Co 
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TENTATIVE AGREEMENT 

Letter of Understanding 
Cost of Living Adjustment 

(COLA) 

a) Cost of Living Allowance. Each employee covered by this Agreement shall 
receive a Cost of Living Allowance in accordance with the provisions of 
Paragraphs cl, dl and el. 

b) The Cost of Living Allowance provided for in Paragraph al shall be added to 
each employee's hourly wage rate and will be adjusted up or down as provided in 
Paragraphs dl and el. 

c) The Cost of Living Allowance will be determined in accordance with changes 
in the official Consumer Price Index for Urban Wage Earners and Clerical Workers 
(CPI-Wl (for all items, not seasonally adjusted) (United States City Average) 
published by the Bureau of Labor Statistics (1982-1984=100). 

d) Effective with the date of this Agreement, adjustments in the Cost of Living 
Allowance shall be made at the following times: 

Effective Date of Adjustment: 

First pay period beginning on 
or after: 

July 1, 2024 ..... . 

At three-calendar month 
Intervals thereafter to 
January 1, 2028. 

Based upon Three- Month 
Average of the Consumer 
Price Index For: 

March, April and May 2024 

And at three- calendar month 
intervals thereafter to 
September, October and 
November 2027 

In determining the three (3) month average of the Indexes for a specified period, 
the computed average shall be rounded to the nearest 0.001 Index Point. 

In no event will a decline in the three (3) month average Consumer Price Index 
below 302.493 provide the basis for a reduction in the wages scale by job 
classification. 

e) Effective July 1, 2024 and for any period thereafter as provided in Paragraphs 
cl and dl, the Cost of Living Allowance shall be in accordance with the 
following table: 
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Three- Month Average Cost of Living 
Consumer Price Index Allowance 

302.493 Or less None 

302.494 - 302.583 1¢ per hour -
302.584 - 302.673 2¢ per hour -
302.674 - 302.763 3¢ per hour -
302.764 - 302.853 4¢ per hour -
302.854 - 302.943 5¢ per hour -
302.944 - 303.033 6¢per hour -
303.034 - 303.123 7¢ per hour -
303.124 - 303.213 8¢ per hour -
303.214 - 303.303 9¢ per hour -
303.304 - 303.393 10¢ per hour -

And so forth with 1 ¢ adjustment for each 0.090 change in the Average Index. 

f) For each quarterly adjustment to the cost-of-living allowance during the term 
of the Agreement the amount of increase payable to employees shall be reduced 
by ten cents ($0.1 Ol or by the amount of the increase. whichever is less. 

g) The amount of any Cost of Living Allowance in effect at the time shall be 
included in computing overtime premium. shift premium, vacation payments. 
holiday payments, call-in pay. bereavement pay. jury duty pay. and short-term 
military duty pay. 

h) In the event the Bureau of Labor Statistics does not issue the appropriate 
Consumer Price Index on or before the beginning of one of the pay periods referred 
to in Paragraph d). any adjustments in the Cost of Living Allowance required by 
such appropriate Index shall be effective at the beginning of the first pay period 
after receipt of the Index. 

i) No adjustments, retroactive or otherwise, shall be made due to any revision 
which may later be made in the published figures used in the calculation of the 
Consumer Price Index for any month or months specified in Paragraph d). 

j) The parties to this Agreement agree that the continuance of the Cost of 
Living Allowance is dependent upon the availability of the monthly Consumer Price 
Index published by the Bureau of Labor Statistics in its present form and calculated 
on the same basis as the current Index unless otherwise agreed upon by the 
parties. If the Bureau of Labor Statistics changes the form or the basis of 
calculating the Consumer Price Index, the parties agree to request such agency to 
make available, for the life of this Agreement. a monthly Consumer Price Index in 
its present form and calculated on the same basis as the Index was prior to such 
change. 
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k) Effective pay ending February 29, 2028, the cost of- living allowance 
accumulated shall be added to the base hourly wage rate for each classification, 
including wage rates in progression. 

For Union t..{-2- 7-? L/ 
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 
EMPLOYEE PLACEMENT 

The Union and the Company recognize the hiring of new employees while there is a 
surplus of seniority employees in layoff status at other Daimler Truck North America 
(DTNA)/UAW represented locations is not in the best interest of the parties. Therefore, 
the parties will provide seniority employees, who are subject to indefinite layoff, idling, 
and/or plant closure, an opportunity for employment at other DTNA/UAW represented 
facilities covered under this language. 

For purposes of this Letter of Understanding, seniority for placement refers to the 
longest unbroken Company service with a DTNA/UAW facility, which will be used to 
give priority to indefinitely laid off employees who choose to be employed at another 
DTNA/UAW facility. 

Employees who are hired to work at another DTNA/UAW represented facility will 
maintain all recall rights to their original facility. However, if an employee chooses to 
stay at the new facility when offered an opportunity to exercise their recall rights, the 
employee forfeits any recall rights back to their original facility. If there is an indefinite 
layoff, closing or idling at the employee's new facility, they will maintain seniority for 
hiring opportunities to all DTNA/UAW represented facilities covered under this 
language. 

Once the employee enters the new facility, they will be given a plant entry date for 
purposes of job bid, shift preference, overtime, vacation scheduling, and layoff/recall 
at the new facility. Company service/seniority will continue for pension purposes, 
vacation accrual, pay rate and wage scale progression. 

Details of the process will be established and communicated and any unexpected 
issues that arise will be discussed and resolved by mutual agreement. 
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 
MEDICAL LEAVE LASTING 7 CALENDAR DAYS WITH THE FIRST DAY 

HAPPENING ON THE WEEKEND 

The union has shared that because Short Term Disability claims always start on the first 
scheduled work day, and outside of those with an alternate schedule, that will be Monday -

Friday. If someone has a medical issue come up after work on Friday, on Saturday or Sunday 

and their provider certifies them as medically disabled for 7 calendar days including the first 

weekend, that they are not meeting the STD waiting period but also the absence is treated as 
chargeable time. 

The company agrees to modify the notification email that the third-party Disability 

Administrator currently sends advising when an STD claim is denied due to not meeting the 

waiting period, that third-party Disability Administrator adds language advising of the dates 
certified to include those weekend days that were prior to the first schedule work day. 

This will not modify the official STD waiting period for purposes of STD relapse within 90 days. 

The Benefits Group will work with local HR to make sure the same approach is used for those 

with less than 12 months of service that provide information to the Plant/Facility location of 
being medical disabled for 7 calendar days. 

For Union t/- 2 7_z, 1 

) 
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 
MEDICAL LEAVE TRANSPARENCY 

FOR EMPLOYEES WITH LESS THAN 12 MONTHS OF SERVICE 

Prior to 2024, the third-party Disability Administrator & DTNA worked together to update the 

reason used for STD denial when an employee did not have 12 months of service and added 
language to the denial letter the third-party Disability Administrator sends to the employee. 

Going forward all DTNA UAW employees will be advised to file an STD claim if they expect to 

be medically disabled for 7 calendar days or more, even if they do not have 12 months of 

service. 

The Benefits Group will update the script so the Customer Service Representative does not stop 

employees from filing an STD claim and to use the Attending Physician Statement in the packet 

and return it to local HR (not plant medical). 

