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AGREEMENT

The parties to this Agreement, dated May 31, 2001,
amending and extending the Agreement of May 31, 1996,
shall be United Steelworkers of America (“Union” or
“USWA™) and Alcoa Inc. (*“Company”). The provisions of
this Agreement shall become effective June 1, 2001, except as
otherwise expressly provided herein.

If any plant with a collective bargaining unit subject
to this Agreement is transferred to a subsidiary or an affiliate
where the Company has greater than a 50% interest, the
collective bargaining unit shall continue to be covered by this
Agreement and such subsidiary or affiliate shall be a party to
this Agreement.

ARTICLE 1. PURPOSE AND SCOPE
Section 1. Coverage

1t is the intent and purpose of the parties to set forth
certain agreements pertaining to wages, hours, and working
conditions to be observed between the parties, and to provide
procedures for the prompt and equitable adjustment of
grievances,

Section 2. Recognition and Successorship

A. The Company recognizes the International Union,

United Steelworkers of America, as the exclusive collective
bargaining agency for those employees of the Company in its
Alcoa, Tennessee; Badin, North Carolina; Bauxite, Atkansas;
Point Comfort, Texas; and Rockdale, Texas plants for which
the Union has heretofore been certified or determined by the
National Labor Relations Board, or for whom the Company
has recognized the Union as the exclusive bargaining agency.

B. 1f the Company selis an entire plant, or an
organizationally distinct operation thereof, subject to this
Labor Agreement, and the purchaser intends to operate the
same business at the same location within one (1) year of the
sale, the purchase and sale agreement will require the
purchaser to:
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1. Extend offers of employment only to members
of the Company’s collective bargaining unit until
the purchaser has a full complement of such
employees it needs to perform work covered by
the Company’s collective bargaining unit or until
the purchaser has extended offers of employment
to all members of the Company’s collective
bargaining unit;

2. Maintain a preferential applicant pool of
members of the Company’s collective bargaining
unit who are not initially employed by the
purchaser pursuant to ltem 1 above, and to
extend offers of employment only to members of
that pool for the purchaser’s bargaining unit
work, as the purchaser’s needs arise, for a period
of three (3) months from the commencement of
the purchaser’s production operations, or until
the purchaser has extended offers of employment
to all members of the Company''s collective
bargaining unit whichever occurs first; and

3. Recognize the Union as the collective bargaining
representative of the unit that performed
bargaining unit work for the Company upon the
purchaser hiring a substantial and representative
complement of the employees it needs to
perform such unit work.

The Company will have completely fulfilled its
obligations under this successorship provision if the purchase
and sale agreement contains the terms described in Ttems 1-3,
the purchaser makes the offers specified in Item | contingent
upon the closing of the transaction contemplated in the
purchase and sale agreement, and the Company offers its
services as a facilitator during negotiations for a labor
agreement between the purchaser and the Union. The
Company will have no obligation under this successorship
provision if the purchaser commits to the Company that it
does not intend to operate the same business at the same
location within one (1) year of the sale. Moreover, this
successorship provision does not apply to the sale of a plant
which has been closed for at least six (6) months or to the
separate sale of equipment and/or real estate, including
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buildings, not intended to be operated within one (1) year after
sale as the same business at the same location.

Section 3. Direction of Working Forces

Except as may be limited by the provisions of this
Agreement, the operation of the planis and the direction of the
working forces, including the right to hire, lay off, suspend,
dismiss, and discharge any employee for proper and just cause
are vested exclusively with the Company.

A selection of an individual to fill any job of a
supervisory nature not included in the bargaining unit is the
exclusive determination of the Company.

Section 4. Negotiation of Excluded Matters

Any matter pertaining to hours and working
conditions not covered by this Agreement and not determined
in negotiations of this Agreement is subject to negotiations
between the Company and representatives of the Union at all
times.

Section 5. Other Agreements

A. Local agreements in effect as of May 8, 1947, on
matters covered by this Agreement and which are not in
conflict with this Agreement and which apply or interpret the
terms of this Agreement will remain in effect for the period of
this Agreement unless modified or terminated by agreement of
the local Union and the local Management.
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B. Local agreements in effect as of May 8, 1947, on
matters not covered by this Agreement are not subject to or
affected by this Agreement unless and until a written
agreement, so stating, is executed by the local Union and a
representative of the [nternational Union and the local
Management.

C. Any local agreement negotiated subsequent to
May 8, 1947, applying or intetpreting the terms of this
Agreement shall be in writing and signed by the local Union
and a representative of the International Union and the plant or
works manager in order to be valid in any future application of
the terms of this Agreement.

ARTICLE II. UNION MEMBERSHIP
AND CHECK-OFF

A. Union Membership

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

2. Each employee hired on or after August 1, 1956,
shall, as a condition of employment, beginning on the 30th
day following the beginning of such employment or the
effective date of this Agreement, whichever is the later,
acquire and maintain membership in the Union.

3. On or before the last day of each month, the
Union shall submit to the Company a notarized list showing
separately for each plant the name, department and clock
number of each employee who shall have become a member
of the Union in good standing other than through the
procedures pursuant to Paragraph A-2 above since the last
previous list of such members was furnished to the Company.
The Company shall continue to rely upon the membership lists
which have been certified to it by the Union in the past subject
to revision by the addition of new members certified to it by
the Union to the date of this Agreement and to the deletion of
the names of employees who have withdrawn from
membership prior to the date of this Agreement.

13



For the purpose of this Article, an employee shall not
be deemed to have lost his membership in the Union in good
standing until the International Treasurer of the Union shall
have determined that the membership of such employee in the
Union is not in good standing and shall have given the
Company a notice in writing of that fact.

The foregoing provisions shall be effective in
accordance and consistent with applicable provisions of
federal and state law.

B. Check-Off

1. The Company will check-off monthly dues,
assessments and initiation fees each as designated by the
International Treasurer of the Union, as membership dues in
the Union, on the basis of individually signed voluntary
check-off authorization cards in forms agreed to by the

Company and the Union.

2. At the time of employment, the Company will
suggest that each new employee voluntarily execute an
authorization for the check-off of union dues in the form
agreed upon. A copy of such authorization card for the
check-off of union dues shall be forwarded to the financial
secretary of the local Union along with the membership
application of such employee.

3. New check-off authorization cards, other than
those provided for by Paragraph B-2 above will be submitted
to the Company through the financial secretaries of the local
Unions at intervals no more frequent than once each month.
On or before the last day of each month, the Union shall
submit to the Company a summary list of cards transmitted in
each month.

4. Deductions on the basis of authorization cards
submitted to the Company shali commence with respect to
dues for the month in which the Company receives such
authorization card or in which such card becomes effective,
whichever is later, Dues for a given month shall be deducted
from the first pay closed and calculated in the succeeding
month.
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5. In cases of earnings insufficient to cover
deduction of dues, the dues shall be deducted from the next
pay in which there are sufficient earnings, or a double
deduction may be made from the first pay of the following
month, provided, however, that the accumulation of dues shall
be limited to two months. The international treasurer of the
Union shall be provided with a list of those employees for
whom a double deduction has been made.

6. The Union will be notified of the reason for
nontransmission of dues in case of interplant transfer, layoff,
discharge, resignation, leave of absence, sick leave,
retirement, or insufficient earnings.

7. Unless the Company is otherwise notified the only
union membership dues to be deducted for payment to the
Union from the pay of the employee who has furnished an
authorization shall be the monthly union dues. The Company
will deduct the initiation fees when notified by notation on the
lists referred to in Paragraph 3 of this subsection, and
assessments as designated by the international treasurer. With
respect to check-off authorization cards submitted directly to
the Company, the Company will deduct initiation fees unless
specifically requested not to do so by the International
Treasurer of the Union after such check-off authorization
cards have become effective. The International Treasurer of
the Union shall be provided with a list of those employees for
whom initiation fees have been deducted under this Paragraph.

8. The provision of this subsection B shall be
effective in accordance and consistent with applicable
provisions of federal law.

C. Service Charge

The following provisions to the extent that they are
lawful shall apply:

Each employee covered by this Agreement who fails
to acquire or maintain membership in the Union shall be
required as a condition of employment, beginning on the 31st
day following the beginning of such employment, or the date
of signing this amended Agreement, whichever is later, to pay
to the Union each month a service charge as a contribution
toward the administration of this Agreement and the
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representation of such employee. The service charge for the
first month shall be in an amount equal to the Union's regular
and usual initiation fee and monthly dues, and for each month
thereafter in an amount equal 10 the regular and usual monthly
dues.

D. Indemnity Clause

. The Union shall indemnify and save the Company

harmless against any and all claims, demands, suits, or other
forms of lability that shall arise out of or by reason of action
taken or not taken by the Company for the purpose of
complying with any of the provisions of this Article, or in
reliance on any list, notice or assignment furnished under any
of such provisions.

ARTICLE III. WAGE MANUAL, STANDARD
HOLURLY RATESANDPERFORMANCE PAY

A, Wage Manual

The Wage Manual which became effective April 2,
1956, by agreement between the parties, as amended, is
hereby incorporated by reference as a part of this Agreement
and shall continue in effect for the same term and under the
same conditions as this Agreement. The Standard Hourly
Rates and the wage rates for the job classifications covered by
this Agreement will not be changed for the period of this
Agreement except by mutual agreement or except as changes
are made under Article [V (New or Changed Job
Classifications).

B. Standard Hourly Rates

A table of Standard Hourly Rates reflecting a two
and one-half percent (2.5%) general increase under said
Manual to be effective June 4, 2001, is attached hereto as the
first rate table listed under Appendix 1. Effective June 3,
2002, the standard hourly rates will be increased by ten (10)
cents. In addition, a one (1) cent incrementa! increase will be
included. Effective June 2, 2003, the standard hourly rates
will be increased by two percent (2%). Effective June 7,
2004, the standard hourly rates will be increased by ten (10)
cents. In addition, a one (1) cent incremental increase will be
included.
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C. Performance Pay

A Performance Pay Plan for hourly employees
represented by the Union to be effective for the Plan Years
2001, 2002, 2003 and 2004 through May 31, 2005 is set
forth in Appendix VIII of this Agreement.

ARTICLE IV. NEW OR CHANGED JOB
CLASSIFICATIONS

Section 6. New Job Classifications
When a new job classification is established:

A. The Company will develop a proposed job
description and wage rate for the new job classification in
accordance with provisions of the Wage Manual.

B. The proposed job description and wage rate shall
be submitted to and discussed with the proper union
representatives with the object of obtaining agreement.

C. [f the Union and Company are unable to agree
upon the description and wage rate, the Company may install
the proposed rate. The Union may, at any time within 90 days
after receipt of the proposed description and rate, file a
grievance alleging that the classification is improperly
described and/or evaluated under the provisions of the
Manual. Grievances pertaining to the description and
evaluation shall be initiated in the Second Step and processed
under the grievance and arbitration procedures of this
Agreement. The decision shall be made effective as of the
date when the employee was assigned to the new job
classification.

Section 7. Changed Job Classification

It is the intent of the parties to set forth in this Section
the maintenance and stabilization of job classifications and to
provide for bona fide changes.

When the character and type of duties and

requirements of a job classification are so changed, either all
at once or as a result of an accumulation of changes over a
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period of time, as to alter the wage rate relationship of that
classification to other classifications in the same plant:

A. The Company shall develop a proposed job
description and wage rate for the changed job classification in
accordance with the provisions of the Wage Manual,

B. The proposed description and wage rate shall be
submitted to and discussed with the proper union
representatives with the object of obtaining agreement,

C. If the Union and Company are unable to agree
upon the description and wage rate, the Company may install
the proposed rate. The Union may, at any time within 90 days
after receipt of the proposed description and rate, file a
grievance alleging that the job classification is improperly
c
described and/or evaluated under the provisions of the
Manual. Grievances pertaining to the descriptions and
evaluations shall be initiated in the Second Step and processed
under the grievance and arbitration procedures of this
Agreement. The decision shall be made effective as of the
date the job classification was changed.

D. In the event that the Company does not develop a
Job description and wage rate for the changed job
classification or in the event that it does not report a change in
Job duties or content to the Union and it is claimed that the
change constitutes a change in the Jjob classification, the Union
may file a grievance requesting that a changed job description
and wage rate be developed and installed in accordance with
the provisions of the Wage Manual. Such grievances shall be
initiated in the Second Step and processed under the grievance
and arbitration procedures of the Agreement. The decision
shall be made effective as of the date the changed job
classification was established or ninety (90) days prior to the
filing of this grievance whichever is later.

E. A change in methods, materials, or functions, or
addition or deletion of a job may, among other things,
constitute a change in duties or requirements. The Company
will change existing job classifications only for valid
operating reasons including but not limited to improved
utilization of employees and/or equipment, improved product
quaiity, or changed technology, products or markets.
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The Company shall promptly inform the proper union
representative of any significant change in classification
content which is formally made by the Company of which the
Company becomes aware. The Union may also bring 1o the
Company's attention for appropriate recognition any change in
classification content the Union believes is significant but
which the Company has not reported.

F. Employees to be laid off from a department solely
as a result of job changes initiated under this Section
subsequent to July 1, 1986, will be afforded additional
opportunities for placement within the plant in the application
of Section 23. Specifically such employees that have 10 years
or more of company seniority may be transferred to such
suitable department and classification within the Works as
may be decided by the Company, provided there are
employees with less company seniority working in a
classification or classifications which requires limited training
and/or experience and he has sufficient ability to qualify for
the classification, in which case the employee will replace the
employee with the least company seniority in such

.classification.

The local parties by mutual agreement will determine
those classifications that require limited training. 1f the local
parties have not completed their initial list of limited training
classifications within 90 days after July 1, 1986, then the
matter may be referred to the district director or his
representative, and the vice president of Industrial Relations or
his representative, for resolution. The local parties may add or
delete classifications to the limited training classifications list
by mutual agreement. Any agreed-to limited training
classification whose job grade is subsequently changed, shall
remain a listed classification only by mutual agreement of the
local parties.

G. The changed job classification procedures of this
Section will not be used for the sole purpose of circumventing
whatever rights employees have under any provision of this
Agreement. Changes in job classifications under this Section
shall not be made unless it is expected that they will continue
in effect for a reasonable period of time.
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Section 8. Exclusions

Production standards are not subject to modificatiens,
termination, or establishment by arbitration although the
Arbitration Board may consider evidence relative to
production standards. However, failure to meet production
standards will not be cited as the determining reason for
discipline.

ARTICLE V. HOURS OF WORK, OVERTIME,
AND PREMIUM PAY

Section 9. Hours of Work

The work week for any employee shall be according
to present or future local arrangements and commence with
the employee's shift change cycle beginning nearest to
Midnight Sunday and continue until that same time the
following Sunday.

The work day for such employee shall be consecutive
twenty-four hour periods commencing with the beginning of
the employee's work week.

The normal work day shall be eight (8) hours, and the
normal work week shall be forty (40) hours, being the normai
time worked at straight time rates. Nothing herein is a
guarantee of work or any number of hours of work, or a
limitation on scheduling the work.

If the distribution of available work would probably
result in regular employees working less than four (4) days per
week, averaged over a reasonable period of time, a reduction
in forces shall be made in order that the remaining employees
will have a reasonable expectancy of averaging at least four
(4) days of work per week.

It is understood that no general restoration of forces
in any such unit will be made unless there is reasonable
expectancy that there will be five (5) days of work per week
for all employees then working in such unit.
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Section 10. Incidental Time

In the absence of written agreement to the contrary,
incidental time such as make ready, clothes changes, wash-up,
or travel time is not either straight time worked or overtime
worked, provided that such incidental time will continue to be
paid for where such payments were made prior to May 8,
1947, and shall be applicable to all employees regardless of
date of hire.

Section 11, Daily Overtime

Time and one-half shall be paid for time worked in
excess of eight (8) hours in any one day.

Section 12. Sixth or Seventh Consecutive Day

A. Time and one-haif shall be paid for time worked
by any employee on the sixth consecutive day worked in his
regularly scheduled work week.

B. Double time shall be paid for time worked by an
employee on the seventh consecutive day worked in his
regularly scheduled work week.

C. For the purpose of computing consecutive days
worked, any holiday listed in Section 13A shali be considered
a day worked whether or not work is actually performed.
Further, any day for which an employce receives jury, witness,
or bereavement pay as provided for in Articles XXVII and
XXVIII shall be considered a day worked whether or not work
is actually performed. '

D. For the purpose of computing consecutive days
worked, a day on which an employee qualifies for Allowed
Time under Article VI and does not leave the plant before the
end of his shift, except for a substantiated, justifiable reason,
shall be considered a day worked. Misrepresentation of the
above reasons for leaving the plant will be the cause for
disciplinary action,

Section 13. Sunday Work and Holidays

A. The following days shall be recognized as
holidays for the purpose of this Agreement: New Year's Day,
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Good Friday, Memorial Day (or such other day as may be
locally agreed to), Independence Day, Labor Day,
Thanksgiving Day, the day after Thanksgiving Day, the day
before Christmas Day, Christmas, Washington's Birthday (or
such other day as may be locally agreed to). When any of

* these holidays fall on a Sunday, the following day, Monday,
will be recognized as the holiday. If Christmas falls on
Monday, the following Tuesday shall be recognized as the
"day before Christmas" holiday.

B. Employees shall be paid for the holidays
providing they meet all of the following eligibility
requirements:

1. a. The employce works or is on a vacation
scheduled under the Vacation Plan (Article XVII Vacations)
or on layoff because he is not eligible for a vacation at the
time of a shutdawn during the payroll week during which the

holiday is observed or is on layoff the payrol] week in which
the holiday is observed but did work in the immediately
preceding payroll week, or receives bereavement pay pursuant
to Article XXVIII for one or more days during that week or

b. The employee is absent the entire week because of
a short term absence due to authorized local union business,
Jury or witness service as defined in Article XXVII, or
because of sickness or accident, and is not eligible for sickness
and accident benefits for the day the holiday is observed
because it is included in the seven-day waiting period required
for entitlement for sickness and accident benefits,

¢. The language in Paragraph B-1a involving the
scheduling of vacation during a shutdown, shall not affect the
rights of either party concerning this matter.

2. The employee has thirty (30) days’ seniority as of
the date of the holiday.

3. An employee who is scheduled to work on a
holiday and is absent for any reason except sickness is not
eligible for holiday pay.

C. The holiday pay shall be at the employee's regular

hourly rate for eight (8) hours. QOvertime and shift premiums
are excluded.
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D. Double time and one-half only shall be paid for
work performed on such named holidays.

E. When a week day is substituted for a holiday
(which falls within an employee's normal working schedule)
and the plant or any part thereof is closed because of the
holiday, the employee will be paid time and one-half for the
time worked on the day which was substituted for the holiday.

F. Time and one-half shall be paid for time worked
on Sundays. Such premium based on the standard hourly
wage rate shall be included in any Allowed Time (Article Vi)
paid on Sundays when no work is available.

Section 14. Weekly Overtime

A. Time and one-half shall be paid for time worked
in excess of forty (40) hours in any payroll week (or
established work week); however, time worked in excess of
eight (8) hours in any week day and such time worked on
Sundays, or on a day substituted for a holiday, or on the sixth
or seventh consecutive day worked as may be subjected to
overtime shall be excluded when determining weekly overtime
in excess of forty (40) hours.

B. When a holiday falls within an employee's normal
working schedule, and the plant or any part thereof is closed
because of the holiday, the hours that would have been worked
on the holiday shall be included when determining weekly
overtime in excess of forty (40) hours.

Section 15. General Rules

A. 1) Schedules may be changed at any time
provided, however, that any changes made subsequent to
Thursday of the week preceding the week in which the change
is to be effective shall be explained at the earliest practicable
time to the appropriate union representative of the employee
affected. Provided further that changes in schedules shall not
be made after Thursday of the week prior to the work week
affected except for breakdowns or reasons beyond the control
of the local Management. Should changes be made in
schedules contrary to the above so that an employee does not
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work on a day that he was previously scheduled to work, he
shall be paid four (4) hours' pay at his standard hourly rate.

2) Should changes be made in schedules contrary to
the provision of the preceding paragraph so that an employee
is required to work on a day or days that otherwise would have
been the sixth or seventh day worked, the employee shall be
paid for such day or days worked as though they were the
sixth or seventh consecutive day worked.

3) The schedule change procedures provided in the
preceding Paragraph A-1) shall not be used for scheduling
normal overtime work within any classification unit within an
affected work weck prior to first exhausting the voluntary
overtime procedures customary to that classification and
department, except where an entire classification unit or
department must be utilized or where the deviation conditions
of Paragraph B-1) of this Section are present. Employees

scheduled tor overlime work cofifrary 1o this provision shail,
in addition to the regular compensation due for the work
petformed, receive four (4) hours' pay at their standard hourly
rate.

B. If work cannot be performed within a
classification at straight time and overtime is thus required, the
Company will distribute such overtime work as is necessary as
fairly as possible between employees within the classification
affected by this overtime work. In order to curb favoritism or
the appearance of it in overtime distribution the following
shall apply: '

1) Overtime shall be offered to the low available
employee on the overtime list in the affected classification unit
unless there is a valid basis for deviating from the order of
standing. Examples of a valid basis for deviation from the
order of standing on the list are such things as maintaining
continuity of a started task, need for special skills required for
a particular overtime assignment, availability of an employee
for overtime which becomes necessary on short notice or the
like. Should such deviation be disputed in the grievance
procedure the Company bears the burden of proving the
validity of its overtime assignment under the circumstances
that existed at the time.
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2) If the Company fails to offer the overtime
opportunity to the low available employee in the classification
unit, absent a valid basis for deviation as set forth in Paragraph
1) above and such employee at the time the overtime is
offered, is 16 credited overtime hours or more below the
employee who works the overtime, the bypassed employee
shall be entitled to a monetary remedy for the missed
opportunity. If the low available employee not offered the
overtime opportunity is less than 16 credited overtime hours
below the employee who works the overtime, no violation of
this Section shall be deemed to have occurred. The Company
will not use this 16-hour provision for the sole purpose of
circumventing the low-man concept. The local Union and the
local Management may agree upon such applications or
modifications of these Paragraphs 1) or 2) as are suitable to
that location,

3) To avoid the creation of overtime imbalances and
to achieve and maintain a fair distribution of necessary

overtime work, overtime hours will be charged as follows:

a. All overtime hours worked in the employee's
classification unit.

b. All overtime hours offered and refused in the
employee's classification unit.

¢. All overtime hours which would have been
offered to an employee but were not for the following reasons:

I. Vacation (Regular)
II. Absence due to sickness or injury
III. Absence for personal reason or union business,
jury duty, bereavement, and a military leave of absence longer

than two weeks in duration.

IV. Inability to contact consistent with present local
practices.

V. Working as a temporary supervisor.
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VI. Inability to work overtime due to medically
substantiated physical limitations agreed to by the Company
and the employee's doctors.

C. Overtime work may occur in any department
from which employees are on layoff, However, employees
laid off from that department will be recalled to minimize
overtime to the extent that they can be reasonably scheduled
and utilized for a reasonable period of time on work which:
otherwise would be performed at overtime.

Section 16. Shift Schedule and Weekend Premium
A. Shift Premium

Fixed shift premium rates appropriate to the job
grade paid shall be paid for work performed on the second or
afternoon shift and for work performed on the third or night

hereto as Appendix I1.

For the purpose of this Section 16-A, any regular
shift starting between 4:00 a.m. and 11:59 a.m. shall be
designated as the day shift; any regular shift starting between
12:00 noon and 7:59 p.m. shall be designated as second or
afternoon shift; and any regular shift starting between 8:00
p-m. and 3.:59 a.m. shall be designated the third or night shift,

1. The shift differential shall be included in
' computing overtime compensation,

2. The shift differential shall be included in Allowed
Time paid when no work is available.

3. Time worked beyond an employee's regular first
or day shift hours for four (4) hours or more will result in
payment of the afternoon shift premium for all hours worked
during the second or afterncon shift.

4. Time worked beyond an employee's regular
second or afternoon shift hours for four (4) hours or more will
result in payment of the night shift premium for all hours
worked during the third or night shift.
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§. Time worked beyond an employee's regular third
or night shift hours shall result in continued payment of the
night shift premium for all hours worked during the first or
day shifi.

B. Schedule and Weekend Premiuimn

The schedule and weekend premium shall be thirty
(30) cents per hour. The schedule and weekend premium shall
be paid as follows:

1. When an employee's schedule cycie calls for him
to work other than from Monday through Friday in any work
week, the employee shall be paid the premium for all time
worked while he is on such schedule cycle. If the schedule
cycle of such employee includes the work weeks of Monday
through Friday in each of half or more of the work weeks of
the schedule cycle, the schedule premium shall not be payable
for the Monday through Friday work weeks but shall be
payable for the other work weeks of the schedule cycle.

2. With respect to employees not covered by the
preceding paragraph, when an employee works on Samrday or
Sunday and is not compensated pursuant to Section 12-A or
12-B for such work, he shall be paid the premium for all time
worked in such work week.

An employee’s schedule and weekend premium shall
be included with the hourly rate only in the calculation of pay
for hours worked (including overtime hours) and Allowed
Time in accordance with Section 17 and 18.

For the purposes of this provision the work week
shall in ali cases commence on Monday.

ARTICLE VI. ALLOWED TIME
Section 17. Call-in Pay

An employee called to work on a nenscheduled day
or shift shali receive not less than eight (8) hours' pay at his
regular hourly rate, except that an employee called to work
four (4) hours or less before his regular shift and continuous
therewith works his regular shift shall receive not less than
tour (4) hours' pay at his regular hourly rate. Any premium
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pay applicable to the above hours or work will not be used as
an offset against the foregoing guarantee,

Section 18. Incomplete Day's Work

A. An employee permitted to come to work at the
beginning of his scheduled shift without having been
reasonably notified that there will be no work for him shall
receive not less than eight (8) hours' pay at his regular hourly
rate.

B. An employee permitted to come to work at the
beginning of his scheduled shift without having been
reasonably notified that there will be no work for him shall
receive not less than his regularly scheduled hours of work
{not to exceed eight (8) hours) at his regular hourly rate if such
employee is put to work, except in cases resulting from
conditions beyond the control of the Company, in which cases
Paragraph A will apply.

C. The Company may assign such an employee
waork other than in his own classification and the employee
may not refuse such work provided the assignment is within
the reasonable capacity of the individual to perform.

D. This Section does not apply in cases resulting
from labor disputes, caused, aided, or participated in by the
Union or employees in the bargaining unit represented by the
Union.

ARTICLE YH. CONTRACTING OUT

A. It is the Company's continuing intention to
perform bargaining-unit work within the plant on facilities and
equipment with employees from within the bargaining unit.
However, when and if the efficient operation of the plant, or
efficient maintenance, or addition of facilities requires it, the
Company may contract out work to be per-formed in or out of
the plant. Criteria for considering this requirement will
include but are not limited to the avail-ability of manpower
with the necessary training, ability and skills, the availability
of the necessary equipment and the time constraints involved
in accomplishing the work,
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B. The Company is not restricted from contracting
out such bargaining-unit work but, in cases involving small
projects (those expected to be less than 300 man-hours) a
reasonable effort will be made to reach a mutuatly acceptable
determination regarding the possibility of accomplishing such
work with bargaining-unit employees. The Company will
give good faith consideration to any suggestions from the
Union to avoid or minimize contracting such projects.

C. At each plant there shall be a regularly constituted
contracting-out committee composed of two (2)
representatives appointed by the Company and the local union
president or his designated representative and not more than
two (2) additional members appointed by the Union. Before
contracting out work to be performed within the plant the
Company will, not less than five (5) days before the work is
commenced, notify the designated unien representative of the
contracting-out committee or his designee. Such notice shall
include sufficient anticipated detail regarding location, type,
scope, duration, and time requirements of the work to be
performed so that the union committee members can
adequately review the need for contracting out.

Should the union committee members believe that a
discussion is necessary, they shall within five (5) days after
notification request a meeting and the Company will mieet
promptly for this purpose. The parties may by mutual
agreement, include in the meeting a member of the
classification involved in the project. At such meeting the
parties should review the plans for the work to be performed
and the reasons for contracting out such work. The Company
will give good faith consideration to any suggestions by the
union members of the committee and to any alternate plan
proposed by the union members for the possible performance
of the work by bargaining-unit personnel. If there is no
dispute following notification or discussion of any particular
contracting-out matter, such matter shalt be considered
resolved, but without precedent with respect to any future
contracting-out matter.

D. If afier such discussion or during the performance
of such work, craft employees are to be laid off or subject to
short work weeks, the Company will make every reasonable
effort to reassign work to its craft employees rather than to
contractors.
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E. Should a discussion be held and the
conftracting-out matter not resolved or in the event a discussion
is not held after notification, the Unton may file a grievance
relating to the merits of the contracting out at the second step
of the grievance procedure within five (5) days of such notice.
If the Company fails to notify the Union as provided in
Paragraph C, then not later than five (5) days from the
commencement of the work a grievance relating to the merits
of the contracting out may be filed at the second step of the
grievance procedure.

The second step hearing will be held within five (5)
days and the Company's answer will be given within (5) days
after the hearing.

If the grievance is not withdrawn or settled as a result
of the Company's second step answer, it may be appealed to
the third step of the grievance procedure provided such appeal
is within the ten (10) days of the sccond step answer. A third
step meeting will be held within twenty (20) days of the
appeal to the third step and the Company's answer will be
given within fifteen (15) days after the hearing.

F. Should the Union believe the Company has failed
to properly notify the Union as provided for in Paragraph C,
the Union may file a grievance on compliance with the
notification time period at the second step of the grievance
procedure within five (5) days from the commencement of the
work,

G. The time limits set forth in this Section shall
exclude Saturdays, Sundays, holidays, and by mutual consent
of the parties may be extended.

H. Disputes over contracting out other than those
provided for in the Letter of Understanding on netification
issues shall not be subject to arbitration but shall be subject to
the Unien's Right to Strike as provided in Section 53,

30



ARTICLE VIII. SENIORITY
A. Company Seniority - Definition

Company seniority of an employee is measured by
years, months, and days from his last date of hire.

B. Departmental Seniority - Definition

Departmental seniority of an employee is measured
by years, months, and days from his first employment in his
department, less time lost due to:

a. Bona fide sickness or accident, arising from
causes outside of company employment, in excess of ninety
(90) days per calendar year.

b. Leave of absence in excess of twenty-one (21)
days per calendar year, except that time lost during any leave
of absence granted to an employee in order to permit him as a
union representative to negotiate with the Company shall not
be deducted.

¢. Layoffs from the employee's regular department in
excess of ninety (90) days due to lack of work.

d. A disciplinary suspension, when the suspension
exceeds twenty-one (21) calendar days.

e. Employment in other departments except as
provided for in Section 28 {Transfers) and except that an
employee who is temporarily transferred to a department other
than his regular department due to an industrial injury
sustained while employed by the Company shall continue to
accumulate seniority in his regular department, and if laid off
from such other department, will accumulate departmental
sentiority in his regular department as though he was laid off
from his regular department.

Except that in the case of an employee with five (5)
years or more departmental seniority in the department from
which he is absent, the times specified in a, b, and ¢ above
shall be a maximum of one year for any continuous absence
even though the absence extends beyond one year; and except
that, in the cases of permanent shutdown of a department,
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employees of that department who, at the time of the
shutdown, had five or more years of departmental seniority in
that department and were transferred to some other department
with no departmental seniority in the new department shall, in
the case of layoff from the new department, accumulate
departmental seniority as though they had five years of
departmental seniority in that department.

Accumulated Departmental Seniority shall be the
sum of an employee's departmental seniority in all
departments of the Company, as determined in accordance
with the provisions of this Article, and which has not been
terminated as provided in this Article, provided, however,
there shall be no pyramiding of departmental seniority in
determination of Accumulated Departmental Seniority.

