
BREAKTHROUGHSONSOURQNG
 
As a result of hard bargaining by the UAW 

bargaining team during these negotiations, General 
:v1otors will fundamentally change its approach to 
sourcing decisions. The new agreement commits GM 
to working with the union to preserve jobs, replace 
jobs which may be lost by outsourcing, and to create 
jobs for ,Jobs Bank and laid-off workers -- and to 
improving long-term job security by growing the 
business. 

Holding GM Accountable 
To hold GM accountable to these commitments, 

the UAW successfully pushed to make the new 
agreement on sourcing a stand-alone appendix, 
rather than a letter as previously done. This 
breakthrough means that grievance and arbitration 
remedies previously available only to workers who 
are impacted by subcontracting are now also open to 
workers who are affected by outsourcing, or work not 
being brought in-house.. For the first time, those 
workers have the right to seek remedy from an 
umpire. Further, the available remedies will 
include being put back to work as well as being 
awarded back wages. 

Expanded UAW Input 
In Sourcing Decisions 

The union won substantially expanded input into 
all GM sourcing decisions at each stage of the 
decision-making process, including future product 
sourcing. Sourcing guidelines will be developed 
jointly by the UAW and General Motors, and will 
incluae such criteria as quality, technology and cost. 
After days of hard bargaining, GM agreed to the 
union's demand that "transfer pricing profits" not be 
used as sourcing criteria. 

Significant new language requires GM to provide 
the UAW with full disclosure of the procedures 
utilized in sourcing: activities and to seek the union's 

input into sourcing discussions on new or redesigned 
products from the earliest phase of planning onw~rd. 
The company is required to hold quarterly meetmgs 
to provide complete information on all insourcing 
and outsourcing activities. 

Another breakthrough significantly improves 
the ability of Local JOBS Committees to identify 
previously outsourced work and new work that might 
be performed competitively in-house. Within 90 
days of the effective date of the national agreement, 
GM must provide the International Union a complete 
list of all work similar to that performed by UAW­
GM workers that has been outsourced previously or 
that has traditionally been performed by outside 
suppliers. This includes work that has never 
before been done by UAW-G M 'workers. 

If the Local JOBS Committee's proposal 
establishes that certain work can be performed 
competitively, management will adopt the 
committee's proposal and, barring "unique or 
unforeseen" circumstances, bring the work in-house. 

In addition, the new agreement expands the 
definition of outsourcing to include work connected 
with current, new, or redesigned vehicles: fabricated· 
parts; powertrain, and component products. This 
new language prevents GM from making minor 
changes to an existing product and claiming the 
product is ~'new." 

Under the new agreement, the International 
Union and the local union will be given longer 
advance written notice--120 days instead of the 
current 90 days--of any contemplated outsourcing 
decisions. Further, the corporation is now required 
to provide the union with access to all data, including 
financial information, needed to evaluate product 
competitiveness and contemplated sourcing at the 
time written notice is given. In sum, the UAW now 
has greatly expanded rights to "look at the books" 
with respect to sourcing. The union's proposal' to 
keep the work in-house will be made within 60 days 
of receipt of the written notice. 

UA W bargaining team members at work during the last week of negotiations. 
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'PEOPLE PROGRAMS' ENHANCED
 
Union Representation Is Increased 

To expand the impact and availability of 
successful "people program" activities to UAW-GM 
members, a new.formula has been developed to 
provide increased joint program representation. The 
new formula will provide full-time joint program 
representation to smaller locations which previously 
had no representation, and it will increase 
representation at other locations. 

Plant Population Number of 
Representatives 

Up to 200 1 
201~400 2 
401 to 600 3 
601 to 1,000 4 
1,001 to 5,000 Ratio of 1:250 
5,001 and above Ratio of 1:275 

In the evolution of programs such as Health and 
Safety, Attendance, Employee Assistance Program 
(EAP), Human Resource Development, Joint 
Training, Quality Network, and Joint Activities, 
well-trained experts have been developed whose 
expertise can now be redeployed to programs 
requiring special attention. 