The Benefits Group will make sure if the third-party Disability Administrator receives the 

Attending Physician Statement in the denied STD claim (when denied for length of service) that 

the information is either forwarded over to the Disability Coordinator or the Disability 

Coordinator is advised so they can access the documents in the claim images. Union Benefit 

Representatives to be notified via email of receipt of the Attending Physician Statement (for 

notification purposes only). 

For Union "'l./ 
c..f- 27- ~ I 

~~ 
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 

ARBITRATION GUIDELINES 

This will confirm the Arbitration Procedures agreed to between the Company Daimler Trucks North 
America (DTNA) and the International Union, UAW. The understandings are: 

1) Hearings on cases shall be held at the facility or location from which the case arose. 
However, this does not preclude the parties from holding a hearing or hearings at other 
locations where, in appropriate cases, and for reasons of convenience and economy, it may 
be desirable to hold a hearing at another location. 

2) Witnesses will be sworn. 

3) Court reporters may be used at the discretion of either party. 

The party requesting a court reporter shall bear the costs and expenses of the court 
reporter unless both parties make the request and, if so, the parties will split the cost. 

Transcripts will be paid by the party ordering the transcripts. 

4) Full disclosure of all documents, positions, evidence and witness lists will be completed no 
less than ten (10) business days (Monday through Friday) prior to the established arbitration 
date (in person or combination of computer/phone). 

5) Minutes of review hearing are inadmissible at arbitration. 

6) External documents (except for the impeaching portion thereof: such as transcripts of 
Unemployment Compensation hearings) will not be permissible as evidence, but may be used 
orally for the purpose of impeaching a witness. 

7) No unaccepted settlement offer whether on the case to be heard or on other cases is 
admissible. 

8) The parties prefer using a pre-hearing brief. 
- In the event the Arbitrator requests the parties or either party to submit additional information, 

this will be done by way of a post- hearing brief. 

9) Either side can exclude persons not appropriately present at the hearing as these hearings 
are private affairs to be conducted by the Company and the Union. 

There may be areas of potential dispute that are not reflected in this letter. With respect to those 
areas, the parties will meet to mutually resolve the issue at hand. 
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TENTATIVE AGREEMENT 

For Union c{-1-~1 
t 

LETTER OF UNDERSTANDING 

ARBITRATION GUIDELINES 

.{LJ 
~Ju-~ 
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A. Objective 

TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 

ATTENDANCE BONUS PROGRAM 

The objective of the program is to improve attendance. 

B. The Program 

The program is designed to provide quarterly payments to employees based on the 
achievement of individual attendance targets. 

Each eligible employee who meets their individual attendance targets will receive a 
payment of $400.00 per quarter. Employees who fail to meet their individual attendance goal 
will not be eligible for consideration of any payment. Employees who achieve the maximum 
number of hours credited will receive an additional $50.00 bonus payment. 

Payments will be paid to employees meeting the requirements as defined in Section E by the 
last pay period of April (Q1 results), July (Q2 results), October (Q3 results), and January (Q4 
results). 

C. Definitions 

1) Hours available in the performance period - all regular and holiday hours (does not 
include overtime). 

2) Credited time - all straight-time hours (does not include overtime) in which an 
employee receives a contractually required payment for hours worked, as well as, hours 
covered by Vacation,. Bereavement, Jury Duty, Holiday, Paid Sick time, Short-term 
Military, and PTO. 

3) Non-credited time includes - any time that is coded as chargeable hours under ACP, 
as well as, all approved STD/~ TD time, Long-term Military Leave, FMLA (unpaid), and 
Workers Compensation Leave (see full listing). 

4) Eligible Employees - All Bargaining Unit employees who have completed the initial 
probation period as defined in Article 5, Section 1 and who are actively working at time of 
distribution. Individuals will be eligible for payment provided they have seniority as of 
the date of any quarterly payment or they retired prior to the date of distribution. 

D. Effective Date 

The program shall become effective July 1, :1G43 2024. 

E. Program Guidelines 
Quarterly qualification for the program is established when an eligible employee reaches the 
required amount of hours credited in the quarter (see Appendix B). Once the eligible employee 

Common (MTH - GAS- CLE -ATL- MEM) , 0 
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meets the attendance threshold they are eligible for a $400.00 payment. 
Attendance: In order to achieve the payment of $400.00 each employee must work the 
minimum number of hours listed in Appendix A in said quarter. Employees who achieve the 
maximum number of hours credited will receive an additional $50.00 bonus payment. 
Employees will not earn credit for any hours that are classified as non- credited time (see Appendix 
B). 

2018 Q3 duly Seµ! 514 el520 
Q4 GG! blee 522 el 528 

2019 Q1 Jan Mareh 50e el 512 
Q2 ApFil dune 514 el 520 
Q2 duly Sept 522 el 528 
Q4 Get blee 522 el 528 

2020 Q1 Jan MaFeR 514 el 520 
Q2 ApFil dune 514 el 520 
Q2 duly Sept 522 el 528 
Q4 Get blee 522 el 528 

2021 Q1 Jan MaFGR 50e el 512 
Q2 ApFil dune 514el520 
Q2 duly Seµ! 522 el 528 
Q4 GG! blee 522 el 528 

2022 Q1 Jan MaFeR 50e el 512 
Q2 ApFil dune 514 el520 
Q2 duly Sept 522 el 528 
Q4 GG! blee 514 el520 

2023 Q1 Jan Mareh 514 el520 
Q2 ApFil dune 514 el520 
Q2 duly Seµ! 514 el520 
Q4 GG! blee 514 el520 

2024 Q1 Jan MaFeR 514 el520 

Common (MTH - GAS - CLE - ATL - MEM) \U) 
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Appendix A 

Quarterly Minimum Required Hours Credited 

2024 Q2 A11ril - June 514 of 520 
Q3 Jul~ - Se11t 522 of 528 

Q4 Oct- Dec 522 of 528 
2025 Q1 Jan - March 506 of 512 

Q2 A11ril - June 514 of 520 
Q3 Jul~ - Se11t 522 of 528 
Q4 Oct-Dec 522 of 528 

2026 Q1 Jan - March 506 of 512 
Q2 A11ril - June 514 of 520 
Q3 Jul~ - Se11t 522 of 528 
Q4 Oct-Dec 522 of 528 

2027 Q1 Jan - March 506 of 512 
Q2 A11ril - June 514 of 520 
Q3 Jul~ - Se11t 522 of 528 
Q4 Oct-Dec 522 of 528 

2028 Q1 Jan - March 514 of 520 

Common (MTH - GAS- CLE -ATL- MEM) \i.J) 
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Appendix B - Hours 

Credited time Non-Credited time 

All regular hours (does not include ~vertime) in which My time that is coded as chargeable hours under 
an employee receives a contractually required ACP as well as all approved STD/LTD time, 
payment for hours worked, as well as any regular Long- tem1 Military Leave, FMLA (unpaid), and 
hours covered by Vacation, Bereavement, Jury Duty, Workers Compensation Leave. 
Holiday, Paid Sick lime, Short-term Military, and PTO. 

