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AGREEMENT

This Agreement, dated December 23, 2008, is entered into by and between Hussmann Corporation, Bridgeton, Mo.
(hereinafter referred to as the “Company”) and the Steel, Paper and Forestry, Rubber, Manufacturing, Energy, Allied
Industrial and Service Workers International Union, AFL-CIO on behalf of its Local 9014 Union (hereinafter referred to as
the “Union™).

ARTICLE 1
Recognition of Union

Section 1. The Company recognizes the Union as the collective bargaining representative of all hourly paid production
and maintenance employees at the Company’s 12999 St. Charles Rock Road, Bridgeton, Missouri Plant as certified by the
NLRB, Case 14RC9063. Excluded from this unit are all salaried, clerical and professional employees, guards and supervisors
as defined in the Act, and all other employees.

Section 2. Company employees not in the bargaining unit shall not perform production or maintenance work except in
emergencies, unexpected absence situations, training, unforeseeable business conditions.

Section 4 The parties agree that in the e\}ent new products or changed models of existing products are being
implemented by the Company, non-bargaining unit members may be used on production work for start-up periods while de-
bugging and start-up is being accomplished.

ARTICLE 2
Purpose and Scope

Section 1. The parties recognize that the successful day-to-day operation of a plant and the attainment of efficiency rests
with both parties. Both recognize that attitudes of managerial and bargaining unit people are important to the attainment of
harmonious relations and the maintenance of the Company’s competitive position in its various markets. Accordingly, both
parties pledge their cooperation in forthrightly administering this Agreement. .

Section 2. The parties acknowledge that during the negotiations which resulted in this Agreement, each had the unlimited
right and oppor;'tunity to make demands and proposals with respect to any subject or matter not removed by law from the area
of collective bargaining, and that all the understandings and agreements arrived at by the parties after the exercise of those
rights and opportunities are set forth in this Agreement.

Section 3. The provisions of this Agreement constitute the entire agreement between the Company and the Union and all
prior agreements, either oral or written, are hereby cancelled. The specific terms of this Agreement may be changed only by
mutual consent, reduced to writing and signed by authorized representatives of the parties. The authorized representatives for
the Union shall be defined as the Local Union grievance committee in conjunction with the International Representative.

ARTICLE 3
No Strike - No Lockout

Section 1. The Union agrees that it will not cause or permit its members to cause or participate in any strike, slowdown,
stoppage of work or interference with the efficient operation of the Company’s business during the term of this Agreement.

In the event any member causes or participates in any of these prohibited acts, the Union agrees to immediately instruct
those members:involved to cease such unauthorized conduct.

Section 2. During the term of this Agreement, the Company will not lockout.



ARTICLE 4
Management Exclusive Rights

Section 1. Except as they may be partially compromised by a specific provision herein, the following Management’s
rights shall be absolute, and the decision authority for these matters shall be exclusively that of Management:

The right to make all plant and office location decisions;
The right to determine the services to be performed and products to be produced or not produced,
The right to set and maintain standards of workmanship and quality to be maintained;

The right to schedule production;
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The right to make all decisions as to equipment, tools and machines to be used;

The right to set and maintain methods, processes and means of machining, handling, assembling, servicing and repairing
- all components and products;
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G. The right to purchase, control and determine the use of all raw, semi-finished and finished parts/material to be used;
H. The right to determine any and all sub-contracting decisions, production, maintenance and service,

I.  The right to create reasonable plant rules and compel their observance;

J.  The right to establish and compel observance of production standards, time-studied or otherwise;

K. The right to direct the workforce, including but not limited to hiring, determination of hours and pay, assigning,
promoting, demoting, transferring, suspending, laying off, disciplining, and discharging;

L. The right to cease doing business; partially or completely terminating operations;
M. The right to manage the Company as Management deems best.
The above rights are among those vested exclusively with Management.

ARTICLE 5
Union Membership/Check-Off

Section 1.. Employees who have signed Union membership cards, and employees hired following the representation
election of January 25, 1980, shall become and remain members of the Union after completing sixty (60) days of employment
following the date of this Agreement or the date of their employment, whichever is later.

Each employee who on the effective date of this Agreement is a member of the Union in good standing, and each
employee who'becomes a member of the Union after that date shall, as a condition of continued employment, maintain his
membership in ;good standing in the Union.

Employees who chose to remain non-members as provided above shall, as a condition of continued employment, pay an
amount equal to the prevailing Union dues deduction for their representation for the duration of this Agreement.

Section 2. Upon receipt of an individually and voluntarily signed check-off authorization card, the Company agrees to
deduct initiation fees, Representation fees, and/or dues in accordance with such authorization.

Union dues deductions shall be made weekly, and promptly remitted to the International Treasurer of the Union, as
agreed, on a monthly basis.
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The initiation fee, as designated to the Company by the International Treasurer of the Union, shall be deducted by the
Company and remitted to the International Treasurer in the same manner as dues are
collected.

Section 3.. The Company shall furnish to the International Treasurer of the Union each month a list of all employees
covered by this Agreement for whom deductions have been made. A copy of such list shall be furnished to the Financial
Secretary of the Local Union.

Section 4. The Union shall indemnify and save the Company harmless against any and all claims, demands, suits, or
other forms of liability that shall arise out of, or by reason of action taken, or not taken, by the Company, in reliance upon
authorizations furnished to the Company, by the Union, or for the purpose of complying with any of the provisions of this
Article.

ARTICLE 6
Union Representation

Section 1. The Union shall keep the Company informed in writing of all Stewards and Officers of the Local Union
authorized to transact business with the Company, together with their general responsibilities and jurisdictional area, if
applicable. All such representatives shall be regular full-time employees of the Company.

Union business and matters of non-grievance nature shall be handied by Union representatives “off-the-clock”.

Section 2. All work interruptions by an employee and/or Union representative in connection with the Grievance
Procedure herein shall not result in a production hardship and their absence from regular work assignments shall be arranged
with the approval of their immediate supervisor. Such approval shall not unreasonably be withheld. Such lost time shail be
accounted for on a form provided by the Company, and the Company reserves its right to discontinue pay for abuses.

In those situations where employees have been suspended (Article 8, Section 4), Industrial Relations will schedule a
meeting with the Chief Steward or Assistant Chief Steward, “off-the-clock”, in an attempt to gather facts, identify and
interview witnesses, if appropriate. Such meeting to be held “off-the-floor” to minimize distraction and disruption and with a

view toward resolving the incident.

Section 3. It is expected that in the usual case grievance investigations, discussions and meetings sanctioned by the
Grievance Procedure herein shall be conducted during non-work time. When not practical, and Company representatives
schedule a meeting during regular work time with a Union representative(s), or in the case of 2nd and 3rd Step meetings, time
lost from their regular work shall be paid for at the affected employee’s straight time rate.

Section 4. The Union time identified above shall be the only Union time paid for by the Company.

Section 5. The Union’s International Representative shall have access to the Company’s plant during working hours
provided he makes prior arrangements for such visits with Industrial Relations.

Section 6. ; Local Union officers, Stewards, Committee members, and Union witnesses shall be excused from work upon
proper notification by the Union and approved by the Company, so long as no production inconveniences will be caused by
such absences. The Union agrees to cooperate with the Company in holding such activity to a minimum.

Section 7. Upon approval by the Company, a Leave of Absence may be granted to those employees who request such a
leave to take employment with the Union. These employees shall continue to accumulate seniority for the first twelve (12)
months of the Leave, at which time the employee’s seniority will be considered “frozen” and retained. However, the
employee’s uninterrupted total time with the Company will be considered for vacation and pension eligibility. Application for
renewal of the Leave of Absence must be done each twelve months and approved by the Company. For the first twelve (12)
months the Company will provide Medical benefits (employee must pay any employee required contribution). All other
benefits will be paid for by the employee.



ARTICLE 7
Grievance Procedure

Section 1. The parties desire that complaints and grievances be settled whenever possible by the supervisor and the
employee(s) in the Cost Center where the complaint originates.

Grievances are defined as an alleged violation by the Company of a specific provision of this Agreement.

STEP 1. An employee who believes he has suffered a grievance shalil within five (5) days after the incident upon which the
grievance is based, meet and discuss the matter with his supervisor in an attempt to arrive at a satisfactory settlement. The
departmental shop steward may be present during this discussion as the aggrieved employee may elect. Any settlement
reached at this stage is non-precedent setting and shall be viewed as settlement for the instant incident only. If no satisfactory
settlement is reached in Step 1, the grievance may be reduced to writing in quadruplicate citing the specific Article and
Section of the Agreement believed to be violated, together with the necessary specific information to accurately state the case.
The grievance shall then be signed by the aggrieved employee and his departmental shop steward. In the absence of this
regular departmental steward, a readily available departmental steward, or next, a Union Officer, may sign the grievance. The
written grievance must indicate that Step 1 was fulfilled. Questions or errors involving non-disciplinary lay-off’s shall be
directed to Human Resources for resolution.

STEP 2. The original and three (3) copies of the grievance shall be presented to the Human Resources within seven (7)
working days of the incident, who shall, within five (5) working days, schedule a Step 2 meeting. Distribution will be made
as follows:

(1) Original to Industrial Relations .
(2) Yellow to Chief Shop Steward
(3) Pink to aggrieved employee

(4) Goldenrod to supervisor

Present at this Step 2 meeting shall be the grievant; the department Shop Steward or, in his absence, the Union official who
signed the grievance; the Chief Shop Steward or, in his absence, the Assistant Chief Shop Steward; the Local Union
President, and ;no more than two (2) Grievance Committee persons, and Company representatives. The Company shall
answer in writing within two (2) working days following the Step 2 meeting.

STEP 3. If the Union desires to appeal the Company’s answer of Step 2, he shall, within five (5) working days request that
the grievance be heard at the 3rd Step of the Procedure by making his request in writing to the Director of Human Resources
or his designee.

Such meetings: will be scheduled monthly by mutual agreement between Human Resources and the International Staff
Representative.

At the 3rd Step;meeting, the Union Staff Representative; President; Chief Shop Steward or, in his absence, the Assistant Chief
Shop Steward; Departmental Shop Steward or, in his absence, the Union official who signed the grievance; and no more than
two (2) Grievanice Committee persons may meet with the Company representatives.

The Company’s final position will be committed to writing within ten (10) working days of the 3rd Step meeting and
appropriately disseminated to the Union.

In the event the Union desires to appeal the Company’s 3rd Step answer to arbitration, the Union Staff Representative will
request arbitration in writing within fifteen (15) working days of the Company’s answer. Unless so appealed, the Company’s
3rd Step answer shall be considered final and binding.

Section 2. In the event no satisfactory settlement of the grievance is reached in Step 3, the grievance may be referred:
1.) By mutual agreement to mediation from the Federal Mediation and Conciliation Service and/or
2.) By the Union to Arbitration by means of the following procedure:



The Arbitrator shall be appointed by mutual agreement of the parties hereto, however, in the event the parties fail to agree
upon an Arbitrator within five (5) working days, then the Federal Mediation and Conciliation Service shall be requested to
submit a list of seven (7) qualified names; each party will strike three (3) names each; the seventh (7th) name will
automatically be the Arbitrator. The Arbitrator shall render his decision within thirty (30) days following the date of the
hearing.

By mutual agreement, one Arbitrator may hear multiple grievances, including similar grievances, same issue.

