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INTRODUCTION 

The interests of Management and Labor in an in­
dustrial organization are mutual. Both are in the same 
business and the success of that business is vital to all 
concerned. Both Management and employees must 
work together to the end that the quality and cost of 
the product will prove increasingly attractive to our 
customers so that the business will be continuously 
successful. 

The basic interests of employer and employees are 
the same. However, at times employees and the Man­
agement have different ideas on various matters af­
fecting their relationship. These differences can be 
peacefully and satisfactorily adjusted by sincere and 
patient effort on both sides. 



PREFACE 

Delphi Automotive Systems and the USWA-AFL-CIO/ 
CLC recognize their respective responsibilities under 
Federal, State, and Local laws relating to Fair 
Employment Practices 

The Company and the Union recognize the moral 
principles involved in the area of.civil rights and have 
reaffirmed in their Collective Bargaining Agreement 
their commitment not to discriminate because of race, 
religion, color, age, sex, national origin, disability or 
sexual orientation, 



AGREEMENT 

Agreement entered into this 8th day of December, 
1999 between Delphi Automotive Systems, and its 
Delphi EnergaLaBd Chassis Systems hereinafter re­
ferred to as "the Company" and United SteeJworkers 
of America, AFL-CIO/CLC, and its Local Union 87, 
hereinafter referred to as "the Union". 



PURPOSE OF AGREEMENT 

(1) The purpose of this Agreement is to provide 
orderly collective bargaining relations between the 
Corporation and the Union, to secure a prompt and 
equitable disposition of grievances' and to establish 
fair wages, hours and working conditions for the em­
ployees covered by this Agreement. 

(la) If either party at the plant operating level be-. 
lieyes that the provisions ofthis Agreement are being 
administered in a manner inconsistent with orderly 
collective bargaining relations, the circumstances will 
be discussed between the designated representative of 
the local Management and the Chairperson of the Shop 
Committee in an effort to resolve the problem. If the 
problem is nofresolved, the Corporation's Director of 
Labor Relations or the President of the Local Union 
may request, in writing, a meeting of their designated 
representatives to discuss the problem and take appro­
priate action. • • ' • 

RECOGNITION 

(2) The Corporation recognizes the Union as the 
exclusive representative of all production employees" 
of the Dayton," Ohio plant, including those directly 
associated with production, including tool and die. 
makers, and maintenance employees, and specifically 
including stationary engineers, firemen, and appren­
tice stationary engineers, except those listed in the 
following paragraph, for the purpose of collective bar­
gaining with respect to rates of pay, wages, hours of 
employment, and other conditions of employment. 

(3) For the purpose of this Agreement, the term 
"employee" shall include all production employees, 
including those directly associated with production, 
including tool and die makers and maintenance em­
ployees, and specifically including stationary engi­
neers, firemen, and apprentice stationary engineers, 
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but excluding direct representatives of-Management 
such as officers and directors of the Corporation, sales 
managers and assistant sales managers, factory man­
agers, assistant factory managers, directors and em­
ployees of sales, accounting, personnel and industrial 
relations departments, directors of purchases and as­
sistant directors of purchases, supervisor? and assis­
tant supervisors, general supervisors", advisors and 
assistant advisors, and all other persons working in a 
supervisory capacity, including those having the right 
to hire or discharge, and-those whose duties include 
recommendation as to hiring or discharging and those 
employees whose work is of a confidential nature, 
time study personnel, plant protection employees, all 
clerical employees, chief engineer, process engineers, 
tool engineers, designing (drawing board), produc­
tion, estimating, and planning engineers, designers and 
detailers, physicists, chemists, metallurgists, artists and 
designer artists, timekeepers, technical school students, 
cooperative school students and those technical or pro­
fessional employees who are receiving special train­
ing. . . .- . 

(4) The Corporation will not interfere with, re­
strain or coerce employees because of membership or 
lawfulactivity in the Union, nor will it by discrimina­
tion in respect to hire, tenure of employment or any 
term or condition of employment, attempt to discour­
age membership in the Union. 

(4a) It is the'policy of the Corporation and Union 
that the provisions of this Agreement be applied to all 
employees covered by this Agreement without dis­
crimination based on race, color, religion, age, sex, 
sexual orientation, national origin or individuals with 
disabilities as required by appropriate state and fed­
eral law. Any claims of violation of this policy or 
claims of sexual harassment may be taken up as a 
grievance. 

2 



When a grievance containing a claim of violation 
of this paragraph is appealed to the Shop Committee, 
the Chairperson of the Shop Committee may refer the 
claim to a designated member of the Civil Rights 
Committee of the Union for a factual investigation 
and report. Any such investigation will be conducted 
in accordance with the provisions of Paragraph (34a). 
Neither the Chairperson of the Civil Rights Commit­
tee, nor the member of the committee that they may 
designate to investigate such a claim in their place, 
shall receive pay from the Corporation based solely 
upon any activity arising pursuant to this paragraph. 

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

(5) The Union agrees that neither the Union nor 
its members will intimidate or coerce any employee in 
respect to their, right to work or in respect to Union 
activity or membership, and further, that there shall be 
no solicitation of employees for Union membership or 
dues during working time. The Union further agrees 
that the Corporation shall take disciplinary action for 
any violations of this provision, 

(6) The right to hire, promote, subject to the pro­
visions of Paragraph (55) and Paragraph (62g), where 
applicable, discharge or discipline for cause, and to 
maintain discipline and efficiency of employees, is 
expressly recognized as the sole responsibility of the 
Corporation except that Union members shall not be 
discriminated against as such. In addition, the prod­
ucts to be manufactured, the location of plants, the 
schedules of production, the methods, processes and 
means of manufacturing are solely exclusively the 
responsibility of the Corporation. 

3 



UNION SECURITY AND 
CHECKOFF OF MONTHLY 

UNION MEMBERSHIP DUES 

(7a) An employee who is a member of the Union at 
the time this Agreement becomes effective shall con­
tinue membership in the Union for the duration of this 
Agreement to the extent of paying monthly Union 
membership dues and first month's dues for new and 
rejoining members uniformly required as a condition 
of acquiring or retaining membership in the Union. 

(7b) An employee who is not a member of the Union 
at the time this Agreement becomes effective shall 
become a member of the union within ten (10) days 
after the thirtieth (30th) day following the effective 
date of this Agreement or within ten (10) days after 
the thirtieth (30th) day following employment, which­
ever is later, and shall remain a member of the Union, 
to the extent of paying monthly Union membership 
dues and first month's dues for new and rejoining 
members uniformly required as a condition of acquir­
ing or retaining membership in the Union, whenever 
employed under, and for the duration of this Agree­
ment. 

(7c) Anything herein to the contrary notwithstand­
ing, an employee shall not be required to become a 
member of or continue membership in the Union, as a 
condition of employment, if employed in any state 
which prohibits, or otherwise makes unlawful, mem­
bership in a labor organization as a condition of em­
ployment. 

(7d) The Union shall accept into membership each 
employee covered by this Agreement who tenders to 
the Union the monthly Union membership dues and 
first month's dues for new and rejoining members 
uniformly required as a condition of acquiring or re­
taining membership in the Union, 
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(7e) The Union will furnish Management,, within 
fifteen (15) days from the effective date of this Agree­
ment, the names of all members paying dues direct to 
the Local Union. 

(7f) Any dispute arising as to the employee's mem­
bership in the Union shall be reviewed by a represen­
tative of Management and the Chairperson of the Shop 
Committee, and if not resolved, may be decided by 
the Impartial Umpire. 

(7g) "Member of the Union'' as used in Paragraph 
(7a) and (7b) above means any employee who is a 
member of the Union and is not more than ninety (90) 
days in arrears in the payment of monthly Union mem­
bership dues. 

(7ta) First month's dues for new and rejoining mem­
bers for membership in the Union shall.not exceed the 
maximum prescribed by the Constitution of the Inter­
national Union at the time the employee becomes a 
member. 

(7i) During the life of this Agreement, the Co£rjr> 
layon agrees to deduct Union membership due& lev­
ied by the International Union or local Union in 
accordance with Constitution and By-Laws of the 
Union, from the pay of each employee who executes 
or has executed the following '-Authorization for 
Check-Off of Dues" form; provided, however, that 
the Corporation will continue to deduct monthly Union 
membership dues from the pay of each employee for 
whom it has on file an unrevoked Authorization for 
Check-Off of Dues form initiated during prior agree­
ments between the Corporation and the Union. 
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Authorization for Check-Off of Dues 
To the Delphi Energy and Chassis Systems, 
Delphi Automotive Systems 

. Date 

1 hereby assign to Local Union 87, International 
Union, United Steelworkers of America, USWA-AFL-
CIO/CLC, from any wages earned or to be earned by 
me as your employee" (in my present or in any future 
employment by you), such sums as the Financial Of­
ficer of said Local Union 87 may certify as due and 
owing from me as monthly Union membership dues 
and first month's dues for new. and rejoining members 
in such sum as may be established from time to time 
by said Local Union in accordance with the Constitu­
tion of the International Union, USWA-AFL-CIO/ 
CLC. I authorize and direct you to deduct such amounts 
from my pay and to remit same to the Union at such 
times and in such manner as may be agreed upon 
between you and the Union at any time while this 
authorization is in effect. 

This assignment, authorization and direction shall 
be irrevocable for the period of one (1) year from the 
date of delivery hereof to you, or until the termination 
of the collective Agreement between the Corporation 
and the Union which is in force at the time of delivery 
of this authorization, whichever occurs sooner; and 1 
agree and direct that this assignment, authorization 
and direction shad be automatically renewed, and shall 
be irrevocable for successive periods of one (1) year 
each or for the period of each succeeding applicable 
collective Agreement between the Corporation and 
the Union, whichever shall be shorter; unless written 
notice of revocation by individual registered mail is 
given by me to the Corporation and the Union post 
marked not more than twenty (20) days and not less 
than ten (10) days prior to the expiration date of each 
period of one (I) year, or of each applicable collective 
Agreement between the Corporation and the Union, 
whichever occurs sooner. ' 
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This authorization is made pursuant to the provi­
sions of Section 302(c) of the Labor, Management 
Relations Act of 1947 and otherwise. 

(Signature of Employee here) •, 

(Address of Employee) 

(Type or print name of Employee here) 

(Chy) : ~~ (Date) 

(Date of Signing) 

(Employee's Clock No.) 

' (Date, of Delivery to Employer) 

(7j) Deductions shall be made only in accordance 
with the provisions of said Authorizations for Check­
off of Dues, together'with the provisions of this sec­
tion of the Agreement. „ 

(7k) A properly executed copy-of such Authoriza­
tion for Check-off of Dues form for each employee 
for whom Union membership dues are to be deducted 
hereunder, shall be delivered to Management before 
any payroll deductions are made, except as to employ­
ees whose authorizations have heretofore been deliv­
ered. Deductions shall be made thereafter, only under 
Authorizations for Check-off of Dues- forms which 
have been properly executed and are in effect. Any 
Authorization for Check-off of Dues which is incom­
plete or in error will be returned to the local Union by 
Management. 

(71) Check-off deductions under all properly ex­
ecuted Authorizations for Check-off of Dues forms 
which have been delivered to Management on or be­
fore the effective date of this Agreement, shall begin 
with the month following the month in which the 



Union notifies the Corporation to begin the Check-off 
of Dues under this Agreement. 

(7m) Thereafter, on or before the fifteenth (15th) 
day of each month, the local Union shall deliver to 
Management any executed Authorization for Check­
off of Dues forms under which monthly Union mem­
bership dues and first month's dues for new and 
rejoining members are to be deducted beginning with 
the foiiowing calendar month. After receipt of the 
Authorization for Check-off of Dues form, the Union 
membership dues for each succeeding calendar month 
shall be deducted from the employee's first pay re­
ceived following the first payroll period ending in the 
calendar month in which the employee has sufficient 
net earnings to cover the Union membership dues. In 
the event that monthly membership dues, other than 
those for the calendar month in which the deduction is 
made, and first month's dues for new and rejoining 
members have become due and owing by an employee 
subsequent to the effective date of said employee's 
Authorization for Check-off of Dues form, but prior 
to the first deduction by the Corporation thereunder, 
such monthly Union membership dues and first 
month's dues for new and rejoining members will be 
deducted by the Corporation at the time it makes the 
first deduction for membership dues. The local Union 
will notify Management in writing when it makes 
delivery of Authorization for Check-off of Dues forms 
prior to the 15th of each month, of the amounts owing 
by employees who execute these forms. 

(7n) In the case of employees rehired, or return­
ing to work after layoff or leave of absence, or being 
transferred back into the bargaining unit, who previ­
ously have property executed Authorization for Check­
off of Dues forms, deductions will be made for 
membership due's as provided herein. 

(7o) In cases where a deduction is made which 
duplicates a payment already made to the Union by an 
employee, or where a deduction is not in conformity 
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with the provisions of the Union Constitution and By-
Laws, refunds to the employee will be made.by the 
local Union. 

(7p) Dues deductions shall be remitted to the desig­
nated financial officer of the local Uniononce each 
month as soon as available but no later than 10 days 
after the first regular payday in the month. Any de­
ductions made from subsequent payrolls in that month 
shall be included with the remittance for the following 
month. Local Management shall furnish the desig­
nated financial officer of the local Union, monthly, 
with a list of those for whom deductions have been 
made and the amounts of such deductions. 

(7q) Any temporary employee whose employment 
is terminated, or any employee who is transferred to a 
classification not in the bargaining unit, or any em­
ployee whose seniority is broken by death,' quit, dis­
charge, layoff or sick leave of absence shall cease to 
be subject to Check-off deductions beginning in the 
month immediately following the month in which such 
termination or transfer occurred or seniority was thus 
broken. Management will notify the local Union fol­
lowing the end of each month of the names of such 
employees and will designate the reason each such 
employee ceased to be subject to the Check-off. 

(7r) Any dispute which may arise as to whether or 
not an employee properly executed or properly re­
voked an Authorization for Check-off of Dues form, 
shall be reviewed with the employee by a representa­
tive of the local Union and a representative of Man­
agement. Should this review not dispose of the matter 
the dispute may be referred to the Umpire, whose 
decision shall be final and binding on the employee, 
the Union and the Corporation. Until the matter is 
disposed of, no further deductions shall be made. 

(7s) The Corporation shall not be liable to the In­
ternational Union or its locals by reason of the re­
quirements of this Section. for the remittance or 
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payment of any sum other than that constituting actual 
' deductions made from employee wages earned. 

Agreement of Indemnity 

(7t) In consideration of the Corporation checking 
off Union membership dues in accordance with the 
terms and provisions of this Agreement between the 
parties and for other good and valuable consideration 
it is agreed that: ' . ' 

•i . . . . - ' • • . • • • • , 

(1) The Corporation, upon receiving notice of 
any claim or demand and/or upon being-served with 
process or other notice of the institution of any suit or 
proceeding against it which in any manner or way 
challenges the right of the Corporation to "check-off 
the Union membership dues from the wage or wages 
of any employee or employees pursuant to the provi­
sion of this Agreement, will notify the Union promptly 
thereof in writing. 

(2) The Corporation will undertake to answer. 
and to defend against, any such claim or demand made 
by way of litigation or otherwise. 

(3) The Corporation and the Union shall share 
equally the expenses for transcripts, records,' briefs 
and other similar expenses incidental to the defense 
of, or appeal or review of a finding arising out of or in 
connection with' any such claim or demand made by 
way'of litigation or otherwise; arid the Corporation' 
and the Union shall each payits own expenses for the 
services of its attomeys-in any and all of such cases 
and proceedings. The Union will indemnify and hold 
harmless the Caiporation and assume, and discharge 
the Corporation's full and complete liability (exclu­
sive of .the Corporation's attorney's fees and exclu­
sive of the Corporation's share in the expense of the 
transcripts, records, briefs and other similar expenses 
incidental to the defense of the case, in litigation or 
otherwise, and to the prosecution of the case upon any 
review or appeal) arising out of or in connection with 
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any;and<all.litigation or proceedings brought against 
the Corporation by. (1) any employee, group of erm 
ployees, or any other person who has had wages 
"checked-off' pursuant to the provisions of this sec­
tion of the Agreement and/or by (2) any Federal, State 
or local government body or agency,,by reason of the 
Corporation haying carried out the terms of the "check­
off provision of this Agreement, provided,that the 
claim of liability is predicated upon the provisions of 
the statutes of the particular State involved, or is predi­
cated upon the provisions of any Federal statutes in­
volved, as the case may be. 

.REPRESENTATION 

(8a) The plant will be districted by agreement be­
tween the Management and the President of the Local 
Union'and the Chairperson of the Shop Committee in 
the ratio of not to exceed one district for each two 
hundred and fifty employees covered by this Agree­
ment. ' . . . . , ' ' • „ . -

(8b) However, in the event the number'of employ­
ees in an established district becomes in excess of 250 
employees, when averaged oyer a three-month period, 
it may be districted at, the end of such three-month 
period, upon the request of either the Management or 
the Union. Thereafter,' redistricting shall be accom­
plished within twenty working days of such request. 

(8c) The total number of employees receiving a 
regular payroll check for work performed [plus em­
ployees who did not receive a regular payroll check 
who are on' an approved vacation or leave of absence 
pursuant to Paragraphs (102) and (106) - short term] 
during a week representative of normal operations, 
mutually selected by the Management and the Union, 
will be the number used for redistricting. 

(9a) Except as noted in Paragraph (8b), the plant 
shall be redistricted not more frequently than six-month 



intervals from the date of this Agreement upon re­
quest of either the Management or the Union, unless 
otherwise mutually agreed by the parties. Thereafter, 
redistricting shall be accomplished within twenty work­
ing days of such request. '•. , •>. 

(9b) In the establishment of representation districts 
as provided above, it is recognized that separate areas 
of the plant currently exist and are identified as fol­
lows: 

Area Description of Areas of the Plant 

"A" All existing or any future buildings located 
not more than one-quarter mile east of a line 
running not more than one-half mile north or 
more than one-half mile south of a point 
beginning at the intersection of Third and 
Abbey Avenue. 

"B" All existing or any future buildings located 
not more than three-fourth mile west of a 
line running not more than one-half mile north 
or more than one-half mile south of a point 
beginning at the intersection of Third and 
Abbey Avenue. 

"C" (Vandalia) All existing or any future buildings 
at the Corporation's Vandalia^ Ohio location. 

Other Locations - [See Paragraph (15c)] 

(9c) The areas of the Plant as described in Para­
graph (9b) above, may- be supplemented or changed 
by negotiations between the Corporation and the Union. 

(9d) Any district established in accordance with 
Paragraph (8a) will exist in only one of the areas of 
the Plant as presently set forth in Paragraph (9b) or as 
may be supplemented or changed by negotiations be­
tween the Corporation and the Union. 
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DISTRICT COMMITTEEPERSONS 

(10) Each district will be represented by one 
district committeeperson and one alternate 
committeeperson. Except as rioted in Paragraph (15a), 
the alternate committeeperson will function only.while 
the district committeeperson is absent from work. 

(11) No one shall be eligible to serve as a district 
committeeperson or as' an alternate committeeperson 
unless the person is an employee in the district which 
they represents, and until they have acquired seniority 
and arg working in the plant. 

(12) District committeepersons and alternate 
committeepersons are subject to all rules governing 
employees except as otherwise provided in this Agree­
ment. 

(13) A committeeperson will function eight (8) 
hours per day for the purpose of adjusting grievances 
in any department in their district for representational 
purposes in the Grievance Procedure or if they have 
been notified that their presence has been requested to 
represent an employee in another district in accor­
dance with the Committeeperson Sequence Call Chart. 
Such permission will be granted immediately, or within 
a period not to exceed one hour. 

(14) Upon entering a department other than their 
own in the fulfillment of tjieix duties, the 
committeeperson shall report to the location arranged 
between the committeeperson and the 
committeeperson's advisor. 

(14a) In the event an employee requests representa­
tion under Paragraph (31) prior to being notified that 
he/she is being transferred to another district, the dis­
trict committeeperson for his/her regular district may 
respond to the request, provided the districts involved 
are in reasonable proximity and there is no change of 
shift. 
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(15a)(l) • District committeepersons will be permit­
ted to adjust grievances only in their respective dis­
tricts except in the event the committeeperson and the 
alternate committeeperson are both absent from work, 
a committeeperson from another district on the same 
shift within the same area of the Plant [as defined in 
Paragraph (9b)] will be permitted to adjust grievances 
in that district. Such district committeeperson shall be 
selected from a list designated in order of preference. 
This list shall be determined during a meeting ar­
ranged at a mutually set time by a Supervisor of Labor 
Relations and the Chairperson of the Shop Commit­
tee. This list may be revised not more frequently than 
each two months from the date of the'Agreement 
upon request of either the Chairperson of the Shop 
Committee or a Supervisor of Labor Relations, unless 
otherwise mutually agreed by the parties. However, in 
the event all other district committeepersons within 
the same area of the Plant are absent from work, then 
an alternate committeeperson from another district on 
the same shift within the same area of the Plant will 
be permitted to adjust grievances in that district. 

(15b)(l) If an alternate committeeperson for a dis­
trict or a district committeeperson or alternate 
committeeperson from another district, as the case 
may be, is called to function during an absence as set 
forth in Paragraph (I5a)(l) and the grievance is not 
adjusted during that call, any subsequent cali for a 
committeeperson to handle that grievance will be made 
to the same district committeeperson or alternate 
committeeperson, as the case may be, provided that 
the committeeperson and the grievant are working on 
the same shift and in the same area of the plant. 

(15M(2) If a district committeeperson or an alter­
nate committeeperson, as the case may be, is called to 
function during an absence as set forth in Paragraph 
(I5a)(l) and the grievance is not adjusted during that 
call, any subsequent call for a committeeperson to 
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handle that grievance will be made in accordance with 
the Committeeperson Sequence Call Chart starting at 
Step 1 for the grievant's applicable area of the plant: 

(15c) The Chairperson of the Shop Committee may 
function for the purposes of Paragraph (15d) arid the 
Chairperson of the Shop Committee may supply and 
maintain an up-to-date list of Union Representatives 
as defined in Paragraph (15c)(l) who may function 
for the purposes of Paragraph (15d). Their selection 
will be from among seniority employees assigned to 
and working the shift and within the particular Plant 
Area for which they are designated to function under 
the provisions of Paragraph (15d). This list shall also 
indicate the Union's preference as to the order in which 
such Union Representatives are to be called. 

In the event all Union Representatives so desig­
nated as defined in Paragraph (15c)(l) below are ab­
sent from the plant, representation will be provided in 
accordance with the Committeeperson Sequence Call 
Chart starting with Step 1 [see paragraph (15a)]. 

(15c)(l) Paragraph (13) does not apply to the 
Chairperson of the Shop Committee or to Union Repre­
sentatives as specified under this Paragraph (15c)(l). 

> No. of Union Representatives Who 
Employees May Function Under the Provisions 

In Plant of Paragraph (lSd) below • 

Up to 1500 1* 

1500-3000 ' 2 

3000-4500 3 

4500-6000 •' . 4 , ; 

6000 and over ' 5 

*This shall be the Chairperson of the Shop Committee.' . 
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(15d)(l) Grievances may be. filed by employees 
not on the payroll. Since it is .important that com­
plaints regarding unjust or discriminatory layoffs or 
discharges be handled promptly, accordingly employ­
ees having such type complaints should present them­
selves as provided for in Paragraph (15d)(3) below to 
handle such complaint. 

(15d)(2) When such an employee presents him­
self/herself at the Area in accordance with (1) above, 
the grievance will be handled on that shift as desig­
nated in Paragraph (15c). 

(15d}(3) Employees not on the payroll may file or 
present a complaint to the Corporation at the follow­
ing locations. If such employee last worked in Plant 
Areas "A" or "B," the employee must present said 
complaint to the Labor Relations Office in Plant Area 
"A". If such employee last worked in Plant Area "C" 
the employee must present said complaint to the La­
bor Relations Office located in Plant Area "C". How­
ever, such latter employee may present his/her 
complaint to the Labor Relations Office located in 
Plant Area "A" by arrangement made between the 
President of the Local Union or the Chairperson of the 
Shop Committee and a member of the Corporation's 
Labor Relations Staff. , 

(15e) Requests for representation by employees 
assigned to work at a location other than those defined 
under Paragraph (9b) shall be provided in accordance 
with arrangements made by the President of the Local 
Union or his/her designated representative and a mem­
ber of the Corporation's Labor Relations Staff. 

(15f) The term "grievances filed" as used in this 
Agreement, shall also cover the "calling of a 
committeeperson" under the applicable terms of this 
Agreement even though a written grievance does not 
result from such call. 
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(16) Committeepersons shall enter and remain in 
the plant only on their respective shifts unless re­
quired to enter the plant on other shifts in accordance 
with the provisions bf.this Agreement. 

. (17a) In order to perform their functions under the 
Grievance Procedure, committeepersons and alternate 
committeepersons, including the district 
committeeperson designated in Paragraph (15c) shall, 
as a group, have available to them time totaling two 
(2) hours times the number of districts as established 
in Paragraph (9a) times the number of days 
committeepersons actually work each day under (17a) 
above, but not less than sixty (60.0) hours each calen­
dar week. 'This additional time is to be used by the 
committeeperson or alternate committeeperson to ad­
just grievances, including verbal grievances, only in 
the event they have exhausted the committeeperson 
time allowed their district as set forth-in'Paragraph 
(17a). 

COMMITTEEPERSON SEQUENCE CALL CHART 
COMMITTEEPERSON TO BE CALLED PER PARAGRAPH [15a) 

"A" "B" " C " 

1. Dist Com: for dist. 
in which grievant 
is working. 

2. Alt. Com. for dist. 
in which grievant 
is working. 

3. A Dist. Com. from-
another dist. in 
Plant Area "A". 

Dist. Com; for dist. 
in which grievant 
is working. 

Alt. Com. for dist.. 
in which grievant 
is working. ' ' 

i- A Dist. Com. from 
another dist. in 
Plant Area "B". 

Dist. Com. for dist. 
in which grievant 
is working. 

Alt. Com. for dist. 
in which grievant 
is working. " 

A Dist. Com. from 
another dist. in 
Plant Area "C".. 

An Alt. Com. from 
another dist. in 
Plant Area X " . 

An Alt. Com. from 
another dist. in 
Plant Area "A". 

4. An Alt. Com, from An Alt. Com. from 
another dist. in another dist. in 
Plant Area "A". Plan! Area "B". 

5. An Alt. Com. from An Alt. Com. from 
another dist. in another dist. in 
Plant Area "B". Plant Area "A". 
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6. An Alt. Com. from An Alt. Com, from • An Alt. Com. from 
another dist. in another dist. in another (list, in .. 
Plant Area "B". Plant Area "A". Plant Area "A". 

7. An Alt. Com. from An Alt. Com. from An Alt. Com' from-
another dist. in another dist. in another dist. in 
Plant Area " C \ Plant Area "C". Plant Area "B". 

8. An Alt. Com. from An Alt. Com. from An Alt. Com. from 
another dist. in another dist. in another dist. in 
Plant Area "C". Plant Area "C". - Plant Area "B". 

NOTE: , 

The call for a committeeperson following calls at Steps 
1 and 2 of this Committeeperson Call procedure as set 
forth in the above chart will occur only after it has 
been found that the committeeperson at the preceeding 
step is absent from work. 

(18) Committeepersons shall be paid by the Cor­
poration for the time spent at the rate for the classifi­
cation they hold. . 

(19) During the working hours, committeepersons 
shall confine their activities to the adjustment of griev­
ances. 

(19a) It is mutually agreed that the prompt adjust­
ment of grievances is desirable in the interest of sound 
relations between the employees and the Management. 

(19b) The prompt and fair disposition of grievances 
involves important and equal obligations and respon­
sibilities, both joint and independent, on the part of 
representatives of each party to protect and preserve 
the Grievance Procedure as an orderly means of re­
solving legitimate grievances. 

Committeepersons acting properly in their official 
capacity should be free from orders by supervision 
which, if carried out, would impair the orderly inves­
tigation and presentation of grievances. Actions which 
tend to impair or weaken the Grievance Procedure, 
whenever they occur or in whatever manner or form, 
are improper. 
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Committeepersons have a responsibility to the Union 
and the employees they represent to conduct them­
selves in a businesslike manner and shall conform to 
the Shop Rules. The normal standard of conduct ap­
plicable to all employees shall be applied to 
committeepersons. 

(20) Committeepersons shall be governed by the 
local plant rules regarding employees entering and 
leaving the plant except to conduct Union business. 
Committeepersons may enter or remain in the plant 
on shifts other than their own when investigating griev­
ances in accordance with the terms of this Agreement. 
Furthermore, committeepersons may leave the plant 
when arrangements are made as far in advance as 
possible with the Management by the President of the 
Local Union, the Chairperson of the Shop Committee 
or the International Representative. 

(20a) The following is applicable to the days Mon­
day through Friday. Provided five hundred (500) or 
more employees are scheduled by the Corporation to 
work on a day, the Chairperson of the Shop Commit­
tee will be permitted to leave the plant in accordance 
with Paragraph (20) for six (6.0) continuous hours per 
day either the first or last six (6.0) straight time hours 
of their shift. The Chairperson will be paid their regu­
lar rate for such six (6.0) hour period while attending 
to Union business when they would otherwise be 
scheduled in the plant on their shift to perform their 
regular work. They shall notify a designated Manage­
ment representative when leaving the plant and upon 
returning to the plant during working hours. They 
shall ring in and out in the same manner as other 
employees are required to do. 

(21) The names of the district committeeperson 
and alternate committeeperson in each district shall be 
given in writing to the Management. No-
committeeperson shall function as such until the ManL 

agement has been advised of his/her selection, in writ-

19 



ing, by the President of the Local Union. Any changes 
in committeepersons shall be promptly reported to the 
Management in writing. The names and clock num­
bers of the district committeepersons and alternate 
committeepersons for each district shall be posted in 
each department of the district. Appointment or change 
in district committeepersons shall be effective one (1) 
working day after above notification in writing is re­
ceived. 

(22) Any committeeperson [this includes an alter­
nate committeeperson if they are functioning under 
Paragraph (10) of the Agreement, while the district 
committeeperson is absent from work] having an indi­
vidual grievance in connection with their own work 
may ask for any other district committeeperson work­
ing in the same area of the plant in which they work 
[re: Paragraph (9b)] to assist them in adjusting the 
grievance with their supervisor. In the event no dis­
trict committeeperson or alternate committeeperson is 
working in the same Area, the aggrieved 
committeeperson will be provided with representation 
in accordance with the Committeeperson Sequence 
Call Chart [see Paragraph (15a)] starting and proceed­
ing if and as necessary with Step 5 of said chart. 

(23a) For the purpose of representation in han­
dling grievances as provided herein, district 
committeepersons, and alternate committeepersons 
shall be scheduled without regard to seniority or to 
available hour equalization standing, as long as there 
is work scheduled in their respective districts. 

(23aa) For the purpose of representation in han­
dling grievances as provided herein, the district 
committeeperson, or the alternate committeeperson for 
the district if the district committeeperson is absent, 
shall be. scheduled for representation purposes during 
Saturday, Sunday and Holiday overtime, without re­
gard to seniority or to available hour equalization stand­
ing, as long as there is work scheduled in their district, 
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(23a)(l). If the Chairperson of the Shop Commit­
tee, as is specified to Management in Paragraph (21) 
of the Agreement, and/or a Union Representative(s) 
as defined in Paragraph (! 5c) (!) of the Agreement, is 
not a committeeperson covered under the provisions 
of Paragraph (23a) above, they shall be scheduled to 
report at the Plant for Shop Committee representation 
purposes as' follows: 

1. All regular hours up to eight (8) within tljejr 
district on their respective shift is covered by this 
Paragraph of the Agreement, (See Paragraph (20a) on 
certain provisions for Chairperson of the Shop Com­
mittee.) . 

(1) The Chairperson of the Shop Committee's 
district is defined as all areas of the Plant and a Union 
Representative's district is defined as an area of the 
Plant as set forth in Paragraph (9b) of the Agreement 
and their shift shall be the day shift unless otherwise 
mutually agreed. 

2. All overtime hours up to eight (8) within their 
district on their shift (including Saturdays and Sun­
days and all holidays). 

(1) When 10 or more of the people they nor­
mally represent are working. Paragraph (13) of the 
Agreement shall not apply to thern during such pe-

* riod. 
i 

(2) When less than 10 of the people they nor­
mally represent are working, thgy shall only be sched­
uled to report at the Plant in accordance with Paragraph 

» (114) of the Agreement. 

(23b)(l) When there is a reduction in force, the 
committeeperson and alternate committeeperson shall, 
at the point they would be subject to being removed 
from their respective district be retained on a job which 
they are capable of doing at the current rate of pay for 
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such work. In the event the district committeeperson 
and/or alternate committeeperson are transferred un­
der the above circumstances, their return to their regu­
lar occupational groups shall be in accordance with 
the provisions of the applicable Seniority Section of 
this Agreement. • 

(23b)(2) When there is a specified, temporary re­
duction in force due to model change or plant rear­
rangement, or, where it is known at least three (3) 
working days in advance that a department employing 
a committeeperson and/or alternate committeeperson 
is scheduled to be completely "down" for a full week 
Monday through Sunday or longer (excluding inven­
tory periods), the committeeperson and alternate 
committeerje_rs_on will at the point they would be sub­
ject to being removed from their respective'district be 
retained on a job which they are capable of doing at 
the current rate of pay for such work. In the event a 
committeeperson or alternate committeeperson is tem­
porarily transferred from their respective regular oc­
cupational group under this provision to available work 
in another occupational group (department) within the 
district, they will be returned regardless of seniority, 
to their regular occupational groups when work they 
are capable of doing is resumed therein. 

(23c) In the event an entire district, as estab­
lished under the provisions of Paragraph (8), is tem­
porarily discontinued or abolished, the district 
committeeperson and/or alternate committeeperson for 
that district will be considered deposed and will be 
laid off or transferred under the provisions outlined in 
Appendix "A," sub-paragraph (c) of-this Agreement 
and thereafter will be governed by all provisions of 
the applicable Seniority Section of this Agreement. 

(23d) District committeepersons and/or alternate 
committeepersons who are laid off from the plant or 
transferred in accordance with Paragraph (23c) will 
be the first to be recalled to their assigned district, 
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without regard, to seniority, to a job they are capable 
of doing at the existing rate for such job. 

In the event sufficent number of jobs resume opera­
tion in the district requiring the recall of other em­
ployees beyond the committeeperson and alternate 
committeperson, and such other employees have se­
niority greater than the committeeperson or alternate 
committeeperson, the applicable provisions of the Se­
niority Section of this Agreement shall apply in the 
relative assignments of the recalled employees. • 

(23e) If such recall and assignment, as provided by 
Paragraph (23d), is to a non-interchangeable occupa­
tional group other than their regular occupational 
group, their return to their regular occupational group, 
shall be in accordance with Paragraph (61 a) or Para­
graph (62q), whichever is applicable. (For other pro1 

visions covering deposed 'district committee persons 
and alternate committeepersoris, see Appendix "A") 

(24) While oh leave of absence, no employee shall 
serve as a district committeeperson. 
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SHOP COMMITTEE 

(25a) The Shop Committee shall consist of any 
six (6) district committeepersons and the President of 
the Local Union, if he/she is an employee of the Cor; 
poration currently active at work in the plant, or of 
any seven (7) district committeepersons and the Presi­
dent of the Local Union, if he/she is not currently 
active at work in the plant. However, one or both of 
the following may be substituted, on a one-for-one 
basis for a district committeeperson: 

(1) The Chairperson of ihe Shop Committee, if 
a seniority employee who is not a district 
committeeperson or an alternate committeeperson. 

(2) A Union representative designated by the 
Chairperson of the Shop Committee, if a seniority 
employee who is not a district committeeperson or an 
alternate committeeperson. 

(3) The Chairperson of the Local Union Skilled 
Trades and Apprentice Committee. 

In the event the Chairperson of the Shop Committee, 
a designated Union representative as referred to above 
and/or Chairperson of the Local Union Skilled Trades 
and Apprentice Committee attends a regularly sched­
uled meeting with Management as herein provided, 
each wilt be compensated for time so spent on the 
same basis as set forth under the provisions of Para­
graph (27a), 

(25b) An alternate committeeperson may be sub­
stituted for a district committeeperson in the above 
instances. However, this shall not result in an increase 
in the total number of committeepersons comprising 
the Shop Committee, nor shall it prohibit the alternate 
committeeperson from functioning as outlined in Para­
graph (10). 

(26) There shall be regularly scheduled weekly 
meetings of the Shop Committee and the" Manage-
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ment at a time mutually agreed on, unless the time 
between meetings is changed by mutual agreement. 

(27a) The district and/or alternate committeeperson 
serving'on the Shop Committee as outlined in Para­
graph (25), shall be compensated at thgir earned rate 
for not more than eight (8.0) hours spent in attending 
such regular scheduled meeting with Management, 

(27b) The hours for which payment may be made 
to a committeeperson for attending a regularly sched­
uled Shop Committee Meeting outside their sched­
uled hours, shall not be included in those hours for 
which daily or weekly overtime may be payable under 
this Agreement or any law. 

(28) Members of the Shop Committee are subject 
to all rules governing employees and district 
committeepersons except as provided in this Agree­
ment. 

(29) International Executive Officers of the Union, 
or their representatives duly authorized to represent 
the International Union at Shop Committee Meetings, 
and the President of the Local Union, if not employed 
in the plant, or his/her designated representative who 
must be a seniority employee of the Corporation (ei­
ther active or on Leave of Absence for Union Activ­
ity) and who is also a Local Union officer, will be 
permitted to attend meetings between the Shop Com­
mittee and the Management upon written request of 
the Chairperson of the Shop Committee or the Presi­
dent of the Local Union, given to the Management at 
least twenty-four (24) hours before each meeting. The 
Management shall not be requested to meetwtth more 
than two such representatives, whose names must have 
been submitted previously to the Management, and 
who must be prepared to show proper credentials, A 
local Union member who is an employee of the Cor­
poration and who has been approved by the Local 
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Union Executive Board and of whom the Corporation 
has been previously so notified may be substituted for 
one such representative at Shop Committee meetings. 

(30) The names of the members of Shop Commit­
tee attending meetings with the Management shall be 
submitted to the Management twenty-four (24) hours 
before the meeting. 

GRIEVANCE PROCEDURE 

Step One; 

i (31) Any employee having a grievance or a desig­
nated member of a group having a grievance may first 
take up the grievance with the Advisor, who will at­
tempt to adjust it. i. 

(31a) Using the Committeeperson Request form 
provided by the Corporation, the employee may re­
quest the Advisor to call the committeeperson for that 
district to handle the grievance with the Advisor. Upon 
receipt of the Committeeperson Request form, the 
Advisor will place a call for or otherwise notify the 
committeeperson promptly. 

(31b) If, following the committeeperson's arrival, 
the committeeperson determines a grievance exists 
the grievance shall then be stated verbally to the Ad­
visor. The Advisor will then discuss the grievance 
with the committeeperson and the employee. Follow­
ing this discussion, the Advisor will give a verbal 
answer. The verbal reply of the Advisor may, by mu­
tual agreement, be delayed to a later time, ' 

(31c) If the grievance is not adjusted at this point, 
it may be reduced to writing the same day the Advisor 
gives his verbal answer, or it may be delayed to the 
next work day. Grievances reduced to writing will be 
on forms provided by the Corporation and signed by 
the committeeperson and the employee or the desig­
nated member of the group having a grievance. The 
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Advisor may request one working day to give his/her 
written answer. By,mutual agreement this time limit 
may be extended beyond the one day period.. 

(31d) An employee having a grievance resulting 
from a disciplinary layoff or discharge may reduce' 
his/her grievance to writing the date he/she is notified 
of the layoff or discharge. 

Step Two: 

(32) If the written grievance is not adjusted at 
Step One, it may be appealed to the supervisor of the 
department. Thereafter, the supervisor will arrange a 
meeting with the committeepersoh to discuss any 
grievance(s) which has'been appealed. The time and 
date of such meeting will be by mutual agreement but, 
unless otherwise mutually agreed, the supervisor's 
answer will be given within two (2) working days 
from the date of appeal from the Step One written 
answer.[In cases of disciplinary iayoff.or discharge, 
Paragraph'(65) shall apply.] , ' 

(32a) Following the discussion of the grievance(s), 
the supervisor, if he/she believes it will'aid in resolv­
ing the grievance or at, the request of the 
committeeperson, will arrange for the employee who 
signed the grievance to attend the meeting, providing 
the employee is then working on the same shift and 
the same plant area. If the Advisor who handled the 
grievance at Step One has information which is not 
otherwise availabie to the supervisor or 
committeeperson and which will aid, during tijis meet­
ing in resolving the grievance, the supervisor will ar­
range for such Advisor to attend the meeting, providing 
he/she is then working on the same shift and in the 
same plant area. • ' 

(32b) The supervisor will provide an answer to any 
unresolved grievance(s) at the conclusion of the meet­
ing, unless otherwise mutually agreed. 

27 



• (33) Any grievance not appealed from a decision 
at Step One within fifteen (15) calendar days of such 
decision or from a decision at Step Two within one 
(1) calendar month of such decision or within one (1) 
calendar month following the completion of a griev­
ance investigation as provided for in Paragraph (34a) 
shall be considered settled on the basis of the last 
decision and not subject to further appeal unless oth­
erwise mutually agreed before expiration of the spe­
cific time limits set forth herein, 

(34a) If not adjusted at Step Two, the grievance 
may be appealed to the Shop Committee. In the inter­
est of prompt adjustment of grievances, which the 
parties mutually agree is desirable, the Chairperson of 
the Shop Committee will furnish to Management an 
agenda listing the grievances the Union plans to ap­
peal at the meeting. Such agenda will be submitted to 
Management as far in advance of the meeting as pos­
sible. The agenda will list: 

1. The serial number of each grievance 
2. The name of the grievant 
3. The clock number of the grievant 
4. The date of the grievance 

During the meeting grievances may be subtracted 
from and other grievances may be added to the agenda. 
After a grievance has been appealed to the Shop Com­
mittee and it is decided that additional information is 
needed, the grievance may be referred to the Second 
Step with one member of Management and one mem­
ber of the Shop Committee, to secure such additional 
information. 

A seniority employee who is currently active at 
work in the plant and who is either a member of the 
Local Union Executive Board or a representative of 
the Local Union Skilled Trades & Apprentice Com­
mittee may be substituted for the member of the Shop 
Committee. The parties should designate their respec­
tive representative during the Shop Committee Meet­
ing in which the grievance is referred to the Second 
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Step. The parties agree it is of mutual interest to con­
duct such an additional Second Step proceeding within 
fourteen (14) calendar days from the date the case is 
referred to the Second Step. If this Second Step pro­
ceeding cannot be conducted within such fourteen (14) 
calendar days because of existing circumstances, there­
after the parties will arrange for a date mutually agree­
able when circumstances will permit securing the 
additional information needed. 

(34b) The Union in making an appeal of a griev­
ance to Step Three during a Shop Committee Meet­
ing, may present its position verbally and/or in writing. 
Such Union position and contentions will be recorded 
by Management in the minutes of the meeting. Man­
agement will give an answer within fourteen (14) days 
unless otherwise mutually agreed. 

(34c) Minutes of regular Shop Committee meet­
ings will be furnished to the Chairperson of the Shop 
Committee within fourteen (14) calendar days from 
the date of the meeting, unless otherwise mutually 
agreed. 

(34d) One copy of the Shop Committee minutes, 
signed by the Chairperson of the Shop Committee, 
will be returned to Management within fourteen (14) 
calendar days from the date furnished, unless mutu­
ally agreed. 

(35) If any pertinent fact or facts have been added 
to the grievance after it has been refened to the Shop 
Committee, the grievance shall go back to Step Two. 

Step Four - Appeal to Corporation and 
International Union: 

(36a) Any cases not settled at this point may be 
appealed to the Corporation and the International 
Union. Prior to such appeal, an International Union 
Representative and/or a Local Union member who is 
an employee of the Corporation and who has been 
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approved by the Local Union Executive Board and of 
whom,the Corporation has been previously so notified 
will be granted permission ,to, visit the plant for the 
purpose of investigating the specific grievance involved. 
in the case being considered for appeal, provided the 
grievance alleges violation of the terms of the sections 
of the Agreement and written Supplementary Agree­
ments thereto as set forth in Paragraph (42) of this 
Agreement, and provided further that the grievance is 
of such a nature that observation or investigation will 
aid in: 

Arriving at a decision as to whether or not a griev­
ance exists; • 

Arriving at a decision as to whether or not such a 
grievance shall be appealed; 

The purpose of its proper presentation in the event 
of appeal. . , 

(36b) Such visits will occur only after the follow­
ing procedure has been complied with: 

(1) The name of the individuals who will be 
permitted to enter the plant must be submitted in writ­
ing to local Management previous to the date such 
entry is requested. ' 

(2) The Union shall give notice in writing to 
Management of the request for entry and will identify 
the representatives whom it wishes to make the visit 
and the specific grievance to be investigated. 

. (3) Management will acknowledge receipt 
of the request and set a time during regular working 
hours which is mutually agreeable for such visit, 

(4) Management representatives may accom­
pany the International Union Representatives and the 
Local Union representative during such visit. 

(5) Only one such visit on a specified griev­
ance shall be made under these provisions unless oth­
erwise mutually agreed to. 
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(6) Such visits shall be restricted to the time 
mutually agreed upon in Point (3) above and shall be 
of reasonable duration and shall be subject to all plant 
rules and regulations which apply to employees and 
security regulations established by agencies of the 
United States Government. 

(36c) It is mutually agreed that the purpose of this 
provision'is solely to facilitate the operation of the 
Grievance Procedure and that the International Union 
Representative shall confine his/her visit to its stated 
purpose. If it is necessary, the International Union 
Representative may interview the employee or the 
designated member of a group signing the grievance 
and employees in the Bargaining Unit who have in­
formation relevant to the case. 

(36d) If the Union decides to appeal the grievance 
to the Fourth Step of the Grievance Procedure, notice 
of appeal must be given in writing within forty-five 
(45) days from decision at Step-Three; except, how­
ever, notice of appeal of a case involving the dis­
charge of an employee must be given in writing within 
fifteen (15) days from decision at Step Three. In either 
event, the notice of appeal shall be accompanied by a 
written statement prepared by the Chairperson or des­
ignated member of the Shop Committee, signed by 
the Chairperson of the Shop Committee, setting forth 
the alleged acts and circumstances of the case, the 
union's position, and where an alleged violation of 
Paragraph (4a) is included in the grievance, a state­
ment of the facts and circumstances supporting such 
claim. Grievances not appealed in compliance with 
the foregoing provisions shali be considered settled 
on the basis of the last decision and not subject to 
further appeal. 

(37) Upon notice of appeal, the Corporation shall 
arrange a meeting with representatives of the Corpo­
ration and of the International Union. There shall be 
no requirement to meet more frequently, for purposes 
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of this Step Four Appeal, than once each sixty (60) 
days commencing with January 1,. 1971. The date.of 
each such days shall be by mutual agreement except 
as provided in Paragraph (38b). 

(38a) In such cases the Union may be represented 
by one (1) representative of the International Union 
and not more than five (5) representatives of the Local 
Union, and the Corporation may be represented by 
one (1) representative from the Delphi Automotive 
Systems' Labor Relations Sjafj; in Troy ..Michigan and 
not more than five (5) representatives of the local 
Management. Upon conclusion of the conference a 
written answer will be supplied by a representative of 
the Corporation not later than thirty (30) days from 
date of meeting except as provided in Paragraph (38b). 
The Chairperson of the Shop Committee and one other 
designated Local Union Representative who is a se­
niority employee and is working in the plant will be 
paid their regular rate of pay for not more than eight 
(8) hours spent in an Appeal meeting held on plant 
premises, providing they otherwise would have been 
scheduled to work in the plant. 

(38b) In cases involving the discharge of an em­
ployee in the event the Step Four Appeal meeting 
cannot be arranged and a disposition supplied within 
thirty (30) days from date of appeal to Step Four, such 
case may be appealed directly to Step Five of the 
Grievance Procedure, Appeal to Impartial Umpire. 
Such latter appeal to Step Five must be made not later 
than fifteen (15) days after the thirtieth (30th) day 
following the date of appeal to Step Four. 

(38c) Except as provided in Paragraph (38b), any 
case appealed in accordance with this procedure and 
not heard at a Fourth Step meeting within ninety (90) 
days from the date of Fourth Step appeal, may be 
appealed directly to Step Five of the Grievance Proce­
dure. In the event of such appeal, unless the time limit 
is extended by mutual agreement, the appeal to the 
Impartial Umpire must occur within a period of one 
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hundred twenty (120) days from the date of Fourth 
Step appeal. In such event, the grievance may be 
handled in accordance with the provisions of Step 
Five: Appeal to Impartial Umpire Section of the Griev­
ance Procedure. Following notice of such Step Five 
appeal, the Corporation and the Union will exchange 
a Fourth Step Brief and a written answer within seven 
(7) days of such Step Five appeal, unless such time 
limit is extended by mutual agreement. 

(38d) Unless otherwise mutually agreed, any case 
which has been previously appealed to Step Four in 
accordance with this procedure and not heard at a 
Step Four meeting within one hundred eighty (180) 
days from the date of Fourth Step appeal and not 
appealed to Step Five in accordance with the forego­
ing Paragraph (38c) will be considered settled on the 
basis on the last,decision and not subject to further 
appeal: 

(38e) Special Procedure - Contracting of Work 
Grievances, charging a violation of the Corporation's 
express commitments set forth in Paragraphs (62y) 
(1), (62y)(2), (62y)(3), (62y)(5) and Appendix "J-I" 
shall be handled in the following manner: 

(1) When a grievance arises involving the 
above, it shall be reduced to writing on forms pro­
vided by the Corporation, signed by the Chairperson 
of the Shop Committee, and referred to the Shop Com­
mittee at Step Three of the Grievance Procedure. The 
grievance may then be processed in the Grievance 
Procedure through Step Five under the terms of the 
Agreement, unless the USWA International President 
elects otherwise as provided in Paragraph (38e)(2) 
below. 

(2) Within thirty (30) days of the date of 
Notice of Appeal to the Umpire, the USWA Interna­
tional President will notify the Director of Labor Re­
lations of Delphi Automotive Systems in writing of 

-his/her election'to refer the case back to the Appeal 
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Committee. .Thereafter, the bargaining-procedure pro­
vided in Paragraph (122) may then be applicable.' • 

Step Five - Appeal to Impartial Umpire: 

(39a) If the case is not satisfactorily settled at this 
point, it may be appealed to an Impartial Umpire, 
providing it is the type of case on which the Umpire 
as outlined herein is authorized to rule. Notice of ap­
peal of such cases to an Umpire, by the Union, shall 
be given in writing by the Union to the Corporation. 
Notice of appeal of such cases to an Umpire, by the 
Corporation, shall be given in writing by the Corpora-
tion to the Union. Notice of appeal by either party to 
an Umpire, in the case of a grievance which* was not 
heard at the Fourth Step, must be given within the 
thirty (30) day time limit set forth in Paragraph (38c), 

.except as provided in Paragraph (38b): Notice of ap­
peal by either party to an Umpire in the case of a 
grievance which has been heard at the Fourth Step, 
must be given within forty-five (45) days from 'the 
date of the decision by the Representative of the Cor­
poration. Grievances not appealed in compliance with 
the foregoing provisions, shall be considered settled 
on the basis of the last decision and not subject to 
further appeal. • - • . 

(39b) During the life of this Agreement, any of the 
three (3) persons listed under Paragraph (47) of this 
Agreement shall be acceptable to both parties to func­
tion as Impartial Umpire. This list of individuals may 
be modified by mutual agreement for the sole purpose 
of replacing the individual or individuals whose ser­
vices are no longer available to the parties. 

(40) The Impartial Umpire shall have only the 
functions set forth herein. His selection shall be by 
mutual agreement of the parties. The fees and ex­
penses of the Umpire shall be borne one-half by the 
Corporation and one-half by the Union, and all other 
expenses shall be borne by the party incurring them. 
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(41) All cases shall be presented to the Umpire in 
the form of a written brief,.prepared by each party, 
setting forth the facts and its position, and the argu­
ments in support thereof. The written briefs will be 
exchanged at the time of hearing. The Umpire may 
make such investigation as he/she may deem proper, 

I hold a hearing and examine the witnesses of each 
party, and each party shall have the right to examine 
all such witnesses, present oral rebuttal at the hearing 
and make a record of all such proceedings. 

(42) It shall be the function of the Umpire, after 
due investigation and within a reasonable period of 
time after submission of the case to him/her, to make 
a decision in cases of alleged violation of the terms of 
the following sections of this Agreement, and written 
supplementary agreements thereto on these same sub­
jects: Recognition; Representation; District 
Committeeperson; Shop Committee; Grievance Pro­
cedure; Seniority B-I; Disciplinary Layoffs &'Dis­
charges; Working Hours; Hiring Rates; Call-in Pay; 
Night Shift Premium; Holiday Pay; Apprentices; Se­
niority B-II, except as provided hereinafter; Leaves of 
Absence; Record of Available Hours; Union Bulletin 
Boards; Vacation Entitlement; Strikes, Stoppages and 
Lockouts; General Provisions; and any alleged viola­
tion of written wage agreements. The Corporation 
delegates to the Impartial Umpire full discretion in 

( . cases of disciplinefor violation'of shop rules or disci­
pline for violation of the Strikes, Stoppages and Lock­
outs section of the Agreement. 

(42a) The Umpire may, pursuant to written agree­
ment between the parties executed prior to the hear­
ing, be directed to issue a Memorandum Decision in 
any case that may be presented to him/her, which 
Memorandum Decision shall be without precedent 
value and be limited to the Umpire's decision and the 
remedy,"if any, in that specific case. Trie Umpire will 
issue the decision within-ten (10) days following the 
date the Umpire hearing is concluded. 
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(43a) An Umpire shall have no power to add to, or 
subtract from, or modify, any of the terms of this Agree-
ment or any Agreements made supplementary hereto, 
nor to establish or change any wage; nor to rule on any 
dispute arising under Paragraph (67) regarding stan­
dards of production; nor to rule > on a case handled 
pursuant to Paragraph (38e). His/her authority with re­
spect to the subject of wages, wage rate progression 
and standards of production shall be confined to the 
determination of whether or not there has been any 
violation of the Agreement between the parties. 

(43b) The Umpire shall have no power to rule on 
any issue or dispute arising under the Pension Plan, 
Life and Disability Benefits Program, Health Care 
Program, Income Security'Plan Section, Guaranteed 
Income Stream Benefit Program, Profit Sharing Plan, 
Personal Savings Plan, or the Waiver Section, Para­
graphs (132), (133), except with respect only to the 
question of whether a discharged employee should 
receive a supplemental allowance pursuant to Section 
7 or Article II of the Pension Plan (Exhibit A-l). 

(43c) In making a decision on a case alleging a 
violation of Paragraphs (62y)(.l), (62y)(2), (62y)(3), 
(62y)(5), Appendix J-I, or Appendix N, the Umpire 
can only provide a remedy where he/she finds that (1) 
a violation of the express commitments set forth in the 
above paragraphs, Appendix J-I, or Appendix N, has 
been established, (2) the established violation resulted 
from the exercise of improper judgment by Manage­
ment, and (3) a Journeyman/woman employee, or in 
the case of Appendix N, any employee, who custom-
arily performs the work in question has been laid off 
or was allowed to. remain on layoff as a direct and 
immediate result of work being sub-contracted, or (4) 
in the case of Appendix N an employee has been laid 
off or was allowed to remain on layoff as a result of 
work being outsourced, or not being brought in house. 
The Umpire's remedy shall be limited to back wages 
for the affected employees as defined in (3) and (4) of 
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this paragraph, or in the case of Appendix N, the 
Umpire may rule that the affected employees will be 
recalled and/or placed on regular productive workjind 
the work in dispute or equivalent replacement work 
be returned to Delphi Automotive Systems. 

(44) Any case appealed to the Umpire, on which 
he/she has no power to rule, shall be referred back to 
the parties without decision. 

(45a) No claims, including claims for back wages, 
by an employee covered by this Agreement, or by the 
Union against the Corporation, shall be valid for a 
period prior to the date the grievance was first taken 
up with the Advisor in the Grievance Procedure, un­
less the circumstances of the case made it impossible 
for the employee, or for the Union as the case may be, 
to know that the employee, or the Union, had grounds 
for such a claim prior to that date, in which case the 
claim shall be limited retroactively to a period of sixty 
(60) days prior to the date the claim was first taken up 
with the Advisor in the Grievance Procedure. All 
claims for back wages shall be limited to the amount 
of the wages the employee would otherwise have 
earned from his/her employment with the Corporation 
during the periods as defined, less the following: 

(1) Any Unemployment Compensation re­
ceived for a week which corresponds to a week the 
employee would have worked for the Corporation 
which the employee is not obligated to repay or which 
he/s_he_ is obligated to repay but has not repaid nor 
authorized the Company to repay on his/hex behalf, 

(2) Compensation for personal services other 
than the amount of compensation the employee was 
receiving from any other employment which he/she 
had at the time he/she last worked for the Corporation 
and which he/she. would have continued to receive 
had he/she continued to work for the Corporation dur­
ing the period covered by the claim. 
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(3) Wages for total hours worked each week 
in other employment in excess of the total number of 
hours the employee would have worked for the Cor­
poration during each corresponding week of the pe­
riod covered by the claim shall not be deducted: 

(4) No decision at any step of the Grievance 
Procedure, inclusive of the decision of an Umpire, 
shall create a basis for a retroactive adjustment in any 
other case, 

(45b) (1) Payments as provided for herein involv­
ing one to five employees shall be paid not later than 
the third regular pay day following the date of the 
settlement of the claim. 

(2) Payments as provided for herein involv­
ing six or more employees will be made promptly 
consistent with computational requirements in each 
instance. The Corporation will notify the Union of 
any computation which wi!) result in the payment 
being made subsequent to the fourth regular pay day 
following the date of the settlement of the claim. In 
the event of such notification, upon request of the 
Local Union President, a meeting will be arranged 
between the President or his/her designated represen­
tative and one member of the Corporation's Labor 
Relations Staff to review the facts attendant to the 
computation. 

(45c) Payments as provided herein to correct cleri­
cal errors occurring in the preparation of an employee's 
pay for a given week, will be corrected in the pay 
made following the pay period in which such error is 
brought to the attention of the Corporation on forms 
provided by the Corporation and signed by the Advi­
sor and employee. Payment will be made in accor­
dance with the above and any adjustments will be 
made in subsequent pay periods. The Corporation will 
notify the Union of any computation which will result 
in the delay of such payment. In the event of such 
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notification the review procedure set forth in Para­
graph (45b)(2) will be followed. 

(45d) Deductions from an employee's wages to re­
cover over-payments made in error will not be made 
unless the employee is notified prior to the end of the 
month following the month in which the check (or 
payroll order) in question was delivered to the em­
ployee. • • , . - • 

(46) There shall be no appeal from the Umpire's 
decision, which will be final and binding on the Union 
and its members, the employee or employees involved, 
and the Corporation. 

(47) Pursuant to Paragraph (40) of this Agree­
ment, selection of an Umpire will be made by mutual 
agreement on,an ad hoc basis from among the follow­
ing named individuals: . , 

Lawrence T. Hoi den, Jr. „ 
Arthur Stark 

. -, ' •• RolfValtin 

In the event of failure.to,make a selection by mu­
tual agreemen^within five (5) days, each party shall 
strike the name of one of the individuals, one at a time 
in alternate rotation and the remaining individual will 
automatically be selected. Should striking names re­
sult in two names remaining, the Umpire shall auto­
matically be the one of the remaining two who is first 
available. .-

(47a) Any issue involving the interpretation and/ 
or the application of any terms of this Agreement may 
be initiated by the Corporation or the International 
Union directly with the other party. Upon failure of 
the Corporation and the International Union to agree 
with respect to the correct interpretation or applica­
tion of the Agreement to the issue, it may then be 
appealed directly to the Umpire as provided in Para­
graph (39a). 

