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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

ARTICLE 2
MANAGEMENT’S RIGHTS

Section 1. Itis 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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ENTATIVE AGREEMENT

ARTICLE 5
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 (80) days worked. A day of work is defined as four (4) or more hours worked.
Adter 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;

E. Absence for five (5) consecutive working days without a reasonably satisfactory excuse;

" F. Failure to report to work within three (3) working days fellowing 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 senlority 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 iayoff 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 1%
through September 30% beginning with the most senior employee on layoff and in descending
order thereafter. Any extensions beyond September 30™ will be done through mutual
agreement by both parties.

5. Temporary senicrity employees may exercise shift preference among other temporary
seniority employees by senioiity 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.

8. 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 wili 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 1%t 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
entiflement during the five (5) month peried.

12. All other provisions of the Agreement wilf 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 2048 2024 negotiations, it was
agreed that during the life of this Agreement, no employee will lose senicrity 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 recalied 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.

Nctice 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 enry 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 ali
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 cbjections 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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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 effori fo resclve 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 untii 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 thereafier, 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/cr placed in the designated box within three {3) working days after receipt of the grievance.

Step 2. Ifthe 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 Depariment Manager's answer will be given in wrting io the Shop
Committeeperscn 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. Regicnal 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 mesting
will be scheduled within ten (10) working days of the written request from the Shop Chairpersen for
the 4t step meeting. The Company’s answer will be given within five (5) working days of the
conclusicn of the 4% step meeting. :

The Regional Representative upon receipt of the 4" 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, Representafives from the UAW Heavy Truck Department
shall contact DTNA Corperate 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 thaf 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 arbifral under the terms of this
Agreement, shall set forth the nature of the grievance. The Urien Company wilt submit a form fo
the FMCS requesting a panel of seven (7) arbitrators within ten (10) 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 cnly 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 determinafions 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 fo exercise discrefion. 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.

;/J

UAW-DTNA 2024

WHITE BOOK PAGE 008




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.
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Tentative Agreement

ARTICLE 8
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]

For Union
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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%
For Union -2p-2%
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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 a 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 cemplete 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
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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 15" —
December 28" will receive Christmas and New Year's Day holiday pay in lieu of

approved STD benefits.

H) Paid Bereavement Leave

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

J)  FMLA

K) 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.

For Union Unlon
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TENTATIVE AGREEMENT

ARTICLE 10
VACATIONS
Section 1. Employees hired-before-April-9,-2040 will be granted vacation of:
2  Weeks After 1 Year
3 Weeks After 5 Years
4  Weeks After 15 Years
5  Weeks After 20 Years
6  Weeks After 25 Years
I d-on-o f o 1 040 1 ha
2 \WeeksAfter 4 Year
3 WeeksAfter 5 Years
4 WeeksAfter 15 ¥ears
5  WeeksAfter 20 Years

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 asesend
orthird-shift an eligible shift. Time worked for pro-rata vacation pay is defined as straight time worked,
overtime worked, and double fime worked.

Section 3. Pro-Rata 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 (4), it wili be rounded up fo 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
90 = 75
840 = 70
780 = 65
720 = 60
660 = 55
600 = 50
540 = 45
480 = 40
420 = 35
360 = 30

Cleveland, Mt. Holly, Gastonia
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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 pay, if any, 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 will 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

ForUnion ,, 559 2y

UAW-DTNA 2024 WHITE BOOK PAGE 015



TENTATIVE AGREEMENT

ARTICLE 11
LAYOFF/RECALL

If the employee fails such examination he shall remain on layoff until medically cleared.
Employees, upon recall, 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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TENTATIVE AGREEMENT

ARTICLE 14
LEAVE OF ABSENCE

Section 1. Personal Leave

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-gight (48) hours). Employees requesting a perscnal 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. Itis 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 fo accumulate during the personal leaves. No personal leave of absence will be granted
1o 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 Aftendance Confrol 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
pravide such nofice 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 fer time not worked.

Section 3. Medical Leave

4l
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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 pericd 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 fo 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. 8,
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,
Vagation, 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 wili be modified to:

« Employees seeking to use FMLA leave are required to provide thirty {30} day advance nofice
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 (39) 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.

,7/
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+ Provide that an employee on FMLA leave will continue to accumulate senicrity 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 andfor 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 ietter 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 recsive 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 schoo! or designated
locaticn.

+ The leave shall be at a mutually agreed upon time between the Company and the employes.