Cleveland & Mt. Holly Gastonia Atlanta & Memphis 

Time Code Description Time Code Description Time Code Description 

Apprenticeship Apprenticeship Funeral Leave 
APPRENLEAVE leave APPRENLEAVE leave BRV paid 

Funeral Leave Funeral Leave Floating 
BRV oaid BRV oaid FHOL Holiday 

HOL Holiday HOL Holiday JURY 
Jury Duty/Court 
Appearance 

Jury Duty/Court Short Term Paid 
JURY Appearance JURY Jury Duty MILT Military Leave 

Short Term Paid Short Term Paid 
MILT Military Leave MILT Military Leave PTO PTO 

Sick Time-
Personal Persona! Sick Personal Sick 

PSICK (Current) PSICK Time PSICK Time 
PTO & PTO & PTO SHUTDOWN & Excused time 

PTOBANK PTO BANK PTO SHUT PARTIAL shutdown/partial 
SHUTDOWN & Excused time SHUTDOWN & Shut Sick/Casual 
SHUTPARTIAL shutdown/partial SHUT PARTIAL DownfTemp Off SICK Leave (paid) 

Sick/Casual Sick/Casual 
SICK Leave (oaid) SICK Leave (oaid) VAC Vacation 

VAC & Sick time used 
VACSINGLE Vacation SVAC as vac. v\leek 

VAC& 
VACSINGLE Vacation 

UNION LEAVE Union Leave UNION LEAVE Union Leave UNION LEAVE Union Leave 
PAID Paid PAID Paid PAID Paid 

Time Code Description Time Code Description Time Code Description 

Full Day Off Full Day Off Full Day Off 
ABS (LWOP) ABS (LWOP) ABS (LWOP) 

Day of Injury Day of Injury Day of Injury 
(Workers DAY OF (Workers (Workers 

DAYOFINJURY Como\ INJURY Como\ DAYOFINJURY Como\ 
Family Medical Family Medical Personal/Family 

FMLA Leave FMLA Leave FMLA Leave (unpaid) 

" ' FMLA APPT l"'JYILA ..._,..,-1 FMLA APPT r1v1LA ...,,..,..I FMLA APPT 
FMLA FMLA FMLA FMLA FMLA FMLA 

PENDING PENDING PENDING PENDING PENDING PENDING 

MED PEND Pending STD MED PEND Pending STD MED PEND Pending STD 
Excused - Mgr Excused - Mgr 
approve approve 

MGR EXUNPD lunoaidl MGR EXCUSED lunoaidl 
Personal/Family Personal Leave Personal Leave 

PERSLEAVE leave (unpaid) PERSLEAVE of Absence PERSLEAVE of Absence 
Short Term Short Term Short Term 

STD70 Disability - 70% STD70 Disability - 70% STD70 Disability - 70% 

SUSP 
Suspension 
(unpaid) SUSP 

Suspension 
(unpaid) SUSP 

Suspension 
(unpaid) 

TRDLTE 
Tardy/leave 
early (unpaid) TRDLTE 

Tardy/leave 
early (unpaid) TRDLTE 

Tardy/leave 
early (unpaid) 

Med No Med No 
Pay/Wait Med Leave/1 51 5 Pay/\Nait 

UNPMED /unpaid) UNPMED days no pay UNPMED (unpaid) 

Common (MTH - GAS - CLE - ATL - MEM) \I/) 
l)~ 
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Vacation Time - Vacation Time - Vacation Time -
UNVAC Unpaid UNPVAC Unpaid UNVAC Unpaid 

Industrial 
Excused Ind. Medical Leave-

WKCOMP Leave WKCOMP Paid WKCOMP Ind. Leave 
Ind. Leave WC Aigt. (See Ind. Leave 

WKCOMPAPPT Partial Day WKCOMPAPPT 1st Ai ept) WKCOMPAPPT Partial Day 

For Union '-{-'1?-?.<j 

} ~' ~------

Common (MTH - GAS-CLE-ATL-MEM) 
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 

ATTENDANCE CONTROL POLICY 

The Company and the Union mutually agree that the Attendance Control Policy is a reasonable work 
rule. Attendance Control Policy discipline will be issued within twenty (20) available working 
days of the triggering occurrence. 

An employee's regular attendance on the job is of vital importance for the efficient operation of our 
business. Disruption of established work schedules due to excessive absenteeism places a heavy 
burden on fellow employees as well as on the planning necessary to achieve production goals. 
In order to maintain acceptable standards of attendance and to provide for fair and consistent 
treatment of employees receiving corrective action for excessive absenteeism, the following 
Attendance Control Policy is effective upon ratification. The parties further acknowledge this policy 
is a reasonable work rule and corrective discipline will be imposed under the provisions of this 
Letter of Understanding. 

1. Absences (Non-Chargeable): 

Absences for the specific reasons listed below are not charged against the employee's attendance 
record: 

1. Negotiated Paid Sick +ime Leave (QJ Time) 
2. Short-Term Disability in Excess of Seven (7) Calendar Days 
3. Approved Military Leaves of Absence 
4. Holidays 
5. Vacations 
6. Jury Duty 
7. Court Appearance (Gg_nly as subpoenaed witness and not as a principal of court action itself) 
8. Bereavement (as defined in the Agreement) 
9. Time Lost due to Industrial Injuries or Illness 
10. Layoff or Temporary Plant Closures/ Shutdowns 
11. Time Lost due to Plant Emergencies (power failures, bomb threat, tornadoes, etc.) 
12. Disciplinary Suspensions 
13. Approved Leave for Union Business 
14. Approved Personal Leave of Absence 
15. Medical Leave (minimum of 5 working days) 
16. PTO (if employee has time available) 
17. FMLA 

2. Absences (Chargeable): 

Absences for the following reasons will be charged against the employee's attendance 
record: 

1. Casual Absenteeism 
2. Tardy I Leave Early 
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3. Committed Overtime 

Charges for the following situations will result in chargeable time until the employee reports their 
absence or tardiness to the Company. 

Late call in with Q:l time Paid Sick Leave available. 
Late call in without O:l-lime Paid Sick Leave available. 
Late call in for bereavement leave. 
Late call in when an employee is going to be late. 
Late call in for workers compensation injury. 
Late call in for medical leave (first day only). 

Exceptional circumstances will be reviewed by Management on a case-by-case basis. 

Paid s§ick lime Leave (Q:l time) will automatically be paid from the absentee call in system. 

3. Procedure: 

A. The program will be administered on a continuous twelve (12) month basis beginning on 
the date of the employee's first chargeable occurrence. All chargeable time associated 
with absences, tardies, and leave earlies will be accumulated over a twelve (12) month period. 
On the anniversary of the day in which an absence occurred, ii will be subtracted from the 
employee's total. For example, if an employee was absent on December 1, January 3, and May 8, he 
would have a total of twenly:four (24) charged absent hours on May 9. If no additional time was 
accumulated by December 2 of the following year, his chargeable hour total would be reduced to 
sixteen (16) hours to refiect the subtraction of the eight (8) hours assessed on December 1 of the 
previous year. It is further understood that chargeable time discipline steps will be administered 
each time they are crossed. 

B. The Corrective Disciplinary Steps are as follows: 

, 20 Hours - Written Warning 
, 30 Hours - Final Warning 
, 40 Hours: Termination 

It is understood that all steps (written warning and final warning) must be issued before an employee 
can be terminated. A final written warning must be documented prior to termination for employees in 
excess of forty (40) hours chargeable time. 