The Arbitrator shall be limited to determining questions involving the interpretation or application of the terms of this
Agreement, and any agreement made supplementary hereto. He shall have no authority to add to, or subtract from, or to
change any of the terms of this Agreement, including existing wage rates.

The Parties, by mutual agreement, may use a “mini-arbitration” process for mutually-agreed-to cases. In any event, the
Arbitrator’s limited authority will remain as stated above.

Mediation is not final and binding. The decision of the Arbitrator shall be final and binding upon the Company, the
Union and all employees covered by this Agreement.

The fees and expenses incidental to the services of the Arbitrator shall be shared equally by the Union and the Company,
and each party shall bear the cost of the preparation, presentation, and witness costs of their own case.

Section 3. No grievance, the basis of which occurred prior to the signing of this Agreement, shall be processed under this
Grievance ‘Procedure.

Section 4. The time limits mentioned in the Grievance Procedure shall exclude Saturdays, Sundays, and holidays, and
may be extended by mutual agreement. '

Section 5. In the event an employee dies, the Union may process grievances on behalf of, and with the written consent of
the executor or‘administrator of, his estate with respect to any benefits or monies due under any provision of this Agreement.

ARTICLE 8
Rules - Discipline - Discharge

Section I. The Company reserves the exclusive right to create reasonable plant rules and compel their observance.

Company rules shall be set forth in writing and shall be announced to all employees and shall be given to new employees
at the time of employment. A copy shall also be given to the International Representative and the Local President.

Changes in Company rules affecting employees shall be posted on official information boards. A copy shall also be
given to the International Representative and the Local President.

Section 2. The maintenance of discipline and the full power of dismissal shall remain with the Company. Alleged
instances of discipline and discharge without cause are subject to grievance. When the Director of Human Resources or a
designee condufcts an investigatory interview with an employee who has been suspended pending investigation, the Company
will ask the employee if they want Union Representation.

Section 3. :In all instances of discipline, suspension or discharge, a copy of the Disciplinary Action Report Form will be
given to the employee involved, and the employee’s Union Representative. The employee’s Union Representative shall be
present during the issuance of any discipline, unless the employee desires no representation.

Section 4. In some instances of rules or contract violations, the employee violator will be suspended without pay pending
investigation of the facts and final determination of penalty up to and including discharge. A reasonable attempt shall be
made by the Company to make a final determination within five days of the suspension pending investigation, excluding
Saturdays, Sundays and holidays, unless extenuating circumstances are involved.
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In all discharge cases, if unjustifiable Company action is alleged, a grievance must be filed in writing within five (5)
working days, and will enter the grievance procedure in Step 2. At this Step 2 meeting, the grievant may be available to make
a statement in his behalf. ‘If the case proceeds to Step 3, the grievant may attend the meeting upon frequest of the Union to
again make a brief statement on his own behalf.

In other than discharge cases, the regular Grievance Procedure shall be used to appeal alleged unjustifiable Company
disciplinary action.

Section 5. In the event a contested suspension or discharge results in arbitration and the arbitrator rules that the
suspension or discharge was unjust and- directs reinstatement, such action may be with full, partial or no back pay. In this
event, any income from unemployment compensation shall be deducted from the directed award.

Section 6. Employees discharged shall be notified by Certified Mail.

Section 7. {When Imposing discipline, the Company will not take into account any prior infractions which occurred more
than two (2) years previously.

ARTICLE 9
Seniority - Layoff

The Company and the Union recognize: (1) the older service employees’ desire for job security and stability to be
influenced by their seniority, as well as (2) the necessity for the Company to maintain operational efficiency and not be
subjected to inefficient employee reassignments in short-term situations.

Section 1. For the purpose of this Agreement, seniority is defined as the length of continuous service with the Company
dating from the last date of hire of each employee.

Section 2. All new employees shall be regarded as probationary employees for the first sixty (60) calendar days of

employment, during which time the employees may be disciplined up to and including discharge with or without cause and
such disciplinary action will not be subject to the Grievance and Arbitration provision of this Agreement, and without redress

from the Union.

Section 3. Seniority ranking of employees hired on the same date shall be determined by the lowest clock number
assigned.

A copy of the plant and department seniority lists shall be posted in the plant and updated monthly. The Local Union
shall be fumished two copies of both lists.

Section 4. Only continuous service will be credited toward seniority. Seniority and the employee/employer relationship
shall terminate if:

A. The employee quits.
B. The employee is discharged and the discharge is not reversed through the Grievance Procedure.
C. The employee fails to return to work following recall per Section 9, this Article.

D. The employee is absent from work for three (3) consecutive work days without advising the Company and giving reasons
satisfactory to the Company for such absence.

E. The employee gives false reason for a leave of absence, over-stays a leave, or engages in other employment during a
leave.

F. The employee has made a settlement for permanent, total disability.

G. The employee is retired.



A’}

L)

H. An employee is not in active employment with the Company for a continuous twenty-four (24) month period.
I.  An employee has been on a continuous twenty-four (24) month leave for sickness or accident.

J.  The employee falsifies or omits relevant information on his application for employment. This does not apply to
employees who have three (3) or more years of service with the Company.

Individuals who are employed after termination caused by any of these reasons will be considered new employees.

Section 5., It is the desire of the Company to transfer or promote to better jobs the employees who demonstrate the skill,
ability and capability to perform such jobs.

Skill and ability to perform the work required will be considered by the Company in making promotions, transfers,
layofTs, and recalls. Where skill and ability to perform are judged relatively equal by the Company, seniority will govern.

Section 6. Temporary Reduction in Work Week - In the event business conditions necessitate a reduction in production
schedules, temporary interruptions may result in a reduced work week. Cut-backs and reductions will be confined to the Cost
Center on the affected shift. If a partial crew is retained, the employee with the least seniority within the over-manned Cost

" Center shall be the first laid off; presuming fully qualified, more senior employees are readily available to be assigned the

necessary work.

When employees affected by a reduced work week are transferred or assigned by Management to perform available work
in other Cost Centers in their department and shift, such transfers or assignments shall be afforded to senior employees
provided the senior employees are fully qualified.

Section 7. Temporary Reduction Less Than Ten Consecutive Normal Work Days - If it is expected that a reduction in
production may last no more than ten (10) consecutive normal work days, then the short-term layoffs, and/or cutbacks and
reductions will be confined to the Cost Center on the affected shift. Under these conditions, the least senior employee within
the over-manned Cost Center will be placed on layoff, provided fully qualified, more senior employees are readily available
to be assigned the necessary work.

When employees affected by a reduced work week are transferred or assigned by Management to perform available work
in other Cost Centers in their department and shift, such transfers or assignments shall be afforded to senior employees
provided the senior employees are fully qualified.

Section 8. Reduction More Than Ten Consecutive Normal Work Days — Step 1. If Management anticipates a layoff to
last longer than ten (10) consecutive normal work days, the Company will notify affected employees within twenty-four hours,
where practical, prior to layoff, then reductions and cutbacks will be made on a departmental basis, with the least senior
employee in the reduced Labor Grade displacing the least senior employee he is fully qualified to displace on the shift in the
next lower Labor Grade, and so on, but not below the Labor Grade Il level.

Step 2. Employees not reassigned in accordance with this procedure detailed above, (Step 1), shall then be reassigned to
displace the least senior Labor Grade II employee on the shift within the department, next on the shift plant wide, then plant
wide irrespective of shift.

Step 3. The displaced employee will be placed on layoff.

Section 9. Step 1. Laid-off and reduced employees, in accordance with Section 8, will be restored, reassigned, or
recalled in line with their seniority and qualifications.

Step 2. Next employees will be restored to their Labor Grade, and *Primary Shift (in that order) when seniority permits.

*Primary shift as defined in this Section is the employee’s shift to which an employee has most recently bid, or to which an
employee was hired.

If, following the layoff and recall procedure of Sections 8 and 9, an employee is moved to a shift different than the
employees’ primary shift*, the employee shall be transferred to his primary shift provided he makes written request to Human



Resources within five (5) working days of the move and the transfer will take place within the next five (5) working days, and
further provided there is a junior qualified employee available for transfer from the desired shift within the department.

Laid-off employees will be recalled by certified special delivery letter, telephone, or telegram directed to the employees’
latest address as it appears on records in the Human Resources Office.

When any method of recall is used other then certified special delivery letter, confirmation of the recall notice will be
sent the same day as the recall, by certified mail, unless the employee reports to the Human Resources Office the day he or
she is notified.

A recalled employee is expected to immediately notify the Company of his intention to return to work.

Exceptions may be made in case of sickness, accident involving the employee or his or her immediate family, death in the
immediate family, or where an understanding is reached between the Company and the employee for reasonable notice to
terminate other employment.

Section 10. The Company will consider members of the Union for appointment to supervisory and other jobs which are
excluded from the bargaining unit without regard to seniority. When former Union members, who have been removed from
the bargaining unit by appointment to excluded jobs are returned to the bargaining unit, they shall reassume all seniority as
defined in this Agreement. However, when employees in the bargaining unit are moved to positions not covered by this
Agreement, they shall continue to accumulate seniority for the first twelve (12) months on the new job, at which time the
employee’s seniority will be considered “frozen” and retained. However, the employee’s uninterrupted total time with the
Company will be considered for vacation and pension eligibility. These employees will not displace actively working
employees in the bargaining unit.

Section 11. With the inception of future Flexible Manufacturing Cells, new machinery technology and/or processes,
related and required training will be offered to actively working employees who are interested and capable to undertake and
achieve such training; first, to the more senior employees performing related work; next, to the more senior employees in the
Department. Selected employees will be given appropriate classroom training in addition to “on-the-job” training. Such
training will be on-the-clock at the employee’s regular straight time rate of pay.

Section 12. When inventory is scheduled by the Company, it shall continue to use salaried and hourly employees as it
has in the past. However, when the Company selects hourly employees, it will first offer such work to the senior employees in
the department, regardless of shift, who shall have the right to accept or reject the opportunity. If the Company is not
successful in getting a sufficient number of volunteers from within the department, the least senior employees in the
department may be required to perform the work.

Section 13. The Chief Steward, or in his absence the President shall be invited to observe adjustments to the workforce
as outlined in Section 8 and 9 of twenty-five employees or more.

ARTICLE 10
Promotion Procedure

Section 1. . When vacancies believed to be permanent in Labor Grade 11 (except Leader-type positions if established by
the Company) ‘which management deems necessary to be filled, then laid off employees shall be returned as outlined in
Article 9, Section 9. If additional vacancies exist, the Company will post notice of the number of openings, setting forth the
Labor Grade, primary duties to be performed, pay range, Department, shift and necessary qualifications. Notices shall remain
posted for forty-eight (48) consecutive hours.

When vacancies believed to be permanent in Labor Grades 111 through VIII (except Leader-type positions if established by
the Company) exist which management deems necessary to be filled, then laidoff and reduced qualified employees shall be
returned as outlined in Article 9, Section 9. If additional vacancies exist, the Company will post notice of the number of
openings, setting forth the Labor Grade, primary duties to be performed, pay range, Department, shift and necessary
qualifications. Notices shall remain posted for forty-eight (48) consecutive hours.

