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PREAMBLE

THIS AGREEMENT, dated as of the 26th day of June 2010, is made
and entered into by and between Spirit AeroSystems, Inc.
(hereinafter referred to as "the Company"), and the International
Association of Machinists and Aerospace Workers, AFL-CIO and its
District 70 and Local Lodge 839 (hereinafter referred to jointly as
“the Union”).

Cooperative and Collaborative Relationship

The Company and the Union believe that a relationship built on
cooperation and collaboration is beneficial to the company and its
employees. This Preamble describes the processes that have been
put in place to further this cooperative and collaborative
relationship. It is agreed that the Company and the Union may
discuss suggestions, issues, or other matters either party wishes to
present, provided that neither party shall be bound to act upon any
item presented or modify or change any provision of this Agreement.

Regular Meetings

To further this cooperation and collaboration, the parties shall meet
regularly to discuss and brief each other on issues and concerns
that may affect the overall efficiency of the plant and the well-being
of the members of the IAM bargaining unit.

Quarterly, the Company shall brief the Directing Business
Representative, any Business Representatives appointed by the
Union to work with the Company, the Local Lodge President, and
Union In-Plant Representatives on the Company’s general economic
status.

Quarterly, an Executive Level representative of the Company shall
brief all 1st level Managers, Union Stewards and Team Leaders on
the general state of the Company.
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PREFACE

Company and Union Cooperation

The Company and the Union have committed to jointly develop an
interdependent, mutually beneficial partnership in order to achieve
the highest levels of quality and productivity possible. This
partnership is based on a commitment to create a new era in labor-
management relations. The key goals of the partnership are to
improve participation, flexibility, productivity, quality and the
financial performance of the Company while enhancing earning
opportunities, long-term employment, job satisfaction and safety for
employees.

The parties recognize that achieving this partnership will involve
people in all parts of the Company in problem-solving and decision-
making processes to a far greater extent than in the past. The IAM
and Spirit AeroSystems recognize their collective responsibility to
contribute to the success of the Company and the establishment of
a positive work environment.

The parties also understand that in a long-term cooperative
relationship of this nature, developments may arise that neither
party anticipated. In such circumstances, it may be in everyone’s
best interest to modify specific terms in this Agreement. The parties
agree to approach such discussions with the utmost good faith in
order to find solutions best for all. This Agreement has been
constructed so as to maximize the likelihood of realizing these
objectives in regard to the intent and spirit of this Agreement.

CONTRACT REAFFIRMANCE
The Company and the Union agree and commit that they will, on
the day of the third, sixth, and ninth anniversary of this Agreement,
or such other date as either party requests, mutually sign and
execute a written amendment to this Agreement, which expressly
reaffirms this Agreement for its remaining stated term.
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ARTICLE 1
BARGAINING UNIT

Section 1.1. Union Recognition

The Company recognizes the International Association of Machinists
and Aerospace workers, AFL-CIO District 70 and Local Lodge 839 as
the sole and exclusive bargaining agent for all employees working in
the production and maintenance classifications, excluding
classifications currently represented by other bargaining units,
employed by the Company at its Wichita, Kansas facility.

Section 1.2. Employees Assigned Away From Primary
Location-Unit Identification

[t is recognized that the Company's business for the foreseeable
future will require the establishment and maintenance, or continued
maintenance of temporary or semi-permanent operations in various
locations in North America and the islands related thereto and in
each such instance where a designated Remote Location is involved,
it is the intent of this Agreement that, subject to any further or
supplemental agreement of the parties on the matter, employees
that are assigned to work at such location shall be considered as
remaining or being within the collective bargaining unit identified
with the Primary Location of the Company that originally set up the
work force identified with the business being conducted by the
Company at such location; with the exception that in the case of
employees at such location who are there by reason of temporary
assignment from some Primary Location other than the one
originally setting up such work force, the latter employees shall
while on such temporary assignment continue to be identified with
the collective bargaining unit at the Primary Location from which
they were so assigned.

Section 1.3. Data Reports

The Company will provide those data reports to the Union similar to
what was provided in the past, subject to such revisions in the
future as may be made by mutual agreement of the parties.
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ARTICLE 2
PAYROLL DEDUCTION FOR UNION DUES

Section 2.1. Payroll Deduction for Union Dues, Initiation Fees
and Equivalent Service Fees

The Company shall make payroll deductions for the Union’s
initiation fee as well as its regular and usual monthly dues or
equivalent service fees, upon receipt by the office designated by the
Company of a voluntary written assignment from the employee
covering such deductions. The list of such deductions will be
itemized to include each employee’s permanent employee number,
name, and amount of deduction, and such itemization will be
forwarded to the Union. The Union dues or equivalent service fees
shall be collected biweekly. Such dues or fees shall be remitted by
the fifth (5) of each month. A list of the members or fee payers from
whom dues or fees were collected shall be attached to the report
given to the Union with the remittance. The initiation fee or regular
and usual monthly dues or equivalent service fees shall either be in
amounts that are specified on such assignments, or pursuant to a
written formula, submitted by the Union to the Company which, in
either case, the Company has approved in writing in advance as
being administratively practicable. In no circumstances shall the
Company be held liable for the payment of any dues or fees to the
Union except as have been deducted in accordance with this
Section. The Company agrees to recognize all current and new
authorization cards on file.

Section 2.2. Contributions to Machinists; Nonpartisan Political
League

Upon receipt by the Company of a signed voluntary authorization by
an employee, on a form approved by the Company, requesting that
there be deductions made from his wages, in a monthly amount
designated by the employee, such deductions to be forwarded to the
Union for use by the Machinist’s Nonpartisan Political League, the
Company will thereafter make such deductions and forward them to
the Machinists’ Nonpartisan Political League, care of the Union.
Such authorization will remain in effect for the duration of this
Agreement, unless earlier canceled in writing by the employee.
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Section 2.3. Contributions to Guide Dogs of America

Upon receipt by the Company of a signed voluntary authorization by
an employee, on a form approved by the Company, requesting that
deductions be made from his wages, in a monthly amount
designated by the employee, such deductions to be forwarded to the
Union for use by Guide Dogs of America, the Company will
thereafter make such deductions and forward them to Guide Dogs
of America, care of the Union. Such authorizations will remain in
effect for the duration of this Agreement, unless earlier canceled in
writing by the employee.

Section 2.4. Employee Benefit Systems Agreement (EBS)

This Agreement acknowledges that the Company has agreed to allow
the International Association of Machinist and Aerospace Workers to
offer the Machinists Custom Choices Worksite Benefits program of
supplemental insurance benefits to their employees in the
bargaining unit through their designated agent, Employee Benefit
Systems, Inc. (EBS). Members will be given an opportunity to spend
up to fifteen minutes with an EBS Counselor at the worksite during
normal working hours, once per year. Further, the Company will
honor payroll deduction requests and make payments to the
underwriting insurance companies for supplemental life, cancer and
long term disability insurance. All policyholder service will be
provided by the underwriter and Employee Benefit Systems, Inc.

Section 2.5. Indemnity

The Union will indemnify and hold the Company harmless from and
against any and all claims, demands, charges, complaints or suits
instituted against the Company which are based on or arise out of
any action taken by the Company in accordance with or arising out
of the foregoing provisions of this Article 2.

ARTICLE 3
UNION OFFICIALS

Section 3.1. Union to Furnish List of Stewards

The Union may designate one (1) employee as a steward for each
one hundred (100) employees, or fraction thereof, for each shift in
each shop. In instances where a shop has a unit geographically
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separated from its main location, the Union may also designate a
steward for each such separate unit for each shift provided that
such unit consists of a minimum of four (4) employees, is not
adjacent to the shop's main location and is not established on a
temporary short-term basis; notwithstanding Section 3.1(a), when
such unit drops below four (4) employees, no employee in such unit
shall have steward status. If a geographically separated unit of a
shop does not have a separate steward, arrangements will be made
to permit employees in such unit to contact a steward upon request.
In the absence of the regular steward for any reason, the Union may
designate a temporary steward to act for the regular steward. Such
designation shall be in writing. For the purpose of this Article 3, a
shop shall be defined as any organization, geographically separated
unit, or grouping of employees which the parties establish in
advance by mutual agreement.

3.1(a) Stewards

An employee while serving as a Steward shall not be laid off,
transferred or loaned from his job classification or his shop, or
his shift so long as other employees remain in his job
classification, and in the shop, and on the shift for which he is
designated as Steward. If he/she is not eligible so to remain in
his/her job classification, he/she will be offered a downgrade to
the highest labor level job classification within his/her normal
line of promotion which is then being utilized in the shop and
on the shift for which he/she is designated as Steward. If
he/she declines such a downgrade or if he/she is relieved of
his/her Stewards status prior to such downgrade action,
he/she will then be subject to normal surplusing procedures as
provided in Section 16.3.

3.1(b) Stewards/Layoff
Stewards will be promoted and recalled from layoff on the same
basis as provided in Section 16.5 for other employees, except
that in the event a shift in a shop is deactivated and is
reactivated by the Company within one hundred twenty (120)
calendar days after such deactivation, the former Steward will
be offered an opportunity to return to that shop and shift
provided the Company determines to utilize the Steward’s
former job classification or a lower level in the same job
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classification in such shop and on such shift within such one
hundred twenty (120) calendar day period, and further
provided that the former Steward has not been replaced as a
Steward by the Union in the interim.

