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SAFETY GLASSES MUST BE
PROPERLY WORN
AT ALL TIMES WHILE IN THE PLANT

REFORTING PROCEDURES

Hourly employees unahle to work must report by message
ar telephone, calling directly to the department to which you
are assigned. You should call in as soon as possible, but no
later than two {2) hours after the starting time of your shift.

TO REPORT YOUR ABSENCE, CALL THE TELEPHONE
NUMBER ASSIGNED TO YOUR DEPARTMENT.

SHEET METAL:
550-A4/AS/ATIABIAS,
Too & Die 80506 ..................... 298-6580

CASE ASSEMBLY:
Cases 510/02/03/04/08/12/14/15/18; .
Ends 530-31; Modification 540-43; Lighting 580-80;
Light Duty 580-87; ang Color Conirof 530-98 . 298-6581

CUSTOM PRODUCTS/PACE/COIL & TUBE:
Coif & Tubs 520-22; PACE 500-071; and

Custom Products 550-53/64, ............. 298-6582
PAINT:

Paint 560-61. . ... ... ...l 298-6583

Paim560-57............ ... .. il 298-6585

PRODUCTION & INVENTORY CONTROL/FACTORY SERVICE:
Recelving 590-93; BMPS 590-95; and

Factory Service 590-97. .. ............. .. 298-6584
PRODUCT DISTRIBUTION {SHIPPING/TRAFFIC):

LY £ £ TS 298-6586
MAINTENANCE:
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AGREEMENT

This Agreement, dated December 23,
2000, is entered into by and between
Hussmann Corporation, Bridgeton, Mo.
(hereinafter referred to as the “Company”}
and the United Steelworkers of America,
AFL-CIO on behalf of its Local 9014 Union

{hereinafter referred to as the “Union”).

ARTICLE 1
Recognition of Union

Section 1. The Company recognizes the
Union as the collective bargaining represen-
tative of all hourly paid production and main-
tenance employees at the Company’s 12999
St. Charles Rock Read, Bridgeton, Missouri
Plant as certified by the NLRB, Case
14RCO063. Excluded from this unit are all
salaried, clerical and professional employees,
guards and supervisors as defined in the Act,
and all other employees.

Section 2. Company employees not in
the bargaining unit shall not routinely per-
form production or maintenance work except
in emergencies, unexpected absence situa-
tions, training, unforeseen business and on
other insignificant or minor occasions,

Section 3. Office employees shall be
considered and treated as office employees
regardless of the plant area in which they
physically perform their work.
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Section 4. The parties agree that in the
event new products or changed models of
existing products are being implemented by
the Company, non-bargaining unit members
may be used on production work for start-up
periods while de-bugging and start-up is being
accomplished.

ARTICLE 2
Purpose and Scope

Section 1. The parties recognize that the
successful day-to-day operation of a plant and
the attainment of efficiency rests with both
parties. Both recognize that attitudes of man-
agerial and bargaining unit people are impor-
tant to the attainment of harmonious rela-
tions and the maintenance of the Company’s
competitive position in its various markets.
Accordingly, both parties pledge their cooper-
ation in forthrightly administering this
Agregment.

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



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

ARTICLE 3
No Strike - No Lockout

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

In the event any member causes ot par-
ticipates in any of these prohibited acts, the
Union agrees to immediately instruct those
members involved to cease such unauthorized
conduct.

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



ARTICLE 4
Management Exclusive Rights

Section 1. Except as they may be par-

tially compromised by a specific provision
herein, the following Management’s rights
shall be absolute, and the decision authority
for these matters shall be exclusively that of

Management:

A. The right to make all plant and office
location decisions;

B. The right to determine the services to be
performed and products to be produced
or not produced;

C. The right to set and maintain standards
of workmanship and quality to be main-
tained;

D. The tight to schedule production;

E. The right to make il decisions as
equipmentt, tools and machines to be used;

E  The right to set and maintain methods,
processes and means of machining, han-
dling, assembling, servicing and repairing
all components and products;

G. The right to purchase, control and deter-

mine the use of all raw, semi-finished and
finished partsfmaterial to be used;



H. The right to determine any and all sub-
contracting decisions, production, main-
tenance and service;

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

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

K. The right to direct the workforce, includ-
ing but not limited to hiring, determina-
tion of hours and pay, assigning, promot-
ing, demoting, transferring, suspending,
laying off, disciplining, and discharging;

.. The right to cease deing business; partial-
ly or completely terminating operations;

M. The right to manage the Company as
Management deems best.

The above rights are among those vested
exclusively with Management.

ARTICLE 5
Union Membership/Check-Off

Section 1. Employees who have signed
Union membership cards, and employees
hired following the representation elecrion of
January 25, 1980, shall become and remain
members of the Union after completing sixty



{60) days of employment following the date of
this Agreement or the date of their employ-
ment, whichever is later.

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

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

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

Union dues deductions shall be made
weekly, and promptly remitted to the
International Treasurer of the Union, as
agreed, on a monthly basis.

The injtiation fee, as designated to the
Company by the Intemational Treasurer of
the Union, shall be .deducted by the
Company and remitted to the International



Treasurer in the same manner as dues are
collected.

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

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

ARTICLE 6
Union Representation

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

Union business and matters of non-griev-
ance nature shall be handled by Union repre-



sentatives “off-the-clock™.

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

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

Section 3. It is expected that in the usual
case grievance investigations, discussions and
meetings sanctioned by the Grievance
Procedure herein shall be conducted during
non-work time., When not practical, and
Company representatives schedule a meeting
during regular work time with a Union repre-
sentative(s), or in the case of Znd and 3rd



Step meetings, time lost from their regular
work shall be paid for at the affected employ-
ee's straight time rate and such cost shared
equally by rhe Company and the Union.
{Such time will be accounted for and the
Union billed monthly.)

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

Section 5. The Union’s International
Representative shall have access to the
Company's plant during working hours pro-
vided he makes prior arrangements for such
visits with [ndustrial Relations.

Section 6. Local Union officers,
Stewards, Committee members, and Union
witnesses shall be excused from work upon
proper notification by the Union and
approved by the Company, so long as no pro-
duction inconveniences will be caused by
such absences. The Union agrees to cooper-
ate with the Company in holding such activ-
ity to a minimum.

Section 7. Upon approval by the
Company, a Leave of Absence may be grant-
ed to those employees who request such a
leave to take employment with the Union.
These employees shall continue to accumu-
late seniority for the first twelve (12) monrhs
of the Leave, at which time the employee’s



seniority will be considered “frozen” and
retained. However, the employee’s uninter-
rupted total time with the Company will be
considered for vacation and pension eligibili-
ty. Application for renewal of the Leave of
Absence must be done each twelve months
and approved by the Company. For the first
twelve (12) months the Company will pro-
vide Medical benefits {employee must pay any
employee required contribution). All other
benefits will be paid for by the employee.

ARTICLE 7

Grievance Procedure

Section 1. The parties desire that com-
plaints and grievances be settled whenever
possible by the supervisor and the employ-
ee(s) in the Cost Center where the complaint
originates.

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

STEP 1. An employee who believes he has
suffered a grievance shall within five (5} days
after the incident upon which the grievance is
based, meet and discuss the matter with his
SUpervisor in an attempt to arrive at a satis-
factory settlement. The departmental shop
steward may be present during this discussion
as the aggrieved employee may elecr. Any
settlement reached at this stage is non-prece-
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dent setting and shall be viewed as settlement
for the instant incident only. If no satisfacto-
ry settlement is reached in Step 1, the griev-
ance may be reduced to writing in quadrupli-
cate citing the specific Article and Section of
the Agreement believed to be violated,
together with the necessary specific informa-
tion to accurately state the case. The griev-
ance shall then be signed by the aggrieved
employee and his departmental shop steward.
In the absence of this regular departmental
steward, a readily available departmental
steward, or next, a Union Officer, may sign
the grievance. The written grievance must
indicate that Step 1 was fulfilled.

STEP 2. The original and three (3) copies of
the grievance shall be presented to the
Industrial Relations Department within seven
(7) working days of the incident, who shall,
within five {5) working days, schedule a Step
2 meeting. Distribution will be made as fol-
lows:

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

(4) Goldenrod to supetvisor

Present at this Step 2 meeting shall be the
grievant; the department Shop Steward or, in

1



his absence, the Union official who signed the
grievance; the Chief Shop Steward or, in his
absence, the Assistant Chief Shop Steward;
the Local Union President, and no more than
two {2) Grievance Committee persons, and
Company representatives. The Company
shall answer in writing within ewo (2) work-
ing days following the Step 2 meeting.