Eligible employees who believe themselves qualified for the promotion may apply for such promotion by placing an
Application for Promotion in the Bid Box located at either Post | or Post 2. The application should be filled out in duplicate,
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time stamp, and submit the original copy of the application. The afore-noted procedure shall be used when submitting the
Five (5) day (shift restoration) letter.

The Company will consider the applications for promotion, make selections, post the names of the employees who are
awarded the jobs, and make the new assignment within one (1) week, unless production requirements prohibit such a move. If
the successful bidder has not been moved in two (2) weeks, he shall receive the higher of the two rates of pay.

As a matter of communication, the Chief Steward will be given the following:
a) Copy of Promotional Opportunities posted.
b) Copy of Application for Promotion.
c) Copy of Job Award/Promotion announcement.
d) Copy of Promotional Opportunities cancelled and posted.

Section 2. An eligible appl’icant for promotion is defined as an employee whose signed Application for Promotion is
received by the Human Resources Department while the notice of the job opening is posted and who has not been awarded a
promotion within the three (3) months prior to his present Application for Promotion.

In the event an employee is a successful promotional bidder and his job is subsequently cancelled, through no fault of his
own, he shall have immediate bid rights if otherwise eligible.

Section 3. Employees may apply for jobs in a higher Labor Grade which have a pay advantage or for jobs in the same
Labor Grade which are on a shift which is advantageous to the employee. An employee shall not be allowed to make more
than one lateral Labor Grade move in a six (6) month period. An employee may not bid to a shift change more than once in a
six (6) month period in the same Labor Grade. Employees with a minimum of 10 years seniority may be allowed one down
bid in a two year period. However, the Company may limit the number of down bids to 10% of each Labor Grade, Cost
Center and shift, equally distributed over a 12-month period.

An employee shall not suffer a reduction in his current straight time pay rate (excluding shift premium) when moving
within the same Labor Grade or moving to a higher rated Labor Grade.

Section 4. Eligibility for promotion, qualifications for the promotional opening, demonstrated ability and seniority shall
be factors considered for promotion. Ability shall be based on present and past job performance.

Section 5. When an employee is promoted to a position or vacancy under the provision of this Article and it develops
that the employee is not capable of handling the position as determined by Management, he may be entitled to return to his
former Labor Grade, provided a full-time opening exists for which he is fully qualified. Otherwise, he may be assigned to a
lesser Labor Grade where a full-time opening exists for which he is fully qualified. If no full-time openings exist, he shall
then displace the least senior Labor Grade Il employee plantwide, on the shift provided he has the seniority.

When an employee is promoted to a new position and if within thirty (30) days, it is mutually agreed that the employee is
not capable of handling the position, the employee will be retuned to his former Labor Grade displacing the least senior
employee, and so on. In this situation, the employee will be viewed as “disqualified” and not eligible to bid again for a twelve

(12) month period.

In certain extraordinary situations, an employee may be transferred to a lower Labor Grade by mutual agreement of the
parties.

Section 6. The Company reserves the right to establish leadperson positions , when such action, in the opinion of the
Company, is necessary. Leadperson positions shall be posted for bid for twenty-four (24) hours. The posted bid shall be for
the Department/Cost Center and shift needed. Selection will be made on the basis of individual ability, leadership, and
qualifications, because their duties are of a minor supervisory nature. When individual ability, leadership and qualifications
are judged relatively equal by the Company, seniority will govern. However, the Company shall not appoint any employee to
the position of leadperson with less than five (5) years seniority. Furthermore, with regard to leadpersons, the Company shall



not use the skill and ability clause of Article 9, Section 5 to protect them from layoffs of longer than ten (10) consecutive
normal work days. The Company may eliminate or change leadpersons as it sees fit without regard to the Union. Leaders
assigned to new product lines will not be subject to layoff for a period of 12 months from the date of the new Product line or

Technical start up.

Leadpersons shall be offered "broduction work overtime in their assigned Cost Center provided they are fully qualified
and further provided there is a fair and equitable distribution of overtime within their Cost Center.

Section 7. Temporary assignments shall not exceed thirty (30) consecutive work days unless such an assignment is a
result of an employee who is off for an approved leave. Temporary assignments are not intended to circumvent the Promotion
opportunities to vacancies believed to be permanent. Therefore, vacancies created by an approved leave of more than six (6)
months shall be filled through Article 10, Promotional Procedures. When a temporary transfer involves a shift change, the
transferred employee will be the junior qualified employee from the selected Cost Center provided the remaining employees
are fully qualified to perform the required work.

ARTICLE 11
Hours and Overtime

Section 1. Eight (8) consecutive hours per day, excluding a 30 minute lunch period shall constitute a normal work day.

Forty (40) hours per week, five consecutive days, shall cbnstitute a normal work week. The regular work week will be
Monday through Friday, with third shift commencing Sunday evening.

An employee’s work day shall consist of twenty-four (24) consecutive hours, beginning with the regular starting time of
the shift to which he is assigned.

The regular work day shall start between 5:00 a.m. and 8:00 a.m. for the first shift; 1:00 p.m. to 4:00 p.m. for the second
shift; and 9:00 p.m. to 12:00 midnight for the third shift. In the event circumstances make it necessary to deviate from this
regular schedule, management will attempt to resolve any hardship cases.

When additional shifts are required to meet production demands, that determination will be made by management for
each affected Cost Center. When it is necessary to operate (3) shifts per work day, the following may be observed:

A. Eight (8) consecutive hours per day shall constitute a normal work day.

B. A twenty (20) minute paid lunch shall be provi-ded during the normal shift.

C. Starting times for shifts shall be determined by Cost Center and communicated in advance to the employees.
Section 2. One and one-half (1-1/2) times the employee’s regular straight time hourly rate of pay shall be paid for:

A. All hours worked in excess of eight (8) in one work day.

B. Hours worked in excess of forty (40) in one work week. All paid hours or unscheduled hours will be credited as hours
worked for purposes of this section. This includes time off for approved official Union business and time on active military

reserve duty.

C. Hours worked on the sixth day of one week, provided the employee has worked all the hours for which he is scheduled
the preceding five (5) days.

D. Hours worked on the seventh day in one week, provided the employee has worked all the hours for which he is scheduled
the preceding six (6) days shall be paid at double (2) times the employee’s regular straight time hourly rate of pay.

Section 3. There shall be no pyramiding of overtime, and where more than one overtime rate is applicable, only one shall
be applied.



Section 4. Management will give as much advance notice as possible to schedule overtime. (In cases of late notice as

noted in 1 -2 such overtime will not be compulsory).
1.) Daily notice (less than four (4) hours) for incidental.
2.) Weekend notice for employees will be provided by end of the employees shift on 4" scheduled workday

In case of incidental, day-to-day overtime, the employee performing the job will be the first assigned the work. Other
employees in the Cost Center on the shift will share in overtime opportunities provided they are fully qualified to perform the
work scheduled. Any daily overtime over two (2) hours per day shall be voluntary.

Weekend and/or holiday overtime opportunities will be equitably distributed among the fully qualified employees in the
same Cost Center on the shift where the work is scheduled. The Company will maintain a weekend overtime tracking system
to begin January 1 of each year. The overtime tracking system list will be avaitable to employees and the Union for review.

All hours over eight (8) hours per day on the sixth day of a week shall be voluntary. All hours on the seventh day of a
week or a holiday shall be voluntary. An employee who has an approved vacation day scheduled for the day before or the day
following a weekend, including long weekends as a result of a holiday, will not be required to work weekend overtime. If
overtime is offered and refused or worked, the overtime opportunity will be charged as part of the equitable distribution

process.
Weekend overtime preceding an employee’s approved one week vacation will not be compulsory.

Employees who are properly scheduled or agree to work overtime and who do not report as expected will be considered
absent the same as any other work day. Absences and declines for overtime will be charged for the overtime in terms of

overtime distribution.

Saturday overtime, when a holiday falls on a Friday, Sunday or Monday shall be voluntary provided the number of fully
qualified employees needed to work is met. If there are not enough qualified volunteers, the junior qualified employee shall
be required to work.

Section 5. Unless notified one and one-half (1-1/2) hours in advance by public announcement or personal message, a
seniority employee who has been scheduled to work or has been called in to work because of unexpected circumstances shall
be provided at least four (4) hours of work, on his shift, that same day, if he reports as scheduled, unless the unavailability of
work is caused by a breakdown, unforeseen emergency or other condition beyond management control.

Section 6. Company-paid rest and refreshment breaks of ten (10) minutes in the forepart of an employee’s shift and ten
(10) minutes in the afterpart of the shift at times designated by the Company, will be provided to each employee.

ARTICLE 12
Wages

Section 1. Hourly wage rates and their effective dates appear in the Wage Appendices of this Agreement.

Section 2., All employees will be subject to and limited to the rates of pay in the Wage Appendices of this Agreement.
Seniority employees who are promoted to a higher Labor Grade will receive the appropriate corresponding Time Progression
Rate (TPR) for their new Labor Grade. Likewise, a demotion will result in wage reduction to the appropriate corresponding
Time Progression Rate (TPR) in the lower Labor Grade. For example, an employee receiving a Grade I - 18 mo. TPR who is
promoted to Grade Il will receive the Grade Il - I8 mo. TPR; an employee receiving a Grade IV - 30 mo. TPR who is
demoted to Grade 1 will receive the Grade I - 30 mo. TPR. An employee will be credited with progression step time in the
previous Labor Grade in promotional and demotional situations. The Company reserves the right to hire within the
Minimum/Maximum ranges of the Labor Grades. Only time spent actively working will be considered in accruing
progression step time.

Section 3. Each wage change resulting from promotion or demotion shall become effective on Monday, coincidental
with or next following the action. Likewise, employees completing a step within their job progression schedule shall receive
their increase starting the first Monday following the final approval of the increase.



Section 4. It is agreed the Company has the unilateral right to establish new jobs and to determine the job duties of each
employee. In the event the Union’s Local President disagrees with the Company’s evaluation of a new job, he shall first
discuss the matter with the Director of Human Resources with a view toward resolution. Failing a satisfactory resolution, a
grievance may arise within three (3) days of that discussion and will be heard at the 3rd Step of the Grievance Procedure.

The Company will notify the Union’s Local President in writing of significant additions or deletions to the overall scope
of duties changed within a Labor Grade.

Section 5. A premium of $0.50/hour shall be paid for each hour actually worked on a night shift to an employee who is
regularly assigned to a night shift.

Section 6. Unless specifically bargained, reduced to writing, and signed by the parties, no add-ons or premium pay will
automatically be paid to any Labor Grade.

Section 7. Compensation for work performed shall be made by Direct Deposit for all employees by 12:01 A.M. Friday
of each week. Pay information will be given to emiployees presently agreed to in Letter of Understanding 6. No more than
one week’s pay shall be held back in any pay period. Vacation pay will be made available to employees immediately prior to
their leaving for vacation time off. In cases where employees have difficulty obtaining an account for direct deposit the
Company will make every reasonable effort to assist the employee in obtaining an account. If the joint efforts of the
employee and Company is unsuccessful, whereby the employee can not obtain a bank account, the employee will receive a
check until such time an account is obtained. Employees will have until 1/1/2005 to establish an account. Laid off employees
will be given 90 days to line up direct deposit. Prior to any wage garnishment or levy, out of courtesy, the Company will
attempt to notify the employee prior to commencing such garnishment.

Section 8. Group Leaders/Leadpersons designated by the Company shall receive an additional $0.50.