C. Presently Qualified - Definition

"Presently qualified," where used in this Article, is
understood by the parties to mean that the employee can
perform the duties of the job classification without additional
training or experience. Training or experience as used above
does not include orientation or break-in and the fact that an
employee has not previously performed the job classification
for the Company is not conclusive evidence that the employee
is not presently qualified.

Criteria to be considered in determining if an
employee is "presently qualified” shall be:

1. The employee has worked in the job classification
for the Company, or

2. The employee has worked in related job
classifications for the Company, or

3. The employee has gained sufficient knowledge
and experience with the Company or elsewhere.

Section 19. Termination of Seniority
All seniority of an employee shall terminate when he:

A. Quits for any reason, except that an employee
who ceases work at a plant by exercising the option to do so
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provided him in Section 23.D.1(b) of this Article shall retain
seniority as provided in that Section.

B. Is dismissed or discharged for sufficient and
reasonable cause.

C. Is absent without leave for a period of six (6) days
or longer, on which he is scheduled to work; however, a
request for a leave of absence made before or after the six (6)
days have elapsed will be granted under the terms of Secticn
37, provided that in the case of a request made after the six (6)
days, the delay is for reasonable cause.

D. Fails to report for work as provided for in Section
26 (Notice of Restoration of Forces).

E. While unable to work because of a bona fide case
of sickness or accident arising from causes outside
employment, does not report the same to the Company as the
reason for his absence before six (6) days have elapsed on
which the employee 1s scheduled to work unless such
notification proves to be impractical.

F. When laid off due to a reduction of forces, does
not request, in person or by mail direct to the Company or
through the Union to the Company by means of a notice
signed by the laid off employee, that he be given the notice of
restoration of forces as provided for in Section 26 (Notice of
Restoration of Forces) if at the time of layoff the employee has
less than five years’ company seniority. Such request must be
made during the month of March of each year. Each request
must be sent to the employment office for the Works in which
the employee last worked and provide in writing the
employee's name and correct pertnanent address. Such
employee at the time of his layoff will be given a written
notice advising him of this clause and will, during each
February while the employee is laid off, be mailed a reminder
of the need for him to make such request during March of that
year. Such reminder will be mailed to the laid off employee's
last address reported to the employment office. Nonreceipt of
a reminder does not relieve the laid off employee of the
requirement to make such request. A list of the employees,
with addresses, to be sent the reminder shall be given to the
local Union prior to mailing.
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G. In addition, the departmental seniority of an
employee may be terminated as provided herein in Article
VIII, Section 25 (Restoration of Forces), Article VIII, Section
26 (Notice of Restoration of Forces), and Article VI, Section
28 (Transfers),

H. Grievances concerning terminations as provided
in Paragraphs A, C, D, E, and F of this Section may be
initiated at Step 2 of the grievance procedure. If the Union is
dissatisfied with the answer at that step, the grievance may be
submitted to Step 3 or directly to arbitration pursuant to
Article XIV at the option of the staff representative involved.

Termination grievances shall receive prompt
attention by the Board of Arbitration. The Board of
Arbitration shall render its decision within forty-five (45) days
after receipt of the transcript of the hearing and any
post-hearing submission, unless the Board of Arbitration
determines that circumstances warrant a longer period of time.

Section 20. Prior Seniority

An employee's seniority, as accumulated prior to
May 8, 1947, the date of this Agreement, shall not in any way
be changed as a result of the seniority provisions of this
Agreement, but commencing as of the date of this Agreement
additions to seniority shall be determined by the application of
the provisions of this Agreement as they have been amended
since May 8, 1947,

Section 21, Union Officials - Representation

Top company seniority for the purpose of layoffs and
restoration of forces shall be granted to local Union officials at
each plant on the following basis:

A. The president, vice-president, grievance
chairman, and other union officials (the latter not to exceed
six) regularly dealing directly with the grievance procedure or
contract administration and one union representative involved
in the administration of the grievance procedure for each one
hundred (100) employees in the bargaining agency of the local
Union. Each local Union will provide works management
with a certified list of such union officials. The total number
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so certified shall not be changed more often than every six (6)
months,

B. The top company seniority provided in the
foregoing shall be applied in the department in which the
employee works. No such seniority shall be exercised unless
the union official is capable of doing a job which is available
in his department.

Section 22. Seniority and Classification Lists

The Company will prepare and have available for
inspection, and where practical will post in each department, a
list showing the company, departmental, and accumulated
departmental seniority of all employees in that department and
will revise such lists at least once every three (3) months.
Copies of these seniority lists will be given to the local Union.
The Company will furnish the Union a weekly list of ail
changes and additions thereto. The Company will also furnish
the local Union with a master seniority list showing the
company seniority of each employee at the Works. Such list
will be furnished once every six (6) months unless mutually
agreed otherwise by the local Union and local Management.

The Company will also supply the local Union with a
list of employees on layoff status, upon request of the local
Union, in accordance with procedures to be worked out
between the local Union and local Management at each plant.

At each location the Management will provide the
local Union with a list of "little or no" jobs and will update
that list as may be appropriate.

Section 23. Reduction of Forces and Interplant Transfer

A. If, due to a reduction in working forces, in any
department (or agreed subdivision thereof), an employee is to
be demoted, seniority shall, subject to the exception stated in
Section 27, determine which employee shall be so demoted.
Whether this shall be company seniority or departmental
seniority shall be in accordance with agreements between the
local plant Management and the local Union, and aftera
period of ninety (90) days from the date of this Agreement,
such local agreement shall not be changed during the life of
this Agreement.
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B. When it is necessary to lay off in the course of
reducing the working forces in any department (or agreed
subdivision thereof), company seniority shall, subject to the
exceptions stated in Section 27, govern the order of the layoffs
and the employee in such department (or agreed subdivision
thereof) with the lowest company seniority shall be laid off
first.

C. An employee laid off in any reduction of forces
who has maintained his company seniority and is willing and
able to do the job shall be given preference for available
employment in other departments within the bargaining unit
before new employees shall be hired in such other
departments.

D. 1. (a) An ecmployee laid off in any reduction of
forces who has maintained his company seniority and for
whom no suitable work is available within the bargaining unit
within a reasonable period of time shall be given preference
for employment, if available, in other plants of the Company
covered by this Agreement, if he so requests, such preference
to be in order of company seniority. Such an employee shall
not be rejected for employment on the basis of medical and
physical requirements more stringent than those in effect for
comparable jobs at his previous plant location. An employee
transferred under the provisions of this Paragraph shall retain
departmenta! seniority accumulated as provided in Article
VIII, Seniority, Paragraph B, in the plant from which he was
laid off for the purposes of determining vacation entitlement
under Article XVII; and group insurance benefits under
Article XXII and SUB entitlement under Article XV. He shall
also retain credited service as provided for in the Pension
Agreement. Such employees so employed shall be eligible for
a moving expensc allowance under the provisions of Section
23-D-2.

(b) Anemployee so transferred shall have a trial
period of thirty (30) days worked during which either the
employee or the Company may decide that continued
employment at that location is not in the best interests of the
employee and/or the Company. If either party so decides, the
employee will revert to the status previously held except that
should such employment cease by the employee's initiative, he

.shall not thereby establish or re-establish eligibility for the
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Supplemental Unemployment Benefits provided by thi.s
Agreement.

Notwithstanding the above, the Company may
discharge an employee transferred under this provision for
sufficient and reasonable cause, during or after the trial period
herein provided, in which case all seniority and employee
status shall terminate in accordance with Section 19-B of this
Article. Such a discharge is subject to the provisions of
Article X1, Section 40 (Dismissals and Disciplinary Action} of
this Agreement.

2. An employee who is employed pursuant to
Section 23-D-1 in a plant at least 50 miles from the plant from
which he was laid off and who changes his permanent
residence as a result thereof will receive a moving expense
allowance promptly after commencement of his employment
at the plant 1o which he is relocated, on the following terms:

{a) The employee must make written request for
such allowance in accordance with the procedure established
by the Company.

{b) The amount of moving expense allowance will
be determined in accordance with the following:

Miles Allowance For:
Between
Plant Employees Without Employees With
Locations Dependents Dependent(s)
50- 99 $ 200 $ 600

100 - 299 256 650

300 - 499 366 750

500 - 999 350 950
1,000 - 1,999 450 1200
2,000 or more 550 1450

(¢) (1) The amount of any such moving expense
allowance will be reduced by the amount of any moving
expense allowance or its equivalent to which the employee
may be entitled under any present or future federat or state
legislation; and the amount of such aliowance shall be
deducted from monies owed by the Company in the form of
pay, vacation benefits, supplemental unemployment benefits,
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pensions, or other benefits if the employee quits, except as it
shall be agreed locally that the employee had proper cause, or
is discharged for cause any time during the 12 months
following the start of such new job.

{2) An employee who moves residence without also
moving his dependent(s) will be provided the moving
aliowance for employees without dependents. In the event
such employee later moves his dependent(s}, he shall be paid
the difference between the moving allowance for employees
without dependents and the moving allowance for employees
with dependent(s).

{d) Only one moving expense allowance will be paid
to the members of a family living in the same residence.

(e} Only one moving expense allowance, as covered
by this Sectien, shall be allowed an employee in any twelve
(12) month period.

(3) An employee who is eligible or could become
eligible for a Rule of 65 Retirement and who accepts an offer
of SLTE at an employment location listed in Table IV of the
Pension Agreement between the parties effective June 1, 1996,
at a Group B location shall be paid a relocation allowance.
Such allowances shall be $3,500 plus $4.50 per mile between
his home location and such Group B location, in accordance
with a standard table of mileages between locations agreed to
by the parties. The Relocation Allowance provided above will
become payable as of the date the employee changes his
permanent residence or three months after the start of work at
the new location, whichever occurs sooner.

E. An employee with one year or more company
seniority who is scheduled to be laid off shall be offered
transfer to such other department of the Works as may be
decided upon by the Company, provided that in the
department to which the employee is to be transferred:

1. There is work available which the employee is
able to perform in a vacancy in a classification for which he is
presently qualified or in a classification for which little or no
training or little or no experience is required, or
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2. The cmployee's company seniority is greater than
that of the employee working in a classification for which he
is presently qualified or in a classification for which little or
no training or little or no experience is required, and he can
perform the work, in which case the employee will replace the
employee with the least company seniority in such
classification. An employee so transferred shall eamn
departmental seniority as of the date he starts work in the new
department.

F. An employee who is displaced because of a major
improvement, a major change in process, or the permanent
climination of an entire operating unit or department shall:

1. Be transferred to such suitable department within
the Works as may be decided by the Company, provided there
are employees in such department with less company senierity
and provided the employee is able to do the work. In such
case, the employee in the department with the least company
seniority shall be displaced. Such employee when transferred
shall assume the departmental seniority of the employee he
replaces, without prejudice to his seniority for any other

purpose.

2. If the cause of his displacement involves only part
of the department, the empioyee may use his company
seniority to replace any employee with less company seniority
from a particular job in such department, provided he is able
to do the work.

3. The local Unien and the local plant Management
may agree upon such applications or modifications of this
Paragraph F as are suitable to any particular situation. Such
situations may include instances deemed by the Company to
represent permanent restructuring.

G. An employee who is otherwise eligible or could
become eligible for a Rule of 65 Retirement and who accepts
an offer of SLTE at an employment location in Group A or B
will continue to accrue seniority at his home location in
accordance with the applicable seniority rules.

H. If such an employee is recalled to his home

location such employee may elect to accept or refuse such
recall. The effect of such an election will be as foliows:
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1. If an employee accepts a recall to his home
location, the employee's seniority at the location where
employed at the time of such recali will be terminated,
together with the additional rights under the Income
Maintenance Program pursuant to Section 85 of this
Agreement, the additional SUB credit units pursuant to
Section 55 of this Agreement, and the eligibility for a Rule of
65 Retirement.

2. If an employee refuses a recall to his home
location, the employee's seniority at such home location will
be terminated.

I. If an employee who has accepted an offer of SLTE
is subsequently transferred at his request to any other
employment location, such employee's rights to any protection
or benefit under this Agreement will be canceled.

J. If such an employee accepts an offer of SLTE at
an employment location in Group A or B, he will have
employee status as provided by the applicable Labor
Agreement, except that the probationary employee provisions
of that Agreement will not apply and, except that in any event,
for vacation entitlement, group insurance, Supplemental
Unemployment Benefits and pension entitlement, such
employee shalt retain and continue to accrue sentority and
pension service accumulated at his home location, and except
that his company seniority shall be listed as commencing 60
days prior to his start of work at such Group A or B
employment location.

Section 24. Notice of Reduction of Forces

When a reduction of forces is necessary, the
Company will post the names of the employees to be laid off
three (3) days, excluding Sundays and holidays, prior to such
reduction unless cancellations or orders, changes in customer's
requirements, breakdown, accidents or other emergency
makes such notice impossible. A copy of the posted list of
employees to be laid off will be given to the local Union at the
time of posting. Any question or grievance arising from such
reduction of forces shall, if possible, be presented within the
three (3) day period of any such notice.
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Section 25. Restoration of Forces

A. In the restoration of forces in any department (or
agreed subdivision thereof), the employee shall be recalled to
such department (or agreed subdivision thereof), in the order
of greatest company seniority, subject to the exceptions stated
in Section 27. Employees shall have recall rights to their
regular department {or agreed subdivision thereof), or, if such
employee is laid off from the Works, to other departments to a
classification for which he is presently qualified orto a
classification for which little or no training or little or no
experience is required. The employees being recalled to such
classifications must be able to perform the work available. In
the course of successive recalls, employees previously recalled
to other departments shall be recalled to their original
departments as recalls to such departments are made.

B. The employee working in the department who
had been demoted because of the reduction of forces shall,
upon restoration of forces in that department, be returned to
the classification, when available, held prior to such reduction
of forces as caused his demotion.

C. If a vacancy is not filled by a restoration of forces
in accordance with Paragraphs A and B of this Section, then
such vacancy shall be filted from among the employees then
working in accordance with Article IX, Section 33, New Job
Classification, Vacancy in Classification and Lines of
Progression.

D. If an employee laid off from his department and
transferred to another department refuses to return to the
department from which he was either transferred or laid off, he
shall lose his departmental seniority in that department.

E. If an employee, after retiring on a disability
retirement, can meet the medical requirements for the job from
which he retired and if he is restored to active status in
accordance with Section 5.1 of the Pension Agreement, he will
have his seniority accumulated prior to retirement restored,
except that the employee's last date of hire will be adjusted for
company seniority purposes to reflect the period of his
retirement status. Such employee shall be placed in
accordance with his seniority and ability as though the
employee had been absent because of sickness,
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F. The local Union and the local plant Management
may agree upon such applications or modifications of this
Section 25 as are suitable to that location.

Section 26. Notice of Restoration of Forces

A. When restoring forces, the Company will give
notice of such restoration of forces, either by registered mail
or in person or by other adequate means, 1o the individuals to
be recalled and wil! post in the department the names of the
individuals to be recalled as long in advance of such
restoration of forces as conditions permit. A copy of the
posted list will be given to the local Union at the time of
posting.

If notice of restoration is given by other than
registered or certified mail and an employee does not report
for work in accordance with Paragraph B below, such notice
of restoration will be confirmed by either registered or
certified mail,

B. If any employee laid off due to a reduction of
forces and not then working in another department does not
report for work within seventy-two (72) hours (excluding
Saturdays, Sundays, and holidays) after such notice is given,
unless the employee can show reasonable cause for not having
reported within the seventy-two (72) hours after such notice
was given in which case the seventy-two (72) hours shall be
increased to ninety-six {96), the employee shall forfeit his
place in that particular restoration of forces unless sufficient
employees have not been hired to complete such restoration of
forces, in which case the employee shall not forfeit such place
untit such restoration has been completed.

C. If an employee fails to report for work as
provided above, but does, within a period of ten (10) days
after the first notice is given, request the notice of the next
restoration of forces, such request shall be granted. The
second notice shall be final, and employees who fail to report
for work, as provided above, upoen the second notice, shall lose
all seniority.

D. The local Union and the local plant Management
shall negotiate and establish a procedure whereby employees
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may, upon declining first recall, waive subsequent recalls

other than to their regular department, provided however, that -

such waiver will result in no further accumulation of
accumulated departmental seniority. Company seniority for
the purpose of recall to their regnlar department shall continue
to accumulate.

Section 27. Exceptions to the Application of Seniority

A. The Company may hire, retain, or transfer an
employee or recall a laid off employee regardless of his
seniority when and if the services of such employee are
essential to the efficient operation of the plant because of his
special training or ability, provided he is used on a job making
use of such special training or ability, and provided such job
cannot be properly performed except by resort to this
provision. When the Company desires to make use of this
provision, the matter shall first be discussed with the Union.

B. In layoffs, or demotions in the course of a
reduction of forces, an employee may be retained in or
recalled to a job classification regardiess of his seniority when
there is no other available employee with greater seniority
who is presently qualified to perform the job classification
under the conditions existing after the reduction of forces.
This exception does not apply as to job classifications for
which no training or particular qualifications are required.
Local practices or agreements for methods of qualifying
employees in connection with reductions of forces are not in
conflict with this Paragraph.

Section 28. Transfers

Except as otherwise provided in this Agreement, an
employee transferred to another department shall lose his
departmental seniority in his former regular department and
begin to accumulate departmental seniority in his new
department.

An employee temporarily transferred or loaned to any
department other than his regnlar department at the request of
such other department, shall, if mutually agreed between the
local Management and the local Union, continue to
accumulate sentority in his regular department. When such
employee is requested to return to his former regular
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department, he may, if mutually agreed between the local
Management and the local Union, refuse such request without
any penalty other than the loss of departmental seniority in his
former regular department.

While any employees are laid off from any
department, no other employees shall be transferred to such
other department (except as otherwise provided in this
Agreement). However, this paragraph shall not prohibit daily
assignments to other departments under circumstances in
which laid off employees would not normally be recalled.

Section 29. Return to Bargaining Unit

Employees who have been promoted to supervisory
positions from production and maintenance units whose
employees are part of the bargaining unit and who are
subsequently returned shatl be deemed to have seniority and
be placed as follows:

A. Seniority

1. All employees promoted to supervisory positions
prior to December 19, 1959, and all employees promoted
between December 19, 1959, and August 1, 1962, who at the
time of their promotion had accumulated one year or more of
company seniority shall be deemed to have company seniority
from their date of hire and shall be deemed to have and
accurnulate departmental seniority in the department in which
they are working as supervisors and to have lost or retained
such departmental seniority in the case of transfer to another
department in accordance with Section 28, except that such
departmental senierity shall not be deemed to accumulate in
relation to those employees in the department with more

.company seniority while such employees are laid off beyond
thirty (30) days for lack of opportunity to work.

2. All employees promoted to supervisory positions
between December 19, 1959, and August 1, 1962, who at the
time of their promotion had accumulated less than one year of
company seniority, and all employees promoted between
August 1, 1962, and June 1, 1977, shall be deemed to have
departmental and company seniority in accordance with this
Articte VIII, as though they had been on layeff from the
bargaining unit.




3. All employees promoted to supervisory positions
équent to June 1, 1977, shall be deemed to have and
scumulate company and departmental seniority in the

department in which they are working at the time of their
/ promotion for a total of ninety (90) days provided they return
to a bargaining-unit job before the end of such period,
otherwise such seniority shall terminate at the end of such
ninety-day period.

B. Placement upon return to bargaining unit.

1. Employees covered under Paragraph A-1 above
who are demoted from supervisory positions shall be returned
to the production and maintenance unit in which they are then
working in such supervisory position and they shall be placed
on the job classifications in such department to which their
seniority entitles them and on which they have previously
worked or if they have not worked on any such classification
then on the lowest classification.

2. Employees covered under Paragraph A-2 above
who are demoted from their supervisory positions shall be
returned to the department from which they were promoted
and placed on a job classification to which their seniority
entitles them. If such employees do not have sufficient
seniority to remain in such department, they shall have rights
under Section 23-E of this Article, to the extent that their
seniority entitles them.

3. Employees covered under Paragraph A-3 above
who are demoted from their supervisory positions shall be
returned to the department from which they were promoted
and placed on the job classification to which their seniority
entitles them. If such employees do not have sufficient
seniority to remain in such department, they shall have rights
under Section 23-E of this Article, to the extent that their
seniority entitles them.

C. Persons who have not been employees in
classifications included in the bargaining units shall not be
deemed to have any company seniority or departmental
seniority for the purposes of this Section 29.
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D. Except for persons laid off from the bargaining
unit in a reduction of forces, and except as provided in Sectio
28 (Transfers) employees in nonsupervisory positions who are
not in the bargaining unit shall have no seniority for the
purpose of this Agreement.

E. The local Union and the local plant Management
may agree upon such applications or modifications of this
Section 29 as are suitable to that location.

Section 30. Temporary Supervisors

A. The Company may assign employees to act as
temporary supervisors when a need for such assignment arises
from short-term absences of other supervisors due to illness,
jury duty, vacation or increases in operating requirements
above normal levels not expected to be long term.
Commencing June 1, 1980, the accumulated time per
individual employee thus utilized shall not exceed six (6)
months per calendar year. The local parties may agree to such
modifications or applications of this sub-section as are suitable
to that location.

B. An employee will not be assigned as temporary
supervisor solely to avoid a layoff called for by his seniority or
to effectuate his recall from layoff despite lack of sufficient
seniority. An employee who works as a temporary supervisor
for a work week will not perform bargaining unit work during
that work week.

C. Anemployee who works as a temporary
supervisor on any given day will not be permitted to work
overtime in the bargaining unit within the twenty-four (24)
hour period following the completion of such assignment.
Any employee who works for three shifis or more as a
temporary supervisor will not subsequently be permitted to
work overtime in the Bargaining Unit in that work week.
Deviation from this restraint may occur when qualified
employees are not otherwise available to perform the
necessary work.,

D. The use of any bargaining-unit employee as a
temporary supervisor shall not affect the vacation schedule of
any other bargaining-unit employee, nor shall an employee
assigned as a temporary supervisor be granted a more
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favorable vacation schedule than such employee would have
been entitled to, except for such assignment.

E. An employee assigned as temporary supervisor
shall remain an employee covered by this Agreement.
However, such assignment, and the terms and conditions of
employment during such assignment will be decided by the
Management.

F. An employee assigned as a temporary supervisor
will not issue discipline to bargaining-unit employees, except
that a temporary supervisor will not be prohibited from
suspending an employee from work for the balance of the shift
for alleged misconduct.

Section 31. Probationary Employees

There shall be a probationary period of sixty (60)
days of actual work during which time any new employee
shall be entitled to all rights granted under this Agreement,
except during such time the Company shall have the sole
discretion of discharging or transferring such employee.

If an employee is discharged, laid off, or terminated
during his probationary period and is recalled or rehired within
one (1) year thereafter, the days worked prior to such
discharge, layoff, or termination shall be added to the days
worked after rehire or recall in determining the completion of
his probationary period.

Section 32, Local Rules

Other rules dealing with seniority, reduction of
forces, restoration of forces, and the other matters dealt with in
Article VIII may be negotiated by the local Management and
the local Union and when accepted by both parties such local
rules shall be in full force and effect, provided all such rules
must be consistent with the terms of this Agreement.
Grievances growing out of such rules shall be subject to the
grievance and arbitration provisions of this Agreement.
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ARTICLE IX. JOB POSTINGS
AND WORK ASSIGNMENTS

Section 33. New Job Classification, Vacancy in
Classification and Lines of Progression

A. When, as covered by this Agrecement, a new job
classification is created, or a vacancy occurs in an existing
classification in any department, it shall be posted in that
department so that employees in that department may apply
for it.

Consideration shall be given to applicants on the
basis of departmental seniority, provided the employees have
sufficient ability to qualify. Such consideration shall be in the
following order:

First, to employees in a higher classification in the
same line of progression, and in a classification horizontally
connected within the same line of progression.

Second, to employees in the classification next below
the one in which the vacancy exists, and so on down, in
accordance with existing lines of progression.

Third, if the vacancy is not filled from employees in
the line of progression, or if there is no existing line of
progression covering the classification, then such
consideration shall be given to other employees in the
department.

B. An applicant who qualifies on the basis of
departmental seniority shall, if he so requests be given a trial
unless it is obvious that such applicant does not have sufficient
ability to fill such new classification or vacancy.

C. No such new classification or vacancy shall be
permanently filled until any employee with greater
departmental seniority than the employee to whom the trial is
given (or his union representative) has had an opportunity to
have his case fully considered, provided such case has been
properly presented within five (5) days, (excluding Saturdays,
Sundays, and holidays) of the time when such new
classification or vacancy is temporarily filled.
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D. If anew job classification or a vacancy in an
existing classification is not filled as above from within a
department, consideration shall then be given to employees
from other departments who have on file requests for transfer
to that department. Such consideration shall be on the basis of
company seniority and ability.

Notices will be posted at up to five locations in each
plant informing employees of those departments from which
no employees are laid off and that requests for transfer to
those departments will be accepted. An employee may have
requests for transfer to as many as three departments on file at
any one time, except that in the case of apprenticeship
programs there shall be no limit to the number of applications
which an employee may have pending at any time. Requests
for transfer will be retained on file until withdrawn by the
employee or until he accepts transfer to another department.

Posting practices presently in effect at certain
locations which exceed the above will be continued unless it is
mutually agreed to change them.

E. An employee's failure to fill the new classification
or vacancy satisfactorily shall not penalize him with any loss
of seniority, and he shall be placed back on his former job.

F. Whenever the Company or the Union determines
that a change is needed in an established line of progression,
or that a new line of progression should be established, the
appropriate company and local union representatives shall
meet to discuss the proposed change or new line of
progression with the objective of reaching agreement. Ifno
agreement is reached the Company may, or may not, institute
the change or establish the new line of progression.

Thereafter, the Union may, within thirty (30) days,
file a grievance at the Second Step of the grievance procedure.
If such grievance is not resolved in the grievance procedure, it
may be appealed to arbitration. In determining the
appropriateness of a proposed change or new line of
progression, consideration shall be given to: the relationship
between the classifications, skills, training, job duties,
seniority impact and promotional sequence.
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Section 34. Rates on Promotions or Demotions

A. When an employee is promoted to a higher-rated
job classification, such employee will receive not less than the
base rate of such higher-rated classification.

B. In a posted reduction of forces employees who are
demoted shall receive the rate of the job to which they are
demoted. Should an employee be permanently demoted from
a classification, such employee will receive the rate of the job
to which he is demoted. The rate paid any individual under
this Paragraph will be subject to the provisions of Section G
(Red Circle Differentials) of the Wage Manual.

C. Payment of the rate of the classification
immediately upon promotion shall not be evidence of
qualification for the job.

Section 35. Rates on Temporary Assignments

A. While an employee is temporarily assigned to a
higher-rated classification, such employec will receive not less
than the base rate of such higher-rated classification.

B. When an employee is temporarily assigned to a
lower-rated classification, he will receive his regular hourly
rate of pay for the first eight (8) working days or less of such
assignment, and will receive the rate of the classification for
the time beyond eight (8) working days. The rate paid any
individual under this Paragraph will be subject to the
provisions of Section G (Red Circle Differentials) of the Wage
Manual.

Section 36. Refusal of Assignment
An employee may not refuse a temporary assignment
outside his regular classification provided the employee is

capable of performing such work. The Company will not
make such assignments for disciplinary reasons.
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"ARTICLE X. LEAVES OF ABSENCE
Section 37. Employees

A leave of absence without pay will be granted an
employee upon request for reasonable cause when the
requirements of the plant permit under the following
conditions:

A. An employee absent on leave shall be considered
as having quit if he engages in other employment without the
consent of the Company and the Union.

B. A leave of absence shall be for a specified period
of time. The Union will be notified in writing of any leave of
absence and the reason therefore granted for a period of thirty
(30) days or more, and of any extension thereof.
Notwithstanding any provisions in Section 19, an employee
who overstays his leave of absence without first notifying his
plant management and securing permission for the extension,
unless such notification proves to be impractical, may be
subject to disciplinary action.

C. An employee who is appointed to, or campaigns
for and serves in full-time political office and employees
serving in the U. S. Peace Corps and VISTA (Volunteers in
Service to America) will be deemed to have met the
"reasonable cause" requirement of this Section. Such leaves
may initially be granted for a peried not to exceed two {2)
years, and are subject to renewal on a yearly basis on proper
application by the employees and according to the same rules
affecting the original issuance of the leave.

An employee on such leave, to be eligible for
reemployment, should apply for reinstatement prior to
expiration of the leave, or within fifteen (15) days of the
termination of the political job or separation from the U. S.
Peace Corps or VISTA, whichever comes first.

Employees granted leaves of absence in accordance
with this Paragraph C shall be deemed to have the "consent”
of both parties called for in Paragraph A of this Section.

D. During any such leave of absence, the employee's

company seniority shall not be broken, but his departmental

51



seniority shall not accurnulate beyond the limitations
prescribed in Article VIIT (Seniority).

Section 38. Union Officials

Employees duly elected or selected by the Union to
an office of the Union shall be granted, upon request, a leave
of absence without pay for the period of the term of office.
Employees on such leave of absence on or after August 1,
1962, shall not have their company seniority broken and their
departmental seniority shall accumulate for that period of their
leave which is subsequent to August 1, 1962, in accordance
with Article VIII, Paragraph B (Departmental Seniority) as
though they were on layoff from the bargaining unit.

ARTICLE XIL. RIGHTS UNDER THIS AGREEMENT
Section 39. Legal Rights

This Agreement shall be binding on both the
Company and the Union and shall be faithfully performed by
each and shall apply alike to male and female employees.

Nothing herein shall be considered as depriving
either party or any employee of any rights or protection
granted under any applicable federal or state law.

Section 40. Dismissals and Disciplinary Action

A. If an employee is disciplined, written notice of
such discipline shall be given to the employee. The written
notice shall include a statement of his right to grieve the
discipline and to have union representation.

B. No dismissal, discharge, or disciplinary layoff in
excess of five (5) days shall be imposed until a suspension
period of up to five (5) days shall have elapsed. However,
during the suspension period the Company may advise the
employee and/or the employee's union representative of the
extent of any further action being considered. Written notices
of such suspensions and subsequent actions and the reason
therefor shall be given to the employee's grievance
representative, when available, and a copy mailed to the
president of the local Union at the time such action has been
taken provided the employee does not object to such notices
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being given. The suspended employee may request a hearing
at Step 2 of the grievance procedure. In the event a request for
a hearing is made promptly, such hearing will be held within
the suspension period.

If the suspension is revoked or converted into a
disciplinary layoff, dismissal or discharge, the effective date
will be the date of the suspension.

C. If the Union is dissatisfied with the decision at
Step 2, the case may be processed through the grievance
procedure.

D. Where grievances concerning written reprimands
or disciplinary layoffs of five (5) days or less are not resolved
at Step 2 and are to be arbitrated, they shall be arbitrated in the
Expedited Arbitration Procedure unless the appropriate
representatives agree to refer such grievance to regular
arbitration through regular procedures.

Subject to agreement of the local Union at each plant,
disciplinary suspensions of five (5) days or less for
absenteeism or tardiness shall be administrative in nature and
shall not result in the affected employee being removed from
active work without pay prior to a final determination of the
merits of the suspension in accordance with the Labor
Agreement. Disciplinary action of this nature will become a
part of the employee’s personnel record and may be considered
when determining future disciplinary action for the employee.
The parties agree that the administrative nature of this
discipline does not minimize the impact of the disciplinary
action or the need for correction of employee conduct.

E. If a case of dismissal, discharge or termination is
not resolved at Step 2 it may be submitted to Step 3 of the
grievance procedure or directly to arbitration as provided in
Article X1V, at the option of the international staff
representative involved.