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

Such meetings will be scheduled by Industrial
Relations and held within fifteen (15) work-
ing days of the appeal.

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

The Company’s final position will be commit-
ted to writing within ten (10) working days of
the 3td Step meeting and appropriately dis-
seminated to the Union.

12



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

Section 2. In the event no satisfactory
settlement of the grievance is reached in Step
3, the grievance may be referred by the
Union to arbitration by means of the follow-
ing procedure:

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

By mutual agreement, one Arbitrator
may hear multiple grievances, including simi-
lar grievances, same issue.

The Arbitrator shall be limited to deter-
mining questions involving the interpretation
or application of the terms of this Agreement,

13



and any agreement made supplementary here-
to. He shall have no authority to add to, or
subtract from, or to change any of the terms of
this Agreement, including existing wage rates.

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

The decision of the Arbitrator shall be final
and binding upon the Company, the Union and
all employees covered by this Agreement.

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

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

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

Section 5. In the event an employee

dies, the Union may process grievances on
behalf of, and with the writren consent of the

14



executor ot administrator of, his estate wirh
respect to any benefits or monies due under
any provision of this Agreement.

ARTICLE 8
Rules - Discipline - Discharge

Section 1. The Company reserves the
exclusive right to create reasonable plant rules
and compel their observance.

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

the Local President.

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

Section 2. The maintenance of disci-
pline and the full power of dismissal shall
remain with the Company. Alleged instances
of discipline and discharge withour cause are
subject to grievance. When the Director of
Human Resources or a designee conducts an
investigatory interview with an employee
who has been suspended pending investiga-
tion, the Company will ask the employee if
they want Union Representation.

15



Section 3. In all instances of discipline,
suspension or discharge, a copy of the
Disciplinary Action Report Form will be
given to the employee involved, and a Union
Representative promptly notified.

Section 4. In some instances of rules or
contract violations, the employee violator
will be suspended without pay pending inves-
tigation of the facts and final determinarion of
penalty up to and including discharge. A rea-
sonable attempt shall be made by the
Company to make a final determination
within five days of the suspension pending
investigation, excluding Saturdays, Sundays
and holidays, unless extenuating circum-
stances are involved.

In all discharge cases, if unjustifiable
Company action is alleged, a grievance must
be filed in writing within five (5) working
days, and will enter the grievance procedure
in Step 2. At this Step 2 meeting, the griev-
ant may be available to make a statement in
his behalf. If the case proceeds to Step 3, the
grievant may attend the meeting upon request
of the Union to again make a brief statement
on his own behalf.

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

16



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

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

ARTICLE 9
Seniority - Layoff

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

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

Section 2. All new employees shall be
regarded as probationary employees for the
first sixty {60) calendar days of employment,
during which time the employees may be dis-
ciplined up to and including discharge with or
without cause and such disciplinary action

17



will not be subject to the Grievance and
Arbitration provision of this Agreement, and
without redress from the Union.

Section 3. Senicrity ranking of employ-
ees hired on the same date shall be deter-
mined by the lowest clock number assigned.

A copy of the plant and department sen-
jotity lists shall be posted in the plant and
updated monthly. The Local Union shall be
furnished two copies of both lists.

Section 4. Only continuous service will
be credited toward seniority. Seniority and
the employeefemployer relationship shall ter-
minate if:

A. The employee quits.

B. The employee is discharged and the dis-
charge is not reversed through the
Grievance Procedure.

C. The emplovee fails to return to work fol-
lowing recall per Section 9, this Article.

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

E. The employee gives false reason for a

18



leave of absence, over-stays a leave, or
engages in other employment during a
leave.

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

The employee is retired.

An employee is not in active employ-
ment with the Company for a continuous
twenty-four {24) month period.

An employee has been on a continuous
eighteen (18) month leave for sickness or
accident.

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

Individuals who are employed after ter-

mination caused by any of these reasons will
be considered new employees.

Section 5. It is the desire of the

Company to transfer or promote to better jobs
the employees who demonstrate the skill,
ability and capability to perform such jobs,

Skill and ability to perform the work

required will be considered by the Company
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in making promotions, transfers, layoffs, and
call-backs, Where skill and ability to perform
are judged relatively equal by the Company,
seniority will govern.

Section 6. In the event business condi-
tions necessitate a reduction in production
schedules, temporary interruptions may result
in a reduced work week. Cut-backs and
reductions will be confined to the Cost
Center on the affected shift. If a partial crew
is retained, the employee with the least sen-
jority within the over-manned Cost Center
shall be the first laid off, presuming fully qual-
ified, more seniot employees are readily avail-
able ro be assigned the necessary work.

When employees affected by 2 reduced
work week are transferred or assigned by
Management to perform available work in
other Cost Centers in their department and
shift, such transfers or assighments shall be
afforded to senior employees provided the
senior employees are fully qualified.

Section 7. If it is expected that a reduc-
tion in production may last no more than ten
(10) consecutive normal work days, then the
short-term layoffs, andfor cutbacks and reduc-
tions will be confined to the Cost Center on
the affected shift. Under these conditions,
the least senior employee within the over-
manned Cost Center will be placed on layoff,
provided fully qualified, more senior employ-
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ees are readily available to be assigned the
necessary work.

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

Section 8. If Management anticipates a
layoff to last longer than ten (10) consecutive
normal work days, then reductions and cut-
backs will be made on a departmental basis,
with the least senior employee in the reduced
Labor Grade displacing the least senior
employee he is fully qualified to displace on
the shift in the next lower Labor Grade, and
so on, but not below the Labor Grade 1] level.
Employees not reassigned in accordance with
this procedure shall then be reassigned to dis-
place the least senior Labor Grade II employ-
ee in the Case Components and Paint
Department or the Case Assembly
Department known as 510-540, first on the
shift, or mext irrespective of shift, except in
the positions of Electrician, Foam Machine
Operator, Vacuum Forming Operator and
Powered Industrial Equipment Operator, pro-
viding they can efficiently perform the neces-
sary work with reasonable orientation.
Employees with prior demonstrated job relat-
ed experience who have not been disqualified

21



can also displace a less senior employee in the
above referenced four specific positions pro-
viding they can efficiently perform the work
with reasonable orientation. The displaced
employee will then displace the least senior
Labor Grade 1 employee in the plant, on the
shift; next, in the plant, irrespective of shift.
If a reduction is initiated at the Labor Grade [
level, the least senior Labor Grade [ in the
plant shall be assigned to displace the least
seniot Labor Grade [1 employee in the above
mentioned two departments, first on the shift,
ot next irrespective of shift, provided the dis-
placed Labor Grade 1 employee can efficient-
ly perform the necessary work with reasonable
orientation. The displaced employee will be
placed on layoff.

Section 9. Laid-off and reduced employ-
ees, including those assigned to the Case
Components and Paint Department or the
Case Assembly Department known as 510-
540 in accordance with Section 8, shall be
restored, reassigned, or recalled in line with
their seniority and qualifications priot w pro-
motional opportunities being offered for bid
ot new employees being hired.

If, following the layoff and recall proce-
dure of Secrions 8 and 9, an employee is
moved to a shift different than the employee
had prior to the most recenr layoff and subse-
quent recall, the employee shall be transferred
to his pre-layoff shift provided he makes writ-
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ten request to his present supervisor within
ten (10) working days of the recall, and fur-
ther provided there is a junior qualified
employee available for transfer from the
desired shift within the department.

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

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

A recalled employee is expected to
immediately notify the Company of his inten-
tion to return to work.

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

Section 10. The Company will consider

members of the Union for appointment to
supervisory and other jobs which are excluded

23



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

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

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

ARTICLE 10
Promotion Procedure

Section 1. When vacancies believed to
be permanent in Labor Grades [ through VII
(except Leader-type positions if established by
the Company) exist which management
deems necessary to be filled, then reduced
qualified employees shall be retumed 1o their
Labor Grade. If additional vacancies exist,
the Company will post notice of the opening,
setting forth the Labor Grade, primary duties
to be performed, pay range, location of job,
shift and necessary qualifications. Notices
shall remain posted for a minimum of forty-
eight (48} consecutive houts.