» The employee must submit a written request for the leave at least forty-gight (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 time of the leave.

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

Y
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ARTICLE 14
LEAVE OF ABSENCE

For Union For Compa
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I() 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. [n cases where the immediate removal of the employee from
the plant is required, the Union will be nofified in writing of the disciplinary action within twenty-
four (24) hours.

Grisvances 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
4 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 discipling, 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 fime for time (e.g. employee who was disciplined in March 2010 and laid off
or placed on disability in Juty 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 Cotlective 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

2 £
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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 For Compan
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TENTATIVE AGREEMENT

ARTICLE 16
HEALTH 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 cenduct biweekly (every other
week) safety, health, ergonomic and/or jointly agreed informational meetings/trainings
are conducted with employees ard-as—appropriate-health—safety—regulatorytopics—and
ergonemics—issues—will—be—diseussed 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. Mirutes 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 Company
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TENTATIVE AGREEMENT

ARTICLE 16
HEALTH 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 plano and/or prescription safety glasses to all employees
starting their employment with the Company. All empioyees are required to wear
ANSI-Z87.1 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({s) 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 the employee’s prescription,_as determined by an optician, the cost of such
lenses and frames when-necessary 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 plano safety qlasses per year for
employees who lose their plano safety glasses. After the allotment of two plano
safety qlasses, 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 readity available to visitors upon entry to the
plant.
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B) The Company will provide a variety of types of Bhearing 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 defermined by the
JSSC will be reviewed annually for any potential changes. A portion of each
employee’s shoe allotment may be used to purchase erqonomic shoe inserts
only supplied by the selected shoe truck vendor. The Company and Union will
select mutually agreeable safety shoe vendoers. 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 and 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.

E) 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 oufside. ouiside The
com@nv will issue mutually predetermined foul weather gear to emﬂovees

Fe+mbu¥sed—ﬁer—feu4-weamepgeaF every two (2) years. du#mgiehe—tlfeeﬁms-AgFeemem
up-to-a-maxdimurm-of $250 300. The JSSC will determine foul weather gear type
and areas based upon a mutually agreed to criteria. A list wifl 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 ernet an employee qualifies based on the agreed to criteria.
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F) 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 injury
incident will be replaced at Company expense after the aceident incident
investigation determines that the equipment was not a contributing factor in the
incident aceident.

For Union (_~¢--~ & For Company
'35 3=
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j ENTATIVE AGREEMENT

( ll ARTICLE 16
g HEALTH AND SAFETY

Section 3.  Injury/Examination/Inspections/Monitoring

A) Employees must report o 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, and 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 ancther employee being assigned to that machine
but no later than twenty-four (24) hours. Notification will be provided to the Union Safety
g Representative or designee prior to release of the equipment that has been involved in
I\I; ) an aseident incident.

e

Upon notification of an aecident 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 aceident incident and document the results of hisfher
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-recognize that the foundation-of-an Heae

t l. : lﬁ ¢ “II ar Mi y & I ¢ " . ." l F F

| R discipline reprisal—To-thisend; |I‘-I order to proactively correct potential hazards,
il) near miss reporting is encouraged and required. Workers will not be subject to

progressive disciplinary measures provided there is ho 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 info-Enablon B.E.S.T. 20 i

aesldent—mvest_rga_tlens with correctlve actlons—ldwwm_n

mlatmn—ef—safetv—mles— In addition, a communlcatlon in the formiw
an awareness topic_Safety Talk-and/or other materials {0 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.

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 fo 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 (SDS) 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 Altemate in
advance, or upon the Company’s knowledge of health and safety inspections by OSHA,
insurance toss 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.

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 wiil 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 pricritize 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.

» [f 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 examinaticn, 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
HEALTH AND SAFETY

Section 3.  Injury/Examination/Inspections/Monitoring
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TENTATIVE AGREEMENT

ARTICLE 16
HEALTH AND SAFETY

Section 4. B.E.S.T. Program

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

The B.E.S.T. program will be a tool for bringing safety concerns {o 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 sempliment—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, Manufaciuring
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 thét cannot be resolved at the HIT level.
4. Review the previous month’s OSHA recordable injuries.

5. Review any safety concerns brought {o the Committee’s attention by an employee.

s
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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, Cutside 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.

10.The Union Safety Representative or alternate will be provided advanced notification of
industrial hygiene and noise surveys and be allowed {o participate.