Dismissal, discharge and termination grievances shall
receive prompt attention by the Board of Arbitration. The
Board of Arbitration shall render a decision within 45 days
after receipt of the transcript of the hearing and any
post-hearing submission, unless the Board of Arbitration
determines that circumstances warrant a longer period of time.
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F. If it is determined that the dismissal, discharge, or
disciplinary layoff was not for proper and just cause, the
penalty may be modified or rescinded and restitution of pay
may be made within the terms of the grievance procedure.
The Board of Arbitration shall not have the authority to offset
earnings in any such restitution.

G. In arbitration proceedings, the Company will not
make use of any personnel records of previous disciplinary
action against the employee involved where the disciplinary
action occurred four (4) years prior to the date of the event
which is the subject of such arbitration.

H. During each step of the grievance procedure the
Union and the Company shall disclose the pertinent facts and
information relied upon. Copies of such information and
materials shall be made available.

ARTICLE XII. SUPERVISORS WORKING

Any supervisor at a plant shall not perform work on a
job normally performed by an employee in the Bargaining
Unit at such plant; provided, however, this provision shali not
be construed to prohibit supervisors from performing the
following types of work:

(a) experimental, development and other research
work;

(b) demonstration work performed for the purpose of
instructing and training employees;

(¢) work required by emergency conditions; and

(d) work which is negligible in amount and which -
also, under the circumstances then existing, it would be
unreasonable to assign to a bargaining-unit employee.

Work which ts incidental to supervisery duties cn a
job normally performed by a supervisor, even though similar
to duties found in jobs in the Bargaining Unit, shall not be
affected by this provision.
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If a supervisor performs work in violation of this
Article X1I and the employee who otherwise would have
performed this work can reasonably be identified, the
Company shall pay such employee the applicable standard
hourly wage rate for the time invelved or for four (4) hours,
whichever is greater. In the event no such employee can be
reasonably identified, the Company shall pay the grievant the
applicable standard hourly wage rate for the time involved or
four (4) hours, whichever is greater.

For the purpose of this Article, the term "supervisor”
shall include other nonbargaining-unit employees of the
Company.

ARTICLE XII1. GRIEVANCES
Section 41, Scope

The grievance procedure may be applied to any
differences, disputes, or complaints regarding the
interpretation or application of this Agreement, or regarding
matters of wages, hours, and working conditions excluded
from or not covered by this Agreement,

Section 42. Procedure

Grievances may be presented and discussed by an employee or
an employee's Union representative, or for a group of
employees by their Union representative or representatives, in
the following steps:

Step 1. (Oral) With the immediate supervisor.

If an employee believes that he has a grievance, such
employee may present and discuss such grievance with his
immediate superviser with or without his union representative
as the employee may elect, in an attempt to resolve the matter.
The employee, may, if he so desires, report the matter directly
to such union representative or representatives who shall in the
presence of the employee, present the grievance to the
employee's supervisor who shall be empowered to and shall
attempt to resolve it,

The supervisor, after discussion, shall promptly give
his oral answer. If the employee is not satisfied with the
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supervisor's answer, the union representative shall be
empowered to resolve, withdraw, or appeal the grievance. If
the supervisor's answer is not accepted, the grievance may be
appealed by the union representative to Step 2 of the grievance
procedure.

If the grievance is to be appealed to the second step,
an appeal form as set forth in Appendix 1V attached to this
Agreement, shall be prepared by the union representative or
the supervisor and given to the Works Manager or his
representative. The appeal form shall be signed by the
affected employee or employees or the union representative.
It shall be signed by the immediate supervisor to verify its
processing at the first step. The appeal form will be given to
the proper union representative who normally appeals cases to
Step 2.

Step 2. (Written) With the Works Manager or his
representative.

On presentation of an appeal to the second step of the
grievance procedure, the appeal form shall be signed and
dated by the Works Manager or his representative to
acknowledge receipt of the appeal.

The grievance shall be discussed between the Works
Manager or his representative and the union representative(s)
who shall be empowered to and shall attempt to resolve the
grievance. Other participants to the discussion shall include
the employee complainant, the immediate supervisor involved
and such other witnesses as the parties may, by agreement,
invite.

The Works Manager or his representative, after
discussion of the grievance, shall promptly give his answer in
writing. The union representative(s} shall be empowered to
resolve, withdraw or appeal the grievance at that time.

If the grievance is not resolved, a written grievance
record shall be prepared by the Works Manager or his
representative and the union representative.

The grievance record shall contain the union

representative’s statement of the grievance, a statement of facts
agreed to, a statement of the facts known to be in dispute, and
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the signatures of the proper representatives of each party. The
respective parties shall cite such contractual provisions as may
have been relied upon in the proceedings. The Union shall
indicate the remedy sought. The Company shall record its
answer to the grievance including reasons therefor.

Step 3. With the Manager of Industrial Relations of
the Company.

On presentation of an appeal, accompanied by the
grievance record, second step answer and the appeal form, the
appeal form shall be signed and dated by the manager of
Industrial Relations of the Company to acknowledge receipt of
the appeal.

The grievance shall be discussed between the
Manager of Industrial Relations or his representative and the
union representative who shall be empowered to and shall
attempt to resolve the grievance.

The company representative after discussion of the
gricvance shall promptly give his answer in writing. The
union representative shall be empowered to resolve, withdraw
or appeal the grievance to arbitration, subject to the limitations
of the arbitration provisions of this Agreement.

Other Procedures

It is recognized that the nature of a grievance may be
such that its initiation at a step above Step 1 is appropriate. In
such case, the local parties may agree to their initiation at a
higher step. Without limiting the foregoing it is specifically
agreed that grievances concerning suspensions, disciplinary
layoffs, dismissals, discharges, and terminations may be
initiated at Step 2. Grievances concerning new or changed job
classifications, as provided in Article IV, contracting out as
provided in Article VII, and insurance issues, as provided in
Article XXII, may be initiated at Step 2. When any grievance
is initiated at Step 2, the grievance record for such a grievance
shall be prepared at Step 2.

Grievances resolved at Step 1 shall be considered
resolved without precedent and shall not be used in the
discussion of other grievance or arbitration cases, provided
however that disciplinary penalties resulting in such cases and
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the violation of which such disciplinary action resulted shall
not be barred by this provision from use in other grievance or
arbitration cases, unless the parties' representatives at such
step shall agree in writing that a specific resolution of a
disciplinary grievance shall be nonprecedent setting and
noncitable.

Where one or more departments of a plant are
directly involved, the grievance may be taken up first with the
proper supervisor, a department head, or superintendent.

If the parties mutually agree, a grievance may be
referred back to the previous step with appropriate
recommendations and with appropriate extensions of time
limitations.

The local Union and the local plant Management may
negotiate such modifications of or additions to Steps 1 or 2 or
preparation of the appeal form as may be suitable to the local
situation.

Section 43. Time Limitations

Grievances shall be processed within the following
time limitations, except that the appropriate parties'
representatives may mutually agree to an extension of a time
limitation in any particular instance. Neither party shall
unreasonably withhold its agreement to such an extension
requested by the other.

Except as provided in Article IV, Sections 6 and 7, a
grievance shall be initiated within five (5) days of the time at
which the grievant became aware of the facts on which the
grievance is based, unless precluded from filing a grievance
by some determining circumstance beyond his control. In
such case the five (5) day limitation shall become effective
when such determining circumstances ceases. In any event,
monetary liability shall not be assessed for any period prior to
thirty (30) days before the initiation of the complaint,

A grievance initiated at Step 1 shall be answered
within three (3) days.

Appeals of grievances to Step 2 shall be within seven
(7) days of the answer at the previous step. Hearing at Step 2
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shall be within seven (7) days of the appeal to that step.
Grievances heard at Step 2 shall be answered within fourteen
(14) days of the hearing.

Unless a time limit applicable to Step 1 or 2 is
extended by mutual agreement, no grievance may be
processed outside of the stated time limit, except that if a
hearing is not held or the answer is not given at Step 1 or 2
within the applicable time limit, the Union may appeal the
grievance to the subsequent step. The time limit for each
respective appeal shall start as of the time the grievance
answer is given or upon expiration of the time in which such
answer is due, whichever occurred earlier.

Appeals to Step 3 shall be within thirty (30) days of
the Step 2 answer or of the expiration of the time in which that
answer is due, whichever is carlier. The staff representative
appealing the grievance will be offered a hearing date to be set
within sixty (60} days from the date of receipt of the appeal.
The company and staff representative may agree upon such a
date or any other found to be mutually acceptable under the
circumstances. A Step 3 answer, to be timely, shall be given
within forty-five (45) days of the hearing.

If 2 hearing at the third step is not held within the
applicable time limit, the grievance, if subject to arbitration,
may be submitted to arbitration by the staff representative
within thirty (30) days of the expiration of the time limit for
third step hearing.

A grievance heard at the third step which is subject to
arbitration pursuant to Article XIV may be submitted to
arbitration within thirty (30) days of the third step answer or
upon expiration of the time in which such answer is due,
whichever is earlier.

However, if a grievance is not appealed to arbitration
within fifteen (15) days from the start of the applicable appeal
period, monetary liability will not accumulate for the time
elapsing between the end of such fifteen (15) day period and
the time the appeal is made.

Time limitations, as specified in this Section 43, shall

be calendar days exclusive of Saturdays, Sundays and holidays
specified in Article V, Section 13.
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Section 44. Pay for Lost Time

When local plant conferences between any
employees (including the union representative or
representatives) and the local plant Management are held
during their regular working hours, such conferences shall not
result in any loss of time to any such employees.

Section 45. Access to Plants

A staff representative of the Union shall be granted
access to the plants of the Company for the purpose of
investigating grievances which are being considered by the
Union and the Company at the second or third step of the
grievance procedure provided such investigations do not
conflict with any government regulations and are in
accordance with general rules agreed upon by the Company
and the Union,

ARTICLE X1V. ARBITRATION
Section 46, Scope

Not all grievances are subject to arbitration. The
scope of arbitration and the jurisdiction of the Board of
Arbitration are defined in Section 50.

Grievances may be submitted to arbitration by either
party after the grigvance procedure has been exhausted subject
to the following principles and procedure:

Section 47. Board of Arbitration

A Board of Arbitration is hereby created consisting
of one representative of the International Union (to be
appointed by the Chairman of the Alcoa Negotiating
Committee), one representative of the Company and a third
party, wholly disinterested, to be appointed by the respective
parties for such period of time and upon such financial and
other terms as may be agreed upon. Such third party shall be
entitled the Umpire.
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Section 48. Duties of Board

It shall be the duty of the Board to hear disputes on subjects
within its jurisdiction certified to it by the Union or the
Company after the grievance procedure of the Agreement has
been exhausted. Such hearings shall be held in the vicinity (as
presently designated by the parties) of the plant which is '
arbitrating the grievance, unless another place be unanimously
designated.

All decisions or awards of the Board shall be made
by majority vote and shall be issued under the sole signature
of the Umpire.

Section 49. Finality of Awards

The decisions and awards of the Board shall be final
and binding upon the parties.

Section 50. Jurisdiction of the Board

A. The Board shall regard the provisions of this
Agreement as the basic principles and fundamental law
governing the relationship of the parties. The Board's function
is to interpret the provisions of the Agreement and to decide
cases of alleged violation of such provisions. The Board shall
not supplement, enlarge, diminish, or alter the scope or
meaning of the Agreement as it exists from time to time, or
any provisions therein nor entertain jurisdiction of any subject
matter not covered thereby (except to the extent necessary to
determine its jurisdiction). Without limiting the foregoing, the
subjects of wages, production standards, and contracting out
except as specifically provided in the letter regarding the
notification procedure are by this Section excluded from
arbitration, except that wage rates are arbitrable for new or
changed job classifications under Article IV of this
Agreement, and except that questions of compliance with
Article LI are arbitrable.

B. Whenever the Board may determine that the
subject of a dispute is, or a decision or award thereon would
be, beyond the Board's jurisdiction, or would contravene this
Section 50, it shall dispose of the case by reducing such
determination to writing and may then refer the dispute to the
parties.
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C. The Board shall not take jurisdiction of any
dispute or grievance arising under any prior agreements.

D. The proposals made by each party with respect to
changes in the basic labor agreements, and the discussions had
with respect thereto, during the negotiations of the 1962
Agreement or subsequently shall not be used, or referred to, in
any way during or in connection with the arbitration of any
grievance arising under the provisions of the basic labor
agreements.

Section 51. Costs

The compensation and expenses of the Board
representative of each party shall be borne by such party. The
compensation and expenses of the Umpire shall be borne
equally by the parties.

Interest shall be added to back pay awards granted by
the Board of Arbitration which are not paid within thirty (30)
working days from the date the Company receives the
decision. Such interest at the then prime rate, will begin to
accrue on the thirty-first (31st) day unless the Company is able
to demonstrate the need for additional time to assemble the
necessary data to compute the back pay award in which case
such thirty (30) day period will commence with the date the
data is available. Where it is necessary to obtain a
clarification of the Board's decision such thirty (30) day period
will commence with the date the Company receives
clarification of the award.

Section 52, Rules

The rules for the functioning of the Board of
Arbitration are set forth in Appendix VI of this Agreement.
However, the Board may, by unanimous vote, make such
other rules and regulations for the conduct of its business as do
not conflict with these provisions.

Section 53. Agreement Against Strikes or Lockouts

As to any disputes subject to arbitration, the Union
agrees that it will not cause nor will its members take part in
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any strike or work 'stoppage, and the Company agrees that it
will not cause any lockout.

As to any dispute not subject to arbitration, no strike,
work stoppage, or lockout will be caused or sanctioned until
negotiations have continued for at least five (5) days at the
final step of the bargaining procedure described in Article
XIII. Thereafter any strike which occurs under such
circumnstances shall not be deemed to be a violation of this
Agreement, which shall continue to remain in full force
notwithstanding such strike. .

During the Yife of this Agreement, the Union will not
cause nor will its members take part in any slow-down or
similar interference with production, nor withhold services in
recognition or support of issues between parties other than the
parties to this Agreement.

The Union agrees that the Company has the right to
discipline or discharge anyone guilty of viclating the
provisions of this Section. In the event of an appeal to the
Board of Arbitration of a grievance involving action taken
under this paragraph, the Board shall have the right in its
discretion to affirm, reverse, or modify the discharge or
disciplinary penalty.

Section 54. Expedited Arbitration Procedure

A panel of arbitrators shall be maintained for each
plant arca by the headquarters representatives of the parties.
The Rules of Procedure for Expedited Arbitration shall be
maintained by the headquarters representatives of the parties
and modified by them as deemed appropriate. Their expenses
and fees of the expedited arbitration proceedings shall be
borne equally by the Company and the local Union.

As to any grievance appealed directly to expedited
arbitration under Article XI, Section 40, Paragraph D, such
appeal shall be made by the appropriate Union representative
so notifying the Company's Step 2 representative within seven
(7} days of the receipt of the Step 2 answer to the grievance.

As to any grievance appealed to Step 3 of the

grievance procedure, the Step 3 representatives within fifteen
(15) days after receipt of such appeal shall review the
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grievance and communicate with one another and jointly
determine whether such grievance shall be referred back to
Step 2 for final disposition.

As to any grievance referred back to Step 2, the
Union's Step 2 representative may appeal it to the Expedited
Arbitration Procedure by notifying the Step 2 representative of
the Company within seven (7} days of the receipt of the
referral from Step 3.

The Step 2 representatives shall then arrange for
handling in Expedited Arbitration as follows:

1. The list of members of the panel applicable to that
plant shall be maintained alphabetically to be used by fixed
rotation. The next panel member shall be contacted and
requested to serve on the case or cases designated for
Expedited Arbitration at a time and place agreed upon by the
Step 2 representatives. The date for the hearing shall be
within ten (10) days of the appeal unless an extension of time
is mutually agreed by the Step 2 representatives. The rotation
shall be followed until a panel member accepts the
assignment. The next assignment shall be offered to the next
panel member in the rotation.

2. The hearing shall be conducted in accordance with
the following:

(a)} The hearing shall be informal.
{b) No briefs shall be filed or transcripts made.
{¢) There shall be no formal evidence rules.

(d) Each party’s case shall be presented by a
previously designated representative.

(e) The Arbitrator shall have the obligation of
assuring that all necessary facts and considerations are brought
before him by the representatives of the parties. In all
respects, the Arbitrator shall assure that the hearing is a fair
one.

{f) If the parties acting jointly or the Arbitrator
conclude at the hearing that the issues involved are of such
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complexity or significance as to require further consideration
by the parties, the case shall be referred to the Third Step and
it shall be processed as though appealed on such date.

3. The Arbitrator shall render his decision within
forty-eight (48) hours after conclusion of the hearing
(excluding Saturdays, Sundays, and holidays). The
Arbitrator’s decision shall be based on the record developed by
the parties before and at the hearing and shall include a brief
written explanation of the basis for such conclusion. These
decisions will not be cited as a precedent in any discussion of
grievances at any step of the grievance procedure or in
subsequent arbitration, except that the disciplinary outcome of
such cases and the violation for which such disciplinary action
resulted shall not be barred by this provision from use in other
grievances or arbitration cases at the same location. However,
when previous disciplinary cases decided in Expedited
Arbitration are cited in subsequent grievances or arbitration
cases, the citation shall be limited to the result of that prior
decision. The decision itself shall not be presented. The
authority of the Arbitrators shall be the same as those provided
in this Article X1V of the Labor Agreement between the
parties.

4. The parties agree that the grievance appropriate
for handling through the Expedited Arbitration Procedure
should not involve novel problems or issues which have
extensive contractual significance or which are unusually
complex or which are beyond the jurisdiction of the permanent
Arbitrator.

5. The decisions in Expedited Arbitration shall be
consistent with the decisions of the permanent Arbitrator for
the Company and the Union.

6. Duplicate originals of a decision shall be
furnished to the representatives presenting the case, and copies
shall be furnished to the union's Step 3 representative of the
plant invelved, the union's international office (Arbitration
Department) and the company's manager of Industrial
Relations.
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ARTICLE XV. SUPPLEMENTAL
UNEMPLOYMENT BENEFITS

This Supplemental Unemployment Benefits Plan is
designed to provide a covered employee who becomes wholly
or partially unemployed (a) Weekly Benefits to provide
income while he is on layoff, and (b) Short Week Benefits for
any week in which he is partially unemployed, that is, he
works some, but less than 32 hours for the Company.

A three-tiered program is established wherein
employees are grouped depending upon their years of
accumulated departmental seniority. The Tier group
comprises those employees who have 2 but less than 10 years
of accumulated departmental seniority; the Tier I group
comprises those employees who have 10 but less than 20 years
of accumulated departmental seniority; and the Tier I1] group
comprises those employees who have 20 or more years of
accumulated departmental seniority.

Section 55. Weekly Benefits

1. Weekly Supplemental Unemployment Benefits
shall be payable to employees covered by this Agreement who
have two or more years' accumulated departmental seniority at
the beginning of the layoff. For purposes of this Article, an
employee shall be considered as having been laid off in any
week in which, because of lack of work, he is not scheduled or
assigned to work for the Company.

2. A layoff shall not include one occasioned by (a)
disciplinary reasons; or (b) a strike, slow down, work
stoppage, picketing, or other labor dispute involving any
employee or group of employees of the Company, at the
company's plant, or involving the Union whether at the
company's plant or elsewhere; or (c) a hostile act of any
foreign government.

3. To qualify for a weekly supplemental benefit in
any week, the laid off employee shall:

(a) be eligible for a state unemployment benefit
(including any state requirement for application) except:
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(i) as the length of layoff may exceed the duration of
such state benefits to which he is entitled,

(i) if he is compensated or receives a pubiic or
private pension payment (other than a pension payment
wholly or partially financed by the Company) in an amount
which disqualifies him for state benefits,

(iii) if he is on layoff on account of a shutdown of the
plant or department for vacation purposes and is ineligible for
vacation pay,

(iv) if he did not have a sufficient period of work in
employment covered by the state system,

(v) if he fails to receive a state unemployment
benefit because he is not physically able to work provided he
became disabled while on layoff and after sickness and
accident coverage ceased under Article XXII, and he supplies
the same certification of disability as would be required for
sickness and accident benefits if such coverage had not
ceased. Any disability benefit paid under or pursuant to a
state or federal law with respect to the period for which a
Weekly Benefit is paid under this paragraph shall for the
purposes of this Article be deemed to be a state unemployment
benefit.

(vi) if he does not receive a state unemployment
benefit solely because he is participating in a training program
established under or pursuant to federal law. In such case any
income received by him under that program shall be deemed
to be a state unemployment benefit.

(b) have made application for benefits from the
Company no later during the week following the week for
which benefits are payable, at a time and place designated by
the Company. The place at which reporting and applying are
required will be at or near the location where the employee
was last employed. If such place is an unreasonable distance
from the employee's residence, or if he leaves the area to seek
work, the Company shall, upon request of the employee in
person, grant permission to report at another company location
where an adequate office for such reporting is maintained. If
no such office is within reasonabie distance, the Company
shall, upon request of the employee in person, grant
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permission to report and apply by mail. An employee
applying for a Weekly Benefit pursuant to Paragraph 3(a)(v)
may report and apply by mail. The necessary forms and
instructions for making S. U. B. applications by mail shall be
supplied by the Company to the employee at the time his
request for mail reporting is granted. No employee shall
receive a Weekly Benefit until he shows that he received a
State unemployment benefit for the week or failed to receive
such benefit for a reason which does not disqualify him from
receiving a Weekly Benefit. This may be done by showing a
State check or by some other method, which must reasonably
provide for securing such proof.

{c) not be receiving or claiming any sickness or
accident or disability benefit, or any pension or retirement
benefit wholly or partially financed by the Company, for
which he is eligible.

(d) not be receiving a week's vacation pay.

(e) not be in military service (including training
encampments).

4. Weekly Benefits shall be payable, to employees
meeting the qualifications of Paragraph 1, and who have not
been on continuous layoff for more than two years for periods
of layofT not to exceed their weeks of benefits eligibility. The
maximum number of weeks of benefits eligibility shall be 52
weeks for Tier [ employees, 78 weeks for Tier Il employees
and 104 weeks for Tier Il employees; (except as provided in
Paragraph 11 (a) and (b) except however, an employee shall
not be eligible for benefits in excess of 52 weeks if such
employee has refused to accept an assignment to any
appropriate work at the work location where employed.

Employees who complete either 10 years of
accumulated departmental seniority or 20 years of
accumulated departmental seniority shall have their weeks of
benefits eligibility increased by 26 at the time they complete
each such seniority provided they are actively at work on that
date. If not actively at work on that date, weeks of benefits
eligibility shall be so increased at the time such employee
returns to active work.
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For purposes of this Article XV the phrase "actively
at work" means an employee is present at work for the
Company. "Actively at work" shall also include an employee
who is on vacation scheduled under the Vacation Plan of the
Company or is absent from work because of a paid holiday, a
paid jury or witness day, a paid bereavement day, a short-term
absence due to authorized local union business or an off day
within the employee's working schedule provided in all cases
such employee was present at work on the fast scheduled
working day immediately preceding such vacation or absence
listed above.

If an employee is recalled to work, his remaining
weeks of benefits eligibility in any subsequent layoffs shall be
increased to his tier maximum at a rate of one-half week for
each week thereafter in which he has any of the following
hours:

{a) Hours worked for the Company,

{b) Hours not worked but for which he is paid, such
as vacation hours or hours for which he received jury or
witness pay or berecavement pay.

(c¢) Hours not worked and not paid for but which
were lost because:

(i) He was performing his duties as a member of the
Grievance Committee, or president, vice-president, recording
secretary, financial secretary and/or treasurer of a local of the
Union which is his collective bargaining represeniative, or

(ii) He was absent because of disability for which
benefits are payable under a Workers' Compensation or
Occupational Disease law or the Company Program of
Insurance Benefits.

An employee who receives benefits which are
reduced under Paragraph 6 shall be deemed to have used only
three-quarters of a week of eligibility unless his benefit was so
reduced by one-half or more, in which case he shall be
deemed to have used only one-quarter of a week's eligibility.
Any employee having less than a full week’s eligibility for any
week shall be entitled to receive a proportionate benefit for
such week.
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5. (a) The amount of an employee's Weekly Benefit
(subject to the provisions of Paragraph 6 through 10 of this
Section and Paragraph 3 of Section 57) shall be 28 hours
times the employee’s vacation rate (as determined in
Section 62 of the Labor Agreement) at the time of layoff
minus the amount of the state unemployment benefit the
employee receives or, if he is only partially unemployed, the
amount he would have reccived for that week if totally
unemployed.

(b) In the application of (a) above, the following
shall apply (subject to the provisions of Paragraph 6 through
10 of this Section and Paragraph 3 of Section 57) in cases
where the employee's state unemployment benefit is reduced
or climinated because of the receipt of a public or private
pension.

(i) Where the employee's state unemployment
benefit is reduced solely because of the receipt of a public or
private pension, the Weekly Benefit shall be 28 hours of the
employee’s vacation rate (as determined in Section 62 of
the Labor Agreement) at the time of layoff minus the
amount of state unemployment benefit received.

(i} Where the employee's state unemployment
benefit is eliminated solely because of the receipt of a public
or private pension and the employee is not in receipt of
compensation, the Weekly Benefit shall be 28 hours of the
employee’s vacation rate (as determined in Section 62 of
the Labor Agreement) at the time of layoff.

{iii) Where the employee's state unemployment
benefit is eliminated because of the receipt of a public or
private pension and compensation, the employee would not
have otherwise been disqualified for a state unemployment
benefit because of receipt of compensation, the Weckly
Benefit shall be as computed in (a) above plus that portion of
the public or private pension used in the reduction of the State
unemployment benefit.

(iv) Where the employee's state unemployment
benefit is eliminated because of the receipt of public or private
pension but the employee would have otherwise been
disqualified for a state unemployment benefit because of the
receipt of compensation, the Weekly Benefit shall be as
computed in Paragraph 6(a).
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(c) In the event that Trade Readjustment Act benefits
are payable to an employee who is also receiving a state
unemployment benefit, such T.R.A. benefits shall not be
deducted from the employee’s Weekly Benefit. In those
weeks for which no state unemployment benefits are payable,
such T.R.A. benefits shall be deducted but limited to the
amount of a full state unemployment benefit if it had been
payable, assuming the employee in all respects is otherwise
qualified for the State unemployment benefit.

6. (a) An employee who is or would be disqualified
for state unemployment benefits solely because of the receipt
of compensation shall have his benefit as computed in
Paragraph 5(a) reduced by the amount by which his
compensation exceeds the sum of:

(i) the state unemployment benefit he would have
received for that week if totally unemployed and

(ii) the maximum amount, not in excess of $10.00,
which is disregarded by the state in calculating unemployment
benefits for partial unemployment.

(b) An employee who is or would be ineligible for
state unemployment benefits, for a reason other than the
receipt of compensation, shall receive a Weekly Benefit equal
to the sum of the state unemployment benefit, if any, and the
Weekly Benefit which he would have received under
Paragraph 5, or subparagraph (a) of this Paragraph 6, except
for his ineligibility for a state benefit,

7. The amount of benefits to which a part-time
employee is entitled shall be computed as above, except the 28
hours shall be reduced in the proportion that the part-time
employee's regularly scheduled hours per week bear to 40. A
part-time employee is an employee who, for his own
convenience, works less than the regularly scheduled hours.

8. Notwithstanding the above an employee who
receives a state unemployment benefit, or is ineligible for such
benefit solely because of the receipt of compensation or a
public or private pension payment as set forth in Paragraph
3(a)(ii), shall have his Weekly Benefit calculated without a
maximum benefit limit. In other weeks, the maximum
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Weekly Benefit for employees in Tier I shall be $260.00 and
for employees in Tier 1I and Tier III there shall be no
maximum Weekly Benefit.

In the case of an employee who accumulates two
years' departmental seniority afler he has established a state
benefit year, he shall be deemed to receive state
unemployment benefits for the number of weeks subsequent to
his exhaustion of state benefits equal to the number of weeks
in that benefit year in which he received state benefits
although not yet eligible under this Agreement.

9. To the amount set forth above shall be added
$1.50 per week for each dependent for whom the personal
exemption deduction is allowed the employee under federal
income tax laws, but such additional amount shall not exceed
$6.00 per week.

10. In such instances as the Company determines that
state unemployment benefits are not payable to an eligible
employee because of the receipt of such supplemental
unemployment benefits from the Company, the Company and
Union shall determine a suitable alternate method of payment.
Such method of payment shall be effective as of the date of
the Company's determination that supplementation is not
permitted.

11. (a) If an employee who would be eligible for a
Rule of 65 Retirement under the Pension Agreement effective
June 1, 1996, except for the fact that the Company has not yet
determined whether he will be offered "Suitable Long-Term
Employment” (SLTE} as defined in Appendix A of such
Pension Agreement exhausts his weeks of benefits eligibility,
the Company shall grant the employee weeks of benefits
eligibility to provide Weekly Benefits for which the employee
may otherwise be eligible for whatever period of time that it
may require to offer SLTE or to determine not to offer SLTE.

(b} If an employee who is otherwise eligible or could
become eligible for a Rule of 65 Retirement accepts an offer
of SLTE at an employment location included in Group A or B
of Table IV of the Pension Agreement effective June 1, 1996,
and is subsequently laid off at any time during the two-year
period following the date on which he starts work at the new
employment location, the employee will be afforded the
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following additional protection. If the employee's weeks of
benefits eligibility become exhausted, the Company will grant
whatever additional weeks of benefits cligibility may be
necessary to permit continuation of any Weekly Benefits for
which the employee may be otherwise eligible during such
layoff.

12. No weekly benefit of less than $2.00 will be
paid, nor will any week of eligibility, or fraction thereof, be
canceled for any week in which the Weekly Benefit would
have been less than $2.00.

13. An employee is not eligible to receive a Weekly
or Short Week Benefit if he receives, or is eligible to receive,
a similar benefit under an arrangement provided by an
employer with whom he has more service than with the
Company.

14. If pursuant to any federal law, or the law of any
state or political subdivision, an employee receives or would
be eligible to receive any benefit or payment because of layoff
or employment displacement resultant from an energy crisis,
such benefit or payment shall be considered and treated as
State Unemployment Compensation for the purpose of this
Article,

Section 56, Short Week Benefits

1. An employee having two or more years of
accumulated departmental seniority will receive a Short Week
Benefit from the Company for any week in which some, but
less than 32, hours are worked for the Company, unless the
sum of hours described in Paragraph 2 below equals or
exceeds 32.

2. A Short Week Benefit for a particular week will
be calculated by multiplying the employee's standard hourly
wage rate by the difference between 32 and the sum of the
hours: :

(a) He worked in the week, and
(b) He did not work but for which he was paid by the

Company, provided, however, that hours for which he was
paid for one unworked holiday shall not be counted, and
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{c¢) He did not work for reasons other than lack of
work.

3. If the employee applies for state unemployment
benefit for any portion of the week, he must notify the
Company of such application and of the total amount of any
such benefit received. One-seventh of the amount of such
state unemployment benefit will be deducted from the amount
calculated in accordance with Paragraph 2 above for each day
of the State benefit week which fatls within the payroll week
for which the Short Week Benefit is paid.

4. Short Week Benefits shall be paid directly by the
Company and shall rot be charged against the contributions to
or the finances of the SUB plan. Paragraphs 3(b) and (¢) of
Section 57 shall not apply to Short Week Benefits,

5. A Short Week Benefit will be paid to the
employee, without application by him for any week for which
he qualifies.

6. One-half week of eligibility will be canceled for
each Short Week Benefit.

7. If pursuant to any federal law, or the law of any
state or political subdivision an employee receives or would be
eligible to receive any benefit or payment because of layoff or
employment displacement resultant from an energy crisis,
such benefit or payment shall be considered and treated as
State Unemployment Compensation for the purpose of the
Article,

Section 57. Finance

1. For each month the Company shall compute a
Maximum Benefit Limit. Such Maximum Benefit Limit shall
be equal to thirty (30) cents per hour worked in the first twelve
of the previous thirteen months.