C. Tardiness or Leave Early: 
Tardiness and leave early occurrences will be charged against the employee's attendance record. 
In addition, tardy and leave early occurrences will result in corrective discipline based on 
the following: 

A Guidance and Counseling will be issued when an employee has two (2) or more occurrences in 
a thirty (30) day calendar period. 

Two (2) additional occurrences in a thirty (30) day calendar period (within a twelve (12) month 
revolving period) will result in a written warning. 

UAW-DTNA 2024 WHITE BOOK PAGE 101



( 

r 

Two (2) additional occurrences in a thirty (30) day calendar period (within a twelve (12) month 
revolving period) will result in a final warning (in lieu of suspension). 
Two (2) additional occurrences in a thirty (30) day calendar period (within a twelve (12) month 
revolving period) may result in termination. 

4. Chronic Attendance Program: 
The purpose of the Chronic Attendance Program is to identify and review an employee whose 
attendance records identify habitual patterns of abuse. 

A. Guidelines: 

1. An employee with twenty-four (24) hours or more of chargeable time under the current 
Attendance Control Program and an average of twenty-four (24) hours of chargeable time 
annually would be considered Chronic and therefore subject to placement in the Chronic 
Attendance Program and Final Written Warning. 

2. Average annual chargeable time will be calculated by taking the total hours of charge time the 
employee has accrued in the last three (3) years (1095 days) of active employment divided 
by three (3). For example: An employee with seventy-eight (78) total hours of chargeable time 
in the previous 1095 days would have an average of twenty-six (26) hours of charge time 
annually over that period. 

3. Employees with less than three (3) years of active service with the Company will have their 
average annual chargeable time calculated and annualized based on their total active time 
of employment based on the following formula: 

(Total chargeable hours/ Total active service time) x 365 = Average annualized charge 
time 

For example: An employee with sixty (60) total hours of chargeable time with only 
790 days of active employment would have: 

(60 I 790) x 365 = 27. 72 hours of average annualized charge time 
4. An employee with twenty-four (24) hours or more of chargeable time under the current Attendance 

Control Program and at least fifty percent (50%) of the chargeable time in the past three (3) 
years of active employment (or total active time of employment is less than three (3) years) 
occurring on Mondays and Fridays would be considered Chronic and therefore subject to 
placement in the Chronic Attendance Program and Final Written Warning. 

5. An employee with twenty-four (24) or more hours of chargeable time and has been in the Chronic 
Attendance Program during the last three (3) years of active employment would be considered 
Chronic and therefore subject to placement in the Chronic Attendance Program and 
Final Written Warning. 

6. An employee with six (6) or more tardy/leave early occurrences in a rolling twelve (12) month 
period of active employment and average six (6) or more tardy/leave early occurrences in the 
last three (3) years of active employment would be considered Chronic and therefore 
subject to placement in the Chronic Attendance Program and Final Written Warning. 

7. Employee with less than three (3) years of active employment that reach or exceed an 
average of six (6) tardy/leave early occurrences and average six (6) tardy/leave early 
occurrences annually based on the following formula: 
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(Total number of tardy/leave early events/ Total active service days) x 365 = Average 
annualized tardy/leave early events.) 

For example: An employee with fifteen (15) tardy/leave early occurrences with 820 days of 
active employment would have: 

(15 / 820) x 365 = 6.67 average annualized tardy/leave early events 
B. Program: 

Once an employee has been placed in the Chronic Attendance Program they will remain in 
the program for a period of six (6) months of active employment. While in the program, the 
employee will be subject to the following: 

1. Any FMLA leave will be taken concurrently with any paid leave the employee is entitled 
to. 

2. Will not be eligible for job bids. 
3. Will not be eligible to accrue sick lime. 

4. Will not be eligible to use any previously accrued sick lime without a doctor's excuse 
that includes a diagnostic code. 

5. Will not be eligible for PTO without a doctor's excuse that includes a diagnostic 
code. 

6. Will not be allowed a personal leave of absence. 

7. Will not be eligible for the Attendance Bonus if the employee is in the Chronic Attendance 
Program. 

If an employee was in the Chronic Attendance Program at any lime during the quarter in 
which Attendance Bonus is calculated, the employee is not eligible for payment. For 
example, an employee in the Chronic Attendance Program from March 301h - September 
30th would not be eligible for Attendance Bonus payment in Q1, Q2 or Q3. Alternatively, 
an employee that meets the criteria for Attendance Bonus payout for Q1 but is placed in the 
Chronic Attendance Program in early April (prior to actually receiving Q1 payout check) 
would be eligible to receive payment. 

8. On any approved leave or approved absence during the six (6) month period, the excused time 
will be added back to the employees six (6) month period they must serve to complete the 
program. 

C. Final Written Warning - Chronic Program: 
There are two (2) types of Final Written Warnings that employees may receive based on attendance 
issues associated with total charged time or tardy/leave early occurrences as noted in Guidelines 
section above: 

1. Chargeable Time: The Final Written Warning will specify that the employee cannot accumulate 
more than eight (8) hours charge time. An employee at or above 8.01 hours charge time will 
be subject to termination. 

2. Tardy/Leave Early Occurrences: The Final Written Warning will specify that the employee 
accumulating more than two (2) tardy or leave early occurrences will be subject to termination. 

The period of the Final Written Warning will be six (6) months. Employee and Company 
representative must sign the Final Written Warning. The Union Representative will sign the Final 
Written Warning acknowledging receipt. Employees who refuse to sign the Chronic Attendance 
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Program Final Written Warning will be subject to termination. 

D. Special Accommodations: 

The Plant Manager or Human Resources Manager may grant or deny a special accommodation 
request. The Union can appeal the decision of the Company following Article 6 of the Grievance 
and Arbitration Procedure. 

E. End of Program: 

At the end of the program, the employee will have all contractual rights reinstated. 

i;_ Effecti11e Date: 

The Chronic Attendance Program is effective January 1, 2015. Employees that reach or 
e*ceed twenty four (24) or more hours of chargeable time that accrue any charge time after this 
date will be subject to review and potential entry into the program based on Guidelines. IA 
addition, any employee that reaches or e*ceeds si* (6) or more tardy/leave early occurrences in a 
rolling twel¥e (12) month period and has a tardy/leave early occurrence after this date will be 
subject to review and potential entry into the program based on Guidelines. 

Union '-1-Z?-?<-f 
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TENTATIVE AGREEMENT 

Agree to move all language to Common Article 16 Health and Safety 

LETTER OF UNDERSTANDING 
CADMIUM AND HEXAVALENT CHROMIUM USE 

During the course of these negotiations, Management and the Union have held discussions 
concerning cadmium and hexavalent chromium in the workplace. 

The below elements were agreed to: 

1.) The Company commits that it will not use cadmium coated fasteners in the assembly 
process. 

2.) Hexa1,alent chromium will not be utilized as it pertains to metal pre treatment. 

3.) In the unlikely event that cadmium coated fasteners or hexavalent chromium as it pertains to 
metal pre treatment are found in the plant, the Company will provide a risk communication 
regarding cadmium and hexavalent chromium to all affected employees within the facility. 
Should an exposure occur, the Company will schedule and pay for biological testing 
conducted by a mutually agreed upon certified laboratory, and will ensure that any 
cadmium containing residue and hexavalent chromium containing residue is properly cleaned 
up and disposed. 