Section 9. Employees assigned to perform a job in a higher Labor Grade shall receive the appropriate corresponding
Time Progression Rate of the higher Labor Grade for such temporary assignments, when such assignments are for a regular
work day.

Employees temporarily assigned to perform a job in a lower Labor Grade shall continue to receive their regular pay rate
uniess such assignment is designated as permanent. .

ARTICLE 13
Vacations

Section I. Seniority employees within the Bargaining Unit shall receive vacation with pay according to the following
table:

Length of Service on Workdays
Employee’s Employment  Off For

Anniversary Date Vacation
| year 5
2 years through 7 years 10
8 years through 16 years 15
17 years through 24 years 20
25 years 25

The vacation year is designated as the twelve (12) consecutive month period following an employee’s anniversary date.

Section 2. The requirement for vacation eligibility shall be 1200 paid hours during the twelve (12) month period
preceding the employee’s anniversary date. In the event an employee fails to attain the paid hours requirement for vacation
eligibility because of time lost due to a work related injury for which the Company accepts liability, he shall if he calls it to
the Company’s attention, be credited for the hours paid by Workers’ Compensation as paid hours for vacation eligibility

purpose.



If an employee fails to attain the paid hours requirement for vacation eligibility because of time lost due to Article 9,
Section 6, or approved official Union business, he shall if he calls it to the Company’s attention, be credited for those
unscheduled hours.

Further if an employee fails to attain the paid hours’ requirement for vacation eligibility, but has obtained one thousand
(1,000) paid hours but less than 1,200 hours, he shall receive fifty percent (50%) of his vacation eligibility.

Section 3. Vacation pay shall be paid at the time vacations are taken. Employees can waive time off and receive pay
with the Company’s written consent. Additionally, an employee may elect to waive a vacation day and receive the vacation
pay to cover the loss of pay due to an absence. Such consent will not be unreasonably withheld.

Section 4. If it is necessary for the Company to schedule a partial or complete vacation shutdown, not to exceed two
weeks, the employee will be required to take vacation during the shutdown period unless the employee is scheduled to work.
The Company will post notification of the shutdown by April 1 of each calendar year. If a vacation shutdown is belatedly
scheduled, employees not scheduled to work shall have the option of electing layoff as opposed to vacation if they advise the

Company on a timely basis.

Section 5. In the event that vacations can be scheduled on a staggered basis, insofar as deemed practicable by the
Company, preference on the choice of vacation time off will be made by Cost Center on the basis of seniority with the
Company by February 15 of each year. Normal vacation scheduling will include inventory periods. After February 15™ the
Company will target a number of allotments for vacation purposes by cost center, labor grade and shift within a range of 7-
10%. The intent is to honor as many vacation requests as possible without disrupting the efficient operation of the business.

Section 6. Employees with vacation eligibility who are on layoff at the time of a vacation shutdown will receive vacation
pay at that time, and will be considered as having taken their vacation at the time of shutdown. '

Section 7. Terminated employees shall not accrue vacation eligibility since last anniversary except in cases of retirees
and estates of deceased employees whose vacation shall be prorated.

Section 8. Eligible employees may elect to take vacation in increments of one day at a time. This shall apply to two
situations:

1) Reduced work week per Article 9, Section 6, at the employee’s option.
2) Requests made by the end of the employee’s prior shift with the Supervisor’s approval.

ARTICLE 14
Holidays

Section 1. The following holidays shall be observed as paid days for employees who have seniority on the date the
holiday occurs, regardless of the day of the week on which they fall, providing the employee qualifies:

New Year’s Day, M. L. King’s Birthday, Presidents Day, Good Friday, Memorial Day, Independence Day, Labor Day,
Thanksgiving Day, Friday after Thanksgiving Day, Christmas Eve Day, Christmas Day, New Year’s Eve Day.

A. No holiday pay will be paid any employee who does not work as scheduled his last scheduled work day before the
holiday and his first scheduled work day as scheduled after the holiday, unless such absence is excused by the Company in
advance. :

An exception may be made to the above attendance requirement for holiday pay qualifier if absence is excused by the
Company; such approval shall not be unreasonably withheld.

B. When one of the above enumerated holidays falls within the vacation shutdown, the Company may designate the last
work day before the shutdown or the first work day following the shutdown as the holiday.

C. When one of the above enumerated holidays falls within an employee’s vacation period and he is absent from work
during his regular scheduled work week because of such vacation, holiday pay will be given in addition to the vacation pay.
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The vacationing employee may arrange to be off the day before or after his vacation by mutual agreement with his supervisor.
If the day before or after the vacation is not scheduled, this day off without pay may be scheduled by mutual agreement at
another time during the vacation year.

D. No holiday pay will be paid any employee on Iay;)ﬁ‘ or on any leave of absence, excluding a scheduled reduced work
week.

Holiday pay shall be computed on the basis of eight (8) hours regular straight time pay.

Section 2. When an employee works on a holiday, the employee shall be paid one and one-half (1-1/2) times his regular
straight time hourly rate for all hours actually worked in addition to receiving holiday pay. However, if an employee is
scheduled to work and does not report for work, he or she will receive no holiday pay.

Section 3. In the event a holiday falls on a Saturday or Sunday, it may be celebrated on a designated regular work day
preceding or following the holiday weekend, as may double holidays that fall on a weekend.

ARTICLE 15
Insurance

Section 1. Seniority employees are eligible for enroliment in a Company-paid insurance program effective ninety (90) days
following the date of hire. An outline of the program is as follows:

Effective January 1, 2009, Life Insurance in the amount of $29,000. (Will become $30,000 effective January 1, 2010;
$31,000 effective January 1, 2011; and $32,000 effective January I, 2012.)

Accidental Death and Dismemberment insurance in the amount of $29,000. (Will become $30,000 effective January 1,
2010; $31,000 effective January 1, 2011; and $32,000 effective January 1, 2012.)

Effective January 1, 2009, a weekly sickness and accident insurance benefit of $370/week will be paid for a maximum of
26 weeks. (Will become $390/week on January 1, 2010; $410/week on January 1, 201 1; and $430/week on January 1, 2012.)
Any benefits received or payable from the Social Security Disability Insurance Program and Retirement Plan will be offset
against any Weekly Sickness and Accident insurance benefits payable.

Effective January 1, 2009, medical benefits for hospital and surgical expenses incurred by the employee and qualified
dependents are provided under the Hussmann Welfare Plan through United Health Care. Any benefits paid under this
program will be coordinated with any other group plan or government plan so there will be no duplication of coverage or

payment.

Effective February 1, 1994, benefits for dental expenses incurred by the employee and qualified dependents are provided
through a Delta Dental Plan. Any benefits paid under this program will be coordinated with any other group plan or
government plan so there will be no duplication of coverage or payment.

Specific details of these benefits and any employee contributions will be included in a Summary Plan Description. The
provisions of the Plan between the Company and the carrier selected by the Company will govern.

Section 2. Life Insurance, Accidental Death and Dismemberment Insurance and Medical Benefits will continue to the
end of the month following the month in which layoff starts. Weekly Sickness and Accident insurance coverage will cease on
the date of layoff.

Section 3. During the period of leaves of absence, including military encampment, granted by the Company, life
insurance, accidental death and dismemberment insurance and medical benefits will continue. Weekly Sickness and Accident
Insurance coverage will cease on the date the leave commences.
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ARTICLE 16
Retirement Plan

The Company and the Union have negotiated a Retirement Plan which is hereby incorporated by reference and made an
integral part of this Agreement.

A benefit of $39.00 a month for each year of credited service will be the payable benefit for employees retiring on or
after January 1, 2009.

The Company will provide an opportunity to all Bridgeton hourly employees to_ participate in a Company sponsored
401K program with contribution rates up to the maximum permissible contributin rates, subject to the Internal Revenue
Limits, applicable for eligible eammings. Eligible earnings are defined as base wages, overtime pay, shift differentials, and
vacation pay. Eligible hourly employees are those who have one year’s active service in which they worked at least 1,000
hours. Employees may enroll at any time after their eligibility date. Contributions will begin the first payroll of the month
after enrollment. In addition, eligible Bridgeton hourly employees will be able to make “catch-up contributions beginning in
plan year 2009 in accordance with applicable IRS regulations. The aforementioned changes will be implemented as soon as
administratively practical after January 1, 2009.

ARTICLE 17
Bereavement-Funeral

In the event of the death of a spouse, son, daughter, step children of current marriage, brother, sister, grandparent,
grandchild, mother-in-law, father-in-law, parent, or step-parent of a seniority employee, the employee shall be allowed three
(3) consecutive scheduled working days off with pay at the employee’s regular straight time rate provided that the employee
attends the funeral or a memorial service and furnishes proof thereof if requested by the Company, and further provided that
the Company shall not pay for the employee’s regularly scheduled day off.

An employee shall be granted one (1) unpaid funeral bereavement for aunt, uncle, neice, nephew and domestic partner
provided that the employee attends the funeral or a memorial service and furnishes proof thereof if requested by the
Company. Employees granted such request shall be required to use a vacation day, if such remains.

ARTICLE 18
Jury Duty

The Company shall grant actively working seniority employees who are required to serve on jury duty the employee’s
regular straight time hourly eamings during his or her scheduled regular work week, provided appropriate notice of jury duty
has been received and the showing of proper proof of service.

ARTICLE 19
Leaves of Absence

Section 1. Upon proper application, a seniority employee may be granted a personal leave of absence of a complete
work week or more, but not exceeding ninety (90) days, and shall retain his seniority ranking, providing he does not work for
another employer.

The employee will be required to apply any unused vacation to the approved Leave of Absence.

Section 2. Any employee may be granted a medical {eave by the Company upon the basis of facts and the presentation of
a certification from a doctor designated by the Company or the presentation of a statement from the employee’s doctor which,
in the opinion of the Company, satisfactorily states adequate medical reasons necessitating the employee’s absence from
work.

It shall be the responsibility of the employee on medical leave of absence to keep the Company apprised of his status on a
weekly basis, and to advise the Company in advance of his availability for work promptly following his release from the
appropriate physician and in accordance with instructions from the Company Insurance Department. It is understood that an
employee returning from a medical leave of absence must be physically able to resume the performance of the duties of his
regular work assignment. The Company will attempt to reinstate the employee promptly following proper release.
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Section 3. The Company and the Union agree to comply with the Federal law relating to the rights of employees who
enter the military service of the United States or serve as active reservists.

Section 4. Attendance at official Union meetings directed by the International or Local Union President and necessitating
employee/Union officers absence from work shall be permitted, upon appropriate notice and validation, so long as no
production inconvenience will be catised by such absence. Under such circumstances, employee/officers will not be required
to apply unused vacation to the leave of absence.

Section 5. All time off for Union Business, paid by the Union, shall accrue as hours worked for Family Medical Leave Act
purposes.

ARTICLE 20
Health and Safety

Section 1.- The Company and the Union agree that the safety and health of employees is of primary importance, and is
every employee’s responsibility.

The Company and the Union will cooperate in the continuing objective to eliminate accidents and health hazards.

The Company shall continue to comply with all Federal, State and Local provnsnons and regulations for the safety and

health of the employees at the plant during the hours
of their employment, including reasonable provisions for first aid, needed safety devices and special protective equipment as

it deems necessary.