3.1(c) Steward/Status
A Steward will retain his/her Steward status while on approved
medical leave of absence for a maximum of one hundred eighty
(180) calendar days, provided that he/she has not been
replaced as a Steward by the Union prior to expiration of such
leave.

Section 3.2. Business Representatives — Access to Plants

The Company shall provide identification badges so that each
Business Representative can have access during working hours to
the area in which employees are assigned who are within the
bargaining unit as defined in this agreement and for which area he
is an accredited Business Representative, to the extent government
or customer regulations will permit. The Business Representative
may retain the badge affording such access during the period he is
so assigned as a Business Representative.

Section 3.3. Grand Lodge Representatives — Access to Plants
Grand Lodge Representatives will be permitted access during
working hours to areas in the Company's facilities where employees
in the bargaining unit defined in this agreement are assigned, for
the purpose of conducting Union business to the extent government
or customer regulations permit.

Section 3.4. Conditions Relating to Access to Plants

Access of Union representatives to Company facilities for the
purpose of investigating complaints or claims of grievance on the
part of employees or the Union shall be subject to the following:

A. The Company shall be required to admit only those accredited
Business Representatives who are being admitted as of the
effective date of this Agreement, and such other Business
Representatives as may be accredited by the Union as provided
in Section 3.2 above.

B.Business Representatives and Grand Lodge Representatives
who are entitled under Sections 3.2 and 3.3 to admittance to
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the Company's facilities shall sign in where required through
the Company-designated organization at the plant or facility
they desire to enter. Upon being admitted, they shall proceed
to the shop or organization they wish to visit, contact the
supervisor then present, inform him of the purpose of their
visit and obtain his permission prior to contacting any
employee in such shop or organization. Such permission will
be granted except where there is a substantial reason for
delaying the contact due to safety conditions or the fact that a
critical operation is in process. Upon leaving the plant or
facility they shall sign out and return any temporary
identification badges which were issued for the purpose of the
specific visit.

C.Business Representatives and Grand Lodge Representatives
granted admittance to the Company's facilities under this
Article 3 shall not engage in organizing or campaigning for
Union or political office on Company premises. This Section
3.4(c) will not be interpreted as preventing business
Representatives or Grand Lodge Representatives from
discussing, in non-work areas during non-work periods,
matters of Union membership, fees or dues, with employees
who are within one of the collective bargaining units described
in this Agreement.

D.Union representatives who fail to comply with the provisions of
Sections 3.2, 3.3, and 3.5 shall forfeit their admittance rights.

Section 3.5. Union Activity During Working Hours

Solicitation of Union membership or collection or checking of dues
will not be conducted during working time. The Company agrees
not to discriminate in any way against any employee for Union
activity, but such activity shall not be carried on during working
time, except as specifically allowed by the provisions of this
Agreement.

Section 3.6. Departure from Work Assignment by Stewards to
Investigate Complaints or Claims of Grievance

When Stewards are investigating complaints or grievances, the
Company and the Union agree there shall be a cooperative and
equal relationship between the supervisor and the Steward. Each
Steward shall notify and coordinate with his supervisor before
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leaving his work assignment for the purpose of investigating
complaints or claims of grievance on the part of employees or the
Union or contacting the Business Representative in regard to such
claim or grievance. The Supervisor shall agree to the Steward
leaving his work assignment except where there is a substantial
reason for delaying the contact or the investigation due to safety
conditions or the fact that a critical operation is in process. The
supervisor may be present during any discussion relating to any
complaint or grievance. However, upon the request of an employee
or Steward, the Supervisor shall authorize a Steward to participate
in a private discussion with an employee or Business
Representative, relating to a complaint or grievance. Discussions of
the type described in this Section 3.6 shall be conducted without
requiring the employee or Steward to clock out provided the
discussion does not extend beyond the time that the Supervisor
considers reasonable under the circumstances.

Section 3.7. Departure from Work for Union Business

Except as provided in Section 3.6 above, each Steward, local lodge
officer or district council delegate shall, with authorization from the
Union, give his Supervisor at least twenty-four (24) hour advance
notice if possible and clock out prior to departure from his work
assignment to conduct Union business. If the work assignment
given the Steward, local lodge officer or district council delegate
seriously interferes with the performance of his duties for the Union,
or if Union business seriously interferes with his work assignment,
the Company and the Union agree to cooperate in making
arrangements to prevent such interference in the future. However,
Stewards, local lodge officers and district council delegates shall not
be penalized for such Union business; provided, that nonpayment
by the Company for time spent on Union business shall not be
considered as a penalty. This Section 3.7 shall apply to cases of
Stewards who are designated to act for Business Representatives in
accordance with Section 7.13 for the temporary period the Steward
is authorized as a designee.

Section 3.8 Union Interview of New Employees

It is recognized by the Company that the Union has an interest and
responsibility in explaining the function of the Union in a collective
bargaining relationship and the advantages of membership in the

Page 17



© 00O N O O A WO DN P

B W W W W W W W W W WPMNDNDNMNDNDDNMNMNDNMDMNMNDNDNMDMNMNMNMNMNNREPEPRERPPRPEPRPEPRPEPRER PP BRE
O © 0o N O Ol W NP OO o0 NOoO O WP OO oo NOo o wWw DN - O

Union. The Union is also aware and has agreed that solicitation of
membership cannot be conducted during working time due to the
interference and disruption that could result in working schedules.
To accommodate both viewpoints and assure that an ample
opportunity exists for the Union to explain their role in the
bargaining relationship while preserving minimal interference in the
Company's working schedule the following procedure will be
utilized:

1. At an appropriate time following the Company interview, all
individuals employed into the IAM bargaining unit will be
directed to an IAM&AW representative who is present in the
Employment Office.

2. The following message will be wused by the Company
representative to introduce the IAM&AW representative:

"The Union representative wishes to explain their designation as
your bargaining agent, your opportunity for membership, and
the payroll deduction of dues for members."

3. The Union representative will advise the employees that
membership in the IAM&AW is voluntary and not a required
condition of employment.

4. Both the Company and the Union agree to cooperate in the
implementation and administration of this procedure. Neither
party will interfere, restrain or coerce employees and both
parties agree to use good judgment in all words and actions
during this procedure.

5. The Union agrees to minimal interference with the new
employee employment processing and the Company agrees to
refrain from any actions or statements which could adversely
reflect upon the Union.

6. The Union agrees to pay their representative's time allotted by
this procedure and to have sufficient representatives present
during normal working hours.

7. With the implementation of the procedure for the interview of
new employees it is agreed that any existing or contemplated
arrangements for permitting the Union to explain membership
to applicants or hires is no longer valid and will be cancelled.

Section 3.9. Security Clearances
If governmental regulations require special clearance to obtain
access to certain areas where employees are assigned who are
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within a bargaining unit defined in Article 1, the Company will
cooperate with the Union to obtain necessary clearance for one (1)
representative designated by the Union. If this number is not
adequate in view of the workload, the Company and the Union will
discuss the possibility of attempting to obtain clearance for
additional representatives.

ARTICLE 4
RIGHTS OF MANAGEMENT

Section 4.1. Management of Company

The management of the Company and the direction of the work
force is vested exclusively in the Company subject to the terms of
this Agreement. All matters not specifically and expressly covered
or treated by the language of this Agreement may be administered
for its duration by the Company in accordance with such policy or
procedure as the Company from time to time may determine.

ARTICLE 5
JOB CLASSIFICATIONS AND WAGES

Section 5.1. Job Classifications

[t is agreed that it is the right and responsibility of Management to
establish new job classifications or eliminate existing classifications,
and establish the appropriate pay rate for such classifications. Any
such change in classifications will be reviewed and discussed with
the Union at least thirty (30) days in advance of its establishment.
Should a dispute arise concerning the pay rate, it shall be treated as
a grievance and handled in accordance with Article 7 of this
Agreement.

Section 5.2. Definitions
The meanings of certain terms used in this Article 5 and elsewhere
in this Agreement are stated below:
A.Base Rate. An employee's hourly rate of pay, excluding all
adjustments, allowances, awards, bonuses and premiums.
B.Base Rate Ranges. The minimum and maximum rates of base
rate pay are established in Schedule A.
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representatives appointed in writing by the Union’s
President/DBR and not more than two (2) representatives
appointed in writing by the Company’s Senior Union Relations
Official. The Union and the Company will each appoint a chair
of its group. Recognizing that recommendations by the
Committee can have a significant impact on the job
classification structure throughout the location, it is expected
that appointed members of the Committee are to participate
fully in Committee activities as defined by the respective chairs.

.The Committee shall, as determined jointly by its chairs, study

the job classification system established by Article 5 of the

parties’ Collective Bargaining Agreement in order to maintain

the integrity of the system and to develop and implement plans

for change that will provide enhancement, employment security

and productivity improvements. Such activities may include

but are not limited to:

e Developing innovative job structure proposals.

e Deactivating zero or minimally populated jobs.

e Combining jobs by placing similar work in similar job
classifications.

e Developing new jobs and revisions to existing jobs to
accurately reflect organization of tasks.