2. For each month the Company shall compute an
Available Benefit Limit, which shall be the Available Benefit
Limit for the preceding month adjusted by subtracting the
Weekly Benefits paid during the second preceding month, and
adding the amount required to bring the Available Benefit
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Limit up to 125 percent of the Maximum Benefit Limit; but
such additional amount shall not exceed an amount computed
by multiplying (i} nine and one-half (9.5) cents times the hours
worked in the second preceding month until the Available
Benefit Limit has been brought up to the Maximum Benefit
Limit and (ii) an additional fifteen (15) cents times the hours
worked in the second preceding month. The addition of the
fifteen (15) cents shall be subject to the provisions of
Paragraph 3(d).

3. (a) For each month the Company shall compute
the ratio of Available Benefit Limit to the Maximum Benefit
Limit. Until the first month after May 1983, in which the ratio
of the Available Benefit Limit to the Maximum Benefit Limit
calculated on the basis of thirty (30) cents equals at least one,
the ratio shall continue to be calculated by reference to a
Maximum Benefit Limit based on twenty-three (23) cents.

(b) If the ratio of the Available Benefit Limit to the
Maximum Benefit Limit, calculated as in (a) above, shall be
less than .35, the benefits otherwise payable during the month
shall be reduced in accordance with the following table:

The Portion of the

When the ratio is: Benefit Paid_is
.25 or more but less than .35 60%
.15 or more but less than .25 30%

(¢) In the event that such ratio shall be less than .15,
no benefit shall be paid unti} such month as the ratio shall
exceed .15; in no event however shall the total benefits paid
during any month exceed the Available Benefit Limit
calculated for such month.

(d) Notwithstanding Paragraphs 3(b) and (c) above,
the Company guarantees that all Weekly Benefits payable
under the Plan shall be paid in full to employees who are in
Tier 11 or Tier lIL. To the extent that Weekly Benefits to such
employees are reduced pursuant to Paragraphs 3(b) and (c),
the Company shall advance to the trust fund the amount by
which the Weekly Benefits paid to such employees pursuant to
Paragraphs 3(b) and (c) need to be supplemented to provide
full payment. The Company shall maintain a separate record
of such advances. In any month in which there 1s an
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outstanding balance of such advances, and the Available
Benefit Limit would otherwise exceed the Maximum Benefit
Limit, the Company may reduce the additions which would
otherwise be made to the Available Benefit Limit pursuant to
Paragraph 2, but such reduction shall not reduce the Available
Benefit Limit below the Maximum Benefit Limit. Any such
reduction in the additions which would otherwise be made to
the Available Benefit Limit shall be recorded as a credit
against the outstanding balance of advances made pursuant to
this paragraph,

4, The word "month" as used in this Article shall be
construed to mean a four or five-week period, depending upon
the number of weekly payroll ending dates falling within a
calendar month.

5. The Company shall continue the trust fund
established under the Agreement dated August 1, 1956, which
is administered by a trustee selected by the Company. All
payments of benefits shall be made from the trust fund and for
each month, the Company shall contribute to the fund an
amount to cover all benefits payable.

6. Federal Income Tax Ruling. Continued
contributions to the Plan shall be conditioned upon the
continuation in effect of the ruling of the Commissioner of
Internal Revenue that such contributions constitute a currently
deductible expense for income tax purposes under the Internal
Revenue laws of the United States.

7. Fair Labor Standards Act Ruling. Continued
contributions to the Plan shall be conditioned upon the
continuation in effect of the ruling of the United States
Department of Labor that no part of such contribution shall be
included in the regular wage rate of any employee.

8. Withholding Provision. If the Company or trustee
at any time shall be required to withhold any amount from any
payment of benefits, by reason of any federal, state, county, or
municipal law or regulation, the Company or trustee shall
have the right to deduct such amount from such payment.

9. If an employee is disqualified from supplemental

unemployment benefit payments for the reason that his
eligibility for state unemployment insurance benefits is in

76



dispute, and withheld pending a ruling from an Appeal to the
State, company benefits shall not be paid but shall be set aside
pending such state ruling.

10. Disputes arising from the application of
supplemental unemployment benefits shall be initiated at the
second step of the grievance procedure.

11. Upon the expiration of this Agreement, the
Company shall have the right to suspend or terminate
contributions, except as may be otherwise provided in any
subsequent agreement between the Company and the Union.
If contributions are terminated, any assets then remaining in
the fund, plus that portion of the Available Benefit Limit made
up of accrued liability, shall be subject to all the applicable
provisions of this Article and shall be used untii exhausted to
pay similar benefits to applicants laid off or thereafter laid off
in the order, each week, of the respective dates as of which
they were laid off. In such case, the provision for reduction of
benefits of Paragraph 3 of this Section shall not be effective.

12. The Unien shall be furnished, on forms and at
times to be agreed upon, such information as may be
reasonably required to enable the Union to be properly
informed concerning the operation of the Plan.

ARTICLE XV1. BULLETIN BOARDS

The Company will provide union bulletin boards in
the principal departments of or at other suitable locations in
each plant and will post thereon notices (not larger than legal
caption paper) of union meetings and union activities as may
be submitted by the Union for such posting.

ARTICLE XVII. YACATIONS

The following regulations shall govern the Vacation
Plan for Hourly-Rated Employees.

Section 58. Eligibility
1. An employee shall be entitled to a vacation with
pay during a calendar year if, at December 31 of the preceding

year or at any time while such employee is working between
January 1 and November 30, inclusive, of such calendar year,
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he has completed one or more years of accumulated
departmental seniority and has either (a) worked 1000 or more
hours in the immediately preceding 365 days or (b) worked in
at least 60% of the preceding 52 weeks, provided during such
period the scheduled work weeks have been reduced below
five (5) days per week for more than twenty-six (26) weeks.

For the purpose of determining whether 1000 or more
hours have been worked, time lost during such 365 days due
to an injury arising out of company employment, or due to
jury or witness duty (Article XXVII) or due to bereavement
leave (Article XXVIII) or due to absence from work while on
a previous year's vacation, or time lost while participating in
national contract negotiations with the Company and in
preparations contiguous therewith, or holiday hours not
worked but paid for, shall be added to the actual hours the
employce worked at the rate of eight (8} hours per day but no
more than forty (40} hours per week.

An employee otherwise eligible, who on November
30 lacks 31 days or less of the required accumulated
departmental seniority will be deemed 10 have satisfied the
seniority requirements for eligibility and for length of
vacation.

2. An employee, who in any calendar year obtains a
leave of absence for the purpose of entering the Armed Forces,
and who provides proof of having entered the Armed Forces,
in such year, will be credited with hours worked at the rate of
eight (8) hours per day but not more than forty (40) hours per
week during such leave up to the date of having entered the
Armed Forces, for the purpose of determining whether 1000
hours have been worked during the immediately preceding
365 days, and will be credited with accurnulated departmental
seniority for the balance of such year for the purpose of
satisfying the seniority requirements for eligibility and length
of vacation for that year.

An employee, who afier being honorably discharged
from the Armed Forces, is reinstated pursuant to the
Company's Military Service Regulations, shall, in the year of
his reinstatement without regard to the hours or weeks worked
requirements, be entitled to a regular vacation.
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3. Any employee otherwise entitled to a regular
vacation pursuant to this Agreement in the calendar year in
which he retires under the terms of the Pension Agreement
between the Company and the Union, which makes such
employee eligible for a special retirement payment, but who
has not taken such vacation prior to the date of such
retirement, shall not be required to take a regular vacation in
that calendar year and shall not be entitled to regular vacation
pay for that calendar year or in any subsequent year.

Section 59, Length of Vacation

An eligible employee who has attained the years of
accumulated departmental seniority indicated in the following
table in any calendar year during the continuation of the
Agreement shall receive a regular vacation (except as
otherwise provided) corresponding to such years of
accumulated departmental seniority as shown in the following
table:

Weeks of
’ Regular

Accumulated Departmental Seniority Yacation
1 year but less than 3 years ... 1 week
3 years but less than 10 years ................ 2 weeks
10 years but less than 17 years ................ 3 weeks
17 years but less than 25 years ................ 4 weeks
25 YEAIS OF MOTE .ocvuerermmsssssmsasanessisnins 5 weeks

The vacation taken shall consist of consecutive days
and shall include Sundays and holidays; however, vacations of
two, three, four or five weeks may consist of separate periods
of one week each,

Section 60. Return from Vacation

Notwithstanding any provisions of Section 19, an
employee who overstays his vacation leave without first
notifying his plant management and securing permission for
the extension, unless such notification proves to be
impractical, may be subject to disciplinary action.
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Section 61. Vacation Scheduling

1. The vacation period shall be from January 1 to
December 31, inclusive.

2. Time lost by an employee for a period of at least
an entire payroll week during the vacation period due to the
necessity of reducing the working forces or due to bona fide
sickness or injury or due to leave of absence shall be applied
to any regular vacation time to which such employee is
entitled if the employee so requests.

3. It is the intent and purpose of the Vacation Plan
that ail eligible employees shall receive benefit of a vacation
from work. However, the employee who is required to work
instead of taking time off for regular vacation shall be entitled
to vacation pay in addition to his regular pay providing he has
not had time lost as described applied to all regular vacation
time to which he is entitled.

4. In light of the amount of regular vacation provided
by this Article, the local Union and local plant Management
shall meet as necessary to review the vacation scheduling
practices in effect for the purpose of arriving at mutually
satisfactory scheduling arrangements. In such review, the
parties shall endeavor to accommodate the wishes of the
employees as to desired vacation periods in an equitable
manner, giving consideration to operating requirements and
the desire of employees to take their regular vacations at times
most appropriate to their individual situations.

5. If no local agreement exists at a plant concerning
vacation scheduling practices, the following provision shall

apply:

The employee shall take his vacation as scheduled by
the Management provided he has not had time lostas
described applied to all regular vacation time to which he is
then enfitied. The employee's wishes as to the time his
vacation is to be scheduled will necessarily be governed by the .
operating requirements of the plant, To the extent that
seniority 18 involved in such consideration, whether it shall be
company seniority or departmental seniority shall be in
accordance with agreements between the local plant
Management and the local Union, and after a period of ninety
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(90} days from the date of this Agreement, such local
agreements shall not be changed during the life of this
Agreement.

Whenever an employee moves voluntarily or
otherwise, from one department to another subsequent to the
completion of the scheduling of regular vacations in the latter
department for an oncoming year, he shall not be entitled to
displace another employee of the second department from an
established regular vacation schedule regardless of their
relative seniorities.

The employee moving to a different department shall
be scheduled for his vacation in accordance with his
preference but subject to the orderly operation and production
requirements of his new department.

Section 62. Vacation Pay

1. The vacation pay for a vacation of one week shall
be 44 hours multiplied by the employee’s average earnings per
hour (exclusive of overtime earnings, Cost-of-Living
Allowance, and Schedule and Weekend Premium). The
vacation pay for 2, 3, etc., weeks shall be twice, three times,
etc., that amount, respectively. The employee’s average
earnings per hour worked will be averaged over the last
payroll quarter which ended 28 days or more prior to the date
on which the vacation period begins or the date the vacation is
considered as starting. Excluded from such period will be any
week in which a paid holiday is observed, or any week during
which the employee receives jury or witness pay.

Vacation pay computed on the basis of payroll weeks
prior to a general wage increase for a vacation or portion
thereof scheduled after such wage increase in such year shall
be adjusted for such increase for the vacation time taken after
the effective date of the increase. The adjustment will consist
of the amount by which the hourly rate of the employee's
payroll classification is increased as part of such General
Wage Increase. The adjustment so determined shall be added
to those hours of vacation pay entitlement subject to
adjustment. This is in accordance with the practices in effect
under the August 1, 1954 Agreement,

2. The vacation pay will be paid as follows:
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(a) Vacation pay will be paid on the regular pay days
for the period of the employee's vacation, However, an
employee may receive vacation pay in a lump sum for
vacation time off provided such request is made in writing to
the Company at least 14 days prior to the date the employee
wishes such lump sum. However, such lump sum shall not be
paid prior to the last day worked before his vacation is
scheduled to start.

(b) For the employee who requests that regular
vacation be applied because of the time lost or who works
instead of taking time off, as described under Sections 61-2
and 61-3, the vacation pay shall be paid the employee on the
first regular pay day occurring not less than ten (10) days
following the date the employee makes such request.

{c) In the event of death of an employee who was
eligible for a vacation, the amount of vacation pay to which
the employee would have been entitled shall be paid to his
proper legal representative,

Section 63. Legislative Impact

In the event of a war or other national emergency, or
federal legislation designed to reduce the normal work week
below 40 hours, either party may notify the other of a desire to
negotiate with respect to an appropriate modification of this
Plan or its termination. In the event of failure to agree within
120 days from notice, if given as a result of the
above-described type notice, if given as a result of the
above-described type of federal legislation, the Plan shall
rematn in effect subject to the termination provision of the
Agreement, but the parties shall be free to strike or lockout in
support of their positions with respect to such matters (and no
other) notwithstanding the provisions of this or any other
agreement between the parties.

ARTICLE XVIHI. APPRENTICESHIP
Section 64. Posting and Selection
The Company and the Union recognize the advantage

to train and develop interested and qualified employees for
predictable needs in skilled trade classifications through bona
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fide apprentice programs in accordance with Section 33. In
keeping with this recognition it is agreed that full and fair
opportunity for advancement through properly organized and
supervised apprenticeship programs shall be provided to all
interested employees who meet the entrance requirements for
filling vacancies in apprenticeships, and only when it is
determined that there are not a sufficient number of interested
employees who meet the entrance requirements to fill such
jobs will the Company hire from outside the plant to fill
apprenticeship vacancies.

Applicants who meet the entrance requirements as
outlined below shall be selected to fill declared vacancies in
the apprenticeship program in accordance with the Labor
Agreement. Applicants selected for apprenticeship shail
thereupon be considered to be included in the designated craft
classification for purposes of Section 33. Apprentices are
nonetheless subject to the applicable rate progression herein
provided and required to complete satisfactorily their
apprenticeship traiming.

The Company will not hire new employees to fill
vacancies for skilled trade classifications if there are interested
and suitable qualified employees available in the plant.

Section 65. Entrance Requirements

The Company will select apprentices from applicants
for apprenticeship who are qualified to enter such programs.
Among the criteria to be used in making the selection are
whether the applicant has the ability to absorb the training of
the program specifically related to the occupation involved
and the physical ability to perform the duties of the occupation
involved. Tn addition, age and prior training are factors which
may be considered without diminishing considerations of
seniority.

In determining ability and physical fitness as used to
fill apprenticeship vacancies in accordance with the applicable
seniority provisions of the Labor Agreement, only such
examinations and testing procedures which are job-related and
fair in their administration will be used.

A job-related test is one which measures whether an
applicant can satisfactorily meet the specific requirements of
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the given craft, including the ability to absorb the appropriate
training. For applicants determined not to be qualified, the
testing procedures should include notification to such
applicants of deficiencies and an offer of counsel as to how
deficiencies may be overcome.

Applicants who have withdrawn or been disqualified
from any apprenticeship program or who are currently
enrolled in or have satisfactorily completed any apprenticeship
program in the Company shall not be eligible for participation
in another apprenticeship program, except in special cases
such as:

(a) Applicant has been disqualified because of
unsatisfactory ratings and thereafter remedied the cause of the
unsatisfactory rating.

(b) Applicant is requesting consideration for a
different craft which has a rate at least three (3) job grades
higher than his present craft, or the applicant has worked as a
journeyman for the Company for at least six (6) years, to be
measured by the actual time worked in his craft. In such cases
the applicant must meet the qualifying requirements for
entering the applicable Apprenticeship.

(c) Applicant has been removed in a reduction of
forces from a craft to which there is little likelihood that he
will be recalled,

Section 66. Credit

Individuals who have been selected to fill vacancies
in an apprenticeship program shall promptly be furnished a
form which contains a space for the individual's name,
seniority, schooling and any other special training or
experience which directly relates to the training involved and
as such may qualify them for credit in the form of advanced
standing in the apprenticeship program. The form when
completed by the employee shall be reviewed by the Joint
Apprenticeship Advisory Committee before completion of the
first period of training and a determination made by the
Company as to whether or not advanced standing is warranted.
Individuals granted such credit shall be paid the wage rate
commensurate with credit granted. Such determination is
subject to review in the grievance procedure.
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Section 67. Related Instruction

Apprentices shall be required to satisfactorily
complete a program of related instruction which, over the
duration of his apprenticeship, will average at least 72 hours
per 1000-hour period, but will not exceed 200 hours per
1000-hour period.

The Company shall arrange for and outline all
courses of related instructions which may be given in plant
classroom, vocational facilities, or approved correspondence
course. Such courses will be discussed with the Joint
Apprenticeship Advisory Committee. The cost of any
designated related instruction including books shall be paid for
by the Company upon satisfactory completion of the involved
training period, provided such costs are neither covered nor
reimbursable to the apprentice by some other agency.

Time spent by apprentices on designated related
instruction during their regular working hours shall be paid for
at the applicable hourly rate of the apprentice and shall count
toward completing the training program hours. Such time
shall be counted as hours worked for overtime or premium pay
purposes. Related instruction shall pertain to the requirements
of the specific job classification,

Section 68. Apprentice Program Standards and
Work Experience

A work experience schedule for the major areas of
the job classification to be learned for each apprenticeship
covered by this Agreement will be prepared for guidance of
on-the-job assignments. Instructions of the apprentice need
not follow the chronological order of the areas as they appear
in the work experience schedule, but may be assigned in the
sequence deemed best suited to the volume and type of work
common to the classification, provided that all apprentices
shall receive instruction in all major areas of the classification
as listed in the work experience schedule except for those
areas for which credit allowance has been made.

Both the on-the-job training and related instruction

courses shall be reviewed and updated periodically to assure
they are job related and reflect the current requirements of the
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classifications as they are being performed. Such review and
updating will be discussed with the Joint Apprenticeship
Advisory Committee.

Section 69. Periodic Review of Progress

Progress of apprentices shail be subject to review at
any time while in a course of apprenticeship training and will
be discussed with the Joint Apprenticeship Advisory
Committee. Should such review reveal unsatisfactory
progress on the part of the apprentice, corrective measures will
be taken in an effort to remedy the situation.

The Company shall arrange appropriate methods to
determine satisfactory progress in the program through
job-related examinations and tests specifically job-related to
the occupation involved. This will include progress in related
instruction courses and field training.

If an unsatisfactory progress rating is given in a
specific phase of field training or related instruction courses,
or both, the apprentice must remove the unsatisfactory rating
before advancing to the next training period. [f the apprentice
receives a second unsatisfactory rating the same field training
phasc or related instruction course, such may be considered
cause for terminating the apprentice from the program.

Tests used in determining the satisfactory progress
rating of an apprentice either in a specific phase of field
training or related instruction course of the occupation
involved shall be job related and limited to such specific field
training or related instruction course on which the apprentice
has received appropriate crafi-related, and on-the-job training
or classroom training. Such tests shall be fairly administered
with regard to the time for completion of the test, normalcy of
the job conditions for test purposes and evaluation of the
results.

An apprentice terminated or laid off from the
program during the first training period shall return to his
former department without less of seniority and be placed in
his former classification. An apprentice terminated during
subsequent training periods shall be placed as though he were
laid off from the department except that if he entered the
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apprentice program from that department he shall be demoted
in accordance with his applicable seniority.

The apprentice rate progression schedule shall not
prevent more rapid advancement or time credit when
exceptional progress or qualifications are shown.

Section 70. Joint Apprenticeship Advisory Committee

1t is the desire of the parties that effective liaison
exists between them as it relates to the operation of
apprenticeship prograrms at the various works and operations
locations. To further facilitate this objective a Joint
Apprenticeship Advisory Committee shall be established. It
shall consist of not more than three (3) representatives to be
appointed by the local plant Management and niot more than
three (3) representatives to be appointed by the local Union at
least two (2) of whom shall be journeymen. The offices of
chairman and co-chairman shall be filled and held alternately
by a company representative and a union representative.

In order to assure a supply of qualified apprenticeship
candidates, the Company shall modify its present
pre-apprenticeship training program to include a course of
instruction of not less than eighty (80} hours in subject matters
relevant to apprenticeship programs. It shall be the
responsibility of the Joint Committee to advise regarding the
development, content and operation of this course. The Joint
Comumnittee sha)l also be responsible for encouraging interested
employees (regardless of race, sex, religion or national origin)
to avail themselves of this opportunity. 1n addition, the Joint
Committee shall monitor the progress of the participants in
this program in order to assure that the program is achieving
its goals. The Joint Committee shall make recommendations
to the Company regarding changes to the program from time
to time if the same appear to be necessary.

1t shall be a function of the Joint Committee to assure
that apprenfices receive training in those areas necessary to
satisfy the requirements of apprenticeship. It shall be the Joint
Committee's responsibility to assure that apprentices are not
measured against work not performed or classroom instruction
not received and that accurate records reflecting actual
experience and exposure are maintained.
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The rating results, including classroom, field and
on-the-job training, shall be made available to the Joint
Committee on a regular basis in order that apprentice progress
may be monitored. It shall be incumbent upon the Joint
Committee to discuss less than satisfactory performance with
apprentices in order that risks of failure are minimized to the
extent possibie.

The Joint Committee shall be informed of decisions
to add, or reduce the number of journeymen and apprentices
and the reasons therefor and it shall be informed of any
decision to remove any apprentice from the program for lack
of adequate progress.

1t is the continuing intent of the parties that related
instruction and on-the-job training be kept current and relevant
to the needs of the crafi. The Joint Committee may review the
related training course content to determine if these criteria are
being met.

Any committee member may make recom-
mendations as to any of thesc matters and their effect on
individual apprentices or on the apprenticeship program
generally. In the event that any of these matters is not
satisfactorily resolved then such question may be initiated
directly by the grievance committee at the final local step of
the grievance procedure.

Section 71. Ratio
There shall be no ratic of apprentices to journeymen.
Section 72. Status of Apprentice Program

V.A. approval will be sought for all apprentice
programs.

B.A.T. registration will be sought for all apprentice
programs.

Section 73. Local Implementation
Details necessary to implement this Agreement shall

be worked out locally provided they do not contravene the
provisions of this Agreement,
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Section 74. Certificate of Completion

Upon the satisfactory completion of his
apprenticeship under these standards, the graduating
apprentice will be issued a certificate signifying his
accomplishment.

Section 75. Apprentice Program Lengths and Rates

In recognition of the substantially accelerated
apprentice training program, shift and job assignments,
vacation scheduling, and related training scheduling must be
arranged so as to agsure full training of competent craftsmen.
Such arrangement shall not, except as the Company
demonstrates the specific and direct necessity therefor, deprive
any employee of rights to which such employee would
otherwise be entitled.

The following six (6) period apprentice rate
progression shall apply to each craft as noted in the rate
schedule;

SIX-PERIOD APPRENTICE
RATE PROGRESSIONS

1,000 Hour Training Period

1 23435 6 Prob*  Job Grade
7 810 12 12 16
7 8 10 12 13 17
7 81012 14 14 18
7 81012 14 15 19
7 810 12 14 16 16 20
7 831012 14 16 17 21
7 81012 14 16 18 22
7 81012 14 17 19 23
7 810 12 14 17 20 24
7 810 12 14 17 21 25
7 81012 14 18 22 26
7 2810 12 14 18 23 27
7 810 12 14 18 24 28
7 8 10 13 16 21 25 29
7 810 14 16 21 26 30%*
7 810 14 17 21 27 3
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* Probationary rate applicable to newly hired journeymen for
period not to exceed six months.

** Journeymen in other crafis who bid the toolmaker
classification shall remain at their present rate for six
months and thereafier advance two job grades each six
months until reaching Job Grade 30.

ARTICLE X1X. SAFETY AND HEALTH

Section 76. General

The Company, in compliance with applicable federal
law, shall furnish to each employee employment free from
recognized hazards that are causing or are likely to cause
death or serious physical harm. Further, the Company shall
comply with occupational safety and health standards
promulgated under such law. It is intended that, consistent
with the following functions of the safety and health
committees, the Intemational Union, Local Unions, union
safety committees and its officers, employees and agents shall
not be liable for any work-connected injuries, disabilities or
diseases which may be incurred by employees. In this Safety
and Health Article, the Union, through its various
representatives, committees, officers, employees and agents,
has been accorded certain participatory rights relating to
employce safety and health; however, it is not the intention of
the parties that these provisions or the Union's exercise of its
rights thereunder shall in any way diminish the Company's
exclusive responsibility, The Company and the Union will
continue to cooperate toward the objective of eliminating
accident and health hazards and will encourage employees to
use the procedures stated herein in reaching this objective.

Section 77. Safety and Health Committee

A representative Safety and Health Committee will
function at each of the plants on a joint basis, the number of
members to be agreed on iocally and the union members to be
selected by the Union. The committee shall assist, make
recommendations to, and cooperate with the Safety
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Department of the plant. Departmental safety committees are
encouraged to follow the principle of rotating members in
order to achieve broad participation. The Union will appoint
the union members. Where the union co-chair requests that a
specific union departmental committee member be excluded
from rotation because of special training or positive
contribution to the committee, such request will be granted.

This committee will be guided by the principles of
the eight-point program set forth below:

1. Conduct monthly meetings for the sole purpose of
discussing accident prevention and the health conditions of the
plant. The Company will keep minutes and provide copies for
the commitiee members. The Committee Co-chairs shall
review the minutes prior to publication. At every third
monthly meeting, the committee shall review and evaluate the
activities of the previous period at which time the interational
union staff representative may attend.

2. Review published plant safety reports such as,
relevant near-miss and accident investigations and develop
other data which would be useful in identifying accident
sources and injury trends.

3. Recommend changes or additions to protective
equipment or devices for the elimination of hazards.

4. Participate in the prometion and advertising of
safety.

5. Review safety and health matters that have been
raised by members of the bargaining unit as referred to in the
third from the last paragraph of this Article.

6. Coordinate with the Management Environmental
Steering Committee or the plant’s equivalent.

7. Encourage employees to use procedures
established by the Company and the Union to process matters
relating to safety and health.

8. Review existing safety orientation and safety
training activities for new employees as well as those existing
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safety training activities applicable to present employees who
may change job classifications.

The Union shall certify its co-chair from the local
bargaining unit. The union co-chair or the co-chair's designee
from the Safety and Health Committee and the management
co-chair or the co-chair's designee will jointly inspect work
areas they deem appropriate on a day immediately prior to
each monthly Committee meeting. I is understood that the
purpose of the plant inspection is to assist the Company in
satisfying its responsibility for work-connecied injuries,
disabilities, or diseases which may be incurred by employees.
The union co-chair or the co-chair's designee from the
committee will be accorded timely access to the plant work
areas in the conduct of committee responsibilities but a
standard of reasonableness must be met in the obtaining of
permission to leave that individual's regular job, in the amount
of time involved if it is during regular working hours, in the
amount of disruption involved if other employees are to be
contacted, and in the arranging for advance clearance to be in
work areas other than the chaiv’s own. The company co-chair
may accompany the union co-chair or the co-chairs’ designees
from the committee during such access.

The Safety Department and departmental
management are responsible for effective and accurate
accident and near-accident investigation. Where lost-time
injuries are involved, the Safety Department and/or
departmental management will send notification to the
co-chairs or designees as soon as possible and no later than 24
hours from the time the Safety Department received
knowledge of the injury. In the event of serious disabling
accidents, the union co-chair of the Safety and Health
Committee or designee shall be included among those on the
list of those to be promptly notified. Such notification is made
for the purpose of providing him/her an opportunity to review
the circumstances of the accident, which may include a site
visit, in preparation for participating in item two (2) of the
eight point program.

When local plant conferences between any
employees (including the union representative or
representatives) and the local plant Management are held
during his/her or their regular working hours, such
conferences shall not result in any loss of time to any such
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employees. This would include any special conferences that
the co-chair mutually agree to arrange. Provided, however,
where a superior practice now exists, it shall prevail.

Section 78. Safety Equipment and Facilities

A. Protective devices, wearing apparel, and other
equipment necessary to protect employees from injury shall be
provided by the Company in accordance with practices now
prevailing in each separate plant or as such practices may be
improved from time to time by the Company. Where
protective wearing apparel is sold to employees, it is
understood that prices of such apparel as is sold in the plants
to employees will be at such levels as to not assure profit to
the Company. The Company will discuss significant intended
improved practices with the Safety and Health Committee in
advance of their implementation. Such discussions do not
necessarily have to precede discussions of the same matters in
the grievance procedure.

B. Effective June 01, 2001, each employee, other
than a probationary employee, will be provided an allowance
of $40.00 to purchase safety shoes for the employee's wear at
the plant. On December 01, 2002 and June 01, 2004, each
employee who on those dates has one year of accumulated
departmental seniority shall receive an allowance of $40.00 to
purchase safety shoes for the employee's wear at the plant.
This benefit is in lieu of and supersedes any local practice or
agreement to pay for shoes or metatarsals except where the
employees have any superior conditions they may elect to
retain the existing practice or agreement, and except where the
Company is required by law to pay for such shoes and
metatarsals.

This agreement is also applicable to employees in
clerical and technical jobs who are required by the Company
to wear safety shoes or metatarsals.

Section 79. Employee Safety and Health Rights
The Company will continue to provide adequate
first-aid facilities and access to emergency medical treatment

when necessary, as recommended by qualified medical
personnel.
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An employee hurt in an industrial accident will be
paid for time lost during that shift, including any applicable
overtime or shift premium, due to time required for medical
treatment or due to being sent home for the balance of the shift
by the Medical Department. If the employee is sent to the
Plant Medical Department and is required to remain in the
Medical Department for medical examination or treatment
beyond the end of that shift, such time shall be paid by the
Company in accordance with practices now prevailing in
each separate plant or as such practices may be improved
from time to time by the Company.

When an employee is temporarily reassigned to
another department, or to another job classification in a
different area in the same department, as a result of the
Medical Department's determination that his/her exposure to a
toxic substance calls for such temporary reassignment, he/she
shall receive for hours worked his/her regular rate of pay or
the pay of the job classification or job classifications to which
such employee is assigned, whichever is higher, for a period
of sixty (60) days following reassignment or upon such
employee's return to his/her former department, whichever is
sooner. The local parties may mutually agree to extensions of
the rate retention period.

If an employee shall believe that there exists an
unsafe condition, changed from the normal hazards inherent in
the operation, so that the employee is in danger of injury,
he/she shall notify his/her supervisor of such danger and of
the facts relating thereto. Thereafter, unless there shall be a
dispute as to the existence of such unsafe condition, such
employee shall have the right, subject to reasonable steps for
protecting other employees and the equipment from injury, to
be relieved from duty on the job about which he/she has
complained and to return to such job when such unsafe
condition shall be remedied. If the existence of such alleged
unsafe condition shall be disputed, the chair, or his/her
designee of the Grievance Committee and the works manager
or his/her representative shall immediately investigate such
alleged unsafe condition and determine whether it exists. If
they shall not agree and if the chair of the Grievance
Committee is of the opinion that such alleged unsafe condition
exists, the employee shall have the right to present a grievance
in writing to the works manager or his/her representative and
thereafter to be relieved from duty on the job as stated above.
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Such grievance shall be presented without delay directly to the
Board of Arbitration under the provisions of Article XIV of
this Agreement, which shall determine whether such employee
was justified in leaving the job because of the existence of
such an unsafe condition. If an employee is relieved from
duty on the job as stated above, the Company will make a
reasonable effort to advise any potential replacement of the
grounds upon which the job was challenged as unsafe, until
the outcome of such dispute is determined.