39 



SENIORITY 
B-l 

(Groups Other Than Special Groups) 

(48) Seniority shall be by non-interchangeable oc­
cupational groups, either as now established or as may 
be changed by negotiations later. 

As provided in this Paragraph (48) of this Agrees 
ment, the non-interchangeable occupational groups as 
established as of the effective date of this Agreement 
are as contained in a Local Memorandum of Under­
standing attached to the Local Agreement. 

(49) Acquiring seniority - Employees may acquire 
seniority by working ninety (90) days during a period 
of six (6) continuous months in which event the 
employee's seniority will date back ninety (90) days 
from the date seniority is acquired except as provided 
in Appendix M 

(50) Employees shall be regarded as temporary 
employees until seniority- is established. There shall-
be no responsibility for the re-employment of tempo­
rary employees if they are laid off or discharged dur­
ing this period. However, any claim by,a temporary 
employee including employees rehired pursuant to 
Paragraph (51e)(l) or any claim by,.any other tempo­
rary employee made after working 30 days for the 
Corporation that his/her layoff or discharge is not for 
cause, may be taken up as a grievance. 

Such claims must be stated in detail in writing at 
the time of the filing of the grievance and must be 
handled in accordance with the provisions of Para­
graph (65). 

(51) Loss of Seniority - To protect his/her senior­
ity, it is the employee's responsibility to notify the 
Advisor or the Personnel Department of his/her proper 
home address on the forms provided. The employee 
will be given a copy of such form. Seniority will be 
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broken for the following reasons: 

(51a) If the employee quits. 

(51b) If the employee is discharged. 

(Sic) If the employee is absent for five (5) regular 
working days without properly notifying the Manage­
ment unless a satisfactory reason is given. 

(51d) If the employee fails to return to work within 
five (5) regular working days after having been noti­
fied to report for work, unless a satisfactory reason is 
given supported by acceptable evidence, provided 
notice was sent to the employee's last known address, 
A copy of Management's notification of such loss of 
seniority wilt be furnished promptly to the Chairper­
son of the Shop Committee. 

(51e) (1) If the employee is laid off for thirty (30) 
continuous months. However, if his/her seniority ex­
ceeds thirty (30) months, seniority will not be broken 
until he/she has been laid off for a continuous period 
equal to the seniority he/sj}£ had acquired at the time 
of such layoff. 

An employee whose seniority is so broken shall, for 
a period of sixty (60) months beginning with the 
employee's last scheduled work day prior to layoff, 
retain a right to be rehired in accordance with the se­
niority the employee had acquired at the plant as of 
such last day scheduled. An employee who is rehired 
and who reacquires seniority, pursuant to Paragraph 
(49), within sixty (60) months immediately following 
the last day worked prior to the layoff during which his/ 
b_er seniority was broken by virtue of this Paragraph 
(51e)(l), shall have his/her new seniority date adjusted 
by adding an amount equal to the seniority he/she had 
acquired at the plant as of such last day worked. 

(2) If the employee has acquired and retains 
seniority in accordance with Paragraph (49) and is 
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transferred to a special non-interchangeable occupa­
tional group as defined in Seniority Section B-II or to 
a job classification not included in the bargaining unit 
and is subsequently laid off or transferred from such 
job assignment due to a reduction in force, seniority, 
other than special non-interchangeable occupational 
group seniority, will be broken if such employee fails 
to accept a job offer made in accordance with the 
provisions of either Paragraph (59) or Paragraph (60). 

. (51f) If the employee fails to report for work within 
three (3) regular working days following recovery from 
illness. [See Paragraph (109c).] (See Appendix "G") 

(51g) Retirement as follows: 

(1) An employee who retires, or who is retired 
under the terms of the Pension Plan, shall cease to be 
an employee and shall have his/her seniority cancelled, 

(2) An employee who has been retired on a per­
manent and total disability pension and who thereby 
has broken his/her seniority in accordance with sub­
section (1) above, but who recovers and has his/her 
pension discontinued, shall have his/her seniority re­
instated as though he/she had been on a sick leave of 
absence during the period of his/her. disability retire­
ment, provided however, if the period of his/her dis­
ability retirement was for a period longer than the 
seniority he/she had at the date of retirement, he/she 
shall upon the discontinuance of his/her disability pen­
sion, be given seniority equal to the amount of senior­
ity he/she had at the date of such retirement. 

(3) If an employee retired for reasons other than 
total and permanent disability, who has lost seniority 
in accordance with subsection (1) above, is rehired; 
such employee will have the status of a new employee 
and without seniority, and he/she shall not acquire or 
accumulate any seniority thereafter, except for the 
purpose of applying provisions governing Holiday Pay 
and Vacation Pay. • ' 
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(52) Any employee who has been transferred from. 
a job classification not included in the bargaining unit. 
to a job classification in the bargaining unit shall be 
credited with the seniority he/she had established prior 
to March I, 1977, all time worked in the bargaining 
unit subsequent to March ], 1977, except as provided 
in Document 25 provided: 

(52a) He/she previously worked on a job classifi­
cation in the bargaining unit. This shall also be ap­
plied to employees who were promoted prior to 
certification of the Union. 

(52b) His/her employment with the Corporation has 
remained unbroken. 

Such employee may be placed on the job to which 
his/her seniority would entitle him/her under the local 
seniority agreement, beginning with the last previous 
job he/she held in the bargaining unit; provided how­
ever, that if such last previously held job is no longer 
in existence, he/she may be placed in accordance with 
Paragraph (60); In no event shall such employee be 
transferred to a bargaining unit job at a time when the 
employee has insufficient seniority to be so placed. 

• (53) Except as provided in Paragraph (62), when -
an employee is transferred from one occupational group 
to another for any reason, there shall be no loss of 
seniority.- - '. 

(54) In determining who is senior among those 
employees having the same seniority date, for pur­
poses, of transfer, layoff, rehire and/or shift prefer­
ence, the employee having the lowest social security 
number will be considered the senior employee. The 
employee having the next lowest social security num­
ber among said group will be considered the next 
senior employee in the group, and so on. 

(55) The transferring of employees, except as pro­
vided in Paragraph (60), is the responsibility of the 
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Management. In the advancement of employees- to 
higher rated jobs when ability, merit and capacity are 
equal, employees with the longest seniority will be 
given preference and, further, it is provided if these 
employees have ability, merit and capacity equal to 
new hires, they shall be given preference for advance­
ments over new hires. 

(55a) (1) A seniority employee who desires a trans­
fer to a new position or vacancy in another depart­
ment, may make application on forms provided by the 
Corporation stating his/her desires, qualifications and 
experience. The completed application form should 
be presented by the applicant to a Personnel Depart­
ment office. Each employee may have two (2) such 
applications on file. In the eventan employee presents 
more than two applications to the Personnel Depart­
ment, the applications with the latest date will be the 
only applications considered. Application forms may 
be secured from the Personnel Department office. Such 
applications for transfer will only be retained for con­
sideration by the Personnel Department as may be 
negotiated locally. 

(2) Applications for transfer made under the 
provisions of this paragraph will not be considered 
until such time as all employees with recall rights 
under the provisions of Paragraph (61 a) have had an 
opportunity to be recalled, except that if the employ­
ees to be recalled do not have ability, merit and capac­
ity for the job opening equal to that of the employees 
making application for transfer, the said employees 
with recall rights will not be recalled until such time 
as the said applicants are given prior consideration. 

(3) Any claim of personal prejudice or any 
claim of discrimination for Union.activity in connec­
tion with transfers may be taken up as a grievance. 
Such claims must be supported by written evidence 
submitted within forty-eight (48) hours from the time 
the grievance is filed. 
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' ; (4) An application for transfer as provided in 
Paragraph (55a) (1) "will be considered provided it is 
on file by not later than Monday of the week preced­
ing the week the vacancy occurred. 

(5) Applicants as provided in Paragraph (55 a) 
(1), provided they can do the work, wilt be transferred 
in accordance with the following procedure: 

(a) Applicants will be transferred 
promptly but in not more than five (5) working days, 
wherein the vacancy which results from such transfer 
is filled by a new hire or a rehire into the plant from 
layoff. 

(b) Applicants will be transferred 
promptly but in not more than ten (10) working days 
wherein the vacancy which results from such transfer 
is filled by a "home, group" recall. 

(c) In the event there is more than one 
applicant with equal ability, merit and capacity, the 
applicant with the longest seniority will be given pref­
erence. 

(6) An employee who has been transferred 
under the provisions of Paragraph (55a)(5) may not 
have a subsequent application for transfer, made un­
der the provisions of Paragraph (55a)(l), considered 
during the one-hundred fifty (150) day period, imme­
diately succeeding the effective date of said transfer. 

(7) A vacancy resulting from the transfer of 
an applicant under Paragraph (55a){5) may be filied 
without reference to the application for transfers made 
under the provisions of Paragraph (55a)(t). 

(8) Any delay beyond the time periods set 
forth in Paragraph (55a)(5), may be discussed upon 
the request of either party in a meeting arranged 
promptly between one Union representative, desig­
nated by the Local Union President and one Corpora­
tion representative. 

45 



(9) The provisions of this paragraph shaH.be 
appjied without discrimination because, of race, reli­
gion, color, age, sex, sexual orientation or national 
origin, so that equal employment opportunity will be 
afforded to all employees.". , = 

(56a) Employees with seniority who have been cer­
tified by the Medical Department as unable to con­
tinue on their present jobs will be transferred in line 
with their seniority to such available work as they are 
capable of doing at the rate of the job to which they 
are transferred. 

(56b) Any employee who has been incapacitated at 
his regular work by injury or occupational disease 
while employed by the Corporation, may be employed 
on any other work in the plant which he/she can do 
without regard to any seniority provisions of this 
Agreement, except that such employee will not dis­
place an employee with longer seniority, provided, 
however, that by vyritten agreement between local 
Management and the Shop Committee, any such em­
ployee may be placed or retained on a job he can do 
without regard to seniority rules. Each three months 
the name, job classification and seniority date of em­
ployees covered by such agreement will be furnished 
to the Chairperson of the Shop Committee. . 

(56c) (I) Any grievance involving a dispute regard­
ing an employee's job assignment which has resuked 
in a loss of work [except as provided in (a) bciowj or 
a refusal of Management to return an employee to 
work from Sick Leave of Absence by reason of the 
medical findings of a physician or physicians acting 
for the Corporation, wilt be initiated at Step Three, if 
such findings are in conflict with the findings of the 
employee's personal physician with respect to whether 
the employee is able to do.a job to which he/she is 
entitled in line with his^ier. seniority or do the dis­
puted job assignment as the case may be. Failing to 
resolve the question, the parties may refer, the em-
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ployee to a local clinic or physician mutually- agreed 
upon for an impartial medical opinion as to whether 
the employee is or is not able to do a job which he/she 
is entitled in line with his/her seniority or do the dis­
puted job assignment as the case may be. If Manage­
ment and the Union are unable to agree on any aspect 
of the referral to a clinic or physician, the case may be 
appealed as provided in the grievance procedure. The 
expense of any mutually agreed to physical 
examination(s) in accordance with the above provi­
sions of this Paragraph (56c) shall be paid one-half by 
the Corporation and one-half by the employee. 

(a) This procedure will also be appli­
cable to a situation where an employee is prevented 
from being transferred to a job classification because 
of a medical finding by a physician acting for the 
Corporation, which medical finding the employee's 
personal physician does not thereafter detect. 

(2) In the event the Corporation and the In­
ternational Union are unable to mutually agree at Step 
Four, on the referral to a clinic' or physician, the case 
shall be considered as automatically appealed to the 
Umpire and shall be scheduled for Umpire Hearing as 
expeditiously as practicable. The case will then be 
handled in accordance with Paragraph (41). Informa­
tion furnished the Umpire shall include all, relevant 
and material medical information that the parties them­
selves have jointly considered. When deciding medi­
cal questions, the Umpire shall seek such competent 
medical advice, including specialists, as he may deem 
appropriate. Any examination of the employee by the 
medical personnel selected by the Umpire shall be 
paid one-half by the Corporation and one-half by the 
employee and shall be conducted as close as feasible 
to the city in which the plant where the grievance 
arose is located, 

(3) Any decision by a mutually agreed to 
medical authority at any step of this Paragraph (56c) 

47 



procedure, or by the Umpire, shall be final and bind­
ing on the Union, the employee involved and the Cor­
poration. Any retroactive pay due the employee shall 
be limitetl to a period commencing with the date of 
filing of the grievance, or the date the employee be­
came able to do a job to which he/she is entitled in 
line with his/her seniority, whichever is the later. The 
Umpire shall have full discretion to set the amount of 
back pay, if any, when a dispute exists as to the back 
pay to which an employee may be entitled for any 
period during the processing of the grievance when 
the employee refused to cooperate with diagnostic 
medical procedures at other than his/her own expense. 

Rehiring and Layoff Procedures 

(57) For temporary reductions in production, the 
work week may be reduced before employees are laid 
off. 

(57a) insofar as it is practicable during temporary 
reductions in production in a job classification within 
a department on a given shift, the temporary employ­
ees will be scheduled off before employees with se­
niority are scheduled off. 

(57b) If there is not enough work available in a job 
classification within a department on a given shift for 
the employees with seniority after scheduling off the 
temporary employees in accordance with (57a) above, 
the seniority employees will be scheduled off in ac­
cordance with Paragraph (114). 

(58) Temporary employees will have been laid 
off following not more than three (3) weeks of re­
duced work weeks, provided it has been determined 
the reduction in production is to be for an extended 
period. Following the layoff of temporary employees, 
the extent to which the work week will be reduced 
before employees with seniority are to be laid off will 
become a subject for negotiation on the basis of con­
ditions which exist at that time. ' 
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(59) Employees with seniority wril be laid off and 
rehired in their occupational group in line with their 
seniority. Insofar as is practical, all temporary em­
ployees will be laid off before laying off employees 
with seniority; and to reinstate, insofar as practical, 
employees with seniority before new employees are 
hired. Appropriate action will be determined by nego­
tiation on the basis of conditions existing at that time. 

(59a) Employees with seniority who do not have 
sufficient seniority to be transferred in accordance 
with Paragraph (60) wiii be laid off from the plant in 
line with their plant-wide seniority and employees 
with seniority will be recalled into the plant in line 
with their plant-wide seniority before temporary em­
ployees are recalled or new employees hired, pro­
vided the employee with seniority is capable of doing 
the job available. 

(60a) During extended periods of low production, 
or where changes in methods, products or policies 
would otherwise result in the permanent laying off of 
employees, the seniority of the displaced employees 
will become plant-wide and the employees will be 
transferred from their regular occupational groups in 
line with their seniority to such available work as they 
are capable of doing at the rate for the job to which 
they are transferred. 

Such pi ant-wide transfer will be made expediently 
subject to the size and complexity of the "layoff and 
transfer moves" of employees which are planned. In 
the event the size and complexity of these planned 
layoff and transfer moves of employees will result in 
any of the employees to be laid off and/or transferred 
being laid off from work more than three (3) working 
days, the Corporation will submit to the local Union 
the facts and problems attendant to these layoff and 
transfer moves of employees. 

Such information will be submitted as soon as "avail­
able, but in any event, prior to the time the actual 
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layoffs and/or transfers of the employees start. Upon 
submission of this information to the local Union, a 
meeting will be arranged promptly between the Cor­
poration and the local Union Negotiating Committee 
to discuss these layoff and transfer moves upon the 
request of either party. In those cases, however, 
wherein it is planned these layoffs and transfers of the 
employees can be made in a manner which will not 
result in the displaced employees being laid off for 
more than three (3) working days, the said informa­
tion will be submitted only upon request of the Union. 
Jn any event, the said information shall be of the type 
normally prepared by'the Corporation to be used in 
planning the layoff and transfer moves of the employ­
ees. 

(60b) If a further reduction in force occurs subse­
quent to starting a reduction in force as provided for 
in Paragraph (60a), but prior to the completion of the 
said planned reduction in force, the Corporation will 
submit additional information with respect to the facts 
and problems attendant to any such subsequent addi­
tional and overlapping layoff and transfer moves of 
employees.,Appropriate meetings can be arranged to 
discuss this information upon the request of either 
party. 

(61a) (1) The transfer of employees from their regu­
lar occupational group (home group) in accordance 
with Paragraph (60) in the foregoing will be consid­
ered temporary. The occupational group to which the 
employee is temporarily transferred in accordance with 
Paragraph (60) shall be considered the "temporary 
group" for at least the first thirty (30) calendar days. 
Such employee may make written application in the 
Personnel Department on forms supplied by Manage­
ment within the first thirty (30) days from such date of 
transfer if they desire retaining recall rights to their 
"home group" thereafter. Employees who do not make 
application pursuant to this paragraph will have their 
regular group (home group) established as the occu-
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pational group to which the employee is assigned at 
the time the thirty (30) days expires. 

(2) When the Corporation resumes work in 
an occupational group, employees who are then work­
ing in the plant and who retain that group as their 
"home group" will be recalled in line with their se­
niority from the "temporary group" to their "home 
group" in accordance with the following procedure: 

(a) "Temporary groups" which do not 
require replacement(s) or additional employee(s), will 
transfer out recalled employees when notified by the 
Employment Department. 

(b) "Temporary groups" requiring 
rep)acement(s) but not requiring additional 
employee(s), will transfer out one (1) "home group" 
recalled employee for each employee received from 
the Employment Department. 

(c) "Temporary groups" requiring 
replacement(s) and additional employee(s) will trans­
fer out one (1) "home group" recalled employee for 
each two (2) employees received from the Employ­
ment Department until all additional employees have 
been received and thereafter, the transfer out of re­
called employees shall be in accordance with sub­
paragraph (b) of this Paragraph (61a)(2). 

(3) Seniority employees laid off from the 
plant under the provisions of Paragraph (59a), or who 
would otherwise have been laid off as specified in 
Paragraph (109d), will no longer retain their previ­
ously established regular occupational group (home 
group) for the purpose of recall. However, upon re­
hire, such employees shall again establish a regular 
occupational group in accordance with Paragraph 
(61b)(2). 

(4) The transfer procedures outlined in Para­
graph (61a)(2) will be handled as follows: 
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(a) A transfer under Paragraph 
(61a)(2)(a) wil! be made not later than one (1) work­
ing day following the date of the Employment Depart­
ment notification. 

(b) A transfer under either Paragraph 
(6la)(2)(b) or (61a)(2)(c) wherein the recalled em­
ployee is replaced in the "temporary group" by an 
employee returned to work under the provisions of 
Paragraph (59a) or a new employee hired, such trans­
fer, subject to the size and complexity of the recall 
and transfer moves, will be made promptly but in not 
more than five (5) working days following notifica­
tion by the Employment Department. 

(c) A transfer under either Paragraph 
(61a)(2)(b) or (61a)(2)(c) wherein the recalled em­
ployee is replaced in the "temporary group" by a "home 
group" recalled employee or an employee who is be­
ing transferred at his/her request under Paragraph (55a), 
such transfer subject to the size and complexity of the 
recall and transfer moves, will be made promptly but 
in not more than ten (10) working days. 

(5) In the event the size and complexity of 
the recall and transfer moves will result in a delay 
beyond the time periods set forth in Paragraph'{61 a)(4), 
the Corporation will submit to the Local Union the 
facts and problems attendant to the recall and transfer 
moves causing such delay.' Following submission of 
such information to the Local Union, a meeting will 
be arranged promptly between the Corporation and 
the Local Union Negotiating Committee to discuss 
the delay, upon the request of either party. 

(61b) (1) In the case of new employees or rehired 
employees without seniority, the regular group shall 
be established as the occupational group which the 
employee is properly assigned at the time seniority is 
acquired or re-acquired. 
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(2) In the case of employees recalled from 
layoff with seniority or reassigned from the Employee 
Development Bank as provided in Appendix "L" -
JOBS Program, the regular group shall be established 
as the occupational group which the employee js prop­
erly assigned at the time of recall or reassignment. 

(3) In the event an employee is permitted by 
Management to permanently transfer, provided he has 
acquired seniority under the provisions of Paragraph 
(49), the occupational group to which he/she is trans­
ferred shall become his/her regular occupational group 
for the purposes of Paragraph' (61 a) above. 

SENIORITY 
: B-ll 

(Special Groups) 

(62a) Seniority shall be by non-interchangeable 
occupational groups, either as now established or as 
may be changed by negotiations later. 

As provided in this Paragraph (62) of this Agree­
ment, the special non-interchangeable occupational 
groups as established as of the effective date of this 
Agreement are as contained in a local Memorandum 
of Understanding attached to the Local Agreement. 

(62b) (1) Acquiring Seniority - Employees may 
acquire seniority in a special non-interchangeable oc­
cupational group by working ninety (90) days during 
a period of six (6) continuous months in the said 
special non-interchangeable occupational group as­
signed except as provided in Appendix M. This is 
applicable both to employees hired directly into a spe­
cial non-interchangeable occupational group or trans­
ferred into a special non-interchangeable occupational 
group from any other non-interchangeable occupa­
tional group including the special groups. Seniority 
gained in one special non-interchangeable occupational 
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group shall not be applicable in another special non-
interchangeable occupational group. 

(62b) (2) Employees shall be regarded as tempo­
rary employees until seniority is established. There 
shall be no responsibility for the re-employment of 
temporary employees if they are laid off or discharged 
during this period. However, any claim by a tempo­
rary employee including employees rehired pursuant 
to Paragraph (62d){5) or any claim by any otiier tem­
porary employee made after working 30 days for the 
Corporation that his/her layoff or discharge is not for 
cause, may be taken up as a grievance. 

Such claims must be stated in detail in writing at 
the time of the filing of the grievance and must be 
handled in accordance with the provisions of Para­
graph (65). 

(62c) In the event an employee is laid off or trans­
ferred from one of the'special groups due to a reduc­
tion in force and prior to having actually acquired 
seniority in accordance'with Paragraph (62b) in that 
special group, there shall be no requirement to rehire 
such employee into that special group when the work 
force is being increased. 

(62d) Loss of Seniority - To protect his/her senior­
ity, it is the employee's responsibility to notify the 
Advisor or the Personnel Department of his/her proper 
home address on the forms provided. The-employee 
will be given a copy of such form. 

All types of seniority retained will be broken for 
the following reasons: 

(1) If the employee quits. 

(2) If the employee is discharged. 

(3) If the employee is absent for five (5) regu­
lar working days without properly notifying the Man­
agement, unless a satisfactory reason is given, 
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(4) If the employee fails to return to work 
within five (5) regular working days after having been 
notified to report for work,- unless a satisfactory reason 
is given supported by acceptable evidence, provided 
notice was sent to the employee's last known address. 
A copy of Management's notification of such loss of 
seniority will be furnished promptly to the Chairperson 
of the Shop Committee. 

(5) If an employee has acquired seniority in 
accordance with Paragraph (62b) in a special non-
interchangeable occupational group and is laid off or 
transferred from the said special non-interchangeable 
occupational group due to a reduction in force for 
thirty (30) continuous months. However, if his/her 
seniority exceeds thirty (30) months, seniority will not 
be broken until he/she has been laid off for a continuous 
period equal to the seniority he/she had acquired at 
the time of such layoff. An employee whose seniority 
is so broken pursuant to this Paragraph (62d)(5) shall, 
for a period of sixty (60) months beginning with the 
employee's last scheduled work day prior to layoff, 
retain a right to be rehired in accordance.with the 
seniority the employee had acquired at the plant as of 
such last day scheduled. An employee who is rehired 
and who reacquires seniority, pursuant to Paragraph 
(62b), within sixty (60) months immediately following 
the last day worked prior to the layoff during which 
his/her seniority was broken by virtue of this Paragraph 
(62d)(5), shall have his/her new seniority date adjusted 
by adding an amount equal to the seniority he/she had 
acquired at the plant as of such last day worked. (This 
provision, Paragraph (62d)(5), applies only to the loss 
of special"non-interchangeable occupational group 
seniority.) 

(6) If the employee fails to report for work 
within three (3) regular working days following 
recovery from illness. fSee Paragraph (109c).] (See 
Appendix "G".) 

55 



(7) Retirement as follows: 

(a) An employee who retires, or who is 
retired under the terms of the Pension Plan, shall cease 
to be an employee and shall have all types of seniority 
cancelled. 

(b) An employee who has been retired 
on a permanent and total disability pension and who 
thereby has broken his/her seniority in accordance 
with subsection (a) above but who recovers and has 
his/her pension discontinued, shall have his/her se­
niority reinstated as though he/she hadbeen on a sick 
leave of absence during the period of his/her disability 
retirement, provided however, if the period of his/her 
disability retirement was for a period longer than the 
seniority he/she had at the date of retirement, he/she 
shall, upon the discontinuance of his/her' disability 
pension, be given seniority equal to the amount of 
seniority he/she had at the date of such retirement. 

(c) If an employee retired for reasons 
other than total and permanent disability, who has lost 
seniority in accordance with subsection (a) above, is 
rehired: such employee will have the status of a new 
employee and without seniority, and he/she shall not 
acquire or accumulate any seniority thereafter, except 
for the purpose of applying the provisions governing 
Holiday Pay and Vacation Pay. 

(8) Any employee who has been transferred 
from a job classification not included in the bargain­
ing'unit to a job classification in the bargaining unit 
shall be credited with the seniority he/she had estab­
lished prior to March I, 1977, all time worked in the 
bargaining unit subsequent to March 1, 1977, except 
as provided in Document 25, provided: 

(a) He/she previously worked on a job 
classification in the bargaining unit. This shall also be 
applied to employees who were promoted prior to 
certification of the Union. •• j 
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(b) His/her employment with the Cor­
poration has remained unbroken. 

' Such employee may be placed on the job to which 
his/her seniority would entitle him/her under the local 
seniority agreement, beginning with the last previous 
job he/she held in the bargaining unit provided how­
ever, that-if such last previously held job is nojonger 
in existence, he/she may be placed in accordance with 
Paragraph (62o). In no event.shall such employee be 
transferred to a bargaining unit job at a time when the 
employee has insufficient seniority to be so placed. 

, (9) Employees with established seniority in a 
special non-interchangeable occupational group who are 
transferred from said special group, except for reasons 
of reassignment by Management or reduction in force, 
shall lose only such previously acquired special non-
interchangeable occupational group seniority following 
eighteen (18) months of continuous absence from the 
special non-interchangeable occupational group. 

(62e) For purposes of shift assignment, layoff and 
rehire, the employee's established seniority date within 
the special non-interchangeable' occupational group 
assigned will be used. 

(62f). In determining who is senior among those 
employees having the same seniority date, for pur­
poses of transfer, layoff, rehire, and/or shift prefer­
ence, the.employee having the greater plant-wide 
seniority date will be considered the senior employee 
and the employee having the next greatest plant-wide 
seniority date will be considered the next senior em­
ployee, and so on. However, if there are two or more 
employees with the same, plant-wide seniority date, 
the employee having the lowest social security num­
ber will be considered the senior employee. The em­
ployee having the next lowest social security number 
among said group will be considered the next senior 
employee in the group, and so on. 
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(62g) The transferring of employees is the respon­
sibility of the Management. In the advancement of 
employees to higher rated jobs when ability, merit and 
capacity are equal, employees with the longest unbro­
ken service with the Corporation will be given prefer-, 
ence and, further, it is provided if these employees 
have ability, merit and capacity equal to new hires, 
they shall be given preference for advancements over 
new hires. 

(62g) (1) A seniority employee who desires to trans­
fer to a new position or vacancy in another depart­
ment, may make application on forms provided by the 
Corporation stating his/her desires, qualifications and 
experience. The completed application form should 
be presented by the applicant to a Personnel Depart­
ment office. Each employee may have two (2) such 
applications on file. In the event an employee presents 
more than two applications to the Personnel Depart­
ment, the applications with the latest date will be the 
only applications considered. Application forms may 
be secured from the Personnel Department office. Such 
applications for transfer will only be retained for con­
sideration by the Plant Personnel Department as may 
be negotiated locally. 

(2) Applications for transfer made under the 
provisions of this paragraph will not be considered 
until such time as all employees with recall rights 
under the provisions of Paragraph (62q) have had an 
opportunity to be recalled, except that if the employ­
ees to be recalled do not have the ability, merit and 
capacity for the job opening equal to that of the em-
ployees making application for transfer, the said em­
ployees with recall rights will not be recalled until 
such time as the said applicants are given prior con­
sideration. 

(3) Any claim of personal prejudice or any 
claim of discrimination for Union activity in connec­
tion with transfers may be taken up-as a'grievance. 
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Such claims;must be supported by written, evidence 
submitted within forty-eight (48),hours from the.time 
the grievance is filed. 

(4) An application for transfer as provided in 
Paragraph (62g)(l) will be considered provided it'is 
on file by not later than Monday of the week preced­
ing the week the vacancy occurred. 

(5) Applicants as provided in Paragraph (62g) 
(1), provided they can do the work, will be transferred 
in accordance with the following procedure: 

(a) Applicants will be transferred 
promptly but in not more,than five (5) working days, 
wherein the vacancy which results from such transfer 
is filled by a new hire or a rehire into the plant from 
layoff. "• • . • ' 

(b) Applicants will be transferred 
promptly but in not more than ten (10) working days 
wherein the vacancy which results from such transfer 
is filled by a."home group" recall.. 

(c) In determining who is the more se­
nior employee applicant in order to give preference to 
such employee, in the event there is-more than one 
applicant with equal ability, merit and capacity, the 
earliest established seniority date retained by such 
applicants shall be used. 

(6) An employee who has been transferred 
under the provisions of Paragraph (62g)(5) may not 
have a subsequent application for transfer, made un­
der the provisions of Paragraph (62g)(l), considered 
during the one-hundred fifty (150) day period imme­
diately succeeding the effective date of said transfer. 

(7) A vacancy resulting from the transfer of 
an applicant under Paragraph (62g)(5) may be filled 
without reference to the application for transfers, made 
under the provisions of Paragraph (62g)(l). 
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(8) Any delay beyond the time periods set 
forth in Paragraph (62g)(5), may be discussed upon 
the request of either party in a meeting arranged 
promptly between one Union representative, desig­
nated by the Local Union President and one Corpora­
tion representative. 

(9) The provisions of this paragraph shall be 
applied without discrimination because of race, reli­
gion, color, age, sex, sexual orientation or national 
origin, so that equal employment opportunity will be 
afforded to all employees. 

(62i) (1) Employees with seniority who have been 
certified by the Medical Department as unable to con­
tinue on their present jobs will be transferred in line 
with their seniority to such available work as they are 
capable of doing at the rate of the job to which they 
are transferred. 

(62i) (2) Any employee who has been incapaci­
tated at his/her regular work by injury or occupational 
disease while employed by the Corporation, may be 
employed on any other work in the plant which he/she 
can do without regard to any seniority provisions of 
this Agreement, except that such employee will not 
displace an employee with longer seniority, provided, 
however, that by written agreement between local 
Management and the Shop Committee, any such em­
ployee may be placed or retained on a job he/she can 
do without regard to seniority rules. Each three months 
the name, job classification'and seniority date of em­
ployees covered by such agreement will be furnished 
to the Chairperson of the Shop Committee. 

(62j) (1) Any grievance involving a dispute regard­
ing an employee's job assignment which has resulted 
in a loss of work [except as provided in (a) below] or 
a refusal of Management to return an employee to 
work from Sick Leave of Absence by reason of the 
medical findings of a physician or physicians acting 
for the Corporation, will be initiated at Step Three, if 
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such findings are in conflict with the findings of the 
employee's personal physician with respect to whether 
the employee is able to do a job to which he/she is 
entitled in line with his/her seniority or do the dis­
puted job assignment as the case may be. Failing to 
resolve the question, the parties may refer the em­
ployee to a local clinic or physician mutually agreed 
upon for an impartial medical opinion as to whether 
the employee is or is not able to do a job to which he/ 
she is entitled in line with his/her seniority or do the 
disputed job assignment as the case may be. 

If Management and the Union are unable to agree 
on any aspect of'the referral to a clinic or physician, 
the case may be appealed as provided in the grievance 
procedure. The expense of any mutually agreed to 
physical examination(s) in accordance with the above 
provisions of this Paragraph (62j) shall be paid one 
half by the Corporation and one half by the employee. 

(a) This procedure will also be appli­
cable to a situation where an employee is prevented 
from being transferred to a job classification because 
of a medical finding by. a physician acting for the 
Corporation, which medical finding the employee's 
personal physician does not thereafter detect. 

(2) In the event the Corporation and the In­
ternational Union are unable to mutually agree at Step 
Four, on the referral to a clinic or physician, the "case 
shall be considered as automatically appealed to the 
Umpire and shall be scheduled for Umpire Hearing as 
expeditiously as practicable. The case will then be 
handled in accordance with Paragraph (41). Informa­
tion furnished the Umpire shall include all relevant 
and material medical information that the parties them­
selves have jointly considered. When deciding medi­
cal questions, the Umpire shall seek such competent 
medical advice, including specialists, as he/she may 
deem appropriate. Any examination of the employee 
by the medical personnel selected by the Umpire shall 
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be paid one-half by the Corporation and one-half, by 
the employee and shall be conducted as close as fear. 
sible to the city in which the plant where the-griev­
ance arose ]&• located. 

(3) Any decision by a mutually agreed to 
medical authority at any step of this Paragraph (62j) 
procedure, or by the Umpire, shall be final and bind­
ing on the Union, the, employee involved and the Cor-, 
poration. Any retroactive pay due the employee shall 
be limited to a period commencing with the date of 
filing of the grievance, or the date the employee be­
came able to do a job to which he/she is entitled in 
line with his/her seniority, whichever is the later. The 
Umpire shall have full discretion to set the amount of 
back pay, if any, when a dispute exists as to the back 
pay to which an employee may be entitled for any 
period during the processing of the grievance when 
the empfoyee refused to cooperate with diagnostic 
medical procedures at other than his/her own expense. 

(62k) (1) For temporary reductions in production, 
the work week may be reduced before employees are 
laid off. • 

(2) Insofar as it is practicable during tempo­
rary reductions in production in a job classification 
within a department on a given shift, the temporary 
employees will be scheduled off before employees 
with seniority are scheduled off. 

(3) If there is not enough work available in a 
job classification within a department on a given shift 
for the employees with seniority after scheduling off 
the temporary employees in accordance with (62k)(2) 
above, the seniority employees will be scheduled off 
in accordance with Paragraph ()14). 

(621) Temporary employees will have been laid 
off following not more than three (3) weeks of re­
duced work weeks, provided it has been determined 
the reduction in production is to be for an extended 
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penod. Following the layoff of temporary employees, 
the extent to which the work week will be reduced 
before employees.with seniority are to be laid off will" 
become a subject for negotiation on the basis of con­
ditions which exist at that time. 

(62m) Employees with seniority will be laid off and 
rehired in their special occupational group in line with 
their seniority. Insofar as is practical, all temporary em­
ployees will be laid off before laying off employees 
with seniority; and to reinstate, insofar as is practical, 
employees with seniority before new employees are 
hired. Appropriate action will be determined by negotia­
tion on the basis of conditions existing at that time. 

(62n) In case of reduction in force, the special 
occupational group seniority of employees shall be 
limited to the special group in which seniority has 
been established. 

(62o) However, if an employee was transferred 
into a special occupational group on a transfer from 
other non-interchangeable occupational groups where 
they had previously established seniority which they 
still retain, they will, when laid off from one of these 
special groups, be transferred or laid off in accordance 
with the provisions of the applicable Seniority Section 
of this Agreement. 

(62p) There shall be no responsibility for the em­
ployment elsewhere in the plant of any employee hired 
or transferred into one of the special occupational 
groups listed in Seniority Section B-II if the employee 
is laid off and has not acquired seniority in any other 
group in the plant except that if such employee would 
otherwise be assigned to the Employee Development 
Bank as provided in Appendix "L" - JOBS Program, 
the employee may be offered the opportunity to vol­
unteer for assignment to a job in another group in the 
plant ahead of new hires, provided they can do the 
available work. If there are more volunteers than the 

63 



number of openings available at the time, seniority 
will be used as a'tie breaker. When such volunteers do 
not meet the manpower requirements, such employees 
may be assigned to job openings ahead of new hires. 

(62q) (1) The transfer of employees from their 
regular special non-interchangeable occupational group 
(home .special group) in accordance with Paragraph 
(62o) in the foregoing will be considered-temporary. 
The occupational group to which the employee is 
temporarily transferred in accordance with Paragraph 
(62o) shall be considered the "temporary group." 

(2) When the Corporation'resumes work in a 
special group, employees who are then working in the 
plant and who retain, at that time, seniority in said 
"home special group" will be recalled in line with 
their seniority" from the "temporary group" to their 
"home special group" in accordance with the follow­
ing procedure: 

(a) "Temporary groups" which do not 
require replacement(s) or additional employee(s), will 
transfer out recalled employees when notified by the 
Employment Department. 

(b) "Temporary groups" requiring 
replacement(s) but not requiring additional 
employee(s), will transfer out one (1) "home special 
group" recalled employee for each employee received 
from the Employment Department. 

(c) "Temporary groups" requiring 
replacement(s) and additional employees(s) will 
transfer out one (1) "home special group" recalled 
employee for each two (2) employees received from 
the Employment Department until all additional 
employees have been received and, thereafter, the 
transfer out of recalled employees shall be in 
accordance with sub-paragraph (b) of this Paragraph 
(62q)(2). 
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, (3) When the Corporation resumes work in a 
special occupational group, employees who are then 
on layoff from the plant and who retain, at that. time,. 
seniority in said "home special group" will, following 
recall into the plant from layoff, be recalled to their 
"home special group" in line with their seniority in 
accordance with the following procedure: 

(a) Such recall into the plant will be in 
accordance with the provisions of Paragraph (62m). 

(b) Thereafter, such employee (if not as­
signed his/her "home special group" upon recall into 
the plant from layoff) will have his/her recall to his/ 
her "home special group" handled as provided in Para­
graph (62q)(2) beginning on the second Monday fol­
lowing the date the employee started to work upon 
return from layoff. 

(4) The transfer procedures outlined in Para­
graph (62q)(2) will be handled as follows: 

(a) A transfer - under Paragraph 
(62q)(2)(a) will be made not later than one (1) work­
ing day following the date of the Employment Depart­
ment notification. -

(b) A transfer under either Paragraph 
(62q)(2)(b) or (62q)(2)(c) wherein the recalled em­
ployee is replaced in the "temporary group" by an 
employee returned to work under the provisions of 
Paragraph (59a), (62m), or a new employee hired, 
such transfer, subject to the size and complexity of the 
recall and transfer moves, will be made promptly but 
in not more than five (5) working days following 
notification by the Employment Department. 

(c) A transfer under either Paragraph 
(62q)(2)(b) or (62q)(2)(c) wherein the recalled em­
ployee is replaced in the "temporary group" by any 
"home group" recalled employee or an employee who 
is being transferred at his request under Paragraph 
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(55a) or- (62h), such transfer, subject to the size and 
complexity of the recall and transfer moves, will be 
made promptly but in not more than ten (10) working 
days. 

(5) In the event the size and complexity of 
the recall and transfer moves will result in a delay 
beyond the time periods set forth in Paragraph (62q) 
(4), the Corporation will submit to the Local Union 
the facts and problems attendant to the recall and 
transfer moves causing such delay. Following submis­
sion of such information to the Local Union, a meet­
ing will be arranged promptly between the Corporation 
and the Local Union Negotiating Committee to dis­
cuss the delay; upon the request of either party. 

(6) In the case of new employees, the regular 
special non-interchangeable occupational group shall be 
established as the special occupational group which the 
employee is properly assigned at the time seniority is 
acquired; or in the event an employee is permitted by 
Management to permanently transfer, provided he/she 
has acquired seniority under the provisions of Paragraph 
(62b), the occupational group to which he/she is trans­
ferred shall become his/her regular occupational group 
for the purposes of Paragraph (62q)(l) above. 

Apprentices 

(62r) (1) Training of apprentices will be governed 
by uniform apprentice training programs, including 
the shop training and related training schedules as 
established in the Delphi Automotive Systems Stan­
dard Apprentice Plan. 

(62r) (2) The Delphi Standard Apprentice Plan is 
made a part of this Agreement. 

(62r) (3) Disputes concerning the Apprentices and 
Skilled Trades Sections of this Agreement may be 
appealed to the Umpire in accordance with Paragraph 
(47a). 
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!(62r) (4) The provisions of this Main Agreement 
will apply to apprentices except for the following para­
graphs; 

(62k)(l) 
(62k)(2) 
(62k)(3) 
(621) 

' (62m) 
(H4) 

(62r) (4) (a) Paragraph (55) and Paragraph (62g) 
[pertaining to advancement] shall not apply to appren­
tices nor to openings or vacancies in apprentice classi­
fications. 

(62r) (4)<b) Paragraphs (55a) and (62g)(l) 
through (62g)(9) do not apply to apprentices nor to 
openings or vacancies in apprentice classifications. 

(62r) (5)-An Apprentice Committee composed^of 
two (2) Union members and two (2) Management 
members shall be established. The Union shall ap­
point journeymen/women from the plant as members 
of the Apprentice Committee, one of whom shall be 
designated as the Chairggrsoji of the Union members 
of the Apprentice Committee. Management shall no­
tify the Union of its members, one of whom shall be 
designated the Apprentice Coordinator. 

(a) The Apprentice Committee Chairper; 
son of the Union members of the Apprentice Commit­
tee may be substituted for a District Committeeperson 
and snail be permitted to attend regular Shop Com­
mittee meetings for the purpose of assisting in the 
handling of grievances of apprentices. He/she will be 
paid his/her regular rate for time spent in such meet­
ings and for making the investigations provided for in 
this sub-paragraph for the hours he/she would other­
wise have worked in the plant. The Chairperson of the 
Shop Committee may designate the Chairperson of 
the Union members of the Apprentice Committee, in 
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lieu of a member of the Shop Committee, to make a 
further investigation of a grievance filed by an ap­
prentice if further investigation of the case is war­
ranted after appeal to the Shop Committee in 
accordance with Paragraph (34a) of the Agreement. 

(b) The duties and functions of the Ap­
prentice Committee shall be as follows: 

(1) To negotiate on issues, involving 
the effect of the employment of apprentices on the 
employment of journeymen/women in the trades in­
volved. 

(2) To study other matters that may 
involve the training of apprentices by journeymen/ 
women in the shop. When machinery, equipment or 
material is introduced or modified and new skills are 
required in the journeyman/woman classification in 
the plant, the matter may be reviewed to determine the 
effect on the shop and related training of apprentices 
including necessary revision of such training. If re­
quested, arrangements will be made with the Appren­
tice Coordinator for the Apprentice Committee to 
investigate the new skills on the plant floor as a part 
of their review. When a meeting is held with the local 
educational institution providing related training to 
implement changes in the related training curriculum, 
the Union members of the Local Apprentice Commit­
tee will be given the opportunity to attend. 

0) To review progress reports of the 
apprentice shop and related training schedules in meet­
ings of the Apprentice Committee. 

(4) Upon request of a member of the 
Apprentice Committee an individual apprentice's 
record shall be reviewed in a meeting of the Appren­
tice Committee once during the last thirty (30) day 
period prior to completion of the apprentice shop train­
ing schedule. Problems involving the improper appli­
cation of the shop training schedules to individual 
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apprentices may be raised with supervision and if nec­
essary discussed with the apprentices on the plant 
floor by the Chairperson or other Union member of 
the Apprentice Committee. 

(5) (a) To interview tested apprentice 
applicants in accordance with the Apprentice Selec­
tion Procedure, interview results will be combined 
with test scores by central scoring where separate lists 
will be developed, one for seniority employee appli­
cants and one'for all other applicants, each list to be in 
descending order of points scored for each classifica­
tion for which they have applied. The lists for each 
apprentice classification will be provided by central 
scoring for review by the Local Apprentice Commit­
tee. When apprentices are selected, such selections 
shall be on trie basis of at least two from the seniority 
employee applicant list for every one selected from 
the other list in descending order of total point score 
in accordance with' the Apprentice Selection Proce­
dure: however, more selections from the other list 
may be made in the event sufficient seniority em­
ployee applicants are not available. Notwithstanding 
the above provisions of this Paragraph, laid off ap­
prentices may be placed in the classification from 
which they were laid off prior to the selection of new 
applicants from either the seniority employee appli­
cant list or the oils from all other applicants. 

(5) (b) When either list of qualified 
applicants for a classification is exhausted, additional 
qualified applicants may be placed on the list for that 
classification, but in any event additional qualified 
applicants will be added to the list at twelve (12) 
month intervals. Changes in the twelve (12) month 
interval referred to in this Paragraph may be changed 
by Delphi Automotive Systems in its Standard Ap­
prentice Plan. 

(5) (c) When necessary, the Appren­
tice Coordinator will make arrangements to tempo-
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rariiy assign a Union member of the Local Apprentice 
Committee to another shift for the purpose of inter­
viewing applicants or to handle specified, legitimate 
apprentice matters. The overtime premium pay provi­
sions of this Agreement are hereby waived in such 
instances and such changes in shift for this purpose 
will not result in the payment of overtime premium. 

(6) All applications for apprenticeship 
will be available upon request for review by the 
Chairperson of the Union members of the Apprentice 
Committee. 

(7) The Local Apprentice Committee 
will be provided an Interview List containing the name, 
social security number, date of birth, plant employ­
ment information and trades applied for prior to the 
interview. The Apprentice Committee will also be pro­
vided with a copy of the Final Applicant Rankings of 
qualified applicants eligible for selection for each clas­
sification containing the name, and, in the case of 
employee applicants, the seniority date will be in­
cluded. 

(8) Employees eligible for Tuition 
Refund who express a desire to enter the apprentice 
program will be advised by a member of the Local 
Apprentice Committee of courses that are available 
through the Tuition Refund program which may help 
them become better prepared as applicants for appren­
tice training. 

(9) The Apprentice Coordinator and 
the Chairperson of the Union members of the Appren­
tice Committee may confer with new apprentices for 
the purpose of acquainting the apprentices with the 
role of the Corporation, Local Management, the Union 
and the Apprentice Committee in the apprentice pro­
gram and to ascertain that the apprentice understands 
his/her status and obligations as an apprentice in ac­
cordance with the Apprentice Training Agreement. 
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(10) The Apprentice Coordinator and 
the Chairperson of the Union members of the Appren­
tice Committee may confer with apprentices where 
there are indications that the-apprentice is failing to 
perform his/herobligations as an apprentice. 

(11) To evaluate and credit previous 
experience. 

(12) To issue certificates of comple­
tion of apprenticeship. 

(13) Each six months the Chairper; 
son of the Union members of the Apprentice Commit­
tee will be furnished 'with a list of the number of 
apprentices in each training period by classification 
and the number of journeymen/women by classifica­
tion included in the ratio of apprentices in training to 
journeymen/women. 

(14) Apprentice training matters 
which are discussed by the Apprentice Committee 
and are not resolved may be referred to the 
Corporation's Labor Relations Staff. 

(62r) (6) The Apprentice Committee shall meet at 
a mutually agreed-upon time at least once each thirty 
(30) days unless otherwise agreed to extend the time 
between meetings. Each Apprentice Committeeperson 
will be paid his regular rate for time spent in such 
meetings and for the necessary time to properly per­
form his/her duties and functions provided for in Para­
graph (62r)(5)(b) for the hours he/she would otherwise 
have worked in the plant. Minutes of such meetings 
will be furnished to the Union members of the Ap­
prentice Committee within fourteen (14) calendar days 
from the date of the meeting, 

(62r) (7) The Standard Apprentice Plan, as revised, 
shall become effective and is to be followed as of the 
effective date of this Agreement. For identification a 
copy of such plan has been signed by the parties hereto. 
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(62r) (8) The number of new apprentices enrolled 
each year shall be determined on the basis of the 
number of journeymen/women employed for the pro­
gram each year averaged over the preceding twelve 
(12) months. The ratio of apprentices in training to 
journeymen/women should not exceed one (1) ap­
prentice to eight (8) joumeymen/wojrjgn. However, 
the Union agrees that the Corporation can establish a 
ratio of apprentices to journeymen/women in excess 
of the one (1) to eight (8) ratio, in accordance with 
plant needs and tooling programs, but not to exceed a 
ratio of one (1) apprentice to five (5) journeymen/ 
women. Favorable consideration will be given to re­
quests for deviation below the one (1) to five (5) ratio 
in instances in which it is anticipated the impact of 
early retirement will create a skilled manpower short­
age. In the event of a reduction of force, the appren­
tices in excess of the one (1) to eight (8) ratio will be 
laid off before any journeyman/woman in that classi­
fication is laid off, except that a minimum of one (1) 
apprentice may be retained in each trade. In a reduc­
tion in force, apprentices assigned a particular trade 
who have completed 1832 hours of the total hours 
required by their Program will be laid off in reverse 
order of their date of entry into that Program follow­
ing the layoff of all other apprentices assigned such 
trade. Apprentices who have completed 1832 hours of 
the total hours required by their Program and who 
have been laid off pursuant to the foregoing will be 
recalled to their respective trade in reverse order of 
layoff. Except as provided above, the employment of 
indentured apprentices shall not be governed by se­
niority rules. Laid off apprentices who may be placed 
on job openings in the plant shall receive credit to­
ward acquiring and accumulating seniority under Para­
graph (49) for the period of employment as an 
apprentice. 
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Apprentice Eligibility 

(a) Management will review its apprentice 
training needs and will post on the bulletin boards a 
list of apprentice openings. In order to be eligible for 
consideration for apprenticeship, all applicants must 
meet the requirements for apprentice training as 
established' in the Delphi Automotive Systems 
Standard Apprentice Plan, including age, education 
and other tests, such as aptitude tests. To'satisfy the 
education requirement, the applicant must be a high 
school graduate, or have an equivalent education such 
as the high school equivalency test or other methods 
that may be established under the Delphi Automotive 
Systems Standard Apprentice Plan, or meet the 
alternative requirements set forth in the Delphi 
Automotive Systems Standard Apprentice Plan. The 
new employee applicant must be between the ages of 
18 and 44 years, both inclusive (or consistent with 
applicable State and Federal laws). 

(b) If a seniority employee applicant for appren­
tice training meets all of the requirements for the ap­
prentice program applicable to prospective apprentices, 
his/her application will be considered with "other appli­
cants for the apprentice program and he/she shall be 
considered as satisfying the age requirement for appren­
tice training if he/she has not reached his/her 45th birth­
day. An employee shall have his/her wage rate adjusted 
to the starting rate of the apprentice rate schedule. 

(c) Employees classified as apprentices or jour­
neymen/women are not eligible to file an application 
for an opening in the apprentice program. 

Terms of Apprenticeship 

(d) The term of apprenticeship shall be nominally 
four (4) years in length, but shall be based on the num­
ber of hours actually worked. The shop schedule shall 
be divided into eight (8) periods of 916 hours each. 
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Related Training 

(e) Each apprentice shall be required during the 
period of this apprentice program, to complete a pro­
gram of related and supplemental classroom instruc­
tions not to exceed 576 hours during a four-year 
training course. Exceptions up to a maximum of 672 
hours may be jointly recommended for specific classi­
fications by the Local Apprentice Committee subject 
to approval by the Corporation's Labor Relations Staff. 

(f) Time spent by the apprentice in connection 
with related training shall not be considered time 
worked under this Agreement; nevertheless, time spent 
by the apprentice in taking required related training 
shall be paid for at the apprentice's straight time hourly 
rate. 

(g) The Corporation agrees to pay, on behalf of 
apprentices covered by this Agreement, registration 
fees and/or tuition required in connection with related 
training under the apprentice program, but not to ex­
ceed 576 hours of related training. 

Apprentice Wage Rates 

(h) Effective with the effective date of this 
Agreement, the straight time hourly wage rates (ex­
clusive of Cost-of-Living Allowance and shift pre­
mium) for apprentices in the bargaining unit shall be 
the rates set forth in the following Apprentice Rate 
schedule: 
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Apprentice 
Training Hourly 
Period > Rate* 

1st 916 Hours $21 .Q8" 
2nd 916 Hours 21.21 . 

3rd 916 Hours 
4th 916 Hours 

5th 916 Hours 
6th 916 Hours 

7th 916 Hours 
8th 916 Hours 

plus 9% of "Rate Difference" 
plus 29% of "Rate Difference" 
plus 33% of "Rate Difference" 
plus 48% of "Rate Difference" 
plus 66% of "Rate Difference" 
plus 86% of "Rate Difference" 

*The "Rate of Difference" shall be determined by 
subtracting the sum of $.20 and the Hourly Rate for the 
2nd 916 Hours from the maximum rate established in 
the Local Wage Agreement for the journey man/woman 
classification for which the apprentice is in training. 
Resultant rates shall be rounded to the nearest 1 cent. 

(i) Nothwithstanding the foregoing provisions, .a 
seniority employee transferred to apprentice training shall 
be transferred at his/her current rate or the rate of $22.74 
per hour, whichever is lower, provided, however, that in 
no. event will his/her 1st Period Rate be lower than a rate 
of ten cents (100) over the 1st Period Hourly Rate set 
forth above. Upon his/her completion of that 1st Period, 
he/she shall be paid a rate of $21.57 or his/her first 
period rate, whichever is higher̂  and if retained, shall be 
paid such rate until he/she qualifies for a higher rate in 
accordance with the Apprentice Rate Schedule. 

The $22.74 and $21.57 rates shown in the above 
paragraph will become $23.42 and $22.22 on September 
18, 2000; $24.12 and $22.89 on September 17, 2001; 
and $24.84 and $23.58 on September 16, 2002.' 

(j) Upon graduation, an apprentice will receive 
an increase, if retained, to the midpoint of the rate 
range for the skilled classification to which he/she is 
assigned. 
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(k) The above Apprentice Rate Schedule au­
tomatically provides for all increases in straight time 
hourly wage rates which are effective on the effective 
date of this Agreement. The wage increases provided 
for in Paragraph (93a) shall be added to the fixed 
portion of the Hourly Rate in the Apprentice Rate 
Schedule and to the above stated $22.74 and $21.57 
rates and the ^straight time hourly wage rates for 
individual apprentices shall be determined only in ac­
cordance with the provisions of this Paragraph (62r) 
(8). ' " 

(62r) (9) Each apprentice classification in the 
apprentice program shall be included within the Spe­
cial Non-interchangeable Occupational Group to which 
it is assigned. (See Seniority Section "B-II") 

(62r) (10) Upon graduation or transfer to another 
classification, the seniority of the apprentice shall start 
from the date of the Apprentice Training Agreement 
or his/her plant seniority date established pursuant to 
Paragraph (49), whichever is later. 

(62r) (11) Any problems involving apprentice re­
lated training schedules which cannot be settled by 
the Apprentice Committee shall not be subject to the 
grievance procedure. Such problems will be reviewed. 
by the Corporation's Labor Relations Staff. 

(62r) (12) Credit for previous related experience 
in military service, an apprentice training program, or 
a skilled- trades classification in any plant, may be 
given up to the total time required on any phase of the 
apprentice shop training or related training schedules. 
Credit for such previous experience shall be given the 
apprentice at the time he/she has satisfactorily demon­
strated that he/she possesses such previous experience 
and is able to do the job. Related training credit shall 
be given the apprentice at the time that he/she has 
demonstrated that he/she possesses the educational 
knowledge for which he/she is requesting credit under 
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the related training schedule. At the time such credit is 
given, the apprentice's wage rate shall be correspond­
ingly adjusted within the apprentice rate schedule based 
on the amount of credit given toward completion of 
the shop training schedule. 

(a) Any" dispute over such credit shall be 
referred to the Delphi Labor Relations Staff. 

Skilled Trades and Apprentice Committee 

(62s) A Skilled Trades and Apprentice Committee 
will be established composed of three (3) Corporation 
representatives and three (3) Union representatives. It 
is agreed it is desirable that one of the Union commit­
tee members be a journeyman/woman from the plant 
and one Corporation committee member be a member 
of supervision from a department in which skilled 
trades employees are assigned. 

The Committee shall meet at a mutually agreed upon 
time but not more frequently than once each thirty 
(30) days. The duties of the Committee shall be as 
follows: 

(1) Review and recommend revisions to the 
Delphi Automotive Systems Standard Apprentice Plan. 

(2) Recommend new apprentice training 
schedules for classifications in which such schedules 
are not included in the Delphi Automotive Systems 
Standard Apprentice Plan. 

(3) Review the status of Helper Programs 
in accordance with Appendix "H". 

(4) To deal with other matters concerning 
apprentice and Skilled Trades sections of the Agree­
ment. 

(5) To approve Pre-Apprentice Training 
Programs and to review and make disposition of other 
apprentice training matters referred to the Committee 
by the local Apprentice Committee. 
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. (62t) Upon completion of apprenticeship, a Delphi. 
Automotive Systems Standard Apprentice Plan cer­
tificate shall be issued by the Corporation to the' ap­
prentice. The local Apprentice Committee will 
recommend to the Bureau of Apprenticeship and Train­
ing, U.S. Department of Labor, or to the State agency, 
where appropriate, that a certificate signifying comple­
tion of the apprenticeship be issued to the apprentice. 

(62u) As soon as practicable after being placed in 
an apprentice group, the apprentice will be furnished 
an appropriate tool box which will become the prop­
erty of the apprentice upon graduation. At the same 
time, and also upon'satisfactory completion of the-
first period of 916 hours of work, he/she will be paid 
an allowance of $150.00 for the purchase of.tools, 
books and supplies. Upon satisfactory completion of 
the second, third, fourth, fifth, sixth and seventh peri-1 

ods of 916 hours of work in the apprentice program, 
the apprentice will be paid $100.00 for the purchase 
of tools, books and supplies. Management will assist • 
the apprentice in obtaining tools. Upon completion of 
all shop and related training requirements and gradu­
ation, the apprentice will receive the balance, if any,' 
of the total allowance of $ 1,000.00 less any tool al­
lowance payments previously received. 

Wage Rates of "Helpers" 

(62v) (1) The wage rate ranges and classifications 
for Helpers to skilled trades classifications shall be 
shown in the Helper Wage Schedule Agreement dated 
Decembers, 1999. 

(2) Any employee transferred to one of the 
Helper classifications listed in the foregoing schedule 
Helper Wage Schedule Agreement will receive not 
less than the minimum of the established rate range 
for that Helper classification, or the rate he/she has 
been earning, whichever rate is higher at the time, 
except in no event will the rate paid at the time of 
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transfer exceed the mid-point of the rate range of the 
"Helper" classification to which he/she is transferred. 
Such an employee will be granted a rate increase in 
accordance with the appropriate Helper Wage Sched­
ule only after completing the required number of 
"weeks worked" which equate with the increment in' 
the Helper Wage Schedule where the employee started. 

Any employee hired into a Helper classification will 
receive not less than the minimum of the established 
rate range for that classification. . 

Thereafter, the employee shall be stepped up not 
less than five cents (50) at the conclusion of each 
twenty-four (24) week period worked for five (5) such 
periods and then at each twelve (12) week period 
worked, if .retained, until he/she reaches the point in 
the rate range for the Helper classification in which 
he/gli£ is working equivalent to the minimum of the 
rate range of the Skilled classification to which his/ 
her Helper classification attaches.. • 

(3) In computing credit for "weeks worked" 
for the purposes of Paragraph (62v)(2), the employee 
shall be credited with all actual hours of work per­
formed, forty (40.0) actual hours equaling "one week 
worked." - . -

(4) An employee who has been assigned a 
Helper classification and is later laid off due to a 
reduction in force, will receive the same level of wage 
rate he/she had attained prior to, such layoff, if re­
called to that same Helper classification, provided he/ 
she does not break his/her seniority. 

(5) An employee who completes the related 
training schedule provided for in Paragraph (62w) and 
who has accumulated experience in one of these Helper 
classifications for the specified period of time set forth 
in Appendix "H" for Helpers to qualify for Journey-
man/woman status, will be reclassified. to Journey-
man/worriari status provided he/she is currently • 
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assigned a Helper classification and there are no em­
ployees with greater seniority than such Helper em­
ployee then laid off from the Skilled classification to 
which said Helper classification attaches, 

(6) Upon being reclassified to Journeyman/ 
woman status in accordance with sub-paragraph (5) 
above, the employee shall receive an increase to not 
less than the mid-point of the rate range for that job 
classification. 