Eligible employees who believe them-
selves qualified for the promotion and who
desire to make application may do so by
obtaining an Application for Promotion from
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their Supervisor and completing the form in
triplicate. The employee should then go over
the application with his Supervisor, who will
complete the form, return the employee’s
copy to him, and submit the original copy of
the application to the Personnel Department
ne later than the end of his shift.

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

As a matter of communication, the Chief
Steward will be given the following:

a) Copy of Promotional Opportunities posted.
b) Copy of Application for Promotion.

c) Copy of Job Award/Promotion announce-
ment.

d) Copy of Promotional Opportunities can-
celled and posted.

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

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

Section 3. Employees may apply for jobs
in a higher Labor Grade which have a pay
advantage or for jobs in the same Labor Grade
which are on a shift which is advantageous 1o
the employee. An employee shall not be
allowed to make more than one lateral Labor
Grade move in a six (6) month period. An
employee may not bid to a shift change more
than once in a six {6) month period in the
same Labor Grade. Employees with a mini-
mum of 10 years seniority may be allowed one
down bid in a two year period. However, the
Company may limit the number of down bids
to 10% of each Labor Grade, Cost Center and
shift, equally distributed over a 12-month
period.

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

Labor Grade.
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Section 4. Eligibility for promotion, qual-
ifications for the promotional opening,
demonstrated ability and seniority shall be fac-
tors considered for promotion. Ability shall be
based on present and past job petformance.

Section 5. When an employee is pro-
moted to a position ot vacancy under the pro-
vision of this Article and it develops that the
etployee is not capable of handling the posi-
tion as determined by Management, he may
be entitled to retumn to his former Labor
Grade, provided a full-time opening exists for
which he is fully qualified. Otherwise, he may
be assigned to a lesser Labor Grade where a
full-time opening exists for which he is fully
qualified. If no full-time openings exist, he
shall then displace the least senior Labor
Grade [ in the department on the shift; next,
on the shift in the plant; next, in the plant.

When an employee is promoted to a new
position and if within thirty (30) days, it is
mutually agreed that the employee is not
capable of handling the position, the employ-
ee will be returned to his former Labor Grade
displacing the least senior employee, and so
on. In this situation, the employee will be
viewed as “disqualified” and not eligible to bid
again for a twelve (12) month period.

In certain extraordinary siwations, an

employee may be transferred to a lower Labor
Grade by mutual agreement of the parties.
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Section 6. The Company reserves the
right to appoint leadpersons, when such
action, in the opinion of the Company, is nec-
essary. Selection will be made on the basis of
individual ability and leadership because their
duties are of a minor supervisory nature.
However, the Company shall not appaoint any
employee to the position of leadperson with
less than five (5) years seniority. Furthermore,
with regard to leadpersons with less than five
{5) years seniority, the Company shall nat use
the skill and ability clause of Article 9,
Section 5 to protect them from layoffs of
longer than ten (10} consecutive normal
work days. The Company may eliminate or
change leadpersons as it sees fit without
regard to the Union.

Leadpersons shall be offered production
work overtime in their assigned Cost Center
provided they are fully qualified and further
provided there is a fair and equitable distribu-
tion of overtime within their Cost Center.

Section 7. Temporary assignments shall
not exceed thirty {30) consecutive work days
unless such an assignment is a result of an
employee who is off for an approved leave.
Temporary assignments are not intended to
circumvent the Promotion opportunities to
vacancies believed to be permanent. When a
temporary transfer involves a shift change,
the transferred employee will be the junior
qualified employee from the selected Cost

29



Center provided the remaining employees are
fully qualified to perform the required work.

ARTICLE 11
Hours and Overtime

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

Forty (40) hours per week, five consecu-
tive days, shall constitute a normal week’s
work. Ordinarily, for most employees, the reg-
ular wotk week will be Monday through Friday.

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

Ordinarily, the regular work day shall
start between 5:30 a.m. and 8:00 a.m. for the
first shift; 3:00 p.m. to 4:00 p.m. for the sec-
ond shift; and 13:30 p.m. to 12:00 midnight
for the third shift. In the event circumstances
make it necessary to deviate from this regular
schedule, management will attempt to resolve
any hardship cases.

When additional shifts are required to
meet production demands, that determina-
tion will be made by management for each
affected Cost Center. When it is necessaty to
operate (3} shifts per work day, the following
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may be observed: !

A.

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

A twenty {20) minute paid lunch shall
be provided during the normal shift.

Starting times for shifts shall be deter-
mined by Cost Centet and communicat-

ed in advance to the employees.

Section 2. One and one-half (1-1/2)

times the employee’s regular straight time
houtly rate of pay shall be paid for:

A,

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

Hours worked in excess of forty {40} in
one work week. All paid hours or
unscheduled hours will be credited as
hours worked for purposes of this section.
This includes time off for approved offi-
cial Union business and time on active
militaty reserve duty.

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

Hours worked on the seventh day in one
week, provided the employee has worked
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all the hours for which he is scheduled
the preceding six (6) days.

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

Section 4. Management will give as
much advance notice as passible to schedule
overtime. In cases of late notice (less than
four (4} hours for incidental; less than twen-
ty-four (24} hours for weekend or holiday),
such overtime will not be compulsory.

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

Weekend andfor holiday overtime
opportunities will be equitably distributed
among the fully qualified emplovees in the
same Cost Center on the shift where the work
is scheduled. The Company will maintain a
weekend overtime tracking system to begin
January 1 of cach year. The overtime tracking
systern list will be avallab[e to employees and
the Ulnion for review.
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NOTE: Parties verbally agree to initiate this
change as of April 1, 2001.

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

Weekend overtime preceding an employ-
ee’s approved one week vacation will not be
compulsory.

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

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

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

ARTICLE 12
Wages

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

Section 2. All employees will be subject
to and limited to the rates of pay in the Wage
Appendices of this Agreement. Seniority
employees who are promoted to a higher
Labor Grade will receive the appropriate cor-
responding Time Progression Rate (TPR) for
their new Labor Grade. Likewise, a demotion
will result in wage reduction to the appropri-
ate corresponding Time Progression Rate
{TPR) in the lower Labor Grade. For exam-
ple, an employee receiving a Grade I - 18 mo.
TFR who is promoted to Grade [ will receive
the Grade Il - 18 mo. TPR; an employee
receiving a Grade IV - 30 mo. TPR who is
demoted to Grade 1 will receive the Grade I -

34




30 mo. TPR. An employee will be credited
with progression step time in the previous
Labor Grade in promotional and demotional
situations. The Company reserves the right
to hire within the Minimum/Maximum
ranges of the Labor Grades. Only time spent
actively working will be considered in accru-
ing progression step time.

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

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

The Company will notify the Union’s
Local President in writing of significant addi-
tions or deletions to the overall scope of
duties changed within a Labor Grade.
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Section 5. A premium of $0.50/hout
shall be paid for each hour actually worked on
a night shift to an employee who is regalarly
assigned to a night shift.

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

Section 7. Pay checks shall be available
for second shift employees on Thursday, and
all other employees not later than Friday of
each week. No more than one week’s pay
shall be held back in any pay period.
Vacation checks will be made available o
employees immediately prior to their leaving
for vacation time off.

Section 8. Group Leaders/Leadpersons
designated by the Company shall be eligible
for at least $0.15/hour additional.

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

Employees temporarily assigned to per-
form a job in a lower Labor Grade shatl con-
tinue to receive their regular pay rate unless
such assignment is designated as permanent.
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ARTICLE 13
Vacations

Section 1. Seniority employees within
the Barpaining Unit shall receive vacation
with pay according to the following table:

Length of Service on Workdays
Emplovee’s Employment Off For

Anniversary Date Vacation
1 year 5
2 years through 7 years 10

8 years through 16 years 15
17 years through 24 years 20
25 years 25

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

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

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

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

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

Section 5. In the event that vacations
can be scheduled on a staggered basis, insofar
as deemed practicable by the Company, pref-
erence on the choice of vacation time off will
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be made by Cost Center on the basis of sen-
jority with the Company by February 15 of
each year. Normal vacation scheduling will
include inventory periods.

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

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

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

1) Reduced work week per Article 9,
Section 6, at the employee’s oprion,

2) Requests made by the end of the employ-
ee's prior shift with the Supervisor’s
approval.