.The Committee shall report to the Union and the Company on

the job classification system, together with the suggestions of
the Committee members for changes thereto. The results of
the Committee’s work will be available to the Union and the
Company to facilitate future negotiations. Any changes to the
job structure or descriptions will be discussed with the
Committee.

D.The Chairs may, from time to time, jointly recommend the

adoption by the Union and the Company of changes in the job
classification system. Such recommendations, however, shall
be wholly advisory and shall not reopen the Collective
Bargaining Agreement or affect Article 4 thereof.

E.To create a proper environment for the Committee’s work, the

Committee’s proceedings shall not be used as the basis for, nor
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as evidence in, any proceedings under Article 7 of the parties’
Collective Bargaining Agreement.

F. The Committee shall function through the life of the Bargaining
Agreement.

G.The Union and the Company chairs will establish the
Committee meeting schedules, and procedures. The Union and
the Company shall bear the expenses of their respective
Committee members.

Section 5.4. Wages

A. Wages are set forth by job classification and levels in Schedule
A.

B.All hired employees who are active with Boeing immediately
prior to employment with the Company on the effective date of
the contract, whether or not they take Boeing retirement, will
have a starting wage equal to 90% of their current base rate.

Section 5.5. Rate Range and Wage Increases

Employee Base Rate and Rate Range maximums will be adjusted as
follows: one (1.0) percent in 2012, one (1.0) percent in 2014, one
(1.0) percent in 2016, and one (1.0) percent in 2018. All employees
not at or above the Rate Range Maximum will be eligible for all base
rate increases during the term of this contract. Employees at or
above the maximum Rate Range will be paid a lump sum bonus in
lieu of a General Wage Increase of one (1) percent of total straight
time and overtime wages earned in the previous twelve (12) months.
All general wage increases will be effective on the first full pay period
following June 25th of the respective year.

Section 5.6. Performance Bonus
A. The Company will establish an IAM Incentive Award Plan.

Upon ratification of the contract, the Company will establish an

[IAM Incentive Award Plan.

1. The target performance goal and the outstanding performance
goal will be the same as the goals set for the Spirit AeroSystems
Holdings Inc. Incentive Award Plan for Salaried Employees
(commonly referred to as the “M&S Incentive Award Plan”) in
the corresponding Plan Year, and as determined each year by
the Company. The Company will make a good faith effort to
recommend to the Board reasonable goals with a realistic
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chance of being met. The Company will brief upper level Union
leadership on the Plan’s goals each year.

. The Company will meet quarterly with Union Officials to

discuss the annual targets which have been set and the
quarterly progress with regard to the attainment of the target
levels. It will be made clear to the Union at the beginning of
the Plan Year what Target Score triggers a score of “1” and
what Target Score triggers a score of “2”. Target goals may not
be changed for the year once set.

. If a target score of “1” is met, eligible employees will be paid a

bonus equal to 2.0% of straight-time and overtime wages

(“eligible wages”) for the Plan Year. If the score is less than “17,

eligible employees will receive an equivalent percentage award.

(Example: If the score is 0.75 rather than the target of 1, then

eligible employees will receive 1.5% of eligible wages for the

Plan Year.) If the outstanding performance goal is met (a score

of “27), eligible employees will be paid 4.0% of eligible wages for

the Plan Year. If the score is between the target and the
outstanding performance goal, then the eligible employees will
receive an equivalent percentage. (Example: If the score is

“1.27, then eligible employees will receive 2.4% of eligible wages

for the Plan Year.) If there is a distribution under the M&S

Incentive Award Plan, a distribution will be made under the

[IAM Incentive Award Plan. If the M&S Incentive Award Plan is

discontinued for the M&S Payroll, and employees on that

Payroll are moved to a different Incentive Plan, the IAM

Bargaining Unit employees covered by this Agreement will be

afforded an opportunity to participate in that new plan in lieu

of continued participation in the IAM Incentive Award Plan.

a) For 2010, payment will be pro rata based upon participation
from July 1, 2010 through December 31, 2010. The
performance score will be for the Plan Year, but payment
shall be computed based upon eligible wages for July 1 —
December 31 period.

b) The percentage bonus shall be 2% for Target and 4% for
Outstanding Performance in Plan Years 2010 (pro rated as
described above), 2011 and 2012.

c) The percentage bonus shall be 2.5% for Target and 5.0% for
Outstanding Performance in Plan Years 2013, 2014, and
2015.

Page 22




© 00O N O O A WO DN P

el ol el
w N PO

14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40

d) The percentage bonus shall be 3% for Target and 6% for
Outstanding Performance in Plan Years 2016, 2017, 2018,
2019 and 2020. For 2020, payment will be pro rata based
upon participation from January 1, 2020 through June 30,
2020. For 2020, Plan performance shall be based upon
performance for the Plan Year, but the payment shall be
based upon eligible wages for the period of January 1
through June 30.

e) So long as a Target score of no less than 0.5 is achieved, a
payment will be made to all eligible IAM Bargaining Unit
members for that plan year.

f) In Plan Years 2012, 2014, 2016 and 2018, a 1%
Performance Bonus is guaranteed.

4. An Employee will be eligible to participate in the Plan with
respect to incentive award amounts payable under the Plan (if
any) for a Plan Year if the following condition precedents are
satisfied:

a) The employee is employed in the IAM bargaining unit as of
December 31 of any Plan Year.

b) Eligibility will be re-determined each Plan Year.

5. Payments shall be made within two and one half months of the
end of the Plan Year.

a) Nothing will prevent the Company from making payments in
excess of those provided for in this section or improvements
to the plan.

Section 5.7. Job Progression Increases
On each twelve (12) week anniversary of the date of hire, promotion
level, or date of the last progression increase, employees below the
rate range maximum for their labor level shall, subject to such
maximum, will receive a job progression increase of twenty-five
cents ($.25) to be added to their Base Rate.

Section 5.8. Long-Term Rewards
A. All bargaining unit members who are active employees on June
25, 2010 shall be awarded one hundred and fifty (150) shares
of Class A common stock in Spirit AeroSystems Holdings, Inc.,
subject to Board approval.
B.In 2011, 2013, 2015, 2017, and 2019 a lump sum payment
will be paid to all employees employed in the bargaining unit
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on November 30th of the respective year. The payment shall be
2% of straight-time and overtime wages in the twelve (12)
months proceeding November 30t of that year (i.e. December 1
through November 30). The lump sum payment shall be made
no later than December 15t of that year.

Section 5.9. Team Leader
A. The following selection and compensation procedure, duties
and responsibilities will apply to all Team Leader positions at
Spirit AeroSystems.
B.Team Leader duties and responsibilities:
1.Quualifications:

a.

b.

In order to provide the best assistance to employees the
individual selected should be both technically skilled
and possess solid interpersonal skills.

Be capable of providing on-the-job training in most
aspects of the job requirements.

c. Team Leaders will be selected on the basis of their

leadership, ability, qualifications and seniority. Due
consideration shall be given to each of these criteria,
but no particular weighting will apply. If qualifications
and ability are equal, seniority shall prevail. Ability is
defined as the employee being capable of performing
most of the essential elements of the classification
requested and be in good standing; e.g., no active
disciplinary action of any kind.

2. Responsibilities

a.

b.

The Shop Manager and Union Steward will collaborate

on the job duties of the proposed Team Leader.

Job duties shall include, but are not limited to:

a. Provide training and instruction for new employees
and appraise them of quality and performance
standards.

b. Assist employees in demonstrating proficiency in
proper shop methods, processes and techniques in
the performance of work tasks.

c. Work on resolution of quality and process related
problems.

d. Assist Supervisor with any technical training
requirements.
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e. Assist employees in reporting any safety infractions
or problems to Supervisor immediately.

f. Report status of work in progress to Supervisor.

g. Advise crew members to have proper company and
personally furnished tools in order to perform
assigned work.

h. Once selected, may continue performing shop work,
but may also have periods when he or she is not
scheduled regular shop work because of other tasks
being performed.

i. Provide assistance in the use of and interpretation of
any needed documents; (i.e. blueprints, schematics,
diagrams, drawings).

j- Does not act as assistant Supervisor in terms of

dispensing or recommending disciplinary action, does
not take attendance for other than purposes of
making detailed work allocations, does not assign
overtime and is not directly responsible for quantity
or quality of work produced by other employees.

k. Assist in workload distribution.

3. Criteria
a. Team Leaders will normally be in the same department

as the employees they are leading. If unique
circumstances exist where this would not be the case,
the interview and selection team (area Senior Manager,
Union  representative, and Human  Resources
representative) must reach agreement before the Team
Leader selection is made.

C.Team Leader selection procedure:

1. Team Leader openings will be posted a minimum of five
working days in the work area where the opening exists.
The opening will also be a subject for crew meetings within
the area. Team Leader duties and responsibilities will be
listed on the posting.

. Applications for the Team Leader position may be obtained
from the Supervisor and must be returned by the
suspense date listed on the posting.

. The Supervisor and the area shop Steward* will review the
records of all Team Leader applicants to ensure they:
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a. are in good standing, i.e., no active disciplinary action
of any kind
b. meet the other qualifications for the position
have completed their probationary period
. are in the same department and/or classification as the
Team Leader position being posted.

o 0

*If the shop Steward is a candidate for the position, the In-
Plant Representative will serve in the Steward’s capacity.