. Related Training - Helpers - to Skilled 
Trades Classification 

(62w) (1) The Corporation has developed related 
training schedules totaling approximately two hun­
dred seventy-five (275) hours for each qf t̂he Helper 
classifications listed in Paragraph (62v)(!) in which 
there are then employees working. Exceptions up to a 
maximum of 375 hours for Helper programs may be 
jointly recommended by the'President of the .Local 
Union and the local plant Management subject to ap­
proval of the Delphi Automotive Systems Labor Rela­
tions Staff. '. • • 

(2) An employee who establishes a date of 
entry into one of the Helper classifications on or after 
January 22, 1968 shall be required to attend'the related 
training courses established for that classification during 
the first four (4) years of work as a Helper employee. 
Removal of an employee from the Helper classification 
shall be based on the employee's failure or inability to 
perform the work of the classification in'the plant. Fail­
ure to attend related training classes or achieve passing 
grades, will also be cause for removal from the classifi­
cation after having been counseled to do so. 

(3) Time spent by a ''Helper" employee,in 
connection with required related training, shall not be 
considered time worked under this Agreement, never­
theless, time spent by a "Helper" employee in taking 
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required related training, but not to exceed the hours 
specified in Paragraph (62w)(l), shall be paid for at 
the employee's straight time hourly rate. 

(4) The Corporation agrees to pay, on be­
half of the "Helper" employee covered by this Agree­
ment, registration fees, and/or tuition required in 
connection with related training under this "Helper" 
program, but not in excess of the hours specified in 
Paragraph (62w)(l). 

(5) The Corporation will periodically no- . 
tify the President of the Local Union in writing of- the 
names of employees who have been reclassified from 
a Helper'classification to"Journeyman/woman status. '; 

General Provisions - Skilled Trades 

(62x) (1) Upon becoming classified as a Journey­
man/woman, .a Seniority B-II employee shall.receive 
a rate not less than the mid-point of.the rate range for 
his/hei job classification.except that such an employee 
shall receive the maximum rate of his/Jier classifica­
tion within three (3) months from the date on which 
he/she is so classified or acquires special occupational 
group seniority,-whichever is later. • - "• J • ' 

(62x) (2) The term "journeyman/woman" when 
used in this Agreement means an employee who: (a) 
has satisfactorily completed a bonafied apprentice train- -
ing course.with similar standards to the Delphi Ap- . 
prentice-Training Program; or (b) has properly carried -
such journeyman/woman status in a Delphi Automo­
tive Systems plant; or (c) has been reclassified as a 
journeyman/woman under the skilled trades section of 
this Agreement; or, '(d) one, newly hired, who meets 
one of tlie above alternative requirements or can prove 
that he/she has worked in the trade at least 8 years. 
Copies of any documents presented pursuant to this 
provision will be furnished to the Chairperson of the 
Shop Committee upon request, 
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(62x) (3) (a) The Chairperson of the Shop Com­
mittee may request the Labor Relations Supervisor to 
arrange a special conference to hear the skilled trades 
representative's views concerning problems in con­
nection with work assignments of employees in skilled 
trades classifications and to discuss the matter. Such 
special conference will be attended by two 
committeeperspns representing employees in skilled 
trades classifications, a representative of the section 
of the Management organization in charge of the skilled 
trades activity involved, and a representative of Labor 
Relations, In addition the Chairperson of the Local 
Shop Committee or the Local Union President and 
another representative of Management may attend the 
conference. 

(62x) (3) (b) If the matter involves the appropri­
ateness of the work assignment of employees in skilled 
trades classifications and is resolved, the settlement 
will be reduced to writing within seven (7) calendar 
days from the date of the settlement unless otherwise 
agreed to by the parties. If the matter is not resolved, 
the Union may reduce, the matter to writing in a state­
ment setting forth all the facts and circumstances sur­
rounding the case and the position taken by the Union. 
The statement will be presented to Management within 
ten (10) working days of •the special conference. Within 
five (5) working days thereafter,-Management will 
prepareand give to the Union a complete statement of 
the facts of the case and the reasons for the position 
taken. '? ; 

(62x) (3) (c) If in its judgment the matter war­
rants appeal, the Union may within thirty (30) days of 
receipt of the statements, appeal the matter to Step 
Four of the Grievance Procedure. 

(62x) (3) (d) If the parties are unable to resolve 
the case within three (3) months of the date of appeal 
or any mutual extension of said period, the case may 
be withdrawn without prejudice by the Union or may 
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be appealed to the Impartial Umpire for final and 
binding decision. Upon the submission of a case to 
the Umpire, the parties will make an effort to provide 
the Umpire with a jointly agreed upon set of specific 
criteria to guide his/her decision in each case. 

(62y) (1) Employees of an outside contractor will 
not be utilized in a plant covered by this Agreement to 
replace seniority employees on production assembly 
or manufacturing work, or fabrication of tools, dies, 
jigs, and fixtures, normally and historically performed 
by them, when performance of such work involves the 
use of Corporation-owned machines, tools, or equip­
ment maintained by Corporation employees. 

(2) The foregoing shall not affect the right of 
the Corporation to continue arrangements currently in 
effect; nor shall it limit the fulfillment of normal war­
ranty obligations by vendors nor limit work which a 
vendor must perform to prove out equipment. 

(3) It is the policy of the Corporation to fully 
utilize its seniority employees in maintenance skilled 
trades classification in the performance of mainte­
nance and construction work, as set forth in its letter 
dated May 10, 1982 (Appendix "J") to the Union on 
this subject. 

(4) In all cases, except where time and cir­
cumstances prevent'it, Management will hold advance 
discussion with and provide advance written notice to 
a specified member of the Local Union's Skilled Trades 
and Apprentice Committee or the District 
Committeeperson representing Maintenance Depart­
ment employees who work in the plant located nearest 
the plant's Main Purchasing Office, and the Chairper­
son of the Shop Committee, prior to letting a contract 
for the performance of maintenance and construction 
work, fn this discussion, Management is expected to 
review its plans or prospects for letting a particular 
contract. The written notice will describe the nature, 
scope and* approximate dates of the work to be per-
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formed and the reasons (equipment, manpower, etc.) 
why Management is contemplating contracting out 
the work. Further, this written notice will include the 
type and duration of warranty work. 

At such times, Management repre­
sentative^) are expected to afford the Local Union 
representative(s) an opportunity to comment on the 
Management's plans and to give appropriate weight 
to those comments in the light of all attendant circum­
stances. When Journeymen/women diemaking or tool 
making employees are on layoff or become laid off as 
a result of the plant's subcontracting work normally 
performed by them, Management will, except where 
time and circumstances prevent it, hold such advance 
discussion of contracts for the performance of major die 
construction work or major tooling construction programs 
of the type normally performed by such employees, 

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

(62z) The Corporation will periodically notify the 
President of the Local Union in writing of the names 
of employees who complete ten (10) years as a jour­
neyman/woman or two (2) years as a Helper and eight 
(8) years as a journey man/woman in a skilled trades 
classification. 

SENIORITY 
GENERAL PROVISIONS 

For Non-Interchangeable Occupational Groups as es­
tablished in Seniority Sections B-I and B-II: 

(63a) The employment of the following persons 
shall not be governed by seniority rules: exceptional 
employees as defined below, students and graduates 
of technical or professional schools, and special em-
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ployees receiving training as a part of a formal train­
ing course. Exceptional employees are employees who 
have a skill needed in facilitating the start of a new 
model or at times when working forces are reduced. A 
separate list of such exceptional employees will be 
posted in the Employment Department and be avail­
able to the committeepersons. An up-to-date copy of 
the posted iist will be mailed to the Chairggrson of the 
Shop Committee within three (3) working days fol­
lowing any change in the names on the list. In assign­
ing employees to this list when ability, merit, and 
capacity are equal, employees with the longest senior­
ity will be given preference. Any employee whose 
name is removed from this list will be subject to the 
rules regarding seniority. Any complaint by the Union 
in regard'to the listing of any employee on the list 
shall be fiandied according to the Grievance Proce­
dure. 

(1) With the exception of employees assigned 
long time training jobs pursuant to Paragraph (63a), a 
separate list of employees, necessary, to meet the pro­
duction schedules for a temporary period at a time of 
reduced production, will be supplied to the Union 
prior to the time said employees are assigned this list. 

The Corporation will submit the facts and problems 
attendant to the reason these employees cannot be laid 
off or transferred in line with their plant-wide senior­
ity. Upon submission of this information to the Local 
Union, a meeting will be arranged promptly between 
the Corporation and the Local Union Negotiating Com­
mittee to discuss the reasons these layoffs or transfer 
moves cannot be made in line with their plant-wide 
seniority. Employees retained in accordance with this 
paragraph shall be replaced by greater seniority em­
ployees expediently. 

Any complaint by the Union in regard to the listing 
of any employee on the list shall be handled according 
to the Grievance Procedure. 
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(63b) As outlined in Paragraph (48) and Paragraph 
(62), two separate types of seniority provisions have 
been established: 

(i) Non-interchangeable occupational 
groups as listed in Seniority Section B-I. 

(ii) Special non-interchangeable occupa­
tional groups as listed in Seniority Section B-Il. 

Since seniority is one of the basic eligibility re­
quirements for Holiday Pay, as outlined in Paragraph 
(101); for Vacation Entitlement, as outlined in Para­
graph (119); and Bereavement Pay, as outlined in Para­
graph (126a), as well as the Delphi Automotive 
Systems Income Security Plan, it is agreed to accord 
benefits to employees under the provisions' of Para­
graph (101), Paragraph (119), Paragraph (126a) and 
the Delphi Automotive Systems Income Security Plan 
as referred to in Paragraph (130). by computing "se­
niority" for the purpose of these four paragraphs only, 
on the following basis: 

(1) Working for the Corporation in the bar­
gaining unit a total of ninety (90) days in six (6) 
continuous months shall establish "service seniority" 
for the purpose of these four paragraphs as though the 
employee accumulated seniority under the provisions 
of Paragraph (49). 

(2) An employee shall lose his/her "service 
seniority" on the same basis as seniority is lost as 
provided in Paragraph (51) and the Leave of Absence 
section. 

(3) Except for employees who have lost "ser­
vice seniority" under the provisions of Paragraph 
(63b)(2) above, service or seniority lost under the pro­
visions of Paragraphs (51e)(2), (62c), (62d)(5), and 
(62d)(10), shall continue to be included in computing 
total "service seniority" provided the employee meets 
one or more of the following requirements:f;.. 
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(a) The, employee retains seniority acquired 
under the provisions of Seniority Section B-I. • 

<- - • '- '.,.','' 
(b) The employee retains seniority, acquired 

under the,provisions of Seniority Section B-FI. 

(c) The employee retains "service'seniority" 
which would have been established seniority for the 
employee under the provisions of Seniority Section 
B-I had the employee worked during a similar period 
in a non-interchangeable occupational group covered 
by Seniority Section B:I. 

(4) Employees who have established "service 
seniority" must otherwise meet the eligibility require­
ments of Paragraph (101), Paragraph (119), Paragraph 
(126a) and the Delphi Automotive Systems Income 
Security';Plan as referred'to in Paragraph (130), .to 
receive Holiday Pay. and/or Vacation Pay* Bereave­
ment Pay and/or benefits under the Delphi Automo­
tive Systems Income Security Plan. . . . 

(63c) The President-, one (1) Vice President,- the 
Secretary, the Treasurer, hot more than seven (7) other 
Executive Board Members of the Local Union, the Local 
Union Benefit Representative(s), the Local Union Health 
and Safety Representative(s), the Chairperson of the Shop 
Committee and Local Union members who have been 
approved by the Local Union Executive Board as being 
involved in the in-plant administration of the provisions 
of the current Agreement as specified in Paragraph (15c) 
(1) and of.whom the Corporation has been previously 
notified, if actively employed by the Corporation, shall, at 
the point where' they would be subject to layoff from the 
plant in a reduction of force, be retained at work in the 
plant regardless of their seniority, provided they can do a 
job that is operating, and paid at the existing rate for such 
job. This will not apply in cases of temporary layoffs for 
model change, inventory, material shortages, machine 
breakdown,-etc. but willbe applicable only in-cases of 
extended'periods of reduced production as outlined in 
Paragraph (60a) of this Agreement. 
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SENIORITY LISTS 

(63d). Up-to-date lists showing employees in each 
occupational group by name will be posted in each 
department. The date shown with each name will be 
the seniority date for each.employee with seniority 
and the hire date for each temporary employee. 

(63e) The list described in Paragraph (63d) will be 
furnished to the Union once each month. 

DISCIPLINARY LAYOFFS * 
AND DISCHARGES 

(64) . Any employee who has,been disciplined by a 
layoff or a discharge will be advised of his/her right to 
representation, either verbally or written, and may re­
quest the presence of a committeeperson as outlined 
in the District Committeeperson Section of this Agree­
ment to discuss the case with him/her in an office 
designated by supervision before he/she is required to 
leave the plant. Unless satisfactory reason exists, the 
committeeperson will be called promptly. 

(64a) Whether a committeeperson is called or not, 
an employee disciplined by a suspension, layoff or 
discharge, will be advised of the reason therefore on a 
form provided by the Corporation, before the em­
ployee is required to leave the plant. Whether called 
or not, the committeeperson will be advised in writing 
within one working day of 24 hours of the fact of 
written reprimand, suspension, layoff or discharge and 
will- be given a copy of the statement given to the 
employee. After a suspension has been converted to a 
layoff or discharge, the committeeperson will be noti­
fied in writing of the fact of layoff or discharge. 

(64b) The employee will be tendered a copy of any 
warning, reprimand, suspension or disciplinary layoff 
entered on his/her personnel record, within three days 
of-the action-taken. In imposing discipline on a cur­
rent charge,^Management "will not take into^'account 



any prior infractions which occurred more than three 
.years previously. Further, Management will eliminate 
from an employees record any infraction where there 
was a lapse oflime.Qf greater than 18 months between 
infractions provided the employee has not been on 
leave of absence the majority of the time between the 
infractions. Also Management will "not impose disci­
pline on an employee for falsification of his/hei em­
ployment application after* a period of twelve (12) 
months from his/her date of hire. 

(65) It is important that complaints regarding un­
just or discriminatory layoffs or discharges be handled 
promptly according to the Grievance Procedure: Such 
grievances must be filed within'three (3) working day's 
of the date of notification of the extent of the penalty 
layoff orof notification of discharge. The answer will 
be given within one (I) working day. If not satisfacto­
rily settled, it may be appealed in line with Step Three 
of the Grievance Procedure. J . • 

(66) JAny employee who is removed from his/her 
work and taken to an.office for interview will be 
advised that he/she may, if he/she so desires, call the 
committeeperson for his/her district to be present with 
him/her during such interview. The comrrsitteeperson, 
however, will be present as a witness for the em­
ployee, and to represent him/hej if the employee has a ' 
grievance as a result of the interview. 

STANDARDS OF PRODUCTION 

(67) The standards of production shall be estab­
lished by Management on, the basis of fairness and 
equity- consistent with the quality of workmanship, 
efficiency of operations and •• the reasonable working 
capacities of normal operators. 

(68) When a dispute arises regarding the standards 
of production established or changed by Management,. 
the complaint should be taken up with the grievant's 
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Adyisor, The employee may request the presence of 
his/her committeeperson called pursuant to the Para­
graph (15a) Cornmkteepersort Sequence Call Chart, 
during the discussion. 

(69) A committeeperson may request to examine 
the job with the Advisor at that time. If there is still a 
dispute after the committeeperson has completed his/ 
her examination, the Advisor will then re-examine the 
operation in detail, 

(70) After the Advisor has had a reasonable time 
to re-evaluate the job after his/her reexamination, 
which shall not be more than two (2) working days 
following the committeeperson's examination of the 
job, he/she. shall meet with the committeeperson and 
the employee and attempt to adjust the grievance at 
that step. If the matter has not been adjusted at that 
stage, it. may be further appealed by filing a written 
grievance signed by the employee, claiming violation 
of Paragraph (67). ' * 

(71) The Time Study person will then re-examine 
the operations in detail. Following this re-examination, • 
the Advisor will give his/her written answer to the 
grievance within two (2) days of this re-examination, 
unless the time is extended by mutual agreement between 
the Advisor and the committeeperson. A meeting called 
in which the Advisor's written answer is presented to 
the employee and the committeeperson may be attended 
by the departmental Advisor or supervisor. , 

(72) if the grievance is not settled at this step, the 
case may be appealed to a Special Step of the Griev-' 
ance Procedure. Except as provided in Paragraph (72a), 
the notice of appeal to this Special Step shall-be ac­
companied by a written statement prepared by-the 
Chairperson or designated member of the Shop Com-
mittee setting forth the alleged facts and circumstances 
of the case, the Union's position and signed by the 
Chairperson of the Shop Committee. 
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(72a) If. the Union requests to make- a further 
investigation of .the case in-accordance .with the 
provisions of Paragraph (74), submission of the written 
statement required to accompany the notice of appeal 
pursuant to Paragraph (72) may be deferred and in 
each situation the written'statement shall be submitted 
to the Corporation by the Union within two (2) weeks 
following the completion of such investigation'instead 
of at the time the notice of appeal is submitted. 

(72b) Grievances must be appealed in compliance 
with the foregoing provisions of Paragraph (72) "and 
(72a) as the case may be and within four (4) weeks of 
the answer provided pursuant to Paragraph (71), or 
they shall be considered settled on the basis of the last 
decision and not subject to further appeal unless 
otherwise--mutually agreed before expiration of the 
specific time limit of four (4) weeks set out herein. 

(73) Upon receipt by the Corporation of such 
appeal and accompanying written statement required 
by Paragraph (72) or (72a) as the case may be, the 
case will be considered'at this Special Step of the 
Grievance Procedure by not more than three (3) 
representatives of the Union' including the Shop 
Committee Chairperson, the committeeperson who 
filed the grievance plus one other local union member 
designated to review this type case and not more than 
three (3) representatives of Management, at least one 
of whom shall be a member of higher supervision. 
The date of such meeting will be arranged not later 
than seven (7) days from the date of notice of appeal 
and receipt of the accompanying written statement 
pursuant to Paragraph (72) or in the event an 
investigation is arranged and conducted pursuant to 
Paragraph (74), not later than seven (7) days following 
the conclusion of the investigation and receipt by the 
Corporation of the accompanying written statement 
required by Paragraph (72a) unless otherwise mutually 
agreed. 
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(74) After a case is appealed to the Special Step 
and prior to the meeting on the case at that Step, one 
of the Union committeepersons or local Union 
members who will participate in the Special Step 
meeting may make a further investigation of the case 
if such request is given to Management. Management 
will be furnished with the name of the Special Step 
Meeting member designated to make the investigation. 
Thereafter, Management will arrange for the 
investigation with the Union. The parties agree it is of 
mutual interest to conduct such investigation within 
two (2) weeks from the date it is requested providing 
existing circumstances permit. 

(75) Within five (5) working days following the 
conclusion of the Special Step meeting, a Management 
member who participated in such meeting will give a 
written answer. 

(76) If the case is not settled at the Special Step, it 
may be appealed in accordance with the Grievance 
Procedure Section of the Agreement starting at Step 
Four at Paragraph (36a), In making an appeal to Step 
Four of a grievance filed pursuant to Paragraph (70) 
there shall be no requirement upon the Union to 
accompany such appeal with the written statement 
required in the Fourth Step of the Grievance Procedure 
except that the Union shall supplement its written 
statement which accompanied the appeal to the Special 
Step in accordance with Paragraph (72) or (72a) as the 
case may be in the event any pertinent fact or facts 
have been added to the grievance after it was answered 
by Management at the Special Step in accordance 
with Paragraph (75). The written answer provided in 
accordance with Paragraph (75) shall for the purposes 
of the Grievance Procedure constitute Management's 
answer at Step Three. 

(77) If the grievance is not appealed within the 
forty-five (45) day time limit set forth in Paragraph 
(36d) of the Grievance Procedure, the grievance shall 
be considered settled on the basis of the last decision. 
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(78) The time limits specified above may- be ex­
tended by mutual agreement in writing. 

(79) Any case not appealed from one step of this 
procedure to the next within the time limits specified 
will be considered closed on the basis of the last deci­
sion given. 

WORKING HOURS 
(For the Purpose of Computing Overtime 

Premium Pay) 

(80) For the purpose of this section on working 
hours, the employees' working week shall be the cal­
endar week beginning at 11:00 P.M. on Sunday and 
the first calendar day of the week (Monday) shall 
begin at 11:00 P.M. Sunday except in those specific 
cases where regular earlier starting times are estab­
lished. 

(81a) Saturday is defined as the period from ! 1:00 
P.M. Friday to 11:00 P.M. Saturday, except in those 
specific cases where regular earlier starting and/or 
later quitting times are established. 

(81b) Sunday is defined as the period from 11 :Q0 
P.M. Saturday to 11:00 P.M. Sunday, except in those 
specific cases where regular earlier starting and/or 
later quitting times are established. 

(81c) A holiday is defined as the period from 11:00 
P.M. on the previous day to J 1:00 P.M. on the holi­
day, except in those specific cases where regular ear­
lier starting and/or later quitting times are established. 

(81d) The regular earlier starting and/or later quit­
ting times established in accordance with the above 
exceptions, shall not exceed one (1) hour. 

(82) AH hourly rated employees, except employ­
ees working on special or rotating tricks, will be com­
pensated as follows: 
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Straight Time 

(83) Employees will be compensated at straight 
time for hours worked except as otherwise provided 
in this Working Hours Section. 

Time and One-Half 

(84a) Employees will be compensated aUthe rate 
of time and one-half for hours worked in excess of 
eight (8) hours worked at straight time within any 
continuous fwenty-four (24) hour period which shall 
begin at the time the employee first starts to work at 
straight time, or, if tardy, the time he/she should have 
started, to work at .straight time, whichever is earlier, 
on any calendar day. In the event Management grants 
permission at the employee's own request to transfer 
from one shift to another, time and one-half shall not 
be paid. 

(84b) Employees will be compensated at the rate 
of time and one-half for hours worked on Saturday 
except as provided; in Paragraph (86a). 

(84c) Time and one-half shall be paid for those 
hours worked on a day following a holiday or a Sun­
day which are in excess of eight (8) hours worked on 
such holiday or Sunday but within the same twenty-
four (24) hour period beginning with the time the 
employee started to work on such holiday or Sunday, 
or, if tardy, when he/she should have started to work 
on such holiday or Sunday, whichever is earlier. -

Double Time 

(85) Employees will be compensated at the rate 
of double time as follows: 

(85a) For hours worked on Sunday and on each 
holiday specified in Paragraph (101). 

Exceptions to Above Overtime Payment 

• (86a) Employees working in necessary continuous 
seven-day operations whose occupations involve work 
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on Saturdays and Sundays shall be paid time and one-
half for work on these days only for time worked in 
excess of eight-hours per day or in excess of forty 
hours in "the employee's-working week, for which 
overtime has not already been earned, except as other­
wise provided in Paragraph (1) below: • 

(1) Such employees shall be paid time and 
one-half .for hours worked on-the employee's sixth 
work day in the week. 

(2) Such employees shall be paid double time 
for hours worked on the seventh work day in the 
calendar week if the seventh work day results from 
the employee being required to work on his/her 
scheduled off day(s) in that calendar week, or for 
hours worked on a Sunday if that Sunday is his/her 
second scheduled off day in that calendar week. 

(3) Such employees will be paid double time 
and one-half (2.50 times straight time) -for the first 
eight (8) hours worked on any shift that starts on any 
of the holidays listed in Paragraph (85a); for time 
worked on the calendar holiday in excess of the first 
eight (8) hours worked on any shift that starts on any 
such holiday; and for time worked on the calendar 
holiday in-excess of eight (8) hours worked on a shift 
which starts the previous day and runs over into any 
such holiday; provided, however, that if the particular 
holiday falls on the employee's regularly scheduled 
off day(s) and he receives holiday pay pursuant to 
Paragraph (lOld) of this Agreement, he/she will be 
paid double time' instead of double time and one-half 
for such hours worked. In the case of employees who 
work 6 or 7 days during the work week, the first eight 
(8) hours worked at double time and one-half or double 
time, as the case may be, on shifts starting on such 
holidays shall be counted in computing overtime for 
work in.excess of 40 hours in the employee's working 
week. .- . . ••, - . -
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. . •• . (4) Such- employees will be paid time and 
one quarter,( 1.25 times straight time) for hours worked 
on the seventh work day in the calendar week begin­
ning. Monday, unless such hours are payable' at an 
overtime.premium rate under any other provisions of 
this Agreement. 

(5) If such an employee receives holiday pay 
pursuant to Paragraph (10Id) for a particular holiday 
on which he/she does not work, that holiday will be 
counted as a day worked for the purpose of computing 
six or seven day premium under sub-paragraphs (1), 
(2) and (4) above. 

Additional Payment 

(86b) Employees working in necessary continuous 
seven-day operations, as defined in Paragraph (86a), 
shall be paid an additional twenty-five ($.25) cents 
per hour for all time worked while so assigned which 
shall be included in computing vacation entitlement 
pay, Independence'Week shutdown pay, holiday pay, 
bereavement pay, jury duty pay, short-term military 
duty pay, overtime and night shift premium. 

Non-Duplication 

(87) Premium payments shall not be duplicated 
for the same hours worked under any of the terms of 
this working hours section. 

SHIFT ASSIGNMENTS 

(88) Within practical limitations, employees with 
longest seniority within their job classifications will 
be assigned to the most desirable shift. Therefore, in 
determining the employee's shift, providing all other 
factors are equal and there is no resulting loss in effi­
ciency of operation or quality of workmanship, se­
niority will prevail. However, due to the various factors 
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which determine the practical aspects of this problem, 
the Management reserves the right to make excep­
tions to this policy for temporary periods; the length 
of such temporary periods to be determined by nego­
tiation on the basis of conditions existing at that time, 

SPECIAL THREE-SHIFT 
OPERATIONS 

(88a) This paragraph is not intended to change any 
present practice, or preclude the re-adoption of a prior 
practice, whereby it is possible to schedule certain op­
erations on a three-shift, eight hours of work per shift 
basis with special provisions for lunch. Where it is not 
possible or practicable on three-shift operations to es­
tablish schedules of 8 hours' of work each shift, work 
shifts will be established on the basis of arrangements 
for a lunch period not in excess of 20 minutes being 
provided during the shiftperiod without loss of pay. 

The above provisions shall not preclude necessary 
temporary variations in schedules. - ' 

The above provisions shall not be applicable in any 
-plant located in a state wherein a statute or adminis­

trative ruling requires the granting or establishment of • ' 
lunch or meal periods of more than 20 minutes. 

(88b) The District Committeeperson will be noti­
fied of any permanent change in established shift hours , 
or lunch periods in this district. 

WAGES 

(89) The wage rates for the presently-established 
classifications shall be maintained for the life of this 
Agreement except as provided hereunder: . 

In the event of a substantial change in the job re­
quirements of any existing job classifications, such 
change may be made a subject of negotiation by either 
p a r t y / • • ' ' ' ' •' '•• ' • ' • : : 
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•'(90a) it is recognized that.new jobs will be intro­
duced from time to.time which are not covered by the 
existing job classifications. When such jobs are intro­
duced and are not, or cannot be, properly, placed in 
existing classifications, Management will set up a new 
classification, description and rate covering the job in 
question and will designate it as temporary. 

(90b) The Corporation will advise the Union when 
a new job is introduced and placed-into an existing 
classification which differs somewhat from the general 
line of jobs covered by that classification or when a 
new job classification is established. 

(91) The Union will be notified, of a,new 
classification title and rate within a three (3) working 
day period following the assignment of an employee 
to such newly established job classification. The 
temporary rate for such job shall be consistent with 
the wage schedule now established for similar jobs 
throughout the plant. A copy of the temporary rate, 
description and classification name will be mailed to 
the Local Union office and addressed to the Local 
Union President, not later than thirty (30) days after 
the job is put into operation by a production employee. 

f. 

(92) As soon as possible after machinery and other 
equipment has been installed.and, in any event, within 
thirty (30) calendar days after a production employee 
has been placed on the job, the Union and Management 
shall negotiate the rate and classification, and when 
negotiations are complete, such classification and rate 
shall become a part of the local wage agreement, and 
the negotiated rate, if higher than the temporary rate, 
shall be applied retroactively to the date the production 
employee started on the job, except that retroactive 
payment shall in no event exceed three hundred (300) 
working days. For the purpose of computing the period 
of retroactive payment, if any, pursuant to this 
provision only, "working days" shall include the first 
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five (5) days of the calendar week (Monday through 
Friday). Payments as provided herein will be made 
promptly consistent with the -computational 
requirements in each instance. -

Following computation of each such adjust­
ment, the Union, upon request, will be furnished a 
listing containing the name of each employee to whom 
the Corporation will make payment and the amount of 
payment. 

(92a) The President of the Local Union will be 
permitted entry into the plant for the purpose of re­
viewing the new job classification and rate which has 
been submitted by the Corporation to negotiations as 
outlined in Paragraph (91). A member of the local 
Union who is an employee of the Corporation or the 
Local Union Vice President may accompany the Presi­
dent during such visit. The Local Union Vice Presi­
dent may be substituted for the President during such 
visit. Such entry will occur only after the following 
procedure has been complied with: 

(1) The arrangement for entry into the plant 
must be.made with local Management previous to the 
date such entry is desired. This may be made verbally. 
The name of the other .local Union member who is to 
accompany either the President or the Vice President, 
as the case may be, will also be submitted at this time. 

(2) A time during regular working hours 
which is mutually agreeable for such visit will be 
arranged. 

(3) Management representatives may accom­
pany the President or Vice President and local Union 
member during such visit; 

(93a) General Increases. Effective September 20, 
1999. September 18. 2000. September 17, 2001, and 
September 16, 2002 each employee covered by this 

99 



agreement shall receive a wage increase in the 
employee's straight time hourly wage rate {exclusive 
of cost of living allowance, shift premium, seven-day 
operations premium, and any other premiums), in 
accordance with the following table: 

Straight Time 
Hourly Improvement 

Wage Rates Factor Increases 
Less than- 10.83. :.. 32^ 
10.84 -31.16 33$ 
11.17- 11.49 '. 344 
11.50- 11.83 35£ 
1,1.84 - 12.16 36e 
12.17 - 12.49 371 
12.50 - 12.83 381 
12.84 - 13.16 39d 
13.17 - 13.49 .....4QC 
13:50 - 13.83 ,41? 
13.84 - 14.16 : ,,..,,,,.... 42tf 
14.17 - 14.49 43e 
14.50 - 14.83 ; 44jt 
14.84 - 15.16 45C 
15.17 - 15.49 :..... 4U 
15.50 - 15.83 471 
35.84 - 16.16 48g 
16.17 - 16.49 49g 
16.50 - 36.83 ....50g 
16.84 - 17.16 51> 
17.17 - 17.49 : 52g 
17.50 - 17.83 / 53e 
17.84 - 18.16 54g 
18.17 - 18.49 5Stf 
18.50- 18.83 56a 
18.84 - 19.16 Sit 
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19.17 - 19.49 584 
19.50 - 19.83 594 
19.84 - 20.16 : 604 
20.17 - 20.49 614 
20.50 - 20.83 624 
20.84 - 21.16 634 
21.17 - 21.49 644 
21.50-21.83 654 
21.84 - 22.16 664 
22.17 - 22.49 '. 674 
22.50 - 22.83 684 
22.84-23.16 694 
23.17 - 23.49 704 
23.50 - 23.83 714 
23.84 - 24.16 724 
24.17 - 24.49 734 
24.50 - 24.83 '. 744 
24.84 - 25.16 ; 754 
25.17 - 25.49 764 
25.50 - 25.83 774 
25.84 - 26.16 : 784 
26.17 - 26.49 794 
26.50 - 26.83 ...: 801 
26.84 - 27.16 : 814 
27.17 - 27.49 824 
27.50 - 27.83 834 
27.84 - 28.16 844 
28.17 - 28.49 854 
28.50 - 28.83 864 
28.84 - 29.16 874 
29.17 - 29.49 884 
29.50 - 29.83 894 
29.84 - 30.16 904 
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NOTE: In the case of a classification,' the rate for 
which is determined by a wage rule in the Local Wage 
Agreement relating the rate for the classification to 
the rate for another classification or classifications, 
the above table will determine the rate for the classifi­
cation where there is a conflict with such wage rule. 

The wage increase provided above shall be paid 
retroactively for all hours worked on and after Sep­
tember 20, 1999, provided however, that for purpose 
of applying Exhibits A, B, D and E, attached hereto, 
and letter agreements with respect thereto, the wage 
rate of an employee shall not be increased by such 
wage increase prior to the effective date of this Agree­
ment. 
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Cost of Living Allowance -

(94a) Each employee covered by this Agreement 
shall receive a" Cost of Living Allowance in accor­
dance with the provisions of Paragraphs (94c) and 
(94f) . . ' • ' •• 

(94b) It is agreed, that only the Cost of Living 
Allowance will be subject to reduction so that, if a 
sufficient decline in the cost of living occurs, employ­
ees will immediately enjoy a better standard of living. 

(94c) The Cost of Living Allowance provided for 
in'Paragraph (94a) shall be added to each employee's 
straight time hourly rate and will be adjusted up or 
down as provided in Paragraphs (94e) and (94f).> •"•' 

(94d) The Cost of Living Allowance will be de­
termined in accordance with changes in the official 
Consumer Price Index for Urban Wage Earners and 
Clerical Workers (revised CPl -W) (United State's City 
Average) published by the Bureau of Labor Statistics 
(1967=100). . - • - , . 

(94e) Effective with the date' of this Agreement, 
but.afte'r the application of the wage increase provided 
in Paragraph (93'a). $.85 shall be deducted from the 
S.90 Cost of Living Allowance iri effect immediately 
prior to that date' and $.85 shall be added to the base 
wage rates (minimum, intermediary and maximum) 
for each classification in effect on that date. Thereaf: 

ter during the period of this Agreement, adjustments 
in the Cost of Living Allowance shall be made at the 
following times: . -. 
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Based Upon Three-
Month Average of 

Effective Date the Consumer Price 
of Adjustment Index For 

December £, 1992 - August, September, October 
1992 

In determining the three-month average of 
the indexes for a specified period, the computed aver­
age shall be rounded to the nearest 0,1 Index point, . 

In no event will a decline in the three-month 
Combined Consumer Price Index below 484,1 pro­
vide the basis for a reduction in the wage scale by job 
classification. 

(94f> The amount, of the Cost of Living Allow­
ance shall be five cents (50)rper hour effective with 
the effective date of this Agreement and ending De­
cember 5_, 1992. Effective December £, 1992, and for 
any period thereafter as provided in Paragraphs (94b) 
and (94e), the Cost of Living Allowance shall be in 
accordance with the following table: 

November, December, 
1999 and January 2000 
and at three-calendar 
month intervals thereafter to 
February, March, April 200.2* 

g the three-month average of 
sd period, the computed aver-
the nearest 0,1 Index point, . 

11 a decline in the three-month 
rice Index below 484,1 pro-
ction in the wage scale by job 

>f the Cost of Living Allow-
(50)rper hour effective with 

s Agreement and ending Da­
ze December £, 1992, and for 
provided in Paragraphs (94b) 
Living Allowance shall be in 
owing table: 

First Pay Period 
beginning on or after: 
March 1. 2000 " 
and at-three-calendar • 
month intervals thereafter 
to June 1. 2003. 

Three-Month Average 
Consumer Price Index 

. 4g4J,or less 
484.2 - 484.4 : 
484.5 - 484-0: .... 
484.7 - 484.9 
485,Q - 485.2 
485.3 - 485.4 ".... 
485.5 - 485.7 
485.8 - 485.9 
486.0 - 486.2: 
486.3 - 486.4..:••. '... 

Cost-of-Living 
Allowance 

None 
10 per hour 
20 per hour 
30 per hour 
40 per hour 
50 per hour 
60 per hour 
70 per hour 
80 per hour 
90 per hour 
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And so forth .with 10 adjustment for each 
0.25 change in the Average Index and .will be calcu­
lated in accordance with the Letter of Understanding 
signed by the parties. 

(94g) The amount of any Cost of Living Allow­
ance in effect at the time shall be included in comput­
ing overtime premium, night shift premium, vacation 
payments, Independence Week shutdown pay,.holi­
day payments, call-in pay, bereavement pay, jury duty 
pay and short term military duty pay. 

(94h) In the event the Bureau of Labor Statistics 
does not issue the appropriate Consumer Price Index 
on or before the beginning of one of the pay periods 
referred to in Paragraph (94e), any adjustments in the 
Cost of Living'Allowance required by such appropri­
ate index shall be effective at the beginning of the first • 
pay period after receipt of the index. 

(94i) No adjustments, retroactive or otherwise, 
shall be made due to any revision which may later be 
made in the published figures used in the calculation 
of the Consumer Price Index for any month or months 
specified in Paragraph (94e). , • 

(94j) The parties to this Agreement agree that the 
continuance of the Cost of Living Allowance is de­
pendent upon the availability of the monthly Con­
sumer Price Index published by the Bureau of Labor 
Statistics in its present form and calculated on the 
same basis as the eujignt Index unless otherwise agreed 
upon by the parties. If the Bureau of Labor Statistics 
changes the form or the basis of calculating the Con­
sumer Price Index, the parties agree to request such 
agency to make available, for the life of this Agree­
ment, a monthly Consumer Price Index in its present 
form and calculated on the same basis as the Index 
was prior to such change. 

(95) New employees hired on or after the effec­
tive date of this agreement, who do not hold a senior­
ity date in any Delphi Automotive Systems plant which 
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predates such effective date, shall be hired at a rate 
equal to seventy (70) percent of the maximum base 
rate of the job classification. Such employees shall 
receive an automatic increase to: , 

(1); Seventy-five (75)'percent of the maximum base 
rate of the job classification at the expiration 

• of twenty-six (26) weeks. 

(2) Eighty (80)'percent of the maximum base rate 
of the job classification at the expiration of 
fifty-two (52) weeks. 

(3) Eighty-five (85) percent of the maximum base 
' rate of the job classification at the expiration 

. _ of seventy-eight (78) weeks, 

(4) Ninety (90) percent of the maximum base rate 
of the job classification at the expiration of 
one hundred and four (104) weeks. 

. (5) Ninety-five (95) percent of the maximum base 
rate of the job classification at the expiration 
of one hundred and thirty (130) weeks. 

(6) The maximum base rate of the job classifica­
tion at the expiration of one hundred and fifty-
six (156) weeks. 

Such an employee who is laid off prior to 
having attained the maximum base rate of the job 
classification and who is re-employed within one year 
from the last day worked prior to layoff in the case of 
an employee who had not.previously acquired senior­
ity, or within one year from the date that his/her se­
niority was' broken pursuant to the provisions of 
Paragraph (51e)(I), shall receive a rate upon re-em­
ployment which has the same relative position to the 
maximum base rate of the'job classification as had 
been attained by the employee prior to layoff Upon 
such re-employment, the credited rate progression 
period of the employee's prior period of employment 
shall be applied toward his/her rate progression to the 
maximum base rate of the job Classification. 
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For the purpose of applying the provisions . 
of this Paragraph only, an employee will receive one 
week's credit toward acquiring the maximum base 
rate of the job classification provided the employee 
had worked in that given "week. Credit will not be 
given for any week during which for any reason the 
employee does riot work except as provided in Para­
graph (105g) and when the Christmas Holidays con­
sists of a full week, and the Independence Week 
shutdown.provided the employee would otherwise have 
been scheduled to work. Notwithstanding other provi­
sions of this Agreement, full weeks,pf.time jqs.t for 
vacation during the Plant Vacation Shutdown Week. 
bereavement, military duty and Family Medical Leave 
Act, if the employee would otherwise have been sched­
uled to work, win be considered as.time worked,.Each 
increase shall be effective at the beginning of the first 
pay period following the completion of the required 
number of, weeks of employment. 

(95a) The foregoing Paragraph (95) shall not ap­
ply to skilled trades job classifications. • 

WAGE RATE PROGRESSION 

(96) It is understood that local wage agreements 
consist of the wage scale by job classification as were 
in effect as of the effective date of this Agreement, 
plus any written changes, additions or supplements 
thereto. Any changes, additions or supplements thereto 
shall be reduced to writing and are subject to the 
approval of the Corporation. 

(97) Wage progression rules within the wage scales 
of job classifications is a matter of local negotiation 
and shall be reduced to writing and included as a part 
of the local wage agreement. 
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CALL-IN PAY 

(98) Except in the case of iabor disputes or other 
conditions beyond the control of Management, em­
ployees will receive call-in pay in the amount of four 
(4) hours pay at his/her regular hourly or base rate 
under the following conditions, provided he/she is 
ready for work at the beginning of his/her regular 
shift:. 

(98a) Any employee called to work or permitted to 
come to work without having been properly notified 
that there will be no work. In the application of this 
paragraph, "proper notification" shall consist of: 

(1) Notifying the employee before the end 
of his/her shift that there will be no work on his/her 
next regular shift, or 

(2) A telephone call to the telephone num­
ber the employee has on file with the Corporation, 
notifying the employee as far in advance of shift start­
ing time as possible there will be no work for him/her. 
or in his&gr absence, calling such telephone number 
at least two (2) hours in advance of shift starting time 
to notify there will be no work for him/hei- In order to 
be eligible^ employee must have a correct telephone 
number on file in the Personnel Office where he/she 
can be notified or a message left. 

(3) Telegrams posted at least four (4) hours 
in advance of shift starting time, although considered 
"propernotification" will not be used priortomaking 
a telephone call as provided in Paragraph (9&a)(2) 
above. 

(4) A letter mailed by regular first class 
United States mail to the employee's last known ad­
dress, in the event there is sufficient time, although 
considered "proper notification" will not be used prior 
to making a telephone call as provided in Paragraph 
(98a)(2) above. 
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In the application of this paragraph, if an 
employee does not have a telephone number listed 
with the Corporation in compliance with and for the 
purposes of Paragraph (98a)(2) above, there shall, 
except in those cases where it is known before the end 
of the shift there will be no work for an employee on 
his/her next regular shift and the employee is not so 
notified, be no requirement to pay such employee call-
in pay under any of the provisions of this Paragraph 
(98a), although the Corporation may provide proper 
notification by telegram or mail service if sufficient 
time is available and if conditions otherwise permit. 

(98b) Sent home before having worked four (4) 
hours. If an employee is late he/she will be paid from 
the time he/she rings in until four (4) hours after the 
regular starting time of his/her shift. 

NIGHT SHIFT PREMIUM 

(99) A night shift premium of 5% of night shift 
earnings, including overtime premium pay, will be 
paid to employees working on a shift scheduled to 
start on or after 10:30 A.M., but before 6:30 P.M. A 
night shift premium of 10% of night shift earnings, 
including overtime premium pay, will be paid to em­
ployees working on a shift scheduled to start on or 
after 6:30 P.M., but before 4:15 A.M. 

When an employee whose normal shift be­
gins on or after 4:15 A.M. and before 10:30 A.M. is 
scheduled to work twelve (12) or more hours, he/she 
shall be paid a five (5) percent shift premium for all 
hours worked in excess of eight (8). 

When an employee whose normal shift be­
gins on or after 10:30 A.M. and before 6:30 P.M. is 
scheduled to work more than nine (9) hours and until 
or beyond 2:00 A.M. he/she shall be paid ten (10) 
percent shift premium for the hours worked after 12:00 
midnight. 
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(100) For the purpose of calculating shift premium, 
overtime on a regularly scheduled shift shall be con­
sidered^ part of that-shift. • 

HOLIDAY PAY 

(101) Employees shall be paid for specified holi­
days and the holidays in each of the Christmas holi­
day periods as provided hereinafter: 

1st Year 
November 15. 1999 Veterans' Day (Observed1) 
November 25. 1999 Thanksgiving 
November 26, 1999 Day after Thanksgiving 
December 24. 1999 A 

December 27. 1999 
December 28. 1999 ( Christmas Holiday Period 
December 29. 1999 
December 30. 1999 
December 31. 1999 
January 17. 2000 Martin Luther King. Jr. Day 
April 21. 2000 Good Friday • ' 
April 24. 2Q00 Day after Easter 
May 26, 2000 Friday before Memorial Day * 
May 29. 2000 Memorial Day 
(or two other such holidays of greater local 
importance which must be designated in advance 
by mutual agreement locally in writing), 
July 4, 2000 Independence Day 
September 4. 2000 Labor Day 

2nd Year 
November 7. 2000 Federal Election Day 
November 17. 2000 Veterans' Dav (Observed) 
November 23. 2000 Thanksgiving 
November 24. 2000 Day after Thanksgiving ' 
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December 25. 2000 
December 26. 2000 
December 27. 2000 ^ Christmas Holiday Period 
December 28. 2000 
December 29. 2000' 
January 1, 2001 
January 1-5. 2001 Martin Luther King! Jr.LPay 
April 13. 2001 Good Friday' 
April 16. 2001 Pay after Easter 
May 28. 2001 Memorial Day 
(or one other such holiday of greater local importance 
which must be designated in advance by mutual agree­
ment locally in writing), 
July 4. 2001 Independence Day . . , 
September 3. 2001 Labor Dav 

3rd Year 
November 16. 2001 Veterans' Day (Observed) 
November 22. 2001 Thanksgiving . 
November 23. 2001 Day after Thanksgiving 
December 24. 2001 
December 25. 2001 
December 26. 2001 | Christmas Holiday Period 
December 27. 2001 
December 28. 2001' 
December 31.2001' 
January 1. 2002 
January 21T 2002 Martin Luther King. Jr. Dav 
March 29. 2002 Good Friday 
April L 2002 Day after Easter 
May 27. 2002 Memorial Pay 
(or one other such holiday of greater local 
importance which must be designated in advance by 
mutual agreement locally in writing),' 
July 4. 2002 Independence Day 
August 30. 2002 Friday before Labor Dav 
September 2. 2002 Labor Day . 

I l l 



.. . . , - . '•= 4th Year •.--•.. 
November 5, 2002 -Federal Election Pay 
November 15; 2002 Veterans' Day 
November 28, 2002 Thanksgiving • 
November 29. 2002 Day after Thanksgiving 
December 23, 2002 
December 24. 2002 
December 25. 2002 
December 26. 2002 \ Christmas Holiday Period 
December 27. 2002 
December 30, 20Q2 
December 31. 2002 
January 1. 2003. 
January 20. 2003 Martin Luther King. Jr. Day 
April 18. 2003 Good Friday 
April 21. 2003 Day after Easter ' * 
May 26. 2003 Memorial Day ' 
(or one other such holiday of greater local": 

importance which must be designated in advance by 
mutual agreement locally in writing).. ~ ' - - ' 
July 4. 2003 Independence Day 
September 1. 2003 Labor Day 
providing they meet all of the following eligibility 
rules unless otherwise provided herein: 

(101a) (1) The employee has seniority as of the 
date of each specified holiday and as of each of the 
holidays in each of the Christmas holiday periods, and 

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

(3) The employee must have worked the 
last scheduled work day prior to and the next sched­
uled work day after each specified holiday within the 
employee's scheduled work week. 

For each Christmas holiday period, the 
employee must have worked the last scheduled work 
day prior to each holiday period and the next sched­
uled work day after each holiday period. Failure to 
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work either the last scheduled work day prior to or the 
next scheduled work day after each Christmas holiday 
period will disqualify the employee for the QM holi­
day in the Christmas holiday period which follows or 
precedes such scheduled work day. 

An employee who retires as of January 1 
and who is otherwise eligible for holiday pay for those 
holidays falling in the Christmas holiday period up to 
and including December 31, will receive holiday pay 
for such holiday. ' • 

Each of the designated days in the Christ­
mas holiday period shall be a holiday for purposes of 
this Holiday Pay'Section. -

(101) (3) In order for employees to have maximum 
time off during the Christmas Holiday Period, em­
ployees will only be scheduled for work on the fol­
lowing days,; which are not paid holidays under this 
Agreement, on a voluntary basis, except in emergency 
situations'. 

Saturday, December 25. 1999 
Sunday, December 26, 1999 
Saturday, January 1. 2000 
Sunday, January 2. 2000 

' "Saturday. December 23. 2000 ' 
Sunday, December 24. 2000 
Saturday^ December, 30, 20,00 
Sunday, December 31. 2000 . 

Saturday, December 22.2001 
Sunday, December 23. 2001 .. 

• • • • Saturday, December 29. 2001 
Sunday, December 30. 2001 

.., Saturday. December 21, 2002 
Sunday. December 22. 2002 
Saturday. December 28, 2002 

. Sunday. December 29. 2002 
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An employee shall not be disqualified for holiday pay 
if he£she does not accept work on such days. This 
does not apply to employees on necessary continuous 
seven day operations. 

(101b) When a holiday falls oh Saturday, eligible 
employees shall receive holiday pay provided they 
have worked the last.preceding scheduled work day 
within the week in which that holiday falls, . ,; 

(101c) (1) An employee eligible for holiday pay 
under these provisions shall receive eight (8) hours 
pay for each of the holidays specified in Paragraph 
(101), computed at their regular straight time hourly 
rate, exclusive of overtime premium., . ; 

(101c) (2) For holidays specified in Paragraph 
(101), an eligible employee shall have the night shift 
premium rate which attached to the straight time hours 
on his/her last straight time day worked preceding the 
holiday included in the computation of holiday pay 
paid pursuant to Paragraph (101c)(l). 

(lOld) Employees whose work is covered by Para­
graph (86a) of this Agreement - that is, employees 
who are working on necessary'continuous seven-day 
operations shall receive holiday pay only in the event 
the holiday falls on one of their .'regularly scheduled 
days off, and they, meet the other eligibility require­
ments of this Holiday Pay Section; provided however, 
that such employees shall not receive holiday pay if 
they are scheduled to work on such day off and absent 
themselves from scheduled work on such holiday with­
out reasonable cause acceptable to Management. 

(lOle) Employees of Delphi Energy and Chassis 
Systems. Delphi Automotive Systems, who obtain 
employment in another Delphi .Automotive Systems 
plant will be eligible for holiday pay during their pro­
bationary period provided they have seniority in the 
home plant as of the date of the holiday and they are 
otherwise eligible under the terms of these provisions 
on holiday pay. 
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(101f) A seniority employee who has been laid off 
due to reduction of forcefexcept as provided below), 
or who has gone on sick leave, or on leave of absence 
for Military Service or on a leave for family and medi­
cal reasons, during the work week prior to or during 
the week in which the holiday falls, shall receive pay 
for such holiday. 

A seniority employee who works in'the 
fourth work week prior to the week in which the 
Christmas holiday period begins, and who is laid off 
in a reduction in force during that week, or a seniority 
employee who is laid off in a reduction in force dur­
ing the first, second or third work week prior to or 
during the work week in which the Christmas holiday 
period begins, shall, if otherwise eligible, receive pay 
for each of the holidays in the Christmas holiday pe­
riod providing such employee worked the last sched­
uled work, day prior to such layoff. 

A seniority employee who works in the fifth, 
sixth, or seventh workweek prior to the week in .which 
the Christmas holiday period begins, and who is laid 
off due to reduction in force during that week, shall, if 
otherwise eligible, receive pay for one-half of the holi­
days falling during such Christmas holiday period pro­
viding such employee worked the last scheduled work 
day prior to such layoff. 

(lOlg) An employee who has been laid off because 
of model change, plant re-arrangement or inventory 
shall be eligible for holiday pay under these holiday 
provisions for a specified holiday falling within the 
period of such layoff, provided he/she meets all the 
following eligibility rules: , . , 

(1) The employee has seniority as of the date 
of the holiday. ' -

(2) The employee is ineligible for holiday 
pay for the holiday'under the other provisions of this 
Hoiiday Pay Section. 
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(3) The employee returns to work during the 
work week in which the holiday falls or during the 
work week immediately following the work week in 
which the holiday falls. 

(4) The employee works the first day he/she 
is'scheduied to work following the holiday. 

(lOlh) When a holiday specified above fails within 
an eligible employee's approved vacation period or 
during a period in which he/she received jury duty 
pay pursuant to Paragraph (126) of this Agreement 
and he/she is absent from work during his/her regu­
larly scheduled work week because of such vacation 
or jury duty, he&hg shall be paid for such holiday. 

(lOli) When an eligible employee is on an approved 
leave of absence and returns to work following the 
holiday but during the week in which the holiday 
falls, he/she shall be eligible for pay for that holiday. 
An eligible employee whose leave of absence termi­
nates during the Christmas holiday period, and who 
reports for work on the next scheduled work day after 
the Christmas holiday period, will be eligible for holi­
day pay beginning with the first holiday the employee 
would otherwise have worked and each holiday there­
after in the Christmas holiday period. 

(101j) Employees assigned to work on a holiday 
who fail to report for and perform such work without 
reasonable cause acceptable to Management shall not 
receive pay for the holiday. 

(101k) When any of the above enumerated holidays 
fails on Sunday and the day following is observed as 
the holiday by the State or Federal Government, the 
day of observance shall be considered as the holiday 
under the provisions of this Holiday Pay Section. -

(10H) It is the purpose of the Holiday Pay provi­
sions in Paragraph (101) through (101k) of this Agree­
ment to enable eligible employees to enjoy the specified 
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holidays with full straight time pay. If, with respect to 
a week included in the Christmas holiday period, an 
employee supplements his/her Holiday Pay by claim­
ing and receiving an unemployment compensation 
benefit, or claims and receives waiting period credit, 
to which he/she would not have been entitled if his/ 
her Holiday Pay had been treated as remuneration for 
the week, the employee shall be obligated to pay the 
Corporation the lesser of the following amounts: 

(1) an amount equal to his/her Holiday Pay for 
the week in question, or, 

(2) an amount equal to either the unemploy­
ment compensation paid to him/her for such week or 
the unemployment compensation which would have 
been paid to him/her for such week if it had not been 
a waiting period, 

The Corporation will deduct from earnings subse­
quently due and payable the amount which the em­
ployee is obligated to pay as provided above. 

LEAVES OF ABSENCE 

informal Leave of Absence 

(102) A leave of absence may be granted for per­
sonal reasons for a period not to exceed thirty (30) 
days, upon application of the employee to and ap­
proval by his/her advisor. 

(103) Such leaves of absences shall not be renewed 
and seniority will accumulate during the leave. 

Formal Leave of Absence for Personal Reasons 

(104a) Employees requesting format leave of ab­
sence shall first make application in writing to their 
advisor on the form provided. Such leave of absence 
may be granted to an employee for not more than 
ninety (90) days on approval of the Management when 
the services of the employee are not immediately re-
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quired and there are employees available in the plant 
capable of doing his/her work. A formal leave of ab­
sence may be granted under the foregoing conditions 
for not more than 150 days provided that the. em­
ployee does not work in any occupation for his/her 
own gain during the leave of absence unless mutually 
agreed by the Corporation and the Union. A forma! 
leave of absence may be granted under the foregoing 
conditions for a period exceeding 150 days, but not to 
exceed 180 days if required for the purpose of travel­
ing to a foreign country. 

(104b) Such leaves of absence may be extended but 
the approval of the President of the Division or his/her 
designated representative is required in such cases. 

Seniority will accumulate during the period of for­
mal leave of absence. 

Sick Leave of Absence 

(105a) Any employee who is'known to be ill sup­
ported by satisfactory evidence, will be'granted a sick 
leave automatically for the period of continuing dis­
ability. 

(105b) Employees claiming illness for more than 
three (3) consecutive working days shall, upon re­
quest of the Corporation, be required to submit satis­
factory evidence of illness on forms provided. (Forms 
can also be obtained upon request by the employee to 
department supervision or the Personnel Department.) 

(105c) The forms containing such evidence of ill­
ness must be returned to the Personnel Department 
within five (5) working days figured from the date the 
forms are presented to the employee or delivered to 
his/her last known address, unless additional time is 
required, supported by acceptable evidence. 

. (105d) If illness continues beyond this original pe­
riod, sick leave will be extended on approval of the 
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President of the Division or his/her designated repre­
sentative, provided proper evidence is furnished to 
cover such extensions and provided further that such 
evidence submitted within five (5) working days fol­
lowing the termination of the original period of leave 
unless additional jime is required supported by ac­
ceptable evidence.' 

(105e) Except as otherwise provided in Paragraph 
(109d), employees with seniority shall accumulate 
seniority during sick leave and seniority shall be'.bro-
ken figured from the first day of such sick leave on 
the same basis as provided in Paragraph (51e) for laid 
off employees, breaking seniority. Not later than thirty 
(30) calendar days prior to such loss of senionty Man­
agement will send a letter to the employee's last known 
address as shown on Corporation records reminding 
such employee of the fact that their seniority is sub­
ject to being broken as provided above. A copy of 
such letter will be furnished promptly to the Chairper­
son of the Shop Committee. However, failure through 
oversight to send the letter to the employee or furnish 
a copy to the Chairperson of the Shop .Committee will 
not be the basis for any claim:' 

(105f) Employees who fail to comply with the 
above provisions will be separated and have their se­
niority broken unless satisfactory reason is given sup­
ported by acceptable evidence, 

(105g) In compensable injury and legal occupational 
disease cases, sick leave will be granted automatically 
and seniority wil! accumulate for the full period of 
legal temporary disability. Temporary employees dis­
abled by compensable injury or legal occupational 
disease shall be given credit for the period of such 
disability toward acquiring seniority. 

Leave of Absence for Union Activity 

(106) Any employee elected to a permanent of-
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fice, in, or selected as. a delegate to any labor activity 
in the USWA A.F.L.-C.LO./G.L.C, or the A.F.L.-

. C.l.O. necessitating a leave of absence shall make 
application in writing to the Corporation. 

(106a) In the event an employee is appointed to 
one of the activities shown in Column "A" below, 
necessitating a leave of absence, the request for such 
leave will be made in writing by the Union Represen­
tative shown in Column "B" opposite each respective 
listed activity. 

"A". . ,' "B" 

L Appointment to the staff 
of the International 
Union - USWA, 
A.F.L.-CI.O./CLE, 
such as Field 
Representative 
District Director and 
Education Staff. 

2. Appointment to Labor 
Coordinator-United 

• Way of Montgomery and 
Greene Counties (Not to 
exceed one employee for 
any one period.) 

. Additions may be made to columns A and B by 
negotiations between the parties during the period of 
this Agreement. ' . 

(106b) .Whenever possible, application for leave as 
provided for in Paragraph (106) and (106a) above 
shall be made.at least,forty-eight (48) hours prior to 
the date the desired absence is to begin. Such leave 
shall be granted and become effective only upon re­
ceipt of a properly approved leave of absence applica­
tion form and shall not exceed three (3) years. Such 
leaves of absence may,be extended by local Manage-

Local Union 
President 

or 
Locaf Union-

Vice President 

Local Union 
President 

or 
Local Union 

Vice President 
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merit beyond the period of three (3) years. At the end 
of the term or mission,'as !the case may be, the em-' 
ployee shall be guaranteed re-employment if there is . 
sufficient work for which he/she is-in line in accor­
dance with his&gr. seniority, at the then current rate of 
pay. Seniority will accumulate during the period of 
"such leave. 

Educational Leave of Absence . , 

(107a) Employee veterans who have acquired se­
niority and other employees with seniority of one or 
more years who desire to further their education, may 
make application for a leave of absence for that pur­
pose. " • •••••• . 

(107b) A leave of absence may be granted to an 
eligible employee for a period not to exceed one year, 
subject to the conditions set forth in Paragraph (109) 
(General Conditions-Leave of Absence, Section) of 
this Agreement. Additional leaves'of-absence may be 
granted, at the option of Local Management. Except 
as otherwise provided in Paragraph (109d), seniority 
shall accumulate during such leaves of absence. 