Other matters pertaining to unsafe conditions may be
entered in the grievance procedure on a regular basis or, after
notifying the supervisor in charge so that he can investigate
and respond within a reasonable time, registering the matter
with the Health and Safety Committee if the supervisor's
response is unsatisfactory.

Section 80. Rate Retention

1. When, because of a disability attributable in whole
or in part to his/her employment with the Company, it 1s
medically indicated that an employee be removed from
his/her job, the following shall apply:

a. The removed employee shall be entitled to
exercise all nghts under the Agreement as though he/she had
been affected by a reduction in forces. Such rights include,
but are not limited to, the right to transfer to an available job
in his/her own plant or to one in another plant if no job is
available in his/her own plant.

b. For purposes of this Section "available job" means
one to which the employee is entitled under the Agreement
and which he/she can perform consistent with his/her physical
ability and condition and health requirements.

c. In the event no available job exists in the plant, the
chair of the plant Grievance Committee and the representative
of the plant manager may agree upon the alternative suitable
job in the plant for a removed employee or provide assistance
in arranging for a job in another plant of the Company to
which the removed employee is willing to transfer. A job
shall not be deemed suitable unless the removed employee can
perform it consistent with his physical ability and condition
and health requirements.
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d. Should any dispute arise under this program as to
disability, medical indication or health requirements, the
company's medical representatives shall make the initial
determination. If that determination is disputed by the Union,
the matter shall be referred to a mutually-designated physician
or medical center for a final and binding determination. The
fees incurred in this determination shall be shared by the local
parties. Any lost wages or expense involving the employee,
shall be borne by the Company.

2. a. A removed employee, demoted or transferred
pursuant to Paragraph 1.a. to a job of a lower job grade shall
nevertheless be paid at the job grade not less than the job from
which he/she was removed.

b. If the removed employee refuses two
promotions to available jobs, as defined in Paragraph 1.b.
above, he/she shall thereafter forfeit his/her right to receive
the guaranteed job grade described in Paragraph 2.a.

Section 81, Advisory and Review Procedures

The Health and Safety Committee may contact and
use the Management Environmental Steering Committee, or
the plant’s equivalent, as a technical and advisory resource in
the area of ventilation, temperature control, fumes, smoke,
toxic or corrosive substances, flammable materials, chemicals,
solvents, and compounds. Specifically, the Management
Environmental Steering Committee, or the plant’s
equivalent, is available to indoctrinate the Heaith and Safety
Committee in matters pertaining to acceptable health levels
and techniques of monitoring environmental control. It is also
expected that the Steering Committee will have occasion to
communicate with individual employees and groups of
employees concerning implementation of Occupational Safety
and Health Act of 1970. Any unresolved issues may be
entered at the second step of the grievance procedure.

Representatives of the International Union Health,
Safety and Environment Department and corporate
representatives of the Company's Heaith and Environmental
" Department may meet annually to review the effectiveness of
safety and health activities.
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The international director or his/her designee may
arrange to make a plant visitation by contacting the corporate
office of the vice president of Environment and Health.

The Company will provide the International Union
Health, Safety and Environment Department with timely
notification of any accident resulting in a fatality to an
individual in a location where there are employees represented
by a bargaining unit in the United States. This notification
shall include the date of the fatality, the plant location, the
bargaining unit, and if known, the circumstances of the
fatality.

The Company will provide the International Union
Health, Safety and Environment Department with a copy of
the fatal accident report that is given to the local Union
concerning any member of its bargaining unit.

Furthermore, the Company will provide each year to
the International Health, Safety and Environment Department
copies of applicable OSHA Form 200, Summary of
Cccupational Injuries and Illness reports or equivalent.

ARTICLE XX. JOB AND INCOME SECURITY

The Job and Income Security Program was
established by the parties to provide increased economic
protection for long-service employees who are involuntarily
displaced from their jobs. The parties agree that the method of
achieving this objective is to facilitate the placement of such
employees in suitable long-term jobs and, when such jobs are
not available, to reduce the adverse economic consequences to
such employees by providing additional benefits.

The program includes Supplemental Unemployment,
Group Insurance and Income Maintenance Benefits and
special benefits under the Pension Agreement.

The provisions covering these benefits are
incorporated in the appropriate Sections of this Agreement and
the Pension Agreement. A summary of this Program appears
in Appendix V of this Agreement.

97



ARTICLE XXI. INCOME MAINTENANCE PROGRAM
Section 82. Purpose

The purpose of the Income Maintenance Program is
to provide a guaranteed level of rate protection for eligible
employees whose average job grade has been lowered solely
through involuntary demotion resulting from a reduction of
forces. This rate protection will be provided by the payment
of an Income Maintenance Allowance which, when added to
the employee’s average job grade rate for hours worked in a
quarter, will increase such average job grade rate to a specified
percentage of the current rate applicable to the employee's
average job grade established during a base period preceding
such quarter,

Section 83. Definitions

For the purposes of the Income Maintenance
Program, the following terms are intended to have the
meaning set forth below:

A. "Base Year" -- The 52 pay perioeds prior to the
first pay period commencing in December of the year
preceding the end of any benefit quarter.

B. "Benefit Quarter” -- The 13 pay periods preceding
the first pay period commencing in March, June, September
and December,

C. "Eligible Employees” -- Employees who have
two or more years of accumulated departmental seniority as of
the end of the last pay period in a Benefit Quarter and who
have worked 160 or more hours during the Base Year.

D. "Base Year Job Grade" -- The employee's average
job grade during the Base Year as determined by weighting
the job grade paid for each job in which the employee was
payroll classified by the hours worked while so classified,
except that:

shouid the employee, during the Base Year or any
subsequent Benefit Quarter, through "voluntary
means” become payroll classified in or retain any
job grade lower than that determined above, such
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lower job grade shaill immediately become his Base
Year Job Grade for purposes of this program.
“Voluntary means" includes but is not limited to
bidding down, refusal of a restoration, or refusal of
a promotion which in accordance with local
practices an employee would normally be expected
to seek.

Temporary assignments to classifications paid a
higher or lower job grade than that of an employee's regular
Jjob shall not be considered except in those situations where
the local parties have agreed that normal plant operation and
the purposes of this Program require that a special
accommodation be made.

E. "Benefit Quarter Job Grade" -- The employee's
average job grade during the Benefit Quarter as determined by
weighting the job grade paid for each job in which the
employee was payroll classified during the Benefit Quarter by
the hours worked while so classified. Temporary assignment
consideration shall follow the principles noted above under
"Base Year Job Grade.”

F. "Base Year Rate" -- The standard hourly wage
rate in effect during the Benefit Quarter for the Base Year Job
Grade. Interpolation shall be used between values on the
Standard Hourly Wage Rate schedule to determine the
appropriate rate to the nearest tenth of a job grade.

G. "Benefit Quarter Rate" -- The standard hourly
wage rate in effect during the Benefit Quarter for the Benefit
Quarter Job Grade. Interpolation shall be used between values
on the Standard Hourly Rate schedule to determine the
appropriate rate to the nearest tenth of a job grade.

H. "Income Maintenance Allowance" -- An amount
of money to be calculated each Benefit Quarter as noted below
and paid to eligible employees at the same time normal
payment is made at the location involved for the first pay
period commencing in the months of March, June, September,
and December,
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Section 84. Benefit Calculation

The income Maintenance Allowance shall be
calculated as follows: The employee's Base Year Rate during
the Benefit Quarter shall be multiplied by the appropriate
percentage specified in the table below. The resulting rate
represents the income security guarantee provided by the
program to eligible employees for the hours worked during the
Benefit Quarter. If the employee's Benefit Quarter Rate
equals or exceeds the guaranteed rate, no Income Maintenance
Allowance is payable for the Benefit Quarter. If the
employee's Benefit Quarter Rate is less than the guaranteed
rate, the Income Maintenance Allowance shall be determined
by multiplying the difference between the guaranteed rate and
the Benefit Quarter Rate by the hours worked during the
Benefit Quarter.

I.M.A. PERCENTAGE TABLE

Accumulated Departmental

Seniority At End Of Base Year Job
Benefit Quarter Grade Percentage
2 years but less than 10 90
10 years or more 95

Section 85. General

A. No Income Maintenance Allowance shall be
payable to any individual for a Benefit Quarter during which
his seniority is terminated under any of the provisions of
Article V111, Section 19 of the Labor Agreement.

B. Money paid as an Income Maintenance
Allowance shall not be used in the base for calculation of
overtime (except where statutorily required), premium pay,
benefits or other pay additive except in those cases where
benefit levels are determined by reference to annual earnings.

C. An employee who is otherwise eligible or could
become eligible for a Rule of 65 Retirement and who accepts
an offer of SLTE (as defined in Appendix A of the Pension
Agreement effective June 1, 1996) at an employment location
listed in Group A or B for the employee’s location in Table 1V
of the Pension Agreement effective June 1, 1996, shall be
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covered by the Income Maintenance Program (IMP) in effect
subject to the following:

1. The employee immediately shall be deemed to be
an eligible employee as defined by the IMP, irrespective of his
most recent hours of work history. The waiver of hours of
work eligibility requirement shall continue throughout the
periods of special Income Maintenance Allowance benefits
specified in 2. below unless employment status is terminated.

2. The Base Year Job Grade to be used to calculate
the special quarterly Income Maintenance Allowance for an
employee accepting SLTE at other than his home location
shall be the Base Year Grade in effect for that employee at his
home location immediately prior to the employee's last layofl
from that location. Such Base Year Job Grade shall be in
effect for the benefit quarter during which he starts work at the
new location, plus the following applicable period:

Group A location: The next four consecutive benefit
quarters.

Group B locations: The next eight consecutive
benefit quarters. Thereafter, the transferred employee's Base
Year Job Grade shall be that calculated by regular procedures,
based upon his work experience at the new location.

3. The Income Maintenance Allowance Base Year
Job Grade percentage for an employee accepting SLTE at a
Group B location shall be 100% rather than 95% for the
benefit quarter during which the employee starts work at the
Group B location and for the next eight consecutive benefit
quarters.

4. The special Base Year Job Grades provided in 2.
above will cease to be applicable should the employee, during
the covered period, through "voluntary” means, become
payroll classified in or retain any job grade lower than such
special Base Year Job Grade.

ARTICLE XXII -- GROUP INSURANCE
The Company will provide the following coverages:

Life, Surviving Spouse, and Weekly Sickness and Accident
for active employees and Hospital Expense, Surgical-Medical
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Expense, Extended Medical Expense, Dental Expense, and
Viston Expense for active employees and eligible dependents.
Effective January {, 1994 the Hospital Expense,
Surgical-Medical Expense, and Extended Medical Expense
program will be replaced with the Managed Care Medical
Program, the Prescription Drug Program, and the Behavioral
Health Care Program. The Company will provide the
following coverages for retired employees (and ¢ligible
dependents) and surviving spouses of active and refired
employees (and eligible dependents) who are receiving a
pension under the Pension Agreement:

(1) For persons not eligible for Medicare-Hospital
Expense, Surgical-Medical Expense, and Extended Medical
Expense program. Effective January 1, 1994 the Hospital
Expense, Surgical-Medical Expense, and Extended Medical
Expense program will be replaced with the Managed Care
Medical Program, the Prescription Drug Program, and the
Behavioral Health Care Program.

{2) For persons eligible for Medicare- Supplemental
Hospital Expense, Supplementai Surgical-Medical Expense,
and Supplemental Extended Medical Expense, and
Prescription Drug Program.

The Company will also provide Life Coverage and
Surviving Spouse Coverage for such retired employees.

All of the above benefits will be provided without
cost to employecs and retirees except as otherwise provided.
Separate booklets describing these benefits are incorporated
herein and made a part of this Agreement. Effective April 1,
2002, the agreed-upon modifications to all Group
Insurance benefits will become effective and incorporated
into plan booklets.

General Previsions Applicable to Article XXII

1. 1t is agreed that if subsequent governmental
legistation provides for the reduction or elimination of the
premium for Medicare Part B for any person, the Company
shall make a corresponding reduction or elimination to the
benefit payment for such Medicare premium for that person
and such governmental action shall not require further
modification or adjusiment in this Article. Medicare Part B
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premium reimbursement shall be the monthly government
charged premium to a maximum of $46.10 for persons who
retire during the term of this Agreement prior to April 1,
2002. For persons who retire during the term of this
Agreement on or after April 1, 2002, the Medicare Part B
premium reimbursement shall be the monthly government
charged premium.

2. Tt is intended that the provisions for benefits in
this Article shall comply with and be in substitution for
provisions for similar benefits which are, or shall be, made by
any law or laws. Amounts paid by the Company for such
similar benefits either as contributions, taxes, or benefits under
any law or laws providing non-occupational insurance benefits
shall reduce to that extent the amounts the Company shall pay
under this Article and appropriate readjustment shall likewise
be made in the benefits.

3. Benefits otherwise payable under the Hospital
Expense Coverage or the Managed Care Medical Benefit
Program shall be reduced to the extent of the hospital benefits
the employee received or could upon application receive under
or pursuant to the California Unemployment Insurance Code.

4. Unless otherwise provided in this Article, the
parties will meet and agree on a modification of this plan to
eliminate duplication of benefits and the disposition of any
savings to the Company if subsequent governmental
legislation should provide any of the benefits described herein.

5. Upon the request of either the Company ot the
International Union, the parties will jointly study the
health-care program provided by a Health Maintenance
Organization Plan (HMO) in any area. Furthermore, if desired
by the International Union, the parties will also jointly study
the health-care program provided by a qualified Health
Maintenance Organization plan that presents to the Company
an appropriate request for inclusion in this plan. A mutual
agreement will be sought as to the desirability of providing at
no additional cost to the Company an individual choice
between an employee's coverage under this Article and similar
coverages provided by the Health Maintenance Organization
plan under study. The Company and the International Union
will make a mutual determination of the costs in such area of
the hospital-surgical-medical benefits provided for individuals
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by this Article and the costs for individuals of participation in
such HMO plan. In the ¢cvent the parties agree to provide such
an individual choice, then with respect to employees who
choose participation in such HMO plan, the Company will
deduct from the pay of each such employee the amount, if any,
by which the cost of such employee's participation in such
plan exceeds the cost in such area of the Managed Care
Medical benefits theretofore provided for such employee by
this Article, as above determined, and the Company will pay
to such plan the cost of such employee’s participation in such
plan. The parties agree that they will not unreasonably
withhold agreement in reaching such mutual determination.

6. Notwithstanding the provisions in 2 and 4 above,
when and if, during the term of this Agreement, any employee
covered by this Apreement becomes entitled to apply for or to
obtain health care or other medical, dental, vision, or surgical
benefits by reason of the enactment by the United States or
any state of the United States of a Governmental System of
health security or medical service program ("Governmental
System"} for active employees, the parties shall promptly meet
and undertake to negotiate 2 modification of the benefits under
this Article of the type and character provided or available
under such Governmental System in order to achieve or to
assure the following results:

(a) No employee covered by this Article shall suffer
any reduction in the level of any of the several health-care
benefits of this Article.

(b) The Company shall, without cost to the
employee, provide a plan of benefits supplementary to those
available under such Governmental System to the extent
necessary to make each benefit comparable to the
corresponding benefit provided under this Article,

(c} When an employee or dependent covered by this
Article is required by law to make contributions, whether in
the form of direct taxes, personal premiums, levies or
otherwise, specifically designated by law toward the cost of
benefits under such a Governmental System, the Company, in
addition to any contributions required of it by law, shall pay to
or on behalf of such employee or dependent any such required
contributions to the extent such contributions are for benefits
covered by this Article,
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(d) The Company will not be required to provide
any benefits or make payment for any benefit to the extent that
the employee or dependent covered hereby receives or would
be able to receive such benefit as a matter of right and without
means test of any kind if timely and proper steps had been
taken to obtain the benefit or payment for the benefit under
such Governmental System.

(e) To preclude any duplicating of benefits to
employees or their dependents and to preclude any duplication
of costs to the Company including the costs arising from
Taxes and contributions of employees paid by the Company.

(f) To negotiate the disposition of any actual
savings disregarding any increase or decrease in
administrative cost which may accrue to the Company as a
result of any such Governmental System.

ARTICLE XXIII. REPORT OF PHYSICAL
EXAMINATION

Upon writien request of an employee, any report of
his physical examination and laboratory tests made by
physicians acting for the Company shall be given to the
personal physician of such employee.

ARTICLE XXIV. DISABLED OR
HANDICAPPED EMPLOYEES

The local Union and local Management may by
mutual agreement provide rules whereby disabled or
handicapped employees may be assigned to jobs which they
are able to perform without regard to provisions of Article
VIIL, Seniority, or Article 1X, Job Posting and Work
Assignments.

ARTICLE XXV. CIVIL RIGHTS

A. The provisions of the Memorandum of
Understanding effective April 28, 1975, are hereby made a
part of the Agreement. In any case of conflict between the
other provisions of the Agreement and the provisions of such
Memorandum of Understanding, the Memorandum of
Understanding shall control.

105



B. There shall be no discrimination at the time of
employment against any prospective employee, nor after
employment, by supervisors, superintendents, or any other
person in the employ of the Company against any employee
because of membership or nonmembership in the Union.

It is the continuing policy of the Company and Union
that the provisions of the Agreement shall be applied to all
employees without regard to race, color, religious creed,
national origin, handicap, Vietnam era service, sex or age,
except where sex or age is a bona fide occupational
qualification. Wherever in this Agreement a masculine
pronoun is used, such use is intended to apply equally to males
and females.

A Joint Committee on Civil Rights shali be
established at each plant. The Union shall have no more than
three members of the local Union, in addition to the president
and a designated representative of the Grievance Committee
or Committees. The union members shall be certified to the
plant manager by the president of the local Union.

The company and union members of the Joint
Committee shall meet as required. The Joint Committee shall
review complaints involving civil rights. In the event a matter
taken up by the Joint Committee is not satisfactorily resolved,
it may then be dealt with as a grievance. It is not intended by
the parties that this Committee shall displace the normal
operation of the grievance procedure. The appropriate union
representative may file a grievance in the second step of the
grievance procedure. The Joint Committee shall have no
jurisdiction over the filing and processing of grievances.

When a matter is referred to the Joint Committee, the
time limit for filing a grievance will commence with the day
following the date of the initial meeting in which the matter
was discussed unless mutually extended by the parties as long
as the complaint is recorded with the Joint Committee within
thirty (30) days of the incident giving rise to the complaint,

When local plant meetings are held between

employees, including the union representative or
representatives, and company representative of the Joint
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Committee during their regular working hours, such meetings,
shall not result in any loss of time to any such employees.

ARTICLE XXVI. MILITARY SERVICE

A. The Company agrees to comply with all
applicable federal laws relating to the re-employment rights of
veterans.

B. An employee entitled to reinstatement under the
Article who applied for re-employment and who desires to
pursue a course of study in accordance with the federal law
granting him such opportunity before or after returning to
employment with the Company shall be granted a leave of
absence for such purpose.

C. Should an employee fail to meet the eligibility
requirements for holiday pay solely because of being on active
military encampment during the eligibility period, such
employee will be considered as having met the eligibility
requirements.

D. An employee will not be required to take vacation
time during his period of active military encampment.

ARTICLE XXVII. JURY AND WITNESS PAY

An employee who is called for jury service or as a
result of being subpoenaed as a witness in a court of law or
duly constituted governmental agency shall be excused from
work for the days on which he serves and such employee shall
receive, for each such day of jury or witness service on which
he otherwise would have worked, eight (8) times his average
straight-time hourly earnings. The employee will present
proof of such service.

ARTICLE XXVIII. BEREAVEMENT PAY

When death occurs in an employee's immediate
family (i.e., employee's legal spouse, mother, stepmother,
father, stepfather, mother-in-law, father-in-law, son, stepson,
daughter, stepdaughter, brother, half brother, stepbrother,
sister, half sister, stepsister, son-in-law, daughter-in-law,
grandparents, or grandchildren), an employee, upon request,
will be excused for up to three (3) days (or for such fewer days
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as the employee may be absent) on which such employee
otherwise would have worked and which occur within six (6)
days of the death, funeral, or service. The employee shall
receive pay for any such excused scheduled shift provided
such employee attends the funeral or service. Payment shall
be eight (8) times an employee's average straight-time hourly
earnings. An employee will not receive bereavement pay
when it duplicates pay received for time not worked for any
other reason.

ARTICLE XXIX. PERIOD OF AGREEMENT

Except as otherwise provided below, this Agreement
shall terminate 60 days after either party shall give written
notice of termination to the other party, but in any event shall
not terminate earlier than 12:00 midnight, or the end of the
shift starting before midnight, whichever is later, May 31,
2006, subject to a re-opener in 2005.

If either party gives such notice it may include
therein notice of its desire to negotiate with respect to
pensions (existing provisions or agreements as to pensions to
the contrary notwithstanding), and the parties shall meet
within 30 days thereafier to negotiate with respect to such
matters. If the parties shall not agree with respect to such
matters by the end of 60 days after the giving of such notice,
cither party may thereafter resort to strike or lockout as the
case may be in support of its position in respect to such
matters as well as any other matter in dispute, but not earlier
than midnight, May 31, 2006 (the existing agreements or
provisions with respect to pensions to the contrary
notwithstanding).

108



FOR THE COMPANY:

A. C. Renken M. C. McAdoo
P. D. Thomas G. B. Frechling
1. W. Collins, III A. E. Isaac

M. Coleman K. R. Dorfiman
H. Petrie T. D. Thurman
E. T. Woloshyn C. W. Ward

J. Quaglia

FOR THE UNION:

Leo Gerard, President

Richard H. Davis, Vice President - Administration
Jim English, Secretary-Treasurer

Leon Lynch, Vice President — Human Affairs
John Murphy, Special Assistant to the President
Terry Bonds, Director, District 12

Joe Weber, Representative

Jim G. Brumley, Representative

John Herron, Representative

Lou Thomas, Director, District 4

Andrew Palm, Director, District 10

INTERNATIONAL UNION HEADQUARTERS PERSONNEL:

Patti Seehafer, Safety & Health Representative
Karen Feldman
Jim Fredrick

LOCAL UNION PRESIDENTS:

Jim Storey, Local Union 309

Lowell Frick, Acting President, Local Union 303
Donnie Laurence, Local Union 4895

Lummie Peterson, Local Union 4370

Dan Henry, Local Union 4880
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APPENDIX |

Locations: Tennessee, Badin, Bauxite, Pt Comfort, & Rockdale

Rata
Effective
6/4/01
13.640
13.792
13.945
14,098
14.251
14,403
14,556
14.709
14.861
15.014
15,167
15,320
15.472
15,625
15.778
15.931
16.083
16,236
16.389
16.541
16.694
16.847
17.000
17.152
17,305
17.458
17.611
17.763
17.916
18.069
18.221

STANDARD HCURLY RATES

Rate
Effective
67302
13.740
13.902
14.065
14,228
14,301
14,553
14716
14.879
15.041
15.204
15.367
16.530
15.692
15.855
16.018
16.181
16.343
16.5086
16.669
16.831
16,994
17.157
17.320
17.482
17.845
17.808
17.971
18.133
18,298
18.459
18.621

110

Rate
Etfoctive
6/2/03
14.014
14.180
14.346
14.512
14.678
14,844
15.010
15.176
15.342
15.508
15.674
15.840
16.006
16.172
16.338
18.504
16.670
16.836
17.002
17.168
17,334
17.500
17.866
17.832
17.998
18.164
18.330
18,496
18.662
18.828
18.994

Rate
Effective
B7/04
14,114
14.280
14.466
14.642
14818
14,954
15.170
15.346
15.522
15.698
15.874
16.050
16.226
16.402
16.578
18,754
16.930
17.106
17.282
17.458
17.634
17.810
17.986
18.162
18.338
18.514
18.680
18.866
19.042
19.218
19.394



APPENDIX 1T

SHIFT PREMIUM HOURLY RATES

Job
Grade
1 and 2

Second
Shift
0.342
0.346
0.350
0.354
0.358
0.362
0.365

- 0.369
0373
0.377
0.381
0.385
0.389
0.393
0.396
0.400
0.404
0.408
0.412
0.416
0.420
0.423
0.427
0.431
0.435
0.439
0.443
0.447
0.451
0.454
0.458

111

Third
Shift
0.570
0.577
0.583
0.590
0.596
0.603
0.609
0.616
0.622
0.628
0.635
0.641
0.648
0.654
0.661
0.667
0.674
0.680
0.686
0.693
0.699
0.706
0.712
0.719
0.725
0.732
0.738
0.745
0.751
0.757
0.764



APPENDIX II1
COST OF LIVING

1. For purposes of this Agreement:

"Consumer Price Index" refers to the "Consumer
Price Index for Urban Wage Eamers and Clerical Workers
(CPI-W) -- United States -- All Items (1967 = 100)" published
by the Bureau of Labor Statistics, U.S. Department of Labor.

"Consumer Price Index Base" shall be determined as
follows:

(i) For the June 4, 2001, September 3, 2001,
December 3, 2001, and March 4, 2002 Adjustment Dates,
the Consumer Price Index Base refers to the Consumer Price
Index for the month of January 2001 published by BLS in
February 2001 as 511.6, multiplied by 103.0%.

(i1) For the June 3, 2002, September 2, 2002,
December 2, 2002, and March 3, 2003 Adjustment Dates,
the Consumer Price Index Base refers to the Consumer Price
Index for the month of January 2002, multiplied by 103.0%.

(iii) For the June 2, 2003, September 1, 2003,
December 1, 2003, and March 1, 2004 Adjustment Dates,
the Consumer Price Index Base refers to the Consumer Price
Index for the month of January 2003, multiplied by 103.0%.

(iv) For the June 7, 2004, September 6, 2004,
December 6, 2004 , and March 7, 2005 Adjustment Dates,
the Consumer Price Index Base refers to the Consumer Price
Index for the month of January 2004, multiplied by 103.0%.

Adjustment Dates" are June 4, September 3, and
December 3, 2001; March 4, June 3, September 2, and
December 2, 2002; March 3, June 2, September 1, and
December 1, 2003; March 1, June 7, September 6, and
December 6, 2004; and March 7, 2005.

"Change in the Consumer Price Index” is defined as
the difference between (i) the Consumer Price Index Base and
(ii) the Consumer Price Index for the second calendar month
next preceding the month in which the applicable Adjustment
Date falls.
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2. Cost-of-Living Adjustment: Effective on each
Adjustment Date a Cost-of-Living Adjustment equal to 1¢ per
hour for each full .3 of a point change in the Consumer Price
Index shall be calculated. In calculating the adjustments, if
any, for June, September and December 2001 and March
2002, there shall be added to the calculated amount a fixed
carryover amount of one dollar and twenty-nine and six-
tenths cents ($1.296). In calculating the adjustments, if any,
for June, September, and December 2002, and March 2003,
there shall be added to the calculated amount an amount equal
to the Cost-of-Living Adjustment, if any, which was payable
on March 4, 2002. In calculating the adjustments, if any, for
June, September, and December 2003, and March 2004,
there shall be added to the calculated amount an amount equal
to the Cost-of-Living Adjustment , if any, which was payable
on March 3, 2003. In calculating the adjustments, if any, for
June, September, and December 2004, and March 2005,
there shall be added to the calculated amount an amount equal
to the Cost-of-Living Adjustment, if any, which was payable
on March 1, 2004

Effective on each Adjustment Date, the Cost-of-
Living Adjustment as determined above shall become payable
for all hours worked by an hourly-rated employee until the
next Adjustment Date. The Cost-of-Living Adjustments under
this paragraph shall be considered an "add-on” and shall not be
deemed part of the employee's standard hourly rate. Such
adjustment shall be included with the hourly rate only in the
calculation of pay for hours worked (including overtime
hours) and allowed time in accordance with Sections 17 and
18.

3. Should the monthly Consumer Price Index in its
present form and on the same basis as the Index published for
January 2001 become unavailable, the parties shail attempt to
adjust this Section or, if agreement is not reached, request the
Bureau of Labor Statistics to provide an appropriate
conversion of adjustment, which shall be applicable as of the
appropriate Adjustment Date and thereafter.
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APPENDIX IV
GRIEVANCE APPEAL FORM

(for grievances not resolved at first step)

Grievance No. ..
Employee Name
LOIT5. 9 RRROTORTRRY . 1 o SO
Type of Complaiit .....c.cceecieveece it eeerens e
Date of Incident ..o
Date Initiated ........c..c.uonieocomeecerececnecnnrmrenssinenns. Date Answered .......ooooooevooo
Employee ....................... Union Representative ...........oooeooev.. SUPEIVISOT ..o e,
Agreed Time Extension (if applicable)

weereneeennne.. 48YS beyond 5-day requirement

for initiation of grievance SUPEIVISOL. ..ottt st e s

<eenrarerranens d2YS beyond 3-day requirement
for answer at step one Union Signature ...........cccoveiveecrereicssesece e



ST1

STEP2

Date Appeal received

by COmpany ......cvmmeienvmemsessienseess COMpanyY REPresentative .....ooeeieniiinnsnisnissnisnis

Date Heard ........coveveviervirrnsese s

Date ANSWeETed ....ovvvvvevreereeeriesrereessessesesenes 00 REPIESEMATVE 1.\ttt

Agreed Time Extension (if applicable)

reereserensennnens d2YS beyond 7-day requirement for appeal

Company Representative .......ooeeveeevemeessseirssaresossnane

rervensreess.. dBYS beyond requirement for hearing

Company Representative ......ocvcceinennareineiranes

Ution REPresemtative ... vveiiemisensiarisemeresessiensens

svereseennen: d2Yys beyond 14-day requirement for answer

Union Represemtative ... ureriemrerieeseese e e eeiearesceenns



911

GRIEVANCE RECORD PREPARATION

Date of Completion of Agreed Grievance Record ...........oveeienineinnes e

Union Representative .......c.ccoceveeveeiieecrenecvsessssessss s enssens

Company Representative .........covvvevoverimeriesnssesiessssss s



APPENDIX ¥

SUMMARY OF JOB AND

INCOME SECURITY PROGRAM

Subject
A.SUB

1. Financing

Tier [
(Employees with two
years but less than
ten years of
accumulated de-
partmental seniority)

(a) The Maximum
Benefit Limit
will be 30 cents
times all hours
worked in the
base 12 months.

(b) The Company
will accrue a
liability of 9.5
cents per hour
worked unti! the
fund balance
equals 100
percent of the
Maximum
Benefit Limit.

(¢) The Company
will also accrue
a liability for an

additional fifteen

(15) cents per
hour worked
until the fund
balance equals
125 percent of
the Maximum
Benefit Limit.
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Tier II
(Employees with ten
years but less than
twenty years of
accumulated de-

partmental seniority)

All SUB benefits
are guaranteed.
The Company will
advance amounts
required to pay
benefits in full.



Tier I
(Employees with twenty or
more years of accumulated

departmental seniority) Reference for further Details
Same as Tier II. See Article XV, Section 57 of

Labor Agreement.
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APPENDIX V (Cont’d.}

SUMMARY OF JOB AND
INCOME SECURITY PROGRAM

Subject
A. SUB (Cont’d}

2. Maximum
Duration

3. Maximum
Benefits

B. Short Week
Benefits

1. Financing

2. Deduction
of Holiday
Pay

C. Income
Maintenance

Tier I
(Employees with
two years but less
than ten years of
accumulated de-

partmental seniority)

Up to 52 weeks.

No benefit maxi-
mum for weeks in
which unemploy-
ment compensation
is received. $260
maximum for other
weeks.

All Short Week
Benefits are guar-
anteed; no charge
against SUB Fund.