[t shail be the duty of all employees to cooperate and assist in maintaining the plant, equipment, and facilities in a clean,
safe and sanitary condition. Employees shall not misuse or deface the plant, equipment or facilities.

The Joint Company-Union Safety Committee is established for the purpose of working towards improving the safety
performance in the plant. The Committee would perform such functions as analyzing safety trends as to on-the-job accidents,
reviewing light duty assignments, and reviewing results of department safety tours.

The Committee shall be comprised of an equal number of representatives appointed by management and representatives
appointed by the Union, however there will be a minimum of three (3) representative from the Union and Company, with one
of the Union members being the President of the Local Union. The Committee would meet up to twice each month “on-the-

clock” for up to a total of four hours.

Section 2. Once each month at a time designated by the Company, departmental supervisors will conduct a safety
inspection of the work area. For this inspection, the supervisor will select an employee of that work area (rotating selection)
to accompany him with a view toward identifying hazards and maintaining compliance of safety rules and procedures. A
safety report form will be completed, being signed by the Supervisor and the employee and turned in to the Safety Manager.
The employee will be given a copy of this observation report.

Section 3. All on-the-job injuries shall be immediately reported to the affected employee’s supervisor.

An employee injured on the job will be paid his regular straight time rate of pay for the time lost receiving medical care
on the day of the accident. If an injured employee is not able to complete his/her shift on the day of the accident as
determined by ‘authorized Medical Doctor, the employee shall be paid his regular straight time rate of pay for the remaining
hours of his regular shift for the day of the injury only.
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Section 4. Safety shoes must be worn by all employees while in the Plant. The Company shall provide each employee an
allowance for the purchase of safety shoes in the amounts listed below:

12/23/08 — 12/22/09  12/23/09 - 12/22/2010  12/23/10 = 12/22/11  12/23/11 — 12/22/12
$65 $80 $95 stio

The Company shall provide each employee an allowance toward the purchase of prescription safety glasses every two
years in the amounts listed below:
12/23/08 — 12/22/09  12/23/09 — 12/22/2010  12/23/10 - 12/22/11  12/23/11 — 12/22/12
$90 $105 $120 $135

ARTICLE 2t
Official Union Bulletin Board

The Company will provide a bulletin board at each of the two plant entrances and at three mid-plant locations for use by
the Union for officially sanctioned Union business as authorized by the Local President.

The purpose of these information boards is to convey meaningful information such as Union meetings, special official
Union announcements, absent use that is inflammatory, inciting, abusive to employees or the Company, or political in nature.

ARTICLE 22
Non-Discrimination

Section 1. There shall be no discrimination for or against any employee because of age, religion, race, creed, color,
disability, national origin, or sex, or for the purpose of evading the spirit of this Agreement.

Section 2. Wherever there is a masculine reference within this Agreement, such reference likewise applies to employees
who are of the female gender.

ARTICLE 23
Validation

In the event this Agreement or any part thereof be rendered or declared invalid by reason of any existing or subsequently
enacted legislation or by the decree of a court of competent jurisdiction, all other portions of the Agreement shall remain in

full force and effect.
ARTICLE 24

Closedown Effect - Severance Pay

Section 1. The Company agrees that it will give notice to the Union of a decision to permanently close all plant
operations. Such notice shall be in writing with a copy to the Union in accordance with the WARN Act.

Section 2. In event of plant closedown for reasons of labor costs or otherwise, sole obligation to the Union and
employees shall be limited to the requirement of Section 1 of this Article, and fulfillment of the following severance program.

A. Any vested but unpaid vacation shall be paid in full to each eligible employee coincidental with the termination of
operations.

B. Employees actively at work at the time of the announcement of the decision to terminate operations who have five (5) or
more years of continuous service shall receive one (1) week’s pay (forty (40) times his or her straight time hourly rate) for
each complete year of service beyond five (5) to a maximum of ten (10) weeks’ pay, providing employee remains with the
Company until his or her services are terminated by the Company.

Section 3. No termination other than those described in this Article shall be subject to this severance program.

Section 4. The parties agree that should a plant closedown occur during the term of this Agreement, the employer has no
other obligation to its employees or the Union beyond the date coincidental with the last seniority employee permanently laid-
off.
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ARTICLE 25
Duration

This Agreement shall be and remain in full force and effect from December 23, 2008, until Midnight on December 22,
2012, and from year to year thereafter unless sixty (60) calendar days notice shall be given in writing by Certified Mail by
either party to the other party prior to Midnight on December 22, 2012, or any annual renewal date thereafier, of its desire to
amend, modify, or terminate this Agreement. Such notice by either party shall cause this entire Agreement to terminate on the
respective expiration or anniversary date.

IN WITNESS THEREOF, the parties hereto have executed this Agreement on the day and year written above.

FOR THE COMPANY FOR THE UNION
Larry W. Parson Michael Susic
Michael Swift . Gary E. Reay
Karen Boeckstiegel Alfreda McNeal
Tamara Nimmer Daren Garner
Micky Trost Anna M. O’'Day
Rodney Kalessa James Weekley
Lori Sharp Ronald W. King

Joseph Basar Joseph S. Peluso



LABOR
GRADE

Grade Il
Grade lli
Grade IV
Grade V
Grade VI
Grade VI
Grade Vill

LABOR
GRADE

Grade Il
Grade Ill
Grade IV
Grade V
Grade VI
Grade Vii
Grade Vi

LABOR
GRADE

Grade i
Grade lli
Grade IV
Grade V
Grade VI
Grade VI
Grade VIl

Start

$15.08
$15.22
$15.43
$15.64
$15.85
$16.06
$21.25

Effective 12/23/08 — 12/22/10

6 Mo.

$15.62
$15.77
$15.99
$16.22
$16.44
$16.67
$21.25

WAGE APPENDIX
NORMAL PERFORMANCE TIME PROGRESSION RATE

12 Mo. 18 Mo.
$16.16 $16.70
$16.32 $16.87
$16.56 $17.12
$16.80 $17.38
$17.04 $17.63
$17.28 $17.89
$21.25 $21.25
WAGE APPENDIX

24 Mo.

$17.26
$17.44
$17.71
$17.98
$18.25
$18.52
$21.25

NORMAL PERFORMANCE TIME PROGRESSION RATE
Effective 12/23/10

Start

$15.58
$15.72
$15.93
$16.14
$16.35
$16.56
$21.75

6 Mo.

$16.12
$16.27
$16.49
$16.72
$16.94
$17.17
$21.75

12 Mo. 18 Mo.
$16.66 $17.20
$16.82 $17.37
$17.06 $17.62
$17.30 $17.88
$17.54 $18.13
$17.78 $18.39
$21.75 $21.75
WAGE APPENDIX

24 Mo.

$17.76
$17.94
$18.21
$18.48
$18.75
$19.02
$21.75

NORMAL PERFORMANCE TIME PROGRESSION RATE
Effective 12/23/11

Start

$16.08
$16.22
$16.43
$16.64
$16.85
$17.06
$22.25

6 Mo.

$16.62
$16.77
$16.99
$17.22
$17.44
$17.67
$22.25

12 Mo.

$17.16
$17.32
$17.56
$17.80
$18.04
$18.28
$22.25

18 Mo.

$17.70
$17.87
$18.12
$18.38
$18.63
$18.89
$22.25

24 Mo.

$18.26
$18.44
$18.71
$18.98
$19.25
$19.52
$22.25

30 Mo.

$17.83
$18.02
$18.30
$18.59
$18.87
$19.16
$21.25

30 Mo.

$18.33
$18.52
$18.80
$19.09
$19.37
$19.66
$21.75

30 Mo.

$18.83
$19.02
$19.30
$19.59
$19.87
$20.16
$22.25

36 Mo.

$18.85
$19.05
$19.35
$19.65
$20.10
$20.40
$21.25

36 Mo.

$19.35
$19.55
$19.85
$20.15
$20.60
$20.90
$21.75

36 Mo.

$19.85
$20.05
$20.35
$20.65
$21.10
$21.40
$22.25
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December 21, 2000

LETTER OF UNDERSTANDING #1
Educational Assistance Program

Mr. Jerry A. Kearns

Staff Representative

United Steelworkers of America
3362 Hollenberg Drive
Bridgeton, MO 63044-2477
Dear Mr. Kearns:

During the 2000 negotiations, the Company agreed that they will pay for an Educational Assistance Program for all eligible
hourly employees according to the following guidelines:

i. All Bridgeton hourly employees are eligible after one year of employment with Hussmann.

2. The courses or programs must be leading to a job related undergraduate degree, certificate, or diploma. Classes are limited
to one per school term (up to 5 credit hours).

3. Reimbursement or expenses is capped at $2,500.00 per employee per year and covers 100% of tuition, fees, and parking;
and 75% of books.

4. Employee must pass the course with a “C” average or better.

5. The administration and approval process of the program will be run in accordance with HR policy.
6. In the event of a company initiated work schedule change, non-refundable fees will be reimbursed.
Sincerely,

Richard A. Kurt

Director, Human Resources

*Renewed 12/23/08



,,:‘

December 21, 2000

LETTER OF UNDERSTANDING #2
Back Pay

Mr. Jerry A. Kearns

Staff Representative

United Steelworkers of America
3362 Hollenberg Drive
Bridgeton, MO 63044-2477

Dear Mr. Kearns:

During the 2000 negotiations, the parties agreed that if an employee were awarded back pay per Article 8, Section 5, the
Company would administer the issue of Unemployment Compensation consistent with the arbitration of Raymond Roberts

regarding Grievance No. 81-33 dated June 26, 1981.
Sincerely,

Richard A. Kurt
Director, Human Resources

*Renewed 12/23/08



LETTER OF UNDERSTANDING #3
Union Membership
December 23, 2008

Mr. Michael Susic

Staff Representative

Steel, Paper & Forestry, Rubber
Manufacturing, Energy, Allied Industrial
And Service Workers International Unon
3362 Hollenberg Drive

Bridgeton, MO 63044-2477

Dear Mr. Kearns:
During the 2008 negotiations, the Company agreed to provide the following information regarding Union membership:

1. Provide a monthly listing to show the names of active Union employees for whom the Company has not deducted Union
dues. This list will include the employee’s name, monthly gross earnings, and hours worked.

2. On a quarterly basis, provide a computer printout listing in alphabetical order of names, addresses, and telephone numbers
of all bargaining unit members.

3. Provide a list of employees recalled from layoff at the time of recall to include name, date of recall, and shift to report.
Sincerely,

Karen Boeckstiegel
Human Resources Manager

*Revised 12/23/08



December 21, 2000

LETTER OF UNDERSTANDING #4
Chief Shop Steward

Mr. Jerry A. Keams

Staff Representative

United Steelworkers of America
3362 Hollenberg Drive
Bridgeton, MO 63044-2477

Dear Mr. Kearns:

During the 2000 contract negotiations, the Company agreed to continue the concept of a full-time Union representative (Chief
Shop Steward). The Union representative will be assigned to the first shift.

This representative will be responsible to resolve complaints at the lowest possible level and to continue to improve and foster
positive Union/Company relations.

The Company will agree to pay for one-half the time that the representative spends in the Plant up to twenty (20) hours per
week. All Union time will be credited for pension credits and vacation eligibility.

If the Union representative wishes to discuss a complaint with the employee during work time, the representative must first
gain approval from the employee’s immediate supervisor.