4,

S.

The Supervisor and the area shop Steward will then
determine the best qualified candidates to be interviewed.
The area Senior Manager (PLM), the Union Representative
(either the Steward or In-Plant Representative, depending
upon whether the Steward is a candidate) and the area
Human Resources representative shall interview and
select the best qualified individual for the Team Leader
position. If a consensus is not reached, the three shall
vote on the candidates. They will also notify those who
were interviewed and not selected.

a. The Parties agree that the interview and selection
process must create a balance between the necessary
interpersonal and technical skills.

b. The interview and selection team shall utilize standard
leadership interview questions and jointly developed
shop specific questions. Nothing in this provision will
prevent either party from asking additional technical or
behavioral interview questions.

c. All qualified applicants must go through the interview
process. If no applicant is qualified, the opening may
be re-posted. The applicants not selected will be
informed by the Supervisor and Steward as to why they
were not selected and where they need improvement.

. The Supervisor and Shop Steward will review the duties

and responsibilities of a Team Leader with the successful
candidate to insure there is complete understanding of
what is expected.

. Team Leaders will receive a lead premium of ($1.75) per

hour over their current base rate of pay.
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8. Team Leaders performance will be reviewed thirty and

sixty days after appointment as a Team Leader and
annually thereafter.

D.Removal of Team Leader Responsibilities
1. There may be times when the work statement changes or

the individual does not have the skills and attributes to
perform the Team Leader role. The Company may at its
discretion remove the Team Leader responsibilities from
any individual Team Leader. At which time, the premium
pay provided by Section 5.9.C.7., shall cease.

E. Temporary Team Leaders
1. Temporary Team Leaders are selected via the Team Leader

2.

selection process (Article 5, Section 5.9).

The temporary Team Leader designation may be made in
advance of the vacancy occurring and will be reviewed on
an annual basis.

. The temporary Team Leader shall fill in when the full-time

Team Leader is away from his/her assigned area for a
minimum of fourteen (14) days and a maximum of ninety
(90) days. If the need extends beyond ninety (90) days,
continuance requires mutual agreement between the
Supervisor and the In-Plant Representative.

. All provisions of (Article 5, Section 5.9) will also apply to

temporary Team Leaders. The premium for fulfilling the
responsibilities of temporary Team Leader shall be
identical to that of a full time Team Leader.

. The temporary Team Leader’s duties shall be identical to

that of the full time Team Leader, and only for the time
they fill in for the full time Team Leader.

The area Steward and In-Plant Representative will be
notified prior to using a temporary Team Leader. The
notification will also include the estimated duration of the
temporary designation.

Section 5.10. Cost of Living Lump Sum Payment
A. Employees covered by this Agreement shall receive an annual
Cost of Living Lump Sum Payment to the extent such
Payments become effective under and in accordance with all of
the terms, conditions and limitations stated in this Section
5.10.
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B. Determination of Cost of Living Lump Sum Payment
1. Determination of the potential Cost of Living Lump Sum

Payment shall be made in reference to the new series "All
City Average of the Consumer Price Index for Urban Wage
Earners and Clerical Workers" published by the Bureau of
Labor Statistics, U.S. Department of Labor, with the
following base period: 1982-84 = 100, such index being
referred to herein as the BLS Index.

. During the life of this Agreement, subject to the provision

stated below, an annual Cost of Living Lump Sum Payment
shall be computed by using (1) 213.34 (the three-month
average of the BLS Index for February, March, April, 2010)
as the base and (2) an Annual Adjustment Multiplier using
the formula 1 cent = .075 percent change in the appropriate
average (May through October 2010, November through
October thereafter), and (3) the Annual Adjustment
Multiplier shall be capped at 1.5% of average base rate as of
November 30 in 2010, and 2011, 1.75% of average base rate
as of November 30 in 2012 and 2013, 2.0% of average base
rate as of November 30 in 2014 and 2015, 2.5% of average
base rate as of November 30 in 2016, 3.0% of average base
rate as of November 30 in 2017, 4.0% of average base rate as
of November 30 in 2018, 6.0% of average base rate as of
November 30 in 2019, and (4) the Cost of Living Lump Sum
Payment for each eligible employee shall equal the cents per
hour adjustment (the Annual Adjustment Multiplier)
multiplied by the number of straight-time hours worked in
the applicable year plus 1.5 times the cents per hour
adjustment multiplied by the number of overtime hours
worked in the applicable twelve month period (December 1
through November 30). For 2010, the period will be straight-
time and overtime hours worked between July 1 and
November 30, 2010.

. Any Annual Adjustment Multiplier shall be cumulative up to

the level of each year’s cap and shall not decrease. A Cost of
Living Lump Sum Payment in any particular year shall be
payable only to those employees who, on a Date of Potential
Adjustment, are on the active payroll or on leave of absence
for less than ninety (90) days. The Date of Potential
Adjustment shall be November 30th of each year. The
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payment will be made before December 31st of the same
year.

4. If the BLS Index is revised or discontinued, the parties shall
attempt to determine an appropriate Index figure by
agreement and, if agreement is not reached, the parties shall
request the Bureau of Labor Statistics to make available a
BLS Index in its present form for the appropriate date or
dates and calculated on a comparable basis.

C. Cost of Living Adjustments shall not be added to or subtracted
from any employee's base rate, except as herein provided.

Section 5.11. Garnishments

In cases of dismissal or suspension of an employee because of writs
of garnishment served upon the Company in litigation involving
claims of third parties against such employee, such a dismissal or
suspension will be treated as a dismissal or suspension under
Section 7.3 and will be subject to the grievance procedure and other
provisions of Article 7.

Section 5.12. Wage Payment Basis
Employees shall be paid for time worked computed to the nearest
one-tenth hour.

Section 5.13. New Assignments

When employees are assigned to work in a higher or lower labor
level the new pay rate shall be effective in the employee's paycheck
not later than the third payday subsequent to the date on which the
new assignment is made.

Section 5.14. Base Rates After Reclassifications

Subject to the base rate ranges provided for in Section 5.2(B),
employees who are promoted will have their base rate increased by
fifty-six (56) cents for each [-Code they are promoted or decreased
by fifty-six (56) cents for each I-Code the employee is downgraded.
All base rate changes are subject to wage range maximums.
Employees promoted to an I-code they previously held will receive a
minimum rate increase sufficient to bring the employee’s hourly rate
equal to the same hourly rate they previously held or fifty-six (56)
cents per [-Code, whichever is greater. Any employee being
downgraded who is in progression will be automatically considered
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to be at the mid-point of progression towards their next progression
increase.

Section 5.15. Rate Retention

The base rate of an employee who, under Article 16, accepts
downgrade rather than electing layoff shall be, for the ninety (90)
calendar-day-period after the downgrade, at a rate that is not less
than the rate he held immediately preceding the downgrade.
However, this provision shall not apply to any period of employment
within a bargaining wunit covered by this Agreement after
termination, layoff, employee-requested downgrade or transfer to a
unit or group to which this Agreement does not apply within the
ninety (90)-day period with the following exception: if such an
individual is recalled from layoff to a job title classification to which
he had been downgraded, and the recall occurs less than ninety
(90)-calendar-days after such downgrade, he will receive rate
retention prospectively for the portion of the ninety (90)-calendar-
day period that remained at the time of layoff. If an employee
receives a Temporary Promotion to the job classification from which
he was most recently surplused and the employee is receiving rate
retention pay as a result of such downgrade, the 90-calendar-day
period will be extended one (1) day for each day of such Temporary
Promotion.

Section 5.16. Recalls from Layoff
An employee who is recalled from layoff through the exercise of
recall rights, will have the following base rate:

A.If the employee is recalled to the same labor level from which
he was laid off, he will be paid the base rate and the cost of
living adjustment in effect on the date of his layoff, provided
that, if cost of living adjustment has been added to base rates
and made a part thereof since the employee's layoff, the cost of
living adjustment in effect on the date of the employee's layoff
shall be similarly added to his base rate.

B.If the employee is recalled to either a higher or lower labor level
than the one from which he was laid off, his base rate will be
determined first by treating him as though he had been
recalled to the same labor level under Section 5.16(A) and then
reclassified under Section 5.14.
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Section 5.17. Returns from Leaves of Absence
An employee on approved leave of absence who returns to the active
payroll will have the following base rate:

A.

If the leave of absence was granted due to industrial injury or
industrial illness, military service, or to accept a full-time
Union position, the employee's base rate will be equal to the
base rate he would have had if he had not been on a leave of
absence.

B. If the leave of absence was granted for any other reason,
his base rate will be determined as though he had been
recalled from layoff under Section 5.16.(A)

Section 5.18. Gain Sharing Plan

A.

B.

The Company will establish a gain-sharing plan whereby
employees are rewarded for Company  productivity
improvements.

Target performance goals will be set for each year. Each year

the Company will make a good faith effort to establish

reasonable goals with a realistic chance of being achieved.