Leave of Absence for Elective Public Office 

(108) Any employee with seniority elected to pub­
lic office may make written application for leave of 
absence for the period of his/her first term of active 
service in "such elective office. Additional leaves of 
absence for service in elective public office may be 
granted at the option of Local Management upon writ­
ten application by the employee. Any employee granted 
such leave of absence shall be guaranteed reemploy­
ment, at the then current rate of pay, if there is suffi­
cient work available which he/she is capable of doing 
and to which he/she may be entitled on the basis of 
seniority. Seniority will accumulate during the period 
of such leaves. 
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..(108a) Any employee with seniority who is ap­
pointed to.a position as administrative assistant.in a 
Congressional or Senatorial office, or to an Adminis­
trative position in a State Agency, or.as a Labor. Rep­
resentative on a Community, Agency, or to a non-civil 
service governmental position which is>not generally 

• available to an applicant for employment, or as a full 
time officer in a credit union may make written appli­
cation for a leave of absence for the period of his/her 
active "service in such position; not to exceed one year. 
Such leave may be renewed at. the option of Manage­
ment upon written application by the employee.' 

General Conditions -„: 

(109a) All the above leaves of absence including 
sick leaves are granted subject to the following condi­
tions: • • . 

(109b) Any employee on leave may return to work 
in line with his/her seniority before the expiration of 
his/her leave providing not less than seven (7) days 
notice is given to Management. The return within the 
seven (7) day period is at the option of Management. 
Any employee who fails to return to work in accor­
dance with the notice as given shall be considered as 
having voluntarily quit unless he/she gives a satisfac­
tory reason. 

(109c) Any employee who fails to report for work 
within three (3) regular working days following expi­
ration of a leave, shall be considered as having volun­
tarily quit unless he/she has a - satisfactory reason 
supported by acceptable evidence. 

(109d) If upon the expiration of a leave of absence 
there is no work available for the employee in line 
with his/her seniority, or if the employee would other­
wise have been subject to layoff according to senior­
ity during the period of the leave, the period which 
breaks seniority shall start from the date of expiration 
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of the leave or in the case of a Leave of Absence 
under Paragraph (-105), or Paragraph (107), the period 
which breaks seniority shall start from the date the 
employee would otherwise have been laid off. 

' (110) An approved copy of any type leave of ab­
sence will be furnished to the employee before such 
leave shall become effective. 

(I l l ) Any employee who obtains a leave of ab­
sence to accept employment elsewhere will be consid­
ered as haying voluntarily quit. 

Military Leave of Absence . 

• (112) Any employee who enters either active or 
inactive training duty or service in the Armed Forces 
of the United States will be given a leave of absence 
subject to the conditions herein. Upon submission of 
satisfactory proof of pending induction for active ser­
vice, the employee may arrange for the leave to begin 
up to thirty (30) days prior to the induction date. The 
leave shall not exceed the term of the initial enlist­
ment and one (1) consecutive re-enlistment. In no 
event will the period of such leave exceed a total of 
eight (8) years, except when additional service is in­
voluntary. Seniority will accumulate during the period 
of such leave. Upon termination of such leave, the 
employee shall be offered reemployment in his/her 
previous position or position of like seniority, status 
and pay, unless the circumstances have so changed as 
to make it impossible or unreasonable to do so, in 
which event he/she will be offered such employment 
in line with his/her seniority as may be available which 
he/she is capable of doing at the current rate of pay for 
such work, provided he/she meets the following re­
quirements: 

(1) Has not been dishonorably discharged. 

(2) Is physically able to do the work. 
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(3) Reports for work within 90 days of the date 
of such discharge, or 90 days after hospitalization 
continuing after discharge. 

The seniority of any employee who fails to 
report for work within the times specified in Para­
graph (112) (3) shall be automatically broken, unless 
the employee gives a satisfactory reason for said fail­
ure to report. 

As used in this Paragraph, "Armed Forces 
of the United States" is defined as and limited to the 
United States Army, Air Force, Navy, Marine Corps, 
Coast Guard, National Guard, Air National Guard, or 
any Reserve component thereof. 

(113) Any employee with seniority who is a spouse 
of an employee who enters active, duty service in the 
Armed Forces of the United States and who obtains a 
leave of absence in accordance with Paragraph (112) 
may make written application to the Personnel De­
partment for a leave of absence for the period of the 
employee's initial enlistment but in no event to ex­
ceed four (4) years. Such leaves may be granted by 
Local Management and will be subject to the condi­
tions set forth in Paragraphs (109a) through (111). 
Seniority will accumulate during the period of such 
leaves. 

RECORD OF AVAILABLE HOURS 

(114) Management, insofar as it is practicable, will 
equalize the hours of work available to seniority em­
ployees in the same job classification within a depart­
ment! A record showing the hours of work available 
to each seniority employee will be maintained in the 
department in such a manner that the record is openly 
available to the employees involved. Hours of work 
will be made available to temporary employees in 
accordance with Paragraph (57a). [Consistent with past 
practice, provisions defining the words "job classifi­
cation" in this Paragraph (114) for purposes of avail-
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able hours equalization may be negotiated locally. Such 
agreements, modifications or supplements thereto shall 
be reduced to writing and be subject to the approval of 
the Corporation.] 

UNION BULLETIN BOARDS 

(115) The Corporation will erect bulletin boards 
which may be used for the posting of Union notices. 
Notices to be posted are subject to approval by the 
Management and are restricted to: 

- (a) Notices of Union recreational and social af­
fairs. 

(b) Notices of Union elections, 

(c) Notices of Union appointments and results 
of Union elections. 

(d) Notices of Union meetings. 

(e) Other notices concerning bonafied Union 
activity such as cooperatives, Credit Unions, Unem­
ployment Compensation information. 

(f) Other notices concerning Union affairs that 
are not political or controversial in nature. 

(116) The Union will promptly remove from such 
Union Bulletin Boards, upon the written request of 
Management, any material which is libelous, scurril­
ous, or detrimental to the labor-management relation­
ship. 

(117) The number and location of bulletin boards 
will be decided by the Management and the Local 
Union President or his/her designated representative, 
provided such individual is an employee on the active 
payroll of or on leave of absence for Union activity 
from the Corporation. 

(118) There shall be no other posting by employ­
ees of pamphlets, advertising or political matter, no­
tices, or any kind of literature upon Corporation 
property, 
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VACATION ENTITLEMENT 
(119) The Vacation Entitlement provisions of this 

section shall apply during the remainder of the term of 
this Agreement. 

(119a) Effective January 1, 1994, the eligibility date 
for vacation entitlement for all seniority employees is 
December 31. 

(119b) Each "eligibility year" shall begin with the 
first pay period following the pay period containing 
December 31 of the previous year and end with the 
pay period in which December 31 falls. 

(119c) An employee shall become eligible for a 
vacation entitlement as hereinafter defined, provided 
he/she has at least one year's-seniority as of Decem­
ber 31 of the eligibility year and has worked during at 
least 13 pay periods during his/her eligibility year. 
Without modifying or adding to any other provision 
of the Vacation Entitlement Section, an employee, who 
has seniority but has not acquired one year's seniority 
as of December 31 shall nevertheless become eligible 
for a percentage of 40 hours of vacation pay pursuant 
to Paragraphs (119h) and i 19k). 

(119d) In .determining the number of pay periods 
an employee shall have worked in the eligibility year, 
the employee shall be credited with one pay period for 
each pay period in which the employee performs work 
in any Delphi Automotive Systems plant during that 
year. 

(119e) For the purpose of this Vacation Entitle­
ment Section only, a pay period during which an em­
ployee qualifies for pay pursuant to Paragraph (1191), 
Paragraphs (101) through (1011) for holidays falling 
within the Christmas Holiday Period, Paragraph (126), 
Paragraph (126a), Paragraph (126b) or the Indepen­
dence Week shutdown shall be counted as a pay pe­
riod worked. A laid off employee who receives pay 
for a designated holiday shall receive credit for the 
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pay period.in which the holiday falls as a pay period 
worked. , " . - , . ' 

,{119f) An .employee whose seniority- at a Delphi 
Automotive Systems piant (base plant).is hereafter 
broken: 

(1) pursuant to Paragraph (5Id) or (62d)(4) 
because he/she elected to remain at the Delphi Auto­
motive Systems plant in which he/she is working, or 

(2) pursuant to Paragraph (51eji shall have 
his/her vacation entitlement computed as though his/ 
her seniority at the base plant had not been broken, 
provided, (1) he/she continuously holds seniority at a 
Delphi Automotive Systems piant(s), or (2) he/she is 
hired at a' Delphi Automotive Systems piant before 
his/her seniority at a prior plant is broken and he/she 
acquires seniority at the plant where hired within the 
next six (6) continuous months, and he/she thereafter 
continuously holds seniority at a Delphi Automotive 
Systems plant(s). 

(IWg) An' eligible employee who.has worked at 
least 26 pay periods in his/her eligibility year shall be 
entitled to the following vacation entitlement: 

For an Eligible 
Employee With 

Seniority of 
Less than One Year 
One but less 

than three years 
Three but less 

than ftve years 
Five but less 

than ten years 
Ten but less \ . 

than fifteen years 
Fifteen but less . . 

than twenty years 
Twenty or more years 

Hours of 
Vacation 

' Entitlement 

•40-
-

80 

. ".. .100. 

120 

- 140 
t , 

160 
.200 -
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(119h) An eligible employee shall be entitled to a 
percentage of vacation entitlement shown in Paragraph 
(II9g) based on,the number of pay periods he/she 
works in his/jier eligibility year, in accordance with 
the following: ,. " . 

Pay Periods 
Worked 

•• 26 = • 
• ' 25 

24 
. 23 ,. .- ' 

22 
21 
20 ' " 
39 . 

• . 18 
• 17 
' 16 

15 
•14 
13 

. , . Hours of 
Vacation Entitlement 

100% • 
• 96% 
9 2 % . 

. • • • 8 8 % • -

84% .• 
80% 
76% 
73% 

' 69% 
65% 
61% 

' - '57%'' 
53% ' 

'• 50% 

(119i) An eligible employee who, at the time of 
the eligibility date, has not used the entire vacation 
entitlement provided for in Paragraph (H9g) shall 
receive a, payment in lieu of vacation time off for the 
unused portion at the rate established in accordance 
with Paragraph (1 !9j). 

(119j) Vacation time off payments will be calcu­
lated on the basis of the employee's regular rate of 
pay, plus attached night shift premium, not including 
overtime, as of the employee's last day worked prior 
to the approved vacation time off period for vacation 
with pay. Payment of the unused portion, if any, of 
Vacation Entitlement will be calculated on the basis 
of the employee's rate of pay plus the attached night 
shift premium but not including overtime premium, as 
of the last day worked prior to the eligibility date or 

128 



the last day-worked prior to December 15, whichever 
produces the higher rate. 

(119k) Payment of the unused portion, if any, of 
the employee's vacation entitlement, shall be made as 
soon as possible but not later than thirty.(30) days 
after the eligibility date. 

(1191) Eligible employees may use 40 hours of 
their vacation entitlement during the.eligibility year 
provided their absence from work is for not less than 
four (4) continuous hours and is excused for illness 
(when not receiving Sickness and Accident benefits), 
or personal business, or a leave of absence for vaca­
tion purposes,. 

Absences for "any personal reason" will 
be excused provided that: (a) the employee makes 
written request on a form provided by Management in 
accordance with the procedure established by Man­
agement; (b) there will be no adverse impact on the 
operations involved and if more than one employee is 
requesting the same day this will be taken into consid­
eration in determining the operational impact; and (c) 
if more empJoyees working for the same supervisor 
request the same day off than can be accommodated; 
priority of request will be'considered in accordance 
with Corporation practice. . -

(119m) Employees who retire or are retired under 
the provisions of the Delphi Automotive Systems 
Hourly Rate Employees Pension Plan shall receive 
vacation entitlement in accordance with Paragraph 
(119h) if the employee has worked at least 13 pay 
periods in the eligibility year in which they retire or 
one twenty-sixth (1/26) of the vacation entitlement 
provided for in Paragraph (119u) for each pay period 
worked within the eligibility year if they have worked 
less than 13 pay periods in the eligibility year in which 
they retire. 

(119n) Employees who are placed on or return 
from a Leave of Absence for Military Service pursu-
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ant to the provision of Paragraph (112), shall receive 
vacation entitlement in accordance with Paragraph 
(119h) if the employee has worked at least 13 pay 
periods in the eligibility year in which they are placed 
on or return* from a Leave of Absence for. Military 
Service, or one twenty-sixth (1/26) of the vacation 
entitlement provided for in Paragraph (119u) for each 
pay period worked within the eligibility year if they 
have worked less than 13 pay periods in the eligibility 
year in which they are placed on or return from a 
Leave of Absence for Military Service. 

(119o) Employees disabled from working by com­
pensable injury or legal occupational disease shall re­
ceive credit toward pay periods worked under this 
Vacation Entitlement Section for pay periods they 
would otherwise have been scheduled to work during 
the period of compensable disability, provided they 
worked during at least one (1) pay period in the eligi­
bility year and are'otherwise eligible for a vacation 
entitlement. • • ' 

(119p) In the case of an employee who has worked 
during at least 13 pay periods in the eligibility year 
and who voluntarily quits or dies prior to the eligibil­
ity date, the vacation entitlement to which the em­
ployee would have been entitled had the employee 
lived, based on.the number of pay periods worked, 
shall be paid to the employee or in the event of death, 
the employee's duly appointed legal representative, if 
there is one, and, if not,' to the spouse, parents, chil­
dren, or other relative or dependents of such person as 
the Corporation in its discretion may determine. 

(119q) The vacation entitlement of an. employee 
who holds seniority in two or more Delphi Automo­
tive Systems plants will be computed on the basis of 
the longest seniority held as-of £he eligibility date. 

(119r) In the case of an employee who goes, on 
sick leave during one eligibility year after having 
worked less than 13 pay periods in that year and who 
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retires during his/her next eligibility year under the 
provision of the Delphi Automotive Systems Hourly-
Rate Employees Pension Plan before returning to work, 
his/her retirement, for the purpose of this Vacation 
Entitlement Section only, shall be deemed to have 
occurred as of the day following his/her last day 
worked. . 

(119s) When a person is transferred into a bargain­
ing unit covered by this Agreement the amount of 
vacation entitlement the employee may become eli­
gible for shall be reduced by the amount of any paid 
vacation or pay in tieu of taking vacation which the 
employee has already received from the Corporation 
for the same eligibility year. 

VACATION TIME OFF PROCEDURE 

(119t) Management recognizes the desirability of 
providing vacation time off with pay, up to the vaca­
tion entitlement to which'the employee's seniority 
will entitle them on December 31 of the current year, 
in a manner that preserves the maintenance of effi­
cient operations while giving consideration to the de­
sires of the employees, 

(119u) During each year of this Agreement, the 
Corporation has designated the following days to be 
included in an Independence Week Shutdown period: 

2000 
Monday.'July 3' - Independence Week Shutdown Day 
Wednesday. July 5 - Independence Week Shutdown Day 
Thursday. July 6 - independence Week Shutdown Day 
Friday. July 7 r - Independence Week Shutdown Day 

2001 
Monday. July 2 * Independence Week Shutdown Day 
Tuesday.July 3 - Independence Week Shutdown Day 
Thursday. July 5 - Independence Week Shutdown Day 
Friday. July 6 - Independence Week Shutdown Day 
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Independence Week Shutdown Day 
Independence Week Shutdown Day 
Independence Week Shutdown Day 
Independence Week Shutdown Day 

2003 
Monday. June 30 - Independence Week Shutdown Day 
Tuesday, July i - Independence Week Shutdown Day 
Wednesday. July 2 - Independence Week Shutdown Day 
Thursday. July 3 - Independence Week Shutdown Day 

(119v) During February of each year, the local 
Management will notify the President of its decision 
to schedule the week before or the week after the 
Independence Week Shutdown period as a Plant Va­
cation Shutdown Week. 

{119w)In addition during February of each year, 
the loca! Management wili notify the President which 
productive operations, if any, will be scheduled to 
operate during the Independence Week Shutdown Pe­
riod and which productive operations, if any, will be 
scheduled to operate during the Piant Vacation Shut­
down Week. Unforeseen circumstances may require 
subsequent changes in these announced schedules and 
wili be reviewed with the Shop Committee as soon as 
is practicable. 

(119x) Employees who are not scheduled to work 
during any portion of the Independence Week Shut­
down Period shall be paid up to eight (8) hours of pay 
for each of the Independence Week Shutdown Period 
days they are not scheduled to work, up to a maxi­
mum of thirty-two (32) hours, which will be calcu­
lated on the basis of the employee's regular rate of 
pay, plus attached night shift premium, not including 
overtime, as of the employee's fast day worked prior 
to the Independence Week Shutdown period provided: 

(1) The employee has seniority in any Delphi 
Automotive Systems plant'as of the date of each of 
the Independence Week Shutdown Days, 

2002 
Monday. July I 
TuesdayiJuiy^ 
Wednesday. July 3 -
FrMaj.J.uiyJ. 
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(2) The employee is on the active rolls and 
would otherwise have been scheduled to work if it 
had not been observed as an Independence Week Shut­
down Day. 

(3) The employee works their last scheduled 
work day in the pay period prior to and their next 
scheduled work day in the pay period after the pay 
periods of Independence Week Shutdown and Plant 
Vacation Shutdown Week. 

Employees shall receive such pay in the 
pay period following the Independence Week Shut­
down Period. 

(119y) Failure to work either the last scheduled 
work day in the pay period prior to or the first sched­
uled work day following the Independence Week Shut­
down and/or the Plant Vacation Shutdown will 
disqualify the employee for Independence Week Shut­
down pay for two (2) Independence Week Shutdown 
days. Failure to work both scheduled days disqualifies 
the employee for pay for the entire Independence Week 
Shutdown. 

(119z) Employees who are scheduled to work dur­
ing the Independence Week Shutdown Period, includ­
ing the Independence Day holiday shall be entitled to 
up to eight (8) hours of Additional Time Off with pay 
up to a maximum of forty (40) hours in lieu of the 
Independence Week Shutdown Period pay for each 
day worked provided: 

(1) The employee has seniority in any Delphi 
Automotive Systems plant as of each day of the Inde­
pendence Week Shutdown Period. 

(2) The employee is scheduled to report for 
work during any of the days, and 

(3) The employee reports for and performs 
such scheduled work on those scheduled days or is 
absent pursuant to the provisions of Paragraphs (126) 
or (126a). 
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The Additional Time Off will be scheduled 
in accordance with local plant practice. 

(120) Eligible employees who, as of the next eli­
gibility date, have not used their entire Additional 
Time Off, shall be paid the unused portion in accor­
dance with Paragraphs (119j) and (119k). 

(120a) Management at each plant will establish a 
procedure whereby employees, in a period of not less 
than (30) days in the first quarter of each calendar 
year, may make application in writing for vacation 
time off, indicating first, second and third choices. If a 
Plant Vacation Shutdown is scheduled, the dates of 
such shutdown are to be included in the employee's 
vacation schedule. In the event more employees apply 
for time off than can be spared from the job at a given 
time, plant seniority will be the basis for resolving 
priority of applications for time off, except that appli­
cants working on jobs which usually operate when the 
plant is shut down during such periods as model 
change, plant rearrangement, plant vacation shutdown 
or inventory will be given first consideration for time 
off during periods other than shutdown period. 

(120b) Each employee will be given a written dis­
position of their vacation time off request pursuant to 
paragraph (120a) above. Approved vacation time off, 
exclusive of the time identified as a Plant Vacation 
Shutdown, will not thereafter be canceled or changed 
without the mutual consent of Management and the 
employee. If an employee's approved vacation time 
off scheduled for a Plant Vacation Shutdown is can­
celed or changed, the employee may reschedule their 
vacation in accordance with local plant practice. 

(120c) An active seniority employee who is not -
scheduled to work during the Plant Vacation Shut­
down week, shall use any available Vacation Entitle­
ment hours starting with the first day of the Plant 
Vacation Shutdown week and will be placed on a 
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leave of absence for,vacation-purposes for the balance 
of the Plant Vacation Shutdown week. An active em­
ployee without seniority who is not scheduled to work 
shall be considered on layoff for the entire shutdown 
period. ' . H ' '. 

(120d) An eligible, employee who has approved 
vacation time off in accordance .with Paragraph (120a), 
either through individual vacation scheduling or a 
scheduled plant vacation shutdown, shall receive their 
vacation pay, up to the amount of their approved time 
off, in the pay period following the pay period in 
which.the approved vacation time off is taken. An 
employee may elect to waive this provision by sub­
mitting an application at least two (2) days prior to the 
approved vacation time off. Upon receipt of the appli­
cation, payment of the specified Vacation Entitlement 
will be made pursuant to the provisions for payment 
of an unused balance in Paragraphs (119j) and (119k). 

• • • • , r . 

(120e) Regardless of the;.provisions of Paragraph 
(45d), the Corporation will .deduct from earnings sub­
sequently due and payable the amount of any vacation 
payment made to an employee who does not have 
seniority as of their next eligibility date, or who re­
ceives state or federal benefits as a-result of unem­
ployment during the Vacation Entitlement Period, or 
who receives any payment in excess of their eligibil­
ity. Recovery of such overpayment may be made from 
any future payments payable under any terni of this 
agreement or any Supplemental Agreement thereto: 

STRIKES, STOPPAGES, AND LOCKOUTS 

(120f) It is the intent of the parties to this Agree­
ment that the procedure herein shall serve as.a means 
for peaceable settlement of all disputes that may arise 
between them. / 

(121) During the life of this Agreement, the CorT 

poration will not lockout any employees until all of 
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• the bargaining procedure as outlined in this Agree­
ment has been exhausted and. in no case on which the 
Umpire shall have ruled, and in no case on which the 

• • negotiations have continued for at least five (5) days 
between the Corporation and the Union and thereafter 
not until the.matter has been reviewed.in a meeting 
between representatives of the International • Union, 
USWA-A.F.L.-C.I.O/C.L.C., arid the Corporation 
which may be attended by representatives' from the 
Corporation's Labor Relations Staff in Zroy_, Michi­
gan, and not even then unless a notice of such lockout 
has been delivered to the Union at least five (5) days 
prior to such lockout action. In case a lockout shall 
occur, the Union has the option of canceling the Agree­
ment at any time between the tenth (10th) day after 
the lockout occurs and the date of its settlement.' 

(122) During the life of this Agreement, the Union 
will not cause or permit its members to cause, nor will 
any member of the Union take part in any sit-down, 
stay-in, or slowdown, or'any curtailment of work or 
restriction of production or interference with produc­
tion'of the Corporation, The Union will not cause or 
pennit its members to cause nor will any member of 

- the Union take part in any strike or stoppage of any of 
the Corporation's operations or picket any of the 

-Corporation's plants or premises until all the bargain­
ing procedure as outlined in this Agreement has been 
exhausted and in no case.on which the Umpire shall 
have ruled, and in no other case on which the Umpire 
is not empowered to rule until after negotiations have 
continued for at least five (5) days between the C o t 

. pora.tion and the Union and thereafter not until the 
matter has been reviewed in a meeting between repre­
sentatives from the International Union, USWA-
A.F.L.-C.I.OJC.L.C, and the Corporation which may 
be attended by representatives from the Corporation's 
Labor Relations Staff in Troy, Michigan, and not even 
then unless authorized by the. International Union, 
USWA-A.F.L.-C.I.O./C.L.G, and written notice of 
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such intention to authorize has been delivered to the 
Corporation, at least five (5) days prior to such autho­
rization. The Union will not cause or permit its mem­
bers to cause nor will any member of the Union take 
part in a strike or stoppage of any of the.Corporation's 
operations, or picket any of the Corporation's' plants 
or premises because of any dispute or issue arising out 
of or based upon the provision of the Pension Plan, 
Life and.Disability Benefits Program; Health Care 
Program, Income Security Plan, Guaranteed Income 
Stream Benefit Programj Profit Sharing Plan or Per-
sonal Savings Plan nor will the Union authorize such 
a strike, stoppage, or picketing. In case a strike or 
stoppage of.product!on shall occur, the Corporation 
has the option of canceling the Agreement at any time 
between the tenth (10th) day after the strike occurs 
and the day of its settlement. The Corporation re­
serves the right to'discipline any employee taking part 
in any violation of this section of this Agreement. 

GENERAL PROVISIONS 

(123) Supervisory employees shall not be permit­
ted to perform work on any hourly rated job except in 
the following types of situations: 

(1) In emergencies arising out of unforeseen 
circumstances which call for immediate action to avoid 
interruption of operations. 

(2) In the instruction or training of employees. 

(124) A report of physical examination and any 
laboratory tests made by physicians acting for the 
Corporation will be given tojhe personal physician of 
the individual employee involved upon the written 
request of the employee. 

(125) Employees working on their regular shifts 
on pay day will be paid on the job in a manner that 
will not result in loss .of time by the employee or loss 
of production. In individual situations, wherein an 
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employee who works on his/her regular shift on pay 
day but who is scheduled off, early by Management 
before payment is made, will be able thereafter and 
before leaving the plant to receive his/her pay .on pay 
day by presenting himself/herself to the location des­
ignated by'his/her supervision, either at Home Av­
enue or Vandalia as the case may be. Employees who 
are not working on their regular shifts on pay day will 
be paid in accordance with the practice that is or may 
be established. 

Jury Duty 

(126) An employee with seniority in any Delphi 
Automotive Systems plant who is summoned and re­
ports for jury duty (including coroner's juries), as pre­
scribed by applicable law, or who reports for pre-jury 
duty examination required by the court or administra­
tive governmental agency, shall be paid by the Corpo­
ration an amount equal to the difference between the 
amount of wages (including night shift premium and 
continuous operations premium) the employee other­
wise would have earned by working during straight-
time hours for the Corporation on that day and the 
daily jury duty fee paid by the'Court or agency (not 
including travel allowances or reimbursement of ex­
penses), for the day on which he/she reports for pre-
jury duty examination, and for each day on which he/ 
she reports for or performs jury duty and on which he/ 
sljg otherwise would have been scheduled to work for 
the Corporation. 

Employees with an established shift starting time 
on or after.7:00 p.m. and on br before'4:45 a m will 
be excused from work on either their shift immedi­
ately preceding the jury service or their shift immedi­
ately following the completion of the jury service, at 
the option of the employee. Such employee must no­
tify their immediate supervisor of their election prior 
to being absent from work. • • • • 
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In.order to receive payment, an employee must give 
Management prior notice that he/she has been directed 

!to report- for pre-jury duty examination or has'been 
summoned for jury duty and must furnish satisfactory 
evidence that he/sjie reported for such examination or 
reported for or performed jury duty on the days for, 
which he/she claims such payment. The provisions of 
this Paragraph (126) are not applicable to an employee 
who, without being' summoned, volunteers for jury 
duty. 

Bereavement 

(126a) (1) When death occurs in any employee's 
immediate family," as defined below, and the.employee 
has seniority in any Delphi Automotive Systems Plant, 
the employee, on request, will be excused for any of 
the first three"(3) normally scheduled working days or 
the first five (5) normally scheduled working days in 
the case of the death of an employee's current spouseA 

parent, child, or stepchild (excluding Saturdays, Sun­
days and holidays)immediately following the date of 
death provided he attends the funeral. The five-(5) 
day limit will also apply in cases of multiple deaths of 
members of the employee's immediate family result­
ing from a single incident. The immediate family for 
purposes' of this Paragraph (126a)(l) is defined as 
including the employee's: 

t •_ 

Spouse Step-Brother 
Parent Half Brother • , 
Srep-Parent _ Sister 
Grandparent Step-Sister 
Great Grandparent Half Sister 
Child • *' Current Spouse's Parent 
Step-Child Current Spouse's Step-Parent 
Grandchild ". Current Spouse's Grandparent 
Brother Current Spouse's Great Grandparent 

(a) In the event a member of the employee's 
immediate family as above defined dies while in the 
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active service of the Armed Forces of the United 
States, the employee may, should the funeral be 
delayed, have his/her excused absence from work 
delayed until the period of three,normally scheduled 
working days or the first five (5) normally scheduled 
working days in the case of the death of an 
employee's current spouse, child, or stepchild which 
includes the date of the funeral, tn the event the 
body of a member of the employee's immediate 
family as above defined is not buried in continental 
North America solely because the cause of death 
has physically destroyed the body or the body is 
donated to an accredited North American hospital 
or medical center for research purposes, the 
requirement that the employee attend the funeral 
will be waived. In the case of an employee who is 
granted a leave of absence due to the illness of a 
member of his immediate family, as above defined, 
and such family member dies within the first seven 
(7) calendar days of the leave, the requirement that 
the employee otherwise be scheduled to work will 
be waived. 

(2) An employee excused from work under Para­
graph (i) above shaiJ, after making written applica­
tion, receive the amount of wages he/she would have 
earned by working during straight time hours on such 
scheduled days of work for which he/she is excused 
(excluding Saturdays, Sundays and holidays, or, in the 
case of employees working in necessary continuous 
seven-day operations, the sixth and seventh work days 
of the employee's scheduled working week and holi­
days). 

(3) Payment shall be made at the employee's 
rate of pay, plus the attached night shift premium if 
applicable, but not including overtime premium, as of 
his last day worked. 

(4) Time thus paid will not be counted as hours 
worked for purposes of overtime. 
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Short Term Military Duty 

(126b) An .employee with seniority in any Delghi 
Automotive Systems plant who is called to and per­
forms short-term active duty of thirty (30) days or 
less, including annual active duty for training as a 
member of the United States Armed Forces Reserve 
or National Guard, shall be paid as provided below for 
days spent performing such duty provided the em­
ployee would not otherwise be on layoff or leave of 
absence, 

<1) A payment will be made, for each day, ex­
cept for a day for which he/she receives holiday pay, 
which the employee would otherwise have worked 
equal to the amount by which the employee's straight-
time rate of pay as of his/her last day worked plus 
applicable night shift premium (but not including over­
time) for not more than eight (8) hours, exceeds his/ 
her military earnings for that day including ail allow­
ances except for rations, subsistence and travel. Ex­
cept for short term active duty of thirty (30) days or 
less performed by employees called to active service 
in the National Guard by state or federal authorities in 
case of public emergency, payment is limited to a 
maximum of fifteen (15) working days in a calendar 
year. 

In order to receive payment under this Para­
graph (126b), an employee must give local Manage­
ment prior notice of such military duty and, upon his/ 
her return to work, furnish Management with a state­
ment of the military pay received for performing such 
duty. 

(127a) No provision of any agreements between 
the Management and the Union made previous to the 
date of this Agreement shall supersede or conflict 
with any provisions of this Agreement. No provisions 
of this'Agreement shall be retroactive prior to the date 
signatures are affixed hereto unless specifically stated 
herein. 
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(127b) This Agreement supersedes the January 20, 
1997 Agreement and all supplements thereto between 
the parties which are hereby terminated. 

DURATION OF AGREEMENT 

(128) This Agreement shall continue in full force 
and effect without change until 11:59 P.M. (Dayton 
Time), September 14, 2007. If either party desires to 
terminate this Agreement, it shall, not more than eighty 
(80) days or less than sixty (60) days prior to Septem­
ber 14, 2007, give written notice to the other party of 
the termination. If no notice to terminate this Agree­
ment is given as provided above, or if no notice to 
modify this Agreement is given as herein after pro­
vided the Agreement shall continue in effect from 
year to year after September 14, 2007, subject to ter­
mination by either party on written notice given to 
other party not more than eighty (80) days nor less 
than sixty (60) days prior to September 14th of any 
subsequent year. ' 

(129) If either party desires to modify or change 
this Agreement, it shall, not more than eighty (80) 
or less, than sixty (60) days prior to September 
2001, subsequent September 14th date, give written 
notice to the other party to, such effect. Within 
fifteen (15) days after receipt of said written notice, 
a conference will be arranged to negotiate the 
proposals in which case this Agreement shall 
continue in full force and effect until terminated as 
provided hereinafter. 

If notice of intention to modify or change 
has been given in accordance with the above 
provisions, this Agreement may be terminated by 
either party on thirty (30) days written notice of 
termination given to the other party on or after the 
next September 14th following said notice of 
intention to modify or change. 
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PENSION PLAN; LIFE AND 
DISABILITY BENEFITS PROGRAM 

HEALTH CARE INSURANCE PROGRAM 
INCOME SECURITY PLAN, GUARANTEED 

INCOME STREAM BENEFIT PROGRAM 
PROFIT SHARING PLAN AND PERSONAL 

SAVINGS PLAN 

(130) The parties have provided for a Pension Plan, 
a Life and Disability Benefits Program, a Health Care 
Program, an.Income Security Plan, a Guaranteed In­
come Stream Benefit Program, a Profit Sharing Plan 
and a Personal Savings Plan by Supplemental Agree­
ments signed by the parties simultaneously with the 
execution of this Agreement, which Supplemental 
Agreements are attached hereto as Exhibit "A", Ex­
hibit "B"; Exhibit "C"; Exhibit "D", Exhibit "E", Ex­
hibit "F'i Exhibit."G" and Exhibit "H" respectively 
and made parts of this Agreement as if set out in full 
herein, subject to all provisions of this agreement. No 
matter respecting the provisions of the Pension Plan 
or the Life and Disability Benefits Program, or the 
Health Care Insurance Program or the Income Secu­
rity Plan or the Guaranteed Income Stream Benefit 
Program or the Profit Sharing Plan or the Personal 
Savings Plan shall be subject to the grievance proce­
dure established in this Agreement, except as expressly 
provided in Paragraph (43b) of this Agreement: 

WAIVER 

(131) The parties acknowledge that during the 
negotiations which resulted in this Agreement, each 
had the unlimited right and opportunity to make de­
mands and proposals with respect to any subject or 
matter not removed by law from the area of collective 
bargaining, and that the understandings and agree­
ments arrived at by the parties after the exercise of 
that right and opportunity are. set forth in this Agree­
ment. Therefore, the Corporation and the Union, for 
the life of this Agreement, each voluntarily and un-
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qualifiedly waives the right, and each agrees that the 
other shall not be obligated, to bargain collectively 
with respect to any subject or-matter referred to, or 
covered in this Agreement, or.with respect to any 
subject or matter not specifically referred to or cov­
ered in this Agreement even though such subject or 
matter may not have been within the knowledge or 
contemplation of either or both of the parties at the 
time that they negotiated or signed this Agreement. 

PARTIAL INVALIDITY OF AGREEMENT 

(132) Should the parties hereafter agree that ap­
plicable law renders invalid or unenforceable any of 
the provisions of this Agreement, including all agree­
ments, memoranda of understanding or letters supple­
mental, amendatory, or related thereto, the parties may 
agree upon a replacement for the affected provision(s). 
Such replacement provision(s) shall become effective 
immediately upon agreement of the parties 

i SEPARABILITY 

(133) In the event that any of the provisions of 
this Agreement, including all agreements, memoranda 
of understanding, or letters supplemental, amendatory, 
or related thereto shall be or become legally invalid or 
unenforceable, such invalidity or unenforceable shall 
notaffect the remaining provisions thereof. 

(134) In witness whereof, the parties hereto have 
authorized officers and representatives this December 
8. 1999. ' 

Local Union 87 • Delphi Automotive Systems 
United Steelworkers 
of America '" 
AFL-CIO/CLC 

144 



APPENDIX "A 

Upon notice to the Corporation as provided in 
Paragraph (21) of this Agreement of a change in dis­
trict committeepersons or alternate committeepersons, 
the following shall become applicable within five (5) 
days from date of such notification." 

(a) The deposed district committeeperson or alter­
nate committeeperson shall relinquish any rights or 
privileges provided to him/her as a district 
committeeperson or alternate committeeperson under 
the application of Paragraphs (23a) through (23e) of 
this Agreement. . 

(b) Any opening created under Item (a) shall be 
declared available provided schedule requirements ne­
cessitate,, a replacement. The available job shall be 
filled in accordance with the applicable provisions of 
the Seniority Sections of this Agreement. 

(c) As a result of' the foregoing action, the de­
posed district committeeperson or alternate 
committeeperson shall be required to accept job place­
ment or layoff, asthe case may be, in accordance with 
the applicable provisions of the Seniority Sections of 
this Agreement. 
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APPENDIX "G 

An employee whose seniority is broken under the 
provisions of Paragraph (51a) or (62d)(l), (Sib) or 
(62d)(2), (51c) or (62d)(3), (5Id) or (62d)(4), (5If) or 
(62d)(6), (I09b) or (109c) of this Collective Bargain­
ing Agreement will, in the event his/her seniority is 
reinstated, be reimbursed for any contributions he/she 
makes pursuant to Section 6 of the Supplemental 
Agreements (Life and Disability Benefits Program and 
Health Care Program) (Exhibits B and C) which the 
Corporation would have made, in accordance with the 
employee's revised status, under the applicable provi­
sions of the Life and Disability Benefits Program and 
the Health Care Program (Exhibits B; B-I, C and C-I).-
An employee who is assessed a disciplinary layoff 
which is subsequently reduced or rescinded, will be 
reimbursed for any contributions he/she makes pursu­
ant to the Supplemental Agreements (Life and Dis­
ability Benefits Program and the Health Care Program) 
(Exhibits B, B-I, C and C-I) which the Corporation 
would have made, in accordance with the employee's 
revised status, under the applicable provisions of the 
Life and Disability Benefits Program and Health Care 
Program (Exhibits B, B.-L C and C-I). 
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APPENDIX "H" 

Required experience periods, in addition to comple­
tion of related training schedule for each Helper clas­
sification in order to qualify for reclassification to 
Journeyman/woman status under the provisions of 
Paragraph (62v)(5) of the Agreement. 

(Listed in order of group - see Seniority Section "B-ll") 

Group and 
Department Classification Period 

Group! Stationary Engineer 6 years 
(Dept. 14-914) • 

i 

Group II Building Repair, Carpenter • 
(Dept. 13-9 i 3 and Painter .' 6 years 
21-921, IS, 931) 

I 
Group V Electrician Helper 6 years 
(Dept. 13-913, 
21-921, IS, 931) 

Group III > Tinner, Welder, and 
(Dept. 13-913, Millwright ' 6 years 
21-921,18,931) 

Group IV Plumber 
Depl. 13-913, and Steam Helper 6 years 
(25-921,18,931) 

Group VII Tool, Die and Mold Maker/ 
(Dept. 23-923 Machine Repairman 6 years 
28-930, 
61-961) 

(Dept. 61-961) Sample Checker Junior 6 years 

Group Vlll Model Builder Helper 6 years 
(Dept. 86) 

Group IX Lift Truck Repair Helper 6 years 
(Dept. 505-565) 
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(2) Notices will be posted within the plant 
listing classifications open to Helpers. 

(3) When selecting employees for vacancies in 
the various Helper classifications, an employee who 
has a high school degree would not be given extra 
credit over an employee without a high school degree 
in selecting Helper candidates for a particular Helper 
classification. 

(4) Further, if the Corporation hires one new 
employee for a vacancy in a Helper classification, i.e. 
an employee who does not have seniority at-Delphi 
Energy and Chassis, then the next two employees who 
may be hired for that particular Helper classification 
will be from seniority employees working in the plant, 
providing there are two employees available at the 
time the vacancies exist who have placed a transfer 
request for that particular Helper classification with 
the Employment Section of the Personnel Department, 
and such employees are qualified in accordance with 
the Corporation's established standards for that par­
ticular Helper classification. 

(5) The recruitment, selection, employment and 
training of. Helpers shall be without discrimination 
because of race, color, religion, national origin or 
sexual orientation. Affirmative action will be taken to 
provide equal opportunity in the Helper program. 
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Mr. Dennis A: Bingham 
President, Local 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mv, Bingham-. 

It is the policy of the Corporation to perform main­
tenance work with its own employees, provided it has 
the manpower, skills, equipment and facilities to do 
so and can do the work competitively in quality, cost 
and performance and within the projected time limits. 
At times the Corporation does not deem advisable 
doing the work itself, and it must, as in the past, 
reserve loiitself the right to decide whether it will do 
any particular work or let the work to outside contrac­
tors. This letter is not to be regarded as impairing that 
right in any way. 

The Corporation hereby assures the Union that it 
has no plans to change its policy and that it expects to 
continue its general operating policy of placing pri­
mary reliance on its own skilled trades employees to 
perform maintenance work to the extent consistent 
with sound business practice, as in the past. 

The Corporation is genuinely interested in main­
taining maximum employment opportunities for its 
skilled trades employees consistent with the needs of 
the Corporation. Therefore, in making these determi­
nations, the Corporation intends always to keep the 
interests of Corporation personnel in mind, 

Very truly yours, 

Bernard .1. Quick 
Director Labor Relations 
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Mr. Dennis A. Bingham 
President, Local 87 
USWA, AFL-CrOICLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During the current negotiations the Union discussed 
with the Corporation problems affecting the job secu­
rity of employees resulting from contracting out of 
work. 

During the course of negotiations, the Union ex­
pressed concern that in certain instances the work 
force in maintenance and tool and die trades particu­
larly could be reduced through attrition and then work 
contracted out to the point where there was insuffi­
cient manpower available within the plant to perform 
the work, that the possibility existed for Helpers to be 
reduced to production jobs and work in their trades 
which they historically performed and which they were 
capable of performing could subsequently be con­
tracted out for extended periods without recalling the 
Helpers to the skilled trades jobs from which they had 
been reduced; and that further there could be instances 
of skilled trades employees being permanently laid 
off and new work which they had historically per­
formed contracted out for extended periods, instead of 
recalling these employees to their jobs. 

The essential elements in the concern registered by 
the Union went to the question of job security. 
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At times it is not practicable for the Corporation to 
do the work itself, and it must, as in the past, reserve 
the right to decide whether it will do particular main­
tenance and tool and die work, or contract it out. The 
Union recognizes that in making such decisions the 
Corporation must consider, among other things, the 
efficiencies and economies involved, the need for spe­
cialized tools and equipment, special skills and the 
necessity of meeting production schedules, model 
change and plant rearrangement deadlines. 

In our discussions we agreed that employees' jobs 
should not be eliminated by reason of a practice of 
contracting out, and we agreed that existing employ­
ment opportunities of seniority employees should not 
be unnecessarily reduced by reason of management 
contracting out work. The Corporation moreover, states 
that it is its policy to fully utilize its seniority employ­
ees, under circumstances in which it is reasonable and 
practicable to do so, in the performance of work which 
they have historically performed to produce its prod­
uct and perform its services. 

Accordingly, the Corporation states that it will make 
a reasonable effort to avoid contracting out work which 
adversely affects the job security of its employees and 
that it will utilize various training programs available 
to it, whenever practicable, to maintain employment 
opportunities for its employees consistent with the 
needs of the Corporation. 

Very truly yours, 

Bernard J. Quick 
Director Labor Relations 
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Subcontracting - Special Procedure 

International Union, USWA 
5 Gateway Center 
Pittsburgh, PA 15212 - , • . 
Attention: Mr. George Becker, 

USWA International President 

Gentlemen: 

During current negotiations the parties discussed 
the special procedure for processing subcontracting 
grievances as provided by Paragraphs (38e) and (42). 

r 
• The parties agreed that should the International 

Union elect to handle such a case pursuant to Para­
graph (38e)(2), and refer it back to the Appeal Com­
mittee for negotiation pursuant to Paragraph (122), 
such negotiations shall be limited to the issues defined 
in the written record of the case. 

Very truly yours, 

Bernard .1. Quick 
Director Labor Relations 
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INTERPRETATION OF PARAGRAPHS (7a) 
THRU (7d) AND PARAGRAPHS (49) and {62b)(1) 

Rules for Computing Seniority of Employees 
Who Acquire Seniority by Working 90 Days Within 
Six Continuous Months, and Computing the Period 
Specified in Paragraphs (?a) thru <?d): 

1. Credit toward acquiring seniority will begin with 
the first day worked by the new employee and will 
include the subsequent days,of that pay period. 

2. Thereafter during six consecutive months until 
he/she acquires seniority he/she will receive credit for 
seven days for each pay period during which he/sjje 

' works except that credit will not be given for any days 
the employee is on layoff. 

3. No credit will be given for any pay period during 
.which for any reason, the employee does not work 
except as provided in Paragraph (105g) arid in the 
case of the pay period; in which the full week of 
Christmas holidays or the Independence Week Shut­
down falls, provided the employee would otherwise 
have been scheduled to work. 

4. Unless the employee is at work on the 90th day 
of his/her accumulated credited period, he/she must 
work another day, within his/her probationary period 
to acquire seniority. If the 90th day of his/her accumu­
lated credited period falls on a holiday or an Indepen­
dence Week Shutdown Day, the employee will he 
considered as having seniority as of the holiday. If the 
90th day of his/her accumulated credited period falls 
on his/her vacation pay eligibility date, the employee 
will be considered as having seniority as of his/her 
vacation pay eligibility date. 
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5, In the event a temporary employee is summoned 
and reports for jury duty as prescribed .by applicable 
law during the period of six continuous months pre­
ceding the date 'he/she acquires seniority pursuant to 
Paragraph (49) or Paragraph (62b)(l), the employee's 
seniority when acquired will be adjusted to give the 
employee credit for seven additional days for each 
week in the period in which he/she did not work and 
during which jury duty was performed. The employee 
must furnish evidence that the jury duty was per­
formed in order to receive seniority credit in accor­
dance with this provision. 
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MEMORANDUM OF UNDERSTANDING 
JOB SECURITY 

(JOBS) PROGRAM 

The Corporation and the Union are committed to 
enhancing the job security of Delphi Automotive Sys­
tems employees. Such job security can only be real­
ized within a work environment which promotes 
operational effectiveness, continuous improvement,and, 
competitiveness. 

Accordingly.,the parties have agreed to this JOBS 
Program, and have pledged to work together, consis­
tent with this Program and other provisions of the 
Agreement to enhance the Corporation's competitive 
position; 

The cornerstone of the JOBS Program is a commit­
ment to protection against indefinite layoff for eli­
gible ernp<Qyee,s,as expressly provided herein. 

L SCOPE OF THE PROGRAM - The Corporation and 
the Union agree that: 

£A1 Active seniority employees who had job secu­
rity protection pursuant to Appendix L of the 1997 
Collective Bargaining Agreement will be covered by 
this Job Security Program, Seniority employees not at 
work, who had, job security protection pursuant to 
Appendix L of the 1997 Collective Bargaining Agree­
ment who are: 

! ) on vacation. 
21 receiving bereavement pay. 
2i on jury duty. 
4} on any leave of absence of 90, days .duration 

or,less, 
5) on temporary layoff, and 
62 any other employee having a direct attach­

ment to the active workforce will also be 
covered by this Job Security Program. 
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In addition, any active employee who subsequently 
acquires six or more years of seniority during the tenn 
of this Memorandum of Understanding will also be 
covered by this Job Security Program, 

(B) No employee covered by this Job Security Pro­
gram will be laid off for any reason, other than de­
scribed in 1(C). 

, (_CJ Paragraph KB) notwithstanding, an employee 
protected from layoff by this Job Security Program 
may be laid off for any of the following reasons: 

1} volume related declines attributable to mar­
ket related conditions as described in Docu­
ment No. 55. JOBS Program - Vplume 
Related Layoffs, not to exceed 74 weeks (in­
clusive of vacation shutdown weeks) over 
the life of the Agreement; 

2) acts of God or other such reasons beyond the 
control of the Corporation including major 
economic downturn or financial distress; 

31 the sale of a part of the Corporation's opera­
tions as an ongoing business; 

4} the layoff of an employee recalled or reas­
signed to fill an opening known in,advance 
to be temporary: or 

5} model change or plant rearrangement until 
the employee otherwise would have been re­
called. 

An employee impacted by_any of the above reasons 
is. if otherwise eligible, covered by the appropriate 
Supplemental Agreements which are attached to the 
Agreement as Exhibits. 

(D) The number of employees protected by this 
JOBS Program wil! be the covered employees who 
would otherwise be laid off as a result of any event 
other than those described in Paragraph 1(C). 
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H. JOB SECURITY AND OPERATIONAL EFFECTIVE­
NESS - In recognition of the fact that job security can 
only result from joint efforts to improve operational 
effectiveness, the Corporation and the Union agree 
that; 

(A) For a period commencing with the effective 
date of this Memorandum of Understanding and for 
the life of this Memorandum of Understanding,, no 
covered employee will be laid off as a result of any 
event other than those described in Paragraph }(C)r 

(B) An employee whose regular job is eliminated 
will be placed pursuant to the applicable provisions of 
this Agreement, 

( Q The employees protected from layoff due to 
the JOBS-Program will be that determined in Para­
graph 1(D). Each protected employee wili be identi­
fied by application of the Local Seniority Agreement 
provisions as if such job security were not provided. 

(D) The Parties recognize that events, other than 
those described in ICC), may occur during the course 
of this Agreement that will cause the number of cov­
ered employees, to, exceed the Corporation's produc­
tion requirements. The parties further recognize that 
the scope of this program requires flexibility with 
regard to the assignment of such, Protected employees 
and the selection of employees for training., In this 
regard, the Local JOB3 Committee (described in Sec­
tion Hi. below) will insure that assignments are made 
on a basis consistent with the seniority provisions of 
the Collective Bargaining Agreement,and Local,Se­
niority Agreement while meeting plant needs, mini­
mizing work force disruption and enhancing the 
personal growth and development of employees. Af­
ter a decision by,the,Local JOBS Committee a Pro­
tected employee may be (I) placed in, a training 
program. (2) used as a replacement to facilitate the 
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training of another employee. (3^ placed in a job open­
ing at another Delphi plant provided there is no em­
ployee on layoff from that plant with a seniority recall 
or Paragraph (51eXl) or (62d){5) rehire right or an 
applicant who has not been offered a job at that plant, 
under current Delphi Automptive Systems policy. (4) 
given a job assignment within or outside the bargain: 

ing unit which may, be non-traditionai. (5) placed in 
an existing opening or (6) given other assignments 
consistent with the purposes of this Memorandum of 
Understanding. ' 

£E1 1 • Notwithstanding the above; an available Pro­
tected employee may be placed on the Area Hire list 
by Management for selection to an available opening 
at another location within the area. The number of 
such Protected employees made available for place­
ment cannot exceed the number of Protected empipy-
ees who have been laid off for the duration of the 74 
week volume-related layoff- limit (inclusive of vaca­
tion shutdown weeks). Protected employees will be 
made available for Area Hire placement in inverse 
seniority order 

2. A location that has no one on layoff with a 
seniority recall or Paragraphs f51e)d) or f62d)(5') re­
hire-right may fill a job opening with, an available 
Protected,emplpyee from another location within the 
Area Hire Area pursuant to Paragraphs Nf D and (2). 
or an Area Hire applicant who has not been offered a 
job in the Area Hire Area' - . 

An available Protected employee transferred 
permanently to another location may remain at the 
secondary location until at the employee's home loca­
tion (I) there is an available opening in the regular 
active workforce to which the employee is entitled, or 
(2) the employee is recalled to, Protected employee, 
status, or f3) the employee is laid off from the second-
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aryrjlant. at which time the employee. will return. 
seniority permitting, to the active workforce, 

(El Efforts of the local parties to improve opera-
tionaleffeetivene.ss will be encouraged and supported 
hy_thg national parties including, as may be appropri-
ate^approval of requests to waive, modify or change 
this_Agreement. 

(Gt A Protected employee will continue to receive 
their regular straight time hourly rate of pay. In the 
event a Protected employee is assigned to another 
classification, the employee will receive the rate of 
pay as provided by the Local Wage Agreement, 

(H) Protected employees' assignments will be con­
sidered temporary and not subject to provisions gov­
erning permanent filling of vacancies or the application 
of shift preference, except for assignments to fill open­
ings resulting from volume, increases. Experience 
gained from these temporary assignments will not be 
used to advantage such Protected employee over other 
employees for selection to fill permanent vacancies. 
nor will the Prqtected employee gain seniority under 
Paragraphs (491 or f62b)flV-of this Agreement from 
such assignments, ' ' 

( 0 An employee replaced by a Protected employee 
will receive their regular straight.time, hourly rate of 
pay, and will be returned to the same classification 
and job assignment upon completion of the replaced 
employee's assignment. In the event the employee has 
insufficient seniority to return to the formerly held 
classification, the employee will be placed pursuant to 
the applicable provisions of the Local Seniority Agree­
ment. • ; 

. {J} If an employee would have been .transferred 
pursuant to Paragraphs (55) or (6gg),of- this.Agree­
ment or placed in-an Apprentice program were it not 

I 
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for participation in a training assignment provided by 
' this program, the employee will be transferred to this 

ciassification upon completion of the training assign­
ment. In the event the employee would have been 
selected for a Helper or Apprentice assignment, the 
employee's date of entry will be adjusted as if the 
employee's assignment had not been delayed. 

(K! A replaced employee returned to a job assign­
ment under this Program will be credited with all 
overtime hours the employee worked while out of the 
equalization group, but not with the overtime hours 
the employee would otherwise have worked in the 
group had the employee not have been replaced by the 
Protected employee. 

(L) A training assignment will be voluntary on the 
part of an employee being replaced by a Protected 
employee, unless such training is to develop or im­
prove technical skills, relevant to, the employee's cur­
rent job assignment or anticipated future job needs. 

(M) No Protected employee will be temporarily as- ' 
signed to a job outside of the bargaining unit except 
on a voluntary basis, subject to the direction of the 
National Committee. Permanent transfers of Protected 
employees outside the bargaining unit to other Delphi 
plants will be handled as follows, provided there is no 
rehire right or an applicant who has not been offered a 
job at the plant under current Delphi Automotive Sys­
tems policy and.after all other prior contractual com­
mitments and other obligations have been meti 

Ui Management may place a Protected 
employee's name on the Area Hire list. The number 
of names so placed may'not exceed the number of 
employees who have'been laid off for,the duration,of . 
the 74 week volume-rated layoff limit (inclusive of 
vacation shutdown}. Protected employees will be.rnade 
available for Area Hire placement in inverse seniority 
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order. Thereafter, such employees may be selected in 
seniority order to available jobs at other locations. 
The seniority used by a skilled trades employee in 
administering these provisions will be the employee's. 
date of entry or Journeyman/woman date. 

{N_) The number of employees covered by these 
Job Security provisions will change as: 

fJQ an employee in the active workforce, as de­
fined by Paragraph 1(A) who had less than six years of 
seniority,on the effective date of the Agreement who 
subsequently attains six years of seniority: (2) other­
wise eligible employees who are riot active on the 
effective date of the new agreement who subsequently 
return to active status. 

Notwithstanding the above, the National 
JOBS Committee is authorized to establish, special 
mechanisms for the purpose of attracting new work.' 

(O) In the event there is an opening due to a vol­
ume increase, the available Protected employee with 
the highest seniority will be placed in this opening.-
unless the Local Committee determines th$ errrployee 
should "first complete the employee's current assign­
ment: If seniority employees are on layoff from that 
plant, a number of such employees, equivalent to the 
number of Protected employees placed in openings 
due to volume increases will be recalled from layoff. 
A Protected employee transferred to another Delphi 
plant due to a volume increase who is subsequently 
laid off from the secondary plant due to a volume 
decrease will be returnedto available openings at the 
employee's home plant, seniority permitting. 

(P) A layoff caused by an event described in Para­
graph,1(C) will have no impact on the number of 
Protected employees except for an employee who is: 

protected from a layoff attributable to a market related 
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volume ̂ decline in excess of 74 weeks (inclusive of 
vacation shutdown weeks). In those instances, Pro­
tected employees, having the least seniority, will.be 

. laid-off arid replaced by an equivalent number of 
greater seniority employees who would otherwise have 
insufficient seniority to remain in the plant. 

(O) In the event the Local or National Committee 
determines that the number of Protected employees 
exceeds the number of expected openings at the plant 
or in the Area within the next succeeding 12 months. 
special programs as set forth in Attachment A may be, 
triggered upon prior approval of the National'Com­
mittee. Thereafter, to the extent the number of Pro­
tected employees js still in excess of expected openings, 
such employees, under the direction of the National 
Committee, may be transferred out of the area pursu­
ant to Paragraph (M). The National Committee may 
also explore the extension of Attachment A to other 
locations to create job opportunities for excess Pro­
tected employees within the Area Hire area, 

(R) Earnings, including wages and wage related pay-
ments, received by employees while on Protected em-
pjoyee, assignments, will be charged against the 
maximum liability amount. The cost of benefits and 
other payrnents made or incurred on behalf of Protected 
employees, specifically, health care (including dental 
and vision), group insurance, pensions, legal services. 
training fund contributions, and F1CA will be charged 
against the maximum liability amount. The cost of ben­
efits provided, under Attachment A of this Memoran­
dum, of Understanding will not be charged against this 
liability. Earnings received and the, cost of benefits and 
other payments made on behalf of Protected employees 
while assigned to,fill permanent,job openings resulting 
from volume increases or assigned to other regular and 
productive work (e.g.. absentee replacements) will not 
be charged against this liability. 
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(S) Charges against the Corporation's liability will 
commence with the first payments made to Protected 
employees and will continue until the maximum li­
ability is reached or the expiration of the Program as 
provided in this Memorandum of Understanding. 
whichever occurs first. The records of such charges 
will be maintained by the Corporation and will be 
available to the Union at appropriate times. 

J1L ADMINISTRATION OF THE JOBS PROGRAM • 
The Corporation and Union agree that: 

(A)- A- Local JOBS Committee will be established 
to administer the Program. 

(B) The membership of the Committee will con­
sist of the local Plant Manager and other representa­
tives selected by management: the local Union 
President, if a Delphi Automotive Systems employee. 
and the Shop Committee. 

(CI The duties of the Local Committee will be: 

1. Review the number and status of the avail­
able Protected employees on a monthly basis, specifi­
cally noting the impact on this group of attrition. 
volume and future labor requirements. 

2. Monitor the initial placement of an" em­
ployee who returns to work following aw e~vent cov­
ered in Paragraphs 1(A) and 1(C). 

3. Monitor the placement of Protected employ­
ees. In this regard consideration should be given- to 
both the nature and duration of the assignment follow­
ing the guidelines contained in Section II to this Memo­
randum of Understanding. 

4. Monitor permanent layoffs caused bv the 
events described in ICC). ., 
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5. Participate in discussions regarding the in­
troduction of new or advanced technology as pro­
vided in the Statement on Technological Progress 
contained in the current Delphi-USWA Agreement. 

6. Review attrition and changes in the work­
place. As required, develop plans to replace attrition. 
including the use of hires or rehires, to meet opera­
tional needs when other appropriate placement sources 
have been exhausted. The local parlies are required to 
report monthly that appropriate communications have 
taken place: upon the request of the National Commit­
tee. the local parties may be required to provide de­
tailed information to support their monthly joint reports. 

7. Review the labor requirements of forward 
product, facility and business plans, maintaining the 
confidentiality of the material being evaluated. 

8. Plan and coordinate the assignment of Pro­
tected employees in their home plant, the'relocation of 
Protected employees to other plants in the area and 
the application of special programs to Protected em­
ployees and active work force employees as described 
in Attachment A to this Memorandum of Understand­
ing. 

9. Authorize non-traditional work assign­
ments for Protected employees where practicable both 
within or outside the bargaining unit. 

10. Review any complaint regarding the ad­
ministration of the JOBS Program. Refer unresolved 
complaints to the National Committee. The National 
Parties will limit the review of complaints to those 
raised, in writing, within 60 days of the event giving 
rise to the complaint unless the time limit is waived 
by the National Committee. Only those matters gov­
erning the size of the active workforce, the number of 
Protected employees, or governing the treatment of 
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Protected employees as set forth in Section II of this 
Memorandum of Understanding will be subject to the 
Grievance Procedure, Such grievances will be filed at 
the Third Step of the Grievance Procedure. All other 
unresolved complaints will be settled expeditiously 
between the parties at the National level. 

11. Jointly coordinate appropriate local, training 
activities to ensure that quality, cost efficient training 
is provided and appropriate, funds are secured from 
both within Delphi and from external sources, 

12. Jgifltly, develop,and initiate proposals to 
improve operational effectiveness to secure existing 
jobs, and to attract customers and additional business 
thus providing additional job opportunities. When re­
quired. secure necessary approvals from the bargain­
ing unit membership and the national parties, -

l i Make recommendations to the National 
JOBS Committee, as appropriate, regarding 'any as­
pect of, the JOBS Program, This may include any 
aspect of the contractual relationship between the 
Corporation and the Union that is relevant to the du­
ties of the Local JOBS Committee, e.g.. .Appendix ,N, 
and Paragraphs (48>. C52V f62a1. and (62d¥g) of the 
current Detphi-USWA Agreement. 