4.) The DTNA Corporate Manager of Health and Safety, the UAW International Health and 
Safety Representative, and the Local Health and Safety Representative agree to meet, 
discuss, and determine the adequacy of our existing strategy relating to cadmium and 
hexavalent chromium and determine if any additional actions may be required. 

5.) If any components/parts containing Cadmium are found to be in any UAW represented plant 
covered under this Agreement, the Company will communicate to the work force to 
minimize exposure. The Company will work with those 11endors to identify suitable 
alternatives and follow procedures outlined in Section 3 above. 

It has been agreed to by both parties that this letter of understanding will replace the previous 
Letters of Understanding regarding cadmium and hexavalent chromium use. 

For Union 
l,f-'2-:,--., ?if 
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 

CONTRACT/GRIEVANCE INVESTIGATION TRAINING 

Within ninety (90) calendar days of ratification of the~ 2024 contract, the Company agrees to jointly 
administer with the UAW Leadership a contract implementation training session as soon as 
reasonable with the Managers, Supervisors, UAW Shop Committeepersons, and Alternates. 

In addition, the Company will schedule a training session for the Managers and Supervisors on 
grievance investigations and responses and discipline. This training will also be mandatory for all 
new members of Management within ninety (90) calendar days of hiring/assignment to a new facil ity. 

,@--e_ 
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING DEPENDENT AUDITS 

The Company reserves the right to audit dependent eligibility for all current and future 
employees. An employee recalled within one (1) year of layoff will not be subject to the dependent 
audit verification process. A dependent audit includes coverage for persons covered as spouses, 
dependent child(ren). or child(ren) placed for adoption. Employees will be required to provide 
any documentation requested including but not limited to marriage license and birth certificates or other 
documents to substantiate dependency as defined by the benefit plan. Employees who are found 
to have dependents who are not eligible will be required to reimburse the Company for the cost of 
claims incurred and may be subject to disciplinary action. 

The Company and the Union will work jointly to ensure the audit process is conducted effectively and 
that employees are given sufficient time to provide documentation and complete paperwork required 
to comply with the audit. 

For Union 
7 1
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 
EQUAL APPLICATION AGREEMENT 

For several years, the Company and the Union have been leaders in adopting and effectuating 
policies against discrimination because of race, color, religion, age, sex, national origin, status as a 
qualified person with a disability, sexual orientation, marital status, union activity or membership 
in any legally protected class and to this end the parties have expressly incorporated in their 
Agreement an "Equal Application" provision that both ensures adherence to that principle in all 
aspects of employment at Daimler Trucks North America LLC and provides the contractual 
grievance and arbitration procedure for the resolution of alleged violations of that principle. 

The parties now recognize the desirability of increased communication and a cooperative effort in 
this area on this subject ( 1) to encourage employees and grievance Representatives to use the 
grievance and arbitration procedure as a the exclusive contractual method for the prompt 
resolution of all claims of denial of equal application rights or claims of sexual harassment or 
discrimination (2) to determine the cause of such claims in order to reduce the probability of these 
claims arising and recurring, and (3) to maintain liaison with appropriate federal, and state civil 
rights agencies for the following purposes: (a) to increase understanding, (b) to promote and 
encourage the use of the contractual grievance and arbitration procedure in order to avoid 
multiplicity of litigation in many forums simultaneously which is frequently time- consuming, 
contradictory and hence nonproductive to relieving employee problems, (c) to seek solutions 
to mutual problems, (d) to relieve tensions in this area, and (e) to exchange information, expertise 
and advise. 
Accordingly, the parties now establish an Equal Application Committee and its functions shall be 
the following: 

A.) Suggest guidelines for Union and Company representatives active in the grievance procedure 
in the proper and prompt handling of grievances alleging such claims. 

B.) Conduct or arrange for investigations and/or studies into the cause of equal employment 
opportunity and discrimination problems and tensions in an attempt to prevent such problems 
from arising or recurring. 

The parties continue to recognize their legal and moral responsibility for assuring that all Daimler 
Trucks North America LLC employees have equal employment opportunities and freedom from 
discrimination. Consequently, the function of the Equal Application Committee shall be advisory, 
consultative and cooperative. While the Company and the Union will welcome the recommendations 
the Committee may make, the Committee may not commit either party to a specific course of action. 
However, the Union agrees that it will encourage its members to utilize the grievance and 
arbitration procedure with respect to any claim or complaint against the Company, which may be 
made a subject of the grievance procedure under the contract. 

(/J 
' 
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 
EQUAL APPLICATION AGREEMENT 
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 
HEALTHCARE CONTINUATION TEMPORARY SENIORITY 

EMPLOYEES 

Mutual agreement was reached on health care continuation with regard to the following groups or 
classifications of employees: 

1) Full time employees who are laid off will receive six (6) months of health care insurance 
continuation. Employees on layoff for over six (6) months and recalled to fill permanent openings will 
have six (6) months of health care insurance continuation if they are subsequently laid off 
irrespective of time worked. 

2) Employees on layoff who have exhausted health care continuation coverage and are recalled for 
"Summer Help"/"Peak Vacation Fill-in" (as defined by the Collective Bargaining Agreement) 
will have health care continuation restored time for time worked. An employee will 
earn an additional month (not to exceed six (6) months) of health care continuation for each month 
in which at least one (1) pay period is worked. 

3) Employees recalled for "Summer Help"/"Peak Vacation Fill-in" (as defined by the Collective 
Bargaining Agreement) and have not exhausted health care continuation coverage will retain 
any unused health care continuation from the prior layoff and will earn an additional month 
of health care continuation for each month in which at least one (1) pay period is worked that, 
when added to any unused continuation, will not to exceed six (6) months total 
accumulation of health care continuation. 

4) New Hires hired for "Summer Help"/"Peak Vacation Fill-in" (as defined by the Collective 
Bargaining Agreement) will receive no health care insurance continuation. 

For Union 
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING JOINT BENEFITS COMMITTEE 

Daimler Truck§: North America (DTNA) and the UAW have long recognized the major problems 
we jointly confront with the U. S. Health Care System. The Corporation and the UAW share a 
serious concern about the high cost of health care. DTNA and the UAW jointly agree to support 
approaches directed towards achieving cost containment and appropriate quality assurance 
mechanisms. 

DTNA and the UAW agreed to continue, through the Joint Benefits Committee, to implement 
and administrate improvements to all benefit plans and programs. 

Joint Benefits Committee 

DTNA will be represented on the Committee by two (2) Management employees one (1) from the 
location and one (1) from the Corporate Benefits Department. The UAWwill be represented by the 
Local Union President and Shop Chairman or their designee, the Local Union Benefit Representative, 
UAW International Representatives from the Social Security Department, National Department, and 
Region. The Union and Management members may, by mutual agreement, invite consultants to assist 
them with specific issues. 

The Committee shall meet no less than semi aAAually annually as specified below and their respective 
functions shall include, but not be limited to: 

1. Resolve administrative issues including those that were discussed during negotiations. 

2. Developing ongoing programs to educate members on the various aspects of the different benefit 
programs and provide them with the information needed to make informed decisions. 