Sincerely,

Richard A. Kurt
Director, Human Resources

*Renewed 12/23/08



December 21, 2000

LETTER OF UNDERSTANDING #5
Sheet Metal Temporary Transfers

Mr. Jerry A. Kearns

Staff Representative

United Steelworkers of America
3362 Hollenberg Drive
Bridgeton, MO 63044-2477

Dear Mr. Keamns:

During the 2000 negotiations, both parties discussed the issue of temporary transfer of qualified employees into the Sheet
Metal Department from other departments in order to meet increasing Sheet Metal manpower requirements during the busy
season. The parties have agreed to the following selection and assignment criteria when management expects this temporary

transfer to exceed thirty (30) days:

1. The Company shall first ask for qualified volunteers.

2. The Compﬁny shall then select junior qualified employees by department providing the remaining employees in said

department can perform the required work in that department.

3. Where practicable, employees designated for temporary transfers shall be assigned to the shift that they were on at the time
of selection. The remaining employees shall be assigned to a shift consistent with the manpower needs of the Company.

Sincerely,

Richard A. Kurt
Director, Human Resources

*Renewed 12/23/08



December 21, 2000

LETTER OF UNDERSTANDING #6
Pay Check Shortage

Mr. Jerry A. Kearns

Staff Representative

United Steelworkers of America
3362 Hollenberg Drive
Bridgeton, MO 63044-2477

Dear Mr. Kearns:

During the 2000 negotiations, both parties discussed the importance of resolving pay check shortages. If requested by the
employee, the Company will issue a special check if the shortage is verified by the supervisor as eight (8) or more gross pay

hours on a weekly pay check.
The schedule for issuing this check is as follows:

1. The first shift employee must notify the supervisor of the shortage on or before five (5) hours prior to the end of his Friday
shift. The special check would then be available at the end of the shift on Friday.

2. The second shift employee must notify the supervisor of the shortage on or before the end of his shift on Thursday. The
special check would then be available at 4:00 p.m. on Friday.

3. The third shift employee must notify the supervisor of the shortage on or before the end of his shift on Friday morning.
The special check would then be available by 1:00 p.m. on Friday.

4. Checks received on any other days because of holidays falling due shali be treated in the same manner as though it was a
regular pay day.

In order to meet the above-referenced requirements, it is understood that pay checks for first shift shall be distributed within
the first two (2) hours of an employee’s shift.

In the event of unforeseen circumstances, the above schedule may vary.
Sincerely,

Richard A. Kurt
Director, Human Resources

*Renewed 12/23/08



December 21, 2000

LETTER OF UNDERSTANDING #7
Leadperson Responsibilities

Mr. Jerry A. Keamns

Staff Representative

United Steelworkers of America
3362 Hollenberg Drive
Bridgeton, MO 63044-2477

Dear Mr. Keamns:

During the 2000 negotiations, the parties discussed at great length the duties and responsibilities of the Leadperson position as
referenced in Article 10, Section 6, of the Agreement. In order to clarify this issue, the following is a list of major
responsibilities of this position:

1. Assist Supervisor in assuring timely performance of assigned work with due regard for quality, quantity, costs, and safety
requirements.

2. May assist Supervisor in planning and organizing of departmental operations to include systems work to meet production
schedules.

3. Interface with Expediting, Materials Control, Scheduling, Manufacturing Engineering, Quality Assurance, etc. in the
coordination of intra-departmental activity.

4. Assist the Supervisor in the training of the workforce.

5. Assist the Supervisor in ensuring that good housekeeping, cleanliness and orderly work areas exist through the efforts of ali
employees.

6. When not performing Leadperson duties, perform production work as assigned.
Leadpersons are not responsible for:

1. Involved with issuing discipline.

2. Direct input and verification of payroll data to the Payroll system.

3. Giving “direct orders” to employees.

The Company has assured the Union that they will thoroughly investigate any alleged abuse of the Leadperson position to
resolve the issue.

Sincerely,

Richard A. Kust
Director, Human Resources

*Renewed 12/23/08
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December 21, 2000

LETTER OF UNDERSTANDING #8
Temporary Employees

Mr. Jerry A. Kearns

Staff Representative

United Steelworkers of America
3362 Hollenberg Drive
Bridgeton, MO 63044-2477

Dear Mr. Kearns:

Effective this date, it is the position of the Company that the use of temporary employees contracted through an employment
agency does not fall under the category of sub-contracting as contemplated in Article 4, Section 1H of the current collective

bargaining agreement.
Sincerely,

Richard A. Kurt
Director, Human Resources

*Renewed 12/23/08



December 21, 2000

LETTER OF UNDERSTANDING #9
Work Hardening

Mr. Jerry A. Kearns

Staff Representative

United Steelworkers of America
3362 Hollenberg Drive
Bridgeton, MO 63044-2477

Dear Mr. Keams:

During the 2000 negotiations, the Company agreed that if the Company physician requires an employee to be evaluated
through a work hardening program, the Company shall pay for the cost of such program.

Sincerely,

Richard A. Kurt
Director, Human Resources

*Renewed 12/23/08



LETTER OF UNDERSTANDING #10
Cost Center Movement Within a Department
December 23, 2008

In respect to this issue and the desire of both parties to make the movement of employees across cost centers within a
department as efficiently and effectively as possible, the following has been agreed to:

When transferring between Cost Centers the Company shall transfer the least senior qualified employee provided it does not
disrupt the efficiency and effectiveness of the operation.



December 23, 2004

LETTER OF UNDERSTANDING #11
Maintenance Technician Certification Program

Mr. Jim Bousquet

Business Representative

United Steelworkers of America
3362 Hollenberg Drive
Bridgeton, MO 63044-2477

Dear Mr. Bousquet:

During the 2004 contract negotiations, both parties agreed to continue the Maintenance Technician Certification Program per
Article 12, Section 4, of the Agreement. The specific job duties are outlined in the Maintenance Technician job description.

The specific criteria for this position is as follows:
1. Selection for Training - Employees will be selected for training in accordance with Article 9, Section |1, of the Agreement.

2. Testing-and Certification - Employees selected will be required to pass a pre-requisite evaluation before they begin the
classroom training. In addition, an employee must successfully complete the Performance Evaluation requirement of the
program before he/she starts the “Hands On” training. After completion of this training, the employee must pass the
Certification requirement of the program before becoming a successful bidder as a Maintenance Technician. Refer to the
attached document for more details regarding the Maintenance Technician Certification Program.

Employees have two opportunities to pass the Performance Evaluation and Certification requirements of the program. [f an
employee is unable to pass these requirements after two attempts, then the employee will be ineligible to reenter the program
until all eligible Maintenance employees (who are on the seniority list as of August 1, 1992) are considered for the program.

3. Temporary Transfer - Only employees who have successfully completed the Certification requirement of the program will
be eligible to receive the Maintenance Technician pay rate for temporary assignments per Article 12, Section 9, of the
Agreement.

4. Wage Rate - The Maintenance Technician job will be bid and awarded per Article 10 of the Agreement. A successful
bidder must have successfully passed the Certification requirement of the program: Once the bid is awarded, the employee
will be assigned and paid as Labor Grade VIII.

Sincerely,

Larry Parson
Vice President, Labor and Employee Relations

*Renewed 12/23/08



December 21, 2000

LETTER OF UNDERSTANDING #12
Cell Operator Certification Program

Mr. Jerry A. Kearns

Staff Representative

United Steelworkers of America
3362 Hollenberg Drive
Bridgeton, MO 63044-2477

Dear Mr. Keamns:

Regarding the assignment of newly certified cell operators and selection of employees for future cell operator training
programs, the parties have agreed to the following selection criteria:

Assignment of Newly Certified Cell Operators: Once an employee has successfully completed the certification process for a
Cell Operator, the following steps will be taken:

1. The newly certified employee shall be automatically promoted to Labor Grade 1V Cell Operator without a bid. The
employee shall be assigned to the shift that the employee was on at the time of the certification.

2. The Company shall post a bid for a Labor Grade IV Cell Operator. The bid shall be for the shift that the newly certified
Cell Operator is assigned.

3. The bid shall be awarded to the senior qualified Labor Grade IV Cell Operator on any shift. After the bid is awarded, the
Company shall have the right to transfer the junior qualified Labor Grade IV Cell Operator from the overmanned shift to the

undermanned shift. If no bid is awarded, no transfer is necessary.

4. Example A: Employee A, assigned to the first shift, is newly certified and is automatically promoted to Labor Grade IV
Cell Operator on the first shift. The Company posts a bid for a Labor Grade 1V Cell Operator on first shift. 1If Employee B, a
second shift senior qualified Labor Grade IV Cell Operator, bids for the first shift job, he shall be awarded the job. If the
Company decides to fill the second shift vacancy made by Employee B, Employee C, the junior qualified Labor Grade IV
Cell Operator on the first shift, shall be transferred to the second shift to fill that vacancy. If Employee A is the junior
qualified Cell Operator on first shift, Employee A shall be transferred to the undermanned shift.

Example B: Employees A and B, assigned to the first shift, are newly certified and automatically promoted to Labor Grade
IV Cell Operators on the first shift. The Company posts a bid for two Labor Grade IV Cell Operators for the first shift.
Employee C, assigned to the second shift, and Employee D, assigned to the third shift, are the two senior qualified bidders
and are awafded the first shift jobs. If the Company decides to fill the two vacancies made by Employees C and D,
Employees E and F, the junior qualified Labor Grade IV Cell Operators on the first shift shall be assigned to fill the
vacancies on the second and third shifts. The more senior employee of Employees-E and F shall have the option to select
the second or third shift. The more junior employee shall be assigned to the remaining undermanned shift.

5. Consistent wnth the Management’s Rights clause and long standing past practice, the Company shall have the right to
determine manpower requirements on each shift and shall have the right to permanently transfer junior qualified employees to
other shifts as needed.

In order to protect the rights of qualified employees, the parties have agreed to allow training bids to those qualified
employees for the express purpose of entering Cell Operator Training. Preference will be given to those employees
performing relevant work in the Sheet Metal Department. After that preference is exercised, the training bids will be awarded
to the senior bidders on a plant-wide basis. The training Labor Grade pay will be each individual bidders pre-bid Labor

Grade pay.



If an employee fails to successfuily complete the training, the employee shall be returned to his former Labor Grade and shift
displacing the least senior employee.

Sincerely,

Richard A. Kurt
Director, Human Resources

*Renewed 12/23/08



December 23, 2004

LETTER OF UNDERSTANDING #13
Medical/Dental Access Fees

Mr. Jim Bousquet

Staff Representative

United Steelworkers of America
3362 Hollenberg Drive
Bridgeton, MO 63044-2477

Dear Mr. Bousquet:

The Parties agreed that monthly access fees for Medical/Dental coverage shall be as follows:

1/1/09 1/1/10 1/1/11 171712
Single Coverage  $55/month $65/month $65/month $65/month
Employee + $80/month $90/month $90/month $90/month
1 Dependent
Employee + $115/month  $125/month $125/month $125/month
2 or More
Dependents
Sincerely,
Larry Parson

Vice President; Employee and Labor Relations

*Revised 12/23/08



e

LETTER OF UNDERSTANDING #14
Labor Management Meetings
December 23, 2008

The Company and Local Union Committee shall meet monthly in a cooperative effort to resolve issues and foster harmonious
relations. ‘Said meeting shall take place during the regular working hours during the first full week of each month, limited to
four (4) hours.; In the event issues arise which require more than the allotted four (4) hours the parties shall adjust the
schedule to accommodate the additional needs requirement.