14. Ensure that JOBS funds are used solely for 
the purposes for which the Program provides, protec­
tions. as specified in Section KB) of this Memoran­
dum of Understanding, 

(D) A national JOBS Committee will be estab­
lished consisting of one (1) representative selected 
from the Corporation's Labor Relations Staff and one 
(1) representative selected from the Divisional Indus­
trial Relations Staff and one (1) representative of the 
International Union and the President of the Local 
Union. 
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fE) • The National Committee will meet periodi­
cally as required to; . 

L Review labor requirements for specific areas, 

2. Monitor the efforts of the Local Committees. 

3. Jointly develop appropriate Delphi-USWA 
training efforts working closely with the Local JOBS 
Committees to, ensure, thaf quality,,, cost efficient tra^n? 
ing is provided and appropriate funds are secured from 
both within Delphi and from external sources. 

4. Coordinate: fa) placement efforts for eli­
gible, workers,, (b), assessment and, training, programs, 
and (c) funding. 

5. Approve Local JOBS Committee efforts to 
improve operational effectiveness and coordinate these 
actions when appropriate. 

fit Coordinate, where applicable, the execution 
of Special Programs described in Attachment A as 
well as the placement of Protected employees. For 
example, where a permanent loss of jobs has occurred 
or is scheduled for a location, the parties may discuss 
transfer of employees to another location; such a trans: 

fer could be in advance of the scheduled job loss, if it 
could be accomplished without adversely affecting 
quality and operating efficiency. 

7j Act on requests from Local Committees to 
waive, modify or change Agreement provisions when 
such action would result ,in the preservation or, ,inr 

crease of job opportunities. 

8. Make quarterly reports to the Union and 
Corporate leadership regarding the operation, of the 
Program, 

£JQ The National JOBS Committee is specifically 
empowered to periodically review and evaluate the 
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operation Qf this Memorandum of Understanding and 
make mutually satisfactory adjustments to its provi­
sions during the term of this Memorandum, 

IV. FUNDING - The Corporation and 
International Union agree that: 

Notwithstanding the commitments set forth in this 
Memorandum of Understanding,,the,Corporation's 
total financial liability for the cost of the JOBS Pro­
gram, to be calculated as agreed between the parties-
shall not exceed $24.8Q0,0QQ during the term of this 
Memorandum of Understanding adjusted by any 
amounts shifted between the JOBS and SUB Funds. 
tn the event this liability is reached, Protected em­
ployees will be subject to, layoff. Thereafter, to the 
extent that layoffs of such employees are required, the 
provisions of the Local Seniority Agreements will 
apply and eligible employees will receive benefit treat­
ment in accordance with the Supplemental Agreements 
attached to the Delphi-USWA Agreement then in ef­
fect, ' 

V, EFFECTIVE DATE - TERMINATION DATE 

The Corporation and International Union agree that: 

£A} This Memorandum of Understanding will be­
come effective on the effective date, of this AgreeT 

ment. 

(B) This Memorandum of Understanding shall ex­
pire upon the expiration of the National, Agreement 
next following .the ,1999 Agreement. 
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ATTACHMENT A 

MEMORANDUM OF UNDERSTANDING 

The Nationai JOBS Committee may. From time to 
time and for specified periods, authorize the following 
Special Programs for designated eligible employees 
or may approve requests from the Local JOBS Com-

. mittee for implementation of such Programs. Employ­
ees must apply within the application period 
determined by the loca! parties and approved by the 
National JOBS Committee. 

Special Program #1 
JOBS Voluntary Termination of 

Employment Program 

The JOBS Voluntary Termination of Employment 
Program (VTEP) provides a guaranteed lump-sum 
benefit payment subject to the conditions and limita­
tions contained herein. This Program is applicable to 
employees with at least one year of seniority who are 
at work, or are Protected employees on or after the 
effective date of the Agreement. 

Description of Program Benefits 

Years of Seniority 
As of Application Date 

I but less ihan 2 
2 but less man 5 

, 5 but less than )0 
10 but Jess than 15 • . 
15 but less than 20 
20 but less than 25 
25 or more 

$ Amount 

15,000 
21,000 
37,000 
47,000 
62,000 
67,000 
72,000 

Allocation 
Period 

(months) 

6 
9 
15 
19 
25 
27 
29 
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The maximum gross amount of the benefit payable 
under this Program is $72,000 for employees with 25 
or more" years of seniority. 

In no event, however, shall the amount of a VTEP 
payment provided under this Program exceed such 
amount permissible under the Employee Retirement 
Income Security Act of 1974 (ERISA). 

An employee who accepts a .VTEP payment shall 
be provided with basic health care coverage for a 
period of 6 months dating from the end of the month 
in which the employee last worked. 

An employee eligible for an immediate pension ben­
efit under the Hourly Rate Employees Pension Plan, 
at the time of his/her break in service (due to partici­
pation in a VTEP), shall upon completion of the Allo­
cation Period and application for a pension benefit 
under the Hourly Rate Employees Pension Plan be­
come eligible for post retirement health care and life 
insurance on the same basis as .other retirees.' For pur­
poses of applying the terms of the Hourly Rate'Em- • 
pioyees Pension Plan, such employees shall not be 
treated as deferred vested by reason of their participa­
tion in a VTEP. 

VTEP Payment Offsets 

Any VTEP payment to an eligible employee will be * • • 
reduced by the employee's outstanding debts to the . 
Corporation or to the Trustees of any Corporation 
benefit plan or program, including any.unrepaid over­
payments to the employee under the ISP Plan.or GIS 
Program, Exhibits D and E, respectively, to the Col­
lective Bargaining Agreement. , '•'..• . ' ' • 
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Effect of Receiving VTEP Payment 

An employee who accepts a VTEP payment shall 
(a) cease to be an employee and shall have his/her 
seniority broken at any and ail of the Corporation's 
plants or other locations as of the fast day worked 
subsequent to the date his/her application for a VTEP 
payment is received (termination date), (b) shall have 
cancelled any eligibility the employee would other­
wise have had for a Redemption Payment under Ex­
hibit E to the Collective Bargaining Agreement and 
(c) shall not be eligible to receive a mutual satisfac­
tory retirement benefit under the Hourly Rate Em­
ployees Pension Plan, and (d) shall not be permitted 
to retire under the Hourly Rate Employees Pension 
Plan for the number of months of the allocation period 
following the termination date. • 

An employee who receives a VTEP payment, and 
who is subsequently reemployed by Delphi Automo­
tive Systems, will not be eligible for any future VTEP 
payments until the employee has 5 or more years 
seniority following such reemployment.'No seniority 
used to determine the amount of previous VTEP pay­
ment shall be used in determining a subsequent VTEP 
payment. 
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Special Program #2 
JOBS Pension Program 

General 

The JOBS Pension Program provides pension ben­
efits unreduced for age, payable under the Hourly 
Rate Employees Pension Plan (Exhibit A to the Col­
lective Bargaining Agreement) subject to the eligibil­
ity terms and conditions contained in such Pension 
Plan, and further subject to such terms and conditions 
contained herein. This Program is applicable to em­
ployees who are at work, or are Protected employees, 
on or after the effective date of the Agreement.. 

Description of Program Benefit 

An offer of Mutually Satisfactory retirement may 
be extended under this JOBS Pension Program to an 
eligible employee between the ages of 55 and 61 who 
has 10 or more years of credited service under the 
Hourly Rate Employees Pension Plan. Such.retire­
ment would provide unreduced basic benefits for the 
life of the retiree, temporary benefits payable until age 
62 and one month (or if earlier, receipt of Social Secu­
rity disability benefits), and any supplements they may 
be entitled to based on the provisions of the Hourly 
Rate Employees Pension Plan and the employees' age 
and credited service. The annual earnings limitation 
provisions of the supplements shall not be applicable 
to any mutually satisfactory retirement. 
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ATTACHMENT B 

MEMORANDUM OF UNDERSTANDING • GOALS 
AND 

OBJECTIVES OF JOB SECURITY AND 
OPERATIONAL EFFECTIVENESS 

The Corporation and the Union recognize that qual­
ity and operating efficiency are inextricably wed to 
job security, and that a high level of quality and oper­
ating efficiency requires mutual respect and recogni­
tion of each other's problems and concerns. 
Accordingly, in addition to the Local JOBS 
Committee's responsibilities for the JOBS Program 
and participation in discussions provided in related 
Letters of Understanding, each Committee will focus 
on cooperative efforts toward our common goal to 
improve the effectiveness of operations and remove 
barriers to improvements, increase job opportunities 
and fully utilize the workforce. The local committees 
will jointly develop a plan through an exhaustive analy­
sis of the location's operational efficiency. 

Within six months of the effective date of the Agree­
ment, each Local JOBS Committee will review with 
Divisional Management the overall competitiveness 
of the location's products and their plans indicating 
actions, and/or changes needed to improve quality and 
efficiency at their location and to stimulate job secu­
rity of the existing workforce and attract new work. 
Such plans must then be approved by the established 
National Job Security and Operational Effectiveness 
Committee. 

At the national level, the Committee will have an 
equal number of Union, Divisional and Corporate rep­
resentatives designated by the respective parties. The 
National Committee will oversee implementation and 
administration of these Job Security and Operational 
Effectiveness Plans, Members of the National Com­
mittee will meet jointly with Local Committees to 
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discuss the importance of job preservation and job 
creation, the reasons for the commitment to increase 
operational efficiency, suggest possible topics for con­
sideration and encourage good faith efforts to develop 
and implement meaningful local plans. The National 
Committee will be available on an ongoing basis as a 
resource to Local Committees and will review progress 
at the local level at least on an annual basis. 

In these efforts, it is recognized that a great deal of 
initiative and imagination will be required by the local 
parties. While not intended to limit such innovation, 
the following are examples of appropriate areas the 
local parties may address: 

1) Identification of investments in the facility or 
equipment necessary to improve product quality or 
operational effectiveness; 

2) the establishment of a team concept and/or 
pay-for-knowledge wage structure; 

3) the identification of non-labor cost savings 
and efficiencies; 

4) procedures and plans to review past 
outsourcing and outside contracting decisions, and 
identify opportunities for insourcing and new busi­
ness; 

5) the examination of new forms of work orga­
nization, such as job assignments relating to Just-in-
Time or other quality enhancement systems; 

6) procedures to review supervisory staffing and 
support for the initiatives in this Job Security and 
Operational Effectiveness section of the JOBS Pro­
gram; 

7) a realignment in skilled classifications to a 
number of appropriate basic trades to support the needs 
of the operation or location; 

8) the implementation of skilled trades team con­
cepts; 
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9) initiatives to reduce chronic absenteeism; 

10) procedures for improved access by the Local 
Joint Committee to product plans and other informa­
tion affecting employment security and operational 
effectiveness, assuring confidential treatment of such 
information; 

11) the establishment of work standards on op­
erations that fully utilize employees; 

12) the examination of alternative work sched­
ules which provide greater employment opportunities. 

Efforts of the local parties to improve operational 
effectiveness may require change or waiver of certain 
agreements or practices. It is understood that any such 
waivers, modifications or changes would not be effec­
tive unless agreed to by the local parties involved and 
approved in writing by the Labor Relations Staff of 
the Corporation. Such changes would be effective only 
at the tocation(s) specifically designated. 
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APPENDIX "NT-

VACATION REPLACEMENTS AND OTHER 

EMPLOYEES HIRED FOR TEMPORARY WORK 

Employees who are on layoff from any Delrjhi-
USWA plant who retain unbroken seniority in any 
such plant on the date they are hired as a vacation 
replacement or for other temporary work in any plant 
covered by the Main Agreement, or a new employee 
who does not have seniority in any Delphi Automo­
tive Systems plant who is hired for such work shall be 
employed in accordance with the following: 

(1) An employee may be hired as a vacation 
replacement or to fill other job openings of a tempo­
rary nature. 

(2) Vacation replacements may be employed 
under the provisions of this Memorandum commenc­
ing the second Monday in May each year and ending 
no later than 120 days thereafter. The utilization of 
vacation replacements and other employees hired for 
temporary work shall be discussed in advance with 
the'local JOBS Committee and approved by the Cor­
poration and the International Union. 

(3) Time worked by a vacation replacement or 
other temporary employee who is hired pursuant to 
this Memorandum will not be included in the compu­
tation for acquiring seniority pursuant to Paragraph 
(49), (62b)(l) and Appendix "K". 

(4) Such time worked by a laid off seniority 
employee will not be considered in the calculation for 
breaking seniority and exhausting rehire rights pursu­
ant to Paragraph (51e)(l) or (62d)(5). 

(5) All other provisions of the Main Agreement 
and its Exhibits shall apply to employees hired pursu­
ant to this Memorandum. 
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(6) This procedure does not apply to permanent 
job openings. 

Problems relating, to the implementation and ad­
ministration of the above provisions may be raised by 
either party in a timely fashion each year, before vaca­
tion schedules have been finalized, and resolved by 
mutual agreement of the parties. . • 
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APPENDIX "N 

Sourcing 

During these negotiations, the Union raised numer­
ous concerns about the Corporation's sourcing actions 
and their impact on employment opportunities. To that 
end, the Corporation will work with and assist the 
Union to preserve jobs, replace jobs which may be 
lost by outsourcing action, and to create jobs for Pro­
tected employees and laid off employees. It is an ob­
jective of the Corporation to grow the business and to 
continue to rely upon its employees and facilities as 
the source of its products. During the life of the cur­
rent Agreement, the Corporation will advise the Presi­
dent of the Local Union relative to sourcing 
recommendations, including the number of potential 
jobs affected. Additionally, data regarding incoming 
and outgoing work will be given to the Union in a 
quarterly meeting. In this manner, the parties can judge 
the success of mutual efforts toward improved job 
security. The Corporation agrees to incorporate the 
procedures and structure outlined herein when making 
sourcing determinations during the current Agreement. 

The rationale for sourcing actions-will consider the 
criteria of quality, technology, cost, timing, statutory 
requirements, occupational and related environmental 
health and safety issues, the impact on long-term job 
stability, the degree to which the Corporation's re­
sources can be allocated to further capital expendi­
tures, the overall financial stability of affected facilities, 
and the impact on related facilities. Other factors con­
sidered by the -Corporation before a final sourcing 
decision is made will include the effect on employ­
ment, and job and income security costs, on both a 
short and long-term basis. Such criteria shall give equal 
weight to the full impact of a sourcing action on Delphi 
Automotive Svstems-USWA represented employment 
levels and the job and income security of Delphi Au­
tomotive Systems-USWA represented employees. The 
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National parties will jointly further develop the above 
criteria to be used to address sourcing issues. Jn devel­
oping this criteria transfer pricing profits will not be 
considered in making sourcing decisions. Only appro­
priate return on investment and burden will be consid­
ered. The Union will be provided full and timely access 
to all appropriate data, including financial informa­
tion, that is pertinent to evaluate product competitive­
ness and contemplated sourcing. 

If the Local Committee cannot resolve a sourcing 
issue, the local Union may file a grievance at the third 
step of the grievance procedure. In addition, the fol­
lowing specific commitments have been made to ad­
dress sourcing-related job security concerns of USWA 
members: 

1. Insourcirtg 

The Local JOBS Committee will discuss the practi­
cality of insourcing, in whole or in part, work previ­
ously outsourced or new work which the Committee 

- identifies as that which might be performed competi­
tively at this Delphi Energy: and Chassis Systems lo­
cation based on the criteria outlined above. To assist 
in this process, the Union will be furnished a complete 
list of work similar to that currently performed at the 
location that has been (1) outsourced from that loca­
tion or (2) • is currently performed by non-Delphi/ 
USWA suppliers for Delphi Automotive Systems, 
These lists will be updated and expanded to include 
supplier'expiration dates and will be'furnished within 
90 days following the effective-date of the Agree­
ment. Thereafter, the parties will initiate efforts, to 
insource particular work consistent with the afore­
mentioned criteria to create prospects for growth arid 
to provide jobs for Protected employees and employ­
ees on layoff. . ' 

If it is established that certain work can be per-. 
formed competitively by the above criteria Manage-
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ment wiii adopt the Committee's proposal and barring 
unique or unforeseen circumstances, bring the work 
in-house. The Union shall thereafter obtain any neces­
sary approval or ratification within 30 days of the 
decision to bring thework in-house. 

2. Outsourcing ' < 

Outsourcing as used herein means the Corporation's 
sourcing of work from USWA-Delphi,, Automotive, 
Systems locations including work connected with cur­
rent, new or redesigned component products. When a 
request for quote is initiated, the Union will be ad­
vised in writing by the Corporation.-At such time as 
the quotes have been received and an outsourcing 
decision is contemplated the Union will be given 150 
days' written notice or longer advance notice when • 
possible. The notice will include the reason for the 
outsourcing, a description of the work invoived, the 
number of jobs affected on both a short-term and 
long-term basis, if known, atboth the affected facility 
and any other Delphi Automotive Systems-USWA 
represented facility, the identification of the sourcing 
authority, and all financial information. Proposals to 
keep the work in-house will be made by the Union 
within 90 days of the receipt of the written notice, 

a. Whensuch an outsourcing decision is contem­
plated and within the control of the Local Manage­
ment, the written notice will be given to the 
Chairperson of the Shop Committee. A copy of such 
notice will be sent to the President of the Local Union 
a°d the Executive Director,;, Industrial Relations, for 
the Corporation. 

:; b. When such a contemplated outsourcing deci­
sion is initiated by any other sourcing authority of the 
Corporation at a level external to the affected 
location(s), that sourcing authority will provide suffi­
cient advance written notice to allow the designated 
management representative at the impacted location 
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to comply with the notification procedure. The written 
notice wilf be given to the Chairperson of the Local 
Union Shop Committee, Also, a copy of such notice 
will be given to the President of the Local Union and 
to the Executive Director. Industrial Relations, 

Additionally, Union input will be.sought by the 
Corporation and its Divisions as early as possible in 
the outsourcing decision-making process. The intent 
of the evaluation period and the Union input being 
sought as early as possible is to allow for more thor­
ough discussion and to permit the parties to better 
assess the impact of outsourcing on the long-term job 
stability of employees and the financial viability of 
given Corporate locations. 

c. The sourcing authority wiii'not enter into a' 
contractual relationship with a non-Peiphi/USWA sup­
plier until such time as the designated management 
representative of the impacted location provides writ­
ten verification that the above notification procedure 
and discussion by the JOBS Committee, has taken 
place, 

If it is established that the work can be performed 
competitively, judged by the criteria listed earlier in 
this Appendix, Management will, barring unique and 
unforeseen circumstances, keep the work in-house. 
The Union shall thereafter obtain any necessary ap­
provals or ratification within 30 days of the decision 
to keep the work in-house. 

d. The Corporation agrees to a full disclosure to 
the Union of the procedures utilized in sourcing ac­
tivities, 

3. Future Product Sourcing 

Union input to early sourcing decisions will be 
sought by the Corporation's Divisions, In that regard, 
the Union will be notified in writing by the appropri­
ate Division upon approval of "Protect, Charter" to 
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proceed for those subsystems or components that are 
included in the Product Development Process, Fol­
lowing the notification, the President of the Local 
Union shall have the responsibility for overseeing the 
interface with other USWA represented Delphi Auto­
motive Systems facilities, 

The implementation of this process should provide 
the parties with the mechanism to take advantage of 
every opportunity to use internal resources and to cre­
ate jobs for Protected employees. 

The commitments expressed in this Appendix are 
intended to contribute significantly to.our coopera­
tively working together to provide Delphi Automotive 
Systems employees in the United States improved job 
security by growing the business. 

Very truly yours, 

Bernard J. Quick 
Director Labor Relations 
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MEMORANDUM OF UNDERSTANDING 
JOINT ACTIVITIES 

During current negotiations, the parties discussed 
the challenges in the marketplace from both foreign 
and domestic competitors. There is mutual recogni­
tion that these challenges require a fundamental change 
to maximize the potential of our human resources. 
This change can occur only by building on our current 
joint efforts and by fostering a spirit of cooperation 
and mutual dedication that will permit the full devel­
opment of the skills of our people and meaningful 
involvement in the decision-making process. Success 
in these endeavors benefits ail of the parties: the USWA 
through a strong and viable membership; the employ­
ees through job satisfaction and job security; and.the 
Corporation through achieving its goal of becoming a 
world-class competitor. i • 

The parties agree that the most appropriate method 
for handling a variety of joint endeavors is, through 
the establishment of a Local Joint Activities and Train­
ing Committee. 

In order to make constructive progress in this re­
gard, there is a need to reach a common understanding 
of the concept of "jointness" and to establish a facili­
tating mechanism to assure that the various programs 
related to changes in the work environment are appro­
priately and effectively administered. 

The term "jointness" is understood to mean that 
concepts for these activities be jointly developed, 
implemented, monitored and evaluated.-Furthermore, 
decisions must be arrived at in a setting which is 
characterized by trie parties working together in an 
atmosphere of trust; making mutual decisions at all 
levels which respect the concerns and interests of the 
parties involved; sharing responsibility for the prob­
lem-solving process; and sharing the rewards of achiev­
ing common goals. 
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The parties agree that the appropriate facilitating 
mechanism for joint endeavors is the National Joint 
Activities and Training Committee, 

1. NATIONAL JOINT ACTIVITIES AND 
TRAINING COMMITTEE 

The parties agree that this National Committee will 
consist of one (1) representative from the Corporation's 
Labor Relations Staff, one (1) representative from the 
Delphi Energy and Chassis Systems Industrial Rela-
tions Staff and the President of the Local Union and 
one (1) member of the Union Executive Board or their 
designated representative. 

The National Joint Activities and Training Com­
mittee will actively direct and support the Joint Com­
mittee on Health and Safety, the Committee on 
Attendance, the Employee Assistance Program Com-
mittee,, the JOBS Program and such other joint com­
mittees and activities as may be mutually agreed to by 
the Union and the Corporation. The National Com­
mittee will appoint an equal number of representa­
tives from both Union and Management to serve on 
these joint committees. Additional persons external to 
either party may also be appointed with the mutual 
approval of the National Committee. Other duties and 
responsibilities of. the National Joint Activities and 
Training Committee will include, but not be limited to 
the following: 

(a) Setting policies and providing guidelines;. 

(b) Allocating funds for projects and activities; 

(c) Monitoring expenditures for approved 
projects and activities;-

(d) Coordinating the efforts of the Committees 
referred above; 
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(e) Evaluating and auditing the ongoing perfor­
mance and results of these committees. 

(f) Review and approve proposals for National 
meetings, conferences and workshops. 

(g) Integrate Joint Activities with Corporate 
structures and business decisions. 

(h) Keeping Local 87, USWA leadership, Cor­
porate Management and Divisional Management in­
formed of joint Union-Management activities and the 
progress of the National Committees in achieving their 
objectives, including convening regular joint meet­
ings at the Division and Staff level to-promote the 
coordination delivery and implementation of effec­
tive human resource development programs and pro-
cesses throughout the plant as well as to share 
appropriate business and joint activity information. 

tl. LOCAL JOINT ACTIVITIES COMMITTEE; 

During current negotiations, the parties discussed 
the need to focus the responsibility for all local joint 
activities on those individuals who have primary re­
sponsibility for their success and to enhance their ef­
fectiveness through improved information sharing, 
priority and goal setting, resource allocation and the 
elimination of duplication. 

• Accordingly, the parties agree that the appropriate 
local facilitating mechanism for all local joint activi­
ties is the Local Joint Activities Committee consisting 
of the President of the Local Union, Shop Committee 
Chairperson and members of the Local Union Execu­
tive Board or their designated representatives, Plant 
Manager, Personnel Director and other appropriate 
Management Representatives. The Local Joint Activi­
ties Committee is responsible for actively supporting 
and directing the Local Joint Skill Development and 
Training Program, Human Resource Development 
Process, Local JOBS activities and to provide coordi-
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nating among all other local joint activities such as 
Health and Safety, EAP, Quality Network, etc.. 

The duties and[responsibilities of the Local Joint 
Activities Committee include the following: 

A. Provide structure for integrating all joint ef­
forts. -

B. Set local policies/guidelines to enhance each 
joint activity. 

C Integrate joint activities with business opera­
tions through a joint planning process. 

D. Allocate and monitor local joint funds and other 
resources in accordance with this memorandum and 
national guidelines in support of all joint activities. 

E. Insure USWA Joint Training Representive(s) 
are involved in the preparation of training budgets/plans 
directed at USWA represented Delphi employees. ; 

JE. Monitor and evaluate the performance and re­
sults of joint activities and provide positive recogni­
tion and/or corrective direction as required. 

Q, Regularly exchange information on plant op­
erations and communicate appropriate information to 
all employes. 

H. Keep Local 87, USWA and Corporation lead­
ership including the National Joint Activities and TrainT 

ing Committee informed of the status and progress of 
joint activities. 

I. Approve and implement training plans directed 
at USWA represented Delphi employees. 

JL In situations where mutual agreement regard­
ing joint activities cannot be reached locally, either 
party may appeal the issue to the National Joint Ac­
tivities and Training Committee for resolution. 

K. The Union will be fully involved in all phases 
of training including analysis and development that is 
directed at USWA-represented employees. 
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Funding i 

It is agreed that the Corporation will make avail­
able for the activities directed soiely by the National 
Committee funding up to $5.00 per overtime hour 
worked in incremental amounts in excess of five per­
cent (5%) of straight-time hours worked (calculated 
on a twelve month rolling average). Such funding will 
be calculated in accordance with the following incre­
mental table. Funding shall commence with the effec­
tive date of the new Main Agreement and continue for 
its duration with the exception that those employees 
assigned to work in skilled classifications as defined 
in Seniority Section B-II will be limited to a maxi­
mum funding rate of $1.25 per overtime hour worked 
as defined above. The funding rate for skilled employ­
ees will be subject to review by the National-Joint 
Activities and Training Committee on an annual basis 
with the understanding that any subsequent modifica­
tions, as it relates to skilled employees overtime fund­
ing, shall not exceed the incremental amounts noted in 
the following table. 

Overtime Hours Additional 
as Percent of Amount Per 

Straight Time Hours Hour 

5% or less ....:. $0.00 
Greater than 5% thru 12% :...: 1.25 
Greater than 12% thru !3% .'...1.50 
Greater than 13% thru 14% 2.00 
Greater than 14% thru 15% 2,50 
Greater than 15% thru 16% • •.....: :..3.00 
Greater than 16% thru 17% ; ...J..3.50 
Greater than 17% thru 18%;..; '..4.00 
Greater than 18% thru 19% "...: 4.50 
Greater than 19% ,/. .: '...5.00 

It is agreed.that the Corporation will make avail­
able to the local Joint Activities and Training Com-
mittee for use either in the plant or in certain nationally 
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approved projects, including Health and Safety Train­
ing subject to the provisions of the Memorandum of 
Understanding Joint Activities, funding at the rate of 
$.062 per hour worked. Such funding shaft commence 
with the effective date .of the new Main Agreement 
and continue for its duration. 

Approval Process 

Any requests for authorization to expend funds must 
be jointly approved by local parties and submitted to 
the National Committee for approval. In situations 
where mutual agreement regarding fund approval can­
not be reached locally, either party may appeal the 
issue to the- National Joint Activities and Training 
Committee for resolution. 

Funds Utilization < 

Funds.may only be used for joint endeavors in fur­
therance of this Memorandum of Understanding, or in 
support of the Joint National Committees specified 
above. Definitive guidelines will be jointly developed 
and communicated subsequent to ratification. The par­
ties are specifically empowered to review and evalu­
ate this Memorandum' and the guidelines and make 
mutually satisfactory adjustments and modifications 
during the term of this Agreement. Following are il-' 
lustrative examples of appropriate' uses of the various 
funds. 

- Specific projects dealing with active workers 
- Joint National Studies 
- Joint National Pilot Programs 
- Joint National Agreement administration 
- Training efforts of active, employees in job related 

skills, basic education enhancement and interper­
sonal skills. 

.- Specific studies, pilots, activities, etc. agreed to by 
the National Parties. 
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It is understood that funds at any level may not be 
utilized for contractually specified training such as 
apprentice training nor for funding of time off the job 
of designated or elected USWA representatives rou­
tinely functioning in administration of the contract. 

It is understood that nothing in this Memorandum 
limits the rights of either party to provide education 
and training programs on the same, similar or other 
subjects. 

Agreement Expiration 

In the event the parties should agree to discontinue, 
in whole or in part, this Memorandum prior to the 
expiration date of the new Main Agreement, or upon 
expiration, the parties shall meet to discuss any prob­
lems arising out of the termination. After reconcilia­
tion of claims, commitments, and accruals through the 
expiration date of the new Main Agreement, any bal­
ance of funds described above will remain with the 
Corporation and the Union will have no claim on such 
funds. 

IN WITNESS WHEREOF, the parties hereto have 
caused their names to be subscribed by their duly 
authorized officers and representatives on the 8th day 
of December, 1999. 

Internationa) Union Delphi Automotive Systems 
USWA Local 87 Delphi Energy 3«d 

Chassis Systems 
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MEMORANDUM OF UNDERSTANDING 
HUMAN RESOURCE DEVELOPMENT 

A landmark letter appeared in the Main Agreement 
in 1982 which recognized the desirability of mutual 
organizational change efforts designed to improve the 
quality of work life of employees and the success of 
the Corporation. Going forward, Delphi Automotive 
Systems and the Local Union 87, USWA, have agreed 
that a single focus must be communicated throughout, 
the organization. 

This focus should revolve around People and the 
beliefs and values of the Quality Network, recogniz­
ing that the total involvement of People in all that we 
do is essential to job security and the success of both 
the USWA and the Corporation. 

In accordance with this focus'the parties recognize 
that all joint activities will continue to encompass a 
philosophy that emphasizes joint relationships built 
on mutual trust, cooperation and respect. 

Therefore, the parties agree that all processes di­
rected at developing our human resources will be 
jointly developed, implemented, monitored and evalu­
ated. 

The National Joint Activities and Training Com­
mittee composed of representatives of the Union and 
the Corporation will have the responsibility for: 

• Promoting and initiating processes, projects and 
training that enhances the development of our human 
resources. 

• Making Human Resource Development Training 
available for Management and local Union 
representatives who initiate joint processes. 

• Providing information to local parties on the 
availability of resources including training and 
consulting. 
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• Assuring that joint Union and Management groups 
at the local level receive consultative support and 
assistance as requested. 

• Sponsoring joint training' conferences for those 
individuals responsible for coordinating/consulting 
Human Resource Development activities. 

• Sponsoring Joint Human Resource Development 
Leadership conferences. 

• Publishing Human Resource Development 
guidelines and materials. 

• Assuring that consultative resources are established 
and maintained. 

• Approving and monitoring the use of non USWA-
Delphi consultants. 

The Local Joint Activities Committee will be re-
sponsible for the local Human Resource Development 
processes, setting goals and policy direction consis­
tent with guidelines established by the National Joint 
Activities and Training Committee and will jointly 
guide, maintain and evaluate the process. 

IN WITNESS WHEREOF, the parties hereto have 
caused their names to be subscribed by their duly 
authorized offices and representatives on the 8th day 
of December, 1999. ' 

Local 87, USWA Delphi Automotive Systems 
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INTERPRETATIONS, STATEMENTS, 
LETTERS AND THE 

MEMORANDUM OF UNDERSTANDING 
ON HEALTH AND SAFETY 

(The following documents connected with the 199? 
Delphi Energy and Chassis Systems and Delphi Auto­
motive Systems-USWA negotiations are not a part of 
the Agreement but have been included in this booklet 
for information purposes.) . 

(See Index page vii in the front of the Agreement 
Book). 
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Doc. No. 1 

MEMORANDUM OF UNDERSTANDING 
ON WORK CENTERS 

During 1982 negotiations the Corporation brought 
to the attention of the Union alleged abuses which the 
Corporation claimed existed in the operation of the 
Work Centers, As a result of those discussions, it was 
agreed as follows: 

1. Management may bring-to the attention of the 
Local Union any alleged abuses in the operation of 
the Work Center. The parties will attempt to resolve 
the issue. 

2. It the problem is still not resolved it may be 
referred by either of the parties to the Labor Relations 
Staff of the Corporation and the International Union, 
The International Union and the Corporation will de­
termine the necessary corrective action. 

UTILIZATION OF WORK CENTERS 

1. Usual office type equipment such as typewriters 
and duplicating machines may be furnished by the 
Local Union for use in the Work Center. In such 
instances, the plant procedures for bringing and re­
moving personal property into and from the plant must 
be followed. 

2. A notice wilt be placed at the entrance of each 
Union Work Center explaining the function of the 
facility and expressly prohibiting unauthorized entrance 
by persons other than mutually agreed authorized 
Union representatives. 

3. Pictures, calendars, cardboard, etc., will not be 
affixed to the windows, norwill the view be obscured 
in any manner, 

4. A window opening similar to a cashier's window 
may be installed in each Union Work Center so that 
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employees with a bona fide question or inquiry can 
receive necessary service without entering the Union 
Work Center. 

5. Lighting will be provided in such a manner that 
cannot be extinguished during times of use. 

6. The Work Center will be locked to prohibit entry 
by unauthorized persons. 

7. At each plant location a joint examination of the 
furniture in the Work Center will be made wtthin 
ninety (90) days of the effective date of the Main 
Agreement. Furniture. that,is unsatisfactory will be 
repaired or replaced. Union representatives will exer­
cise care in using the facilities and good housekeeping 
practices will be followed. 

IN WITNESS WHEREOF, the parties hereto have 
caused their names to be subscribed by their duly 
authorized officer and representatives on this 8th day 
of December, 1999. 

International Union Delphi, Automotive .Systems 
USWA Local 87 Delphi Energy and 

Chassis Systems 
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Doc No. 2 

MEMORANDUM OF UNDERSTANDING 
HEALTH AND SAFETY 

The USWA and Delphi Automotive Systems have 
for many years been proud leaders in adopting and 
effectuating policies designed to resolve employee 
health and safety problems and to promote a more 
healthful and safe work environment. To this end, the 
USWA and Delphi Automotive Systems have entered 
into the following Memorandum of Understanding 
which embodies the spirit of the concern shared by 
the USWA and Delphi Automotive Systems for the 
health and safety of employees. The parties have re­
committed to jointly working toward a safer work 
place through the joint involvement of ail employees. 

The Corporation shall continue to recognize its obli­
gation to provide safe and healthful working environ­
ment for employees during working hours. The Union 
will cooperate with the Corporation's efforts to fulfill 
its obligations. To implement and coordinate these 
principles, a National Joint Health and Safety Com­
mittee and Local Joint Health arid Safety Committees 
have been formed, trained and empowered to function 
dealing with a broad range of the subject matter. In­
cluded in the Health and Safety Subjects Document 
(No. 3) awareness and compliance across Delphi Au­
tomotive Systems operating divisions. The parties con­
tinue to recognize their roles and responsibilities, for 
assuring that all Delphi Automotive Systems employ­
ees have safe and healthy work environments. The 
function of the Joint Committees should be techni­
cally constructive, cooperative, advisory and problem 
resolution oriented. As a result of this Memorandum 
of Understanding, the Union'has agreed that it will 
encourage its members-to utilize the internal resolu­
tion mechanisms as the means to resolve complaints-
regarding health and safety matters. 

194 



The parties recognize that a joint commitment must 
be directed toward achieving a safe and healthy work 
place. Therefore, it shall be the responsibility of the 
National Joint Committee, as the mechanism, to guide 
in an appropriate direction, 

I. The Corporation, agrees to: 

a. Provide the necessary or required personal 
protective equipment, devices and clothing at no cost 
to employees. Problems in this regard wili.be worked 
out by the Local Joint Committee. 

b. Provide equipment for measuring noise, air 
contaminants, and air flow, including smoke tubes, 
which wiil be available for use by the representatives 
of,the Local Joint Committees on Health and Safety, 
established pursuant to Section HI. hereof. Industrial 
hygiene monitoring equipment authorized by the Na­
tional Committee will be available as requested for 
use by the representatives of the Local Committee. 

c. Provide training for members of the Local 
Committee and appropriate education and training in 
health and safety for all employees. 

d. Disclose,-to the co-chairs of the National Joint 
Committee, the identity of chemicals or materials to 
which employees are exposed, including any informa­
tion regarding remedies and antidotes for such chemi­
cals. Information contained in each such disclosure, 
shall remain the property of Delphi Awtp.rriptiye Sys­
tems ahd'will not be'released-without the expressed 
written permission of the Corporation,' •• ''•'•' '•••• 

e.:Provide competent..staff and medical'facili­
ties adequate to implement its obligation as outlined 
in-(f) below.... . ... •• ;,,, ,. . . r '• 

f. Provide to employees who are exposed to 
potentially toxic agents or toxic materials, at no cost 
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(o them, those medical services, physical examina­
tions and other appropriate tests including audiomet­
ry examination.1^ lung function tests, and appropriate 
medical surveillance as identified by, the National Joint 
Committee on Health and Safety at a frequency and 
extent necessary to determine whether the health of 
such employees is being adversely affected. Also, to 
provide the specific tests required for employees in 
jobs with special physical requirements. 

Provide to each employee upon their request 
a written report of the results of such examinations or 
tests which are related to occupational exposure. These 
results as well as those instances where it is deter­
mined that an employee has had a personal exposure 
exceeding the permissible levels as set forth in 29CFR-
1910-1000^ Air Contaminants; will be reviewed with 
the employee by the plant medical department prior to 
their release. Upon the employee's written request, 
copies of such information wilt be forwarded to the 
employee's persona! physician. Problems regarding 
this procedure should be brought to the attention of 
Management. 

In addition, in those instances where a breath­
ing zone air sample is collected, the employee will be 
notified of the results which will be entered on the 
employee's medical records. 

g. The Manager for Health and Safety for Delphi 
Energy and Chassis Systems will coordinate requests 
from Plant Management, the Local Health and Safety 
Committee, the Local Union Executive Board or the 
National Joint Committee for plant surveys. Reports 
generated from such surveys will be reviewed by the 
National Joint Committee. 

h. Provide access,- upon reasonable notice, to 
the plants to Internationa! Union Health and Safety 
representatives. Upon request, reports on such sur­
veys will be provided to the Corporation. 
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i. Provide the National Joint Committee and 
Health and Safety professional of the International 
Union's staff the same data, when available, for the 
plant that the Division is now required to compile on 
OSHA "Summary of Occupational Injuries and Ill­
nesses" as it is now constituted, and the total man-
hours worked and the incidence rate for each plant for 
the comparable period. 

j . Direct Local Management and Local Health 
and Safety Committees to provide prompt notification 
of fatalities, serious accidents or incidents including 
chemical spills, having potential for serious injuries or 
illnesses to the National Joint Committee. After mak­
ing appropriate arrangements a prompt investigation 
may be made by the designated members of the Divi­
sional Review Board. 

II. The National Joint Committee on Health and Safety 
will consist of two.(2) representatives of the Interna­
tional Union and two (2) representatives of the Corpo­
ration. Each party will appoint at least one (1) member 
who has professional training in industrial hygiene or 
safety. This National Committee shall: 

a. Meet at least quarterly at mutually agreeable 
times and places. A summary listing of the items dis­
cussed at the meetings will be provided. 

b. Review the Corporation's safety and health 
programs and make timely recommendations. 

e. Develop an appropriate training program to 
be established for the Union members of the Local 
Joint Committees on Health and Safety. Annual train­
ing programs agreed to by the Nationat Joint Commit­
tee will be provided to the Local Joint Committee so 
that they may perform their functions satisfactorily. In 
addition, they will receive specialized training appro­
priate to the operations in the plant. The National 
Joint Committee will be provided the opportunity to 
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review, approve and participate in such training or 
instruction programs and make necessary and desir­
able recommendations. 

d. Develop guidelines for'employee training and 
education. 

c. Review and analyze federal, state or local 
standards or regulations which affect the health and 
safety programs within the Plant. 

f. Review problems concerning serious or un­
usual situations affecting plant health and safety and 
make timely recommendations. 

g. Review and analyze the health and safety 
data for all plants that the Corporation is now required 
to compile on OSHA "Summary of Occupational In­
juries and Illnesses" and Form 200S as they are now 
constituted. 

h. Receive and deal with matters referred to them 
by the Local Joint Committee. Reports, studies, etc., 
may.be submitted to the National Joint Committee. 
The Local Joint Committee may request the National 
Joint Committee to evaluate and/or interpret the re­
ports, studies, etc. The National Joint Committee will 
normally respond within thirty (30) days from receipt 
of such request. 

III. A Local Joint Committee on Health and Safety, 
hereinafter referred to as Local Committee, will be 
established in the bargaining unit. . , 

•Health and Safety functions, • where there'are not 
provisions for a Health and Safety Representative, 
may, be performed by the Chairperson of the Shop 
Committee in addition to his/her other.functions as(.a 
Committeeperson. 

The Local Committee will consist of one (1) repre­
sentative appointed by the Corporation and one (1) 
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representative appointed by the International Union. 
The Union member shall serve an indefinite term. The 
Union member will receive adequate and necessary 
training, without cost to him/her, to enable him/her to 
perform his/her functions effectively. 

In the event the Local Union Health and Safety 
Representative is absent for one day or more, he/she 
wil! be replaced by an employee who has been desig­
nated as the regular replacement by the International 
Union. As soon as practical following the effective 
date of this Agreement, the International Union shall 
provide the Corporation "the names of the employees 
so designated. 

The Local Committee shall: 

a. Meet at least once each month at a mutually 
agreeable time and place to review health and safety 
conditions within the plant and make such recommen­
dations in this regard as they deem necessary or desir­
able. 

b. Make a health and safety inspection once each 
two weeks. Prior to such inspections, a review may be 
made of OSHA Form 200 accident experience. Inves­
tigate promptly major accidents as defined by the 
National Committee, Receive prompt notification of 
any employee fatalities or serious accidents resulting 
from work related injuries. When such events occur 
during the 2nd or 3rd shift, the Management member 
of the Local Committee will endeavor to notify the 
Union member, inform him/her of the facts, and ar­
range upon request, for him/her to enter the plant and 
investigate such events. . . ... t . 

' c, Accompany Federal and State OSHA Gov­
ernmental Health and-Safety inspectors and Interna­
tional Union Health and Safety professionals on plant 
inspection tours. Also, accompany Corporate or con­
sultant Health and Safety professionals on regular sur-
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veys at the plant and surveys requested by the Union 
and upon request receive results of such surveys. Ad­
vance arrangements should be made to permit partici1 

pation in such surveys. The Union does not waive any 
rights provided by federal or state law by such accom­
paniment. 

'd. Review lost time accidents, (ANSI, Z-16.2) 
and other major accidents, as defined by the National 
Committee which occur in the work place and do not 
result in lost time, and also review plant safety reports 
on such accidents and make any necessary or desir­
able recommendations. 

e. Receive a copy of the plant's report on OSHA 
"Summary of Occupational Injuries and Illnesses" and 
the facility's total man-hours worked and the inci­
dence rate for'the comparable period. 

f. Review forma Incident Investigation and 
OSHA 101. • 

g. Review, recommend;, approve and participate 
in local safety education and information programs 
and employee job related health and safety training. 

h. Where necessary, measure noise, air contami­
nants,' and air flow with equipment provided by the 
Corporation and observe the use of appropriate indus­
trial hygiene and safety testing equipment as required 
when available'in'the plant. Upon request, the Local 
Committee and the National Joint Committee will be 
provided copies of photographs taken which relate to 
health and safety matters in the plant. Such photo­
graphs (including video.tapes, etc) shall be for the 
confidential use of the Local-Committee, the National 
Joint Committee or-the International Union only and 
shall not be reproduced, published and distributed in 
any way without the expressed written consent of 
Delphi Automotive Systems. 
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i. Be advised of breathing zone air sample re- ••• 
suits and known physical agents or chemicals to which 
employees are exposed and protective measures and 
applicable emergency procedures. In addition, "when­
ever it is determined that an employee has had a per­
sonal exposure exceeding the permissible level as set 
forth in 29CFR-1910.1000, Air Contaminants and . 
Delphi Occupational Exposure Guidelines, the Local 
Committee and the National Joint Committee shall be 
informed in writing of such exposure and the correc­
tive action to be taken. 

j . When either member of the Local Committee 
has a reasonable basis for concluding that a condition r 

involving imminent danger exists, relevant information 
shall be immediately communicated to the co-' 
committee member so that joint investigation can be 
carried out immediately and necessary or desirable 
recommendations made. Upon joint recommendation, 
the machine or operation will be taken out of service 
to perform any and all corrective action, 

IV. Complaint Procedure 

a. Each District Committeeperson shall conduct 
an inspection of his/her district one weekday each 
week for the purpose of examining health and.safety 
conditions. He/she may call for the Union 
representatives of the Local Committee to take 
measurements of noise, air flow and chemical exposure 
utilizing equipment authorized by the National Joint 
Committee where appropriate training has been 
completed. The District Committeeperson will discuss 
with the Advisor and, failing successful resolution, 
with higher supervision, any problem which.he/she 
feels requires correction. Every reasonable effort shall 
be made to settle the complaint at this point through 
discussion. If the problem remains unresolved, the 
Committteeperson may complete a "Health and Safety 

201 



Complaint Form" in writing, in quadruplicate,.which 
will include a statement of all the facts of the complaint. 

• * 

b. Complaints by employees concerning health 
and safety issues may be taken up in accordance with 
Paragraph (31a) of the Agreement with the under­
standing, however, that the Commiteeperson, if called, 
will discuss the matter with the Advisor and, failing 
resolution, with higher supervision. If the matter is 
still not resolved, he/she may complete a "Health and 
Safety Complaint Form," as described in (a) above, 

c. The member of higher supervision will give 
his/hei answer promptly in writing on the "Complaint 
Form." The Committeeperson will give him/her two 
(2) copies of the "Complaint Form" and transmit one 
(1) copy to the Union representative of the Local Com­
mittee, 

d. The Local Committee will within two (2) 
working days visit the area where the complaint arose 
and observe the conditions complained of. Within a 
maximum of three (3) working days from the day of 
their visit, the Local Committee will answer the com­
plaint in writing. A unanimous decision by the Local 
Committee will settle the issue. Failing such unani­
mous decision, the complaint will be discussed at a 
special conference attended by the Union and Man­
agement members of the Local Committee, the 
Chairperson of the Shop Committee or his/her desig­
nated representative, and another member of Manage­
ment. If the parties are unable to resolve the complaint 
in the special conference, the complaint will be an­
swered by Management within five (5) working days. 
Thereafter, Paragraph (34b)'of the Agreement will be 
applicable. Thereafter, the regular Grievance' Proce­
dure of the Agreement will be applicable, 

e. Health and safety complaints affecting sub­
stantial groups of employees may be initiated by the 
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Health and Safety Representative. To do so, he/she. 
shall submit a completed "Health and Safety Com­
plaint Form" to the Chairperson, of the Shop Commit­
tee. Should the Chairperson of the Shop Committee, 
upon investigation of the complaint, determine that 
the complaint has merit, heMe shall sign the form 
and present it to Management in a special conference 
as outlined in IV(d) above within five (5)' working 
days. 

V; . Nothing herein shall be construed to restrict any 
employes'si rights under Section 502 of the Labor-
Management Relations Act, 1947, as amended. 

VI. No provision herein will restrict the right of the 
Chairperson of the Shop Committee, or District 
Committeepersons to perform their functions under 
the terms of the Agreement, 

A Health and Safety Representative, who is ap­
pointed by the International Union, shall have only 
the duties and functions as set forth in this Memoran­
dum and attachments dealing with Health and Safety. 
He/she shall be subject to the provisions of the fol­
lowing paragraphs of the Agreement: (11), (14), (16V 
(18),' (19b), (20), (24) and (63c). Although it is recog­
nized that he/sM is not a District Committeeperson, 
during regular hours he/sh£ shall be paid and shall be 
scheduled to report at the plant for Health and Safety 
representation purposes as though he/she were a Dis­
trict Corrimi tteepefson, subject to the provisionsof the 
Agreement/with his/her designated Health and Safety 
representation area of his/Tier shift'as his/her district, 
During other than regular hours, he/she'will He sched­
uled to report for Health and Safety representation 
purposes as follows: 

a. During overtime, part-time or temporary lay­
offs, or inventory when three hundred (300) or more 
or fifty percent (50) orriiore of the" people oh his/her 
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shift in his/her Health and Safety representation area 
are scheduled to work. In addition, when new equip­
ment and/or processes are being installed or tried out 
and one hundred (100) or more of.the people on his/ 
her shift in his/her. Health and Safety representation 
area are scheduled to work. 

b. During shutdown for model change, or for 
plant rearrangement when one hundred (100) or more 
of the people on his/her siiift in his/her Health and 
Safely representation area are working on model 
change or plant rearrangement work. 

During overtime hours, when less than three 
hundred (300) or less than fifty percent (50%) of the 
people on his/her shift in his/her Health and Safety 
representation are scheduled to work, he/she-wii! not 
function pursuant to this Memorandum of Understand­
ing, but he/she wii}iibeiiischeduJed to function as a 
Health and Safety representative when work is other­
wise available in his/her equalization group in accor­
dance with Paragraph (t 14) of the Agreement. 

The Alternate Health and Safety Representa­
tive will be allowed to function in the absence from 
the plant of the Health and Safety Representative, 
when such absence is occasioned by the Health and 
Safety Representative's attendance at the annua! joint 
training conference. 

Finally, nothing in this Memorandum of Un­
derstanding, the attachments hereto, various policy 
Setters on health and safety, or the joint health and 
safety training materials is intended nor should it be 
taken to impose upon the International Union, Local 
Union, Health and Safety Committee, Union Offi­
cials, employees or agents, a legal or financial liabil­
ity for either the health and safety of Delphi 
Automotive Systems employees or for work connected 
injuries, disabilities, diseases or related losses incurred 
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by employees of Delphi Automotive Systems or its 
subsidiaries or by third parties while on the property 
of Delphi Automotive Systems or its subsidiaries. 

IN WITNESS WHEREOF, the parties hereto have 
caused their names to be subscribed by their duly 
authorized officers and representatives on this 8th day 
of December, 1999. 

Internationa] Union 
USWA Local 87 

Delphi Automotive Systems 
Delphi Energy and 

Chassis Systems 
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Doc No. 3 
HEALTH AND SAFETY SUBJECTS 

December 8, 1999 

Mr. Dennis Bingham 
President 
Local 87, USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

Various documents in the prior Agreement pertained 
to matters of health and safety. Pursuant to our discus­
sions during these negotiations, it was agreed to con­
solidate the highlights of those documents into a single 
comprehensive letter for the purpose of clearly setting 
forth the parties joint commitments to health and safety 
principles: 

A. Noise Abatement Program 

The joint parties recognize that the Corporation has 
had a comprehensive Hearing Conservation and Noise 
Control Program for the purpose of continuous incre­
mental improvements in noise reduction. In accor­
dance with this program, each plant is required to 
have a Noise Control Committee. The Noise Control 
Committee will consist of representatives from Plant 
Engineering, Operations, Medical. Industrial Hygiene. 
Finance. Purchasing, the Local Joint Health and Safety 
Committee and others as deemed appropriate by the 
Plant Safety Review Board, such as certain skilled 
trades personnel, and/or other employees. The Noise 
Control Committee has the responsibility to seek in­
put from plant personnel in identifying noise sources 
and potential ways to reduce noise levels. 

The Noise Control Committee will: 

•. Ensure audiometric testing is performed for em­
ployees exposed above 85 dBA. 
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; Perform an annual evaluation .of,the.nqise abate­
ment plan and provide recommendation for im­
provement to the Plant Safety Review Board. 

; Ensure,reports, follow formats specified in Delphi 
Hearing Conservation and frJois,e, Program SL 3.0, 

; Ensure new, and rebuilt equipment, meet the Delphi 
Sound Level Specification SL 1.0. 

_ Identify planned maintenance items related to noise 
control. 

The Corporation will continue to conduct the annual 
noise exposure survey and provide findings to the 
Local Joint Health and Safety Committee and sum­
mary, noise, abatement program.findings to the Na­
tional Joint Committee on Health and Safety. -

The,Noise,Control, Cpmrnjttee will meet.regulariy, 
record minutes, and report quarterly to the Plant Safety 
Review, Board regarding progress on the Noise Abate­
ment Plan. The annual evaluation will include: 

1 Copies of the plant's noise abatement program: 

• The number of employees that experienced stan­
dard threshold shift. 

; The number of employees that are required to . 
w.ear .hearing protection. -

• The number of employees at .risk, of exposure at 
QjLaferasii&fiBA, 

• The number of employees at risk, of exppsure 
above 90 dBA, 

6. Working Alone 

The parties have discussed the Corporation's policy 
regarding the assignment of employees to tasks in 
isolated locations or confined closed-entry spaces. The 
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Corporation explained that when work assignments 
involve situations hazardous to art employee, appro­
priate precautions will be taken in accordance with 
safe work practices, including air sampling and venti­
lation when necessary, communications systems, per­
sonal surveillance arrangements and, as required, 
adequate support personnel. This will not change or 
restrict any mutually satisfactory local practices. 

C. No Hands in Dies Policy 

The Corporate policy has been and continues to be 
'No Hands in Dies'. Implementation of 'No Hands in 
Dies' in the plant requires provision for expendable 
hand feeding tools, slide feeds, sliding bolsters, auto­
matic or semi-automatic operation, die cutouts or other 
means and procedures whereby the operators are not 
required to place their hands into the point.of opera­
tion. In addition, well disciplined procedures for use 
of die blocks and safety lockouts and tags for mainte­
nance and setup personnel are imperative. An inten­
sive orientation program for operating supervisors, and 
process and facilities engineers may also be advisable. 

D. Health and Safety Representative Training 

The Corporation advised the Union that an em­
ployee appointed as full-time Health and Safety Rep-
resentative pursuant to Section III of the Memorandum 
who may wish to enroll in courses of instruction relat­
ing to health and safety at approved educational insti­
tutions will be eligible to apply for tuition refund for 
such courses subject to the terms and conditions of the 
Corporation's Tuition Refund Program. 

E. Lockout Policy 

During the current negotiations the USWA and 
Delphi Automotive Systems discussed their mutual 
concern regarding fatalities and serious injuries to 
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employees, including operators performing repair, 
service and maintenance activities on machinery and 
equipment. The parties agreed that, to be effective, the 
Lockout-Energy Control program must be universally 
implemented and enforced throughout the Corpora­
tion. 

In addition to be effective, the parties reaffirmed 
that the elimination of the potential for injury from 
hazardous energy is critical to worker safety. 

It is the policy of Delphi Automotive Systems and 
endorsed by the USWA that: Lockout is required where 
employees may be exposed to hazardous energy which 
could cause injury. Exposure means that the employee 
is in a position to be injured by released energy. 

Where-an employee is exposed to potential injury 
from expected machine energy/motion, the exposure 
must be eliminated. If the exposure cannot be elimi­
nated, the machine will be locked out. 

Each location will maintain an effective Lockout-
Energy Control program which will apply to all em­
ployees based on implementation guidelines. 

F. Safety Talk Program 

The parties are aware that many individual plants 
and Divisions have developed safety talk procedures 
which are effective in their design and manner of 
presentation and which in some cases make use of 
devices. The review of. these programs is a proper 
subject ,for discussion by the National Committee so 
that this information may be communicated to other 
Delphi plants. 

G. Training 

Delphi Automotive Systems agrees to provide ad­
ditional joint health and safety training to enhance the 
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safety awareness, hazard recognition, and. technical 
skills of Delphi Automotive Systems employees cov­
ered under the terms of this agreement. The parties 
recognize that in order to provide for basic unifor­
mity, the National Joint Committee on Health and 
Safety will develop guidelines to be used by Delphi 
Energy and Chassis Systems - Home Avenue and 
Vandalia and the Local Health and Safety Committee 
to design training programs to meet local needs. The 
National Joint Committee on Health and Safety will 
develop a system to review and approve health and 
safety training programs. " 

Training efforts will be initially concentrated in the-
following areas: 

• Skilled trades safety training; 

• Union representatives and supervisors; 

• Local Health and Safety Committee; 

• Hazard communication training, where required, 
pursuant to a jointly developed program; and 

• Initiate pilot employee involvement safety training 
programs where appropriate. 

H. Research 

The National Joint Committee on Health and Safety 
will be responsible for evaluating the need for re­
search. The results of research conducted, will only^be 
used for purposes specifically authorized by, the Na­
tional. Joint Committee on Health and Safety. 

The National Joint Committee on Health and Safety 
will be responsible for prompt communication of re­
search findings to affected employees. 
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I. Hazardous Materials 

The Corporation informed the Union that a Man­
agement and a Union member of the Local Health and 
Safety Committee will become members of the Local 
Plant Hazardous Materials Control Committee. 

J. Review of Technology . • . 

Delphi Automotive Systems and the USWA will 
establish a procedure to allow the Local Health and 
Safety Committee to jointly review new plant layouts, 
new manufacturing equipment and major process 
changes where employee health and/or safety may be 
affected. * . 

The parties have resolved the health and safety is­
sues during these negotiations as follows: 

K. Safe Job Design 

Delphi and the USWA recognize the advantages of 
designing process and equipment with effective health 
and safety controls. The parties agree to develop and 
implement a.program to include health and safety 
controls during the development of new equipment 
and processes. 

L. Effort to Reduce Fatalities . 

As a continuation of previous joint efforts, the par­
ties agree to jointly implement a strategy designed.to 
reduce and hopefully eliminate fatal accidents in Delphi 
operating units. One Union and one Management per­
son will be'assigned for the duration of this agreement 
to administer the eiernents of this strategy. In support 
of the joint strategy to reduce fatalities, the parties 
agree to conduct research on serious and fatal acci­
dents. Results of this research will be used for pur­
poses specifically authorized by the National Joint 
Committee. 
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M, Chemical Exposures 

During these negotiations, the parties discussed con­
cerns related to control of chemical exposures and 
employee health. Delphi advised the Union of ongo­
ing efforts designed to provide control of materials, 
equipment and layouts used in production processes 
where employes health and/or safety may be affected. 

The Joint Parties agree that prior to implementing 
new chemical technology/processes and changes to 
current chemical processes, reviews will be made at 
the appropriate level (i.e.. Plant Safety Review Board. 
Divisional Review Board, and National Joint Com­
mittee), for awareness, and discussion of safety related 
issues and/or concerns. 

The parties also agree to explore the concept of 
training hourly employees to assist in monitoring vari­
ous aspects of the work environment and who would 
perform such duties under the direction of a Delpjii 
industrial hygienist, A sampling plan will be devised 
where appropriate in conjunction with the local Joint 
Committee. Samples collected will be analyzed under 
the direction of a Dgighj Industrial Hygienist. 

Furthermore, Delphi Automotive Systems and the 
USWA recognize that the Hazard Communication 
Program is an outstanding example of the benefits 
derived from joint participation. The parties agree 
to explore methods to improve labeling provisions 
so that the best interests of the employees are 
maintained. 

N. ERGONOMICS 

Delphi, Automotive, Systems will establish an ergo­
nomics program at USWA represented locations uti­
lizing guidelines established between Dejghi 
Automotive Systems and the International Union, 
USWA. The purpose of the program is to deal coop-
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eratively and constructively with the problem of Cu­
mulative Trauma Disorders (CTD's) in the workplace. 

Delphi Automotive Systems has re-committed to 
Fixing jobs that are identified as presenting a corre­
sponding and documented risk of employee injury. 
The parties recognize that effective corrective action 
for jobs which present a documented risk of injury. 
require the timely use of sound judgement in combi­
nation with training, experience, and the following: 

• Analysis results from the risk factor checklist and 
secondary analysis tools (when utilized): 

• Injury/illness history of both the job and the worker: 

• The history and future plans of the job. 

Also: seats, chairs and mats can be considered ap­
propriate solutions to control specific ergonomic risk 
factors. The Corporation agrees to leave such devices 
in place when they are provided in accordance with the 
guidelines in the USWA-Deiphi risk factor checklist. 

This joint program will: 

• Establish a joint local ergonomics committee at 
each represented location which will implement, 
coordinate, review, and follow-up the ergonomics 
program. Each committee will consist of the plant 
manager and shop chairperson, who will oversee 
the program, and a working committee which will 
supervise the program, ensure job analysis, and 
follow-up work orders. 