3. Work with various insurance carriers/administrators to ensure payment of claims. 

4. The selection of Impartial Medical Examiners for Short and Long Term Disability. 

5. To review, no less than semi aRRually annually. issues relative to containing costs, and improving 
the quality of service. Jointly develop plans and implement corrective actions to address cost 
and service issues consistent with the provisions of the CBA. 

6. Review and approve Summary Plan Descriptions (SPDs). 

In assisting a member to resolve a dispute, related to benefits, it is understood that the Joint 
Benefits Committee (JBC) may have access to information about a specific member or a member of his 
or her family that must be kept strictly confidential. Any discussion about the information must be 
limited to those with an absolute need to know. 

The employer will pay for the expenses related to JBC work, including paying Local Union 
members for time spent on JBC activities. 

_ ) No change to the benefit plan shall be made except by mutual consent. 
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Benefits Sub-Committee 
A Benefits Sub-Committee has been established to resolve specific issues relative to the 
functions outlined above. Additionally, process issues, which may include carrier/administrator policy 
and system errors or changes amongst other things, will be addressed by the Benefits Sub- Committee. 

This Committee consists of individuals from the Corporate Benefits Department, UAW Local 
Union Benefit Representatives, a UAW International Representative of the Social Security 
Department, and a UAW International Representative (as needed). The Committee will meet on an as 
needed basis as mutually agreed to by the parties and at the direction of the Joint Benefits 
Committee. 

Regularly Scheduled Conference Calls/Meetings 
Regularly scheduled conference calls with the current Medical Plan Administrator (BCBS) and 
Payroll Administrator (ADP) will continue for the duration of this Agreement. In the event that 
regularly scheduled conference calls are not possible (due to vacations, holidays, shut downs, etc.) , 
the Company or Union will provide advance notice to each other as necessary. 
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 
LATE CALL IN 

Advance notification by employees of absence from work is required in order to allow 
Management to make the necessary manpower adjustments. Employees that will be absent for 
the day are required to notify the Company via the standard call in procedure no later than 
twenty (20) fifteen (15) minutes prior to start of shift. Failure to call in as required at least twenty (20) 
fifteen (15) minutes prior to start of shift will result in discipline in accordance with the following 
progressive discipline standards. 

1st Occurrence No Discipline Issued 

2nd Occurrence No Discipline Issued 

3rd Occurrence Written Warning 

4th Occurrence Final Warning (in lieu of suspension) 

5th Occurrence Termination 

The program will be administered on a continuous twelve (12) month basis beginning on the date 
of the employee's first occurrence. Occurrences will be accumulated over a twelve (12) month 
period. On the anniversary of the date in which the Late Call In occurred, it will be subtracted from 
the employee's total. 
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 
LIGHT DUTY PLACEMENT 

The Company will attempt to place employees with medical restrictions into jobs they can perform. 
However, in doing so, it is understood and agreed that more senior employees cannot be displaced 
by less senior employees. 
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 
NATIONAL HEAL TH CARE 

As a result of the Patient Protection and Affordable Care Act and its companion legislation, 
Health Care Reform has been, and will continue to be, enacted to fundamentally change the 
delivery, coverage, access and the relationship of patients, providers and plan sponsors in the 
delivery of healthcare. 

New considerations such as mandated benefits, state exchanges, penalties, and the potential 
for tax credits and coverage options may result in potential benefit changes, additional costs, or 
shared savings over the life of this Agreement. This new health care delivery model may require the 
Company and Union to investigate and implement changes in order to meet the requirements of Health 
Care Reform regulations. 

It is agreed, with mutual consent of the Joint Benefits Committee, if Health Care Reform options 
become available, the medical plans contained in this Agreement may be modified to address the 
opportunities as they arise. 

For Union t-t -i i,~e-i.'/ 
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 
NEW HIRE IJJAG~ AN0 BENEFIT PROVISIONS 

During the current contract negotiations, the parties discussed at great length the subject of~ 
aRe benefits for full-time new hires (individuals hired on or after April 9, 2010). As a result of 
these discussions, the parties agreed to the following: 

• Vacation entitlement As indicated in the proi.1isions of Article 10 the maximum vacation 
entitlement shall be five (5) weeks; there will be no six (6) week pro•tision for individuals hired on 
or after April 9, 2010. 

• Retiree Health Care - Individuals hired on or after April 9, 2010 will not be eligible for medical 
plan benefits upon retirement. 

For Union t-1-,?-? <f 
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 
ON-SITE MEDICAL CLINICS 

The rate of escalating healthcare costs presents a significant challenge to both the Company and the 
UAW. One of the cost mitigation strategies being investigated is the implementation of on-site medical 
clinics at one or more Company locations. The feasibi lity, and potential scope, of implementation 
is currently being reviewed. The intent would be that operation of the clinics would be contracted 
to a third party supplier specializing in this area. Initially, we would select one pilot location, and 
depending on the success, consider expanding to other locations as the business case warrants. 

Initially, implementation would have no impact on contracted benefits. However, depending on 
the success of this initiative over time, opportunities could arise which would warrant discussions 
between the Company and the UAW regarding integration with the contract and benefit plans. 
Conversely, if not successful, continuation of on-site clinics could be discontinued at any time at the sole 
discretion of the Company. Although no formal decision has been made, this Letter of Understanding is 
intended to keep the Union apprised of the Company's plans in this area. 

For Union '-1_22_ 11 
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) TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 
PRESCRIPTION DRUGS 

Mutual agreement was reached regarding the ongoing administration of the prescription drug 
plan. 

It is agreed the JBC will consider various opportunities for improving the prescription drug plan 
through the evaluation of cost containment strategies that include, but are not limited to, 
dispensing limits, voluntary and or mandatory specialty drug options, mandatory generic and mail 
provisions, member-pay-the-difference, implementing step therapy to promote preferred drugs and 
clinical management solutions. 

It is further understood that recommendations from the JBC can and will be implemented during 
the life of this Agreement. 

For Union 
2 tf • z ... '2-'f 
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 
REINSTATEMENT OF GRIEVANCES 

During the 2Q4& 2024 negotiations, the parties agreed to the following: 

The parties acknowledged the desirability of ensuring prompt, fair, and final resolution of employee's 
problems. The parties also recognized the maintenance of a stable, effective, and dependable grievance 
procedure is necessary to implement the foregoing principle to which both subscribe. Accordingly, the 
parties view any attempt to reinstate a grievance properly disposed of as contrary to the purpose 
for which the Grievance Procedure was established and volatile of the fundamental principles of 
collective bargaining. However, in those instances where the International Union, UAW, by 
either its Executive Board, Public Review Board, or Constitutional Convention Appeals Committee 
has reviewed the disposition was improperly affected by the Union or a Union Representative 
involved, the International Union may inform the Company's Human Resource Manager in 
writing that such grievance is reinstated in the Grievance Procedure at the step at which the original 
disposition of the grievance occurred. 

It is agreed, however, that the Company will not be liable for any claims for damages, including back 
pay claims, arising out of the grievance that either (1) are already barred under the provisions of the 
Agreement at the time of the reinstatement of the grievance, (2) that relate to the period between 
the time of the original grievance and the time of the reinstatement as provided herein. It is 
further agreed that the reinstatement of any such grievance shall be conditioned upon the prior 
Agreement of the Union and the employee or employees involved that none of them will thereafter 
pursue such claims for damages against the Company in the grievance procedure, or in any court 
or before any Federal, State, or Municipal Agency. Notwithstanding the foregoing, a decision of 
the Arbitrator on any grievance shall continue to be final and binding on the Union and its members, 
the employee or employees involved and the Company and such grievances shall not be subject 
to reinstatement. 