LETTER OF UNDERSTANDING #15
' Grandfathered Labor Grade 1 Employees
December 23, 2008

The following employees will be grandfathered to perform work that was historically assigned to Labor Grade ! assignments
provided they have the seniority to hold these position(s) and the positions are still part of the production operations. Further,
if for any reason they bid off these positions they will no longer be eligible for the terms of this letter:

Eugene Crymes, Jr.
Daniel Wasson
Richard Brown
George Flowers
Eric Bevly
James Joyce
Joe Griffin
Edward Powell
Jimmie Newson

. Stephen Paschall

. Donald Vogler, Jr.

. Calvin Armstrong

. William Mosley

. Donald Fouste

. Luther Wilcox

. Alan Knotts

. Evalyn Heiken

. Neil Hyman

R L
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LETTER OF UNDERSTANDING #16
Perfect Attendance Recognition & Award Program
December 23, 2008

Employees on active roll from January 1 through December 31 of each calendar year shall be entitled to receive recognition
for this program. Perfect attendance means all actively employed employees on the payroll from january ! through December
31 of each calendar year, who worked all scheduled hours (regular and overtime) for the entire calendar year. Time missed
for vacation, funeral leave, jury duty, military leave, visists to company doctor, physical therapy for work related injuries and
unscheduled holidays are excluded, as well as any time excluded by law. Attendance (absence, tardy and out early) must be
verified through the attendance system. The Company reserves the right to modify and change the criteria for receiving the
award but not the amount.

The recognition award will be a $400.00 gift card or check. Awards will be distributed on or before February 15 of the
following year.

Human Resources will compile and post plant wide a list of projected recipients for review by January 2. Employees will be
given until January 15% to review/audit the list and inform Human Resources of any discrepancies. Human Resources will

post a final list of recipients by January 31*.
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December 23, 2004

LETTER OF UNDERSTANDING #17
Establishing Flexible Spending Accounts

The Company and Union have agreed to implement a Flexible Spending Account (FSA).

Sincerely,

Larry Parson
Vice President, Employee and Labor Relations

*Revised 12/23/08



HUSSMANN CORPORATION
BRIDGETON PLANT

DEPARTMENTS/COST CENTERS

Assembly — 510’s
Model Line 02 — 51002

Model Line 03 - 51003
Model Line 07 — 51007
Model Line 08 —- 51008
Model Line 11 - 51011
RIC Line - 51034
Wedge Line - 51053
Coil & Tube - 51022
Foam - 51018 ,
Ends — 51031

Lightintg / Kit — 51080
Paint - 51057

Paint - 51061

Fabrication — 550’s
Robot Form — 550A1
Deburr - 550A2

Shear — 550A4

Punch - 550A5

Form — 550A6

Minster — 550A7

Weld - 550A8

Material Handler - 550A9
Tooling — 550A3

Support — 590’s
Receiving Stores — 59093
BMPS - 59095
Supermarker - 59002
Supermarker — 59003
Supermarker — 59007
Supermarket — 59008
_ Supermarket — 59011
EBOTS - 59092
Color Control — 59098
Staging & Warehouse — 59075
Quality — 590QA
Aftermarket — 59097
' Maintenance / Facilities — 59005

Note: In the event the Department(s) or Cost Center(s) structure requires adjustment during the term of the Agreement, the
Company and liJnion shall meet to discuss such modification(s). Company requests including expansion, consolidation and/or
eliminations shall not be unreasonably withheld. Any disputes shall be resolved through the grievance procedure.
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12/21/00
AGREEMENT

SUBSTANCE ABUSE POLICY
(INCLUDING DRUG TESTING)

The parties have agreed to the Substance Abuse Policy (including Drug Testing) attached hereto, and incorporated by
reference herein, and to the following items.

1.The Company agrees to pay for transportation costs to and from collection site at which the drug/alcohol testing will be
administered. |

2. The Compaﬁy collection procedure shall follow the NIDA guidelines for specimen collection.

3. Urine specimens will be tested for the
following substances:

Screening Confirmation
Cutoff Cutoff

Amphetamines 1000 ng/ml 500 ng/ml

Barbiturates 300 ng/ml 100 ng/mli
Benzodiazepines 300 ng/ml 100 ng/ml
Cocaine : 300 ng/ml 150 ng/ml
THC - Marijuana 100 ng/ml 15 ng/mi
Opiates ' 300 ng/ml 150 ng/ml
PCP 25 ng/ml 5 ng/ml
Methadone 300 ng/ml 100 ng/ml
Propoxyphene . 300 ng/ml 100 ng/ml
Methaqualone ' 300 ng/mi 100 ng/mi

A blood alcohol (ethanol) level .04 g/dl or above is considered positive.

4. An employee sent for testing, pending the test results, will be allowed to report for work the next day provided his
supervisor deems him fit for duty. The Company shall maintain the exclusive right to make such determination and such

determination s:hall not be subject to challenge through the grievance procedure.

5. If discipline.is involved, the results will be furnished to the employee if requested. The Company and the Union reserve the
right to refer the said results to any disciplinary hearing, arbitration or unemployment hearing initiated by the employee or
Union,

6. Only drug/alcohol related offenses after March 22, 1990, will be considered for purposed of administering the Substance
Abuse Policy. Prior related offenses will still be considered part of the employee’s overall disciplinary record.

7. A refusal to take a drug/alcohol test will be the equivalent of an admission of an alcohol/drug related rule violation.
8. The Union reserves the right to challenge the application of this Plan in each particular case.

9. Any of the above procedures or portion of the Substance Abuse Policy (including Drug Testing) will be voided if
prohibited by any applicable federal or state law.

10. Article HI of said policy referring to pre-employment drug testing was not a matter of negotiations between the parties.

11. To clarify the current policy, if rehabilitation is recommended that the employee will follow the recommendation of the
immediate counselor.
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12. Prior to an employee’s return from inactive status of longer than 60 days, notification of passing the Company’s standard
(equivalent to.pre-employment) drug test must be received. An employee who tests positive under this provision shall be
handled in the same manner as employees testing positive under reasonable cause.

13. Any employee involved in a work related injury who is sent for medical care outside the manufacturing facility will
undergo a drug/alcohol test. The initial alcohol screen will be performed by a breathalizer/saliva alcohol test. A level of .04
g/dl or above will require confirmation by blood test.

14. The Company and Union will meet and discuss the progress of the Substance Abuse Program every six months.

15. The parties agree that a Rule #10 violation will be deemed the same as a Rule #11 violation. However, the employee in
violation of Rule #10 shall sign the same Second Chance Agreement as the employee who refuses to take a drug/aicohol test.

16. An employee shall have a maximum of four (4) hours to produce a urine specimen. The first two (2) hours shall be paid
for by the Company at the employee’s straight time hourly rate; the second two (2) hours shall be unpaid. The employee shall
be allowed to consume up to twenty-four (24) ounces of Company supplied liquids in the first two (2) hours. The failure to
produce an adequate specimen within the allotted four (4) hour time period shall be considered the same as a refusal to take
the test.

HUMAN RESOURCES POLICY

SUBJECT
SUBSTANCE ABUSE POLICY
(Including Drug Testing)
POLICY NO. E-27
ISSUED 4/30/90
SUPERSEDES

ISSUE OF NEW

APPLICATION: All U.S. Locations

I. PREFACE

The abuse of alcohol and drugs is a problem affecting all facets of society. Hussmann management believes that the abuse
of alcohol or drugs adversely affects employee efficiency, safety, health, and morale. Management is also concerned about
the well-being of Hussmann employees and their families and recognizes that alcohol and drug abuse has a negative influence
on family stability and welfare. Hussmann management believes that its employees play an important part in shaping how the
corporation is perceived by its customers and the general public. An alert and healthy work force enhances the corporation’s
image and contributes to its continued success. Further, Hussmann Corporation endorses the provisions of the federal Drug-
Free Workplace Act and has taken steps to comply with the provisions of that Act.

II. POLICY
This policy is-a condition of employment which all employees accept by continuing to work for Hussmann Corporation.

A. Any employee who uses, sells, attempts to sell, transfer, or is in possession of illicit drugs during working hours or while
on company property will be subject to discharge.

B. Any employee who is required to take a drug test, under the provisions of this policy, and who subsequently tests positive
for illicit drugs, may face possible disciplinary action up to and including discharge. He or she may be required to seek
assistance as a condition of liis or her continued employment.
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C. Any employee who uses alcoholic beverages or legal prescription drugs without medical authorization during working
hours may face disciplinary action, up to and including discharge. He/she may be required to seek assistance as a condition of
continued employment.

D. Employees must report to the Company any conviction for violation of a criminal drug statute in the workplace within five
(5) days of that conviction. A “conviction” is defined as a finding of guilt (including a plea of nolo contendere or no contest).

I11. APPLICANTS FOR EMPLOYMENT

A. All final candidates for employment will be required to provide a urine specimen which will be analyzed for the presence
of certain drugs. All offers of employment will be made contingent upon satisfactory results of this analysis. Refusal by an
applicant to provide a specimen, or a test result which, upon confirmation, indicates the presence of certain drugs, will result
in the applicant being rejected from further consideration.

B. Medication prescribed by a physician and used in accordance with the physician’s instructions is not covered by this
policy. However, each applicant taking medication is required by this policy to ask his/her physician if such medication may
impair his/her !ability to safely perform his/her job and to report such a possibility to his/her supervisor upon reporting for
work.

C. The drug screen will test for the presence of:

Amphetamines (Amphetamines, Dextro-

amphetamines, Methamphetamines)

Cocaine (B?nzoylecgonine)

Cannabinoids (Marijuana, hashish, hash oil, THC)

Opiates (Heroin, Morphine, Codeine)

Phencyclidine (PCP)Barbiturates (Secobarbital, Pentobarbital, Phenobarbital,
Butabarbita]])Benzodiazepine (Oxazepam, i.e. Valium, Librium, Xanax)Methadone (Methadone)
Methaqualolne (Methaqualone)

Propoxyphene (Propoxyphene, Norpropoxyphene)

D. Candidate drug screening will be performed in conjunction with a required physical examination. All final candidates for
employment with Hussmann will undergo such an examination. The physician performing the examination will determine if

. the applicant is currently using prescription or non-prescription medications which may affect the drug screening. If the

physician determines that this is the case, he may reschedule the drug screen for a later date or take other appropriate
measures to assure the validity of the drug test.

E. All tests for drugs and/or controlled substances will be undertaken at a laboratory selected by the Company. All specimens
will be collected and transported to the laboratory in accordance with the laboratory’s established chain of custody
procedures. Any initial positive drug test screens will be confirmed by Gas Chromatography/Mass Spectrometry (GC/MS).

F. The Human Resources Department or local authority will notify all final applicants of the procedures for undergoing
physical examination and drug screening.

1V. REASONABLE CAUSE

If management has a reasonable cause to suspect that an employee has prohibited drugs or their metabolites in his/her
system, or alcohol in his/her system to the extent that it impairs his/her job performance, or has exhibited symptoms of recent
use, said employee may be required to submit to urine, breath, and/or blood tests to determine if drugs, drug metabolites, or

alcohol are in the employee’s system.