Once a target is set for the Plan Year, the target goal may not

be changed to be more difficult to achieve. For 2010 and 2011,

the following goals shall apply. In following years, the Company

will review proposed goals with the Union:

a. Calendar Year 2010 Performance
i. Target — 3% reduction in Scrap & Rework and 2%

reduction in IAM Hours per Unit.
ii. Outstanding Performance - 6% reduction in Scrap &
Rework and 4% reduction in IAM Hours per Unit.

b. Calendar Year 2011 Performance (Will be reviewed with
Union in January 2011)

i. Target — 4% reduction in Scrap & Rework and 3%
reduction in IAM Hours per Unit.

ii. Outstanding Performance - 8% reduction in Scrap &
Rework and 6% reduction in IAM Hours per Unit.

c. Reductions for 2010 are measured from a baseline of
performance from June 1, 2009 through May 31, 2010.
Subsequent performance shall be measured with the
preceding year as the baseline.

d. Scrap & Rework reductions will be computed by comparing
total scrap and rework per fuselage unit delivered during the
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base line period to total scrap and rework per fuselage unit
delivered during the target period: percent reduction = ((total
scrap and rework during baseline period + fuselage units
delivered during baseline period)) — ((total scrap and rework
during the target period + fuselage units delivered during the
target period) divided by (total scrap and rework during
baseline period + fuselage units delivered during baseline
period)).

e. Total IAM Hours per Unit reduction will be computed by
comparing total IAM Hours per fuselage unit delivered
during the base line period to Total IAM Hours per fuselage
unit delivered during the target period: Percent Reduction =
((total IAM Hours during baseline period + fuselage units
delivered during baseline period) — (total IAM Hours during
the target period + fuselage units delivered during the target
period)) divided by ((total IAM Hours during baseline period +
fuselage units delivered during baseline period)).

C.The Company will meet quarterly with Union officials to

discuss the targets that have been set and the quarterly
progress with regard to the attainment of the target levels. The
definition of Target and Outstanding Performance goals will be
communicated to the Union as soon as they have been set at
the beginning of the Plan Year. Once set, the Target and
Outstanding Performance goals may not be changed to be more
difficult to achieve during the Plan Year.

D.If the Target is met, employees will be paid a gain-sharing

payment equal to one (1.0) percent of the employee’s straight-
time and overtime wages (pay for hours worked) during the
calendar year. If the Outstanding goal is met, employees will
be paid a gain-sharing payment equal to two (2.0) percent of
the employee’s straight-time and overtime wages (pay for hours
worked) during the calendar year. The two measurements of

Scrap & Rework Reduction and IAM Hours per Unit are equally

weighted thresholds. If one threshold is met, but the other is

not, half of the incentive payment will be made. The following
examples illustrate how this calculation will occur:

a. A score of one (1) is met on the Scrap & Rework Reduction
measurement but the score on the IAM Hours per Unit
measurement is less than one (1). A gain-share payment
equal to one half of one percent (0.5%) of the employee’s
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straight-time and overtime wages during the calendar year
will be paid.

b. A score of two (2) is met on the Scrap & Rework Reduction
measurement but the score on the IAM Hours per Unit
measurement is less than one (1). A gain-share payment
equal to one (1.0%) percent of the employee’s straight-time
and overtime wages during the calendar year will be paid.

c. A score of two (2) is met on the Scrap & Rework reduction
measurement and the score on the IAM Hours per Unit
measurement is one (1). A gain-share payment equal to one
and one half percent (1.5%) of the employee’s straight-time
and overtime wages during the calendar year will be paid.

E.As a condition to be eligible for the gain-share payment, the

employee must be employed by the Company in an IAM
bargaining unit position on December 31st of the particular
calendar year for which the gain-share payment is being made.
Payment shall be made by March 15 of the following year.

ARTICLE 6
HOURS OF LABOR

Section 6.1. Regular Hours
A. Workweek. The normal work schedule shall consist of five (5)

consecutive workdays, Monday through Friday, followed by two
(2) days of rest (Saturday and Sunday), except for those
employees designated in advance by mutual agreement
between the Company and the Union who regularly work on
Saturday and/or Sunday, whose normal work schedule shall
consist of five (5) consecutive workdays, followed by two (2)
days of rest, which shall be treated as their Saturday and
Sunday, in that order. The Company will attempt to meet its
non-regular workweek assignments on a voluntary basis
among the employees. In the event there are insufficient
volunteers to meet the requirement, the supervisor may
designate and require the necessary number of employees to
work the non-regular workweek. Such designation shall first
affect the junior qualified employees in the classification.
When reducing the number of non-regular workweek
assignments, senior employees within each job will be given
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their preference to return to regular workweek schedules. The
purpose of non-regular workweek assignments is to provide for
those maintenance and service functions that are required on a
continuing seven (7)-day per week basis. Such assignments
will not be utilized for the purpose of providing maintenance or
service in support of weekend production operations. It is
mutually agreed that Maintenance employees and employees
assigned to specific programs, employees assigned to
specialized machinery and employees in organizations
providing seven-day customer service may be assigned to a
non-regular workweek. Employees assigned to a specific
program will revert back to a regular workweek schedule upon
first production delivery of product to customer.

.Short Workweek. The Company in its discretion may schedule

short weeks less than forty (40) hours per week, if deemed
necessary to avoid a layoff. In the event the Company deems it
advisable to work any number of the employees on a short
workweek, the Union and the affected employees will be
notified in advance which days are to be worked, and such
days worked shall be consecutive. The parties agree that stable
long-term employment is beneficial for both the Company and
the Union. When a layoff appears imminent, the parties will
meet to discuss alternatives to layoffs, including, but not
limited to, short workweeks, training, and alternative duty
assignments. When short workweeks are used the following
shall apply:

1. Volunteers shall be asked first and accepted.

2.In the event that there are insufficient volunteers, a short
workweek will be staffed in reverse seniority order within the
shop. For the purposes of Section 6.1(B) “shop” shall mean
the crew identified by a distinct five (5) digit alpha/numeric
code that identifies the working group. If exceptions to
seniority are needed due to specific skills or machine
familiarity, Operations Leadership will discuss the need with
the In-Plant Representatives to mutually agree to an
exception.

3. During short workweeks the Company will continue to make
pension plan contributions based on forty (40) hours per
workweek, provided the Pension Plan will permit this. The
Company will also continue Medical/Dental, AD&D, and Life
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Insurance as if the employee were working a regular forty-
hour workweek.

4. Overtime during a short workweek, shall be based upon
Company need and schedules.

5. During periods of short workweek, the Operations
Leadership and the Union will meet regularly to discuss
scheduling and process issues.

.Shifts, Lunch Periods, Rest Periods. Each employee shall be

assigned to a definite shift with designated times of beginning
and ending. The first and second shifts each shall be an eight
(8) hour-and-thirty-minute period which shall include a thirty
(30) minute unpaid lunch period. The third shift shall be a
seven (7) hour period which shall include a thirty (30)-minute
unpaid lunch period. The designated times of beginning each
shift during the scheduled workweek shall be: first shift -
between 5:00 A.M. and 8:30 A.M.; second shift between 1:30
P.M. and 6:00 P.M.; third shift - between 10:00 P.M. and 1:30
A.M. of the following day. Each employee shall be given a ten
(10)-minute rest period in each half of the shift to which he is
assigned, the time of starting each such rest period to be
designated by the Company. Each employee who is required to
report for work two (2) or more hours prior to the start of his
regular shift shall receive a ten (10)-minute rest period prior to
the start of his regular shift. Each employee who is scheduled
to work two (2) or more hours of overtime after his regular shift
shall receive a ten (10)-minute rest period prior to the start of
the overtime. Changes of shift assignments shall be made on
the first day of a new workweek whenever practicable.

Section 6.2. Variable/Alternative Work Schedules
A.Variable work schedules may be established to meet

production or support services requirements. Any such change
in work schedules will be by mutual agreement between the
parties.

B.Management may allow employees to volunteer for variable

work schedules (four (4) 10-hour days, Monday through
Thursday workweek; three (3)12-hour days, Friday through
Sunday) as warranted by business need.

C.Management may allow employees to volunteer for alternative

work schedules three (3) 12 hour days. Shift start times are as
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follows: Monday through Wednesday — (1st shift 5:00 a.m. /
8:30 a.m.) — (2nd shift 5:00 p.m. / 8:30 p.m.) — Thursday
through Saturday - (1st shift 5:00 a.m. / 8:30 a.m.) — (2rd shift
5:00 p.m. / 8:30 p.m.) as warranted by business need. Shift
start times may be adjusted by the Company within the
aforementioned time frames.

Section 6.3. Variable Work Schedule Procedures
A.4x10 Work Weeks. The Company may transition work areas

from the traditional eight (8) hour five (5) day schedule to a
4x10 schedule subject to the following:

1.

Permanent assignment to any variable work schedule will be
voluntary. Temporary assignment to a variable work
schedule for the purpose of training may at times be
necessary, temporary assignments shall not exceed ninety
(90) work days.

. Areas being transitioned to 4x10 workweeks, the Union will

conduct a vote of all eligible Union members to determine
the acceptance of the proposed schedule change.

. The 4x10 workweek will be implemented with a vote of

acceptance. The company will accommodate employees, who
choose not to go to the variable work schedule. In the event
that the number of accommodations are such that the
variable work schedule cannot be effective, the Company
may elect not to implement the variable work schedule.

. All time worked over ten (10) hours in one day will be paid at

time and one-half.