ARTICLE 14
Holidays

Section 1. The following holidays shall
be observed as paid days for employees who

have seniority on the date the holiday occurs,
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regardless of the day of the week on which
they fall, providing the employee qualifies:

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

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

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

B. When one of the above enumerared hol-
idays falls within the vacation shutdown,
the Company may designate the last
watk day before the shutdown or the first
work day following the shutdown as the
holiday.

C. When one of the ahove enumerated hol-
idays falls within an employee’s vacation

period and he is absent from work during
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his regular scheduled work week because
of such vacation, holiday pay will be
given in addition to the vacation pay.
The vacationing employee may arrange
to be off the day before or after his vaca-
tion by mutual agreement with his super-
visor. If the day before or after the vaca-
tion is not scheduled, this day off without
pay may be scheduled by mutual agree-

ment at another time during the vaca-
rion year.

D. No holiday pay will be paid any employ-
ee on layoff or on any leave of absence,
excluding a scheduled reduced work
week,

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

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

Section 3. In the event a holiday falls on
a Sawurday or Sunday, it may be celebrated on
a designated regular work day preceding or
following the holiday weekend, as may double
holidays that fall on a weekend.
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ARTICLE 15
Insurance

Section 1. Seniority employees are eligi-
ble for enrollment in a Company-paid insur-
ance program effective ninety (90} days fol-
lowing the date of hire. An outline of the
program is as follows:

Effective January I, 2001, Life Insurance
in the amount of $21,000. (Will become
$22,000 effective January 1, 2002;
$23,000 effective January 1, 2003; and
$24,000 effective January 1, 2004.)

Accidental Death and Dismemberment
insurance in the amount of $21,000.
(Will become $22,000 effective January
1, 2002; $23,000 effective January 1,
2003; and $24,000 effective January 1,
2004.)

Effective January 1, 2001, a weekly sick-
ness and accident insurance benefit of
$265/week will be paid for a maximum of
26 weeks. (Will become $275/week on
January 1, 2002; $285/week on January 1,
2003; and $300/week on January 1,
2004.) Any benefits received or payable
from the Social Security Disability
Insurance Program and Retirement Plan
will be offset against any Weekly
Sickness and Accident insurance bene-
fits payable.
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Effective December 21, 1996, medical
benefits for hospital and surgical expens-
es incurred by the employee and qualified
dependents are provided under the
Hussmann Welfare Plan through United
Health Care Select Plus Plan. Any ben-
efits paid under this program will be coor-
dinated with any other group plan or
government plan so there will be no
duplication of coverage or payment.

Effective February 1, 1994, benefits for
dental expenses incurred by the employ-
ee and qualified dependents are provided
through a Delta Dental Plan. Any bene-
fits paid under this ptogram will be coor-
dinated with any other group plan or
govermment plan so there will be no
duplication of coverage or payment.

Specific details of these benefits and any

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

Section 2. Life Insurance, Accidental

‘Death and Dismemberment Insurance and
Medical Benefits will continue to the end of
the month following the month in which lay-
off starts. Weekly Sickness and Accident
insurance coverage will cease on the date of
layoff.
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Section 3. During the period of leaves of
absence, including military encampment,
granted by the Company, life insurance, acci-
dental death and dismemberment insurance
and medical benefits will continue. Weekly
Sickness and Accident Insurance coverage
will cease on the date the leave commences.

ARTICLE 16
Retirement Plan

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

A benefit of $31.00 a month for each
year of credited service will be the payable
benefit for employees retiring on or after
January 1, 2001; effective January 1, 2004,
will be $32.00 a month.

The Company will provide an opportuni-
ty to all Bridgeton houtly employees to partic-
ipate in a Company sponsored 401K program
with contribution rates of between 2-15% of
eligible eamings. Eligible eamings are defined
as base wages, overtime pay, shift differentials,
and vacation pay. Eligible hourly employees
are those who have one year’s active service in
which they worked at least 1,000 hours.
Employees may enroll at any time after their
eligibility date. Contributions will begin the
first payroll of the month after enrollment.
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ARTICLE 17
Bereavement-Funeral

I the event of the death of a spouse, son,
daughter, brother, sister, grandparent, grand-
child, mother-in-law, father-in-law, parent, or
step-parent of a seniority employee, the
employee shall be allowed three (3) consecu-
tive scheduled wotking days off with pay at
the employee’s regular straight time rate pro-
vided that the employes attends the funeral
or a memorial service and fumishes proof
thereof if requested by the Company, and fur-
ther provided that the Company shall not pay
for the employee's regulatly scheduled day off.

ARTICLE 18
Jury Duty

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

ARTICLE 19
Leaves of Absence

Section 1. Upon proper application, a
seniority employee may be granted a person-
al leave of absence of a complete work week
or more, but not exceeding ninety (90) days,
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and shall retain his seniority ranking, provid-
ing he does not work for another employer.
The employee will be required to apply any
unused vacation to the approved Leave of
Absence.

Section 2. Any employee may be grant-
ed a medical leave by the Company upon the
basis of facts and the presentation of a certifi-
cation from a doctor designated by the
Company or the presentation of a statement
from the employee’s doctor which, in the
opinion of the Company, satisfactorily states
adequate medical reasons necessitating the
employee’s absence from work.

It shall be the responsibility of the
employee on medical leave of absence to keep
the Company apprised of his status on a week-
ly basis, and to advise the Company in
advance of his availability for work promptly
following his release from the appropriate
physician and in accordance with instructions
from the Company [nsurance Department. It
is understood that an employee returning
from a medical leave of absence must be phys-
ically able to resume the performance of the
duties of his regular work assignment. The
Company will attempt to reinstate the
employee promptly following proper release.

Section 3. The Company and the

Union agree to comply with the Federal law
relating to the rights of employees who enter

46



the military service of the United States or
serve as active reservists.

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

ARTICLE 20
Health and Safety

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

The Company and the Union will coop-
erate in the continuing objective to eliminate
accidents and health hazards.

The Company shall continue to comply
with all Federal, State and Local provisions
and regulations for the safety and health of
the employees at the plant during the hours
of their employment, including reasonable
provisions for first aid, needed safety devices
and special protective equipment as it deems
necessary.
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It shall be the duty of all employees to
cooperate and assist in maintaining the plant,
equipmentr, and facilities in a clean, safe and
sanitary condition. Employees shall not mis-
use or deface the plant, equipment or facilities.

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

The Committec is comprised of three
representatives appointed by management
and four representatives appointed by the
Union with one of the Union members being
the President of the Local Union. The
Committee would meer up to twice each
morith “on-the-clock” for up to a total of four
hours.

Section 2. Once each month at a time
desipnated by the Company, departmental
supervisors will conduct a safety inspection of
the work area. For this inspection, the super-
visor will select an employee of thar wotk area
(rotating selection) to accompany him with a
view toward identifying hazards and main-
taining compliance of safety rules and proce-
dutes. A safery report form will be completed,
being signed by the Supervisor and the
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employee and turned in to the Safety
Manager. The employee will be given a copy
of this observation report.

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

An employee injured on the job will be
paid his regular straight time rate of pay for
the time lost receiving medical care on the
day of the accident.

If an injured employee is not able to
complete histher shift on the day of the acci-
dent as determined by authorized Medical
Doctor, the employee shall be paid his regular
straight time rate of pay for the remaining
hours of his regular shift for the day of the
injury only.

Section 4. At its discretion, the
Company may implement a “light duty” work
area for employees who are temporarily phys-
ically unable to perform their regular duties.
Such assignments will be tempered by the
employee’s condition and appropriate doctor’s
evaluation of the suitability of the available
work. Such assignments, when available,
shall be approved in advance by the
Company. Such temporary assignments will
represent exception to the Promotion article
and Seniority article. Employees assigned to
the “light duty” work area shal! maintain their
regular Labor Grade pay. Employees assigned
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to the “light duty” work area shall maintain
their shift provided they have the seniority to
do such and work is scheduled.

Section 5. Safety shoes must be worn by
all employees while in the Plant. The
Company shall provide each employee an
allowance of $40 per year for the purchase of
safety shoes.

The Company shall provide each
employee an allowance of $50 toward the put-
chase of safety glasses every two years.

ARTICLE 21
Official Union Bulletin Board

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

The purpose of these information boards
is to convey meaningful information such as
Union meetings, special official Union
announcements, absent use that is inflamma-
tory, inciting, abusive to employees or the
Company, or political in nature.
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ARTICLE 22

Non-Discrimination

Section 1. There shall be no discrimina-
tion for or against any employes because of
age, teligion, race, creed, color, disability,
national origin, or sex, or for the purpose of
evading the spirit of this Agreement.