A supervisor 'must be able to clearly articulate his/her observations of suspected alcohol or drug use—or impairment from
such suspected use. Indications of use and/or impairment from use of alcohol or drugs include direct observation of use,
changes in appearance, performance, or behavior, especially after lunch or break, increased nervousness, and the odor of
alcohol or other drugs (e.g. marijuana) on the employee. Other indications may include complaints about the employee’s
behavior and an increase in accidents or injuries where alcohol or drug use is suspected.



A confirmed, positive test may subject the employee to discipline up to and including discharge. It may also require him/her
to participate in either a rehabilitation program or an information and education program, as recommended by the Company’s
Employee Assnstance Program. Participation in and completion of the recommended program will be a condition of
continued employment The employee will also be subject to unannounced follow-up testing over a one year period,
commencing on the date the first test was confirmed as positive. A second confirmed positive test during that one year period
will result in immediate termination.

V. CONSEQUENCES OF TESTING POSITIVE FOR DRUGS OR

ALCOHOL

A. Employees who undergo drug testing and test positive may be eligible for referral to the Company’s Employee Assistance
Program. If referral to outside treatment resources is recommended by the Employee Assistance Program, such treatment may
be covered by: the employee’s health insurance. If inpatient rehabilitation is required, the employee will be placed on a
medical leave of absence.

|
B.Asa condit‘ion of continued employment, employees who are referred to the EAP, whether inpatient or outpatient, will be
required to sign the agreement attiched as Exhibit A, Second Chance Agreement. This agreement, among other things,
requires that the employee follow all treatment recommendations, allow the treatment program to disclose information to the
Employee Assnstance Progmm regarding the employee’s treatment, substance abuse, and its impact on job performance, and
that the employee cooperate in unannounced follow-up testing for a period of one year after his/her first positive test result.
An employee’s failure to adhere to any aspect of the agreement or any subsequent positive test result within 12 months of the
first positive test will result in immediate termination. This follow-up testing requirement will apply, whether or not the

' employee has been determined by the Employee Assistance Program to be in need of rehabilitation.

VI. EMPLOYEE ASSISTANCE
PROGRAM

A. Self Referrals. Any Hussmann employee, or immediate family member of a Hussmann employee, may voluntarily seek
assistance for a personal problem including alcohol and/or substance abuse by contacting the Employee Assistance Program.
All such requests for assistance will be strictly confidential. There is no charge for EAP services, but if it is necessary to refer
the employee or family member to an outside resource, the charges for service provided by outside resources (if any) are the
responsibility of the employee. In some cases, insurance may cover most or a portion of such charges.

B. Superwsoryl Referrals An employee who displays deteriorating job performance, faulty judgment, absenteeism,
tardiness or behavior disruptive to normal operations, should be confronted about these observations and referred to the
Employee Assistance Program. Supervisors should never attempt to diagnose personal problems or speculate on the reasons
for such employee behavior.

Any employee who reports for work, or attempts to work, under the influence of alcohol or drugs will be required to
undergo testing for the presence of alcohol or drugs. If he or she tests positive for the presence of alcohol or drugs, he or she
will face discipline up to and including discharge. Job performance probiems, disruptive behavior, including behavior which
is clearly out of character for that employee, or other signs of impairment which a supervisor can clearly articulate and
document, may require medical or EAP referral.

VIil. CONSENT

Prior to being required to submit to any testing procedures described in this policy, the employee or applicant must sign a
consent form (Exhibit B and C, respectively) provided by the Company and by the laboratory collection facility.

VIII. FAILURE TO COOPERATE

An employee”s refusal to submit to such tests for alcohol or drugs, and/or to sign a consent to release information, will be
considered a refusal of a direct work order, and will subject the employee to discipline up to and including discharge.
Similarly, an employee’s refusal to abide by any of the requirements of the Company’s Employee Assistance Program,
including but not limited to cooperation in follow-up testing, will result in immediate termination.

IX. LIMITATIONS OF THIS POLICY
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This policy does not authorize the use of drug testing on a random basis or without reasonable cause to believe that an
employee is under the influence of alcohol or drugs. Supervisors will be trained to focus on and identify job impairment
indicators which may be a result of alcohol/substance abuse. However, there may be many reasons for sub-par job
performance and supervisors should not attempt to diagnose the causes of impaired performance. When it is suspected that a
personal problem may exist, supervisors should refer the employee to EAP.

Exhibit A

SECOND CHANCE AGREEMENT

In consideration of the Company’s willingness to continue my employment,
1, , agree:

1. To cooperate in any number of unannounced surprise tests of my breath, blood, and/or urine for evidence of alcohol or
drug use at times determined solely by the Company during the next twelve (12) months.

2. Not to report to work or to work under the influence of drugs or alcohol and not to possess or consume drugs or alcohol
while at work or working.

3. If rehabilitation is recommended, to follow my counselor’s and/or therapist’s directions and recommendations with respect
to rehabilitation and to successfully complete any inpatient and/or outpatient rehabilitation programs recommended and/or
directed by sald counselor and/or therapist and/or any other prescribed guidelines of the rehabilitation program, or the

Company’s Employee Assistance Program.

4. To authorize persons involved in counseling, diagnosing, and treating me, to disclose to the Employee Assistance Program
my progress and cooperation, my drug and alcohol use, and any dangers they perceive in connection with the performance of
my job duties and to execute any written authorizations which said counselor and/or therapist require in order to provide the

Employee Assilstance Program with such information.
I understand and agree that [ may be terminated from my job if 1 violate or revoke any of the terms of this Agreement.

I understand that this Agreement is not a guarantee of employment and that | may be terminated at any time for any reason or
if there is a collectlve bargaining agreement then in accordance with the provisions of the collective bargaining agreement

notwnhstandmg my compliance with this Agreement.

I have read and understand this Agreement and certify that | am entering into it voluntarily and with full knowledge of its
significance after being given a reasonable opportunity to discuss its terms with a representative of the Union, if requested.

Date:

Witness
Date:

Exhibit B

CONSENT AND RELEASE
I, , hereby
consent to the collection of urine, and/or blood or breath specimens from me, to the testing of such specimens for alcohol,
drugs or their metabolites, to the release of test results and other relevant medical information by [names of facilities which
draw and test specimens] to Hussmann Corporation management. | understand that my refusal to consent to testing and to
agree to have the results released to a representative of Hussmann Corporation will be considered a refusal of a direct work
order, and may subject me to discharge. If an applicant, my refusal to consent may result in my application being rejected.




I have, within the last 30 days, taken the
following medications.

Prescribing
Name of Drug Physician

Consent Given:

(Signature)
Date:

Witness
Date:

SECOND CHANCE AGREEMENT
(Refusal to Take a Drug/Alcohol Test)

In consideration of the Company’s willingness to continue my employment,

I, agree:

1. To cooperate in any number of unannounced surprise tests of my breath, blood and/or urine for evidence of alcohol or drug
use at times determined solely by the Company during the next twelve (12) months.

2. Not to report to work or to work under the influence of drugs or alcohol and not to possess or consume drugs or alcohol
while at work or working.

[ understand and agree that | may be terminated from my job if I violate or revoke any of the terms of this Agreement.

I understand that this Agreement is not a guarantee of employment and that I may be terminated at any time for any reason or
if there is a collective bargaining agreement then in accordance with the provisions of the collective bargaining agreement
notwithstanding my compliance with this Agreement.

I have read and understand this Agreement and certify that | am entering into it voluntanly and with full knowledge of its
significance aﬂer being given a reasonable opportunity to discuss its terms with a representative of the Union, if applicable.

Date:

Witness

Union Representative or Other Witness

Date:
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April 1, 2009

The following grievances have been withdrawn on a non precedent

07-51 John Kennedy
07-76 Lynne Adkins
07-171 Lucretia Wallace
07-181 Rodney Cutright
07-203 Mark A. Huey

- 07-246 Rodney Cutright
07-247 - Al Haislip

07-257 Roger Thoroughman
07-282 Gary Hovatter
07-317 Rodney Cutright
07-332 Rick White

07-364 Janice Mister
07-385 Rodney Cutright
07-405 Antonio Webb
07-438 Emily Flowers
07-441 Vicky Calvert-Williams
07-442 Ken Otten

07-447 Philip Derda
07-448 Bob Tibbs

07-449 Emily Flowers
07-450 Regina Brisby
07-451 Dennis Berkley
07-452 Sara Coney

07-453 Robert McFadden
07-454 Randy Burchard
07-455 Patricia Hood
07-456 Philip Chirco
07-497 Philip Derda
07-438, 07-449, 07-450, 07-451, 07-452, 08-20, 08-22, 08-202
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The union grievance/négotiating committee withdraws the following grievances:

BOB TIBBS

LONNIE ANDERSON
DEBRA GRICE
RICHARD CRAWFORD
CHARLES CANNON
KENNETH MINARD
GREGORY LAWSON
BRENDA SADLER
TERRY WARREN
JANICE MISTER
JERROLD MERTZ
JOHN MATTOX
ROBERT WRIGHT SR
STEPHEN HEURMANN
TIMOTHY GUINN
TAMMY MANZELLA
RYAN SIMRIL
DOUGLAS WARREN
KEITH BURRWLL
ROBERT MCFARLAND
CARL WRIGHT
WILLIAMS HOLMES
LARRY DAVIS SR
LISA SANDERS
DEBRA GRICE
SAMIR ISLAMOVIC
SCOTT HAPGOOD
JOHN KENNEDY
JACK KIRKLAND
DAN BOOHER

DAN HOSENFELT
JOHN SWALLER
KEVIN SCARBROUGH
LEON YOUNG

LEON YOUNG

MARK GIERER
CHRISTINE MCATEE
RICHARD FETSCH
JERROLD MARTZ
DARRYL GILLESPIE
DAREN GARNER SR
KEVIN SCARBROUGH
KEVIN SCARBROUGH
ISMET DEDIC
JAMARIA BRISBY
FRED CAIN JR
RICHARD PRESSON
TERRY ZOOK

JIM MAYHALL

FRED EDMOND
CLARENCE HOWARD
GERALD RAINEY
MATT MATTIOLI
ROBERT MCFARLAND
LYNNE ADKINS
ROBIN CHOATE
BRENDA SADLER
FRED CAIN JR

FRED CAIN JR

ROOSEVELT CLEMONT

JIM MAYHALL
BENNIE JEFFERSON
FRED CAIN JR
BILL MCDONNELL

08-430
08-432
08-433
08-436
08-437

TERRY ZOOK
THOMAS MICHEL
LESLEY _PELUSO
DIANE PRESSON
PEARL THOMAS

Etal. for grievance # 08-207 TERESA SMITH

08-208
08-210
08-268
08-275
08-290
08-300
08-316
08-333
08-334
08-338
08-339
08-340
08-342
08-343
08-345

-

AUDREY THOMPSON
WILLIAM HOLMES
MARIO HOARD
MIKE TAYLOR
ANTHONY WALKER
SHANIECE MAHONE
THERESA SMITH
JERRY JOHNSON
ALLEN BARRON
HANINY BURNS
EVANGELA LEWIS
DELAINE RANDALL
LISA SANDERS
JUDGE WATKINS.
DAVID SPENCE

4/17/09