This letter is not to be construed as modifying in any way either the rights or obligations of the parties 
under the terms of the Agreement, except as specifically limited herein, and does not affect 
sections there of that cancel financial liability or limit the payment of retroactivity of any claim, 
including claims for back wages, or that provide for the final and binding nature of any decisions by the 
Arbitrator or other grievances. 
It is understood that this provision and the parties' obligations to reinstate grievances as provided 
herein can be terminated by either party upon thirty (30) days' notice in writing to the other. 

It is agreed that none of the above conditions will be applicable to any grievance filed or settled 
prior to the effective date of the ~ 2024 contract. 
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 
REINSTATEMENT OF GRIEVANCES 

For Union f 
~-/ _;-,-?,, 

) ~ 
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 

TEMPORARY SUMMER HELP 

The only use of temporary summer help employees in this Agreement shall be as defined below: 

1. Temporary summer help employees shall only be used as summer vacation 
replacements. Temporary summer help employees will only be utilized when all seniority 
employees on layoff have been offered recall per Article 5, Section 2 (F) of the Agreement. 

2. Each year the Company may hire temporary summer help employees to fill in for senior 
employees while on vacation during high vacation periods. 

3. Temporary summer help employees will not be hired before May 1st or retained any later than 
September 30th unless mutually agreed upon by both parties. 

4. Temporary summer help employees will be paid the current starting rate of the job they are 
performing. 

5. Temporary summer help employees will not fill positions in departments with displaced 
employees before first offering the opportunity to senior employees (currently working in the plant 
prior to May 1st) to return to their "home" department and then backfilling by temporary summer 
help employees. 

6. Temporary summer help employees will not be subject to shift displacement by seniority 
employees under Article 13. 

7. The hiring of temporary summer help employees will not be subject to Article 12. 

8. The maximum amount of temporary summer help employees hired for vacation replacements 
will not exceed the number of employees needed to fill the highest week of vacations 
entitlement from May to September. 

9. In the event the Company determines that full time regular employment will be offered to 
any temporary summer help employee, such jobs will be subject to Article 12. 

10. Temporary summer help employees who are hired as regular employees and subsequently 
complete a sixty (60) working day probationary period, will have a seniority date retroactive to the 
first date of their continuous employment with regard to shift preference, job posting, and 
layoff/recall. 

11. Effective upon ratification, employees hired directly for temporary summer employment, 
excluding laid off employees, will not be eligible for benefits. 
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TENTATIVE AGREEMENT 

For Union 'l-r-2-y 
.n,_:=:::> 

LETTER OF UNDERSTANDING 

TEMPORARY SUMMER HELP 

:JW 
r:a,:11::-
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 
TRUCK OPERATING SYSTEM/ TOTAL PRODUCTIVE MAINTENANCE 

The Company and the Union understand the importance of the Truck Operating System (TOS) 
and the Total Productive Maintenance (TPM) program to improving the overall quality of our product. 
The parties have reviewed the mutual benefit associated with manufacturing the highest quality 
product at the lowest cost to ensure competitiveness in the marketplace. The parties 
acknowledge the importance of meeting customer demands of delivery and world class 
quality. It was also acknowledged that the TOS tools and TPM systems will support the 
achievement of these objectives. 

Union 
'-(-?-2 1/ 
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TENTATIVE AGREEMENT 

LETTER OF UNDERSTANDING 
UNION LEADERSHIP BUSINESS UNIT REVIEW 

In an effort to increase knowledge and awareness on critical business topics within Daimler Trucks 
North America and empower UAW leaders with information that supports their leadership role, the 
Company will hold an annual Business Unit Review meeting (scheduled by mutual agreement) 
sharing information on strategic and tactical business topics. Participants shall include Local Union 
Presidents, Shop Chairperson, and Regional or International leadership from the UAW. DTNA 
representatives should consist of Plant Managers, HR Managers, and appropriate executives or 
subject matter experts. 

For Union {,./ _1 J - - 2 '</ 
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TENTATIVE AGREEMENT 

ATTACHMENT B 
DRUG AND ALCOHOL POLICY 

1. PURPOSE 
This policy is intended to provide a safe and productive work environment for Daimler Trucks North 
America employees by the elimination of drug and alcohol presence or influence in tho work plaoe 
workplace and to ensure the opportunity for continued employment to those who have a drug 
or alcohol problem by voluntary participation in a treatment program. 

2. SUMMARY 
This policy describes practices and procedures to ensure that work environments are free of 
the presence of illegal drugs and alcohol and that employees are capable of performing their tasks 
safely and efficiently without the influence of any legal or illegal drug or alcohol. 

3. POLICY 
It is Daimler Trucks North America's policy that employees may not possess, use, 
manufacture, nor distribute illegal drugs or alcohol on Daimler Trucks North America's premises 
or be under the influence of drugs or alcohol on Daimler Trucks North America's premises. 

The Company reserves the right to conduct a search of employees and their property and to require 
drug screening, at Management's discretion, for the purpose of enforcement of this policy. 

4. DEFINITIONS 
A. Illegal Drugs - Any drug that is illegal under federal, state or local law. Any legal drug which 

has been illegally obtained for which a valid prescription is required and lacking. 
B. Under the Influence - Behavior that adversely affects job performance, mobility, safety or 

speech with evidence of drug or alcohol usage. Drug or alcohol levels resulting in a positive 
drug screen. 

C. Positive Drug Levels - The minimum quantitative levels for tested substances will be 
consistent with prevailing Department of Transportation (DOT) testing protocol. 

D. Positive Alcohol Levels - The minimum quantitative level for alcohol is 40 mg/di by blood sample 
or 0.04% blood-alcohol. 

E. Valid Prescription - Prescription that has been legally obtained within one 11) year as 
certified by Medical Review Officer. 

5. PRE-EMPLOYMENT TESTING 
All persons to be assigned employment will be required to take a physical examination, which 
will include a drug-screening test. Any applicant who fails the drug screen will be disqualified 
from employment and may not re-apply within one ( 1) year. 

6. RESTRICTIONS ON COMPANY PREMISES 
A. Illegal Drugs - The possession, use, manufacture, or distribution of illegal drugs or alcohol on 

Company property is specifically prohibited and will be cause for discharge. 

B. Under the Influence - Reporting for duty or working while under the influence of any drug or alcohol 
(whether or not legally intoxicated} is specifically prohibited and will be cause for actions as 
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( defined in this policy. 

C. Positive Drug Levels - Employees who are required to take prescription drugs, which may 
influence performance, must report such drug usage lo the medical department for 
determination of work capability. Failure to do so will be cause for disciplinary action. 

7. PROCEDURES 
A. Testing -An employee will be tested for any of the following reasons using processes 

and protocol consistent with prevailing Department of Transportation (DOT) 
protocol: 

1. Impairment: When the Company has reasonable cause to believe that an employee is 
demonstrating signs of impairment due to the influence of drugs or alcohol he/she will be taken 
to an of/site medical facility and/or plant medical department for diagnosis and 
drug/alcohol screening. Impaired employees are prohibited from driving and transportation 
arrangements will be made for them by the Company. 