. All time worked on the fifth day will be paid at time and one-

half.

. All time worked on the sixth (6th) and seventh (7th)days will

be paid at double time.

. Hours for holidays not scheduled to be worked by an

employee will be credited to the employee's vacation/holiday
account.

. Employees assigned to the Variable Work Schedule whose

workweek includes Saturday or Sunday shall observe the
regular holiday.

. Sick Leave, vacations and holidays shall be paid at ten (10)

hours per day off.
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10.

11.

12.
13.

14.

Employees on this schedule will be allowed to take two (2)
weekends off during the Christmas holiday. Employees will
also be given the opportunity to be off Easter Sunday.
Employees may wuse vacation or Sick Leave to be
compensated for this time off or without pay.

Assignment to the variable shift will be accomplished by
seniority for establishing employee preference for placement
to the day or night shift.

There will be two (2) breaks of ten (10) minutes each.

The Company may transition work areas from a 4x10
schedule to the traditional 3-shift five-day schedule with
thirty (30) calendar days notice.

Should there not be enough transfer requests from the
current work force to staff this schedule, or should the vote
be “No” the Company may hire from outside rather than
permanently assign employees to this schedule.

B.3x12 Work Weeks. The Company may transition work areas

from the traditional eight (8) hour five-day schedule to a 3x12
schedule subject to the following:

1.

Permanent assignment to any variable work schedule will be
voluntary. Temporary assignment to a variable work
schedule for the purpose of training may at times be
necessary, temporary assignments shall not exceed ninety
(90) days.

. Areas being transitioned to 3x12 workweeks, the Union will

conduct a vote of all eligible Union members to determine
the acceptance of the proposed schedule change.

. The 3x12 workweek will be implemented with a vote of

acceptance. The Company will accommodate employees who
choose not to go to the permanent variable work schedule.
In the event that the number of accommodations are such
that the variable work schedule cannot be effective, the
Company may elect not to implement the variable work
schedule.

. All time worked over twelve (12) hours in one day or thirty-

six (36) hours in a workweek will be paid at one and one-half
(1%2) times.

. All time worked on the fourth and fifth day will be paid at

one and one-half (1%2) times.
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10.

11.

12.

13.

14.

15.

16.

17.

. All time worked on the sixth (6t) and seventh (7t) day will be

paid at two (2) times.

. Hours for holidays not scheduled to be worked by an

employee will be credited to the employee's vacation/holiday
account.

. Sick Leave, vacations and holidays shall be paid at twelve

(12) hours per day off.

. Employees assigned to the Variable Work Schedule whose

workweek includes Saturday or Sunday shall observe the
regular holiday.

Employees on this schedule will be allowed to take two (2)
weekends off during the Christmas holiday. Employees will
also be given the opportunity to be off Easter Sunday.
Employees may use vacation or Sick Leave to be
compensated for this time off or without pay.

There will be two (2) breaks of ten (10) minutes each.
Employees assigned to the 3x12 workweek will be paid for
one (1) thirty (30) minute lunch period occurring during that
shift.

Employees assigned to the 3x12 workweek will be paid forty
(40) hours for thirty-six (36) hours worked. To establish an
hourly rate, employees will be paid their individual hourly
base rate times 1.111.

The Company may transition work areas from a 3x12
workweek to the traditional 3-shift five (5)-day schedule with
thirty (30) days notice.

Assignment to the variable shift will be accomplished by
seniority for establishing employee preference for placement
to the day or night shift.

Employees working a variable schedule will be guaranteed
the same number of paid holidays each year as an employee
working a regular work week schedule.

Should there not be enough transfer requests from the
current workforce to staff this schedule, or should the vote
be “no” the Company may hire from outside rather than
permanently assign employees to this schedule.

C. Alternative 3x12 Work Schedule. The Company may transition

work areas from the traditional eight (8) hour five-day schedule
to an Alternative Work Schedule consisting of four (4) shifts of
3 X 12’s and are subject to the following:
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10.

11.

12.

. The Executive Level will present the business case to the

President/DBR or his designee.

.If the Company should decide to no longer utilize the

Alternative Work Schedule, the employee(s) working the
alternative schedule will be returned to their previous shop
and shift.

. Permanent assignment to any alternative work schedule will

be voluntary. Temporary assignment to an alternative work
schedule for the purpose of training may at times be
necessary, temporary assignments shall not exceed ninety
(90) days.

. Areas being transitioned to 3X12 workweeks, the Union will

conduct a vote of all eligible Union members to determine
the acceptance of the proposed schedule change.

. The 3X12 workweek will be implemented with a vote of

acceptance. The Company will accommodate employees who
choose not to go to the permanent alternative work schedule.
In the event that the number of accommodations is such
that the alternative work schedule cannot be effective, the
Company may elect to not implement the alternative work
schedule.

. All time worked over twelve (12) hours in one day or thirty-

six (36) hours in a workweek will be paid at one and one-half
(1%2) times.

. All time worked on the fourth and fifth day will be paid at

one and one-half (1%2) times.

. All time worked on the sixth (6th) and seventh (7th) day will be

paid at two (2) times.

.Hours for holidays not scheduled to be worked by an

employee will be credited to the employee’s vacation/holiday
account.

Sick Leave, vacation and holidays shall be paid at twelve (12)
hours per day off.

Employees assigned to the Alternative Work Schedule whose
workweek includes Saturday shall observe the regular
holiday.

Employees on this schedule will be allowed to take two (2)
weekends off during Christmas holiday. Employees may use
vacation or sick leave to be compensated for this time off or
without pay.
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13.
14.

15.

16.

17.

18.

19.

20.

21.

There will be two (2) breaks of ten (10) minutes each.
Employees assigned to the 3X12 workweek will be paid for
one (1) thirty (30) minute lunch period occurring during that
shift.

Employees assigned to the 3X12 workweek will be paid forty
(40) hours for thirty-six (36) hours worked. To establish an
hourly rate, employees will be paid their individual hourly
base rate times 1.111.

The Company may transition work areas from a 3X12
workweek to the traditional three (3) shift five (5) day
schedule with thirty (30) days notice.

Employees working an alternative schedule will be
guaranteed the same number of paid holidays each year as
an employee working a regular workweek schedule.
Employees working 2rd shift (see Section 6.2.C) shall be paid
a shift premium pursuant to Section 6.4.

Should there not be enough transfer requests from the
current workforce to staff this schedule, or should the vote
be ‘no’, the Company may hire from outside rather than
permanently assign employees to this schedule.

An employee assigned to Saturday as a regular day of work
will receive two dollars and fifty cents ($2.50) per hour in
addition to their Base Rate of pay for hours worked on
Saturday.

Assignment of the Alternative Work Schedule will be
accomplished by seniority for establishing employee
preference for placement to the days of work and the shift.

Section 6.4. Shift Premiums

The second shift shall be paid a shift premium of seventy-five cents
($.75) and third shift shall be paid a shift premium of ten cents
($.10) per hour which shall be added to Base Rate.

Section 6.5. Work Schedule Premiums
A.An employee assigned to either Saturday or Sunday as a
regular day of work will receive two dollars and fifty cents
($2.50) per hour in addition to his Base Rate of pay for hours
worked on Saturday and Sunday.
B.An employee who works a third shift of six and one-half (6)
hours will receive a bonus equivalent to one and one-half (1%)
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hours pay at this base rate. A prorated portion of that bonus
will be paid when the employee works less than six and one-
half (6%2) hours on a regular third shift.

Section 6.6. Shift Preference
A.In order to ensure operational efficiency, the Company shall

have the right to assign employees to any shift. Subject to the
foregoing, senior employees who have a shift preference on file
shall be given preference over junior employees who are
assigned to the same job classification, level and shift, junior
returning non-bargaining unit employees, new hires, recalls
from layoff, and promotional candidates for placement in
openings in their job classification, level and organization.
Shift preference rights are not applicable over employees being
downgraded, laterally reclassified on their current shift,
laterally transferred to the organization on their current shift or
over senior employees who are in their labor level. Employees
who have requested downgrades will not be given preference
over senior employees in their organization who have shift
preferences on file. Shift preferences must be filed more than
three (3) working days prior to an organization effecting a shift
change or declaring a job opening by submission of a dated
open requisition. If an employee does not file a shift
preference, it shall be assumed that he is on his preferred shift.

Under no circumstances will the provisions of this Section 6.6

be construed to enable an employee, at his instance and

request, to displace a less senior employee from his job and
shift.

1. As stated, shift preferences as defined will not apply in
instances where the exercise of such rights would affect the
efficiency of Company operations in any organization on any
shift. When such instances arise, it shall be the
responsibility of organizational management to prepare an
exception request for transmittal to the organization’s
designated executive or delegate.

a) Exception requests shall be discussed with the Union
Steward(s) on both shifts prior to submittal to the
organization’s senior Human Resources executive or
designee for final approval. The Company will follow the
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process agreed upon by the Company and the Union.
(Ref. MOU #4).

2. When senior employees are displaced from their shift of
preference during a staffing exercise, the displaced employee
shall be given, in writing, a date of return to the preferred
shift he/she was on.