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

ARTICLE 23
Validation

In the event this Agreement or any part
thereaf be rendered or declared invalid by rea-
son of any existing or subsequently enacted
legislation or by the decree of a court of com-
petent jutisdiction, all other portions of the
Agreement shall remain in full force and
effect.

ARTICLE 24

Closedown Effect - Severance Pay

Section 1. The Company agrees that it
will give notice to the Union of a decision to
permanently close all plant operations. Such
notice shall be in writing with a copy to the
Union in accordance with the WARN Act,
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Section 2. In event of plant closedown
for reasons of labor costs or otherwise, sole
obligation to the Union and employees shall
be limited to the requirement of Section 1 of
this Article, and fulfillment of the following
severance progtam.

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

B. Employees actively at work at the time
of the announcement of the decision to
terminate operations who have five (3) or
more years of continuous service shall
receive one (1) week’s pay (forty (40)
times his or her straight time hourly rate)
for each complete year of service beyond
five (5) w0 a maximum of ten (10) weeks’
pay, providing employee remains with the
Company until his or her services ate
terminated by the Company.

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

to this severance prograrm.

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

This Agreement shall be and remain in
full force and effect from December 23, 2000,
until Midnight on December 22, 2004, and
from year to year thereafter unless sixty (60}
calendar days notice shall be given in writing
by Certified Mail by either party to the other
party prior to Midnight on December 22,
2004, or any annual renewal date thereafter, of
its desire to amend, modify, or terminate this
Agreement. Such notice by either party shall
cause this entire Agreement to terminate on
the respective expiration or anniversary date.

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

FOR THE COMPANY FOR THE UNION
Henry C. Cernansky ~ George E Becker
Glenn L. Compton ~ Leo W. Gerard
Richard A. Kurt Richard H. Davis
Linda M. Macchia Leon Lynch
Glennon ). Miller David A. Foster
Larry W. Parson Jetry A, Kearns
Louis T. Stralka Gary E. Reay
Brenda M. Singleron
James W. Moore
Donald R. Gant
Delmer D. Compton, Jr.
William E. Mister
Donald Chester
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WAGE APPENDIX
NORMAL PERFORMANCE TIME PROGRESSION RATE
Effective Date 12/23/00

LABOR

GRADE Start 6 Mo. 12 Me. 18 Mo. 24 Mo. 30 Mo. 36 Mo.
Grade | $11.45 $11.98 $12.51 $13.03 $13.58 $14.14 $15.15
Grade |l 11.63 1217 12.71 13.25 13.81 14.38 15.40
Grade | 1.77 12.32 12.87 13.42 13.99 14.57 15.60
Grade IV 11.98 12.54 13.11 13.67 14.26 14.85 15.90
Grade V 12,19 12.77 13.35 13.93 14.53 15.14 16.20
Grade Vi 12.40 12.99 13.59 14.18 14.80 15.42 16.65

Grade VII 12.61 13.22 13.83 14.44 16.07 15.71 16.95
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WAGE APPENDIX
NORMAL PERFORMANCE TIME PROGRESSION RATE
Effective Date 12/23/01

LABCR

GRADE Start 6 Mo. 12 Mo. 18 Mo. 24 Mo. 30 Mo. 36 Mo.
Grade | $11.95 $12.48 $13.01 $13.53 $14.08 $14.64 $15.65
Grade i 12.13 12.67 13.21 13.75 14.31 14.88 16.90
Grade it 12.27 12.82 13.37 13.92 14.49 15.07 16.10
Grade IV 12.48 13.04 13.61 14.17 14.76 15.35 16.40
Grade V 12.69 13.27 13.85 14.43 15.03 15.64 16.70
Grade VI 12.80 13.49 14.09 14.68 15.30 15.92 17.15

Grade Vi 13.11 13.72 14.33 14.94 15.57 16.21 17.45
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WAGE APPENDIX
NORMAL PERFORMANCE TIME PROGRESSION RATE
Effective Date 12/23/02

LABOR

GRADE Start 6 Mo. 12 Mo. 18 Mo. 24 Mo. 30 Mo. 36 Mo.
Grade | $12.45 $12.98 $13.51 $14.03 $14.58 $15.14 $16.15
Grade 3 12.63 13.17 13.71 14.25 14.81 15.38 16.40
Grade 1l 12.77 13.32 13.87 14.42 14,99 1557 16.60
Grade IV 12.98 13.54 1411 14,67 15.26 15.85 16.90
Grade V 13.19 13.77 14.35 14.93 15.53 16.14 17.20
Grade VI 13.40 13.99 14.59 15.18 15.80 16.42 17.65

Grade VI 13.61 14.22 14.83 15.44 16.07 16.71 17.95
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WAGE APPENDIX
NORMAL PERFORMANCE TIME PROGRESSION RATE
Effective Date 12/23/03

LABOR

GRADE Start 6 Mo. 12 Mo. 18 Mo. 24 Mo. 30 Mo. 36 Mo.
Grade | $13.00 $13.53 $14.06 51458 . $15.13 $15.69 $16.70
Grade Il 13.18 13.72 14.26 14.80 15.36 15.93 16.95
Grade Il 13.32 13.87 14.42 14.97 15.54 16.12 17.15
Grade IV 13.53 14.09 14.66 15.22 1581 16.40 17.45
Grade V 13.74 14.32 14.90 15.48 16.08 16.69 17.75
Grade VI 1395 14.54 15.14 15.73 16.35 16.97 18.20

Grade Vil 14.16 14.77 15.38 15.99 16.62 17.26 18.50



Hussmann Corporation

HUSsSmMmAan n. 12960 8t. Charles Rock Read
Bridgeton, MO 63044-2433
(314) 201-2000

December 21, 2000
LETTER OF UNDERSTANDING

Mr. Jerry A. Keamns

Staff Representative

United Steelworkers of America
3362 Hollenberg Drive
Bridgeton, MO 630442477

Dear Mr. Kearns:

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

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

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

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

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

5. The administration and approval process of the program will be
zun in accordance with HR policy D-11.

6. In the event of 2 company initiated wotk schedule change,
non-tefundable fees will be reimbursed.

Sincerely,

Richard A. Kurt

Directot, Human Resources

@
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Hussmann Corporation

HUSSMAN w 12999 St Charles Rock Road
Bridgeton, MO 63044-2433
(314) 291-2000

December 21, 2000
LETTER OF UNDERSTANDING

Mr Jerry A. Kearns

Staff Representative

United Sreelworkers of Arnerica
3362 Hollenberg Drive
Bridgeton, MO 63044-2477

Dear Mr. Kearns:

During the 2000 negotiations, the parties agreed that if an
employee were awarded back pay per Article 8, Section 5, the
Company would administer the issee of Unemployment
Compensation consistent with the arbitration of Raymond
Roberts regarding Grievance Ne. 81-33 dated June 26, 1981,

Sincerely,

Rickard A Kurt
Director, Human Resources

(3
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Hussmann Corporation

“ussmn“.“ 12999 St. Charles Rock Road
Bridgeton, MO 63044-2483
(314} 291-2000

Decernber 21, 2000
LETTER OF UNDERSTANDING

Mr. Jerry A. Kearns

Staff Representarive

United Steelworkers of America
3362 Hollenberg Drive
Bridgeton, MO 630442477

Dear Mr. Keatns:

During the 2000 negotiations, the Company agreed to provide
the following informarion regarding Union membership:

—

. Provide a monthly listing to show the names of active Union
employees for whom the Company has not deduceed Unien
dues, This Yist will include the employee’s name, monthly gross
eamings, and hours worked.

~

On a quarterly basis, provide a computer printout listing in
alphabetical order of names, addresses, and Social Security
numbers of al} bargaining unit members.

b

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

Sincerely,

Richard A. Kust
Director, Human Resources

19
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Hussmann Corporation
HUSEMA n “. 12999 St. Charles Rock Road

Bridgeton, MO 63044-2483
(314) 291-2000

December 21, 2060
LETTER OF UNDERSTANDING

Mr. Jerry A, Kearns

Staft Representative

United Steelworkers of Ametica
3362 Hollenberg Drive
PBridgeton, MO 63044-2477

Dear Mr. Kearns:

During the 2000 contract negotiations, the Company agreed 1o
continue the concept of a full-time Union representative {Chief
Shop Steward). The Union representative will be assigned to the
first shift.