11. Address other issues as needed. Any issues that have been addressed 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 fo by the JSSC. In addition, the Union Safety Representative and the location Safety
Engineer will attend three (3) mutually agreeable fraining 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 fraining 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 Enginesrs Professionals (ASSEP) Annual Conference and Expo.
2.National Safety Council Annual Congress and Expo.

3.0r 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 joinily by the UAW International Regional
Representative and the Corporate Safety Manager.

Any employee traveling will be required to follow DTNA palicy 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-mutually-agreed-upen-numberof members appointed by the

Union and an-equal-numberof members of Management from gach 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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TENTATIVE AGREEMENT

ARTICLE 16
HEALTH AND SAFETY
Section 4. B.E.S.T. Program

For Union For Compan
62 ror L.ompany

%@@d %

Y. J. Douli
4 // y 7

// /.
é,/
vy e

UAW-DTNA 2024 WHITE BOOK PAGE 034




TENTATIVE AGREEMENT

ARTICLE 16
HEALTH AND SAFETY

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

practlce sharmg meetlngs WI|| be held quarterly each year Mee-awyear-mih&«fwst
{(4*)-and-third3}quarerof-theyearwith-the-ability to-expand-thefrequeney-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 Unlon Safety Representatlves Ihegmupwﬂ#mee@m#mmnety
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TENTATIVE AGREEMENT

ARTICLE 16
HEALTH AND SAFETY

Section 6.  Ergonomics Pregram

& It is the Company and Union’s objective to establish-and maintain an effective ergonomics
program, appropriate to each facility, in-order to control occupationally related Musculoskeletal
Disorders (MSD). The Company and Unicn 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 develcped, 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.

8 A. Ergonomics Committees

1. An Ergonomics Committee of equal representation will be maintained at each facility
and co-chaired by the Company and the Union. The committee established-at-the
faeitity 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, GCorporatie—Manufacturing

Engineering, Ergonomics Coordinators/Soft Tissue Therapists, and appointed
UAW members trained-analysts, as appropriate. One {1) member will be dedicated as

an Ergenomic 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.

e. Recommend job improvements.

f. Oversee related ergonomics training.

g. 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. Corporate Joint Ergonomics Steering Committee

D H -2y

UAW-DTNA 2024 WHITE BOOK PAGE 036




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 (1) UAW Ergonomics Committee
member as part of the Corperate 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 commitiee 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 Gerperate
Design__Engineering Group and/or one member from the Gorporate
Manufacturing Engineering Group will be part of this committee to act as a liaison
for ergonomic issues related to engineering.

2 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.

“ C. Job Evaluation

{a¥1. 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 Checkiist 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 model, and three (3) dimensional
static strength prediction model;, and any recognized ergonomic tool available in
the erqonomics 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.

{p)2. 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.

{d)3. Trained Analysts of each facility Ergonomics 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
grqonomic interventions, the joint Erqonomics Committee, under the guidance of
the JSSC, will develop a Skilled Trades Ergonomic Assessment Form to
effectively and efficiently analyze Skilled Trades jobs.

5} D. Job Improvements

{e¥1, Ergonomic design criteria and-cheoklists have been developed by the Corporate Joint
Ergonomics Steering Committee will-be-selected-by-the-Ergenemics-Gommittee for
use in the review of new equipment and processes. sush-as-ANSIBH-Appendix-for
Ergonomics—Design- Engineers, TOS Implementation Team members and
Contractors will follow the Corporate document “DTNA Ergonomic Design
Guidelines for Control of Musculoskeletal L oads” when designing work stations,
work processes and purchasing and/or building equipment and tooling.

2. Feasible Engineering controls (job 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.

22 E. Training

{a¥1. 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.

(b} 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—will-have—the—opporunityto—submit

{e} 3. In addition to general practical ergonomics training, manufacturing engineers and
design engineers will be trained initially in the job evaluation tool(s), design criteria and
checklists used for equipment and process reviews.
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TENTATIVE AGREEMENT

ARTICLE 16
HEALTH AND SAFETY

Section 7. Miscellaneous

1. Occupational Health

A) Noise Abatement

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 commiitted 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(s). The survey will identify
those areas of the plant(s) required to participate in a hearing conservation program
and those areas required to wear hearing protection. Areas found {o be in excess of
I 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 (80) 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 wili ke 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

L 1) Effective control of hazardous materials will serve to protect the employees of DTNA
j 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.

VP
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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 Safety 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.

C) 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.) 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 scheduie and pay for biological
testing conducted by a mutually agreed upon certified iaboratory 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