3. The Company will de-staff a shift in the following order: first,
by shift preference filings; and second, in reverse seniority
order among remaining employees. In cases where the shift
is to be eliminated, employees will be notified in advance and
given the opportunity to file a timely shift preference.

Section 6.7. Overtime Rate

A.

B.

For time worked outside of his assigned shift, an employee
shall be paid one and one-half (1'2) times his base rate for the
first two (2) hours, and double his base rate thereafter.

For the first eight (8) hours of work by an employee on the first
day of his two (2) consecutive days of rest, who is assigned on
that day to work the first or second shift, such employee shall
be paid one and one-half times his base rate for that shift and
double such base rate thereafter.

.For the first six and one-half hours of work by an employee on

the first day of his two (2) consecutive days of rest, who is
assigned on that day to work the third shift, such employee
shall be paid one and one-half times his base rate for that shift
and double such base rate thereafter.

D.Any time worked on the second day of an employee's two (2)

E.

consecutive days of rest shall be paid for at double his base

rate for such shift and such double time shall remain in effect

for all hours continuously worked.

1. Except if an employee is scheduled and does not work on
first scheduled day of rest, but works on second scheduled
day of rest, employee will be paid one and one-half (1'%)
times his Base Rate plus shift premium where applicable for
time worked for first eight (8) hours worked, normal double
time rates shall apply thereafter.

In lieu of the provisions in Sections 6.7 A-D, overtime worked

in any of the following circumstances shall be paid at double

the employee's base rate:
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1. more than one hundred sixty (160) overtime hours in the
calendar quarter; or

2.on a weekend immediately following three (3) consecutive
weekends worked by the employee.

Section 6.8. Reporting Pay

If an employee reports for work in accordance with instructions, he
shall receive a minimum of eight (8) hours pay at his Base Rate plus
shift premiums where applicable. This will not apply in case of
emergency shutdowns arising out of any condition beyond the
Company’s control. An employee who leaves work of his own
volition, or because of incapacity (other than industrial injury or
illness), or is discharged or suspended after beginning work, will be
paid only for the number of actual hours worked during the day. An
employee who leaves work because of incapacity due to industrial
injury or illness will be paid eight (8) hours pay at his Base Rate
plus shift premiums where applicable.

Section 6.9. Call Back Pay

A minimum of four (4) hours pay at the applicable overtime rate will
be paid for any call back work performed outside of one’s regularly
schedule hours. An employee who leaves work of his own volition,
or because of incapacity (other than industrial injury or illness), or
is discharged or suspended after beginning work, will be paid only
for the number of hours actually worked during that day. An
employee, who leaves work after call back, will be paid only for the
number of hours actually worked wunless authorized by
management.

Section 6.10. Overtime Scheduling

[t is the intent of the Company to distribute overtime as equally as
reasonably practicable within the job classification, shop and shift.
Both the Union and the Company recognize that the employees who
are assigned the work must be qualified to perform the specific
work. The Company will strive to meet its overtime requirements on
a voluntary basis. In the event there are insufficient qualified
volunteers to meet the requirement, management may designate
and require the necessary number of employees to work the
overtime.
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A. Management may exclude an employee from overtime, even if
the employee is in attendance when the overtime is being
assigned, if:

1

. The employee has been absent during the week, except for

sick leave, jury duty, witness service, bereavement leave,
military leave, authorized Union business, previously
scheduled vacation or absence due to industrial injury or
illness.

.An employee is asked to work overtime (Saturday and/or

Sunday) and is subsequently absent due to illness or
bereavement leave on the workday preceding the overtime
day.

. The employee has been given a Disciplinary Memo (DM) for

violation of the Company’s attendance policies. The
exclusion period shall begin upon the date of issuance of the
DM and shall last for no more than ninety (90) calendar
days. If during the ninety-day exclusion period the Company
assigns the employee to work mandatory overtime or
overtime requested by the Manager, the employee will no
longer be excluded from overtime because of the discipline.

. Two (2) consecutive weekends have been worked by the

employee.

. One hundred twenty-eight (128) overtime hours have been

worked in the calendar quarter.

. Eight (8) overtime hours have been worked on the Saturday

or the Sunday.

.An employee’s schedule or work quality is currently

documented as being deficient by a Disciplinary Memo (DM).
The exclusion period shall begin upon the date of issuance of
the DM and shall last for no more than ninety (90) calendar
days. If during the ninety-day exclusion period the Company
assigns the employee to work mandatory overtime or
overtime requested by the Manager, the employee will no
longer be excluded from overtime because of the DM.

B.If the whole shift of a shop/functional area/crew or position is
scheduled to work a six (6) or seven (7)-day week, all employees
in the shop/functional area/crew or position will be required to
report for weekend work, regardless of whether or not they
were absent during the week, except when an employee has
previously scheduled the use of vacation, bereavement leave or
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military leave on Friday preceding the weekend, or unless
Sections (A)(4,5,6) of this Section 6.10(A) apply.

It is understood that the authority of the Company to require

overtime work, established by Section 6.10 of the Collective
Bargaining Agreement, is necessary for business planning and
meeting operational objectives. The parties recognize, however,
that the exercise of this authority may affect employee
productivity.

D.Accordingly, the Company and the Union agree, subject to the

exceptions noted below, that the authority conferred by Section
6.10 of the Agreement shall hereinafter be limited as follows.
No employee shall be required, and need not be permitted, to
work overtime in excess of the following limits:
1. Quarterly Limit
e The limit shall be one hundred twenty eight (128) overtime
hours in any calendar quarter;
2. Weekend Limit
o The limit shall be two (2) consecutive weekends;
e Employees who have worked two (2) consecutive weekends
may volunteer to work overtime on the following weekend;
e Overtime work on either a Saturday and a Sunday, or on a
Saturday or a Sunday, shall constitute a weekend worked;
e The limit for overtime on a Saturday or a Sunday shall be
eight (8) hours.
3. Holidays
All overtime on a holiday as set forth in Section 10.1 of the
parties' Collective Bargaining Agreement or on the weekend
which immediately precedes a Monday holiday or
immediately follows a Friday holiday shall be voluntary.

4. No employee will be scheduled for weekend overtime in

conjunction with his or her vacation provided the vacation is
scheduled three (3) or more days prior to the start of the
vacation.

E. All overtime in excess of the above limits shall be strictly on a

voluntary basis and no employee shall suffer retribution for his
refusal or failure to volunteer. An employee may be required to
perform overtime work beyond the above limits where
necessary for delivery of an airplane which is on the field, for
customer-requested emergency repair of delivered products, or
for Government DX or Government DO rated orders. In
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addition, an employee may be required to perform overtime on
a holiday or on the weekend which immediately precedes a
Monday holiday or immediately follows a Friday holiday where
necessary for facilities maintenance.

F. The Company will brief the Union semi-annually of its
anticipated program scheduling and its forecasted overtime
requirements.

G.Overtime Notice: When required to work overtime, employees
shall be notified in advance where possible. Four (4) hours
notice shall be given for daily overtime and six (6) hours notice
shall be given when employees are required to work any days of
rest of their normal work week, where possible.

H.This Section shall apply to continuous work periods
(continuous except for lunch and rest periods) that begin at or
after 6:01 P.M. Friday (or the day prior to the day treated as the
employee's Saturday under Section 6.1) and prior to 10:00 P.M.
Sunday (or the day treated as the employee's Sunday under
Section 6.1).

[. In any continuous period of work (continuous except for lunch
periods and rest periods) the work will be deemed to have been
performed on the shift and day shown below:

If work Period Starts Shift Day

6:01 P.M. Friday
Through 3rd Saturday
1:30 A.M. Saturday

1:31 A.M. Saturday
through Lst Saturday
10:00 A.M. Saturday

10:01 A.M. Saturday
Through 2nd Saturday
6:00 P.M. Saturday

6:01 P.M. Saturday
through 3rd Saturday
1:30 A.M. Sunday

Page 46



© 00O N O O A WODN P

W W W W NN DNDNDDDNMNDNMNDMNDNMNDNDNMNMNMNMNMNNMNRPRPPRPERPEPRPPEP R PP BE
W N P O O© 00 NO Ol B W NPEFP OO 0o NO O b WO DN P O

1:31 A.M. Sunday
through 1st Sunday
10:00 A.M. Sunday

10:01 A.M. Sunday
through 2nd Sunday
9:59 P.M. Sunday

Section 6.11. Paydays

Employees will be paid Thursday of every second week, unless that
day is a holiday. If that day is a holiday the Company will endeavor
to make deposits on the prior business day.

ARTICLE 7
GRIEVANCE PROCEDURE AND ARBITRATION

Section 7.1. Establishment of Grievance and Arbitration
Procedure

Grievances or complaints arising between the Company and its
employees subject to this Agreement, or the Company and the
Union, with respect to the interpretation or application of any of the
terms of this Agreement, shall be settled according to the following
procedure. Subject to the terms of this Article 7 relating to cases of
dismissal or suspension for cause or of involuntary resignation, only
matters dealing with the interpretation or application of terms of
this Agreement shall be subject to this grievance machinery.