• . The Union Health and Safety representative will 
serve as co-chairperson of the working committee. 
Management shall select a co-chairperson from 
among a medical staffer, a supervisory employee, 
an engineering employee, or the Management 
Health and Safety representative, with the others 
serving as committee members. The Union shall 
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also "select one committee member from'each of 
the following groups: skilled trades employees, 
Union shop committeepersons, and production 
employees. 

• Where there is no full time health and safety repre­
sentative, or where agreed to by the National Par­
ties, the plant manager and the Union person func­
tioning in accordance with this Agreement for health 
and safety matters shall conduct a program to re­
duce risk factors for CTD. Each of these plants will 
be required to prepare and submit to the National 
Joint Committee for approval a written plan for 
implementation and conduct of its program with a 
description of the allocation of resources. The Na­
tional Joint Committee after approving each plan 
will monitor the progress and compliance with the 
approved plan. 

• The Ergonomics Committee shall meet at least 
monthly at plants where there is a full time Union 
Health and Safety representative/The National Joint 
Health and Safety Committee shall resolve any dis­
pute concerning the timing/frequency of meetings 
at other locations. 

• Facilities will allocate sufficient persons and re­
sources to accomplish the objective of the ergo­
nomics program. The allocation may vary depend­
ing upon size and nature of the operations. The 

" Ergonomics Committee shall recommend such al­
locations necessary to accomplish the evaluation 
and correction within the specified time frame.-The 

• .initial, allocation- of such resources will address 
'operations identified through injury/illness analy-

..: sis. Thereafter, the Ergonomics Committee will aS-
• locate Such resource's according to priorities set 

taking into"consideration the symptoms question­
naire, subsequent injury/illness analysis, job analy­
sis and employee input. Upon request, the National 
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Joint Committee shall assist the Ergonomics Com­
mittee in determining proper allocation of persons 

• and resources. 

The tasks of the Ergonomics Committee wiil be 
accomplished through the ergonomic coordinators 
with the assistance of ergonomic monitors, if nec­
essary. The Ergonomics Committee will request 
sufficient numbers to be appointed to accomplish 
the objectives of this program within the time speci­
fied elsewhere. Reduction of time and effort by 
these individuals shall be based on completion of 
the tasks referenced by this Agreement and ap­
proved by the National Joint Committee. 

• A written job analysis program will be developed 
to include the analysis of OSHA Injury and Illness 
Records, Worker Compensation Reports, and work 
related S & A data. Additionally; each facility will 
administer a symptoms survey and evaluate each 
production and maintenance job using the basic or 
supplemental job checklist. Training for. the Ergo­
nomic Committee analysis will be designed and 
provided by the National Joint Committee: 

• Based on the results of the above referenced job 
analysis program, each facilityshall implement fea­
sible measures to control ergonomic risk factors. 
The Ergonomics Committee in conjunction with 
input from the workers, engineering, supervision. 
skilled trades and others, as appropriate, will make 

• recommendations for corrective" actions in accor-
• dance with the current ergonomics process. Once it 

is determined through the agreed upon ergonomics 
•process that a job requires correction,-recommen-
. dationg fgrcprrectiye action will be developed us-
.ing the results of the jointly agreed upon analysis 

tools. Delphi Manufacturing Engineering Ergonom­
ics Guidelines may be referenced for information 
regarding areas for potential improvement. Delphi 
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Manufacturing Engineering Ergonomics Guidelines 
is currently under going, .revision and will undergo 
future revisions as deemed .appropriate by the Cor­
poration, A good faith effort will be made to ac­
complish abatement of identified ergonomic haz­
ards at a particular job or work station within six 
months of completion of job analysis. At those 
locations where economically high risk aspects of 
a job have been identified by a systematic analysis 
(use of basic job checklist, injury/illness analysis) 
prior to establishment of the Ergonomics Commit­
tee as described in the Memorandum of Agree­
ment, they will be abated as described above.' 

* Ergonomic factors will be considered with regard 
to new. equipment and processes." Employees as­
signed to such operations will be monitored for 
symptoms and signs of CTD and, upon medical 
confirmation, job analysis and feasible corrective 
action wii! be taken. ' • : 

* The Corporation recognizes that informal agree­
ments have been reached at a number of facilities 
to conduct ergonomic activities at the facility level. 
The parties agree that these activities should con­
tinue and be integrated into the process of the above-
described program. It is not the intent of the parties 
to reduce currently existing efforts in ergonomics 
while the job analysis system is being developed 
and implemented. 

* Training will be conducted for personnel at all 
Delphi Automotive Systems facilities represented 
by the USWA. Specifically, awareness training will 

:.be conducted for all production and maintenance 
employees with-special training to be conducted 

* for select medical staff, and those who will train 
plant personnel. Awareness training will be devel­
oped and made available-to the plants by the Na­
tional Joint Committee. This training will be com-

216 



pleted at each location within one (1) year of the. 
completion of the plant's written ergonomics plan. 

• The establishment of a medical management pro­
gram for the early detection and treatment of CTD's. 
The program will provide certain physical exami-

' nations, workplace walkthroughs, by medical/place­
ment personnel, and placement for employees with 
medical restrictions. 

• An audit procedure will be established to review 
the effectiveness of the ergonomics program. The 
audits will be held on a timely basis and the infor­
mation shared with all designated parties. 

• Include the systematic introduction as determined 
by the National Joint Committee of plants and fa­
cilities to the various phases of the program to 
facilitate proper communication, training and con­
trol of ergonomic factors. Plants and facilities will 
include Ergonomics in their business plans' to re­
duce or eliminate CTD risk factors. The Local Er­
gonomics .Committee will have access to the por-' 

- tion of the business plan that addresses ergonom­
ics. The medical management program for the 
evaluation and treatment of CTD risk factors will 
be instituted concurrently at all Delphi-US WA fa­
cilities. 

Delphi Automotive Systems recognizes the impor­
tance of identifying and addressing ergonomic is-

. sues early in the development process and values 
the importance of receiving input from plant ergo-

.nomic-personnel. Feedback from the Ergonomic 
Committee on site specific ergonomic issues and 
practices will be provided to the design process at 
the earliest appropriate planning/design stage". This 

- process will be evaluated and reviewed during the 
life of this agreement. Delphi Automotive Systems 
will take into account existing jointly established 
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analysis methods when developing internal ergo-
nomic design recommendations for advanced prod­
uct programs. 

• As the systematic introduction of the ergonomics 
program occurs, the National Joint Committee will 
determine the timetable for completion of the job 
analyses of those jobs identified through injury/ 
illness analysis. Job analysis of the rest of the facil­
ity jobs will be completed within the time frames 
established by the National Joint Committee. The 
job' analysis will be conducted using the USWA-. 
Delphi Risk Factor Checklist, as a first level screen­
ing tool which includes theUSWA-Delphi lift guide­
line as identified in the Practical Ergonomics Train­
ing (PET). Work stations or job assignments for 
which injury or illnesses related to CTD-risk fac­
tors have been recorded, or for which symptoms 
have been reported and confirmed, will receive first 
priority. 

• The Local Ergonomics Committee may petition the 
National Committee for termination of a portion of 
the program. Such petitions may be filed on a show­
ing that the program or phases of the program have 
been satisfactorily completed. The National Joint 
Committee (NJC) will make a determination based 
on the data submitted. 

• USWA-Delphi Health Promotion. Following ne­
gotiations, the USWA-Delphi Joint Committee will 
appoint a joint health promotion task force to de­
velop a program to enable employees to discover 
risk factors which contribute to hypertension (high 
blood pressure), high levels of fat (cholesterol) in 
the blood, overweight, tobacco smoking and other 
health risk factors such as Acquired Immune Defi­
ciency Syndrome (AIDS) and to take action to mini­
mize the impact of these health risk factors. It is 
anticipated that the various elements of this jointly 
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developed program will be packaged and made 
available for local implementation: This program 
will be supported by joint funds to the extent agreed 
upon by the National Joint Parties. 

P. Plastic Injection Molding Machines 

During these negotiations, the parties discussed the 
safe operation and guarding of plastic injection mold­
ing machines. It is recognized that hydraulically oper­
ated' machines of this type may present hazards, 
different than mechanical power presses. Plastic in­
jection molding machines will continue to be safe­
guarded in accordance with OSHA requirements and 
National Consensus Standards (ANSI). 

Q. Review Board 

The parties are committed to the continuous improve­
ment of employee health and safety. The joint process 
developed between the parties has positively impacted 
this commitment. In order to place further emphasis on 
the implementation of the joint process and to enhance 
communication and resolution of health and safety is­
sues throughout the respective divisions, each operating 
organization will, implement a Health and Safety Re­
view Board. Each Board will consist of the Divisional 
Manufacturing Manager, a designated USWA adminis­
trative representative and appropriate support personnel 
(or other similar arrangement approved by the National 
Joint Committee). Each board shall meet on a regular 
basis and consider appropriate Health and safety matters 
within the' respective division. In addition, the Divi­
sional Review Board may request the National Joint 
Committee to consider projects, studies; training and 
other such matters that pertain to employee' health and 
safety. Also, the National Joint Committee may "seek 
advice from' arid may consider for implementation the 
health arid safety needs expressed by the Divisional 
Review Board, including for example, special'funding 
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requests, projects, studies, training and other employee 
health and safety matters. 

R. Environmental Control 

Environmental information and reports, which are 
required to be reported to various governmental regu­
latory agencies, will be made available to the National 
Joint Committee upon request. For example,-this in­
formation may include the local Toxic Release Inven­
tory compiled to comply with the Super-fund 
Amendments and Authorization Act, copies of envi­
ronmental permits and compliance monitoring data. 
Other studies which directly involve or impact USWA 
bargaining unit employees will be discussed with the 
National Joint Committee. 

S. Planned Maintenance 

The National Joint Committee will jointly ide tify 
health arid safety,requirements to be integrate into 
the Quality Network "Planned Maintenance Action 
Strategy", These requirements will include both those 
that are regulated by government agencies and those 
established in USWA-Delphi programs. The Local 
Joint Health and Safety Committee will also review 
the "Planned Maintenance Action Strategy" to assure 
local regulations and/or practices currently in effect 
are included. 

It is the Corporation's practice to provide outside 
contractors with Corporate Health and Safety policies 
and procedures and, where applicable, relevant site 
specific USWA-Delphi Health and Safety work prac­
tices. Additionally. Delphi requires that construction 
or maintenance contractors comply with applicable 
Federal. State, and Municipal Health and Safety regu7 

lations as stipulated in the Delphi/contractor contract. 
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Where the nature of the construction or mainte­
nance work requires that the contractor's employees 
work together with USWA-Delphi employees, Delphi 
will require as a condition of the construction or main­
tenance contract .the contractor's commitment to abide 
by applicable USWA-Delphi plant/site Health and 
Safety work practices, 

The Plant Safety Review Board will monitor Con­
tractor Safety activity,to assure compliance, and any 
unresolved, issues, or. concerns can be referred through 
the safety process to the National Jpint Committee, 

HEALTH AND SAFETY TRAINING 

The parties recognize the need to better coordinate 
all joint training efforts at the operating unit level. As 
each unit is jointly developing local training priorities 
based upon needs analysis, they will be asked to make 
Health and Safety a part of this process. 

LOCAL HEALTH AND SAFETY COMMITTEE 
TRAINING 

Delphi and the USWA recognize the role and re­
sponsibility of the joint Local Health and Safety Com­
mittee to serve as a technical resource and consulting 
team to the local Management and Union. The parties 
further recognize the need for the professional devel­
opment of these local Union and Management repre­
sentatives. 

•The National Joint Committee will establish a sys­
tem to encourage and recognize the professional de­
velopment of joint local, health and safety 
representatives. 

Very truly yours, 

Bernard J. Quick 
Director Labor Relations 

221 



Doc No. 4 
UNION WORK CENTER ; 

Date: December 8, 1999 

Subject: Union Work Centers 

To: Plant Managers 

During current negotiations the Union requested 
that a work center be furnished where designated Union 
representatives could meet internally regarding repre­
sentation matters, prepare statements required by the 
Grievance Procedure Section of the Main Agreement, 
and keep files necessary to carry out their functions. 

Delphi Automotive Systems agreed to provide a 
suitable work center for the internal use of designated 
Union representatives provided the bargaining unit 
represents 500 or hrore.employees. The.Union recog­
nizes that the work center wilhbe for the use of desig­
nated Union representatives for the purpose only of 
handling internal Union affairs required,by the Main 
Agreement as they related to the duties of their office. 
It is further understood that other employees may con­
tact Union representatives in the work center during 
the non-work time of such employees.. 

The work center will include appropriate furnish­
ings, such as desks' or tables, chairs, filing cabinets, 
and an in-plant telephone. It will, upon request of the 
local union, also be equipped with a private telephone 
billed directly to the local union. 

Any problems associated with implementation or 
administration of this letter may be reviewed with the 
Corporation's Labor Relations Staff 

' Bernard! J. Quick 
Director Labor Relations 
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Doc No.5 

CENTER FOR BENEFIT PLANS AND 
HEALTH AND SAFETY REPRESENTATIVES 

December 8, 1999 

Mr. Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During the current negotiations, the Union indi­
cated that the increased complexities of the .Benefit 
Plans Representative(s)' duties and the function that 
the Health and Safety Representatives will be expected 
to perform make it desirable for these Representatives 
to be provided a center from which to conduct their 
activities. Such a center would provide these Repre­
sentatives a place to* carry out their respective duties 
in a professional manner and to retain orderly records 
necessary to their functions. 

The Company agreed that such a center is desirable • 
for the internal use of the Benefit Plans and Health 
and Safety Representatives. 

The Company and the Union, realizing the value of 
proper administration in these areas, agree that the 
center .shall be used only by "the Benefit Plans and 
Health and Safety Representatives. 

Sincerely, 

Bernard .1. Quick 
Director Labor Relations 
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Doc No. 6 

EXCHANGE OF VIEWS 

December 8, 1999 

Mr. Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC . . . ' ' 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During current negotiations, the parties reaffirmed 
their recognition of the value of an open and candid 
exchange of views and ideas between officials of the 
USWA' and Divisional 'management. Of particular 
importanceto the Union is a timely exchange of infor­
mation on major decisions'that wilt significantly im­
pact'the employees it represents. 

As a result.of these discussions, when'requested, 
arrangements will be made for the President of the 
Union to the address appropriate committee(s) of 
Delphi Energy and Chassis Division. 

Very truly yours, • • • 

Bernard J. Quick 
Director Labor Relations 
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Doc No, 7 

MEMORANDUM OF UNDERSTANDING 
BETWEEN DELPHI AUTOMOTIVE SYSTEMS 

AND USWA 
EMPLOYEE ASSISTANCE PROGRAM 

Delphi Automotive Systems. Delphi Energy and 
Chassis, Home Avenue/Vandalia and USWA, Local 
Union 87, express their determination to work jointly' 
with personal problems including substance abuse and 
mental health among Delphi workers and their fami­
lies. 

Alcoholism and drug dependency is recognized by 
medical, public health authorities, Delphi Automotive 
Systems and the USWA as a disease. Excessive use of 
alcohol or other drugs by workers impairs their ability 
to function, in their lives and on their jobs. It contrib­
utes to increased absenteeism and tardiness and dete­
rioration of job performance. This in turn disrupts 
work schedules with consequent dissatisfaction among 
the majority of workers who are sincerely trying to do 
conscientious jobs. The combination of factors is rec­
ognized as having a potentially damaging effect on 
plant efficiency and endangers the job security of the 
worker. , 

The causes of personal problems including alcohol­
ism, drug dependency and mental health are not well 
understood and cures are difficult. Nonetheless, Delphi 
Automotive Systems and the USWA believe that con­
structive measures are possible to deal with these prob­
lems which are a major cause of family breakdown 
and are related topersonal breakdown and violence in 
the community. 

I. Objective : 

The objectives of this joint effort are. to help em­
ployees and their family members develop healthier 
life styles. Further, the purpose of this program is 
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designed to help prevent the development of personal 
problems'and provide access for treatment and after 
care for those already affected; 

Delphi Automotive Systems and the Union acknowl­
edge that neither management nor the local union 
working alone can always provide the level of moti­
vation required by employees experiencing personal 
problems. As a result, joint efforts are imperative in 
encouraging the employee to seek treatment, as needed, 
to respond successfully to treatment, and to maintain a 
resolve to avoid further personal problems. 

(I. Guidelines for Administration . 

Delphi Automotive Systems and the Union will 
engage in a cooperative effort and function adminis­
tratively in consultation with an EAP Committee com­
prised'of management and local union personnel which 
will review the efforts of the local EAP Team on a 
regular basis. In this regard it is important to: 

1. Generate a climate at the plant level which 
will eliminate the effects of the social stigma associ­
ated with mental disorders, alcoholism and drug de­
pendency, and other personal problems which act as a 
barrier to employees-seeking help to resolve personal 
problems.. ' ••, , • 

2. Insist that management and the local union at 
all levels exercise their best efforts toward the objec­
tive of earlier identification and motivation of the em­
ployee to accept EAP services, 

3- Assure confidentiality in working with the 
employee. 

4. Assist in developing educational and infor­
mational materials for use at the plant level. 
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Hi. Local Employee Assistance Program 
Administration 

The local EAP Committee consists of the Plant 
Manager or a designated representative, the Plant Per­
sonnel Director, the President of the Local Union and 
the Chairman of the Shop Committee. It will be the 
responsibility of this Committee to review on a peri­
odic basis the local Employee Assistance Program. 

Delphi Automotive Systems and the Union will 
designate representatives of management and repre­
sentatives of the local union to work jointly on these 
problems. Among the responsibilities of the local EAP 
Team are: ' . • 

1. In cooperation with the central review orga­
nization (CRO), the carrier and the local central diag­
nostic referral (CDR) agency, survey community 
resources to determine the availability of appropriate' 
treatment facilities and cost of treatment. Where fa­
cilities are inadequate or unavailable, undertake ef­
forts to improve the situation. 

2. Help employees understand that they may 
consult on a confidential basis' with the local EAP 
Team,' or an outside central diagnostic and referral 
(CDR) agency, concerning their problem. 

3. Arrange for union benefits representative to 
be available to explain to the employee and others 
who1 may be involved the, extent to -which 'recom­
mended treatment qualifies for payment underDelphi 
Health Care Program. - • - , " > •. • •--•'.-

4 Establish and maintain active aftercare and 
fqliowup programs.. Help .employees, understand the 
therapeutic benefits of self-help groups and engage 
EAP participants in these group activities. 

Delphi Autqmotiye.Systems and the Union acknowl-
edge that: 
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1. Nothing in this statement is to be interpreted 
as constituting any waiver of Management's responsi­
bility to maintain discipline or the right to invoke 
disciplinary measures in the case of misconduct which 
may result from or be associated with the use of alco­
hol or drugs or personal problems. The union may 
exercise its right to process grievances concerning 
such matters in accordance with the Delphi-USWA 
Agreement. 

2. During or following treatment the employee 
should not expect any special privileges or exemp­
tions from standard personnel practices; and 

3. When a leave of absence is necessary so that 
an employee may undergo medical treatment for alco­
holism or drug dependence or personal problems in or 
from an appropriate facility in accordance with this 

,program, and when the employee has voluntarily sub­
mitted to such treatment and provided the employee 
has unbroken seniority, a sick leave of absence will be 
granted pursuant to the Main Agreement and the em­
ployee will be eligible for benefits in accordance with 
the Delphi Health Care and Life and. Disability Pro­
grams as negotiated with the Union. 

IV. Additional Understanding 

During the course of 1996 Negotiations, the parties 
held extensive discussions over a wide range of EAP 
subjects. The following represents the highlights of 
those discussions and the commitments arrived at be­
tween the parties: 

1. The parties have agreed that a key ingredient 
in combatting personal problems lies in education, 
early identification and early intervention. Accord­
ingly, the National Parties will develop education and 
training programs directed at all. levels of local man­
agement, local union, and the work force. Costs of 
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these activities and the implementation of any recom­
mendations will be funded by Joint Training Funds. 

2. The National Parties will recommend stan­
dards for USWA-Delphi Employee Assistance Pro­
grams. 

3. The National Parties have also agreed to con­
tinue efforts towards facilitating the professional de­
velopment of individual plant EAP Representatives. 
In line with professional development, the parties com­
mit to expand professional development efforts to in­
clude mandating certifications of future EAP 
representatives. 

V. EAP Representation 

1, The Employee Assistance Representative will 
be scheduled to report for Employee Assistance repre­
sentation purposes during overtime, part-time or tem­
porary layoffs, or inventory when 50% or more of the 
people he/she represents on his/her shift are scheduled 
to work. 

2. During overtime hours, when less than fifty 
percent (50%) of the people he/she represents on his/ 
her shift are scheduled to work, he/she will not func­
tion pursuant to this Memorandum of Understanding, 
but will be scheduled to perform EAP activities if he/ 
she would otherwise have work available in his/her 
equalization group. 

VI, Drug Testing 

Because of 'the recent emergence of a substantial 
body of legislation requiring drug testing of many of 
the Corporation's employees, both represented and 
non-represented, the parties have had extensive dis­
cussions surrounding drug testing and have agreed to 
the following: 

L 
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1. All drug testing performed will be conducted 
in accord with applicable laws mandating or regulat­
ing such testing; such as, Federal Aviation Adminis­
tration, Department of Transportation, or Department 
of Defense. 

VII. Conditions of Employment Guidelines -
For Those Employees in the Employee 
Assistance Program Whose Seniority has 
been Broken 

When Employee Assistance Program participants 
or other employees suspected of being in need of EAP 
services return to work, the following can be agreed 
upon between the bargaining unit representative, La­
bor Relations, the EAP team and the employee. 

The specific items to be included will depend on 
the individual cascand should be developed to meet 
the particular circumstances. Accordingly, items one 
through five may be recommended for inclusion in a 
condition of continued employment by the joint EAP 
team. 

1. Participation in in-plant self-help meetings. 
Length of participation'that will be required and fre­
quency of meetings can be either specified in advance 
or left up to the discretion of thejEAP team.. 

2. Participation in outside self-help groups and 
mandatory completion .of an aftercare plan which might 
include antabuse recommended by a treatment facility 
and the EAP team. 

' -'J ' 3.-*Mandatory- cooperation' in' followJup. arid 
monitoring for a period of time specified by EAP 
team members. 

4. Periodic scheduled urine screening when it is 
felt this procedure could be of value in monitoring 
and encouraging abstinence. In cases of positive find-
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ings, the results must be confirmed by a second test­
ing method, 

5. A specific period of totai non-use of alcohol 
or other drugs can be agreed to between the parties, 
The EAP team and the employee must concur with 
this probationary period which is defined as not Jess 
than six months or more than two years and it must be 
understood by ail parties that resumed use could result 
in termination of empioyment during this period. 

The above items (one through five) will be admin­
istered jointly by the EAP team for those employees 
returning under,these conditions. Any conditions of 
continued employment agreed to by Management, the 
Union and the employee are considered contractually 
binding and non-compliance could result in disciplin­
ary action up to and including discharge. The 
employee's previous disciplinary record and action 
which may be taken for further misconduct will be 
matters reserved to the actual settlement of any 
grievance(s) involved and/or will be resolved between 
the bargaining unit representative and Labor Rela­
tions. . • ••-

The seniority status of the employee must be speci­
fied as either a new hire or reinstatement of former 
seniority. If seniority is reinstated, all rights and privi­
leges .which would normally accrue in line with the 
reinstated seniority under the terms of the Main or 
local agreement must be granted. 

Local 87, USWA Delphi Automotive Systems 
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Doc No. 8 
DRUG SCREENING 

Mr, Dennis Bingham December 8, 1999 
President 
Local 87, USWA, AFL-CIO/CIX 
21 Abbey Avenue . 
Dayton, Ohio 45417 

Dear Mr, Bingham, 

During current negotiations, the parties discussed at 
length the worsening drug problem in our country and 
the rising incidence of chemical dependency. Chemi­
cal dependency on the part of employees impacts the 
workplace in terms of quality, productivity, and effec­
tiveness of operations, while threatening the safety 
and well-being of both the chemically-dependentem-
pioyee and his/hei co-workers. Accordingly, the par­
ties have agreed to institute the following screening 
program; 

Process 

Employees may be screened for substance abuse 
(alcohol and drugs) in the following instances: 

(1) As a part of return to work physicals for 
employees returning from substance abuse related sick 
leaves of absence, 

(2) As required by law, such as F.A.A., D.O.T., 
and D.O.D. 

All testing and reporting will be conducted in ac­
cordance with the guidelines established by the De­
partment of Health and Human Services, 

Implications 

It is not the intent of the testing requirements tp 
imply that an employee is, impaired at the time a sample 
is provided for testing. An individual who tests posi­
tive will be handled in the following manner: 
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1. FIRST POSITIVE: The employee will be 
deferred from working for approximately two weeks 
and scheduled for follow-up testing. EAP services are 
to be offered to the employee and the employee is to 
be referred to the CDR. The employee wilt automati­
cally be subject to further unannounced screening for 
a period of three months. 

2. SECOND POSITIVE: The employee will 
again be deferred from working for approximately 
two weeks and scheduled for follow-up testing. EAP 
services are to again be offered to the employee and 
the employee is to be referred to the CDR. The em­
ployee will automatically be subject to further unan­
nounced screening for a period of six months. 

"••- 3. THIRDS POSITIVE: The employee will 
again be deferred from" working for ^approximately 
two weeks and scheduled for follow-up testing. EAP 
services are to again be offered to the employee arid 
the employee is to be referred to the CDR. The. em­
ployee will automatically be subject to further unan-
nounced-screening for a period of twelve months. 

4. FOURTH POSITIVE: The employee will 
be discharged regardless of prior disciplinary record 
or length of service. Grievances protesting irregulari­
ties in the testing procedure may be taken through, the 
grievance procedure; however, extent of penalties ar­
guments are not subject to the Umpire's discretion. 

., All positive test results will be subject to a mutually 
' agreed to third party evaluation upon request of either 
party. Problems selecting a third party may be re­
ferred to the National Parties. Employees who refuse 
to be tested will be treated as though they hati tested 
positive. ,.. . . . . .. , 

Once terminated, if the employee satisfactorily docu­
ments to Local Management and Local Union six 
months continuous sobriety, within the 60 months fol-
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lowing discharge, the employee will qualify for re­
employment under Article VII of Document 7 of the 
Main Agreement. 

General 

Employees who refuse assessment, treatment, or test­
ing in accordance with this procedure will be treated 
as though they had tested positive. 

Very truly yours, 

Bernard J. Quick 
Director Labor Relations 
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Doc No. 9 

EMPLOYEE ASSISTANCE PROGRAM -
EARLY INTERVENTION 

December 8, 1999 

Mr. Dennis Bingham 
President 
Local 87, USWA, AFL-CIO/CLC, 
21 Abbey Avenue 
Dayton, Ohio 45417 

Gentlemen: 

During the current negotiations, the parties discussed 
and noted that in many instances the early indicators 
of an employee suffering from medical and personal 
problems such as those associated with substance 
abuse, for example, are manifested in disciplinary situ­
ations involving'violations of the Shop Rules. In those 
initial stages it is generally the first line supervisor 
and the district' committeeperson who are first ex­
posed to the potential of such underlying causes be­
hind employee behavioral problems. 

Although the parties acknowledge Management's 
responsibility to maintain discipline and to invoke dis­
ciplinary measures where violations of the Shop Rules 
occur, it is also recognized that local management and 
union representatives at all levels are necessarily 
charged with the responsibility to exercise their best 
efforts toward the objective of early identification of 
employees whose behavioral problems may be linked 
to medical and personal causes and to strongly en­
courage them to seek assistance. In many cases this 
could be accomplished through referral to the local 
Employee Assistance Program Committee. 

Very truly yours, . 

Bernard J. Quick 
Director Labor Relations ' 
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Doc No. 10 

DELPHI POLICY REGARDING 
SEXUAL HARASSMENT 

December 8, 1999 

Mr. Dennis Bingham 
President 
Local 87, USWA, AFL-C1Q/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

The following is the text of Delphi Automotive 
Systems written and published policy regarding sexual 
harassment. 

"Delphi Automotive Systems has had for many years 
a written and widely distributed policy on equal op­
portunity employment. Sexual harassment, as in the 
case of harassment based on age, race, color, religion 
or national origin, has long been regarded as a viola­
tion of this policy." 

"All employees are expected to deal fairly and hon­
estly with one another to ensure a work environment 
free of intimidation and harassment. Abuse of the dig­
nity of anyone, through ethnic, racist or sexist slurs or 
through other derogatory or objectionable conduct, is 
offensive employee behavior. Sexua! harassment also 
includes unwelcome sexual advances, requests for 
sexua! favors and other verba! or physical conduct of 
a sexual nature." 

"All Delphi employees are entitled to a work envi­
ronment in which words and actions do not have even 
the appearance of disrespect. Sexually-oriented jokes, 
cartoons, pictures, language, certain gestures and touch­
ing may be offensive to people and, therefore, may 
result in a hostile work environment. This type of 
conduct will not be tolerated in the workplace. Delphi 
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Automotive Systems facilities must be free of hostil­
ity resulting" from sexually-oriented behavior. It is the 
responsibility of management and each employes to 
maintain an environment free of hostility." 

"As in the case of other unfair employment prac­
tices, if you believe you have been subjected to sexual 
harassment, you may bring your concerns to the atten­
tion of either your immediate supervisor, personnel 
director or representative, or you may utilize appro­
priate and existing internal complaint procedures." 

Delphi Automotive Systems and the USWA are. in 
agreement that complaints of sexual harassment should 
be dealt with promptly and fairly under existing inter­
na! procedures as provided under Paragraph (4a) of 
the Main Agreement. 

Very truly yours, 

Bernard .1. Quick 
Director Labor Relations 
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DocNa, 11 

INTERPRETATION OF | 
WORKING HOURS SECTION 

{Special Protracted Work Period Case) 

During negotiations, the Union cited a situation in 
which an employes worked for a continuous period of 
more than twenty-four (24) consecutive hours where 
the hours worked in excess of twenty-four (24) were 
paid for at straight time. 

The Company advised the Union that in such a 
case, those continuous hours worked-in excess of 
twenty-four (24) will be paid for at the rate of time 
and one-half unless such hours would otherwise.,be 
paid for at a higher premium pursuant to the provi­
sions of the Working Hours Section of the Agree­
ment. Any such time worked and paid at time and 
one-half instead of straight time, will be considered as 
having been paid at straight time for'purposes of com­
puting daily overtime within the 24:hour cycle in which 
such time worked occurs. 

238 



Doc No. 12 

. MEMORANDUM OF AGREEMENT 
VOLUNTARY POLITICAL CONTRIBUTIONS 

On this 8th day of December, 1999 it is agreed be­
tween Delphi Automotive Systems (Corporation) and 
the International Union, USWA (Union) that the fol­
lowing understandings have been reached in connec­
tion with the Union's request to make deductions for 
voluntary political contributions from the paychecks 
of Corporation employees represented by the Union. 

1. The designated Financial Officer of the Lo­
cal Union will furnish to Local Management for each 
employes for whom a deduction is to be made an 
Authorization Card signed by the employee contain­
ing the following information: 

(a) Name and Address 
(b) Department Number 
(c) Social Security Number 
(d) Amount to b_e deducted each period 

Cards that cannot be processed will be returned to 
the designated Financial Officer of the Local Union 
for correction. 

2. The Local Union may also elect to have Au­
thorization Cards included in employee's packets to 
be distributed during Joint Orientation-Programs for 
New Hires and Transferees. " *• • 

3. Within 90 days following written notifica­
tion from the Local Union, subject to Paragraph 6 
below, the Corporation will make such authorized 
deductions from checks for the first pay period ending 
in each deduction period, and continuing while such 
authorization is in effect for so long as the Corpora­
tion has an obligation to provide such procedure un­
der the Federal Election Campaign Act. Where no 
regular payroll check is prepared for the first pay 
period in the month, the Corporation will make such 
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authorized; deductions from the check for the second, 
third, fourth or, if applicable the fifth pay period end­
ing in that deduction period. In any case, deductions 
will be. made from any checks prepared for the em: 
ployee through regular payroll processing, but will 
not be made from checks prepared through'special 
payroll processing. 

4. A deduction not made in one period will not 
be carried forward to a subsequent month. 

5. Each deduction • period Local Management 
will issue a' single check payable to the Union for 
deductions made in the preceding period. Deductions 
from checks issued subsequent to the first pay period 
in a deduction period will be remitted to the Union in 
the following month's remittance. Overpayment to the 
Union resulting from cancelled employee'authoriza­
tions will be recovered in a subsequent period. 

6. A computer-generated, machine; readable 
where possible, listing also will be forwarded which 
will indicate the name, address, department number, 
full social security number, and the amount deducted 
for each employee, that pay period. Year-to-date de­
duction totals for each employee, will also be included 
in the report. 

- 7. The Union will pay the Corporation the ac­
tual costs of initial setup and programming, of general 
administration, computer and machine time, and of 
processing new authorization changes or cancellations. 
Provided however, the Union and Corporation must 
agree on these costs prior to the implementation or 
changes in this program. 

- * ^ 
8. The Corporation will bill the Union for the. 

amounts owed pursuant to Paragraph (7) above, which 
bill shall.be paid in the month following the month in 
which billed. 
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9. The amounts set forth in Paragraph 7 above 
may be increased or decreased by the Corporation 
from time to time as experience dictates, upon notice 
to the Union. ' • 

10. Employees who wish to cancel their autho-. 
rization for payroll deductions will sign a card sup­
plied by the Union for that purpose. Refunds will be 
the responsibility of the Union. 

11. The designated Financial Officer of the 
Local .Union will collect and forward as one transmit­
tal alt signed Authorization Cards and Cancellation 
Cards for the initial processing and for each period to 
Local Management. . 

12. An Authorization Card that is not revoked 
by the employee shall continue in effect upon rein­
statement to active status provided the employees 
record is still being maintained by the employing unit's 
Payroll Department. 

. 13, The Union will indemnify and hold harm­
less the Corporation from any and all liability or claims 
arising from administrative error resulting.from the 
deductions provided for in this Agreement. 

International Union Delphi Automotive Systems 
USWA Local 87 Delphi Energy, gfflfj 

. Chassis Systems 
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Doc No. 13 

MEMORANDUM OF UNDERSTANDING 

On this 8th day.of December, 1999, it is agreed 
between Delphi Automotive Systems and the Interna­
tional Union, USWA, that in accordance with the 
Memorandum of Agreement on deductions for Vol-
untary Political Contributions, dated December 8,1999 
and specifically Subsection 6 of that Agreement, the 
Union will pay the Corporation each six (6) months, 
on July 31 and January 31, for the term of the 1999 
Delphi-USWA Main Agreement the.following: 

A fee of $0,075 per participant each six (6) months 
calculated on the number of participants as of June for 
the July biiling and December for the January billing. 

International Union Delphi Automotive Systems 
USWA Local 87 
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Doc No, 14 

UNION RACKS -
OFFICIAL PUBLICATIONS 

Effective April 1, 1980, Management will provide 
suitable racks at the appropriate plant exits for use in 
distributing literature to employees who are leaving 
the plant. Their use will be limited to display of offi­
cial publications of the Local Union and International 
Union as certified to Management by the President of 
the Local Union, the Chairman of the Shop Commit­
tee or International Representative prior to the place­
ment of such material in the racks by the Union. 

These racks will be placed convenient to the exits 
used during the time major groups of employees are 
exiting the plant premises at shift quitting times, 

It is understood the Union will.discourage any lit­
tering growing out of the use of these racks. 
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Doc No. 15 

ORIENTATION PROGRAM 

December 8. 1999 

Mr. Dennis Bingham 
President, Local 87 
USWA, AFLCIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

SUBJECT: Orientation Program 

Dear Mr. Bingham: 

Men and women enter the work force today with 
little or no knowledge of what is expected of them as 
employees and as union members in a unionized, in­
dustrial plant community. Many of them have not 
been adequately prepared to cope with industrial situ­
ations in which they suddenly find themselves. 

New employees come to Delphi Automotive Sys­
tems with little or at best incomplete information about 
their employer and their union. They have little knowl­
edge of the extensive economic benefits available to 
them as agreed upon in collective bargaining between 
the USWA and Delphi Energy and Chassis Systems 
over a period of years. 

Many new employees may be unaware of the com­
mitment of Delphi and the USWA to fair empioyment 
practices and to the application of the Agreement to 
all employees without regard to race, color, religion. 
age, sex., national origin, disability or sexual orienta­
tion. They are not familiar with basic contract provi­
sions covering such subjects as transfers, promotions, 
shift preference and seniority. They may be unaware 
of the opportunities for advancement to highly paid 
skilled trades jobs through the Apprentice Program. 
They tend to be unfamiliar with the obligations of the 
employee to his/her job, to the union and to his/her 
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employer. Many are unaware of the importance of 
regular attendance, quality workmanship and the need 
for cooperation by all in getting the job done. Too 
often they are unacquainted with the various proce­
dural matters related to their job and their relationship 
to their union and their employer. 

New employees usually have little knowledge of 
the long history of the USWA and the administrative 
structure of the USWA. They do not understand about 
their relationship to the union, about the initiation fees 
and dues requirements and their rights within the union. 

Frequently, they have never seen the inside of a 
manufacturing plant before and are unfamiliar with 
the operations, the nature of the product and how it is 
used. 

A properly developed and conducted orientation 
procedure designed to create an "awareness of the 
dynamics of the labor-management relationship, and 
the years long effort to build a community of interest 
in resolving labor-management problems through or­
derly procedures...." might serve the best interest of 
the employees, the USWA and Delphi Energy and 
Chassis Systems. 

Accordingly, Delphi Energy and Chassis Systems 
will, in cooperation with the Union, undertake devel­
opment of a joint pilot orientation program to be pre­
sented to new job applicants prior to the time they 
start their jobs. 

The content of the orientation program will be de­
veloped by Delphi Energy and Chassis Systenjs and 
the Union and implemented on a pilot basis. This 
experience could form the basis for the adoption and 
implementation of an on-going program. 

Delphi Energy and Chassis Systems and the Union 
will determine how the various portions of the orien-
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tation program would be implemented. Some subjects 
might most appropriately be presented by a Manage­
ment representative, some by a Union representative, 
and others by both Management and Union represen­
tatives. 

The orientation program would not be subject to 
the grievance procedure and could be terminated by 
either the Union or the Company in the event that the 
program was not being carried on in a manner consis­
tent with the purpose and intent of the program as 
established by the parties. The joint orientation pro­
gram would be limited to those subjects agreed to by 
the Company and the Union and the establishment of 
such a program would not limit any other communi­
cation by Management with its employees or by the 
Union with its members. {_ 

The Company and the Union will commence develop­
ment of an orientation program following current Ne­
gotiations. 

Very truly yours, 

Bernard .1. Quick 
Director Labor Relations 
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Doc No. 16 

REVIEW PERSONNEL RECORDS 

December 8, 1999 
Mr. Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC ' 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

The right of employees to inspect their own person­
nel files was afforded employees in Michigan in ac­
cordance with the 1978 Michigan Employee Right to 
Know Act. 

This will confirm that the right to review individual 
personnel records, established by the above-mentioned 
Michigan law, will be extended as a matter of policy 
to Delphi Automotive Systems employees. 

Very truly yours, 

Bernard J. Quick ! 

Director Labor Relations 
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Ooc No. 17 

DELPHI EQUAL OPPORTUNITY 
EMPLOYMENT POLICY 

December 8, 1999 
Local Union 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue • • 
Dayton, Ohio 45417 

Gentlemen: 

The following is the text of the written and pub­
lished policy of Delphi Automotive Systems concern­
ing equal opportunity in employment: 

"Operating as it does on a nationwide basis, Delphi 
Automotive Systeps .offers employment opportuni­
ties . to many people in many different locations 
throughout the United States. 

"The policy of the Corporation is to extend these 
opportunities to qualified applicants and employees 
on an equal basis regardless of an individual's age, 
race, color, sex, religion, national origin, disability or. 
sexual orientation. 

"Hiring and employment practices and procedures 
implementing this policy are the responsibility of the 
employing units. However, these practices, procedures 
and decisions are to be, at all times, in conformity 
with the Corporation Equal Opportunity Employment 
Policy." -

Very truly yours, 

Bernard J. Quick 
Director. Labor Relations 

(Orig. issued 11-23-70) 
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Doc No, 18 

DELPHI POLICY REGARDING EMPLOYMENT 
OF INDIVIDUALS WITH DISABILITIES 

• December 8, 1999 
Local Union 87, URW 
21 Abbey Avenue 
Dayton, Ohio 45417 

Gentlemen: 

The following is the text of the written and pub­
lished policy of Delphi Automotive Systems regard­
ing employment of individuals with disabilities: 

"The policy of the Corporation is to make reasonable 
accommodation to the limitations of qualified individu­
als with disabilities and to extend employment opportu: 

nities to such persons taking into account the needs of 
the busin'ess;and financial cost and expenses. ' :> 

"Hiring and employment practices and procedures 
implementing this.policy are the responsibility of the 
employing units. However, these practices, procedures 
and decisions are to be, at all-times, in conformity 
with the Corporation policy regarding employment of 
individuals with disabilities." -

Consistent with the foregoing policy, the require­
ments of Section 503 of the Rehabilitation Act'of 
1973 and the Americans with Disability Act-and the 
rules and regulations promulgated thereunder, Delphi 
Automotive • Systems represents that it will affirma-
tively.act to employ, advance in employment and oth­
erwise treat qualified individuals with disabilities 
without discrimination based-upon, their physical or 
mental disability in all employment practices. 

• Very truly yours, ' 

Bernard .1. Quick 
Director Labor Relations 
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Doc No. 19 

PLANT EQUAL APPLICATION COMMITTEE 

December 8, 1999 
Mr. Dennis Bingham 
President, Local 87 
USWA, AFL-OO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During the course of current negotiations, Delphi 
Automotive Systems and Local 87, USWA reaffirmed 
the matter of the Company's letter of December 10, 
1973, regarding the Plant Equal Application Commit­
tee. In line with that fetter, the Parties have agreed to 
the following; 

For many years the Company and your Union, in 
their respective fields, have been leaders in adopting 
and effectuating policies against discrimination be­
cause of race, color, religion, age, sex, national origin, 
disability or sexual orientation and sexual harassment 
and to this end the parties have expressly incorporated 
Paragraph (4a) in the Agreement that both insures 
adherence to that principle in all aspects of employ­
ment at Delphi Automotive Systems and provides the 
contractual grievance and arbitration procedure for 
the resolution of alleged violations of that principle. 

The parties recognize the desirability of increased 
communication and cooperative effort on this subject 
(1) to encourage employees and grievance representa­
tives to use the grievance andarbitration procedure as 
the exclusive contractual: method for prompt resolu­
tion of all claims of violation of Paragraph (4a), (2) to 
determine the cause of such claims in order to reduce 
the probability of these claims arising or recurring, 
and (3) to maintain liaison with appropriate federal 
and state civil rights agencies for the following pur-
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poses: (a) to increase understanding, (b) to promote 
and encourage the use of the grievance and arbitration 
procedure in order to avoid multiplicity of litigation in 
many forms simultaneously which is frequently time 
consuming, contradictory and hence, non-productive 
to relieving employee problems, (c) to seek solutions 
to mutual problems, (d) to relieve tensions in this 
area, and (e) to exchange information, expertise and 
advice. 

Accordingly, the parties agree to establish, within 
thirty (30) days of the effective date of the Agree­
ment, a Plant Equal Application Committee. 

The Plant,Equal Application Committee will be 
composed of three,(3) representatives of the Union, 
and two (2) representatives of the Company. The three 
representatives of the Local Union shall consist of the 
Chairperson of the Shop Committee, the Chairperson 
of the Civil Rights Committee of the Union arid the 
Local Union President or Vice President. 

The .two (2) representatives of Management shall 
be the Plant Manager, or a designated representative, 
and a member of Management at the plant active in 
the Company's equal employment opportunity pro­
gram. The Plant Equal Application Committee will 
meet on a scheduled quarterly basis, and shall have 
the following duties: , 

a. Recommend ways and means of promoting 
use of the grievance procedure as the exclusive con­
tractual method for resolving claims of violations of 
Paragraph (4a). • ' 

b- Suggest guidelines for Union and Company, 
representatives active in the grievance procedure in 
the proper and prompt handling of grievance alleging 
such claims. 
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c. Maintain liaison with appropriate federal and 
State agencies for purposes set forth in the second 
paragraph of this letter. 

d. Review and discuss ways and means of imple­
menting Delphi Automotive Systems policy regarding 
employment of individuals with disabilities set forth 
in the letter from Bernard J. Quick to Local Union 87 
setting forth this policy. 

e. Recommend means for determining the cause 
of equal employment opportunity and discrimination 
problems and tensions in the plant. 

When the Chairperson of the Civil Rights Commit­
tee of the Local Union is an employee of the plant 
wages will be paid for time spent attending the quar­
terly meetings. 

Copies of the minutes from these meetings will be 
made available to the Union. 

In addition, the Chairperson will be permitted to 
leave work up to four (4) hours per week during straight 
time hours to conduct in-plant investigations of writ­
ten grievances alleging a violation of Paragraph (4a) 
of the Agreement. 

The parties continue to recognize their legal and 
moral responsibility for assuring that alJ Delphi Auto­
motive Systems employees have equal employment 
opportunities and freedom from discrimination as set 
forth in Paragraph (4a) of the Agreement. Conse­
quently, the function of the Plant Equal Application 
Committee shall be advisory, consultative and coop­
erative. While the Company and the Union will wel­
come the recommendations the Committee may make, 
the Committee may not commit either party to a spe­
cific course of action. However, the Union agrees that 

252 



it will encourage its members to utilize the grievance 
and arbitration procedure as the means of resolving 
claims or complaints against the Company which al­
lege a violation of Paragraph (4a). 

Very truly yours, 

Bernard .1. Quick 
Director Labor Relations 
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Doc No. 20 

PARAGRAPH (55) AND PARAGRAPH (62g) 
STATE LABOR PROTECTIVE LAWS 

• ' • December 8, 1999 
Mr. Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC ' 
21 Abbey Avenue 
Dayton, Ohio 45427 

Dear Mr. Bingham: 

This is to confirm our mutual understanding reached 
during current negotiations with respect to the appli­
cation of Paragraph (55) and Paragraph (62g) of the 
Agreement 

When a promotion is contemplated pursuant to Para­
graph (55) and Paragraph (62g) of the Agreement and 
there are female employees in the group for consider­
ation for the promotion who, prior to May, 1970, could 
not obtain experience in the classification to which 
the promotion is contemplated by reason of. the 
Company's interpretation of state protective laws, such 
lack of experience will not be considered in evaluat­
ing the relative ability, merit, and capacity of such 
females in comparison with other employees in the 
group provided such female employees are otherwise 
capable of performing the job. It is further understood 
individual seniority rights will not be breached as a 
result of application of the above. 

Very truly yours, 

Bernard .1. Quick 
Director Labor Relations 
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Doc No. 21 

NOTICE TO LAID OFF EMPLOYEES 
OF ANTICIPATED RECALL 

December 8, 1999 ' 
Mr. Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During current negotiations, the parties discussed at 
length the problems involved in recalling large masses 
of employees back to work from layoff in situations 
such as the addition of a shift at a plant. Both parties 
recognized the mutual interest that would be'served 
by management notifying laid off seniority.employees 
in advance of such known mass recalls to facilitate the 
orderly recall when it in fact occurs. 

Accordingly, when mass recalls are anticipated'suf-
Ficiently in advance, management and the local union 
should discuss the matter of a pre-recall notification 
to employees in an attempt to arrive at a mutually 
satisfactory method to implement the notice.-

It is mutually recognized that such notice or lack of 
notice will be without prejudice to either party in the 
application of any terms of the Agreement or any 
local agreements. Moreover, any agreement reached 
with respect to advanced notice of anticipated recall 
will not be cited or relied upon by an employee or the 
Union or the management as a basis for a claim for or 
denial of back pay. 

Sincerely, 

Bernard J. Quick 
Director Labor Relations 
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Doc No. 22 

EXPEDITIOUS GRIEVANCE HANDLING -
COMPANY TO UNION (19a) & {19b) 

December 8, 1999 
Mr. Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC ' 
21 Abbey Avenue 
Dayton, Ohio 45417 ' 

Dear Mr. Bingham: 

During the course of current negotiations, the Com­
pany and the Union agreed that the letter regarding 
expeditious grievance handling would again be pub­
lished. The test of that letter is as follows: 

"During 1967 negotiations for a new'Collective Bar­
gaining Agreement, Company representatives and the 
Local Union 87 USWA Negotiating Committee dis­
cussed at length problems encountered with the ad­
ministration of the Grievance Procedure. The parties 
reaffirmed their mutual determination that the pur­
pose of the Agreement as stated in Paragraph (I) is to 
provide orderly collective bargaining relations between 
the Company and the Union, to secure prompt and fair 
disposition of grievances... It was recognized that the 
filing of duplicate grievances or grievances which have 
no merit interfered with the efficient operation of the 
Company's business. In addition, the Union and the 
Company agreed that this type activity and delays 
occasioned thereby and the holding of grievances at 
any step of the Grievance Procedure is contrary to the 
best interests of the employees and the parties. 

"The parties affirmed their mutual desire and inten­
tion to assure that the Grievance Procedure will not be 
misused. 

"The Company asserted that the provisions of the 
Grievance Procedure provide for a definite time limit 
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within which grievances must be appealed, otherwise 
they are not subject to further appeal. At certain steps 
of the Grievance Procedure, it is possible by mutual 
agreement to extend these appeal time limits." 

Because of the unprecedented volume of grievances 
filed during the term of the October 5, 1964 Agree­
ment, time extension for appeal of grievances has been 
invoked in literally hundreds of cases, delaying- the 
processing of grievances, a number of which had merit, 
in the Procedure. The Company stated further that it is 
imperative that both parties work to eliminate griev­
ances which neither serve the interest of. the employ­
ees or the parties and that the parties, except in special 
situations, assume their respective responsibilities for 
appealing grievances within the time limits stipulated 
in the Agreement. 

Very truly yours, 

Bernard J. Quick . . 
Director Labor Relations •/ 

V (Orig. Issued 1-2-68) ' '". 
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Doc No. 23 

• December 8, 1999 

Bernard J,.Quick 
Director Labor Relations 
Delphi Automotive Systems (19a) & (J9b) 
5725-Delphi Drive 
Trov. MI 48098 

During the 1967 negotiations for a new Collective 
Bargaining Agreement, Delphi Energy and Chassis 
Systems complained that in certain locations in the 
plants some committeepersons made little or no effort 
to resolve grievances at Step One of the Grievance 
Procedure. Further, it was the Company's complaint 
that grievances had been filed in unprecedented num­
bers again in certain locations and investigation re­
vealed the'high volume resulted from duplicate 
grievances and grievances which did not appear to 
reflect a bonafide complaint of an employee or group 
of employees. 

The Local Union advised the Company that it fully 
subscribes to the principles set forth in the new provi­
sions of Paragraphs (19a) and (19b) of the new Col­
lective Bargaining Agreement which, in part, reads: 
" . . . the prompt adjustment of grievances is desirable 
in the interest of sound relations between the employ­
ees and the management." 

Grievances should not be unduly delayed at any 
Step of the Procedure, whether such delay is occa­
sioned by a committeeperson or a supervisor refusing 
or failing to meet his/her rasponsibility. 

Respectfully, 

Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC 
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Doc No. 25 
MODIFICATION TO 

PARAGRAPHS (52) AND (62(f)(8) 

December 8, 1999 

Mr. Dennis Bingham 
President Local 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45401 

Dear Mr. Bingham: 

During the current negotiations, the parties 
discussed the problem of "seniority slippage" under 
Paragraphs (52) and (62d)(8) which inhibits 
bargaining unit employees from accepting 
assignments to fill non-bargaining unit positions. 
It was recognized that in many instances, it would 
be of mutual benefit to the parties for these 
employees to function in such positions. 

Accordingly, this letter serves to confirm the agree­
ment reached between the parties that: 

1. The transfer of any employee from a job clas­
sification in the bargaining unit to a job classification 
not included in the bargaining unit will result in the 
recall of a seniority employee from layoff status, if 
available, consistent with the provisions of JOBS Pro­
grams, and/or; 

2. The transfer of an employee from a job 
classification not included in the bargaining unit 
back to a classification included in the bargaining 
unit does not result in the layoff of a seniority 
employee; Paragraphs (52) and (62d)(8) of the Main 
Agreement will be modified in the following 
manner: 
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Doc No. 24 

POLICY GRIEVANCES 
Interpretation of Paragraph (22) 

December8, 1999 

All Members of Supervision 
with Employees in Local 87 
Bargaining Unit 

The Company agrees a grievance stated to an.Advi­
sor by a committeeperson (this includes an alternate 
committeeperson if he/she is functioning under Para­
graph (10) of the Agreement while the district 
committeeperson is absent from.work) not in connec­
tion with his/her own work is proper in the Grievance 
Procedure if the complaint involves the interpretation 
and/or the application of a specified provision of the 
current Agreement and/or of a written Supplemental 
Agreement thereto. ..' . ,, , 

Tn the event such verbal "policy" grievance is not 
adjusted at, that point, the "policy" grievance may be 
reduced to writing, signed, and presented .by the 
committeeperson to his/her supervisor, who will, within 
two (2) days, arrange a meeting with the committeeperson 
arid the supervisor who wil! give.the answer.to the 
grievance. Jf riot satisfactorily settled,' it may be ap­
pealed in line with Step Three of the Grievance Proce­
dure. The parties agree a "policy" grievance is improper 
when a purely individual interest is involved such as, for 
example, in a case of discipline, a disputeregarding-the 
standards of production established or changedby.Man-
agement and similar type subjects, - -.. .-;/. •,. 

If you have any questions concerning this matter, 
please contact Labor Relations: •"*"•;•' *' 

Bernard .T. Quick 
Director Labor Relations 

259 



Paragraph (52) 

(52) Any employee who has been transferred 
from a job classification not included in the bargain-
ing unit to a job classification in the bargaining unit 
shall be credited with the seniority he/she had estab­
lished prior to March 1, 1977, all time worked in the 
bargaining unit subsequent to March !, 1977, and all 
time worked in a job classification not included in the 
bargaining unit subsequent to the effective date of this 
agreement, provided: 

(52a) They previously worked on a job classifi­
cation in the bargaining unit. This shall also be ap­
plied to employees who were promoted prior to 
certification of the Union. 

(52b) Their employment with the Company has 
remained unbroken. 

Such employee may be placed on the job to which 
his/her seniority would entitle him/her under the local 
seniority agreement, beginning with the last previous 
job he/she held in the bargaining unit; provided how­
ever, that if such last previously held job is no longer 
in existence, he/she may be placed in accordance with 
Paragraph (60). In no event shall such employee be 
transferred to a bargaining unit job at a time when the 
employee has insufficient seniority to be so placed. 

Paragraph (62d)(8) 

(8) Any employee who has been transferred from 
a job classification not included in the bargaining unit 
to a job classification in the bargaining unit shall be 
credited with the seniority he/she had established prior 
to March 1, 1977 ait time worked in the bargaining 
unit subsequent to March 1,1977, and all time worked 
in a job classification not included in the bargaining 
unit subsequent to the effective date of the 1984 agree­
ment, provided: 
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(a) They previously worked on a job classifica­
tion in the bargaining unit. This shall also be applied 
to employees who were promoted prior to certifica­
tion of the Union. 

(b) Their employment with the.Company has 
remained unbroken. Within a week, the Union shali 
be furnished the name(s) and department number(s) 
of the employee who, during the preceding week, trans­
ferred into the bargaining unit in accordance with this 
paragraph. A job placement contrary to .this paragraph 
will be so indicated. 

Such employee may be placed on the job to which 
his/her seniority would entitle him/her under the local 
seniority agreement, beginning with the last previous 
job he/she held in the bargaining unit; provided how­
ever, that if such last previously held job is no longer 
in existence, he/sM niay be placed in accordance with 
Paragraph (62o). In no event shall such employee be 
transferred to a bargaining unit job 3t a time when the 
employee has insufficient seniority to be so placed. 

In order to assure accurate and timely administra­
tion of the conditions stated above in Paragraphs (52) 
and (62d){8) of the current Main Agreement, the fol­
lowing procedures will be instituted: 

1. When any employee is transferred from a 
classification included in the bargaining unit to a job 
classification not included in the bargaining unit, the 
Chairperson of the Shop Committee will be given a 
letter specifying the employee's name and the name 
of the seniority employee who is recalled from lay-off 
status. 

2- When such employee, specified above, is re­
turned to a job classification in the bargaining unit, 
the Chairperson of the Shop Committee will be given 
a letter, notifying him/her of such transfer back into 
the bargaining unit. 
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Any complaints regarding the administration of this 
procedure may be raised by the Chairperson of the 
Shop Committee with the Plant Personnel Director. 

Very truly yours, 

Bernard J. Quick 
Director Labor Relations 
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Doc No. 26 

EMPLOYEE TRANSFER OR 
RE-ASSIGNMENT 

Date: December 8, 1999 

Subject: Transfer or Re-Assignment of Employees 

To: All Members of Supervision Having Employees 
in Local 87 Bargaining Unit 

During the current negotiations, the parties discussed 
the claim raised by the Union regarding employees 
being transferred or re-assigned to "less desirable" 
jobs because they initiated complaints regarding pro­
duction standards or discipline. In addition, in the 
case of probationary employees, the Union stated that 
some were separated because they initiated produc­
tion standards complaints. 

It is important for Delphi Automotive Systems to 
retain its right to transfer employees in order to main­
tain and improve efficiency in our operations. It is 
also important to respect the right of employees to file 
legitimate grievances regarding production standards 
or disciplinary action. . 

The Union has been advised that we do not con­
sider it proper to transfer, re-assign or separate em­
ployees because they file such grievances. 

It is expected that this position will be given your 
full support. 

Bernard J. Quick 
Director Labor Relations 
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Doc No. 27 

PERSONNEL PRACTICES' 

December 8, 1999 
Mr. Dennis Bingham 
President 
Local 87, USWA, AFL-CIO/CLC 
21 Abbey Avenue 

Dayton, Ohio 45417 

Dear Mr. Bingham: : 

. During the current negotiations the subject of per­
sonnel practices with• different application to hourly 
and salaried employees was again discussed as an 
area giving rise to the appearance of a "double stan­
dard" of treatment.'To this end, it-was agreed'to pub­
lish1 the text of the October 8, 1987 A. S. Warren, Jr. 
letter on the subject of such personnel practices: 

"During these negotiations,'the Union:expressed 
concern regarding certain plant personnel practices 

• that have different application to salariedrand hourly 
employees. It was stated that such practices may 
adversely impact employee attitudes'thereby af­
fecting union-management efforts to improve local 

'operations and the work environment. 

"The Corporation responded by describing the many 
innovative and varied approaches taken by. local 
parties in an increasing number of plant locations 
to address these issues. , •' 

"Accordingly, it was agreed'that such matters are 
more appropriate for discussion by the local parties 
as part of their continuing' efforts to establish a 
work environment and' relationship characterized 
by mutual respect and trust." 

Very truly yours, 

Bernard J. Quick 
Director Labor Relations 
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Doc No. 28 

HELPER TRAINING . 

December 8, 1999 

Mr. Dennis Bingham 
President 
Local 87, USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During the current negotiations, the parties reviewed 
the matter of related training provided for Helpers. 

It was agreed that Local Management and the Local 
Union should review the related training courses pro­
vided in accordance with Paragraph (62w)(l) from 
time to time. The review should include the relevance 
to the trade, level of difficulty.and appropriateness for 
Helpers. . 

The local parties may request assistance if required, 
from the Delphi Automotive Systems Labor Relations 
Staff. Disputes that cannot be resolved locally may be 
referred to the Delphi Automotive Systems Labor 
Relations Staff. 

Very truly yours, 

Bernard J. Quick 
Director Labor Relations 
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Doc Ho. 29 

METRIC CONVERSION 

' • • - December 8, 1999 

Mr. Dennis Gingham 
President, Local 87 • 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton Ohio 45417 

Dear Mr. Bingham: 

During the current negotiations the parties discussed 
the subject of conversion to the metric system and its 
effect on certain employee owned tools. 