This representative will be tesponsible to resolve complaints at
the lowest possible level and to continue to imprave and foster
positive Union/Company refations.

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

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

Sincerely,

Richard A. Kurt

Director, Human Resources

18
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* Hussmann Corporation
HUsSSMANN 12999 St. Charles Rock Road
Bridgeton, MO 63044-2483
(314) 291-2000

December 21, 2000

LETTER OF UNDERSTANDING

Mr. Jerry A Kearns

Staff Representative

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

Dear Mr. Kearns:

During the 2000 negotiations, both parties discussed the issue of
temporary transfer of qualified employees into the Sheet Metal
Department from other departments in order to meet increasing
Sheet Metal manpower requirements during the busy season.
The parties have agreed to the following selection and assignment
criteria when management expects this temporary transfer to
exceed thirty (30) days:

1. The Company shall first ask for qualified volunteers.

2. The Company shall then select juniar qualified employees by
department providing the remaining employees in said depart- !
ment can perform the required work in that department. |

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

Sincerely,

Richard A. Kurt
Direcror, Human Resources

13
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Hussmann Corporation

“ussmnnn. 12999 St, Charles Rock Road
Bridgeton, MO 63044-2483
(314) 291-2000

December 21, 2000

LETTER OF UNDERSTANDING

Mr. Jerry A. Kearns

Staff Representative

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

Dear Mr. Kearns:

During the 2000 ne%onam)ns. bmhfpanis discussed the importance of
resolving pay check shortages. requested by the employee, the
Company will issue a special check if the shortage is verified by the
supetvisar as eight (8) or more gross pay hours on a weekly pay check.

The schedule for issuing this check is as follows:

1. The first shift employee must notify the isor of the shorage on
or before five (5) hours prior to the end of his Friday shift. The spe-
cial check would then be available at the end of the shift on Friday.

2. The second shift employee must notify the supervisor of the

shortage
on of before the end of his shift on Thursday. The special check
would then be available at 4:00 p.m. on Friday.

3Theﬂurdshjﬁe must notify the supervisar of the shortage
enﬂgcgyeeshlﬁon}:ndaymonnng The special check
wnuld then be avallableby 100 p.m. on Friday.

4, Checks received on any other days because of holidays falling due
shall be treated in the same menmer 2s though it was a regular pay day.

In order ta meet the above-referenced requirements, it is understood
daatpaychedsfmf‘ustshlftshallbedmbuted within the fisst two (2)
hours of an employee’s shift.

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

Richard A. Kurr
Director, Human Resources

®
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* Hussmann Corporation
HUSSMANN 12999 S1. Charles Rock Road
Bridgeton, MO 63044-2483
(314) 291-2000

December 21, 2000
LETTER OF UNDERSTANDING

Mr. Jerry A. Keams

Staff Representative

United Steelworkers of America
3362 Hollenberg Drive
Bridgeton, MO 630442477

Dear Mr. Kearns:

During the 2000 negatiations, the parties discussed at great length the duties
and responsibilities of the Leadpetson position a5 referenced in Article 10,
Section 6, of the Agreement. In order to clarify chis issue, the following is a
List of major responsibilities of this position:

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

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

3. Interface with Expediting, Materials Control, Scheduling, Manufacturing
Engineering, Quality Assurance, etc. in the coordination of intradepart.
mental activity.

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

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

6 When ot performing Leadperson duties, perform. production work as
assigned,

Leadpersons are not responsible for:

1. Involved with fssuing discipline.

1. Diirect inpur and verification of payroll data to the Payroll system.
3. Giving “direct orders” to employees,

The Company has assured the Union that they will thoroughly investigate
any 2lleped abuse of the Leadperson position w0 resolve the issue.

Sincerely,
Richard A, Kurt @
Director, Human Resources -



Hussmann Corporation
HUSSMAN n. 12999 St. Charles Rock Road

Bridgeton, MO 63044-2483
(314) 291-2000

December 21, 2000

LETTER OF UNDERSTANDING

Mr. Jerry A. Kearns

Staff Representative

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

Diear Mr. Kearns:

Effective this date, it is the position of the Company that the use
of temporary employees conmmacted chrough an employment
agency does not fall under the category of sub-contracting as con-
remplated in Anicle 4, Section 1H of the current collective bar-
gaining agreement.

Sincerely,

Richard A. Kurt
Director, Human Resources

13
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‘ Hussmann Corporation
HUSSmMANN 12999 St. Charles Rock Road
Bridgeton, MO 63044-2483
(314) 291-2000

December 21, 2000

LETTER OF UNDERSTANDING

Mr. Jerry A. Kearns

Staff Representarive

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

Dear Mt Kearns:

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

Sincerely,

Richard A. Kurt

Director, Human Resources

13
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Hussmann Corporation
I-IIISBII‘II:IIII'I' 12999 5t. Charles Rock Road

Bridgeton, MO 63044-2483
(314) 291-2000

December 21, 2000
LETTER OF UNDERSTANDING

Mr. Jerry A. Kearns

Staff Representative

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

SUBJECT: COST CENTER MOVEMENT WITHIN A DEPARTMENT
EFFECTIVE DATE: JUNE 1, 1997

Dear Mr. Kearns:

During the 1996 contract nepotiations, the parties discussed the
importance of resolving issues pertaining o movernent of least senior
employees from Cost Center to Cost Center within a department.

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

1. When transferring Labor Grade I and Labor Grade I employ-
ees berween Cost Centers in the Case Assembly and Case
Components and Paint Departments, the Company shall
transfer the junior qualified employees except for the positions
as set forth in Article 9, Secrion 8§ .. Case Assembly
Electrician, Foam Machine Operator, Vacuum Forming
Operator and Powered Industrial Equipment Operator, provid-
ed fully qualified more senicr employees are available to per-
form the necessary work,

2. Both parties agree to meet and discuss any potential unforeseen
areas of conflice should they arise uoder chis Letter of
Agreement as it relates to fair and equitable treatment of
employees andfor the ability of the Company to reasonably
conduct efficient and productive production with the Plant.

Sincerely,

Richard A. Kurt aw
Ingmrnal-npd

Director, Human Resources
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Hussmann Corporation

HUSSMAN IT 12999 8t. Charles Rock Road
Bridgeton, MO 63044-2483
(314) 291-2000

December 21, 2000

LETTER OF UNDERSTANDING

Mr. Jerry A. Keamns

Staff Representative

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

SUBJECT: MAINTENANCE TECHNICIAN CERTIFICATION
PROGRAM

Dear Mr. Keamns;

During the 2000 contract negotiations, both parties agreed 10
continue the Maintenance Technician Certification Program per
Article 12, Section 4, of the Agreement. The specific job duties
are oytlined in the Maintenance Technicizn job description,

The specific criteria for this pesition is as follows:

1. Belection for Training - Employees will be setected for training

in accordance with Article 9, Section 11, of the Agreement.

2. Testing and Certification - Employees selecred will be required
1o pass a pre-tequisite evaluation before they begin the class-
room trining. In addition, an employee must successfully
complete the Performunce Evaluation requirement of the pro-
gram before hefshe starts the “Hands On” training. After com-
pletion of this training, the employee must pass the
Cenification requirement of the program before becoming a
successful bidder as a Maintenance Technician. Refer o the
actached document for more details regarding the Maintenance
Technician Certification Program.

®



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

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

4. Wage Rate - The Maintenance Technician job wiil be bid and
awarded per Arricle 10 of the Agreement. A successful bidder
must have successtully passed the Certification requirement of
the prograra.  Once the bid is awarded, the employee will be
assigned and paid as Labor Grade VII plus an adder of
$0.85/hour.

Sincerely,

Richard A. Kurt
Director, Human Resources
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Hussmann Corporation

HUSSMANN 12999 S1, Charles Rock Road
Bridgeton, MO 63044-2483
(314) 291-2000

December 21, 2000

LETTER OF UNDERSTANDING

Mz, Jerry A. Kearns

Staff Representative

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

Dear Mr. Kearns:

During the 2000 negotiations, the parties discussed issues involv-
ing working conditions during the summer months. Based on
these discussions, the Company comuits to conducting a study to
determine the feasibility and cost associated with improving the
flow of air through the shop. This study will be conducted by
August 31, 2001.