One holiday ina
week will not be
deducted.

Employees will be
guaranteed 90%
income protection
while working on a
lower-rated job (in
addition to existing
protection).
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Tier 11
(Employees with ten
years but less than
twenty years of
accumulated de-

partmental seniority)

Up to 78 weeks.

Both maximums
are eliminated.

Same as Tier I.

Same as Tier L.

Employees will
be guaranteed
95% income
protection.



Tier 111

(Employees with twenty or

more years of accumulated

departmental seniority) Reference for further Details

Up to 104 weeks. See Article XV, Section 55-4
of Labor Agreement.

Same as Tier I1. See Article XV, Section 55-8
of Labor Agreement

Same as Tier L. See Article XV, Section 56-4
of Labor Agreement.

Same as Tier I. See Article XV, Section 56-2
of Labor Agreement.

Employees will be See Article XXI, Section 84 of

guaranteed 95% income Labor Agreement.

protection.
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APPENDIX V (Cont’d.)
SUMMARY OF JOB AND
INCOME SECURITY PROGRAM

Tier [ Tier I
(Employees with two  (Employees with ten
years but less than years but less than
ten years of accum- twenty years of
ulated departmental accunmulated depart-
Subject seniority} mental seniority)

D. Pensions
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Tier 111
(Employces with twenty or more
years of accumnulated

departmenta] seniority)

Rule of 65 Pension

1. Rule of 65 Pension (Age plus
Pension Service equals 65) for
employees who are affected by
extended layoff or disability;
also, such Pension applies to
cmployees who are displaced
as a result of a plant shutdown
(including shutdown relating
to energy problems) and the
Company fails to provide
suitable long-term
employment,

2. Employee must have a
minimum of 20 years of
Pension Service as of the last
day worked.,

3. Benefit includes a special
retirement payment, a full
Pension, plus (until the
employee becomes entitled to
Social Security) a $400
supplement,

4. Supplement is suspended
whenever the employee
obtains suitable long-term
employment.
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Reference
for further Details

See Section I of Pension
Agreement



APPENDIX V (Cont’d.)
SUMMARY OF JOB AND

INCOME SECURITY PROGRAM

Subject

E. Sickness and
Accident

F. Insurance
Coverage in
Event of
Layoff

Tier
(Employees with two
years but less than
ten years of accum-
unlated departmental

seniority)

1. Effective June 4
2001 benefits are
increased to a
range from $325
to $393 per week.

2. Effective June 3,
2002, benefits are
increased to a
range from $335
to $403 per weck.

3. Effective June 2,
2003, benefits are
increased to a

range from $345
to $413 per week.

4. Effective June 7,

2004, benefits are

increased to a
range from $355

to $423 per week.

Medical Insurance
and Life Insurance
continued for up to
one year.
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Tier II
(Employees with ten
years but less than
twenty years of
accumulated depart-

mental seniori

Same as Tier 1.

Medical Insur-
ance and Life
Insurance con-
tinued for up to
two years.



Tier I1I
{Employees with twenty or
more years of accumulated

departmental seniority) Reference for further Details
Same as Tier . See Sickness & Accident

section of Insurance Booklet.

124




APPENDIX VI
PROCEDURAL RULES
USWA - ALCOA REGULAR ARBITRATION

1. Cases to the Arbitration Procedure, except cases
pertaining to Safety and Health, may be certified to the Board
of Arbitration by persons whom are authorized to represent the
parties in the contractual Step 3 of the Grievance Procedure.

A copy of such certification will be sent (o the other party.
The parties agree that continuing liability cases will be given
priority in scheduling cases for arbitration.

2. Each party shall designate a spokesman (advocate)
who shall make the party's presentation, calling upon other
representatives of that party as witnesses as he deems
appropriate. No representatives of either party shall be
required to testify at the hearing except by designation of that
party's advocate. Each person who testifies is subject to
questioning by Board Members and cross-examination by the
opposing advocate. Witnesses shall not be sworn.

3. Each party shall prepare a written opening
statement in each case presented. Copies of those statements
will be given to the other party and the Board at the start of
hearing and read into the record of the hearing.

4. When a grievance is arbitrated on its merits, the
party having the burden of proof will open and close first. In
matters pertaining to Discipline, Discharge, Termination of
Seniority, and Exceptions to the Application of Seniority
(Section 27) the Company will go first.

5. The question of a case being subject to arbitration
shall be raised by the party having the objection prior to a
hearing on the merits of the case. Such objection should be
communicated to the other party not later than sixty (60) days
after the date of certification. The hearing on arbitrability
shall be held separate from and the decision rendered prior to
any hearing if required, on the merits. The party raising the
question of arbitrability shall open and close first.

6. Closing arguments shall be confined to

summarization and conclusions; no new evidence or
allegations shall then be presented.
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7. Assertions of material fact made by either party
and not disputed by the other party shall be accepted by the
Board without specific proof.

8. Written transcripts will be utilized only in cases
where the Umpire decides they are necessary. A record of all
hearings will be made through the use of a tape recorder, or
other mutually agreed-to method, during the hearing. The
record of the hearing will not be typed for the Umpire unless
the Umpire requests same. The Umpire is responsible for
arranging to have the transcript typed, the cost of typing such
transcript will be borne equally by the parties. The Umpire
will retain in his possession the copy of all tapes.

9. The record of the case will include the hearing
transcript, if applicable, pertinent documents exchanged by the
parties and provided to the Board prior to the hearing, and
documents provided by either party to the other and to the
Board during the hearing.

10. Each party shall make a good faith effort to
avoid surprising the other party at the hearing with new or
changed issues or contended facts. If, however, either party
feels unable to respond adequately to a specific contention
presented by the other at the hearing, the record of the case
will, upon request made at the hearing, be held open for a
stated reasonable period of time for submission of a
post-hearing statement on that specific contention. A copy of
that post-hearing statement will be sent to the other party,
which shall have a similar period of time within which to send
a response to the Board members and the originating party.
Except by special request of the Board, post-hearing briefs
will not be submitted,

11. Either party may refer to prior regular USWA -
Alcoa arbitration decisions believed to be relevant by case
number. The Board will be provided with a complete set of
such prior decisions so that it may appropriately review cases
so cited, Arsbitration decisions in matters not arising out of the
USWA - Alcoa relationship shall not be cited by either party.

12. Legal rules of evidence shall not be enforced,

and each advocate shall be permitted wide latitude in
presenting the case. However, in using a wide latitude in
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presenting his case, each advocate must avoid suggesting
answers to the witness.

The Job Descriptions prepared jointly by the parties
for wage evaluation are not admissible in cases other than
wage evaluation issues argued in accordance with the joint
Wage Manual. Also, an offer of settlement made by one party
shall not be submitted or referred to by the other party.
Restrictions on the use of bargaining history are provided in
Section 50-D of the Labor Agreement.

13. There shall be no bench decisions regarding the
outcome of a case rendered at a hearing except as provided for
in Item 14. In executive session of the Board, both parties'
representatives may provide comment and/or suggestions to
the Umpire. After due consideration in executive session the
final decision shall be issued by the Board.

14. In cases involving disputes arising under Section
79 (Employee Safety and Health Rights) of the Labor
Agreement, wherein an employee has been relieved from duty
on the job, the Board, after completion of the hearing, will
review the record, consult with the parties if it is deemed
necessary and may issue a verbal decision at the time or
communicate the decision by wire to the parties within 24
hours of the close of the hearing. In either event the initial
decision will be followed by a complete written decision.

15. If the Company intends to submit photographs of
Company Premises or equipment in evidence in any case, the
Union will be so advised and copies of such photographs will
be given to the Union if requested, thirty (30) days in advance
of the hearing, if possible. If the Union wishes to similarly
use such photographs, they may request the Company provide
them thirty (30) days in advance of the hearing if possible.
After use of such evidence at the hearing, the Board shalt
retain possession of the photos during consideration of the
case, after which they will be returned to the Company.

It is understood and agreed that these procedural

rules are part of Article XIV (Arbitration) of the Labor
Agreement,
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APPENDIX VII
USW HOURLY 401(K) PLAN

During the 1993 negotiations it was agreed that there
would be a company allocation of matching contributions to
participants in the Alcoa Savings Plan for Bargaining
Employees (the "Plan") during the term of the 1993 Labor
Agreement.

Provided a local union elects a company match in
lieu of a 25¢ wage increase and in conjunction with the Plan's
provision which permits the allocation of Participating
Employer Contributions ("Company Match") to participants'
accounts in such amounts as shall be agreed to by the
Company and the Union, the parties agree that effective June
5, 1995, the Company shall allocate to the account of each
participant a Company Match equal to 50¢ per $1.00 of the
participant's eligible compensation contributed to the Plan as
pre-tax savings up to 6% of the participant's eligible
compensation. It is acknowledged and agreed that other than
the increase or decrease of the Company Match, the Plan's
administration and participants’ rights under the Plan shall be
concurrent with the administration and participants' rights
under the Alcoa Savings Plan for Non-Bargaining Employees.
In addition, it was agreed that the description of the United
Steelworkers of America Hourly 401(k) plan, will be updated
to reflect the changes to the plan effective January 1, 1993.

APPENDIX VIII
PERFORMANCE PAY

During 2001 negotiations, it was agreed that the
Performance Pay Plan would continue to provide for
participation by hourly employees represented by the Union in
the plants located at Davenport, Lafayette, Lebanon, Massena,
Warrick, Wenatchee, Arkansas, Badin, Point Comfort,
Rockdale and Tennessee and would begin, effective 1/1/2002,
to provide for participation by hourly employees represented
by the Union in the plants located at Richmond Foil, Massena
(St. Lawrence), Louisville 1 and 15, Hot Springs, Gum
Springs, and Baton Rouge.
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PURPOSE AND PHILOSOPHY

The purpose of Performance Pay is to share profits and gains
while focusing employees in a Business Unit/Location on
business goals that are critical to that Business Unit/Location,
Working together and achieving Business Unit/Location goals
will result in increased profitability for the business and
monetary reward to employees. The intent is that all
employees in a Business Unit/Location will have the same
goals for Performance Pay to achieve a common focus on key
performance goals and congruency of employee treatment.

Guiding Principles for Performance Pay

- The design and goals will be consistent with
the Business Unit/Location’s business
strategies and with Alcoa’s Vision and
Values.

- The design and goals should support
teamwork and employee involvement, be
perceived as fair, and be easily understood
by employees.

- All employees in a Business Unit/Location
will have their Performance Pay payout
based on the same Performance Measures

- The award opportunity will be based on the
performance of the Business Unit/Location

- Variable compensation payouts will
supplement the negotiated base level of

wages.

I ELIGIBLE EMPLOYEE

An Eligible Employee is an hourly employee covered by this
Agreement who had actual hours working during the payroll
weeks disbursed in the Year and who either had employee
status on December 31 of the Year or whose employee status
terminated during the Year due to death or retirement,
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II. EFFECTIVE DATE

Performance Pay will be applicable for the remainder of 2001,
and for the duration of the Agreement for employees located
at Davenport, Lafayette, L.ebanon, Massena, Warrick,
Wenatchee, Arkansas, Badin, Point Comfort, Rockdale and
Tennessee. It will be applicable commencing January 1, 2002
and for the duration of the Agreement for employees located
at Richmond Foil, Massena (St. Lawrence), Louisville 1 and
15, Hot Springs, Gum Springs, and Baton Rouge.

II1. DESIGN

1. General

The design requires that a range of performance
tmprovements be established for each Performance
Measure (financial or non-financial) that in turn
translates to a range of payout opportunity for
employees. Higher levels of performance resulis
provide for higher levels of payout as a percentage of
employee Eligible Earnings.

The normal payout range for Performance Pay is up
to 10.0% of Eligible Earnings.

The design provides that the award opportunity will
be based on Business Unit/Location measurements.

2. Business Unit/Location Performance

Each Year, a joint Company/Union committee at each location
will meet to review, discuss, and provide input to the set of
Performance Measures, together with a threshold, target, and
maximum value for each measure, which will become the
basis for the Business Unit/Location payout for that Year. If
more than one Performance Measure will be used, the
committee will recommend a relative weight to each measure.
The weights of the Business Unit/Location Performance
Measures must sum to 100%.

If the joint committee is unable to agree on Performance

Measures, management will determine and implement the
measurements, performance ranges, and weightings applicable
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to all employees at the location including bargaining unit
employees for that Year, provided however, that such
measurements, performance ranges, and weightings shall be
no more difficult to achieve than those last proposed by
management in the joint committee.

3. Payout Opportunities

The range of Performance Measures and the range of payout
percents form the basis for payout opportunities.

If Business Unit/Location Performance fails to reach its
threshold, no Performance Pay payout will be made.

2.5% of Eligible Eamings will be the payout should Business
Unit/Location Performance be at the threshold of the range.

5.0% of Eligible Earnings will be the payout should Business
Unit/Location Performance be at target.

10.0% of Eligible Eamnings will be the payout should Business
Unit/Location Performance be at maximum.

For Business Unit/Location Performance which falls between
the threshold and maximum values, the payout percent will be
calculated by interpolation.

Beginning 1/1/02, if a Business Unit/Location chooses to use a
financial Performance Measure, such as Return on Assets or
Return on Capital, performance against that measure will be
uncapped.

Iv. DEFINITIONS

For purposes of Performance Pay, the following definitions
are established:

1. BUSINESS UNIT/LOCATION....means a
business unit, plant location, or
organizational unit within a location.

2. BUSINESS UNIT/LOCATION
PERFORMANCE....are goals which will be
determined locally and communicated to all
participants normally at the beginning of the
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Year. Business Unit/Location Performance
Measures may be financial, non-financial, or
a mix,

ELIGIBLE EARNINGS. ...means the sum
of straight-time hourly-base wages (for
straight-time hours and overtime hours);
straight-time cost-of-living allowance (for
straight-time hours and overtime hours);
straight-time shift and schedule premiums
(for straight-time hours and overtime hours);
vacation pay; unworked holiday pay; and
jury, witness, and bereavement pay.

The definition of Eligible Earnings for an
Eligible Employee who is on disability
attributable in whole or in part to his or her
employment with the Company, shall
include the time lost and the straight-time
carnings associated with that time lost at a
rate not to exceed 8 hours per day or 40
hours per week.

The definition of Eligible Earnings for an
Eligible Employee who is a local union
official who is on an excused absence for
union business and who otherwise would be
actively at work shall include the time lost
and the straight-time eamings associated
with that lost time at a rate not to exceed 3
hours per day or 40 hours per week.

The period used to determine Eligible
Earnings for a Year shall encompass the
same payrofl weeks used in the
determination of the Year's W-2 earnings.

ELIGIBLE EMPLOYEE....is an hourly
employee covered by this Agreement who
had actual hours worked during the payroll
week disbursed in the Year and who either
had employee status on December 31 of the
Year or whose employee status terminated
during the Year due to death or retirement,
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5. PERCENT OF TARGET ATTAINED. ...is
the rate of actual results to target value for
Business Unit/Location Performance
Measures, with values of 50% at threshoid,
100% at target, and 200% at maximum.

6. PERFORMANCE MEASURES. ... are the
set of Business Unit/Location financial
and/or non-financial measures upon which
any payout is based. If more than one
Performance Measure will be used, each of
the measures must be weighted in
importance, the sum of the weights totaling
100%. Beginning 1/1/02, performance
related to financial measures such as Return
on Assets or Return on Capital will be
uncapped.

7. YEAR....means the {2-month period
beginning January 1 and ending on
December 31 for the Year 2002 and each
additional Year for the duration of the
Agreement.

V. CALCULATION OF THE PERFORMANCE
PAY PAYOUT

At the end of each Year, fuil-year results will be used to
calculate a Performance Pay payout, with attainment against
Business Unit/Location Performance Measures as the basis for
the payout.

A worksheet has been prepared for the calculation of the
Performance Pay payout.

The actual result for each Performance Measure wiil be
compared to its range of performance to determine a Percent
of Target Attained, as follows:

- A resuit which is below the threshold will
result in a Percent of Target Attained of zero
(O“/o);

- For a result which is between the threshold
and maximum value, interpolation will be
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used to determine the Percent of Target
Attained;

- For a result against a non-financial measure
which meets or exceeds the maximum, a
Percent of Target Attained of 200% will be
used;

- For a result against a financial measure which
meets the maximum, a Percent of Target
Attained of 200% will be used,

- Beginning 1/1/02, for a result against a
financial measure which exceeds the
maximum, a Percent of Target Attained will
be calculated by extrapolating from the
maximum using the slope of the line between
the target and maximum values.

The Percent of Target Attained for each Business Unit/Location
Performance Measure will be multiplied by the weight assigned
to it to determine a total Business Unit/Location Percent of
Target Attained.

The Business Unit/Location Percent of Target Attained will be
multiplied by 5.0% to determine the payout percentage.

An employee’s Performance Pay payout will be catculated by
multiplying his/her Eligible Earnings by the payout percentage.

VL ADMINISTRATION OF THE
PERFORMANCE PAY PLAN

The information necessary to administer the
provisions of Performance Pay will be prepared and
maintained by the Company. The costs associated with its
administration will be borne by the Company,

Communication
The parties believe that it is important for participants

in Performance Pay to understand the relevant goals,
thresholds and maximum performance levels to understand the
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Business Unit/Location focus and their potential payout
opportunities.

Administration

In the event an employee quits or is terminated
during the Year, no payout shall be paid. In the event of
death, disability, retirement or layoff, an employee's award
will be calculated on actual Eligible Earnings.

In the event an employee is transferred between
Business Unit/Location, the payout shall be pro-rated for the
number of whole weeks worked in each unit, based on the
employee's job classification for each week.

Payouts will be determined annually and shall be
determined and paid as soon as practical after the close of the
calendar Year.

The Company and Union may agree that, for a
specific Business Unit/Location, calculation and payout of
Performance Pay awards may occur more frequently than on
an annual basis. Any such payout schedule will be based on
Eligible Earnings received during the shorter payout period.

The determination of accounting policies in regards to
Performance Pay shall be at the sole discretion of the
Company. Such policies shall be applied in accordance with
accounting practices of the Company.

The Compensation Committee of Alcoa’s Board of
Directors has the authority to make adjustments to results
because of unusual events. Business Unit/Location
management and bargaining unit representatives will be
provided the opportunity to give input for consideration for
such adjustments. Such events might include the purchase or
sale of business assets that was not planned when goals were
set for that Year, plant shutdowns, etc. It is intended that,
once a comnitment has been made to goals, changes will not
be entertained except in truly unusual situations.

The Performance Pay calculations for each business

unit and corporate performance for each Year will be
communicated to the Union prior to payment.
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A report of such calculations, when accompanied by
a certification by the Controller of the Company that the
Performance Pay calculations are in accordance with the
provisions of Performance Pay, shall be finat and binding on
the Union, participants, beneficiarics, and the Company.

Payments of Performance Pay shall not be considered
earnings for any other purpose, except as subject to the
applicable statutory taxes on income.

The provisions governing Performance Pay shall not
be subject to the grievance and arbitration procedures of the
Labor Agreement.

This Agreement has been reached on the basis that
the Union will ensure that, until and only to the extent the
information is made available by the Company to the public at
large, the information will be disclosed only to those
reviewing for the Union the computations related to
Performance Pay and neither the Union nor anyone reviewing
such information for the Union will make any other disclosure
of the information.

It is the intent and understanding of the parties that
Performance Pay provide a vehicle for sharing profits, and
should payment of Performance Pay, or any part of such
payment, be required to be included in the regular rate under
the Fair Labor Standards Act of any eligible hourly employee,
the Company will reduce applicable percentages and adjust
individual payout amounts such that the total payout for the
applicable Year for each Business Unit/Location for
bargaining-unit employees will not be changed by such
decision, The parties shall make any and all adjustments to
this document as may be necessary from time to time to ensure
that the intent and understanding is upheld.
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APPENDIX IX
NEUTRALITY

Section 1. Intent

Over the years, the Company and the United
Steelwoerkers of America (“Union”) have developed a
constructive and harmonious relation-ship built on trust,
integrity, and mutual respect. The Company places high value
on the continuation and improvement of its relationship with
the Union as well as with all of its employees.

We also know from experience that when both
parties are involved in an organizing campaign directed at
unrepresented Company employees, there is a risk that
election conduct and campaign activities may have a harmful
effect on the parties’ relationship. Therefore, it is incumbent
on both parties to take appropriate steps to insure that all
facets of an organizing campaign will be conducted in a
constructive and positive manner which does not misrepresent
to employees the facts and circumstances surrounding their
employment and in a manner which neither demeans the
Company or the Union as an organization nor their respective
representatives as individuals.

To underscore the Company’s commitment in this
matter, the Company agrees to adopt a position of neutrality in
the event the Union seeks to represent any unorganized
production and maintenance employees at facilities of the
Company engaged in types of businesses in which the Union
currently represents production and maintenance employees
under this Master Agreement. This Neutrality Agreement
shall only apply to facilities where the Company has an
ownership interest greater than fifty percent (50%) and
operating responsibility.

Neutrality means that the Company shall neither help
nor hinder the Union’s conduct of an organizing campaign,
nor shall it in providing information or expressing an opinion
demean the Union as an organization or its representatives as
individuals. Also, the Company shall not provide any support
or assistance of any kind to any person or group opposed to
Union organization.
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Consistent with the above, the Company reserves the
right to communicate fairly and factually to employees in the
unit sought concerning the terms and conditions of their
employment with the Company and concerning legitimate
issues in the campaign. Should the Company hold meetings
with employees covering an organizing campaign during
the campaign period, a union organizer may attend such
meetings for the purpose of observation only.

For its part, the Union agrees that all facets of its
organizing campaign will be conducted in a constructive and
positive manner which does not misrepresent to the employees
the facts and circumstances surrounding their employment and
in a manner which neither demeans the Company as an
organization nor its representatives as individuals.

Section 2. Notice of Intent to Organize

The Union will give the Company’s Director of
Industrial Relations written notice of the Union’s intent to
organize a facility subject to this Neutrality Agreement.

Upen receipt of such notice, the Company shall meet
with the Union to exchange information that might be
pertinent to an organizing effort. During this meeting, the
parties will discuss the scope of the proposed collective
bargaining unit, employees to be excluded from the unit,
campaign issues, etc. Union access to the plant may also be
addressed at this notice of intent meeting. The Company
reserves the right to challenge any issues relating to the scope
and makeup of the unit sought by the Union by invoking the
Dispute Resolution procedure described below. To minimize
disputes about the scope of collective bargaining units, the
Company and the Union agree that the Nationat Labor
Relations Board’s case law regarding the composition of
collective bargaining units is incorporated into this Neutrality
Agreement by reference. Upon reaching an agreement on all
outstanding issues, the Company will give the Union a list of
the names and addresses of the production and maintenance
employees in the agreed-upon proposed collective bargaining
unit, as well as a description of their wages and benefits.

Upon receiving the Union’s notice of intent to
organize, the Company may send a letter to members of the
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proposed collective bargaining unit describing the neutrality
process contained in this Agreement, as well as the results of
signing a Union authorization card.

Section 3. Campaign Period and Union Access to
Company Facilities

The campaign period shall not exceed forty-five (45)
days and shall commence upon the Union’s receipt of the
names, addresses, and wage and benefit information described
above in Section 2. The Company and the Union will agree
upon reasonable times and reasonable places at the plant
premises where the Unton can campaign. The Company and
the Union will review all Company and Union campaign
literature prior to its distribution.

Section 4. Union Authorization Cards

For purposes of this Neutrality Agreement, only
cards signed after the notice of intent has been served may be
counted as valid cards. The Union’s authorization cards will
clearly state that the card may be used for the purpose of
obtaining:

(a) an NLRB-sponsored election where a simple
majority of votes will create a duty to bargain;

(b} a secret ballot election conducted in cooperation
with the Company where a duty to bargain will
arise if the Union receives votes from a
majority of the eligible voters in the proposed
collective bargaining unit; or

(c) recognition on the basis of a card check where a
duty to bargain will arise if the Union receives
cards from at least sixty-five percent (65%) of
the employees in the proposed collective

- bargaining unit. '

Section 5. Struksnes Election
If, at any time during the campaign period, the Union

represents that it has obtained cards from a majority of the
employees in the agreed-upon collective bargaining unit, the
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parties will schedule a secret ballot election to take place no
later than seven days from such notice to the Company by the
Unton. The Company will provide an opportunity for both the
Union and the Company to make short presentations to groups
of employees in the proposed collective bargaining unit. Such
presentations will be reviewed by the parties in advance.

After the presentations to the employees, the
employees will be given an opportunity to participate in a
secret ballot election for the purpose of determining whether
the Union will represent employees in the proposed collective
bargaining unit. The election shall be conducted in
accordance with Struksnes Construction Company. This
means: (1) the Union must formally demand recognition and
advise the Company that it has authorization cards from a
majority of the employees in the agreed-upon proposed
collective bargaining unit; (2) the employees must be told that
the purpose of the election is to determine whether the Union
has majority status; (3) the Company will give employees
assurances that there will be no reprisals for engaging in
protected activity; (4) the employees will be polled by secret
ballot; and (5) there may be no unfair labor practices or other
activity that creates a coercive atmosphere. The Company
will recognize the Union as the representative of the proposed
collective bargaining unit if a simple majority of the
employees in the proposed collective bargaining unit cast
votes to be represented by the Union.

1f the Union does not obtain votes demonstrating that
it represents a majority of the proposed collective bargaining
unit, or if the Union does not claim that it represents a
majority of the employees in the collective bargaining unit
within the forty-five (45) day campaign period, the Union will
be barred from filing another notice of intent to organize that
facility and from filing an NLRB petition for an election at
that facility for twelve (12) months from the date of the
Struksnes election or the close of the campaign period.

Section 6. Card-Check Recognition

Any time during the campaign period, the Union may
demand recognition on the basis of authorization cards if the
Union asserts that it has cards from at least sixty-five percent
(65%) of the employees in the proposed collective bargaining
unit. The authorization cards must be dated subsequent to the
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notice of intent and comply with the language requirements of
Section 4 above. The Company and the Union shall choose
one of the following methods to verify the authenticity of the
cards: (a) the Company and the Union may mutually agree
upon a third party who will count the cards and compare the
signatures on the cards to exemplars furnished by the
Company; or {b) the Company and the Union shall ask the
American Arbitration Association to select an individual to
count the cards and compare the signatures on the cards to
exemplars furnished by the Company. The individual who
counts the cards will only inform the parties whether or not
there are valid cards from at least sixty-five percent (65%) of
the employees in the agreed-upon collective bargaining unit
and shall not inform the Company of the precise number of
cards. If the Union obtains valid cards from at least sixty-five
percent (65%) of the employees in the agreed-upon collective
bargaining unit, the Company shall recognize the Union as the
exclusive collective bargaining representative of such
employees without a secret ballot election.

If the Union does not obtain cards from sixty-five
percent (65%) of the employees in the proposed collective
bargaining unit as a result of the card check, or if the Union
does not claim that it has cards from sixty-five percent (65%)
of the employees in the proposed collective bargaining unit
within the forty-five (45) day campaign period, the Union will
be barred from filing another notice of intent to organize that
facility and from filing an NLRB petition for an election at
that facility for twelve (12) months from the date of the card
check or the close of the campaign period.

Section 7. Dispute Resolution

This Neutrality Agreement shall not be subject to the
grievance and arbitration provisions or the no strike/no
lockout provision of the collective bargaining agreement.
Instead, any disputes arising under this Neutrality Agreement
shall be submitted to the Chief Executive Officer of the
Company or his'her designee and the International
President of the United Steelworkers of America or his’her
designee.

If another union begins an organizational effort or
claims represcntation rights, cither party may cancel this
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Neutrality Agreement as it applies to that particular
organization campaign. )
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APPENDIX X
ALCOA COOPERATIVE PARTNERSHIP
AGREEMENT

Purpose and Intent

The Company and the Union recognize the value of
and commit to work together through a joint decision making
process to develop a labor-management partnership which
serves the interests of employees, consumers and stockholders
and promotes employment security, employee involvement in
the identification and solution of business problems, customer
satisfaction, open communications, mutual trust and
understanding. The parties are responsible for working
together to reach joint decisions concerning issues regarding
customer requirements, business objectives and stockholder
and Union interests. This commitment to working together,
on an ongoing basis, must extend from the Company and
Union executive offices to the shop floor and be driven by a
shared vision of the need for continuous improvement in joint
decision-making processes, employee participation, the
parties’ relationship, and all aspects of the business. The
commitment to this decision-making, as further detailed
below, is mandatory for both parties for the life of the current
labor agreement. All employees must have greater safety,
security, influence, control, and accountability for their
immediate work environment as well as the knowledge,
resources, skills, and information required to effectively and
cooperatively meet these challenges.

It is the intent of the parties that cooperative
partnership will result in an improved quality of work life that
recognizes the worth and dignity of ail employees, facilitates
their individual growth and development and recognizes the
need for each employee to contribute fully toward the success
of the business. Just as the Union is concerned with the
competitive problems and continuous improvement needs of
the Company, the Company is equally concerned with the
employment security of the work force.

The parties acknowledge that this Agreement is a

“living” document that will evolve throughout the life of the
contract to best meet the requirements of changing
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circumstances. Its principles, however, are intended to carry
through future contract periods.

Principles

This Agreement reflects our mutual commitment and
is based on the following principles:

The viability of the business and the Union
depends on becoming the safest highest
quality supplier of competitively priced
aluminum products delivered on time. To
achieve such a reality, the experience, skill,
intelligence, and commitment of each
employee will be needed and must be fully
utilized to ensure continuing improvement
for the best long-term interest of all.

Employees are responsible and trustworthy.
An environment must be fostered where ali
employees are treated in accord with this
principle on a daily basis. The partics will
take steps to build a truly participative joint
decision-making and problem-solving style
that recognizes that employees provide a
competitive advantage.

Employees and the Union should be
provided with the necessary information in a
timely fashion, and the training to use that
information effectively, so they can make
effective decisions regarding their sphere of
responsibility.

The parties recognize that a cooperative
partnership, though necessary, is not by
itse!f adequate to meet the competitive
demands of the world market.

WM Both parties recognize that the
implementation of cooperative partnership is
an extremely difficult task which must be
approached realistically and patiently. The
parties agree that, if the business is to
prosper and provide employee satisfaction
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and long-term security, cooperative
partnerships must be pursued as quickly as
possible to maximize opportunities to
resolve problems and to produce products at
lower costs, higher quality, and delivered on
time.

Partnership Structure

The parties recognize that successful partnership
requires the establishment of an appropriate organizational
structure at both the top levels and the local levels of their
organizations. Such structure must include defined roles and
* responsibilities for the participants at both levels.

The parties recognize that the changes contemplated
by this Agreement must evolve. Accordingly, the local parties
must have the flexibility to design participative structures that
best meet their needs and that can change as changed
circumstances and experience watrant. Further, where
participative structures are already in place, the local parties
recognize that it may be in their best interest to retain such
structure so long as they meet the objectives of the Agreement.

Top-Level Structure

A top-level committee will be established in order to
further partnering at the top levels of the Company and the
Union, and to properly guide local cooperative partnerships.
The committee will be comprised of Company and Union(s)
representatives. This committee will provide oversight, ensure
that the local parties are assisted as needed, and discuss related
topics of mutual concern. The representatives on this
committee will be designated by the Co-chairmen of the
respective Company and Unions’ Negotiating Committees.
The top-level committee will meet as needed, but no less than
quarterly, in order to ensure that the full intent of this
Agreement is consistently implemented and administered.