Reasonable cause shall be defined as those circumstances, based on objective evidence about 
the employee's conduct in the workplace, that would cause a reasonable person to believe that the 
employee is demonstrating signs of impairment such as difficulty in maintaining balance, 
slurred speech, erratic or atypical behavior, or otherwise appears unable to perform his/her job 
in a safe manner. 

2. Accident: Employees who are involved in a preventable accident will be treated for the 
accident/injury first and may, at Management's discretion, be required to submit to 
drug screening which must be initiated prior to the end of the employee's shift 
on the day of the accident if feasible and available. The Union will be notified in 
the event a drug screening is required due to an accident. This language also applies to 
outside contractors in the event of an accident. 

3. Return from medical leave after six (6) months or greater: Any employee who has been on 
medical leave for six (6) months or longer will be required to submit a drug screening upon 
return. 

B. Search - Employees may be required to empty the contents of their clothing, purses, and other 
containers if reasonable cause exists to believe that they are in possession of prohibited 
substances. Searches will be conducted in the presence of the employees Shop 
Committeeperson. 

C. Positive Test Results - Employees who have a positive drug/alcohol screen indicating drug 
or alcohol usage will be placed in the Treatment Program as provided in 8 below. Employees, 
who have exhausted their opportunity in 8 below, will be discharged if they test positive. 

D. Failure to Cooperate - Employees who fail to cooperate with Management's enforcement of 
this policy by refusing to allow a drug search, permit confiscation of suspected material, or submit 
to a physical examination and drug/alcohol screen will be considered insubordinate. Such 
insubordination will be cause for discipline up to and including discharge. 

{jj 
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8. TREATMENT PROGRAM 
One (1) opportunity for treatment will be provided to employees who have a drug or alcohol 
dependency or a positive drug screen. Participation in a treatment program and continued 
employment will be in accordance with the terms and conditions of a written Agreement provided by 
the Company. Such participation will be kept confidential, and employees will be excused from work 
or provided a medical leave of absence as required by the program. 

It was also agreed that where the DTNA Drug and Alcohol Policy formally allowed for only one 
(1) opportunity for treatment for a drug or alcohol dependency via a "Last Chance Agreement", 
DTNA will provide for one (1) additional treatment opportunity for an employee under the 
following conditions: 

1. The employee was a prior "last chance" participant who has satisfactorily completed the 
program and the Agreement has been terminated. 

2. The employee signs and abides by a second "Last Chance Agreement" under the 
same conditions as the first "Last Chance Agreement." 

During or following treatment, the employee should not expect any special privileges or 
exemptions from standard personnel practices; and 

Nothing in this statement is to be interpreted as constituting any waiver of Management's 
responsibility to maintain discipline or the right to invoke disciplinary measures in the case of 
misconduct, which may result from, or be associated with the use of alcohol or drugs or 
personal problems. The Union may exercise its right to process grievances concerning such 
matters in accordance with the DTNA- UAW Agreement; 

It is understood that an employee who fails to meet all of these conditions at the time a 
second opportunity is requested or required will not qualify for the second opportunity and 
employment will be terminated for violation of Company Policy. 

The employee who receives a second opportunity will be given leave of absence as needed; 
however, only medical coverage for treatment will be provided. The Company Short-Term Disability 
payments will not apply. 

DTNA and the United Auto Workers Union agree that if Employee Assistance Program Services 
fails to live up to the expectations of the parties, another provider of such services may be agreed 
upon by mutual agreement, provided the costs of such other provider is no greater than the 
current provider. 

9. DISCIPLINE 
Any discipline provided in accordance with this policy shall be characterized as "Violation of 
Company Policy". 

10. FEDERAL CONTRACT EMPLOYEE REQUIREMENTS 
In addition, employees who work for employers who are engaged in the performance of a federal 
contract are required, as a condition of employment, to abide by Company's prohibition against 
controlled substances in the workplace and must notify the Company of any criminal drug 
statute violation no later than five (5) days after that conviction. 
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11.PRESCRIPTION MEDICATION USE 
To ensure the safety and health of all employees, the following procedure provides guidelines 
that employees must take when issued prescription medication (defined as "controlled 
substances") by their physician: 

1) Upon issuance of a prescription medications defined as "controlled substances" by physician, the 
employee is required to report to the medical department prior to the start of work for review 
of prescribed medication. 

2) The nurse will verify and record any medications that the employee has been 
prescribed. 

3) Any medications that would prevent an employee from safely working will be discussed 
with the employee. The employee's physician will provide guidelines for how and when the 
employee can take this medication prior to and during working hours. Employees are 
required to provide a copy of these guidelines to the medical department and to adhere to the 
guidelines set forth by their physician as related to taking prescription medication prior to and 
during working hours. 

4) Refer to Section 7(A)(1) for procedure when impairment is observed. 

5) Employees observed or suspected to be under the influence or impaired, and subsequent 
testing indicates a positive result for a substance that is found in prescription medication will 
have the following actions occur based on their circumstances: 

a. Employee has valid prescription associated with positive test result and prescription has 
been previously disclosed to the medical department - Employee will be directed to 
see their physician to determine what actions, if any, need to be taken relative to their 
prescription and/or medical condition. Employee will be required to complete formal EAP 
referral and follow all requirements set forth by EAP. Employee is required to sign off on 
disclosure and release form so Company representative can independently determine if 
requirements set forth by EAP are being followed. Failure to comply with EAP referral or 
refusal to sign off on disclosure and release will result in termination. 

b. Employee claims to have a valid prescription associated with the positive test result but has not 
disclosed the prescription previously to the medical department - Employee will be placed on 
unpaid status and directed to their physician to obtain proof of prescription. Employee may be 
required to complete applicable paperwork so medical department can independently verify 
validity of the prescription. 

i. If prescription is verified as valid, employee will be required to complete formal EAP referral 
and follow all requirements set forth by EAP. Employee is required to sign off on 
disclosure and release form so Company Representative can independently determine 
if requirements set forth by EAP are being followed. Failure to comply with EAP referral or 
refusal to sign off on disclosure and release will result in termination. 

ii. If prescription is not verified as valid, employee will be subject to Section 8 "Treatment". 
Employee will be placed on a Last Chance Agreement. Employee will be required to 
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complete formal EAP referral and follow all requirements set forth by EAP. Employee 
is required to sign off on disclosure and release form so Company Representative can 
independently determine if requirements set forth by EAP are being followed. Failure to 
comply with EAP referral or refusal to sign off on disclosure and release will result in 
termination. Failure to comply with terms set forth in Last Chance Agreement or 
refusal to sign Last Chance Agreement will result in termination. 

c. Employee neither has a valid prescription nor claims to have a valid prescription 
associated with the positive test result - Employee will follow Section 11, Subsection 5b 
ii. 

6) The appropriate UAW Representative will be notified of all determinations of employees 
being "Under the Influence." 

7) For the purposes of this language, the determination for being "under the influence" will be made 
by the Department Management utilizing the criteria listed in Section ?(A)( 1) of this Attachment and 
validated by a second member of Management from a different department. Any determination 
must be validated by a non-negative result report from the drug screen. 

8) Any disputes of impairment will be addressed within the grievance process and will be entered 
at Step 3. 

For Union ~ z.:J-'1 
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