Sincerely,

Richard A. Kurt

Director, Human Resources

I8
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Hussmann Corporation

l-lllssllllll‘lll' 12999 St. Charles Rock Road
Bridgeton, MO 63044-2483
(314 291-2000

December 21, 2000
LETTER OF UNDERSTANDING

Mr. Jerry A, Keamns

Staff Representative

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

SUBJECT: CELL OPERATOR CERTIFICATION PROGRAM
Dear Mr. Kearns:

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

i : Once an employ-
ee has successfully completed the certification process for a Cell
(perator, the iollowing steps will be wker:

1. The newty certified employee shall be automatically promoted
to Labor Grade IV Cell Operator without a bid. The employ-
ee shall be assigned to the shift that the employee was on at the
time of the certification.

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

3. The kid shall be awarded to the senior qualified Labor Grade
IV Cell Operator on any shifi.  After the bid is awarded, the
Company shall have the right to transfer the junior qualified
Labor Grade 1V Cell Operator from the overmanned shift to
the undermanned shift. If no bid is awarded, nc transfer is nec-
essary.

4. Example A: Employee A, assigned to the first shift, is newly
certified and is automatically promoted ro Labor Grade TV Celt
Operator on the first shift. The Company posts a bid for a

aw
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Labor Grade [V Cell Operator on first shift. If Employee B, a
second shift senior quatified Labor Grade 1V Cell Operator,
bids for the first shift job, he shail be awarded the job. [f the
Company decides to fill the second shift vacancy made by
Employee B, Employee C, the junior qualified Labor Grade IV
Cell Operator on the first shift, shall be transferred to the sec-
ond shift to fill that vacancy. [f Employee A is the junior qual-
ified Cell Operator on first shift, Employee A shall be trans-
ferred o the undermanned shift.

Example B: Employees A and B, assigned to the first shift, are
newly certified and automatically promoted to Labor Grade IV
Cell Operators on the first shift. The Company posts a bid for
two Labor Grade 1V Cell Operators for the first shift.
Employee C, assigned to the second shift, and Employee D,
assigned to the third shift, are the two senior qualified bidders
and are awarded the ficst shift jobs. 1 the Company decides to
fill the two vacancies made by Employees C and D, Employees
E and F, the junior qualified Labor Grade IV Cell Operators on
the first shift shall be assigned 1o fill the vacancies on the sec-
ond and third shifts. The more senior employee of Employees
E and F shall have the oprion ta select the second or third shift.
The more junior employee shall be assigned to the remaining
undermanned shift.

5. Consistent with the Management's Rights ¢lause and long
standing past practice, the Company shall have the right w
determine manpower requirements on each shift and shali
have the right to permanently transfer junior qualified employ-
ees ta other shifts as needed.

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

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

Sincerely,

Richard A. Kurt
Director, Human Resources
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Hussmann Corporation
HUBBMHI’II’I’ 129%% S1, Charles Rock Road

Bridgeton, MO 63044-2483
(314) 291-2000

Decerber 21, 2000

LETTER OF UNDERSTANDING

Mr. Jerry A. Kearns

Staff Representative

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

Dear Mr. Kearns:

During the 2000 negotiations, the Company agreed that they will
pay the total premium for Medical/Dental coverage up to the
below listed maximums:
Single Coverage $166.62/month
Employee + | Dependent 315.94/month
Employee + 2 or More Dependents 46%.27/month

The Parties agreed any cost in excess of these amounts will be
shared equally by the Company and employees, except that the
maximum employee conertbution for MedicalDental coverage
shall not exceed the following:

uor 1 U 1480
Single Coversge  $15/month  $15/month $20/month $25/month

Employee + $30/month  $30/month $35/month  $40/month
1 Dependent,

Employee + $45/month  $45%/month $55/month  $65/month
2 of Mare
Dependents

Sincerely,

Richard A. Kurt

Director, Human Resources

@®
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Hussmann Corpovation

HuUssmanmw 12999 St. Charles Rock Road
Bridgeton, MO 63044-2483
(314) 291-2000

December Z[, 2000
LETTER OF UNDERSTANDING

Mr. Jerry A, Kearns

Staff Representative

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

Dear Mr. Kearns:

During the 2000 negotiations, the pasties discussed issues involv-
ing the delivery of food, beverage and snack services to the work-
force. Based on these discussions, the Company commits to the
foliowing:

1. Develop a process to track the rimeliness of food carts in the
delivery of the aforementioned services on the shop floor.

2. Establish sanitary standards which the Food Service provider

will follow.

3. On a trial basis, introduce vending machines to include items
such as soda, candy, snacks, and canned foods.

With regard to the vending service, it is understood thac should
problems occur, such as vandalism, debris from vending items on
the shop fToor, unauthorized absences from the work area, etc, the
Company retains the unilateral right to discontinue the vending
service.

The parties agree and understand that issues involving this letter
of understanding and all other food service issues will be between
the employee and the Food Service Contractor. In other words,
these are not matters for the grievance procedure. However, the
Company will meet with the Union on an as needed basis in an
effort 1o resolve any such issues.

Sincerely,

Richard A. Kurt
Director, Human Resources

®
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HUSSMANN CORPORATION

BRIDGETON PLANT
DEPARTMENTS/COST CENTERS
PRODUCT DISTRIBUTION
Staging AreafWarehouse 575-75
FACILIT] AINTENANCE
Maintenance 505-05
CASE COMPONENTS & PAINT
PACE 500-01
Coil & Tube 520.22
Ends 530-31
Cusrom Products 550-53
Custom Products - S.M. 550-54
New Paint Line 560-57
Paint 560-61
Lighting 580-80
Light Duty 580-87
SHEET METAL
Shearing 550-A4
Whistler 550-A5
Forming 550-A7
Cells 550-A8
Welding 550-A9

TOOLING & PROCESSING
Tooling 305-06
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ASE ASSEMBLY

Impact — Medium Temp 510-02
Impact -~ Wide Island 510-03
Impact — Reach-In 510-04
Impact — Frozen Food. W1 510-08
Self-Contained Deli 510-12
Deli 510-14
Impact - Deli 510-15
NF6 510-16
Foam 510-18
Meadification 34043
FACTORY SERVICE PARTS
Service Storeroom 590-97
PRODUCTION & INVENTORY
CONTROL
Receiving/Stores 590-93
Bare Metal Parts Storage 590-95
Color Control 590-98

12/21/00
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AGREEMENT

SUBSTANCE ABUSE POLICY
(INCLUDING DRUG TESTING)

The parties have apreed to the Substance
buse Policy  {including D Testin,
attached hereto, and incorporated by refer-

ence herein, and to the following items.

1. The Company agrees to pay for transporta-
tion costs to and from collection site at
which the drugfalcohol testing will be
administered,

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

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

Cut Cutoff
Amphetamines 1000 ng/m! 500 ng/ml
Barbiturates 300 ng/mi 100 ng/mt
Benzodiazepines 30 ngim! 100 ngfml
Cocaine 300 ng/ml 150 ng/ml
THC - Marijuana 100 ng/ml 15 ngfml
Opiates 300 ng/m! 150 ng/mi
PCP 25 ngfml 5 ng/ml
Methadone 300 ng/ml 100 ng/mi
Propoxyphene 300 ng/ml 100 ng/ml
Methaqualone 300 ng/ml 100 ng/ml

A blood alcohot {ethanol) level .04 g/dl or above is
considered positive.
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4. An employee sent for testing, pending the
test results, will be atlowed to report for
work the next day provided his supervisor
deems him fit for duty. The Company shall
maintain the exclusive right to make such
determination and such determination
shall not be subject to challenge through
the grievance procedure.

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

6. Only drugfalcobol related offenses after
March 22, 1990, will be considered for pur-
posed of administering the Substance
Abuse Policy. Prior related offenses will
still be considered part of the employee's
overall disciplinary record.

7. A refusal to take a drugfalcohol test will be
the equivalent of an admission of an alco-
hol/drug related rule viclation.

8. The Union reserves the right to challenge
the application of this Plan in each partic-

ular case.

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

10. Article 11T of said policy referring to pre-
employment drug testing was not a matter
of negotiations berween the parties.

11. To clarify the current policy, if rehabilita-
‘ tion is recommended that the employee

will follow the recommendation of the
immediate counselor.

f 12. Prior to an employee’s return from inac-
tive status of longer than 60 days, notifi-
cation of passing the Company’s standard
(equivalent to pre-employment) drug test
must be received. An employee who tests
positive under this provision shall be han-
dled in the same manner as employees
testing positive under reasonable cause.