During these discussions the Company indicated its 
intention to make available during the transition pe­
riod necessary metric tools and calibrated measuring 
instruments to skilled trades employees when required 
in the performance of their work. Such tools will be 
available in the tool cribs and charged out to skilled 
trades employees when they have need for them. 

This policy does not preclude the use of conversion 
tables or any other alternate means of changing to the 
metric system in place of utilizing such tools or cali­
brated measuring instruments, nor does it alter the 
present requirements that skilled trades employees 
provide their own tools necessary to perform their 
duties, except as provided in the second paragraph 
hereof. 

Very truly yours, 

Bernard.[. Quick 
Director Labor Relations 
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Doc No. 30 

PRE-APPRENTICESHIP TRAINING 

December 8, 1999 

Local Union 87, USWA 
21 Abbey Avenue 
Dayton, Ohio 45417 

Gentlemen: 

During negotiations leading to the current Agree­
ment, the parties discussed pre-apprentice training as 
one method of achieving our common goal of bring­
ing a greater number of members of minority groups 
and females into the apprentice training program. It is 
evident that we share a serious concern about the 
establishment of effective methods of achieving this 
desirable goal. 

Accordingly, the Skilled Trades and Apprentice 
Committee upon determining that a plant's skilled 
trades workforce is under-represented by minority 
groups and females, will consider matters pertaining 
to pre-apprentice training as it relates to achieving the 
above objective as well as approve any such training 
program for which points can be awarded under the 
Apprentice Selection Procedure. 

Very truly yours, 

Bernard .1. Quick 
Director Labor Relations 
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Doc No. 31 

APPRENTICES WORKING ALONE 

Inter Organization 

Date: December 8, 1999 

Subject: Apprentice Work Assignments 

To: Manager, Skilled Trades 

During the current negotiations, the Union raised 
the question of apprentices being assigned to work 
alone. The parties agreed that good judgment and a 
rule of reason should be used when making these 
assignments, 

As a result of these discussions it was concluded 
that, consistent with existing training methods and 
facilities in the plant, apprentices should not be as­
signed to perform work without a journeyman/woman 
being present unless the apprentice has been trained to 
do the job; has been instructed in the proper safety 
procedures; and is considered competent to perform 
the assignment. Experienced journeymen/women will 
generally be available to assist the apprentice in many 
of his/her normal floor assignments until that level of 
competence has been reached. This will not change or 
restrict any mutually satisfactory local practices. Prob­
lems in this regard are a matter for review by the 
Skilled Trades and Apprentice Committee. 

Delphi Automotive Systems 
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Doc No. 32 

RELATED TRAINING BONUS 
DELPHI AUTOMOTIVE SYSTEMS 

December 8, 1999 

Mr. Dennis Bingham 
President, Local 87 •••-•• • • 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

This will confirm the understanding reached during 
the current negotiations that within a reasonable pe­
riod after a laid off apprentice has been recalled to 
work, such employee will be paid an incentive bonus 
in recognition of satisfactory completion of any re­
lated training courses, required pursuant to Paragraphs 
(62r)(8)(e) and (62r)(8)(g), in which'the employee 
was enrolled at the time of layoff. *• 

In addition, with prior Management approval and 
arrangements with the school, apprentices whom Man­
agement anticipates recalling to the apprentice classi­
fication prior to the expiration of the school term may 
be enrolled for one term and become eligible for. an 
incentive bonus on the same basis. 

This incentive bonus will amount to a figure to be 
arrived at by multiplying the number of class hours in 
each course times the employee's straight-time hourly 
rate less the amount, if any, paid to the employee for 
such related training prior to layoff. 

Very truly yours, 

Bernard J. Quick 
Director Labor Relations 
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Doc No. 33 

HELPER OPENING TESTING 

Inter Organization 

Date: December 8, 1999 

Subject: Testing for Helper Openings 

To: Management Apprentice Committee Members 

During the current negotiations the parties discussed 
the many tests which have been used in the selection 
of employees applying for jobs as Helpers. As a con­
sequence of these discussions there is now mutual 
recognition that certain types of tests which have been 
used in the past may be of little aid in the proper 
selection of employees for Helper openings. On the 
other hand, there is also recognition that where tests 
have been used, appropriate aptitude and mechanical 
comprehension tests have been helpful in the selec­
tion of Helpers. 

Examples of the latter tests are the Bennett Me­
chanical Comprehension Test (to measure understand­
ing of and ability to learn physical principles) and the 
Minnesota Paper Form Board tests (to measure ability 
to perceive spatial relations). 

As an outgrowth of these discussions, the Company 
has decided that reasonable standardization in the use 
of tests for Helper applications where tests are used 
for this purpose, is desirable. Accordingly, a program 
will be undertaken by the Company to accomplish 
this result and to assure that the tests being used are of 
the type referred to hereinbefore. 

It is not the Company's intent in inaugurating this 
program to expand or to limit the use of tests in the 
selection of applicants for Helper openings. If Man­
agement decides to. use tests in the selection of Help­
ers, the tests to be used and the reasons why they are 
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to be used will bereviewed in advance with the 
Chairmanperson of,the Shop Committee or his/her 
authorized representative and/or the Committee 
persons whose districts or areas include skilled trades 
employees. 

Bernard .1. Quick 
Director Labor Relations 
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Doc No. 34 

/ ADMINISTRATION OF 
PARAGRAPH (62x)(2) 

Date: December 8, 1999 

Subject: Administration of Paragraph (62x)(2) 

To: Mr. Dennis Bingham, President 
Local 87, USWA, AFL-CIO/CLC -
Dayton, Ohio 45417 

During the current negotiations the Union discussed 
the appropriate administration of Paragraph (62x)(2) 
by the Company. 

These concerns centered around the hiring of skilled 
trades employees as journeymen/women without suf­
ficient checking by Management of the documents 
presented by the applicants to assure they qualify for 
such status in accordance with the provisions of Para­
graph (62x)(2). They also discussed that in some m-
stances Management shifted the blame to the Union 
when such an employee had to be released because, 
upon further investigation, the information upon which 
Management relied to hire the individual did not meet 
the criteria of Paragraph (62x)(2). 

In response to these concerns the Company stated 
that when proof of journeyman/woman status is not 
clearly established such documentation will be fur­
nished to the Chairperson of the Shop Committee and 
the matter will be thoroughly investigated before an 
employee is hired. Additionally, the Company assured 
the Union that any explanation concerning the reasons 
a newly hired journeyman/woman employee must be 
terminated because of failure to meet the requirements 
of Paragraph (62x)(2) is to be based on those factual 
reason and not on the fact that the Union may have 
questioned the matter. 
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The parties mutually agreed that both the Gompany 
and the Union must exercise fair but sound judgment 
when considering matters relative to Paragraph 
(62x)(2). 

Very truly yours, 

Bernard J. Quick 
Director, Labor Relations 
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DOC No. 35 

SUBCONTRACTING - IMPLEMENTATION 
PARAGRAPH (62y)(4) 

December 8, 1999 

Mr. Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC 
2! Abbey Avenue . 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During the current Negotiations, the Union com­
plained that procedures set forth in Paragraph (62y)(4) 
are not being satisfactorily implemented by Manage­
ment in many instances. 

This letter is intended to clarify the intent and pur­
pose of this provision: 

1. The "advance discussion", except where time 
and circumstances prevent it, will take place 
"Prior to letting the contract for the performance 
of maintenance and construction work", before 
any decision has been made as to whether the 
work should be contracted out. The "advance 
discussion" will include information as to "why 
Management is contemplating contracting out 
the work". It is evident that except as noted 
above, since Management is only "contemplat­
ing contracting out the work" when the "ad­
vance discussion" takes place, Management 
should not have made any decisions concerning 
whether or not to contract out the work before 
such "advance discussion" is held. 

2. Management should advise the Local Union of 
the "nature, scope and approximate dates of the 
work to be performed and the reason or reasons 
(equipment, manpower, etc.) why Management 
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is contemplating contracting out the work." This 
information is related to the letter originally is­
sued January 15, 1968, and contained in the 
Main Agreement as Appendix "J". That letter 
makes reference to "manpower skills, equipment 
and facilities" and also as to whether the Corpo­
ration "can do the work competitively in qual­
ity, cost and performance and within the pro­
jected time limits." Since any or all of these 
conditions may be entailed in the determination 
as to whether a particular contract should be let 
out or not, it is necessary that Management ad­
vise the Local Union in the "advance discus­
sion" concerning the item or items which are 
relevant to the decision making. 

3. If in the "advance discussion" it is clear that 
Management is only "contemplating contract­
ing out the work", and if in addition all the 
pertinent information as noted above is supplied 
to the Local Union, then Local Union represen­
tatives will be given a better opportunity "to 
comment on Management's plans" and will also 
give an opportunity to Management "to give 
appropriate weight to those comments in the 
light of all attendant circumstances." 

4. In addition the Union commented that in certain 
instances plant Management requested and con­
tracted for maintenance service on leased equip­
ment, and extended warranty arrangements or 
service contracts were being purchased which 
impacted the job security of seniority employ­
ees in skilled trades classifications. Management 
stated that, while Paragraph (62y)(2) covers the 
"fulfillment of normal warranty obligations by 
the vendor", warranty arrangements that extend 
beyond those customarily provided or the ob­
taining of service contracts are not covered by 
these provisions. Rather, such arrangements or 
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service contracts covering work normally and 
historically performed by represented skilled 
trades employees are to be considered in the 
same manner as contracts for the performance 
of maintenance work and such decisions are 
covered by the provisions of Paragraph (62y)(3) 
of the Main Agreement.' 

Very truly yours, 

Bernard .1. Quick 
Director Labor Relations 
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Doc Nq. 36 

SUBCONTRACTING COMMUNICATIONS 

Decembers, 1999 

Mr. Dennis Bingham 
President 
Local 87, USWA, AFL-CIO/CLC 21 
Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During the recent negotiations there were discus­
sions concerning subcontracting which resulted from 
inadequate communication about such matters. As a 
resultof thesetalks, the following commitments have 
been reaffirmed with Delphi Energy and Chassis Sys-
tems management. "" 

During the current agreement the Union claimed 
labor relations problems in the.plants concerning sub­
contracting matters had been experienced. -

In- many of these instances, the root cause of the 
problem was the lack of communication. The Delphi-
USWA Main Agreement currently requires timely 
meetings in advance of the decision to subcontract 
work normally and historically performed by Delphi 
Automotive Systems skilled trades employees. ' 

..There have!been instances cited when plant.level 
meetings with local Union representatives relative to 
routine-maintenance.contracting are often held after 
the contractihas been let and insufficient useful.infor­
mation is provided to the:Uniori,fontfiem to consider 
and make appropriate comments relative to 
Management's plans. '' _: "• _' " " ' " '' •'" " ' 

: The Corporation intendsto achieve world-wide com­
petitive status utilizing not only the skills of our em­
ployees, but also the suggestions and ideas of the 
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jple and the unions as to how work can best be 
.complished at the lowest possible cost with the high­

est possible quality and on time. 

This approach to managing the business should be 
utilized throughout the Corporation at all levels; pro­
duction, skilled and technical. Obviously, such dis­
cussions should be held in a timely manner with 
appropriate Management and Union personnel. 

Accordingly, an appropriate representative of Man­
agement in each personnel department should be re­
sponsible for having adequate information about each 
sub-contract for the performance of skilled trades work 
covered by the subcontracting provisions of the agree­
ment. After determining that required discussions have 
been held, this representative should approve die con­
tract prior to its being let to an outside firm. This will 
require complete understanding and cooperation of 
your contractual requirements by the plant's engineer­
ing and purchasing personnel 

Plant relationships can only be improved by open, 
frank communications in all areas, particularly in car­
rying out our subcontracting responsibilities. 

Mr. Battenberg and the Delphi Strategy Board are 
in complete agreement mat extraordinary attention must 
be given to our managerial responsibilities in this area. 
I have been assured by the leadership of USWA Local 
87 mat we will have their full assistance in bringing 
about improved plant relationships when we have in­
stalled full advance communications relative to busi­
ness decisions involving subcontracting. 

Furthermore, with regard to tool, die and repre­
sented engineering work, including prototype and pre-
prototype work, other Delphi Automotive Systems 
locations have implemented a process of notification, 
review, and competitive analysis which' has enabled 
the parties to consider and serve the interest of skilled 
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tradesmen/women in job security, as well as 
Management's needs for competitive and timely per­
formance of this kind of work. Therefore, theCorpo-
ration and the Union are in agreement that they will 
encourage local Management to implement this ap­
proach in order to avoid conflicts over the subcon­
tracting of such work. 

Very truly yours, 

Bernard .1. Quick 
Director Labor Relations 
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Doc No. 37 

SUB-CONTRACTING - NORMAL WARRANTY 

December8, 1999 

Mr. Dennis Bingham 
President Local 87, .. 
USWA, AFL-CIO/CLC 21 
Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During the.current negotiations, the Union complained 
there has been inconsistent administration of the "nor-
trial warranty" provisions of Paragraph (62y)(2) of the 
Main Agreement. The Union indicated that plant man­
agement insist on warranties beyond normal periods of 
time and that our skilled employees are not assigned to 
the new equipment or machinery until long after it has 
been in the plant. This does not provide the opportunity 
for our own skilled trades to learn how to.keep such 
equipment operating effectively. 

The Corporation informed the Union that good busi­
ness practice includes the use of warranty arrangements 
sufficient to assure that the equipment purchased by the 
Corporation performs according to specifications required 
by the purchase contract. , • 

The Corporation agreed to remind the Divisions that 
the training and expertise that will be required of our 
own skilled trades must also be kept'in mind as an 
important business consideration. The transition from 
vendor to our employees and the training and timing of 
the transition are important parts of that consideration. 

Very truly yours, 

Bernard .T. Quick 
Director Labor Relations 
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Doc No. 36 
BEREAVEMENT/ADVANCED . 

VACATION PAY 

December 8, 1999 

Mr. Dennis Bingham 
President Local 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During the current negotiations, the parties discussed 
the possibility of a death of an immediate family mem­
ber as defined in Paragraph (126a)(i) of the Dejrjhj.-
USWA Main Agreement occurring during a time in 
which an employee is on vacation. 

This confirms our understanding that if such cir­
cumstances occur where the employee has satisfied 
the requirements of Paragraph (I26a)(l) and makes a 
timely application for bereavement pay, the employee 
will be entitled to three additional days of vacation 
time off during his/her vacation eligibility year. 

If an employee does not use these days by his/her 
next vacation eligibility date, he/she shall be compen­
sated for these days at a rate of pay established in 
accordance with Paragraph (119h) of the Delphi-
USWA-Main Agreement. Recovery of overpayments 
made pursuant to this understanding will be made in 
accordance with Paragraph (120e), 

Very truly yours, 

Bernard .1. Quick 
Director Labor Relations 
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Doc No. 39 

VACATION ADDmOINJAL TIME OFF 

December 8, 1999 

Mr. Dennis Bingham 
President 
Local 87, USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

Subject: Working on a Holiday/Vacation 
Entitlement Conversion Option 

During the negotiations, the parties agreed that em­
ployees who work on a designated holiday (excluding 
the Christmas Holiday Period and the July 4th Holi­
day since employees who work' on July 4th are al­
ready eligible for the,Conversion Option), and are 
otherwise eligible for holiday pay, may request that 
eight (8) hours be credited to their Vacation Entitle­
ment Allowance, in lieu of receiving holiday pay. 

Eligible employees .who, work on any designated 
Christmas Period Holiday, may request that eight (8> 
hours for each day worked be credited to their Vaca­
tion Entitlement Allowance, in lieu of receiving holi­
day pay, Additional time off resulting from the 
Christmas Holiday Period may be utilized, per local 
plant practice, at any time during the following year 
prior to the next Christmas Holiday Period. 

To provide sufficient time for administration, the 
employees must submit their request in writing no 
later than the Friday of the week in which the holiday 
occurs. 

Very truly yours, 

Bernard J. Quick 
Director Labor Relations 
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Doc No. 40 

COOUNG-OFF PERIOD 

Date: Decembers, 1999 

Subject; Cooiing Off Period 

To: Plant Management 

During the course of the current negotiations, the 
Union expressed concern that some disciplinary inter­
views escalated into confrontation because tempers 
flared. The Union suggested that in these situations a 
"cooling off period would be beneficial to a!i con­
cerned. 

The Corporation and the Union agreed that contem­
plated discipline should be discussed in a calm man­
ner allowing for an objective evaluation of the facts. 
In those situations where emotions preclude this from 
happening, the parties agreed that as a matter of prac­
tice and when possible such discussions should be 
postponed until such time that, in the opinion of Man­
agement, a constructive exchange of information could 
occur, 

Notwithstanding the foregoing, the parties recog­
nized that certain actions such as assault, or other 
serious acts of misconduct would render the "cooiing 
off' period totally inappropriate. 

Additionally, it was mutually recognized that pro­
viding or not providing a "cooling off period will be 
without prejudice to either party in the application of 
any terms of the Agreement and wifl not be cited or 
relied upon by an employee, the Union, or Manage­
ment as a basis for any claim. 

Sincerely, 

Bernard J. Quick 
Director Labor Relations 
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Doe No. 41 

ADMINISTRATION OF SHOP RULE #6 & #7 

Decembers, 1999 

Mr. Dennis Bingham 
President, Local 87 . 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

The parties had numerous discussions during the 
current negotiations regarding the serious problems 
caused by absenteeism. The disruptive nature of ab­
senteeism severely impacts Delphi Automotive Sys-
tejus ability to compete effectively in the market place 
thereby jeopardizing job security. Over the years the 
parties have utilized various approaches to address the 
absenteeism problem with limited success. The union 
has suggested that a different method of managing 
attendance problems would be more effective than the 
current employee attendance procedure. The union con­
tends that attendance problems are best addressed by 
the first line supervisors from direct responsibility for 
dealing with absentees. In this regard the union urged 
that the emphasis for correcting attendance problems 
be returned to the shop floor. 

Accordingly, the parties agreed to cancel the exist­
ing Employee Attendance Correction Procedure and 
remove Shop Rule #6: "Absence without reasonable 
cause" and Shop Rule #7: "Reporting Late for Work" 
from the current disciplinary system and administer 
them separately and individually utilizing the current 
disciplinary system progression. All other Shop Rules 
would be administered utilizing the current disciplin­
ary system progression. Further the parties agreed to 
jointly monitor on a periodic basis plant absenteeism 
data to assess the effectiveness of the traditional ap-
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proach and where appropriate make recommendations 
where traditional methods have proven ineffective. 

In canceling the existing Employee Attendance Cor­
rection Procedure the record of occurrences will be 
eliminated with the effective date of the 1997 Main 
Agreement. Any occurrence reiated appeals involving 
potential liability properly filed in accordance with 
the 1990 procedure will be processed in accordance 
with that procedure. 

Very truly yours, 

Bernard J. Quick -
Director Labor Relations 
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Doc No. 42 

UMPIRE DECISIONS 

December 8, 1999 

Mr. Dennis Bingham 
President Local 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

This letter confirms the understanding reached dur­
ing this negotiations to prepare and distribute a set of 
Delphi-USWA Umpire Decisions (exclusive of Memo­
randum Decisions) to the local Union. Within ninety 
(90) days following the effective date of 1990 Agree­
ment, a representative of the Delphi Labor Relations 
Staff will meet with a representative of the USWA to 
determine a mutually acceptable method to imple­
ment this understanding. 

Bernard J. Quick 
Director Labor Relations 
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Doc No. 43 

HOLIDAY PAY AND DISCIPLINARY LAYOFF 

December 8, 1999 

Mr. Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During current negotiations, the parties discussed 
the situation where the duration of an impending dis­
ciplinary layoff would encompass or abut a specified 
holiday. It was mutually recognized that a wide vari­
ety of practices exist on whether loss of holiday pay is 
appropriately included in the layoff penalty. 

To insure uniformity in the administration of disci­
pline in such situations, the Company advised the 
Union that, as a matter of policy as of the effective 
date of the 1979 Agreement, loss of holiday pay will 
not be included as part of the disciplinary penalty 
assessed. 

Bernard J. Quick 
Director Labor Relations 
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DOC No. 44 

CHRISTMAS HOLIDAY PERIOD 

Mr. Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

This is to confirm our understanding concerning 
the Christmas holiday periods provided under Docu­
ment 74 of the Main Agreement. 

The agreement is intended to continue the concept 
of an unbroken Christmas Holiday Period from the 
day before Christmas through New Year's Day (in­
clusive); a period that encompasses two weekends. 

Very truly yours, 

Bernard J. Quick 
Director Labor Relations 
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Doc No. 45 

PRINCIPLES OF FAIR DAY'S WORK PLAN 

Decembers, J999 

Mr, Dennis Bingham 
President, Local 87 

.USWA, AFL-CiO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During negotiations on the conversion of the Incen­
tive pay plan to a non-incentive Fair Day's Work Pfan 
the Union, on several occasions, asked Management 
what work performance would be expected of the 
employees under the concept of the new plan; 

In consideration of the Union's question, following 
hereunder is Management's response: 

Each employee will be expected to: 

(1) Work at a normal speed or tempo. 

(2) Follow the prescribed method of job performance. 

(3) Effectively use the facilities (tools, equipment, 
etc.) provided. 

(4) Stay'on the job except for reasonable personal 
needs, 

(5) Maintain quality requirements. 

(6) Willingly accept improvements and changes in 
the job operation, 

(7) Inform supervision when they have difficulties or 
are out of work. 

In discussion with the employees concerning stan­
dards of production, supervision will emphasize the 
foregoing factors of the fair day's work concept and 
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will refrain from talking about number of pieces per 
hour or pieces per day as a measurement of the 
employee's responsibility to produce a fair day's work. 

• Unfortunately, as in the past, under the incentive 
pay system, some employees will refuse to follow 
instructions or, by their conduct or uncooperative atti­
tude, will require corrective discipline. 

Initially, with the effective date of the Fair Day's 
Work Plan, it is Management's intent to show a de­
gree of tolerance for the employee who is cooperative 
with the new Plan but has been accustomed to work 
habits different from those outlined under the Fair 
Day's Work Plan. 

Such employee wili be reminded of and urged to 
fulfill his/her obligations under the Plan. Obviously 
there may be some employees who will not respond to 
urging and will have to be dealt with more severely.' 

No employee who is sincerely trying to give a fair 
day's work effort wili be criticized but will receive 
additional training and instruction over a reasonable 
period of time to assist him/hgr in overcoming diffi­
culties he/she may be having with his/her job perfor­
mance. 

In the event the Company and the Union are suc­
cessful in negotiating the non-incentive pay play, I 
would suggest, for the first few weeks, a close line of 
communication between your office and the Labor 
Relations Section for the purpose of keeping both 
parties advised of any serious problems that may arise 
in the early stage of the Plan. 

The content of this Company statement, when com­
bined with the Supplemental Agreement providing for 
the conversion to a straight hourly rate pay plan, sub­
stantially covers the points of concern expressed by 
the Union in negotiations and should serve as a reply 
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to any inquiries you may receive from your member­
ship relative to the Company's administration of the 
Fair Day's Work Plan. 

This statement is intended as an addition to the infor­
mation already presented to the Union. 

Sincerely, 

Bernard .1. Quick 
Director Labor Relations 

(Orig. issued 10-7-64) 
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Doc No. 46 

CONTINUOUS MANUAL OPERATIONS -
LUNCH PERIOD 

December 8, 1999 

In implementing the provisions of Paragraph (88a) 
of the Agreement dated 10-5-64 between the Com-
pany and Local Union 87, USWA with respect to the 
subject of a lunch period on operations on which the 
employees' manual operations are continuous and 
which cannot be left unattended for a continuous pe­
riod not in excess of twenty (20) minutes for the pur­
pose of lunch, the following shall apply. 

Effective thirty (30) days after the Company re­
ceives from the Union notification of ratification of 
the Main Collective Bargaining Agreement and the 
supplements made thereto, the Company will provide 
"tag" relief so that each employee who may be as­
signed said type operation will be provided thereafter 
a period of twenty (20) continuous minutes for lunch, 
provided the employee would have worked through 
such period and beyond had it not been scheduled as 
the employee's lunch period. Likewise, employees who 
are assigned three-shift operations as set out in Para­
graph (88a) but who do not require "tag relief will be 
provided a period of twenty (20) continuous minutes 
for lunch. 

This policy is provided as a clarification of the 
application by the Company of Paragraph (88a) as it 
related to lunch periods on the specific type opera­
tions set put herein and does not change, modify or 
nullify the provisions of said paragraph. 

Delphi Energy and Chassis Systems 
Delphi Automotive Systems 

(Orig. Issued 10-22-64) 
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Doc No. 47 

LOCAL UNION PRESIDENT 
DELPHI AUTOMOTIVE SYSTEMS 

December 8, 1999 

Mr. Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 454 i 7 

Dear Mr. Bingham, 

During these negotiations, the parties discussed the 
duties of the Local Union President of the USWA 
Local 87 in the Delphi Energy and Chassis Home 
Avenue/Vandalia plant. 

The parties agreed that the president's function in­
cludes, in addition to administrative duties as the Lo­
cal Chief Executive Officer, certain elements of Main 
Agreement administration. 

Accordingly, the Corporation agreed that if this plant 
continues to employ 500 or more employees where 
the Local Union President is a full time employee, 
such president will be allowed io perform legitimate 
administrative functions without loss of pay up to a 
total of forty (40) straight time hours per week. More­
over, such president, as a portion of the forty (40) 
hours will be permitted to leave the plant in accor­
dance with Paragraph (20) of the Delphi-USWA Main 
Agreement and will be paid his/her. regular rate for up 
to six (6) hours per day Monday through Friday to 
perform legitimate administrative functions. 

Such Local Union President shall notify the desig­
nated Management representative, when leaving and 
returning to the plant during working hours. 

Moreover when such Local President is absent for 
at least one full working day for reasons other than 
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those provided herein, Management will recognize a 
temporary replacement from among the full time em-
ployees. Notification of such replacement shall be sub­
mitted in writing at least twenty-four hours in advance 
to Local Management's designated representative. In 
the event such a replacement is made, the Local Presi­
dent shall not be paid and his/her replacement will be 
permitted to utilize time out of the plant with pay 
pursuant to the provisions herein. 

Any problems associated with the implementation 
or administration of this letter will be reviewed by the 
Corporation Labor Relations Staff. 

Very truly yours, 

Bernard J. Quick 
Director Labor Relations 
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Doc No. 48 

COLA COMPUTATION 
DELPHI AUTOMOTIVE SYSTEMS 

Mr. Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 

Dear Mr. Bingham: 

This letter is to confirm certain agreements reached 
by Delphi Energy and Chassis Systems. Delphi Auto­
motive Systems and Local Union 87, USWA, AFL-
CIO/CLC, regarding the Cost of Living Allowance 
pursuant to Paragraphs (94a) through (94j) of the Main 
Agreement. 

The table in Paragraph (94f) has been constructed 
to provide that 10 adjustments in the Cost of Living 
Allowance shall become payable, sequentially, for each 
0.3, 0.2, 0.3, 0.2. 0.3 and 02 change in the Index, and 
so forth, with that sequence of changes being repeated 
thereafter in the table so as to produce an average 
adjustment over time of 10 for each 0.25 change in 
the Index. 

If the Union claims that the Corporation's calcula­
tions in any particular instance were not made in ac­
cordance with the terms of this Letter of Understanding, 
it may pursue such claim in accordance with the'pro­
visions of Paragraph (47 a) of the Agreement. 

Very truly yours, 

Bernard J. Quick 
Director Labor Relations 
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ENGINEERING METHOD 
OF ROUNDING 

The following rules of rounding shall apply to the 
determination of the Consumer Price Index: 

1. If the leftmost of the digits discarded is less than 
5, the preceding digit is not affected. For example, 
when rounding to four digits, 130.646 becomes 130.6. 

2. If the leftmost of the digits discarded is greater 
than 5, or is 5 followed by digits not all of which are 
zero, the preceding digit is increased by one. For ex­
ample, when rounding to four digits, 130.557 becomes 
130.6. 

3. If the leftmost of the digits discarded is' 5, fol­
lowed by zeros, the preceding digit is increased by 
one if it is odd and remains unchanged if it is even. 
The number is thus rounded in such a manner that the 
last digit retained is even. For. example, when round­
ing to four .digits, 130.5500 becomes 130.6 and 
130,6500 becomes 130.6. 
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Doc No. 49 

ANTICIPATED TERMINATION OF 
SICK LEAVE 

Decembers, 1999 

Mr, Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During the current negotiations, the parties discussed 
at length the Union's concern that certain employees 
on Sick Leaves of Absence were not made aware of 
the anticipated return to work date supplied to Man­
agement by the employee's personal physician. 

As a result of these discussions, the Company ad­
vised the Union that as a matter of policy it would, 
effective January 1, 1980, initiate a procedure whereby, 
in those instances where such information was sub­
mitted directly to Management by the employee's at­
tending physician, an employee on a Sick Leave of 
Absence would be provided written notification of the 
most current anticipated return to work date desig­
nated by his/her attending physician. A copy of this 
notification will be provided to the Chairperson of the 
Shop Committee. 

In establishing such a procedure, it is mutually rec­
ognized that providing or not providing such informa­
tion will be without prejudice to either party in the 
application of any terms of the Main Agreement and 
will not be cited or relied upon by an employee, the 
Union, or Management as a basis for any claim. 

Very truly yours, 

Bernard, J., Quick 
Director Labor Relations 
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Doc No. BO 

0 OVERTIME POLICIES * 

Inter Organization 

Date: December 8, 1999 

Subject: Overtime Policies 

To: All Members of Supervision with 
Employees in the Local 87 Bargaining Unit . 

As part of the current negotiations, PelphiAulomo: 
live Systems informed the USWA that it is the 
Corporation's intention to continue its previous policy 
regarding overtime practices, 

There was considerable discussion in these negotia­
tions about the claims of the USWA that too many 
employees who are required to work overtime over 
extended periods are not excused from overtime work 
assignments even though they have legitimate reasons 
to be excused. 

The Corporation pointed out that overtime serves a 
number of functions essentia! to the effective opera­
tion of Delphi Automotive Systems tightly integrated 
and interdependent manufacturing system, in many 
instances, overtime must be worked at one or more 
plants in order to permit other plants to meet their 
schedules. Emergency overtime to repair breakdowns 
in essential equipment is often necessary to prevent or 
minimize interruptions in plant operations and result­
ant shortwork weeks for many-employees. Overtime 
is also necessary on bottleneck jobs and also during 
certain times of the year in order to meet model change 
deadlines and to satisfy fluctuations in customer de­
mand for MfilJ-AulgJ^^-SyMfims products. ; 

Both the Union and the Corporation recognized that 
the nature of the business requires overtime work as­
signments. In many instances, however, less than a 
full complement in a Advisor's group is needed to 
man the jobs which are working overtime. When less 
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than a fuii complement of employees is needed, it is 
usually practicable for the Advisor to excuse employ­
ees who do not wish to work and confine the overtime 
assignments to those employees who do wish to work. 

In situations where there are sufficient employees 
available who wish to work overtime and who are 
capable of doing the overtime work assignments, em­
ployees who do not wish to work overtime are to be 
excused from doing so, insofar as practicable. 

Employees who are required to work overtime 
should be given as much advance notice as is practi­
cable so that they can make any personal arrange­
ments that may be necessary. 

An individual employee's personal problems in con­
nection with working overtime should be given care­
ful consideration and his/her individual needs should 
be recognized. The individual employee's request to 
be excused from an overtime work assignment, when 
made a reasonable period of time in advance, should 
receive every possible consideration. When the 
employee's request is granted, he/she will be notified 
as far in advance as possible so that the employee can 
make his/her personal plans accordingly. Thereafter, 
any cancellation or change in the arrangements to 
excuse the employee will only be made with his/her 
consent. 

Except in situations of an emergency or crisis na­
ture, an employee who is not assigned to a necessary 
continuous seven-day operation and who has worked 
thirteen consecutive calendar days, will be excused 
from work on the nextfollowing Sunday provided he/ 
She has requested the day off before the end of his/her 
shift on the previous Wednesday. 

Bernard J. Quick 
Director Labor Relations 
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Doc No. 51 

STATEMENT 

During current negotiations the Union cited a case 
under Paragraph (126a) where a member of an other­
wise eligible employee's immediate family as defined 
in the Paragraph, died and the body was cremated. 

The Company assured the Union that in such a 
case, when a bona fide memorial service is held at the 
funeral home or a place of worship in the same com­
munity area at the time of the cremation, attendance at 
the memorial service would satisfy the requirements 
for attendance at a funeral under Paragraph (J 26a). 
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Doc No. 52 

QUALITY COMMITTEE COMMITMENT 

"December 8,' 1999 

Mr. Dennis Bingham 
President 
Local 87, USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During the'course of these negotiations, the parties 
discussed at length and mutually agreed to the need 
for increased competitiveness of Delphi Automotive 
Systems in the marketplace. 

Together, the people of Delphi Automotive Sys-
tgms have worked to improve product quality. This 
spirit of cooperation has resulted in substantial im­
provement in the quality of the Corporation's prod­
ucts. It is recognized that achieving and maintaining 
world-class quality levels is an ongoing effort and 
commitment that must be shared by all employees in 
order to be successful. The Delphi Automotive Sys­
tems process for total quality is the Quality Network -
the one process for customer satisfaction. Although 
management has the ultimate responsibility for the 
Quality Network, it is recognized that USWA leaders 
and members are valuable partners in the implementa­
tion of this process. It is further recognized that the 
Quality Network provides the foundation for jointly 
achieving and maintaining the necessary quality lev­
els in everything we do and will result in customer 
satisfaction. 

As a result of these negotiations, the parties have 
restated their commitment to the successful joint imple­
mentation of the Quality Network process with em­
phasis on the beliefs and values, customer satisfaction, 
continuous improvement, and elimination of waste in 
all aspects of our business. 
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In recognition and support of the importance of this 
joint effort and the need for communication and coor­
dination, the parties agreed to develop a Plant Quality 
Council consisting of the President of the Local Union, 
Plant Manager, Personnel Director, other appropriate 
Management Representatives and the Quality Network 
representative appointed by the Local Union. It is rec­
ognized that the duties of such Quality Network Rep­
resentative are to assist in the implementation of the 
Quality Network process and related action strategies 
as directed by the Plant Quality Council. Addition­
ally. the Quality Network Representative will support 
the principle that all employees have a responsibility 
for product quality by exercising due care and dili­
gence in performing their duties. 

The Plant Quality Council will implement a pro­
cess for employees to voice their product quality 
concern(s); independent of the grievance procedure, 
based on the following: 

* Employee/Supervisor discussion to attempt .to re­
solve concern, consulting as required with plant 
quality resources. 

* If unresolved, the District Committeeperson, if re­
quested, will assist in the resolution of the 
employee's concern. • 

* The Supervisor and/or District Committeeperson 
may request the assistance of the Quality Network 
Representative to participate in the resolution of 
the concern. 

* Thereafter, if unresolved, the concern may be dis­
cussed with the Plant Quality Council at the next 
meeting. 

* The Quality Network Representative will advise 
the Plant Quality Council on the status of quality 
concerns referred to him/her. 
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• Feedback regarding the status of employees con­
cerns will be provided to the originating supervisor 
and employees by the Plant Quality Network Rep­
resentative, 

* During overtime hours, such Quality Network Rep-
•resentative will be scheduled to perform Quality 
Network related activities if so directed by the Plant 
Quality Council and they would otherwise have 
work available in their equalization group. 

Finally, during these negotiations the parties dis­
cussed the necessity that all Delphi employees must 
take individual responsibility for product quality. 
Management will provide employees with the appro-
priate training, methods, systems, materials and equip­
ment in an appropriate environment to perfomi their 
work. It is then incumbent upon employees to exer­
cise diligence and properly perform their work to pro­
duce the highest quality, customer-valued products. It 
is only through personal commitment from every 
Delphi employee that we wiii satisfy our customers 
and maintain job security for all. 

Very truly yours, 

Bernard .]. Quick 
Director Labor Relations 
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Doc No. 53 

PLANT CLOSING AND SALE MORATORIUM 

Decembers, 1999 

Mr. Dennis Bingham 
President 
Local 87, USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

As a result of your deep concern about job security 
in our negotiations and the many discussions which 
took place over it, this will confirm that during the 
term of the new Collective Bargaining Agreement, the 
Corporation will not close nor partially or wholly sell. 
spin-off, split-off, consolidate or otherwise dispose of 
in any form, any plant, asset, or business unit of any 
type, beyond those which have already been identified 
constituting a bargaining unit under the 1999 Delphi-
USWA Agreement. 

In making this commitment, it is understood that 
conditions may arise that are beyond the control of the 
Corporation, e.g., act of God, and could make compli­
ance with this commitment impossible. Should such 
conditions occur, the Corporation will review both the 
conditions and their impact on a particular location 
with the Union. 

Should it be necessary to close a plant constituting 
a bargaining unit consistent with'our past practice, the 
Corporation will attempt to redeploy employees to 
other locations and, if necessary, utilize the "Special 
Programs" identified in Appendix L of the Delphi-
USWA Main Agreement. 

Very truly yours, 

Bernard .1. Quick 
Director Labor Relations 
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Doc Na. 54 

SALE OF OPERATION 

December 8, 1999 

Mr. Dennis Bingham 
President 
Local 87, USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During these negotiations, the Union requested the 
Corporation to agree that any sale of an operation as 
an ongoing business would require the buyer to as­
sume the 1999 Delphi-USWA Collective Bargaining 
Agreement. The Corporation agreed to do so in the 
case of any such sale during the term of the 1999 
Agreement, 

Very truly yours, 

Bernard .1. Quick 
Director Labor Relations 
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Doc No, 55 

JOBS PROGRAM 
VOLUME RELATED LAYOFFS-SEL 

December 8, 1999 

Mr. Dennis Bingham 
President 
Local 87, USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 ' 

Dear Mr. Bingham: 

During the course of these negotiations, the Corpo­
ration and Union have provided Delphi, Au^p,motiy$ 
Systems employees with substantially increased job 
security through the new SEL feature of the JOBS 
Program, which protects' eligible employees against 
layoff for virtually any reason except volume related 
market conditions. The parties recognize that employ­
ment levels may continue to fluctuate as a result of the 
cyclical nature of demand in our industry. The Corpo­
ration acknowledges, however, the importance of mini­
mizing layoffs even in instances where volume related 
declines are unavoidable. In particular, the Union 
stressed the importance of reducing overtime and shift­
ing dual sourced production requirements to USWA-
Deiphi „Ar̂ omp.tiye, Systems plants in the event of 
overall market declines. The Corporation agrees to 
take these and other actions whenever practical. 

In any event, however, employees affected by vol­
ume related declines would exercise their seniority in 
line with the local seniority agreement and, if other­
wise eligible, receive benefit treatment in accordance 
with the Supplemental Agreements attached to the 
current Delphi-USWA Collective Bargaining Agree­
ment. 

Identifying the complex inter-relationships of all 
the factors involved with volume fluctuations is a dif-
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ficult task. The parties agreed, however, that for pur­
poses of determining SEL related protections they roust 
identify just those volume declines that are attribut­
able to market related conditions, and in turn, just 
those declines that are not affected by Corporation 
sourcing choices of vehicle components that compete 
with or act as replacements for vehicle components 
produced by Delphi Automotive Systems employees 
covered by this Collective Bargaining Agreement. In 
other words, volume declines that are attributable to 
the Corporation's production and purchase arrange­
ments with any related or unrelated party (subsidiar­
ies, affiliates, captives, joint ventures, transplants, etc.) 
would be considered an exception to the overall vol­
ume related exclusion in Section 1(C) of the JOBS 
Program. 

The parties also agreed that the complexity of these 
issues requires that the Corporation provide Local 
JOBS Committees adequate notice of any impending 
volume-related layoff, as well as all information nec­
essary to fully evaluate its underlying causes, the ex­
tent to which such decline is associated with a 
Corporate sourcing action and the appropriate number 
of SEL eligible employees that should be affected by 
the layoff. 

The Corporation recognizes, moreover, that it has 
the responsibility to justify implementation of a layoff 
in the context of the protections spelled out in the 
JOBS Program and the guidelines outlined in this let­
ter. Similarly, the Corporation also accepts the re­
sponsibility of proving that the proper number of 
employees are recalled to SEL positions when a vol­
ume related decline is reversed, again within the con­
text of the JOBS Program protections and the 
guidelines outlined in this Setter. 

The following are to be considered as illustrations 
to assist the parties in determining when volume re-
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total of 500 employees. The SEL plant number 
remains at 4,100. 

(2) Plant B (5,000 SEL-eiigible employees) is not 
the sole source of Product Y, which is also 
produced in Canada for the U.S. market, in 
Plant BC. Plant BC supplies'one-fourth of the 
U.S. demand for Product Y. An economic 
downturn in the U.S. reduced demand for Prod­
uct Y by 160,000. In accordance with SEL 
guidelines, volume related employment reduc­
tions cannot exceed Plant B's share of pre-
downtum volume levels (three-fourths) applied 
to the reduced level of overall sales. Produc­
tion in Plant B is therefore reduced by no more 
than 120,000 units, causing layoffs of 2,000 
workers. Plant B's SEL remains at 5,000, in­
cluding 2,000 open Bank positions. \ 

Product Y demand in the U.S. market picks up 
by 60,000. The Corporation decides-to pro­
duce 30,000 'of those units in Plant B and the 
rest in Canadian Plant BC. The increase in 
production is not accomplished in proportion 
to pre-layoff production shares; to comply with 
SEL, the Corporation must recall 250 employ­
ees which it assigns to Protected employee 
status in addition to the 500 employees re­
quired for the pick up in production. 

• Product Discontinuance - Because of the introduc­
tion of a new U.S.-built Delphi-Automotive Sys-
tems or a ndn-aiited company product not sold by 
DelpJbiAutQfflptive Systems, sales of another Delphi 
Automotive Systems-manufactured product may 
decline, and production of the latter produci must 
be curtailed necessitating reductions in employment. 
Such reductions would be considered volume re­
lated declines under Paragraph I(Q of the Pro­
gram. 
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lated deciines support reductions in employment. These 
illustrations should not be considered all inclusive. 

* Market Related Conditions - included in this cat­
egory is customer preference of one product over 
another that might result in a decline in sales of a 
U.S.-built Delphi Automotive Systems product that 
requires the layoff of employees, provided such 
sales declines are not the result,. for example, of 
increased sales or increased market share of com­
petitive captive imports or joint venture products 
or any other product sold in the U.S. by jMghi 
Automotive Systems but not produced in a DeJEfai 
Automotive Systems plant. 

- Example of Market Related Conditions 

(1) There is a decline in economic activity which 
depresses sales of Delphi Automotive Systems 
products. Lower production levels require the 
layoff of employees. Plant A. employing 4,100 
SEL eligible employees, is the sole source of 
Product Z for the U.S. market; it is required to 
lay off one shift, or 2,000 employees. The plant's 
SEL number remains at 4,100 including 2,000 
open positions for laid-off employees. 

While the plant is down to one shift, the Cor­
poration decides to outsource Product X. which 
reduces employment requirements by 250 em­
ployees per shift. Two hundred fifty (250) em­
ployees are placed ori Protected employee sta­
tus. There is no impact on the SEL numbers. 

U.S. demand picks up to pre-layoff levels and 
the second shift is called back. Active employ­
ment at the plant goes back to 4,100. As the 
second shift is called back and.the plant is 
back to pre-downturn production levels, an 
additional 250 employees are placed on Pro­
tected employee status which now leaves a 
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content to low product content. Such reductions 
would be considered volume related declines under 
Paragraph 1(C) of the Program. 

• Non-Delphi Automotive Systems Commercial Cus-
tomer Preference - Cancellation or declines in prod­
uct volume for Delphi Automotive Systems manu­
factured parts that are sold to unrelated firms may 
cause volume changes. Such volume reductions 
would be considered volume related declines under 
Paragraph 1(C) of the Program, 

- Examples of Non-Delphi Automotive Systems 
Commercial Customer Preference 

Plant A produces heavy-duty cranking motors 
for off the road construction equipment. Vol­
ume is reduced as a result of a decline in the 
construction industry. One hundred fifty (150) 
employees are laid off; 150 open SEL posi­
tions are established. 

At the time production is back to pre-layoff 
- " levels, the Corporation introduces two robots 

which replace 25 employees, According to SEL 
guidelines, all of the 150 employees are re­
called from layoff, 25 of them are assigned to 
Protected employee status, and the SEL num­
ber remains equal to its pre-layoff level. 

• Non-Delphi Automotive Systems Produced Prod-
ucls - If sales of a new or replacement product 
manufactured by an allied company for Delphi Au­
tomotive Systems, that competes with a product 
manufactured by the Corporation, results in reduced 
sales of the Corporation - manufactured product. 
the action would not be volume related and layoffs 
under Paragraph 1(C) of the Program would not be 
permitted. 

312 



- Examples of Product Discontinuance or Phase 
Out and Changes in Customer Preference 

(1) A new U.S.-built Delphi Automotive Systems 
product (or any other new non-allied company 
product which is not marketed by the Corpora­
tion) is introduced. Sales of Product X decline 
by 50%, and assembly must be curtailed. The 
necessary reductions in employment are made 
through layoffs, keeping the SEL number at 
the plant at the same level. 

(2) Battery Plant C, employing 1,400 SEL-eligible 
people, produced half of the batteries for Prod; 
uct X; the other half are produced at a Corpo­
rate plant in Mexico. The volume reduction is 
made totally at Plant C rather than split pro­
portionately between Plant C and the plant in 
Mexico. Thereafter, in accordance with the 
JOBS guidelines half of the 700 employees 
who are not required any longer in Plant C due 
to this event are assigned to Protected em­
ployee status, and the other 350 employees 
would be laid off. The SEL at Plant C remains 
at 1,400 including 350 open volume related 
positions. 

• Faulty Product - Vehicle line volume may decline 
because of faulty parts in a vehicle that cause cus­
tomers to place the product in disfavor. Related 
Delphi Automotive. Systems product volume may 
also decline. Such reductions would be considered 
volume related declines under Paragraph 1(C) of 
the Program. 

• Changes in Retail Preference - Delphi Automotive 
Systems volume may decline because of customer 
preference shifts - in turn affecting mix and there­
fore demand, e.g., small car preference shifts to 
large car; option preference swings; high product 
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• sidered volume related declines under_the Pro­
gram but would not have to be taken propor­
tionately because the wheels would not be con­
sidered like or simitar components. 

(2) Plant B receives a brake hose that has cou­
plings assembled from a USWA-Delphi Auto­
motive Systems plant and brake hose that have 
couplings assembled from a non-USWA Delphi 
Automotive Systems plant. The brake hose are 
used interchangeably and would be considered 
like or similar components. Therefore, any 
volume declines in brake hose assembly pro­
duction would have to be taken proportion­
ately to be considered volume related. 

As implied by these examples, there are many varia­
tions to be considered when determining volume ac­
tions. This letter is intended to provide a framework 
within which Local and National JOBS Committees 
may review the applicability of Paragraph 1(C) to 
volume reductions. 

If a Local JOBS Committee cannot agree on a situ­
ation being defined as volume related, the matter may 
be appealed to the National JOBS Committee for reso­
lution. 

Very truly yours, 

Bernard J. Quick 
Director Labor Relations 
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- Example of Non-Delphi Automotive Systems 
Produced Products 

The Corporation outsources a product that it 
markets in competition with Product W manu­
factured by Delphi Automotive Systems employ-
ees. This results in reduced sales of Product W. 
Employment requirements are reduced but this 
event is not covered under Paragraph 1(C) of the 
JOBS Program and the layoffs are not permit­
ted. This protection also extends to employees 
producing USWA-Delphi Automotive Systems 
components which are manufactured for Prod-
uct W. 

• Delphi Components or Materials 

It is recognized that reduction in vehicle produc­
tion will often be accompanied by reductions in 
component production- When reductions in vehicle 
production are volume related, pro-rata reductions 
in component production will normally be consid­
ered volume related as well. Furthermore, when a 
like or similar component is dual-sourced from a 
USWA-Delphi Automotive Systems and a non-
USWA Delphi Automotive Systems plant, produc­
tion declines at the USWA-Delphi Automotive 
Systems plant will only he considered volume-re­
lated to the extent the dual-sourced component pro­
duced at that plant continues to be produced in its 
pre-production decline proportion. 

- Examples: 

(1) Plant A receives hard plastic steering wheels 
from a USWA-Delphi Automotive Systems 

• plant and softurethane steering wheels from a 
non-USWA Delphi Automotive Systems plant. 
A volume decline occurs in hard plastic wheels 
because of customer preference for soft ure-
thane wheels. Such reductions would be con-
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Doc No. 56 

UP-FRONT LUMP SUM PAYMENT 
DELPHI AUTOMOTIVE SYSTEMS 

Dennis Bingham, President 
Local 87, USWA, AEL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During the current negotiations, the parties agreed to 
provide an up-front lump sum payment of $1.350 to 
each eligible employee. Eligible employees are de­
fined as those whose status effective October 18. 1999 
is one of the following: 

(a) Active (excluding those hired pursuant to Ap­
pendix M, and any, other temporary part-time 
employee not acquiring seniority); 

(b) On temporary layoff status; 

(c) On one of the following leaves of absence not 
greater than ninety (90) days: 

Pursuant to Family and Medical Leave Act 

Informal (Paragraph 102) 

Formal (Paragraph 104) 

Sickness and Accident (Paragraphs 105) 

Military (Paragraph 112) 

Educational (Paragraph 107); 

(d) Employees otherwise eligible with retirements 
processed for an effective date of October 1, 
1999ojr_November 1, 1999. 
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In addition, should the President - USWA - Local 
87 raise any question of equity in application regard­
ing specific employees, the Corporation agrees to meet 
on such cases in order to review the facts. • . 

Very truly yours, 

Ralph E. Handley 
Executive Director 
Industrial Relations 
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Doc No. 57 

TEMPORARY OPENINGS 

December8, 1999 

Mr. Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During these negotiations, the parties discussed the 
problem created when local management is reluctant 
to recall laid off employees to perform work of known 
short-term duration because under the terms of the 
1982 Agreement such employees regenerate costly 
benefits. 

As a result of these discussions, changes are incor­
porated in the current agreement which delay regen­
eration of certain benefits. In response to those changes 
the Corporation assured the Union that local Manage­
ment would discuss with the Local JOBS Committee 
plans to recall available laid off employees or hire 
other laid off Delphi Automotive, Systems employees 
to Fill such short-term openings. 

Very truly yours, 

Bernard J. Quick 
Director Labor Relations 
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'Doc No. 58 

•'- TEMPORARY OPENINGS - l 

LAID OFF EMPLOYEES WORKING 

" ' " ' ; December 8, 1999 

Mr. Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During current negotiations, the parties discussed 
problems that arise when laid off employees working 
at permanent jobs, in other Delphi Automotive Sys­
tems plants are recalled to former locations to fill 
openings.considered at the time to be temporary, it 
was determined to be mutually beneficial for such 
employees to remain on their present jobs. Accord­
ingly, it was agreed that such employees would not be 
recalled or rehired under such circumstances. 

Furthermore, if laid off employees working at per­
manent jobs with outside employers are recalled to fill 
openings considered at the time to be temporary, these 
individuals who desire to be bypassed under the pro­
visions of this document should notify the appropriate 
employment office. 

In this regard, solely for the purposes of calculating 
the periods relative to breaking seniority and exhaust­
ing rehire rights at their respective plant pursuant to 
Paragraphs (51 e)( 1) and (62d)(5), such employees shall 
be considered as having accepted recall to their former 
plant on the date such work became available and 
returned to layoff status at such time as the period of 
temporary work is completed. 

Very truly yours, 

Bernard J. Quick 
Director Labor Relations 
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Doc No. 59 

STATEMENT OF POLICY REGARDING 
EMPLOYMENT OF LAID OFF 

DELPHI ENERGY AND CHASSIS SYSTEMS 
EMPLOYEES-DAYTON AREA 

During the current Negotiations the parties discussed 
the subject of USWA-represented employees who are 
permanently laid off from their Delphi Automotive 
Systems plant. 

Accordingly, the Corporation assured the Union that 
employees of Delphi Automotive Systems with one or 
more years seniority who are permanently laid off in a 
reduction in force will be given consideration for 
employment as a new hire in other Delphi plants in 
the same labor market area. 

For purposes of this policy, the "same tabor mar­
ket" is defined as the following Delphi Automotive 
Systems plants located in the Dayton, Ohio area: 

Harrison Thermal 
Delphi Energy and Chassis-Wisconsin/ 

Needmore 
Delphi gnergy and. Chassis-Ketterirtg 

It is understood that such consideration for employ­
ment will only be extended to such laid off Delphi 
employees after all other prior contractual commit­
ments and other obligations have been met with re­
spect to hiring at the above-cited facilities. 

In order to receive consideration for hire under this 
policy it will be necessary for such laid off Delphi 
employees to make application in person at the 
facility(s) at which they desire consideration, 

Any complaints regarding the application of this 
policy may be taken up with the Delphi Management 
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by the Local Shop Committee and if not- resolved, 
may be reviewed by the Labor Relations Staff of the 
Corporation and the International Union; however, this 
policy shall not be the'basis for any claims for back 
wages or any form of retroactive adjustments. 

320 



Doc No. 61 

STATEMENT OF POLICY REGARDING 
EMPLOYMENT OF LAID OFF DELPHI 
ENERGY AND CHASSIS SYSTEMS 
EMPLOYEES AS A RESULT OF A 

TRANSFER OF OPERATIONS 

During the current Negotiations the parties discussed 
the subject of USWA-represented employees who may 
be permanently laid off from their Delphi Automotive 
Systems plant because of a transfer of major Delphi 
operations from the Dayton, Ohio area to a new Delphi 
plant! 

Accordingly, the Corporation will give preference 
to the applications of such affected laid off Delphi 
employees with seniority, at that new location as a 
new hire. 

It is understood that such consideration for employ­
ment will only be extended to such laid off Delphi 
employees after all other prior contractual commit­
ments and other obligations have been met with re­
spect to hiring at the new location. 

In order to receive consideration for hire under this 
policy it will be necessary for such laid off Delphi 
employees to make application in person at that new 
facility." 

Any complaints regarding the application of this 
policy may be taken up with the Delphi Management 
by the Local Shop Committee and if not resolved, 
may be reviewed by the Labor Relations Staff of the 
Corporation and the International Union; however, this 
policy shall not be the basis for any claims for back 
wages or any form of retroactive adjustments. 
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Doc No. 60 

STATEMENT OF POLICY REGARDING 
EMPLOYMENT OF LAID OFF DELPHI 
ENERGY AND CHASSIS SYSTEMS 

EMPLOYEES - OUTSIDE DAYTON AREA 

During the current Negotiations, the parties dis­
cussed the subject of USWA-represented employees 
who are permanenty laid off from their_Delphi Auto­
motive Systems plant. 

Accordingly, the Corporation assured the Union that 
USWA-represented employees of Delphi Automotive 
Systems with one or more years seniority who are 
permanently laid off in a reduction in force will be 
given consideration for employment as a new hire in 
other Delphi plants. 

It is understood that such consideration for employ­
ment will only be extended to such laid off Delphi 
employees after all other prior contractual commit­
ments and other obligations have been met. 

In order to receive consideration for hire under this 
policy, it will be necessary for such laid off Delphi 
employees to make application in person at the 
facility(s) at which they desire consideration. 

Any complaints regarding the application of this 
policy may be taken up with the Delphi Management 
by the Local Shop Committee and if not resolved, 
may be reviewed by the Labor Relations Staff of the 
Corporation and the International Union; however, this 
policy shall not be the basis for any claims for back 
wages or any form of retroactive adjustments. 
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Doc No. 63 

MEMORANDUM OF UNDERSTANDING 
REGARDING TRANSFER OF 

OPERATIONS AT DELPHI ENERGY AND 
CHASSIS SYSTEMS 

It is agreed between the parties that agreements reached 
during the 1982 Negotiations regarding the transfer of 
operations at Delphi Energy and Chassis Systems will 
be subject to review between the Corporation, the 
UAW, the IUE and USWA. 

Disputes arising from this review will be discussed in 
an attempt to reach a satisfactory adjustment of such 
disputes. 

International Union Delphi Automotive Systems 
USWA Local 87 Delphi Energy and 

Chassis Systems 
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Doc No. 62 

EXPANSION OF OPERATIONS 

December 8, 1999 

Mr. Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 

* Dayton, Ohio 45417 

Dear Mr. Bingham: 

[ This will confirm our verbal commitment that dur­
ing the term of the current Main Agreement where 

1 there is an expansion of operations of the USWA-
i represented plants of Delphi Automotive Systems in 
I Dayton/Home Avenue and surrounding communities 

for the purpose of producing products similar to those 
now being produced in those plants, such expansion 
of operation shall be regarded as an accretion to the 
existing USWA unit and recognition will be extended 
to the USWA as the collective bargaining representa­
tive for employees traditionally represented by the 
USWA provided that extending recognition does not 
violate existing law, 

Very truly yours, 

Bernard .1. Quick 
Director Labor Relations 
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(d) Courses taken to complete the requirement for 
a grammar school certificate or high school 
diploma. 

(e) Any literacy course or courses in fundamental 
reading and mathematics. These include 
courses usually designed to teach sixth grade 
competency in reading, writing and numerical 
skills. 

(fj Any required or pertinent elective courses taken 
in a degree-seeking program in a Field related 
to the employee's job or appropriate to his/her 
career in Delphi Automotive Systems. 

Additionally, the spouse or dependent children of a 
deceased'active employee will be entitled to utilize 
the remaining balance of the employee's annual Tu­
ition Refund eligibility for college or educational pur­
suits during a period of one year following the date of 
the employee's death. 

In addition to the above, an employee who is laid 
off due to the closing of the plant, and, at the time of 
such layoff, had five (5) or more years of seniority, 
may utilize the Tuition Refund Program for the pur­
pose of vocational training to qualify for any available 
or potential employment opportunities. This expanded 
tuition refund eligibility shall not exceed $I.535/$2.535 
for courses taken at an accredited college and the 
employee must apply for such refund within 24 months 
from the effective date of layoff. 

Very truly yours, 

Ralph E. Handley 
t Executive Director 

Industrial Relations 
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Doc No, 64 

TUITION REFUND PROGRAM 

December 8, 1999 

Mr. Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

Delphi Automotive, Systems offers and administers 
a Tuition Refund Program under which employees 
will, under such terms and conditions as the Corpora­
tion may from time to time establish, receive a tuition 
refund not to exceed $1.535 for the calendar year 
($2.535 for the calendar year for approved courses 
taken at an accredited college) upon completion of an 
approved job-related course at an approved educa­
tional or training institution during non-working hours 
while on the active role of the Company. Any refund 
made to an eligible employee will relate to the calen­
dar year of completion of the approved course or 
courses. 

The following programs are considered job related 
and will be approved when the needs cannot be met 
within the Corporation: 

(a) Courses which will improve the employee's 
skill on his present job. This includes courses 
designed to update employees in the technol­
ogy of their trade or occupation. 

(b) Courses which relate to the next job in the 
logical development of an employee's career. 

(c) Courses which will prepare an employee for 
openings that are expected to occur in the fu­
ture and for which a sufficient number of quali­
fied employees are not available. 
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Doc No. 64<A> 

RETIREE TUITION ASSISTANCE PLAN 
DELPHI AUTOMOTIVE SYSTEMS 

Decembers, 1999 

Mr. Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

This will confirm the understanding reached during 
the present negotiations that a Retiree Tuition Assis­
tance Plan (including personal enhancement courses 

, approved by recognized accreditation agencies and 
those approved by government education or training 
programs) for retired USWA (Local 87) represented 
Delphi employees shall continue to be funded under 
the Tuition Assistance Program. Retirees would be 
eligible to take classes approved on-site at the plant or 
local union hall at the location from which they re­
tired. The courses offered to retirees must be those 
that are available to the active workforce. 

The program provides up to $1.250 per calendar 
year per retiree for the prepayment of tuition and com­
pulsory fees for approved courses leading to credits or 
degrees only offered on-site by approved educational 
institutions or courses included in a special range of 
approved competency based courses, including non 
credit and non degree courses or activities.. 