The committee will address such subjects as safety and health
measures; strategic plans; technological changes and plans;
staffing levels; customer evaluation; major organizational
issues; and facilities utilization.
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Top-Level Roles and Responsibilities

It is recognized that in order for this committee to
function effectively, timely information regarding the above
subjects must be shared with the Union, subject to an agreed
upon confidentiality agreement. Shared information will be
timely and specific to the needs of the top-level parties about
the business, plant performance, capital improvements, new
technologies and products, future skills needs, customer
satisfaction, and competitive issues.

The top-level committee will provide assistance and
necessary resources to the local parties in order that the
objectives of this Agreement are achieved and will develop
appropriate measures in order to evaluate objectively the top-
level and local partnership efforts. In addition, the top-level
committee will provide guidance to the local parties
concerning such matters as safety, leadership, problem-
solving, training, new and innovative organization designs,
and the potential impacts on the organization of new
technology. The top-level committee will also review issues
and concerns relative to this Agreement brought to it by the
local parties.

The top-level committee shall encourage behaviors,
attitudes, forums, and opportunities that enlist the know-how
and ingenuity of employees in achicving the goals of this
Agreement.

Local Structure

The local parties are committed to enter into a
cooperative partnership which promotes the goals of this
Agreement. This commitment is mandatory on the local
parties for the term of the current Labor Agreement.

Each location will establish a Plant Steering
Committee that will include the local Plant Manager and top
local Union official. The size and composition of the local
Plant Steering Committee will be decided jointly. At
multiple union plants, the Committee will include
representatives from other union bargaining units at that
location.
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Local Roles and Responsibilities

The Plant Steering Committee shall investigate,
consider, and test alternative approaches to safety, work
redesign, work assignments, work scheduling, planning for
technological change, training, development, problem solving,
and process improvement to facilitate both individual and
group contribution towards improved quality, efficiency,
productivity, employee satisfaction, and employment security.
It is recognized that in order for this committee to function
effectively, timely information regarding these issues must be
shared with the local union.

The Plant Steering Committee will guide partnership
initiatives and ensure such initiatives are in compliance with
the Labor Agreement and other memoranda of agreement
negotiated by the parties.

The Plant Steering Committee shall encourage
behaviors, attitudes, forums, and opportunities that enlist the
know-how and ingenuity of workers in achieving the goals of
this Agreement. ‘

The Plant Steering Committee will identify measures
of improvement by which the parties can track the
achievement of joint objectives set for meeting the needs of
customers, employees, the Union and the business.

In addition, the Plant Steering Committce may study
and evaluate new and innovative alternative work systems that
support the parties’ commitment to continuous improvement
and employment security. It is agreed that such work systems
may be desirable and the local parties shall commit to a
prompt joint effort to study, design, and implement such work
systems where appropriate.

The local parties are responsible and accountable for
working together through joint decision-making and problem-
solving processes to meet the parties’ commitment to the
following objectives:

a.  Create and maintain a safe and healthy work
environment through joint participation in setting
safety and health goals, implementing
improvement plans and auditing performance;
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Sustain an open environment
that shares knowledge and
provides detailed information
which is timely and specific to
the needs of the local parties
about the business, plant
performance, capital
improvements, new technology
and products, future skills
needs, customer satisfaction,
and competitive issues;

Provide for employment security;,

Improve the quality, service, productivity, and
competitiveness of the business and its products,
seeking profitability on a sustained basis;

Promote the objectives of the business and align
with its Vision, Values, and Milestones;

Increase employee responsibility for and
influence in workplace decision-making;

Support work environments built on fairness and
commitment to improving the quality of -
employees” work life;

Support rapid response to changes in the
marketplace in products and customer
requirements;

Plan for technological change designed to serve
the best interests of both parties affected by the
change;

Understand the current state of competitiveness
and its relationship to “World Class” standards;

Identify and implement cost reduction
opportunities;

Provide improved job opportunities, skills
development, leadership training and education,
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and more productive utilization of a skilled
workforce;

m. Drive effective individual and group problem-
solving; and;

n.  Acceptance by each party of the role of the other
as an essential partner in attaining joint
objectives.

Employment Security

The Company and the Union are committed to
providing employment gecurity for all employees covered by
this Agreement. Employment security is ultimately dependent
upon efficient, competitive plants, and high quality products.
To obtain efficient, competitive plants and high quality
products, the Company needs both the Union’s cooperation as
a valued partner and employee participation in work
processes. ,Union cooperation and employee participation are
dependent upon an agreement that gives employees sufficient
employment security so they will offer suggestions freely and
give their full cooperation to make the business a success.

Employment Security shall apply only to layoffs that
commence during the term of this Labor Agreement, and shall
remain in effect at a location so long as the local parties are
actively participating in the local structures created by this
Cooperative Parmership Agreement.

Guarantee

The parties agree that employment security is a
priority objective of this cooperative partnership agreement.
No employee shall be laid off as a result of the implementation
of ideas, suggestions, or recommendations from individual
bargaining unit employees or from teams that include
bargaining unit employees. Exceptions may be made where
there is a major capital deployment to affect a technology shift
that results in significant crewing reductions, or when the
parties recognize that the long term viability of the plant or a
major segment thereof requires a reduction in employment. In
such circumstances, the Company agrees t0 work with the
Union through the process to avoid layofts.
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No employee shall be laid off during the term of this
Agreement except as determined through the Joint Decision-
Making and Responsibility Process defined below. In any
event, no employee shall be laid off from the plant for an
expected duration of less than four (4) weeks.

The above guarantees shall not apply in the event of a
strike or work stoppage by employees covered by this
Agreement.

Joint Decision-Making and Responsibility

The Union and the Company share responsibility for
the long-term viability of each covered location and, therefore,
must share in the decision making with respect to the
employment security of its employees. This authority and
responsibility shall be vested in the local parties. The parties
are confident that the sharing of information and full
discussion and exchange of ideas and consideration of all
views about issues impacting employees long-term
employment security will lead to decisions that are
satisfactory to all. This continuous flow of information wil
ensure that the Union has the earliest possible notice of
potential layoffs.

As a minimum, in cases where layoffs from the plant
are contemnplated or where the guarantee provided above is
operative, the local parties shall consider alternatives designed
to provide employment to affected employees including
assignment to non-traditionat tasks, the reduction of
contracting out, attrition, early retirement, voluntary
termination programs, overtime reduction, work schedules,
and flexible use of the work force in non-traditional work
assignments and other economically viable options. Should
the local parties not be able to make a joint decision, either of
the local parties may request a timely review by the
appropriate Business Unit President or his designee and a
representative of the International Union who shall ensure that
teascnable alternatives have been explored.

Rates of Pay
An employee working in a new job assignment as a

result of the application of this Employment Secunity
provision shall receive:
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The established rate of pay of the job to
which he is assigned unless the parties
otherwise agree.

If there is no rate of pay established for that
job, the rate of pay will be determined by the
local parties or; if they are unable to reach
agreement, the rate of pay will be
determined by the application of the Wage
Manual.

Training

The parties recognize that the goals of this
Agreement can be attained only by a commitment to
comprehensive and ongoing training and education.
Accordingly, the Plant Steering Committee shall take steps to
establish training programs necessary to the purposes of this
Agreement, All training shall be focused on the following
objectives: the long-range mutual goals of the parties;
problem-solving techniques; communication activities; skills,
attitudes, behaviors and techniques for increasing the
effectiveness of participation and involvement activities; and
" methods for determining and achieving joint goals. Without
liniting the comprehensiveness or continuity of the training
and education required by this Agreement, such activities will,
unless otherwise agreed te, include at least the following
minimum standards and guidelines:

1.# Both Company and Union representatives shall
receive training by their respective organizations in
how, consistent with their organization’s goals, they
can accomplish the objectives of this Agreement
through participation and involvement activities.

2.# The Plant Steering Committee shall sponsor a
program for appropriate training of all members of
Jjoint committees created under this Agreement.

3.# The Plant Steering Committee shall develop a joint
training program designed to increase the skills of
bargaining unit and non-bargaining unit employees
concerning the subjects identified in this Section.
Such program shall commence with instruction (a)
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how best to pursue organizational objectives through
participation activities, (b) partnership structure of
this agreement, and (c) the commitment of the parties
to the process.

4.4 The Company shall fund all training programs
referred to in this Section. This shall include
employee time spent in such training as though it
were time worked and employees shall suffer no loss
of earnings as a result thereof.

5.# Training referred to in this Section designed to
achicve the objectives of this Agreement (other than
Union training), shall be jointly developed and
implemented.

Work Redesign

The Plant Steering Committee may investigate and -
implement Work Redesign consistent with the principles of
this Agreement. Work Redesign will include the
establishment of operating work teams or self-directed work
teams and/or the implementation of other new and improved
ways of performing work. Additionally, any Work Redesign
will be aimed at increasing employee responsibility, more
effective utilization of people, materials and equipment along
with a heightened level of job satisfaction resulting from
increased employee contributions to the decisions and
initiatives that impact the workplace.

Technological Change

The parties recognize that technological change can
have significant implications for employment security and the
nature of the working environment. Accordingly, the
Company shall provide the top-level committee and the
appropriate Plant Steering Committee notice of any proposed
significant technological change within such a time that the
Plant Steering Committee will be able to evaluate the impact
of, and be an active participant in the decision-making process
regarding, such change. Such notice shall address such issues
as the purpose for and timetable of the change; the effect on
training needs and outline of other options considered; and the
number and types of jobs that would be changed, added, or
eliminated. Disclosure of this information is dependent upon
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a confidentiality agreement satisfactory to the parties.
“Significant technological change” shall mean the introduction
of new and/or significant changes in existing machinery,
equipment, controls and materials, and software.

Skills Assessment

The parties are committed to develop and maintain a

highly skilled workforce needed to meet the demands of the
ever changing competitive environment. To that end, the local
parties will:

identify skills needed to effectively operate their
respective plants;

assess current skills;

develop training to close gaps between required
skills and current skill levels; and

assess the potential depletion of skills and
develop a plan to replace those losses.

Safeguards and Resources

L.

The selection of any consultant to assist in the
development of the employee involvement and
empowerment process will be mutual.

The parties agree to encourage individual employee
participation in involvement and empowerment activities
because both parties agree that active employee
participation is essential to the realization of the
objectives of this Agreement. All meeting time will be
paid as hours worked.

Cooperative partnership and the activities generated
therefrom shall not conflict with the traditional roles of
the local Union, such as the processing of grievances.
Such activities will not be used as a device by either party
to bypass or undermine the other parties' rights or internal
structure. This Cooperative Partnership Agreement will
function within the context of the basic Labor Agreement
and does not diminish or alter either party's contractual

rights.
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4. Local Union officials and plant management will be
active, constructive participants in the long-term
development and evaluation of local cooperative
partnership and will not permit team activities to be
affected by day-to-day labor-management activities and
relationships.

Final Decision-Making and Dispute Resolution

The parties have entered into this agreement for the
purpose of making the Union and the Company partners in
joint decision-making to achieve the objectives of this
Agreement. After sharing information and discussing and
exchanging ideas and considering all views about issues of
mutual interest and concern to the parties, decisions should be
reached that are in the best interests of the business and the
employees. It shall be the goal of the parties to strive for joint
decision-making in rendering decisions, resolving issues, and
implementing plans for the success and well being of the
business and its employees. Finally, in the event joint
decision-making is unable to produce an understanding over a
matter as to which, absent this Agreement, management has
the right to make a final decision concerning such matter,
management shall make the final decision and such decision
shall not be subject to the grievance procedure. With respect
to any matter in this Agreement which deals, in part, with
various matters as to which Management has not heretofore
had the unilateral right to make decisions, this Agreement
gives Management no greater right to make unilateral
decisions regarding such matters than it would have in the
absence of this Agreement.

Disputes between the local parties over whether a
party is living up to its obligations under this Partnership
Agreement are not subject to the grievance procedure.
However, should such a dispute arise, either local party may
refer the matter to the Corporate Director of Industrial
Relations and the Union(s) Co-Chairman of the Negotiating
Committee or their designee for resolution. Should the
Corporate Director of Industrial Relations and the Co-
Chairman of the Negotiating Committee be unable to resolve
the matter, at the request of either party, it may be submitted
to the top-level committee for review.
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In conclusion, the Company and Union are strongly
commitied to this Cooperative Partnership Agreement as a
means of promoting the strong labor/management relations
necessary to create a work place that expands the opportunities
for each individual to both support and share in the success of
the business.
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APPENDIX XL Interplant Transfer

In addition to the interplant transfer rights to other plant
locations as provided in Section 23 D of the Labor
Agreement, an employeec who meets the eligibility
requirements set forth in this Section shall be given
preference over new hires for employment, if available, to
locations listed below, if she/he so requests. Such
preference shall be in order of Company seniority;
however, employees laid off from a plant within fifty (50)
miles of where the vacancy exists shall be given first
preference, except at the Louisville plant locations where
first preference shall be given to the plant transfer process
currently in effect.

Davenport, lowa Louisville, Kentucky (2)
Wenatchee, Washington Lafayette, Indiana

Hot Spring, Arkansas Lebanon, Pennsylvania
Gum Springs, Arkansas Massena, New York (2)
Richmond, Virginia Warrick, Indiana
Baton Rouge, Lounisiana

An eligible employee is an employee laid off in any
reduction in forces who has at least one (1) year of
Company seniority, has maintained his Company seniority
and for whom no suitable work is available within the
bargaining unit within a reasonable period of time.
Further, in order to be eligible, an employee must have no
citable discipline (any discipline for which an employee has
received disciplinary time off work); must have a safety
record that is free of disciplinary actions for a vielation of
plant safety rules and policies (any discipline for which an
employee has reccived disciplinary time off work); and
must be able to pass the hiring requirements for that
location (excluding supervisor interviews) and must
successfully complete a medical and physical examination
including drug screen.

Employees requesting an interplant transfer, under the
provisions of this section, to a similar process location, as
defined in the table below, will not be subject to the pre-
employment skill and knowledge testing at the new
location.
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Current Location Similar Process Location
Alcoa, Tennessee Massena, New York (2)
Warrick, Indiana
Wenatchee, Washington

Badin, North Carolina Massena, New York (2)
Warrick, Indiana
Wenatchee, Washington

Rockdale, Texas Massena, New York (2)
Warrick, Indiana
Wenatchee, Washington
An employee transferred under the provisions of this
Section shall be considered a new hire commencing on his
date of employment at the new location for all purposes
except such employee shall retain his equivalent seniority
for the purposes of determining vacation entitlement,
group insurance, SUB and pension service. The new hire
probationary period does not apply.

An employee so transferred shall have a trial period of thirty
(30) days worked during which either the employee or the
Company may decide that continued employment at that
location is not in the best interest of the employee and/or the
Company. If either party so decides, the employee will revert
to the status previously held prior to accepting the transfer
and will retain recall rights to his/her former location. Once
the trial period of thirty (30) days worked has been completed,
the employee shall no longer have recall rights to the plant
from which he was laid off.

An employee transferred under the provisions of this
paragraph to a new plant location more than fifty (50)
miles from the plant from which he was laid off who has
completed the trial period of thirty (30) days worked and
who changes his permanent residence as a result thereof
shall receive a moving allowance of ten thousand dollars
($10,000) payable upon the purchase of a home in the new
location or after completing six (6) months of employment
on the new job, whichever event first occurs.

The employee shall make written request for such moving

allowance in accordance with the procedure established by
the Company.
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APPENDIX XII. Team Leader

1. The parties recognize the benefit and importance
of a Team Leader. It is agreed that to further those
objectives and principles, the company may establish a
Team Leader classification (or other job title as locally
determined appropriate) and the duties will be performed
by employees selected from the bargaining unit and such
individuals will remain in the bargaining unit. It is
recognized that not all locations will be establishing this
position. However, when a location does decide to
establish the position the following agreement will govern.
Those selected will be proficient in the Team Leader duties
and on a majority of the jobs int the team. The Team
Leader will regularly perform such work and other
administrative, team, and leadership duties.

2. The core duties of a Team Leader are:

-Answer team members’ calls

-Frain team members

-Solve problems (not to include grievances or discipline)
-Monitor production and processes and visual displays
-Lead standardized work

-Fill in for problems, re-balance, absence, etc.

-Perform duties of the jobs in the team

3 The Team Leader shall receive a standard hourly
wage rate equal to six (6) job grades higher than the
highest evaluated job grade (plus, if receiving, applicable
convention(s)) of the job classifications in the Team
Leader’s team. The Team Leader duties will not be
considered as duties for evaluation purposes. Time
worked and job grade paid in the Team Leader
assignment will count for pension job grade determination.

4. The selection and development process will
include four distinct phases: (1) orientation (2) assessment
center (3) proficiency on the jobs in the team and (4)
training. The orientation will be designed to give
interested employees a description of the position and
information pertaining to how the assessment center
functions and the types of training that will subsequently
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be provided. The orientation will be available to
employees in the department (or classifications to be
included) of the proposed team. The local parties will
work together in developing an appropriate orientation
program.

5, A single assessment center procedure will be used
for initial qualification determination. The assessment
center will evaluate an individual’s skill preficiency in a
number of key areas, among them:

(1) Communication skills

(2} Analysis

(3) Interpersonal astuteness

(4) Developing others

(5) Result orientation and Drive for

change

(6) Collaboration

(7) Learning orientation
The assessment center will also provide overall ratings
concerning effectiveness demonstrated in:

(8) Problem solving

(9) Teaming skills

(10) One-on-one skills

The assessment center will yield a single overall score to
determine initial qualification.

Employees that meet the qualification standard in the
assessment center and are proficient on a majority of the
jobs in the team, will be enrolled in the location’s Team
Leader training program. If, at the time, not all employees
are required, the training program will be provided to the
most senior employees that have qualified and are
proficient on a majority of the jobs in the team.

Employees that do not qualify will be given information
pertaining to the areas in which they demonstrated
strength, average performance or a need for development.
After a period of one year the employee may participate in
one additional assessment center for determining initial
qualifications.

6. It is the desire of the company and union that the
local parties effectively work together as it relates to the
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operation of the Team Leadcr training process. To further
facilitate this objective the location’s Partnership
Committee shall advise and make recommendations to the
Company regarding the development, content and
operation of the Team Leader training program.

It shall also be the function of the Committee to assure that
assessments of the course training will be objective and
based on the content of that course training and will not
include subjective judgment or interviews.

The objective will be to provide training that permits
interested employees to become Team Leaders. Employees
who withdraw from training or who are disqualified
(subject to review in the grievance procedure) at any time
will be placed back on their prior job in accordance with
the provisions of the labor agreement. Disqualified
employees shall be provided remedial training and given
one additional opportunity to satisfactorily complete the
training program.

7. When the company determines a vacancy in the
Team Leader job exists, openings in the Team Leader job
will be posted and employees in the classification(s) in each
team who have satisfactorily completed , the assessment
center, are proficient on a majority of the jobs in the team
and have satisfactorily completed the Team Leader
training program, which shall be provided at company
expense, may bid on those posted openings. Consideration
will be given to applicants in accordance with the Labor
Agreement. Should the local Union and local plant
Management agree to adopt a rotation process to fill a
declared vacancy, such application or modifications of this
section may occur. The company will schedule the
orientation, assessment center and training and it may be
outside the employees’ regular schedule. Employees
attending the voluntary orientation will not be paid;
employees attending the assessment center and training
will be paid at the employee’s standard hourly rate.

8. The negotiating Co-Chairs shall each appoint one
person to serve in a joint oversight capacity and sefve as
the contact point for insuring a smooth and successful
implementation. The joint oversight committee shall
resolve any disputes. Any unresolved issues shall be
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submitted to the negotiating Co-Chairs or their designees
for resolution. If the Co-Chairs are unable to resolve such
issue, it may be appealed to the grievance/arbitration
procedure pursuant to provisions of the Labor Agreement.

9. It is understood that the work performed by Team
Leaders or Team Members in no way establishes the
exclusive jurisdiction of such work within a bargaining
unit or between bargaining units and non-bargaining
employees.
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June 1, 2001

Mr. Richard H. Davis

Vice President — Administration
United Steelworkers of America
Five Gateway Center
Pittsburgh, PA 152221214

Dear Mr. Davis:

During our 1996 negotiations, the parties agreed that it would be desirable for the local parties 1o
adopt & provision guaranteeing forty (40) hours of work or pay to craftsmen laid off or on short
work weeks while outside contractors perform work in the plant with crafismen of the same craft.
The local parties shal] address themselves to the desirability of such a local understanding. In
doing so, the local parties should consider circumstances under which it would not be practical to
provide such protection, such as in relation to major new construction and reconstruction projects,
or work not normally done by Bargaining-Unit employees at the plunt. The following is provided
&4 a guide for the local parties in developing a more detsiled program of implementation at the
plant level:

Should owside contractors perform work in the plant with the use of craftsmen while
employess in that craft are on layoff from the plant and not working at another company plant
under Section 23-D of the Agreement, and who are qualified and available for work, or
working on short work weeks shall be guaranteed forty (40) hours of work or pay each weck
to the extent of the number of craftsmen engaged in contracting out relative to that craft.

Local parties interested tn such & provision are advised to consider such problems as the protection
of recall rights, the impact of SUB and v ployment comf ion, and the method of
determining which of the laid-off employees or employees on short work wecks will reccive the
guarantee. Any such local agreement shall be subject to the procedures of Section 5-C of the
Agreement.

Very truly youns,

Bugene T. Woloshyn
Director, NAHR

Confirmed:

Richard H. Davis
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June 1, 2001

M. Richard H. Davis

Vice President — Administration
United Steelworkers of Amtrica
Five Gateway Center
Pittsburgh, PA 15222-1214

Dear Mr, Davis:

This will confirm that during our 1996 negotiations, the Company stated that it will be its
procedure when an employee doubles over from the last shift of any day terminating approximately
al midnight to the first shift of the day immediaely following, to compensate the employee at Lime
and one-helf for the double over 83 an extension of the employes's shift terminating at midnight.
Nothing in this procedure affects the existing 6th and 7th day premium pay handling for continucus
operation (Dow Schedule) cmployees.

The Company agrees that this procedure will remain unchanged during the term of the Agreement,

Very truly yours,

Eugene T. Woloshyn
Director, NAHR

Confirmed:

Richard H. Davis
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June 1, 2001

Mr. Richard H. Davis

Vice President — Administration
United Steelworkers of America
Five Gateway Center
Pittsburgh, PA 15222-1214

Dear Mr. Davis:

This will confirm that in applying Paragraph A-3 of Section 15, if after ¢ahausting the voluntary
overtime procedures customary to that classification and department it should be necessary to
schedule an employee for a shift extension due to the conditions of Paragraph B-1, such employee
shall be entitled 1o the additional four (4) hours' pay a1 his standard hourly rate provided for in
Section 15, Paragraph A-3. The commi of this lenter applies to shift extension situations only.

Very truly yours,

Eugene T. Woloshyn
Director, NAHR

Confirmed:

Richard H. Davis
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June 1, 2001

Mr. Richard H. Davis

Vice President — Administration
United Steelworkers of America
Five Gateway Center
Pittsburgh, PA 15222-1214

Dear Mr, Davis:

This will confirm the position of the Company as stated during our 1996 negotiations that the
schedule change procedures of Section 15 will not be used to call employees on their scheduled off
day within the work week and schedule them to work on that day.

Very truly yours,

Eugene T. Woloshyn
Director, NAHR

Confirmed;

Richard H. Davis
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June L, 2001

Mr. Richard H. Davis

Vice President — Administration
United Steelworkers of America
Five Gateway Center
Pittsburgh, PA 15222-1214

Dear Mr, Davis:
During the course of our 1996 negotiations, the Company agreed it would not utilize information

provided (o the Company by an employes in connection with the employment process, as a basis
for discipline or discharge later than three (3) calendar years subsequent to such employee’s date of
hire.

Very tuly yours,

Eugene T. Woloshyn
Director, NAHR

Confirmed:

Richard H. Davis
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June 1, 2001

M. Richard H. Davis

Vice President — Administration
United Steelworkers of Ametica
Five Gateway Center
Piusburgh, PA 15222-1214

Dear Mr. Davis:

During the course of the negotiations of our 1996 Labor Agreement, the questions of when
vacation pay would be paid to those employces requesting advance pay was discussed.

It was agreed thal, without a change in contract language, the Company would adopt a policy of
paying such advance pay on the last regular payday before the employee's vacation is scheduled 10
begin. Should there be abuse of this procedure, the Company may revert 1o making such advance
pay on the last day worked before the vacation is scheduled to start rather than the last regular
payday before such vacation is scheduled to start.

Very truly yours,

Bugene T, Woloshyn
Director, NAHR

Confirmed:

Richerd H. Dravis
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June 1, 2001

M. Richard H. Davis

Vice President — Administration
United Steelworkers of America
Five Gateway Center
Piusburgh, PA 15222-1214

Dear Mr. Davis:

This is to confirm that the Company, during the course of 1996 nzgotiztions, agreed to the
following policy statcment;

Alcohalism and drug abuse are recognized by the parties to be a reatable illness. Without
detracting from the existing rights and obligations of the parties recognized in the other provisions
of this Agreement, the Company and the Union agree to cooperate at the plant level in encouraging
employees afflicted with alcoholism or drug addiction to undergo & program directed to the
objective of their rehabilitation. Neither job security nor promotional opportunitics should be
jeopardized by a request for treatment for cither alcoholism or drug use. Such request and zll
records shall remuin confidential.

Very truly yours,

Eugene T. Woloshyn
Director, NAHR

Confirmed;

Richard H. Davis
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June 1, 2001

Mr. Richard H. Davis

Vice President — Administration
United Steelworkers of America
Five Gateway Center
Pittsburgh, PA 15222-1214

Dear Mr. Davis:

This will confirm our understanding reached during our 1996 negotiations concerming employecs
who are transferred 10 a8 new location under Section 23-D of the Labor Agreement and who are
subsequently laid off to the street due to a reduction of forces. The Company agrees in its
application of 19-F (Request for Restoration) to apply the company seniority of such employccs as
of last date of hire at their original tocation providing the cmployee docs not have broken service.

Very tuly yours,

Eugene T. Woloshyn
Director, NAHR

Confirmed:

Richard H. Davis
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June 1, 2001

Mr. Richard H. Davis

Vice President — Administration
United Steelworkers of America
Five Gateway Center
Pittsburgh, PA 152221214

Dear Mr. Davis:

During the 1996 negotiations, the partics agreed that each Company location shall furnish to the
Internationat Union on or about January | and Tuly 1 of each year a list of all active 23D
applications on file. The list will include the name, social security mumber, and company seniority
date of each employee and the plant from which the cmployee is laid oif.

Very truly yours,

BEugene T. Wolashyn
Director, NAHR

Confirmed:;
: Richerd H, Davis
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June 1, 2001

Mr. Richard H, Davis

Vice President - Administration
United Steelworkers of America
Five Gatcway Center
Pittsburgh, PA 15222-1214

Dear Mr. Davis:

On an experimental and trial basis the Company will agree that whete grievances conceming
supervisors working or improper distribution of overtime within & classification are not resolved at
Step 2 and are to be arbitrated, they shall be arbitrated in the Expedited Arbitration Procedure
unless the appropriate representatives agree © refer such grievance to regular arbitration through
regular procedures.

Very truly yours,

Eugene T. Woloshyn
Director, NAHR

Confirmed:

Richerd H. Davis
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June 1, 2001

Mr, Richard H. Davis

Viee President — Administration
United Steelworkers of America
Five Gateway Center
Pittsburgh, PA 15222-1214

Dear Mr. Davis:

‘This lettcr will confirm our understanding reached during the 1996 negotiations conceming the
second slep grievance necord.

In writing the second step grievance answer, the Company representative will include in his answer
the date and place of the meeting as well as the names of the attendees, the gricvance number and a
brief statement of the parties’ positions, and the decision reached. The Union may within 12n (10)
days of the issuance of such answer submit to the Company representative a letter detailing any
specific comments by the Union. Such letter shall be incorporated into and become a part of the
grievance record,

Very truty yours,

Eugene T, Woloshyn
Director, NAHR

Confirmed:

Richard H. Davis
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June 1, 2001

Mr. Richard H. Davis

Vice President — Administration
United Steelworkers of America
Five Gateway Center
Pittsburgh, PA 15222-1214

Dear Mr. Davis;

During the course of our 1996 negotiations the Company agreed, without limiting its right to
contract out work under the Labor Agreement, to continue its efforts at each location to utilize
available equipment and bargaining unit employees on capital work that is to be performed in the
plent within their capabilities when that can be accomplished on a timely and cost effective basis.
I its considerations, the Company will review with the Union wark practices and flexible work
assignments for available manpower when action on these issues could reasonably lead to
performance of work otherwise to be contracted out with bargaining unit personnei on a cost
competitive basis.

Very truly yours,

Eugene T. Woloshyn
Director, NAHR

Confirmed:

Richard H. Davis
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Tune 1, 2001

M. Richard H. Davis

Vice President — Administration
United Steelworkers of America
Five Gateway Center
Pittsburgh, PA 13222-1214

Dear Mr. Davis:

‘This will confirm our agrecment during 1996 negotiations that the definition of Eligible Eamings
(Section V, item 4 of Appendix VIII) shall include the time lost and the straight-time eamings
associated with that lost lime at a rate not to exceed 8 hours per day or 40 hours per week for local
union officials who are on an excused absence for union business and who otherwise would be
actively at work.

Very troly yours,

Eugene T. Woloshyn
Director, NAHR

Confirmed: N
Richard H, Davis
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June 1, 2001

Mr, Richard H. Davis

Vice President — Administration
United Steelworkers of America
Five Gateway Center
Pittsburgh, PA 15222-1214

Dear Mr. Davis:

The parties recognize that, in view of the changes made with respect to Section 36 of the Labor
Agreemend as a result of our 1986 negotiations, there is some concem regarding fair and consistent
applicarion of its provisions. We also realize that the possibility eaists for temporary assignments
10 be used for hamssment or discipline purposes and this letter is intended to reaffirm our
categoncal condemnation of such activity as being counter (o the interests and objeclives of both
the Company and the Union. The Company will take appropriate action to ensure local compliance
with this position.

Very truly yours,

Eugene T. Woloshyn
Director, NAHR

Confirmed:

Richard H. Davis
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June 1, 2001

Mr. Richard H. Davis

Vice President — Administration
United Steelworkers of America
Five Gateway Center
Pittsburgh, PA 15222-1214

Dear Mr. Davis:

The Company will agree that if it faits to comply with the five-day minimum notification time
pericd in Article VI, Paragraph C of the Labor Agreement or notification requirements explicit in
the location-specific contracting-out process when they became operative unless there exists
conditions which make such notification impractical, sixteen {16} hours' pay at the appropriate
standard hourly wage rate shall be paid to the low employee on the overtime list of the
classification designated by the loca] Union, Netwithsianding the Union's right 10 strike on the
merits of contracting out, disputes regarding compliance with the notification procedure shall be
subject to the regular grievance and Expedited Arbitration Procedure,

Where grievances concerning the notification procedures refemred to above are not resolved at Step
2 and are to be arbitrated, they shall be arbitrated in the Expedited Arbiwation Procedure unless the
appropriate representatives agree to refer such grievance to regular arbitration through regular
procedures. However, the issue shall be limited solely to the notification compliance question and
the remedy awarded cannot exceed that provided for in this letter.