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

14. The Company and Union will meet and

discuss the progress of the Substance
Abuse Program every six months.

79



15.

t6.

The parties agree that a Rule #10 viola-
tion will be deemed the same as a Rule
#11 violation. However, the employee in
violation of Rule #10 shall sign the same
Second Chance Agreement as the
employee who refuses to take a drugfalco-
hol rest.

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

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

ISSUE COF NEW

APPLICATION: All U.S. Locations
1. PREFACE

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

11. POLICY

This policy is a condition of employment
which all employees accepr by continuing
to work for Hussmann Corporation.

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

B. Any employee who is required to take a
drug test, under the provisions of this poli-
cy, and who subsequently tests positive for
illicic drugs, may face possible disciplinary
action up to and including discharge. He
or she may be required ro seek assistance as
a condition of his or her continued
employment.

C. Any employee who uses alcoholic bever-
ages or legal prescription drugs without
medical authorization during working
hours may face disciplinary action, up to
and including discharge. He/she may be
required to seek assistance as a condition of
continued employment.
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D. Employees must report to the Company
any conviction for violation of a criminal
drug statute in the workplace within five
(5) days of that conviction. A “convic-
tion” is defined as a finding of guilt
(including a plea of nolo contendere or no
contest).

II1. APPLICANTS FOR EMPLOYMENT

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

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

83



C. The drug screen will test for the presence

of:

Amphetamines { Amphetamines, Dextro-
amphetamines, Methamphetamines)
Cocaine (Benzoylecgonine)

Cannabinoids (Marijuana, hashish, hash oil,
THC}

Opiates {Heroin, Morphine, Codeine)
Phencyclidine {PCP)Barbiturates (Secobarbiral,
Pentobarbital, Phenobarbital,

Butabarbital) Benzodiazepine (Oxazepam, i.e.
Valium, Librium, Xanax)Methadone
(Methadone)

Methaqualone {(Methaqualone)
Propoxyphene (Propoxyphene,
Norpropoxyphene

D. Candidate drug screening will be per-
formed in conjunction with a required
physical examination. All final candidates
for employment with Hussmann will
undergo such an examination. The physi-
cian performing the examination will
determine if the applicant is currently
using prescription or non-prescription
medications which may affect the drug
screening. If the physician determines thar
this is the case, he may reschedule the drug
screen for a later date or take other appro-
priate measures to assure the validity of the
drug test.

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

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

LV. REASONABLE CAUSE

If management has a reasonable cause to
suspect that an employee has prohibited
drugs or their metabolites in hisfher system,
or alcohol in hisfher system to the extent
that it impairs his/her job performance, or
has exhibited symptoms of recent use, said
employee may be rteguired to submit to
urine, breath, andfor blood tests to deter-
mine if drugs, drug metabolites, or alcohol
are in the employee’s system.

A supervisor must be able to clearly articu-
late histher observations of suspected alco-
hol or drug use—or impairment from such
suspected use. Indications of use andfor
impairment from use of alcohol or drugs
include direct observation of use, changes in
appearance, performance, or behavior, espe-

83



cially after lunch or break, increased nerv-
ousness, and the odor of alcohol or other
drugs (e.g. marijuana) on the employee.
Other indications may include complaints
about the employee’s behavior and an
increase in accidents or injuries where alco-
hol or drug use is suspected.

A confirmed positive test may subject the
employee to discipline up to and including
discharge. [t may also require him/her to
participate in either a rehabilitation pro-
gram or an information and education pro-
gram, as recommended by the Company’s
Employee Assistance Program.
Participation in and completion of the rec-
ommended program will be a condition of
continued employment. The employee will
also be subject to unannounced follow-up
testing over a one year period, commencing
on the date the first test was confirmed as
positive. A second confirmed positive test
during that one year period will result in
immediate termination.

V. CONSEQUENCES OF TESTING
POSITIVE FOR_ DRUGS OR

ALCOHOL

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

. As a condition of continued employ-
ment, employees who are referred to the
EAP, whether inpatient or outpatient,
will be required to sign the agreement
attached as Exhibit A, Second Chance
Agreement. This agreement, among
other things, requires that the employee
follow all treatment recommendations,
allow the treatment program to disclose
information ro the Employee Assistance
Program regarding the employee’s treat-
ment, substance abuse, and its impact on
job performance, and that the employee
cooperate in unannounced follow-up
testing for a period of one year after
histher first positive test result. An
employee’s failure to adhere to any aspect
of the agreement or any subsequent posi-
tive test result within 12 months of the
first positive test will result in immediate
termination. This follow-up testing
requirement will apply, whether or not
the employee has been determined by the
Employee Assistance Program to be in
need of rehabilitation.
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V1. EMPLOYEE ASSISTANCE

PROGRAM

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

B. Supervisory Referrals An employee
who displays deteriorating job perform-
ance, faulty judgment, absenteeism, tar-
diness or behavior distuptive to normal
operations, should be confronted about
these observations and referred to the
Employee Assistance Program.
Supervisors should never attempt to diag-
nose personal problems or speculate on
the reasons for such employee behavior.

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

EAP referral.

Vil. CONSENT

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

VIIL FAILURE TO COOPERATE

An employee's refusal to submit o such
tests for alcohol or drugs, andfor 1o sign a
consent to rtelease information, will be
considered a refusal of a direct work order,
and will subject the employee to disci-
pline up to and including discharge.
Similarly, an employee's refusal to abide
by any of the requirements of the
Company’s Employee Assistance Program,
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including but not limited to cooperation
in follow-up testing, will result in immedi-
ate termination.

IX. LIMITATIONS QF THIS POLICY

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



Exhibit A

SECOND CHANCE AGREEMENT

[n consideration of the Company's willing-
ness to continue my employment,
II 3

agree:

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

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

3. if rehabilitation is recommended, to follow
my counselor’s and/for therapist’s directions
and recommendations with respect to
rehabilitation and to successfully complete
any inpatient and/or outpatient rehabilita-
tion programs recommended and/or direct-
ed by said counselor andfor therapist
andfor any other prescribed guidelines of
the rehabilitation program, or the
Company's Employee Assistance Program.

4. To authorize persons involved in counsel-
ing, diagnosing, and creating me, to dis-

close to the Employee Assistance Program
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my progress and cooperation, my drug and
alcohol use, and any dangers they perceive
in connection with the performance of my
job duties and to execute any written
authorizations which said counselor and/or
therapist require in order to provide the
Employee Assistance Program with such
information.

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

[ understand that this Agreement is not a
guarantee of employment and that 1 may be
terminated at any time for any reason or if
there is a collective bargaining agreement
then in accordance with the provisions of the
collective bargaining agreement notwith-
standing my compliance with this
Agreement.

I have read and understand this Agreement
and certify that | am entering into it volun-
tarily and with full knowledge of its signifi-
cance after being given a reasonable opportu-
nity to discuss its terms with a representative
of the Union, if requested.

Date:

Witness
Date:
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Exhibit B

CONSENT AND RELEASE

I, , hereby
consent to the collection of urine, and/or
blood or breath specimens from me, to the
testing of such specimens for alcohol, drugs
or their metabolites, to the release of test
results and other relevant medical informa-
tion by [names of facilities which draw and
test specimens] to Hussmann Corporation
management. | understand that my refusal
to consent 1o testing and to apree to have
the results released to a representative of
Hussmann Corporation will be considered a
refusal of a direct work order, and may sub-
ject me to discharge. If an applicant, my
refusal to consent may result in my applica-
tion being rejected.

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

Prescribing
Name of Drug Physician
Consent Given:
(Signature}
Date:
Witness
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SECOND CHANCE AGREEMENT
(Refusal to Take a DrugfAlcohol Test)

In consideration of the Company’s willing-
ness to continue my employment,

L agree:

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

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

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

I understand that this Agreement is not a
guarantee of employment and that 1 may be
terminated at any time for any reason or if
there is a collective bargaining agreement
then in accordance with the provisions of the
collective bargaining agreement notwith-
standing my compliance with this
Agreement.
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I have read and understand this Agreement
and certify that | am entering into it volun-
tarily and with full knowledge of its signifi-
cance after being given a reasonable opportu-
nity to discuss its terms with a representative
of the Union, if applicable.

Witness

Union Representative or Other Witness

Dare:,
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