The pjga will be administered by the Local Joint 
Activities Committee. The Committee has the author­
ity and discretion to interpret the terms of the pilot 
including, but not limited to, school and course ap­
proval, location of courses and program guidelines. 
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In addition, the grievance procedure set forth in the 
Delphi-USWA Agreement has no appJication to or 
jurisdiction over any matter related to this joint pro­
gram. 

Very truly yours, 

Bernard J. Quick 
Director Labor Relations 
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Doc No. 64{B) 

USWA-DELPH1 SCHOLARSHIP PROGRAM 
FOR DEPENDENT CHILDREN 

DELPHI AUTOMOTIVE SYSTEMS 

December 8, 1999 

Mr. Dennis Bingham 
President 
Local 87, USWA, AFL-CIO/CLC • 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr, Bingham: 

During these negotiations, the parties discussed the 
importance of continuing education for school-aged 
dependent children of USWA-represented employees. 
In this regard, the International Union and the Corpo­
ration have agreed to continue the USWA-Delphi 
Scholarship Program for Dependent Children. 

The joint committee established by the Local Joint 
Activities Committee will continue to direct the deliv­
ery of the program based on the following parameters: 

* Eligibility; Dependent children of active, retired, 
or deceased USWA-represented employees who are 
pursuing post-secondary education or training at an 
institution accredited by a governmental or nation­
ally recognized agency are eligible to apply for 
continuing education support. 

* Amount of Support: An annual voucher of up to a 
maximum of $1.250 will be distributed directly to 
the recipient's educational institution for tuition and/ 
or compulsory fees. 

* Funding: Funding for this program, including ad­
ministrative costs, will be provided through Joint 
National Funds. Total annual funding and expendi-
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tures for this program will be determined by the 
Local Joint Activities Committee. 

• Administrative procedures: The Program will be 
jointly administered by the National Joint Activi­
ties and Training Committee. 

• Payments under the USWA-Delphi Scholarship Pro­
gram for Dependent Children will be subject to 
applicable federal, state, and local income tax pro­
visions. 

The Grievance Procedure set forth in the current 
Delphi-USWA National Agreement has no applica­
tion to, or jurisdiction over, any matter related to this 
program. 

Very truly yours, 

Ralph E. Handley 
Executive Director 
Industrial Relations 
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Doc No. 65 

JOINT PROGRAM REPRESENTATIVES 

. Decembers, 1999 

Mr. Dennis Bingham • 
President . ' ' . 
Local 87, USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During these negotiations the parties discussed at 
length the need to focus our current joint program 
representatives on specific programs designed to-as­
sist our employees and the management in implemen­
tation of an improved working environment. 

Over the years, we have agreed to a number of 
different joint program representatives appointed by 
the International Union, USWA, and, in some cases, 
by the local management and union leadership to carry 
out and administer certain negotiated agreement pro­
grams in the following functions: • 

• Health and Safety 

• Joint Activities 

• Placement 

• Employee Assistance Program 

• Human Resource Development 

• Joint Training 

• Quality Network 

Each plant in Delphi Automotive Systems, depend­
ing on employee population, may have employees as­
signed to the above functions. Each time new programs 
have been negotiated, people were assigned to per-
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form the tasks associated with each, program to the 
extent that we now have several well-trained experts 
in those fields. The parties recognize that over the 
years priorities have shifted and, as a result, there is a 
need to carefully analyze the programs that currently 
require increased emphasis, such as, employee assis­
tance, health and safety,- etc. As a result, the parties 
have concluded that these well-trained resources can 
now be deployed or reassigned to programs requiring 
special attention. 

It is recognized that each plant location has its own 
unique culture and needs; therefore, the local joint 
leadership group (Plant Manager, Personnel Director, 
Local Union President and Local Union- Executive 
Board) will determine where their current full time 
representatives will be allocated to best serve the em­
ployees of the organization. It is recognized that at 
some locations additional representatives may be re­
quired to perform tasks associated with the newly 
determined local focus and at others less. In any event, 
the total number of new and current full-time joint 
program representatives shall not exceed the number 
provided for below: 

Plant Population Number of Representatives 
Up to 200 1 
201 to 400 2 
401 to 600 3 
601 to 1,000 4 
1,001 to 5,000 Ratio of 1:250 
5,001 and above Ratio of 1:275 

In the case of bargaining units between 1,001 to 
5,000 and 5,001 and above, the number of representa­
tives in a given bargaining unit will be determined by 
the number of represented employees (active, tempo­
rary layoff and Protected) divided by the appropriate 
ratio number. Where the fraction of the result is .5, 
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and above, the number will be rounded up to the next 
highest whole number and where the fraction is less 
than .5 rounded down to the whole number. 

Nothing in this agreement limits or is intended to 
interfere with any local mutually agreed upon projects 
or initiatives falling outside the scope of this docu­
ment that may provide additional staff resources to 
meet the specific objectives of the local parties, 

Following the effective date of this agreement, each 
plant will submit an updated plan for redeployment of 
these resources by February 1, 1994 in accordance 
with specific guidelines issued by the Corporation. 
Such plan will include the names and assignments for 
each of the local representatives assigned to Joint Pro­
grams and will be forwarded to the Corporation Labor 
Relations Staff for approval prior to implementation. 
Likewise, as individual plant needs and priorities 
change, the local parties are afforded the flexibility to 
submit revised plans for approval. 

' When plant population changes occur which would 
increase or decrease the number of representatives, 
such population changes must be in effect for a period 
of six consecutive months before such adjustment is 
made in the number of representatives, in which case 
such adjustment will be made at the conclusion of the 
six month period. In the event such population change 
results from the discontinuance or addition of a shift, 
the opening of a plant, or the cessation of a plant's 
operations, the adjustment in the number of represen­
tatives will be made within the first twenty working 
days following the first day such population change 
occurs. Other situations involving a sudden signifi­
cant change in the number of employees at a location 
may be discussed by the Corporation and the Union. 

When a reduction or increase in plant population 
calls for a change in the number of representatives, 
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the local parties will be required to submit a revised 
deployment of resources plan for approval! 

It is understood that the Representatives redeployed 
in these locally determined areas of special focus and 
attention may require additional training. It is agreed 
that such training will be provided utilizing National 
Training Funds subject to the approval of the National 
Joint Activities and Training Committee. 

It is agreed that such representatives shall function 
in accordance with governing provisions of the Delphi -
USWA Main Agreement germane to their area of fo­
cus. 

Longer range, the National Joint Activities and 
Training committee will establish a joint process aimed 
at effectively consolidating, simplifying, integrating, 
focusing and achieving better utilization of Joint pro­
grams at the plant level. ; 

The spirit and intent of this document is to provide 
increased focus on joint employee programs and to 
more fully utilize the experience and talents of the 
representatives assigned to joint programs. The par­
ties are committed to working together in a spirit of 
cooperation to improve our relationship and the effec­
tiveness of our joint programs. The result of such 
cooperation will improve the working environment in 
the plant for all employees, 

Any problems relating to the implementation of 
this'document may be raised by either party and it is 
understood that any necessary modifications may be 
made by mutual agreement between the Corporation 
and the Union. 

Very truly yours, 

Bernard .1. Quick 
Director Labor Relations 
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Doc No. 66 

STATEMENT ON 
TECHNOLOGICAL PROGRESS 

During current negotiations, the President of USWA 
Local 87 raised the issue of job security for USWA-
represented Delphi Automotive Systems employees. 

Historically, the parties have recognized that con­
tinuing improvement in the standard of living of rep­
resented Delphi employees depends upon technological 
progress, better tools, methods, processes and means 
of manufacturing, as well as a cooperative attitude on 
the part of all parties in such progress. 

The Corporation is mindful of the Union's concern 
regarding job security in the USWA bargaining unit 
and how such might be affected by new or advanced 
technology. Accordingly, the Committee on, Techno-
iogical Progress will meet periodically and will dis­
cuss the introduction of any new technological 
processes and the possible impact on job security for 
USWA-represented employees. 

It is recognized that advances in technology may 
alter, modify or otherwise change the job responsibili­
ties of represented employees at Delphi .Automotive 
Systems. 

Accordingly, where as a result of the initial intro­
duction of new or advanced technology it is antici­
pated that an impact on the job security of USWA-
represented employees may occur, the Management 
members of the Committee on Technological Progress 
will raise the matter with the Union members of the 
Committee. Such discussion will take place as far in 
advance of the implementation of the technological 
change as practicable. The Management will at that 
time describe for the Union the extent to which such 
technological changes may affect the job security of 
represented employees. The Management Committee 
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members will'afford the Union Representatives an 
opportunity to comment on the Management's plan 
and to give appropriate weight to those comments in 
light of all attendant circumstances. 

The Union has aiso voiced concern about the possi­
bility that new, technologically impacted bargaining 
unit work will not be awarded to represented employ-
ees because they are insufficiently trained to perform 
it. In view of the parties' interest in affording maxi­
mum opportunity for employees to progress with ad­
vancing technology, as part of the discussion, the 
parties shall seek to identify appropriate.specialized 
training programs so that employees will be capable 
of performing new or changed work normally per­
formed by represented personnel. If'reasonable, the 
Corporation will make such programs, available, en­
abling employees to be trained to. perform such work. 

It is understood that nothing in the above procedure 
shall serve to limit either parties' rights under the 
terms of the Main Agreement, or serve to confer rights 
not otherwise explicitly granted by the terms of such 
agreement. •. • • 

This statement serves to reaffirm the parties' mu­
tual interest in affording job security, and maximum 
opportunity for employees to progress with advancing 
technology. 
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Doc No. 67 

PRE-RETIREMENT COUNSELING 

December 8, 1999 

Mr. Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

This will confirm our understanding that the parties 
have agreed to continue the Pre-Retirement Counsel­
ing Program made available to employees in an effort 
to assist them in their personal planning prior to re­
tirement. The National Joint Activities and Training 
Committee may meet as required to explore and ana­
lyze the various other options available and may 
modify the program to meet the needs of Delphi Au­
tomotive Systems employees. 

The Program will be supported by joint training funds 
and will be jointly administered under the direction of 
the National Joint Activities and Training Committee. 

Very truly yours, 

Bernard J. Quick 
Director Labor Relations 
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Doc No. 68 

PRE-RETIREMENT LEAVE PROGRAM 

December 8, 1999 

Mr. Dennis Bingham 
President 
Local 87, USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

. During the discussions leading to the JOBS Pro­
gram in the 1993 Agreement, the parties addressed the 
desirability of having a mechanism to send Protected 
employees home in situations where a large group of 
Protected employees exists thus making it impractical 
to find meaningful assignments. 

The parties agreed that within 120 days of the ef­
fective date of the Agreement, they will develop a 
mutually acceptable Pre-Retirement Leave, Program 
that would permit the utilization of Protected employee 
position. Such leaves would be paid at 85% of straight 
time pay. ' . ' ' ' 

Eligibility shall be limited to employees who would 
be eligible for a regular early retirement based on 
attaining 30 years of service within twenty-four (24) 
months of participating in a pre-retirement leave. Upon 
attainment of 30 years of service, the participating 
employee will retire. The National JOBS Committee 
is authorized to make jointly approved modifications 
to the program, as necessary. 

Employees on pre-retirement leaves are considered 
to be Protected employees under the JOBS Program 
and will receive the same insurance benefits. 

Very truly yours, 

Bernard .1. Quick 
Director Labor Relations 
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Doc No. 69 ' 

GRIEVANCE PROCEDURE AND 
PROPER IMPLEMENTATION 

December 8, 1999 

Mr. Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During the discussions that led to the 1990 Collec­
tive Bargaining Agreement, the parties held lengthy 
discussions regarding the Grievance Procedure and its 
proper implementation. Both parties acknowledged that 
the Grievance Procedure has worked well over the 
years in resolving problems when it was properly ad­
ministered as outlined in the Main Agreement. 

The Union claimed that in some instances, the Griev­
ance Procedure provisions have not been properly 
applied relative to the intent of the Main Agreement. 
Specifically, the Union remarked that at certain times 
grievances were allowed to accumulate at the various 
steps of the Grievance Procedure and/or were not an­
swered in a timely manner at the lower steps of the 
procedure. The Union further claimed that in some 
cases Management representatives were not available 
for or were unwilling to schedule regular grievance 
meetings. The Corporation stated their concern that at 
times, Union Representatives demanded answers to 
grievances before Management had an opportunity to 
investigate the charges contained in the grievance. 

As a result of the foregoing, the parties reviewed 
the contents of Document No. 22 and Document No. 
23 and reaffirmed their mutual desire and intention to 

„assure that grievances will not be unduly delayed nor 
allowed to accumulate at any step in the Grievance 
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Procedure in any plant. Furthermore, it was recog­
nized that both parties have the responsibility to meet 
regularly on grievances in accordance with the terms 
of the Main Agreement and that such meetings should 
not unnecessarily be postponed or delayed. In this 
regard, the parties agreed that complaints in this area 
will be handled under the provisions of Paragraph 
(la) of the Main Agreement. Before such problems 
are referred from the plant, however, the situation will 
be discussed between the Chairman of the Shop Com­
mittee, the President of the Local Union and the Plant 
Manager and Personnel Director; 

Very truly yours, 

Bernard .1. Quick 
Director Labor Relations '• 
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Doc No. 70 

USWA-DELPH1 
MEMORANDUM OF COMMITMENT -

TO 
PRODUCT QUALITY 

During, the past several years, the Corporation, in 
cooperation with USWA leadership, together with the 
people of Delphi Automotive Systems, have worked 
together in a spirit of teamwork to improve product 
quality. This spirit of cooperation has resulted in sub­
stantia! improvement in the quality of the Corporation's 
products and services. 

Further, the parties recognize that the production of 
the highest quality, customer-valued products is es­
sential to secure the Corporation's position in the 
market and assure job security. The Corporation stated 
that high quality products have to be the result of a 
total quality process if Delphi Automotive Systems is 
to achieve its vision of being "Recognized By Our 
Customer as The Best Supplier1." 

Delphi Automotive Systems process for total qual­
ity management is the Quality Network - the one pro­
cess for total customer satisfaction. Although 
Management has the ultimate responsibility for the 
Quality Network, it is recognized that USWA leaders 
and members are valuable partners in the develop­
ment of the process, the action strategies, and its imple­
mentation plans. 

Such participation is reflected in the extensive ef­
forts both parties have devoted to the subject of qual­
ity, exemplified by the institution of quality councils 
at the plant and divisional levels. Further, the. parties 
during discussion of this document have restated their 
commitment to the Quality Network process- and to 
the successful implementation of this jointly devel­
oped quality strategy. This process includes continu­
ously improving the quality of everything we do and 
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eliminating waste in the manufacture of products and 
in services provided, and as a result, will serve to 
enhance the job security of all Delphi Automotive 
Systems employees. 

It is recognized that the point where product design, 
technology, and process and materials come together 
and must work in harmony is at the worker/supervisor 
level in the organization. High quality products result 
from a well managed process that motivates employ­
ees to work together within a spirit of teamwork to 
continuously improve customer satisfaction. In this 
process, it is recognized that seeking opportunities for 
continuously improving product quality must be the 
foundation for customer satisfaction. It is acknowl­
edged that it is ultimately management's responsibil­
ity to establish and assure product quality requirements 
and provide the processes for continuous quality im­
provement that supports all employees and are based 
on the Beliefs and Values. 

It is recognized that performance of high quality 
work is everyone's responsibility, and as a result, it is 
intended that the Quality Network Representative and 
USWA leadership working together with local man­
agement will reinforce other ongoing quality improve­
ment activities. 

Finally, the parties discussed the necessity for all 
Delphi employees to take individual responsibility for 
product quality, Management's business planning pro­
cess will include the necessity for providing employ­
ees with the appropriate training, methods and systems, 
materials, and equipment in an appropriate environ­
ment to perform their work. It is then incumbent upon 
employees to exercise diligence and properly perform 
their work to produce the highest quality, customer-
valued products. The general guidelines for the parties 
to provide additional support to employees in this 
quality improvement process are set forth in the 
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Bernard J. Quick letter dated December 8, 1999, and 
entitled "Quality Commitment", It is only through per­
sonal commitment from every Delphi employee to 
provide the highest quality, customer-valued products 
that we will satisfy our customers and maintain job 
security for all. 

IN WITNESS WHEREOF, the parties hereto.have 
caused their names to be subscribed by their duly 
authorized officers and representatives on this 8th day 
of December 8, 1999. 

Local 87, USWA Delphi Automotive Systems 

i 

t+ 
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Doc No. 71 

ERGONOMICS COMMITMENT 

December 8, 1999 

Mr. Dennis Bingham 
President 
Local 87, USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

Re: USWA-Delphi Ergonomics Agreement 

Pursuant to our discussions during these negotia­
tions Delphi Automotive Systems recognizes its com­
mitment to provide sufficient resources to achieve 
compliance with the provisions of this Agreement and 
the Tri-partite Agreement with Federal OSHA. The 

• President of each division will communicate and em­
phasize the importance of Delphi Automotive Sys­
tems ergonomics commitment to each of their 
respective facilities. The status of the ergonomics pro­
cess for each facility will be reviewed periodically at 
the Divisional Review Board. Discussions concerning 
significant problems or roadblocks will take place at 
these meetings. 

At the facility level, the Manager may designate 
one staff member to oversee the daily operations of 
the ergonomics process. However, the Manager re­
mains responsible for overall compliance. The Man­
ager and Shop Chairperson will review at least 
semi-annually the resource needs of the ergonomics 
process. 

The medical management of Cumulative Trauma 
Disorders (CTD's) is an essential component of the 
facility ergonomics process. The Corporate and Re­
gional Medical Directors are responsible for assuring 
that the local medical programs comply with the Delphi 
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Medical Management program. This program will be 
reviewed periodically for continuous improvement and 
elimination of unnecessary complexity. 

The Presidents and the Corporate Medical Director 
will communicate this information following ratifica­
tion of the new agreement. 

Very truly yours, 

Bernard J. Quick 
Director Labor Relations 
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Doc. No. 72 

GROWTH AND OPPORTUNITY 

December 8, 1999 

• Mr. Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During these negotiations, we have explored at 
length methods to preserve and increase the job op­
portunities of our employees - your members. Further, 
we have mutually recognized that the best potential 
for increased job opportunities is a growing and thriv­
ing Corporation fully competitive in all aspects of its 
business. 

During the discussions, and in response to your 
concerns regarding the outsourcing of USWA work, a 
new sourcing letter has been submitted providing a 
mechanism for meaningful advance Union involve­
ment so that the plant, division, or Corporate sourcing 
authority may objectively consider the Union's input. 
The Job Security (JOBS) Program provides job secu­
rity unmatched in American history. 

The major concern addressed by both the sourcing 
letter and the JOBS program is the retention of USWA 
jobs within the Corporation. The entire issue of job 
security, however, is broader than the continuation by 
the Corporation of its current business activities. The 
Jobs Program recognizes that long range job security 
must include opportunities in our traditional business 
lines and development of businesses in nontraditional 
fields providing jobs for our current employees and 
future job entrants. 
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The challenge to'the parties' is a serious one, requir­
ing the full range of all of our talent, experience and 
imagination. To enhance opportunities for employ­
ment growth, the parties agree to form a Growth and 
Opportunity Committee during the term of the current 
Agreement. This committee is charged with pursuing 
opportunities in non-traditional business areas with an 
overall view toward providing new jobs not currently 
included in the scope of Delphi Automotive Systems 
operations. 

Each feature of the total business opportunity must 
be examined including 1) the market for the product 
to be produced,-2) expenditures that are required for 
equipment or tooling, 3) the cost of any plant modern­
ization or rearrangement, including additions to an 
existing facility, 4) the availability, of the necessary 
technology, 5) the lease or purchase of a new facility, 
6) characteristics of the business including material, 
capital funds, and wage and benefit levels of other 
employers in the industry in which the new business 
will compete, 7) the nature of bargaining agreements 
needed to assure the new business is competitive, and 
8) the expected return on investment relative to the 
standard in the industry in which the new venture 
would compete. 

In analyzing the feasibility of entering into new 
business ventures the parties have agreed to call upon 
the full extent of Corporate and Union resources. As 
an indication of the seriousness of its commitment to 
employment growth through business diversification 
into non-traditional areas, the Corporation will make 
available up to $500,000 dollars of funding to provide 
for this program during the term of the current Agree­
ment. However, should the Growth and Opportunity 
Committee recommend new business funding in ex­
cess of this amount, the Corporation agrees to review 
such requests in accordance with the guidelines of this 
Document. These funds will be available for invest-
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ment in new business ventures including, as appropri­
ate, the establishment of separate Corporate organiza­
tional structures. 

Investment funds will be released on an "as re­
quired" basis. Only those ventures receiving concept 
approval and initial funding prior to the expiration of 
the current Agreement will be considered as firm com­
mitments by the Corporation. Accounting for fund 
expenditures will be the responsibility of the Growth 
and Opportunity Committee. 

This new program wi!! be administered by the 
Growth and Opportunity Committee. This Committee 
will be comprised of equal numbers of Corporate and 
Delphi-USWA representatives. It will be the responsi­
bility of the Committee to make recommendations to 
the Corporation and Union for concept approval and 
to request new venture funding from the Corporation 
for business opportunities deemed to be consistent 
with employment growth objectives of the program. 

The Growth and Opportunity Committee will be 
responsible to: 1) communicate to divisional and local 
management and to regional and local union represen­
tatives the full scope of this new business concept, 2) 
review and study the feasibility of proposals made by 
the local JOBS Committee regarding entry into new 
business ventures, 3) initiate studies necessary for a 
complete examination of new business ventures pro­
posed locally or by the Committee, 4) make presenta­
tions and recommendations to the National JOBS 
Committee, 5) report back, where appropriate, to the 
local JOBS Committee its findings and recommenda­
tions regarding a proposed new business venture, and 
6) devise means of encouraging the entire organiza­
tion, hourly and salaried, to participate in bringing 
new competitive business into the Corporation and 
creating new jobs. 
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The Growth and Opportunity Committee will be 
guided by the following when considering new busi­
ness venture proposals: 

1) The jobs created should be in areas in which 
there is no significant unionized domestic competi­
tion, or in the case of traditional areas, where the 
competition is non-union or outside the U.S. 

2) Work similar, but not identical to, work cur­
rently performed in-house, must be included for 
wage and benefit purposes under the Main Agree­
ment. Such proposals may include high risk or mar­
ginally profitable projects that Delphi Automotive 
Systems would otherwise not consider. 

3) Such new business ventures must be located 
completely separate from facilities under this Agree­
ment except for those described in Paragraph (2) 
above. 

Contingent upon the business climate and market 
proximity, we have agreed to pay particular attention 
to communities affected by the loss of Delphi-USWA 
employment opportunities. Accordingly, any newly 
created business venture developed through the ef­
forts of the Growth and Opportunity Committee will 
be expected to provide opportunities for new employ­
ees, with preference given to USWA represented em­
ployees laid off from or working at Corporation 
facilities. Therefore, to the extent permitted by law, 
the Corporation or other employer will recognize the 
USWA as the representative of the hourly employees 
working at businesses developed through the Growth 
and Opportunity Committee for the purpose of collec­
tive bargaining. In this regard, the parties recognize 
the need to develop innovative approaches to labor 
relations and commit to negotiating new collective 
bargaining agreements for each venture. 
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The'Growtfi 'arid^Opportunity" Committee'will re­
port periodically to the Delphi Strategy Board on their 
progress in identifying and developing viable oppor­
tunities for employment growth. 

The approach to job security and new business op­
portunity reflected in this agreement requires a rela­
tionship typified by trust and the mutual willingness 
to take risks in return for economic rewards and job 
opportunities. Our enthusiasm to search for "new busi­
ness must be shared by divisional and local manage­
ment and by union representatives. 

The success of this joint activity will be measured 
based upon results. Ahigh level of.commitment-will 
be required from all parties to enhance the potential 
for success. The commitment,of a full-time,effort to 
seek new employment opportunities should improve 
the overall effectiveness of the program. 

•Very truly yours, 

Bernard 1. Quick 
Director Labor Relations 
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Doc No. 73 

HEALTH AND SAFETY TRAINING 

December 8, 1999 

Mr. Dennis Bingham •„ 
President, Local 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

During these Negotiations the Union discussed the 
concerns regarding the Tri-partite Ergonomics Pro­
gram and the need for industrial hygiene training. 
Following negotiations the Local Ergonomics Com­
mittee will meet with the Management and Union 
Ergonomics Representatives to review the daily op­
erations of the Ergonomics activity to ensure that the 
proper procedures are in place. 

Further, it was agreed that one of the Union Health 
and Safety Representatives would be provided train­
ing in the area of Industrial Hygiene so as to assist the 
Regional Industrial Hygienist. 

Very truly yours, 

Bernard ,T. Quick 
Director Labor Relations 
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Doc. No. 74 

ECONOMIC ISSUES 

December 8, 1999 

Mr. Dennis Bingham 
President, Local 87 
USWA, AFL-CIO/CLC 
21 Abbey Avenue 
Dayton, Ohio 45417 

Dear Mr. Bingham: 

In discussions leading to this agreement the parties 
agreed that the provisions contained in the 20Q3 Na­
tional Agreement negotiated with the (JAW and IUE 
would be passed through to USWA Local 87 where 
the Agreement with Local 87 of the USWA has iden­
tical or substantially identical contractual or benefit 
provisions. In those cases where Local 87 does not 
have identical or substantially identical provisions, for 
example Legal Services and SUB, the parties will 
meet to discuss the applicability of those provisions to 
the Agreement between Delphi Automotive Systems 
and Local 87 of the USWA and the manner in which 
these items can be translated into the Dejghi-USWA 
Agreement. However, the parties agree that Local 87 
of the USWA will not be disadvantaged but will re­
ceive the same or equivalent improvements contained 
in the 2003 National Agreements between Delphi and 
the UAW and IUE. 

In the event the Union believes that they have not 
received equivalent treatment to the UAW or IUE, the 
matter will be presented to arbitration. The selection 
of the Arbitrator will be by mutual agreement. The 
parties will also prepare and exchange at least 30 days 
prior to the arbitration hearing a written brief contain-
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ing the issues in dispute and the parties position and 
supporting arguments. The arbitration hearing will be 
conducted in the manner prescribed in Paragraph (41) 
of the Main Agreement. The fees and expenses of the 
Arbitrator will borne in the manner provided in Para­
graph (40) of the Main Agreement. -

Very truly yours, 

Bernard J. Quick 
Director Labor Relations 
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Doc No. 75 

MEMORANDUM OF AGREEMENT 
CONTINUOUS IMPROVEMENT AND JOB 

SECURITY 

Memorandum of Agreement entered into this 8th day 
of December, 1999, between the Home Avenue/ 
Vandalia Plants, Delphi Energy and Chassis Systems. 
Delphi Automotive Systems and USWA Local 87. 

1. Objectives 

The parties have long recognized the common ob­
jective of providing job security and a stable eco­
nomic environment for the employees of the Delphi 
Energy and Chassis Systems Home Avenue/Vandalia 
facility. It is understood that to accomplish this objec­
tive the products of this facility must meet the expec­
tations of its customers in terms of cost, quality and 
delivery in order to remain viable in today's competi­
tive environment. In keeping with this common objec­
tive the parties agree to achieve the "following goals: 

• Improve operational effectiveness and operating 
costs at Home Avenue/Vandalia in order to be­
come competitive and enhance the long-term vi­
ability of the facility and job security of its em­
ployees. 

• Accelerate implementation of the Joint Job Secu­
rity Plan and its two tier wage agreement. 

• Achieve an agreement which enables the Home 
Avenue/Vandalia Plant operations to meet com­
petitive price reductions, be self-funding for capi­
tal requirements and provide a fair return on in­
vestment to the Corporation. " 
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II. Organizational Structure 

The parties believe that in order to implement a 
competitive local agreement an organizational struc­
ture must be adopted which facilitates the implemen­
tation of methods and practices which maximize the 
utilization of equipment (uptime), employee capabil­
ity, utilization (productivity) and achievement of world 
class quality. 

The parties agree that an organizational structure 
based on Natural Work Groups and the Team Leader 
Concept is consistent with this philosophy. This orga­
nizational structure is supported by the new classifica­
tion structure negotiated between the parties which 
facilitates implementation of self-directed work teams 
with employees who are more self-reliant with less 
need for traditional support activities. 

III. Job Security Commitment 

During the course of these Negotiations, the Union 
expressed concern regarding the issue of job security 
for Delphi Energy and Chassis Systems - Home Av-
enue/Vandalia employees. The concern expressed rela­
tive to this issue was long term job security protection 
as it relates to employee layoffs. 

To address this matter, Management agreed that no 
employee hired prior to December 1, 1996, would'be 
permanently.laid off for any reason except as pro­
vided for in Appendix "L", Section LD. In the event 
funding is exhausted pursuant to the funding provi­
sions of Appendix "L"'this Job Security commitment 
will nevertheless be continued for the full term of this 
Agreement. 

IV. This Agreement is subject to written notice of 
ratification by the Local Union to be submitted to the 
Local Management no later than December 8, 1999, 
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V; This agreement is entered into by the following 
Management and Union authorized officers and rep­
resentatives on the date and year first above written 
and will remain in effect until September 14, 2007. 

USWA 
Local Union 87 L 
AFL-CIO/CLC 
Dennis A. Bingham 
Curt Varner 
Vic Alexander 
Johnny Lewis Carroll 
Jim Hawkey 
Wayne C. Johnson 
Darrell Collins 
Mark Sizemore 
Kenny Rawlins 
Rose Carnell 
Jack Koelier 
Gary Adams 

Delphi Automotive 
Systems 
Bernard J. Quick 
Brenda D. Page 
James M. Petrie 

Delphi Chassis Systems 
John K. Harris 
Fred Alexander • 
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1999 DELPHI-USWA 

CONTRACT SETTLEMENT 

AGREEMENT 
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1999 DELPH1-USWA CONTRACT 
SETTLEMENT AGREEMENT 

Agreement dated this 8th day of December, 1999 
between Delphi Automotive Systems and the Interna­
tional Union, USWA, AFL-CIO/CLC and its Local 
87, hereinafter called the Union. 

The parties hereto agree as follows: 

1. NEW MAIN AGREEMENT 

A new Main Agreement to be dated December 8, 
1999, and to become effective as hereinafter provided 
in Paragraph (17) of this Agreement has been negoti­
ated by the parties hereto and consists of the provi­
sions of the Main Agreement between the parties dated 
January 20, 1997, except for the changes hereinafter 
noted: 

2. UNCHANGED PARAGRAPHS 

The following paragraphs and appendices of the Janu­
ary 20, 1997 Agreement as supplemented, shall be in­
cluded in the new Agreement without change: 
Introduction 
(7a) (9a) 
(7b) (10) 
(7c) (12) 
(7d) •" (I5b)(l) 
(7e) (15b)(2) 
(7g) (15dXD 
(7h) • (150 

(7j) (16) 
(7k) (17a) 
(7n) (19) 

(To) (19a) 
(7p) (21) 
(7q) (23a) 
(8b) (23aa) 
(8c) (23c) 

(23d) 
(23e) 
(24) 

(26) 
(28) 
(30) 

(31) 
(31b) 

(32) 
(32b) 
(33) 
(34a) 
(34b, 

(35) 
(36b) 

(36b)(l) 
<36b)(2) 

• • (36b)(3) 
(36b)(4) 
(36b)(5) 

• (36b)(6) 
(36c) 
(38b) 

(38(1) : 
. (39b) -

(43b) 
(45a)(4) -' 
(45b)(l) 
(45d) 
(47) 
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(47a) v 

(48) 

(49) 
(5 la) 
(51b) 

(51c) 

(SleXD 
(51e)(2) 

(510 
(51g) 

(5Ig)(!) 
(51g)(2) 

(51g)(3)- ' 
(52) 
(52a) 

(53) 
(54) 
(55) 

(55a)(2) 

(55a)(3) 
(55a)(4) 

(55a)(5) 

<55aX5)(a) 
(55a)(5)(b) 
(55aX5)(c) 

(55a)(6) 
(55a)(7) 

(56a) 

(56cXO 
<56c)(l)(a) 
(56c)(2) 
(57) 

(57a) 
(57b) 

(58) 
(59a) 

(60b)(3) 
(60b)(4) 
(60b)(4)(b) 

(61a)(2)(a) 

(6ia)(2)(b) 
<6!a)(2)(c) 
(6ia)(3) 

<6!a)(4) 
(6ia)(4)(a) 

(6!a)(4)(b) 
(61b)(l) 

(6Ib>(2> 
(62a) 

(62b)(I> 
(62c) 
(62d)(l) 

(62d)(2) 
(62d)(3) 

(62d)(6) 
(62d)(7) 

(62d)(7)(a> 
(62d)(9)_ 
(62e) 

(62f) 

' (62g)(2) 

(62g)(3) 
(62g)(4) 

(62g)<5) 
(62g)(5)(a) 

(62g)(5Xb) 
(62gX5)(c) 
(62g)(6) . 

<62g)<7) , 
(62i)(!) 

<62j)(I)(a). 

(62k)(l) 
(62k)(2) 

(62k)<3). 

(621) 
(62m) 
(62n) 

(62o) 

• (62p) * 

(62q)(!) 
(62q)(2)(a) 
(62q)(2)(b) 
(62q(2)(c> 
(62q)(3)(a). 

(62q)(3Xb) 
<62q)(4) 

(62q){4)(a) 
(62q)(4)(b) 

(62q}(4)(c) 
(62r)(3) 
(62r)(4) 

(62r)<4)<a) 
(62r)(4)(b) 

(62r){5)(b) 

(62rK5)(b)(3) 
(62FXSXb)(5Xa). 

• (62r)(5)(b)(5)(c) 
(62r)(5)(b)(7) 

(62r)(5)(b)(S) 
(62r)(5)(b)(H> 

(62r)(5Xb)()2)' 
• (62r)(7) • • 

(62r)(8)(d) 
(62r)(8)('f) .. 

(62r)(9) 
(62s)(3) 
(62s)(4) 

<62s)<5) 
(62v)(l) 

<62v)(3) 
(62w)(2) -

(62w)(3) 
(62x)(3)(b) , 

(62y)(5) . 
(63b)(2) 
(63b)(3) 

<63b)(3)(a) 

(63bX3Xb) 

(63bX3XO 
(63d) 
(63e) 

(65) 
(67) 

(72b) 
(74) 

(75) 
(76) 
(77) 

(78) , 
(79) 

(80) 
(81a) 

(Bib) 
(81c) 

(8 id) 
• (82) . 

(83) 

(84a) 
(84b) 

(84c) 
(85) ' 

(85a) 
(86a) 

(86a)(D 
(86a)(3) 
(86a)(4> 

(86b) • 
(S7) . 

(88) 
(88a).. 

(88b) 
(89) 

(90a) 
(91) 
(92a)(l) 

(92a)(2) 
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(92a)(3> 
(94b) . 
(94c) 
(94d) 

(94g) 
mil) 
(94i) 

(Ma) 
(96) 
(97) 

(98a)(3) 
(99) 
(100) 

(!0ia)(2) 
001a)(3) 
(101b) 

(10!c)(l> 

OOid) 

(tOIft 
<101g)(l) 
(10lg)(2) 

(10Ig)(3) 
OOlj) 

(101k) 

(!03) 
(!05a) 
t!05f) 

<105g) 
(106a) 
(!07a) 
(!07b) 

(109a) 
(1!0) 
( l i l ) 

3. AMENDMENTS, 

(512X1) 
(H2)(2) 

<U2)(3) 
(113) 

(H4) 
(115)(a) 
(H5)(b) 
(U5)(c) 
(115)<d) 

0 !5)(e) 

{115Xf) 
(116) 
(119) 
(H9a) 
(l!9b) 
(l!9i) 

. 0«9j) 

ADDITIONS, 

ni9k> 
(I19n) 
(U9o) 
(119s) 

(1190 
(119v) 

(I19w) 

<H9y) 
(123) 

(123X1) 
(123)(2) 

(126a)(3) 

(126aX4) 
(127s) 

(132) 
(133) 

SUBSTITUTIONS AND DELETIONS 

A. The following paragraphs and appendices of the 
January 20, 1997 Agreement, as supplemented, shall 
be amended, as initialed by the parties and attached 
hereto, and shall be included in the New Agreement. 
Preface 
(1) 
(2) 
(3) 
(4) • 

(4a) 

(5) ' 
(6) ' . 
(70 
(7i) 

(7!) 
(7m) . 
(70 
(7s) -

(70 

(7t)(l) 

(7t)(2) 
(70(3) 

<8a) 
(9b) 
(9c) 

(H) 
(13) 
(14) 

(14a) 

(15a)(l) 
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(36a) 
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(37) 
(38a) 
(38c) 

08e) 
(38e)(l) 
(38e)(2) 
(39a) 
(40) 

(41) . 
(42) 
(42a) 
(43a) 
(43c) 
(44) 

(45a) 
(45a)(l) 
(45a)(2) 
(45a)(3) 
(45b)(2) 
(45c) 
(46) 
(50) 

(51) 
(5 Id) 
(52b) 

(55a)(l) 
<55a)(8) 
<55a)<9) 
(56b) 

(56c)(3) 
(59) 
(60a) 
(60b) 
(6Ia)(I) 
(6(a)(2) 
(6UJ(4)(c). 
(61a)(5) 
(61b)(l) ' 
(61b)(3) 

(62b)(2) 
(62d) 
(62d)(4) 

(62d)(5) 
(62d)(7)(b) 
(62d)(7)(c) 
(62d)(8) 

(62d)(8)(a) 
(62d)(8)(b) 
(62g) .. 
(62g)(l> 
(62g)(8) 
(62g)(9) 
(62i)(2) 
(62j)(l). _ 
(62j)(2) 
(62j)(3) 
(62q)(2)_ . 
(62q)(3)' 

(62q)(5) - ' . 
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' (62r)(5)(b}(4) 
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(62r)(5)(b)(6) " 
(62r)(5)(b)(9) 
(62r)(5)(b)(I0) 
(62r)(5)(b)(I3) 
(62r)(5)(b)(14) 
(62r)(6) 
(62r)(8) 

<62rX8Xa) 
(62r)(8)(b) 
(62r)(8)(c) 

(62r)(8)(e) , 
(62r)(8)(g) 
(62rX8)(h) 
(62r)(8)(i) 

(62r)(8)G) 
(62r)(8)(k) 
(62r)(10) 

(62r){U) 
(62r)(l2) 
(62r)(i2)(a) 
(62s) 
(62s)(l) 

(62s)(2) 
(62t) 
(62u) 
(62v)(2) 
(62v)(4> 

(62v)(5) 
(62v)(6) • 
(62w)(l) 
(62w)(4) 

(62w)(5) 
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(62x)(2) 
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<62x)(3)(d)~ 
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(62y)(3) 
(62y)(4) . 
(62z)' 
(63a) 

(63a)(D 
(63b) 

(63b)(l) 
(63b)(4) . 
(63c) 
(64) 

•• (64a) 

(64b) 

(66) 
(68) 
(69) 
(70) 
(71) 
(72) 
(72a) 
(73) 
(86a)(2) 
(86a)(5) 
(90b) 
(92) 
(92a) 
(93a) 
(93b) 
(94a) 
(94d) 
(94e) 

(94f). 
(94j) 
(95) 
(98) 

' (98a)("l) 
(98a)(2) 
(98a)<4) . 
(98b) 
(101) 
(101a)(l) 
(I01c)(2) 
(lOle) 

(101g) 
(10Ig)(4) 
(lOlh) 

(101i) 
(1011) 
(1011X1) 
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(102) 
(104a) 
(104b) 
(104c) 
(105b) 
(105c) 
(105d) 
(!05e) 
(106) 

(106b) 
(108)" 

(108a) 
(109b) 

(109c) 
(J09d) 

(112) 

(1.15).. 
(117) 
(118) 
(119c) 
(l!9d) 
(119e) 
(1191) 
(119g) 
(119h) 

(1191) 
(119m) 
(H9p) 

(H9q) 
(H9r) 

(I19u) 
(119x) 

(!19z) 
(121) 
(122) 
(124) 
(125) 
(126) 
(126a){lKa) 

(126a)(2) 
(I26b) 

(126b)(l) 
(127b) 
(128) 
(129) 
(130) 

(131) 
(134) 

Appendix "A" \ 
Appendix "G" 
Appendix "J" 
Appendix "J-l" 
Appendix "J-2" 
Appendix "K" 
Appendix "L" 
Appendix "L" ~ Att. A 
Appendix "L" - Att. B 
Appendix "M" 
Appendix "N" 
Mem. of Understanding 
Joint Activities Mem. or 
Understanding Human 
Resources Dev. 

B. The following new paragraphs and appendices, 
also initiated by the parties and attached hereto, shall 
be included in the New Agreement. 

(93b) 

4. UNION BULLETIN BOARDS AND 
PUBLICATION RACKS 

The Union agrees to indemnify the Company against 
any and ail actions, charges, claims, damages or losses 
of any kind or nature whatsoever resulting from, aris­
ing out of, based upon, or attributable to (1) any ma­
terial posted or displayed on Union bulletin boards 
bearing the written approval of the President of the 
Local Union or the Chairman of the Shop Committee, 
or (2) the display and/or distribution through the Union 
Publication Racks of publications of the Local Union 
and International Union which have been certified to 
Management as official by the President of the Union; 
the Chairman of the Shop Committee or the interna­
tional Union Representative. 
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5. GRIEVANCES UNDER OLD AGREEMENT, , 

Grievances filed with Management prior to the ef­
fective date of the new Agreement, may be appealed 
to the Umpire and considered by him/her under the 
provisions of the January 20, 1997 Agreement. Griev­
ances Filed after the effective date of the new Agree­
ment shall be processed under the.applicable provisions 
of the new Agreement dated December 8, 1999. 

6. LOCAL AGREEMENT 

It is agreed that any written agreements, including 
but not limited to, local wage agreements, local se­
niority agreements, etc., entered into by the Local 
Union and Local Management after September 14, 
1999, currently in effect, shall continue as local agree­
ments between local Management and the Local Union 

• subject to their respective terminal-provisions, if.any, 
and subject to the provisions of the new Agreement 
for the life of the new Main Agreement.. Any local 
agreement without a termination clause shall termi­
nate without further action by either .party to such 
local agreement with the effective termination of the 
new Agreement, and such local agreement shall not 
be. terminated otherwise except as the parties to such 
local agreement may agree hereafter in writing. 

7. HIRING RATES 

An employee other than an employee hired pursu­
ant to the Joint Job Security Plan'Memorandum of 
Understanding and Agreement dated April 17, 1989, 
hired on or after the effective date of the new'Agree­
ment with a seniority date "at any Delphi Automotive 
Systems plant which predates the effective date of the 
1999 Agreement, shall be covered by the provisions 
of Paragraph (95) of the applicable Delphi-USWA 
Main Agreement in effect at the time the employee 
was hired. 
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An employee hired on or after the effective date of 
the new Agreement who had acquired seniority prior 
to such effective date and who thereafter is eligible 
for an adjusted seniority date pursuant to the provi­
sions of Paragraph (51e)(l) of the new Agreement 
shall be covered by the provisions of Paragraph (95) 
of the 1997 Delphi-USWA Main Agreement effective 
with the beginning of the first pay period following 
eligibility for such an adjusted date, 

The parties agreed that Paragraph (95) of the new 
Agreement is not intended to change any of the provi­
sions or applications of local wage rules or the Wage 
Rate Progression and Qualifying Periods Sections of 
the Main Agreement or change any of the provisions 
of, nor apply to any employee hired pursuant to, the 
Joint Job Security Plan Memorandum of Understand­
ing and Agreement dated April 17, 1989. However, 
where such wage rules are applied to employees who 
have not attained the maximum base rate of the Job 
classification and who are covered by Paragraph (95) 
of the new Agreement, the appropriate rate in Para­
graph (95) of the new Agreement will apply. 

An employee, who has received the hire rate and 
rate progression set forth in Paragraph (95) of the new 
Agreement and.who, at the expiration of seven hun­
dred and twenty (720) days of employment, is as­
signed or continues to be assigned to a job classification 
that has an extended training period, but has not com­
pleted the required time in such classification to re­
ceive the maximum base rate, will continue at the 
current rate or the rate specified in the local wage 
agreement for time worked in such classification, 
whichever is higher. Thereafter, such employee will 
receive a rate in accordance with the provisions of the 
local wage agreement. 

For the purpose of determining the respective rates 
specified in Paragraph (95) of the new Agreement, the 
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Engineering Method of Rounding specified in Docu­
ment 62 shall apply. 

8. MAIN AGREEMENT CHANGES AND/OR 
WAIVERS 

It is agreed that it may be beneficial for the Union 
and Management to consider alternative work sched­
ules or other means to improve the competitive posi­
tion at particular plant locations. It is further agreed 
that in order to facilitate and encourage such innova­
tions, it may be necessary to change and/or waive 
certain provisions of the Main Agreement and exhib­
its attached hereto. It is understood that any such 
change or waiver would not be effective unless ap­
proved in writing both by the Corporation Labor Re­
lations Staff and Union, and such changes would be 
effective only at the plant location(s) specifically des­
ignated. In addition, the parties agree that any local 
agreements negotiated pursuant to this paragraph will 
not be considered in conflict with any provision of the 
Main Agreement. 

9. BELATED SUPPLEMENTAL AGREEMENTS 

New supplemental agreements, including letters of 
understanding, are agreed to and shall be the same as 
those agreements currently in effect except that cer­
tain of them shall be revised and new ones agreed to 
as shown on the pages which are initialed by the ; 
parties. 

An amended Supplemental Agreement Covering 
Pension Plan, Exhibit A; an amended Supplemental 
Agreement Covering Life and Disability Benefits Pro­
gram, Exhibit B; an amended Supplemental Agree­
ment Covering Health Care Program, Exhibit C; an 
amended Supplemental Agreement Covering Income 
Security Plan, Exhibit D; an amended Supplemental 
Agreement Covering Guaranteed Income Stream Ben-
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efit Program, Exhibit E;" an "amended Supplemental 
Agreement'Covering Profit'Sharing Plan, Exhibit F; 
and an amended Supplemental Agreement Covering 
Personal Savings Plan, Exhibit G, are agreed to and 
renewed and shall be the same as those dated January 
20, 1997, except that they shall be revised as shown 
on the pages which are initialed by the parties, effec­
tive in accordance with and subject to the provisions 
of such pages. 

10. APPRENTICE SAFETY TRAINING 

During the course of the 1979 negotiations, the par­
ties agreed to a Basic Safety Training Guide covering 
all approved Delphi Standard Apprentice Training 
schedules. The 80 hours of safety instruction pro­
vided for will be incorporated into the shop,or related 
training schedules or a combination of both.* The total 
shop training shall remain 7,328 hours and the total 
related training shall remain 576 hours. The portion 
of the 80 hours to be provided as shop training shall 
be subtracted from existing "Optional Hours". The 
balance of the 80 hours shall be provided as related 
training. 

When the method of providing this safety training 
has been jointly established locally, it shall be re­
viewed by the Local Apprentice Committee and the 
Local Joint Committee on Health and Safety and a 
copy of .each revised schedule shall be forwarded to 
the Delphi Labor Relations Staff, for approval. The 
schedules revised in accordance with this agreement 
will be adopted.for those apprentices presently in the 
training program to the extent that they can be inte­
grated into such revised programs "without interfering 
with the progress of the apprentice. 
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11. JOINT JOB SECURITY PLAN MEMORANDUM 
OF UNDERSTANDING AND AGREEMENT 

All employees hired on or after April 17, 1989 are 
covered by the Joint Job Security Plan Memorandum 
of Understanding and Agreement dated April 17, 1989 
and their employment is in accordance with and sub­
ject to the provisions of that Agreement. Nothing in 
this new Main Agreement modifies and/or alters the 
terms and conditions of the April 17, 1989 Joint Job 
Security Plan Memorandum of Understanding and 
Agreement. 

12. RATIFICATION AND EFFECTIVE DATE 

a. The new Agreement shall become effective on 
the first Monday following the date on which the 
Company receives satisfactory notice from the Inter­
national Union that the new Agreement has been rati­
fied by the Union membership provided that the 
Corporation receives said notice from the International 
Union on or before December 8,' 1999. 

b. No provision of the new Agreement shall be 
retroactive prior to the new date such Agreement be­
comes effective, unless otherwise specifically stated 
therein. 

13. COUNTERPART SIGNATURES 

The signatures hereon shall be applicable to each of 
the various written agreements to which each party 
has committed itself in the same manner and with the 
same effect as if physically subscribed thereon. 

The parties hereto, each by its duly authorized offi­
cials and representatives hereby accept this Contract 
Settlement Agreement and each and all terms and 
conditions thereof. 
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USWA 
Local Union 87 • '. 
AFL-CIO/CLC 
Dennis A. Bingham 
Curt Varner 
Johnny Lewis Carroll 
Vic Alexander 
Jim Hawkey 
Wayne C. Johnson 
Darrell Collins 
Mark Sizemore 
Kenny Rawlins 
Rose Camell 
Jack Koeller 
Gary Adams 

Delphi Automotive 
Systems 
Bernard J. Quick 
Steven L. Gebbia 
Brenda D, Page 
James M. Petrie 
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20 21 22 23 24 25 26 
27 28 29 30 ^ . 

JULY 
S M T W T f S 

1 2 3 
4 5 6 7 8 9 10 

11 12 13 14 15 16 17 
18 19 20 21 22 23 24 
25 26 27 28 29 30 31 

AUGUST 
S M T W T F S 
1 2 3 4 5 6 7 
8 9 10 11 12 13 14 

15 16 17 Ifl 19 29 21 
22 23 24 25 26 27 28 
29 30 31 

SEPTEMBER 
S M T W T T S 

1 2 3 4 
5 .6 7 8 9 10 11 

12 13 14 15 16 17 1B 
19 20 21 22 23 24 25 
26 27 28 29 30 

OCTOBER. 
S M T W T F $ 

1 2 
3 4 5 6 . 7 6 9 

10 11 12 13 14 15 16 
17 tS S9 20 21 22 23 
24 25 26 27 28 29 30 
31 

NOVEMBER 
S M T W T F S 

1 2 3 4 5 6 
7 8 9 10 11 12 13 

14 IS 16 17 18 19 20 
21 22 23 24 25 26 27 
28 29 30 

DECEMBER 
S M T W T F 5 

1 2 3 4 
5 6 7 8 S 10 11 

12 13 14 15 m 17 13 
19 20 21 22 23 24 25 
26 27 28.29 30 31 



2005 
JANUARY 

S M T W T F S 
1 

2 3 4 5 6 7 8 
9 10 11 12 13 14 15 

16 17 18 19 20 21 22 
23 24 25 28 27 28 29 
30 31 

FEBRUARY 
5 M T W T F S 

1 2 3 4 5 
6 7 8 9 10 11 12 

13 14 15 16 17 18 19 
20 21 22 23 24 25 26 
27 2 8 ' 

MARCH 
5 M T W T F S 

1 2 3 4 5 
6 7 8 9 10 11 12 

13 14 15 16 17 18 19 
20 21 22 23 24 25 26 
27 28 29 30 31 

APRIL 
S M T W T F S 

1 2 
3 4 5 6 7 3 9 

10 11 12 13 14 15 16 
17 18 19 20 21 22 23 
24 25 26 27 28 29 30 

MAY 
S M T W T F S 
1 2 3 4 5 6 7 
S 9 10 11 12 13 14 

15 16 17 13 19 20 21 
22 23 24 25 26 27 28 
29 30 31 

JUNE 
S M T W T F S 

1 2 3 4 
5 6 7 8 9 10 11 

12 13 14 15 16 17 18 
19 20 21 22 23 24 25 
28 27 28 29 30 

JULY 
S M T W T F S 

1 2 
3 4 5 6 7 8 9 

10 11 12 13 14 15 16 
17 18 19 20 21 22 23 
24 25 26 27 28 29 30 
31 

AUGUST 
S M r W T f 5 

1 2 3 4 5 6 
7 8 9 10 11 12 13 

14 15 16 17 18 19 20 
21 22 23 24 25 26 27 
28 29 30 31 

SEPTEMBER 
S M T W T F S 

1 2 3 
4 5 6 7 8 9 10 

11 12 13 U 15 16 17 
18 19 20 21 22 23 24 
25 26 27 28 29 30 

OCTOBER 
S M T W T f S 

1 
2 3 4 5 6 7 8 
9 10 11 12 13 14 15 

16 17 18 19 20 21 22 
23 24 25 26 27 28 29 
30 31 

NOVEMBER 
5 M T W T f S 

1 2 3 4 5 
6 7 8 9 10 11 12 

13 14 15 16 17 18 19 
20 21 22 23 24 25 26 
27 28 29 30 

DECEMBER 
5 M T W T F S 

1 2 3 
4 5 6 7 8 9 10 

11 12 13 14 15 16 17 
18 19 20 21 22 23 24 
25 26 27 28 29 30 31 

2006 

JANUARY 
$ M T W T f S 
1 2 3 4 5 6 7 
8 9 10 11 12 13 14 

15 16 17 18 19 20 21 
22 23 24 25 26 27 28 
29 30 31 

FEBRUARY 
5 M T W T F 5 

1 2 3 4 
6 6 7 8 9 10 11 

12 13 14 15 16 17 18 
19 20 2! 22 23 24 25 
26 27 26 

MARCH 
s M r w r F s 

1 2 3 4 
5 6 7 $ a 10 1! 

12 13 14 15 16 17 18 
19 20 21 22 23 24 25 
26 27 28 29 30 31 

APRIL 
S M T W T F S 

1 
2 3 4 5 6 7 8 
9 10 11 12 13 14 15 

16 17 18 19 20 21 22 
23 24 25 26 27 28 29 
30 

MAY 
S M T W T F S 

1 2 3 4 5 6 
7 8 9 10 11 12 13 

14 15 16 17 18 19 20 
21 22 23 24 25 26 27 
28 29 30 31 

JUNE 
S M T W T F S 

1 2 3 
4 5 6 7 8 9 10 

11 12 13 14 15 16 17 
18 19 20 21 22 23 24 
25 26 27 28 29 30 

JULY 
S M T W T F s 

t 
2 3 4 5 6 1 8 
9 10 11 12 13 14 15 

16 17 18 19 20 21 22 
23 24 25 26 27 28 29 
30 31 

AUGUST 
5 M T W T f S 

1 2 3 4 5 
6 7 6 9 10 11 12 

13 14 15 16 17 18 19 
20 21 22 23 24 25 26 
27 28 29 30 31 

SEPTEMBER 
S M T W T F S 

1 2 
3 4 5 6 7 8 9 

10 11 12 13 14 15 16 
17 18 19 20 21 22 23 
24 25 26 27 28 29 30 

OCTOBER 
S M T W T f S 
1 2 3 4 5 6 7 
8 9 10 11 12 13 14 

15 16 17 18 19 20 21 
22 23 24 25 26 2? 28 
29 30 31 

NOVEMBER 
S M T W T F S 

1 2 3 4 
5 6 7 8 9 10 11 

12 13 14 15 15 17 18 
19 20 21 22 23 24 25 
26 27 28 29 30 

DECEMBER 
S M T W T F S 

1 2 
3 4 5 6 7 8 9 

10 11 12 13 U 15 16 
17 18 19 20 21 22 23 
24 25 26 27 28 29 30 
31 



2007 
JANUARY 

S M T W T f S 
1 2 3 4 S 6 

7 8 9 10 11 12 13 
14 15 16 17 18 19 20 
21 22 23 24 25 26 27 
28 29 30 31 

FEBRUARY 
S M T w T F S 

1 8 3 
4 5 6 7 8 9 10 

11 12 13 14 IS 16 17 
18 19 20 21 22 23 24 
25 26 27 28 

MARCH 
S M T W T F S 

1 2 3 
4 S B 7 9 9 10 

11 12 13 14 15 16 17 
18 19 20 21 22 23 2* 
25 26 27 28 29 30 31 

APRIL 
S M T W T F S 
1 2 3 4 5 6 7 
8 9 10 11 12 13 u 

15 16 17 18 19 20 21 
22 23 24 25 26 27 26 
29 3D 

MAY 
5 M T W T F S 

1 2 3 4 5 
6 7 8 9 10 11 12 

13 14 15 16 17 18 19 
20 21 22 23 24 25 26 
27 26 29 30 31 

JUNE 
S M T W T F 5 

1 2 
3 4 5 6 7 8 9 

10 11 12 13 14 15 16 
17 18 18 20 21 22 23 
24 25 26 27 28 29 30 

JULY 
$ M T W T F S 
1 2 3 4 5 6 7 
3 9 10 11 12 13 14 

15 16 17 18 19 20 21 
22 23 24 25 28 27 28 
29 30 31 

AUGUST 
S M T W T F S 

1 2 3 4 
5 6 7 6 9 10 11 

12 13 14 15 16 17 18 
19 20 21 22 23 24 25 
26 27 28 29 3D 31 

SEPTEMBER 
5 M T W T F $ 

1 
2 3 4 5 6 7 8 
9 10 11 12 13 14 15 

16 17 18 19 20 21 22 
23 24 25 26 27 28 29 
30 

OCTOBER 
S M T W T F 5 

1 2 3 * 5 6 
7 8 9 10 11 12 13 

14 15 16 17 18 19 20 
21 22 23 24 25 26 27 
28 29 30 31 

NOVEMBER 
S M T W T F S 

1 2 3 
4 5 $ 7 $ 9 10 

11 12 13 14 15 16 17 
18 19 20 21 22 23 24 
25 26 27 28 29 30 

DECEMBER 
S M T W T F S 

1 
2 3 4 5 6 7 8 
9 10 11 12 13 14 15 

16 17 18 19 20 21 22 
23 24 25 26 27 28 29 
30 31 

2008 

JANUARY 
5 M T W T F S 

1 2 3 4 5 
6 7 8 9 10 11 12 

13 U 15 16 17 18 19 
20 21 22 23 24 25 2B 
27 28 29 30 31 

FEBRUARY 
S M T W T F $ 

1 2 
3 4 5 6 7 8 9 

10 11 12 13 14 15 16 
17 18 19 20 21 22 23 
24 25 26 27 28 29 

MARCH 
5 M T W T F $ 

1 
2 3 4 5 6 7 8 
9 10 11 12 13 14 15 

'16 17 18 19 20 21 22 
23 24 25 26 27 28-29 
30 31 

APRIL 
5 M T W T F S 

1 2 3 4 5 
6 7 $ 9 10 11 12 

13 14 15 16 17 18 19 
20 21 22 23 24 25 26 
27 28 29 30 

MAY 
S M T W T F S 

1 2 3 
4 5 6 7 8 9 10 

11 12 13 14 15 16 17 
18 19 20 21 22 23 24 
25 26 27 28 29 30 31 

JUNE 
S M T W T F S 
1 2 3 4 5 6 7 
8 9 10 11 12 13 14 

15 16 17 IB 19 20 21 
22 23 24 25 26 27 28 
29 30 

JULY 
S M T W T F 5 

1 2 3 4 5 
• 6 7 B 9 10 11 12 
13 14 15 16 17 18 19 
20 21 22 23 24 25 26 
27 28 20 30 31 

AUGUST 
S M T W T F S 

1 2 
3 4 5 6 7 8 9 

10 11 12 13 14 15 16 
17 18 19 20 21 22 23 
24 25 26 27 28 29 30 
31 

SEPTEMBER 
S M T W T F S 

1 2 3 4 5 6 
7 8 9 10 11 12 13 

14 15 16 17 18 19 20 
21 22 23 24 25 26 27 
28 29 30 

OCTOBER 
S M T W T F S 

1 2 3 4 
5 6 7 B 9 10 11 

12 13 14 15 16 17 18 
19 20 21 22 23 24 25 
26 27 28 29 30 31 

NOVEMBER 
5 M T W T F 5 

1 
2 3 4 5 6 7 8 
9 10 11 12 13 14 15 

16 17 18 19 20 21 22 
23 24 25 26 27 28 29 
30 

DECEMBER 
S M T W T F 5 

1 2 3 4 5 6 
7 8 9 10 11 12 13 

14 15 16 17 16 19 20 
21 22 23 24 25 26 27 
28 29 30 31 



NOTES 
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DELPHI CORPORATION 
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