Very truly yours,

Eugene T. Woloshyn
Dircctor, NAHR

Confirmed:

Richard H. Davis
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June 1, 2001

Mr. Richard H. Davis

Vice President - Administration
United Steelworkers of America
Five Gateway Center
Pittsburgh, PA 15222-1214

Dear Mr, Davis:
This will confirm that during our 1996 ncgotiations we agreed that top company seniarity for the
purpose of layoffs and restoration of forces at Tennessec Operutions in fulfillment of the provisions
under Section 21 of the Labor Agreement would be applicable to the following Local 309 Union
officials:

President

Vice-President

Plant Chairmen

Sincerely,

Eugene T. Woloshyn
Director, NAHR

Confirmed:

Richard H. Davis
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June 1, 2001

Mr. Richard H. Davis

Vice President - Administration
United Steelworkers of America
Five Gatcway Ceater
Pitsburgh, PA 15222-1214

Dear Mr. Davis:
RE: IMPLEMENTATION PROCEDURE FOR JOINT

CONTRACTING OUT PROCESS GUIDING
PRINCIPLES

I RESPONSIBILITY AND REVIEW

The appropriate: business-unit president and district dircctar will be responsible 10 insure that joint,
location-spegific, busi based ing-oul processes are established consistent with the attached
guiding principles. They will establish an Oversight Committee functioning at the corporate/busi
unit-international union level, for the locations under their jurisdiction which will review the progress of
the process development 60 days, 135 days and 180 days following the effective date of the Labor

Agreement.
1. PROCESS DEVELOPMENT

A, Immediately following the effective date of the Labor Agreement a Joimt Committee at esch
location sponsored by the operations manager and tocal union president shall meet to consider and
determine those items set forth in ltem #6 of the Guiding Principles.

B. The Jeint Committee will thereafter proceed to develop and implernent a contracting.out process for
its location in accordance with the Guiding Principles within 180 days of the effective date of the
Labor Agreement. Such process shall be reduced 1o writing and will set forth the procedure under
which the information described in #1 of the Guiding Principles will be obtained by the commitice.
The Joint Committes shall include in its process provisions for (1 initial, on-going and annual
review of work which is or is being propoted to be cc d our and (2) ad natice 1o the
Joint Committee of any work proposed to be contracted out,

C. The process established at each location shall be documented and reviewed by the sponsors and the
Oversight Committee. This Oversight Committee will be responsible for monitoring the
functioning of the Jeint C ittee and for assisting the Joint Ci ittee and its sp as may be
appropriate.
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M. Richard H, Davis
June 1, 2001
Page 2

I, PROCESS OPERATION

Throughout the term of the Agreement the Joint Committes shall review wark projects being considered
for contracting out in accordance with its process and the Guiding Principles for its location.

Changes in the location process and its operation shall be documented a5 they are developed so that they
may be reviewed by the sponsors and the Oversight Committee.

Following installation of the psocess at each \ocation, the Oversight Committee will review the
development and implementation of the contracting-out process and determine which functions assigned
to the contracting-out committee, under Article VII, Paragraphs B, C and D of the Labor Agreement
shall be recognized as having been fulfilled through operation of the new process. All other elements of
Aricie VII remain in effect.

V. The Oversight Committes will identify facilitation resources. The facilitation resources will be
available for use by the locations during the process development phase and initia] process operations
and as requested thercafier. Facilitators will have access to ali necessary information, and the fees and
expenses of such resources shall be borne by the Company. Facilitation services will be provided at the
request of the Joint Committee and/or the request of the Union or Company represeniatives on (he
Committee.

Very truly yours,

Bugene T. Woloshyn
Director, NAHR

Confirmed:

Richard H. Davis
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JQINT CONTRACTING QUT PROCESS

GUIDTN [

A profitable and productive business is the foundazion for
tmployment security and growth opportunity. Effective
participation in performance of work issucs by knowledgeable
representatives of management and the union is essential to
the achievement of a location’s performance potential and thys
its profitability. in recognition of these importent benefits to
the employees and the business, the following guiding
principles for the establistmeny of a joint, location specific,
business based contracting out process have beer: developed.

QUIDING PRINCIPLES

. DATA AND INFORMATION:

The joint contracting out process must function with as
timely, accurate and complete data and information asis
possible,

Time schedules

Man/hours by craft and/or job classification
Overtime levels

Human resources pllocation

(1) Job sccurity

(2) Layoff

(3} Hiring

(4) Adequate manpower

(5) Support services

Cost information including proposed contractar
confract language.

Special project criteria

Priority & seq including emergency si
Time schedule changes

Locarion operating plan information

BEnam

L

L T
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2. FACTORS:

The following specific factors must be considered for
proper anatysis:

1. Optimum utilization of in-plant forces shonld be a

b. Jab security

©. Need 1o hire

4. People on layoff

e. Equipment - avaitabilicy - jeasing? - purchasc?

f Technology andfor umique skill requircments

g Warmranty work

h. Legal and/or regulatory requirements

i Repair and maintenance andVor cupital work is to

be considered under this process.

. Shelfitems; i.e., items available from » supplicr’s
inventory/catalogue a3 o stock item and not made for
sole source sale or from blucprints supplied by the
Company.

k. Bargaining unit/contractor decision criteria

—

3. SAFETY:

Safery must be given priority cotsideration by the
comimittes.
a. Comractor and in-house employees must be held to the '

same safety standards and requirements for the same
work.

4. REVIEW/EVALUATION:

The following elements should be considered in the joint
review/evalyation process:

8. Dana analysis
(1) Computer setvices

d. Ongoing revicw process
e. Performance
(1) In-house
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(2) Contractor
1. Control procodures R

$. FINANCLAL PLANNING:

Location financial phinning end budgeting information
must be considered) for long-term warking forecasting.

4 Investment criteria (Return on Investment - ROI)

b. Capital budget

€. Mairtenance budget

d. Business forecasts

6. COMMITTEE PROCESS:

The joint committee must consider and determine the
specifica of its awn process.

¢, Procedures

b. Function

<. Joint structure

d. Communication

c. Intealexternal resources

7. LOCATION:

Indl'mnﬂ:mingmptmmmm:
sperific needs of the location it serves.

8. HUMAN RESOURCES:

The joint process thould insure that the following hutian
respurce activities are adequate to support the work forecast:

& Apprenticeship progams/training

b. Support staff

¢. Adequate manpowerthiring
d. Overtime levels
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%, DISPUTES:

The joint committee should establish sppropriate
problem-sofving proced for handling di oF
djspmuari:ingundn’llnpmsxpriormaﬁivuimufdm
parties’ | dies; i€, gri P dure, 5-day
notice, £1¢.

a wark perk
b. Process review and adjustment
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June 1, 2001

Mr. Richard H. Davis

Vice President — Administration
United Steelworkers of America
Five Gateway Center
Pittsburgh, PA 15222-1214

Dear Mr. Davis:

During the negotiation of the 2001 Labor Agreement, the partics discussed the importance of
preventing musculoskeletal disorders (MSDs) through implementation of ergonomic principles
and programs in the workplace. The parties agreed that MSD risks can be addressed effectively
through comprehensive joint labor-management hezlth and safety programs. As such, the partics
committed 1o jointly promote and implement the principles of a comprehensive ergonomic

program.

Very truly yours,

E. T. Woloshyn Richard H. Davis

Director, NAHR Vice President — Administrtion
Alcoa Inc. uswa
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June 1, 2001

Mz Richard H. Davis

Vice President - Administration
United Steelworkers of America
Five Gateway Center
Pittsburgh, PA 152221214

Dear Mr. Davis:

The USWA and Alcoa are recognized as having some of the most effective health and safety
programs in the world because health and safety is a primary objective for both organizations.
However, the parties recognize that our health and safety processes and programs have not totally
eliminated fatalities from our workplaces. As such, the parties have agreed to honor the memory
of those individuals who have died in our workplaces as part of the Workers’ Memorial Day
chserved annually on April 28. The locations” Joint Safety and Health Commitiees will jointly
determine the appropriate activities in observance of this day.

Very truly yours,

E. T. Wolashyn Richard H. Davis
Director, NAHR Vice President — Administration
Alcoa Inc. USWwa
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June 1, 2001

Mr. Richard H. Davis

Vice President — Administration
United Steelworkers of America
Five Gateway Center
Pitisburgh, PA 15222-1214

Dear Mr. Davis:

‘The parties discussed the importance of comprehensive audits and self-assessments as important
elements of a successful health, safety, and environmental program during the 2001 negotiations,
The parties additionally discussed how the appropriate involvement of representatives of the
locations® Joint Health and Safety Commitiees in these audits can directly enhance the
effectiveness of that location's joint safety and heatth processes. To that end, the Jocations whete
it is not already occurring, the Company commits to work with those locations” Joint Safety and
Health Committees to mutually establish how the Committee members will become engaged in
the process of auditing.

Very tuly yours,

E. T. Woleshyn Richard H. Davis
Director, NAHR Vice President — Administration
Alcoa Inc. USWA
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May 29, 2001

M. Richard H. Davis
Vice President - Administration
United Steelworkers of America
Five Gateway Center
Pittsburgh, PA 15222

Dear Dick:

During the 2001 contract negotiations, the partics discussed the competitiveness of Master
Agreement locations. Master Agreement |ocations continme to face major competition from both
domestic and global operations. Both parties recognize that kong-term survival and potential
grawsh in these locations wilt only result if we can find better ways to work together. Future
success will be determined by our ability to make change at accelezated rates.

1 eaders of bath institutions believe that the Master Agreement locations should drive toward or
continu to be world-class operations in terms of safety, productivity and workets job satisfaction.
The leaders believe that the full adoption of the Partaership Agreement and the Alcoa Production
System (APS) will be enablers in this process. Furthermore, success will lead to greater levels of
compensation and the parties believe that through the full adoption of Parmership/ APS,
employess will gain greater long-term security and operations will have the potential for added
growth,

Very truly yours,

E. T. Woloshyn Richard H. Davis
Director, NAHR Vice President — Administration
Alcoa Inc. USWA

187



ALCOA

May 24, 2001
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Vice President — Administration
United Steclworkers of America

Five Gatewny Center

Pittsburgh, PA 15222-1214

Dear Mr. Davis;

This letter will confitm our understanding reached during the 2001 ncgoliations concerning the
Family Medical Leave Act (FMLA).

1 The period an employee is receiving Sickness & Accident benefits will be counted
toward the employee’s FMLA lcave.

2, Vacation time will be counted toward the FMLA leave. However, each employee will
be allowed to retain one week of vacation exempt from application toward such leave,

3 Where both spouses of a married couple are employees of the Company, each
employee will be entitled to up 10 12 weeks of FMLA Icave.

4, Health care benefits will continue for the full period of a FMLA leave,

Very truly yours,

E. T. Waloshyn
Director, NAHR

ETWish

Confirmed:

Richard H. Davis
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September 26, 2001

Mr. Richard H. Davis

Vice President - Administration
United Sicelworkers of America
Five Gateway Center
Pittsburgh, PA 152221214

Dear Mr. Davis:

This letter will confirm our discussions during the 2001 Negotiations concerning the
implementation of procedures for joint contracting out processes. The Company will establish
joint location-specific, business-based contracting out processes consistent with the Guiding
Principles at those locations where such processes have not been established. ’

The Company reconfirms its commitment that the locations will adhere to these processes.

Very truly yours,

E. T. Woloshyn
Director, NAHR

ETWhsh

Confirmed:

Richard H. Davis
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September 27, 2001 !

Mr. Richard H. Davis

Vice President — Administration
United Steelworkers of America
Five Gatcway Center
Pittshrgh, PA 15222-1214

Dear Mr, Davis:

During the negotiations of the 2001 Labor Agreemeny, the parties discussed how jointly-

sponsored confcrences on safety and health can enhance the joint safety and health cfforts in the .
facilities covered by this Collective Bargaining Agreement (CBA). The initial purpose of these ,
conferences would be to seek out opportunities to reduce the fatality potential at our facilities, :
improve communication between the parties, and establish a forum for the sharing of best

practices 10 improve each location's joint safety, health and environmental processes. These

meetings will occur annually starting in 2002 and be held at a mutually agreeable time and

location, The participants will include two (2) Joirt Safety and Health Commirtee representatives

(ore howrly and one salaried) from ezch location covered by this CBA, representatives of the .

USWA Health, Safety and Environment Department, and appropriaic representatives from the

business unit and corporate organizations. The company will pay the full lost time and expenses

for one (1) union member of the JSHC from each location. Additional union representatives may

sttend at union expense.

Very truly yours,

Eugene T, Woloshyn
Director, NAHR
Alcoa Inc.

Confirmed: i
Richard H. Davis
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Tune I, 2001

Mr. Richard H. Davis

Vics President - Administration
United Steclworkers of America
Five Gateway Center
Pittsburgh, PA 15222-1214

Dear Mr. Davis:

During 1996 segotiations, as the result of the implementation of a customer service center and a reduction
of on-site benefits representatives, the Union raiscd ¢oncerns about the ability of local union representatives
10 get nisponses to unrtsoived benefits problems in the future. The Company will ensure that the service
center provides prompt and Courteous seTvice (o benefits inquiries. In addition, a1 each location the buman

dep. will be desi d 10 di P to the local ynion for any potential issucs
that have not been resolved through the service centes or \be insurance carviers, During a transition period
existing benefits administrators will romain at locations 1o assist with issues that may arise. [n most
instances, benetits edministrators will remain available at the location through the end of calendar year
1996.

The parties also discussed the peed to meet periodically during the life of the labor agreement to discuss
issucs that arise coacerning benefits. The parties will establish a joint committes for this purpase and will
meet at least twice a year or more frequently as agreed to by the parties. One representative from the union
from each location wikl be designated and will participate in these meetings at Company expensc. The
committee wiil also include such International Unicn representation a3 designated by the Union.

The commitiee will seek to resolve specific benefit and administrative plan issues, review the performance
of the customer service center and the Company’s insurance carriers, and discuss ways to improve the
delivery of benefit programs. n the unlikely event that an issue cannot be resolved by the committes, it can
be referred by either party to the Co-Chairpersons of the National Negotiating Commities for resolution,

Very truly yours,

Eupene T. Woloshyn
Dircetor, NAHR

Confirmed:

Richard H. Davis
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June 1, 2001

Mr. Richard H. Davis

Vice President — Adminisiration
United Steelworkers of America
Five Gateway Center
Pittsburgh, PA 15222-1214

Dear Mr. Davis;

Untik ratification of the next Labor Agreement, the Company shall maintain its program of medical
benefits for post May 31, 1993 retirees and surviving spouses, provided that the annual cost of
benefits paid for by the Company under these programs shall be limited to an amount determined
by multiplying the per capita cost of such benefits on June 1, 2006 (“measuring year”) by the
number of retirees and surviving spouses (“Covered persons™) during the same period.

In the event that the average per cepita Company contribution exceeds the amount established
above in any calendar year, the excess shall be allotted 1o and paid by each covered person on a pro
rata basis. Notwithstanding the foregoing, no covered person shatl be required, solely by reason of
this limitation, to make any additional contribution toward the costs of the progmm coverage
(“become engaged”) unti] January |, 2007. Furthermore, the parties agree that the subject of the
limitation set forth in this letter shall be a mandatory subject of bargaining in any negotiations prior
to December 31, 2006, but no edditional contributions shall be engaged before 2007,

In the event the parties are unable to establish a new agreement pursuent (o the reopener and the
special arbitration procedures are invoked in 2005, the parties agree that the measuring year and
year the additional contributions become engaged will be the same as defined above, The parties
also agree these caps will not be a subject of the special arbitration procedures. If the special
arbitration procedures are not invoked in 2005 by ¢ither party, the subject of medical <aps shall be
a mandatory subject of bargaining in any negotiations between the parties occurring subsequent 10
May 31, 2001 and prior to December 31, 2006 and only under such circumstances shall the
additional contributions become engaged before 2007,

Very truly yours,

Eugene T. Woloshyn
Drirector, NAHR

Confirmed:

Richard H. Davis
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June 1, 2001

Mr. Richard H. Davis

Vice President — Administration
United Steelworkers of America
Five Gateway Ceater
Piusburgh, PA 15222-1214

Dear Mr. Davis:

In the negotiations for our 2001 Agreement the Company and the Union have agreed upon the
following 10 ctarify and implement the safety language of the Labor Agresment:

1. Any atternpt by an employee, or employees, te utilize the procedures of the Aricle for
harassment, coercion, retaliation, or to achieve objectives other than health and safety,
however proper those objectives might be if pursued by other means, wowld be abuse of
this Article and contrary to the Labor Agreement itself.

2. Anemployee who is relieved from duty on the job about which he has complained shall
not be paid for work time lost as a result of his being so relieved unless an arbitrator finds
that he was justified m leaving the job because of the existence of an unsafe condition,
changed from the normal hazards inherent in the operation. The period of time 16 which
such payment is applicable will end when the unsafe condition is remedied or when,
through application of proper manpower assignment of adjustment procedures, the
relieved emplayee is sither reassigned, scheduled off. or taid off.

Very truly yours,

Eugene T. Woloshyn
Director, NAHR '

Confirmed:

Richard H. Davis
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June 1, 2001

M. Richard H, Davis

Vice President — Administration
United Steelworkers of America
Five Gateway Center |
Pittsbargh, PA 152221214

Dear Mr. Dravis:

During the course of our recent negotiations, the parties discussed the problem of escatating bealth-care
costs and the serious intpact which stich inflation has had, both on the ability of the Company to matntain
our negotiated group insurance plans, and on the capacity of active and retired employees to afford their
own out-of-pocket expenditures for unrcimbursed medical services.

This letter will confirm our i to develop and impl perative efforts, particularly within
the local community, which will promote greater eft'c:mcy in the use of healthcare resources by
Steelworkers and their families. Funthermore, the parties agree to join together (o combat those instances
where health-care providers engage in wasteful practices or overcharge for their services.

In order 1o achieve our objectives in this area, the Company and the International Union agree to encourage
the establishment of plaat-leve) commitices on health care and cost containment.

The local committee shall study the operation of the group insurance pian and particulardy the influence
which the plan has on utilization and cost of area health-care services.

As pan of the study, the joint commites may mmmmend thar the benefit pmmlons .lpplu:lblc 10 & given
employment location be modificd on an expen kor p basis to d ine if a given
modification will make more efficient utilization of health-care resources or o take into account particular
circumstances al & given cmployment location, Any recommendations made by such s joint committed shall
become effective only upon written agreement between the Company and the International Union. The

< and the I ional Unioo shall, wherever possible, assist the local committees in carrying out
the i |n1ent of our understanding.
Very truly yours,

Bugeoe T. Woloshyn
Director, NAHR

Confirmed:

Richard H. Davis
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June 1, 2001

Mr. Richard H. Davis

Vice President - Administration
‘United Steclworkers of America
Five Gateway Center
Pittsburgh, PA 15222-1214

Dear Mr. Davis:
This is to confirm that the Company, during the 1996 negotiations, agreed to the following matter:

In the event of disagreement between the Company appointed physician and the employee’s
personal physician regarding an employee’s ability or non-ability to retam to work from sick leave,
the local Union may request thas the matter be reviewed by the Company's Office of Vice
President, Health and Safety. A prompi review of the findings and conclusions of both involved
physicians will be made and an opinion regarding the issue will be given ta the employee, the local
Union, and local Company officials.

kS
The parties agree that far a proper review and well-based opinion, complete medical records
regarding the employec’s condition are essential. Thercfore, such requests must be accompanied
by a written rclease signed by the employee which permits the designated representative of the
Company's Office of Vice President. Health and Safety, access to such records.

During the review period set forth above, an employee’s sickness and accident benefits will
continue until the opinion is issued from the office of the Vice President, Health and Safety, if the
employee would otherwise be eligible for sickness and accident benefits and has not exhausted
such benefits.

Very truly yours,

Eugene T. Woloshyn
Director, NAHR

Confirmed:

Richard H. Davis
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June 1, 2001

Mr, Richard H. Davis

Vice President - Administration
United Steelworkers of America
Five Gateway Center
Piusburgh, PA 15222-1214

Dear Mr. Davis:

During the course of the negotiations of our 1996 Laber Agreement, the parties discussed the
potential benefits that might be gained through joint training of the joint Safety and Health
Committee members, It was agreed that at cach location the local partics should periedically
assess the needs for conducting such training. If such assessment reveals a need for specific
training, the Co-Chairpersons of the committee will develop en appropriate agenda for such
training. The training will be held at a mutually agreeable date, time and location.

Very truly yours,

Eugene T. Woloshyn
Director, NAHR

Confirmed:

Richard H. Davis
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June 1, 2001

Mr. Richard H. Davis

Vice President — Administration
United Steelworkers of America
Five Gateway Center
Pittsburgh, PA 15222-1214

" Dear Mr. Davis:
During our 1996 negotiations the Company agreed to make deductions from eamings for each
union member who signs voluntary authorization cards in forms agreed to by the Company and the

Union and 1o remit the deductions 16 the Union for inctusien in the Unjon SOAR-PAC.

The procedure to be followed will be as stated in check-off. The Union agrees that the indemnity
set forth shall apply to the Company's actions taken or not taken pursuant to this tetter.

The provisions of this Jctter shall be effective in accordance with and consistent with the applicable
provisions of state or federal law.

Very truly yours,

Eugene T. Woloshyn
Dircctor, NAHR

Confirmed:

Richard H, Davis
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June 1, 2001

Mr. Richard H. Davis

Vice President — Administration
United Steelworkers of America
Five Gatcway Center
Pittsburgh, PA 15222-1214

Dear Mr, Davis:

During their 1993 negotiations the parties agreed to a Manzged Care Program designed to replace
the current Employee Group Benefit Plan. Essential to that Maneged Care Program are a list of
protocols as well as Managed Cere Program evaluation criteria and dards and the establishment
of a Joint Union-M; Managed Care C irtee and Area Review Commirtiees,

‘The parties agree that the Managed Care Program will go into cffect January 1, 1994, at all
locations and that the current Employee Benefit Plan will remain in effect until that date. The local
partics will monitor the performance and quality of the network against the protocol and criteria
established,

The partics further agree that when the Managed Care Program goes into effect it will be
accompanied by a "Fresh Stant” for purposes of determining limitations for visits, confinements,
and any associated costs for services, treatments or medical supplies, s well as for lifetime
maximums. '

The protocols and criteria and standards for the Managed Care Program will be established in
advance of the Union's ratification vote,

Very truly yours,

BEugene T. Woloshyn
Direcior, NAHR

Confirmed:

Richard H. Davis
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June 1, 2001

Mr. Richard H. Davis

Vice President — Administration
United Steelworkers of America
Five Gatoway Center
Pittsburgh, PA 15222-1214

Dear Mr. Davis:

During our discussions of the 1993 collective bargaining agreement, the partics recognized that 4
National Health Care Program was under active discussion in Washington, D.C. and throughout the
country. While the parties do not know what the details of such a Program might be and how it
might impact bargaining-unit employees and the Company, the parties agree that should such a
Program become effective, they will meet o resclve any issues raised by the overlap of that
Program with the insurance program for bargaining-unit employees by utilizing the following
principles:

1. Duplication will be eliminated at no toss to employees.

2. Net savings, if any, reatized by the Company from the implementation of the National
Health Care Program shall be paid into a fund established for payment of retiree insurance
costs in future years. "Net Savings realized” will be measured as the amount of reduction in
the Company's cost from the amount of expense in the calendar year immediately prior to
full implementation of a National Health Care Program and shall take into consideration
any premiums, taxes, or other contribution paid by the Company associated with funding
the National Health Care Program.

Very truly yours,

Eugene T. Woleshyn
Director, NAHR

Confirmed:

Richard H, Davia
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June 1, 2001

Mr. Richard H, Davis

Vice President — Administration
United Steetworkers of America
Five Gateway Center
Piusburgh, PA 15222-1214

Dear Mr. Davis:

During the 1993 negetiations the parties agreed 1o the appropriateness of the local parties having
the ability to modify centain aspects of the Performance Pay Plan to mect business unit needs.

1. Thelocal parties may agree to have as much as 100% of their award opportunity based
on their Business UnitLocation goals ruther than the basic 50% Corporate and 50%
Business Unit/Location plan design.

2. Such modifications, whenever agreed to for a given year, will then apply for the
remaining term of the Agreement,

Very truly yours,

Eugene T. Woloshyn
Director, NAHR

Confirmed:

Richard H, Davis
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June 1, 2001

Mr. Richard H. Davis

Vice President - Administration
United Steelworkers of America
Five Gateway Center
Pittsburgh, PA 15222-1214

Dear Mr. Davis:

During the 1996 labor negotiations, one issue of concern was contracting out, Based on these
discussions, there are apparent questions with respect to the interpretation and implementation of
the Contracting-Out Process Guiding Principles by some of the local parties.

Therefore, it is mutually agreed that a Joint Labor/Management Team will be appointed to visit
each site covered under the Agreement. The Joint Team will meet with the local Contracting-Out
Representative of the Union and Management to discuss and explain the principles, as well as the
process. The Joint Team will make a repont of their efforts to the USWA Negotiating Committee
Chairman and the Corporate Director of Industrial Relations.

It is further agreed that a copy of each contracting-out notice provided to the Local Unien
Contracting-Out Committee will be forwarded to the Chairtnan of the USWA Negotiating
Committee.

Very truly yours,

Eugene T. Woloshyn
Director, NAHR

Confirmed:

Richard H. Davis
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June 1, 2001

Mr. Richard H. Davis

Vice President - Administration
United Steelworkers of America
Five Gateway Center
Pittsburgh, PA 15222-1214

Dear Mr. Davis:

The Company and the Union including local plant Management and Union representatives shall
meet twice during the term of the Labor Agreement at a muttally agreeable time and location. Full
and candid discussions shall be cncouraged in these meetings with the objective of advancing the
shared interests of the Company, the Union, and the employees. Subjects for discussion shall
include Company and industry operating conditions, domestic end foreign investments,
governmental affairs and other relevant topics as may be agreed upon by the Company-Union Co-
Chairman.

Very truly yours,

Eugene T. Woloshyn
Director, NAHR

Confirmed:

Richard H, Davis

202



ALCOA PRUCuA PR (52175858 USA
P 412 553 4498

June 1, 2001

Mr. Richard H, Davis

Vice President - Administration
United Steelworkers of America
Five Gateway Center
Pittsburgh, PA 152221214

Dear Mr. Davis;
This is 1o confirm that the Company, during 1995 negotiations, agreed to the following matters:
PCB CONTROL PROGRAM

For the puspose of protecting worker health the Company shall continue its control
program for handling and dispasing of oils containing polychlorinated biphenyls (PCB's).
This program will include, but not be limited to, provisions for testing devices that may
contain PCB’s, air, and s0il sampling, labeling, protective clothing and respirator program,
proper training for handling PCB's.
The Local Union Co-Chairman of the Safety and Health Committee or the International
Union Safety and Health Department may request in writing from a single source
designated by the Company current infermation as 1o the program for PCB control.

Very truly yours,

Eugene T. Woloshyn
Director, NAHR

Confirmed:

Richard H. Davis
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June 1, 2001

Mr. Richard H. Davis

Vice President — Administration
United Steelworkers of America
Five Gateway Center
Pittsburgh, PA 15222-1214

Dcar Mr. Davis:
This is to confirm that the Company, during 1996 negotiations, agreed to the following matters:
SAMPLING

‘The Company will continue its program of periodic in-plant air sampling and noise testing
under the direction of qualified personnel. Where the Union Co-Chairman of the Safety
and Health Committee reasonably believes there is a significant onsthe-job health hazard
due to in-plant air pollution, or noise, the Company will make appropriate tests and
investigations that are reasonzble and necessary and will notify the Unien Co-Chairman of
the Safety and Health Committes when such a test is to take place. A report based on such
tests and investigations will be reviewed and discussed with the Union Co-Chatrman. For
such surveys conducted at the request of the Union Co-Chairman, a written sumnmary of the
sampling and testing results and the conclusions of the investigation will be provided 1o the
Union Co-Chairman.

The Company shall provide the Union Co-Chairman, or the Joint Safety and Health
Comminee, upon request, copies of specific environmental or employee cxposure tests or
survey reports.

Very truly yours,

Eugene T. Woloshyn
Director, NAHR

Confirmed:

Richard H. Davis
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June 1, 2001

Mr. Richard H. Davis

Vice President — Administration

United Steslworkers of America

Five Gateway Center -

Pitisburgh, PA 15222-1214

Dear Mr. Davis:

‘This is to confirm that the Company, during 1996 negotiations, agreed to the following matters:
TOXIC MATERIALS

Where the Company uses materials at levels considered to be toxic under normal
conditions of use, or where cmployees might be exposed to unusual concentrations of toxic
materials through accident, it shall inform the affected employees what hazards, if any, are
involved and what precautions shall be taken to insure the safety and health of the
employees. Upon the written request of the Union Co-Chairman of Safety and Health
Comumittee, the Company shall provide in writing requested information from material
safety data sheets, if they are svailable to the Company, or their équivalent on toxic
substances to which employees are expossd in the work place; provided that when the
information is considered proprietary, the Company shall so advise the Union Co-
Chairman, and provide sufficicnt information for the Union to make further inquiry.

Very truly yours,

Eugene T, Woloshyn
Director, NAHR

Confirmed:

Richard H. Davis
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June 1, 2001

Mr. Richard H. Davis

Vice President — Administration
United Steclworkers of America
Five Gateway Center
Pittsburgh, PA 15222-1214

Dear Mr. Davis:
This is 1o confirm that the Company, during 1996 negotiations, agreed (o the following matters:
MEDICAL RECORDS

Employee medical record filea shall be maintained under the control of the Medical
Depzrtment or a licensed physician, under conditions of confidentiality appropriate to
ethical medical practice. An employee's medical record file shall not be released to any
individual without the informed written consent of the employee, except where legally
required or in grievance and arbitration procecdings, litigation, benefits proceedings, or
medical studies. The Medical Department may provide medical opinions, prognoses, or
recommendations to the Company or to the Union, without the consent of the employee,
where such informstion does not contzin specific diagnoses or details, and where such
information is necessary to the Company &s the employer or the Unijon as the employes
representalive. Whenever the company physician detects a medical condition which, in his
judgment, requires fusther medical attention, the company physician shall advise the
employee of such condition or (o consult with his personal physician.

Very truly yours,

Eugene T. Woloshyn
Director, NAHR

Confirmed;

Richard H. Davis
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June I, 2001

Mr. Richard H. Davis

Vice President - Administration
United Steelworkers of Ametica
Five Gateway Center
Pittsburgh, PA 15222-1214

Dear Mr. Davis:

This is to confirm that the Company during 1996 negotiations agreed to the following matters:

The Company recognizes the special need to provide appropriate safety and health training to alk
employess. The Company presently has safety and health training that provides either the training
described balow or the basis for such training as it relates to the needs of the Company and its
various plants.

Training programs shatl recognize that there are differcnt needs for safety and health training for
newly hired employees. employees wha are transferred or assigned to a new job and employees.
who require periodic retraining.

A. Tmining of Newly Hire¢ Emplovees

Newly hired employees shall receive training in the general recognition of safety and health
hazards, the applicable Labor Agreement provisions, and the purpose and function of the
Company's Safety (Health) and Medicat Departments, the local Safety Committee and the
International Union Safety and Health Department. In addition, upon initial assignment {o their
duties, they shall receive necessary training on the nature of the operation or process, the safety
and health hazards of their dutics, safe working procedures, the purpose, use and limitations of
personal protective equipment required, and other controls or precautions associated with their
duries.

B. ining of 1! s
The necessary training of employees, other than those newly hired by the Company shall be
directad to the hazards of the duties to which they are assigned. Such training shall include
hazard recognition, safe working procedures, purpose, use and limilations of special personal
protective equipment required and any other appropriate specialized instrugtion.

C. inin;
As required by an employee's duties and assignment area, periodic retraining as necessary shall

be given on safe warking procedures, hazard recognition, and other necessary procedures and
precautions.
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M. Richard H. Davis
June 1, 2001

Page 2

The Union Co-Chairman of the Safety (and Heakh) Commitiee and the International Union
Safety and Health Departrent or a designee shall, upon request, be afforded the opportunity to
review the training program for newly hired employees at the plant level.

Very truly yours,

Eugene T. Woloshyn
Director, NAHR

Confirmed:

Richard H. Davis
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