Section 7.2. Employee Grievances

It is agreed that the Business Representative of the Union and the
Company Labor Relations Representative may assist in any step of
the grievance:

STEP 1. Oral Discussion. The employee first shall notify his
supervisor of his grievance and then, if he so desires, shall
discuss his grievance with the Steward or the Union In-Plant
Representative, and if the Steward or the In-Plant Representative
considers the grievance to be valid, then the employee and the
Steward or In-Plant Representative will contact the employee's
supervisor and will attempt to effect a settlement of the
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complaint. This procedure, however, will not prevent an
employee from contacting his supervisor if he so chooses. If the
purpose of the employee's contacting his supervisor is to adjust
the grievance, the Steward or the In-Plant Representative shall be
given an opportunity to be present and such adjustment shall be
in conformity with this Agreement.

STEP 2. Grievance Reduced to Writing - Handling at
Supervisory Level. If no settlement is reached in Step 1, the In-
Plant Representative, if he considers the grievance to be valid,
may at any time reduce to writing a statement of the grievance or
complaint which shall contain the following:

a) The facts upon which the grievance is based.

b) Reference to the section or sections of the Agreement alleged
to have been violated (this will not be applicable in cases of
dismissal or suspension for cause or of involuntary
resignation).

c) The remedy sought.

The In-Plant Representative shall submit the written statement of
grievance to the Supervisor or the next level of Management for
reconsideration, with a copy to the designated representative of
the Company. After such submission the Supervisor and the In-
Plant Representative may, within the next five (5) workdays
(unless mutually extended), settle the written grievance and, over
their signatures, indicate the disposition made thereof.
Otherwise, promptly after the expiration of such five (5)-day
period (or agreed extension thereof) the Supervisor and the In-
Plant Representative shall sign the grievance, with the Supervisor
indicating the basis for denying the grievance, and their
signatures will indicate that the grievance has been discussed
and reconsidered by them and that no settlement has been
reached.

STEP 3. Written Grievance; Handling at Business
Representative-Company Representative Level. If no
settlement is reached in Step 2, within the specified or agreed
time limits, the Business Representative may at any time
thereafter submit the grievance to the designated representative
of the Company. After such submission the designated
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representative of the Company and the Business Representative
may, within the next ten (10) workdays (unless mutually
extended), settle the grievance and, over their signatures, indicate
the disposition made thereof. Otherwise, promptly after the
expiration of such ten (10)-day period (or agreed extension
thereof) the designated representative of the Company and the
Business Representative shall sign the grievance, with the
designated representative indicating the basis for denying the
grievance, and their signatures will indicate that the grievance
has been discussed and reconsidered by them and that no
settlement has been reached.

STEP 4. Arbitration. If no settlement is reached in Step 3 within
the specified or agreed time limits, then either party may in
writing, within ten (10) workdays thereafter, request that the
matter be submitted to an arbiter for a prompt hearing as
hereinafter provided in Sections 7.6 to 7.9, inclusive.

Section 7.3. Dismissals, Suspensions, Layoffs, Etc.

In cases of layoff, or of dismissal or suspension for cause, or of
involuntary resignation, the employee shall be given a copy of the
layoff, suspension or termination of service slip, as the case may be,
if he is available to be presented with such copy. If he is not
available, copies of the slip will be sent to the employee and to the
Union office. The employee shall have the right to appeal the action
shown on the slip providing the In-Plant Representative files a
written grievance at Step 2 with the designated representative of the
Company within seven (7) workdays after the date of layoff,
dismissal, suspension for cause or involuntary resignation, or
within seven (7) workdays after the date of the mailing of the copy of
the slip, provided, however, that any dismissal or suspension of an
employee who has committed a sex crime victimizing a child or
children shall be deemed to be for cause and shall not be subject to
the grievance and arbitration procedure of this Article 7. The
written grievance then may be processed through subsequent steps.

Section 7.4. Union Versus Company and Company Versus
Union Grievances

In the case of any grievance which the Union may have against the
Company or the Company may have against the Union, the
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processing of such grievance shall begin with Step 3 and shall be
limited to matters dealing with the interpretation or application of
terms of this Agreement. Such grievance shall be submitted in
writing to the designated representative of the Company or the
designated representative of the Union, and shall contain the
following:

A. Statement of the grievance setting forth the facts upon which
the grievance is based.

B. Reference to the section or sections of the Agreement alleged to
have been violated.

C.The correction sought. The grievance shall be signed by the
designated representative of the Union or the designated
representative of the Company. If no settlement is reached
within ten (10) workdays (unless mutually extended) from the
submission of the grievance to the designated representative of
the Company or the designated representative of the Union, as
the case may be, both shall sign the grievance and indicate
that it has been discussed and reconsidered by them and that
no settlement has been reached. Within ten (10) workdays
thereafter either party may in writing request that the matter
be submitted to an arbiter for a prompt hearing as hereinafter
provided in Sections 7.6 to 7.9, inclusive.

Section 7.5. Retroactive Compensation

Grievance claims involving retroactive compensation shall be limited
to thirty (30) calendar days prior to the written submission of the
grievance to Company representatives, provided, however, that this
thirty (30)-day limitation may be waived by mutual consent of the
parties.

Section 7.6. Selection of Arbiter - By Agreement

In regard to each case reaching Step 4, the parties will attempt to
agree on an arbiter to hear and decide the particular case. If the
parties are unable to agree to an arbiter within ten (10) workdays
after submission of the written request for arbitration, the
provisions of Section 7.7 Selection of Arbiter - From Arbitration
Panel shall apply to the selection of an arbiter.
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Section 7.7. Selection of Arbiter - From Arbitration Panel
Immediately following execution of this Agreement the parties will
proceed to compile a list and agree upon one (1) permanent panel of
arbiters, for life of the agreement. Each panel shall be comprised of
five (5) arbiters and, insofar as practicable, the arbiters on each
panel shall be located in the general vicinity of the location
identified with the title of their panel. If a case reaches Step 4, and
the parties are unable to agree to an arbiter within the time limit
specified in Section 7.6, the case shall be heard and settled by an
arbiter on the panel geographically identified with the grievance, if
available. An available arbiter is one who is available to conduct a
hearing within sixty (60) days (unless mutually extended) after
expiration of the time limit specified in Section 7.6. Assignment of
cases to arbiters on each panel shall be rotated in the alphabetical
order of the last names of those available on the panel.

Section 7.8. Procedure Where Permanent Panel Arbiter Not
Available

In the event, as to any case, that there is no available arbiter on the
applicable Permanent Panel, the parties shall jointly request the
American Arbitration Association to submit a panel of seven (7)
arbiters. Such request shall state the general nature of the case
and ask that the nominees be qualified to handle the type of cases
involved. When notification of the names of the panel of seven (7)
arbiters is received, the parties in turn shall have the right to strike
a name from the panel until only one (1) name remains. The
remaining person shall be the arbiter. The right to strike the first
name from the panel shall be determined by lot.

Section 7.9. Arbitration - Rules of Procedure
Arbitration pursuant to Step 4 shall be conducted in accordance
with the following:
A. The arbiter shall hear and accept pertinent evidence submitted
by both parties and shall be empowered to request such data
as he deems pertinent to the grievance and shall render a
decision in writing to both parties within fifteen (15) days
(unless mutually extended) of the completion of the hearing.
B.The arbiter shall be authorized to rule and issue a decision in
writing on the issue presented for arbitration, which decision
shall be final and binding on both parties.
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C.The arbiter shall rule only on the basis of information
presented in the hearing before him and shall refuse to receive
any information after the hearing except when there is mutual
agreement, in the presence of both parties.

D.Each party to the proceedings may call such witnesses as may
be necessary in the order in which their testimony is to be
heard. Such testimony shall be limited to the matters set forth
in the written statement of grievance. The arguments of the
parties may be supported by oral comment and rebuttal.
Either or both parties may submit written briefs within a time
period mutually agreed upon. Such arguments of the parties,
whether oral or written, shall be confined to and directed at the
matters set forth in the grievance.

E. Each party shall pay any compensation and expenses relating
to its own witnesses or representatives.

F. The Company and the Union shall, by mutual consent, fix the
amount of compensation to be paid for the services of the
arbiter. The Union or the Company, whichever is ruled against
by the arbiter, shall pay the compensation of the arbiter
including his necessary expenses.

G.The total cost of the stenographic record (if requested) will be
paid by the party requesting it. If the other party also requests
a copy, that party will pay one-half of the stenographic costs.

Section 7.10. Extension of Time Limits by Agreement

Time limits designated in this Article 7 for processing grievances
and for bringing a matter to arbitration may only be extended by
mutual written consent.

Section 7.11. Agreement Not to be Altered

In arriving at any settlement or decision under the provisions of this
Article 7, neither the parties nor the arbiter shall have the authority
to alter this Agreement in whole or in part.

Section 7.12. Conferences During Working Hours
All conferences resulting from the application of provisions
contained in this Article 7 shall be held during working hours.
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Section 7.13. Business Representative, When Not Available, May
Authorize Designee

For any period that the Business Representative is unavailable to
serve in that capacity under this Article 7, he may designate an
accredited Steward or another accredited Business Representative
to act for him, as his designee. As to each such period of
unavailability, authorization of the designee will be accomplished by
the Business Representative informing the appropriate Company
Representative of the expected period of the Business
Representative’s unavailability and naming the designee. When the
Business Representative again is available to perform his duties
under this Article 7, he shall promptly notify the Company
representative of the fact and such notice will t