To more fully utilize the experience and talents 
of these representatives and in recognition of the 
unique circumstances in each location, a Local Joint 
Leadership Group,. comprised of the local union 
president, the chair of the shop committee, the plant 
manager, and the personnel director, will develop a 
plan for their joint activities and will determine how 
to utilize full-time joint program representatives to 
best serve the needs of UAW-GM members. All such 
representatives will be appointed by the vice­
president and director of the UAW-GM Department. 

This formula does not include: benefits 
representatives, indus~rial hygiene techn}cians, 
apprentice representatIves, or others specIfically 
addressed in the agreement. Nor does this 
agreement interfere with any locally agreed-on 
projects or initiatives which may provide for 
additional staff or resources. 

Joint Skill Development 
and Training Program 

Bargainers expressed satisfaction with the work 
of the Joint Skill Development and Training 
Program, which seeks to assure that all UAW-GM 
workers receive a broad array of training and 
development opportunities. Since the inception of 
the r-lational Joint Skill Development Programs, well 
over 250,000 UAW-GM workers have received about 
26 million hours in job-related training, basic 
education enhancement and interpersonal and 
communication skills. In reaffirming continued 
support for this program it was agreed that the 
National Joint Skill Development Committee will 
maintain close communications with various levels 
of the corporation to assure that all parties 
contribute to the effective utilization of the program 

Television Communications Services 
In 1987, the agreement provided for joint 

development of independent satellite programs for 

CHILD CARE REFERRAL
 
SERVICES EXPANDED
 

Pilot Near-Site Center Agree-iro,,­
Obtaining affordable, convenient child care is 

an important concern of many UAW-GMfamilies. 
In response to this concern, in the 1984 and 1987 
agreements, the parties devised a child care 
referral system where UAW-GM members could 
obtain information, free of charge, on child care 
services in their area which' may meet their 
specified needs. 

Currently referral services are,in operation at 
14 locations. Under the new agreement these 
referral services will be continued andellpanded to 
additional locations upon request. . 

In addition, a new approach to handling child 
care needs will be made through alHot program to 
set up a center to provide chB care services 
directly to employees. This center will operate on a 
five-day week, two-shift basis, under the 
management of a recognized child care provider 
selected by the UAW-GM Human Resource Center. 
Ongoing costs will be funded on a shared basis 
between fees assessed to workers using the service 
and National Joint Training Funds. 

UAW-GM represented employees. In further 
development of that effort, the parties have agreed to 
implement an Integrated Television Commllnication 
Service. 

This new service will include installation of 
receiving capabilities in all locations of 200 people or 
more, alternative arrangement for smaller plants, 
and the joint development of programming related to 
joint activities, training, and other material related 
to various features of joint programs. 

Tuition Assistance Plan Broadened 

VAW negotiators substantially improved the 
Tuition Assistance Plan (TAP) with the addition of 
Counselor Advisor Services, increased eligibility, 
higher benefit amounts, and the possibility of 
educational credits for certain in-plant training. 

As a result of the successful Educational 
Development Counselor Pilot Program agreed to in 
1987, educational counselor services will now be 
made widely available to provide competent 
educational counseling to employees. 

Benefit coverage has been expanded to permit 
the surviving spouse and children of' a worker whose 
death occurred while actively employed, to utilize 
unuslild TAP funds for a period of one year following
the member's death. 

Increased TAP amounts have been gained which 
provide those with one year or more of seniority who 
are laid off with up to $4,000 in benefits, up from 

(Continued on next page) 
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EMPLOYEE ASSISTANCE PROGRAM
 
The Employee Assistance Program lEAP) has 

been substantially revamped to provide a more 
positive, wider and more effectively administered 
array ofservices to UAW·GM workers. 
. The Substance Abuse program will now 

become the Employee Assistance Program (EAP), 
which will be broadened to incorporate personal 
problems which include: substance abuse; mental 
health; marital, family, and financial problems. 
The aim of the new program is to help UAW-GM 
workers develop a healthier lifestyle and, in so 
doing, address concerns over absenteeism, 
tardiness, and deteriorating performance. 

The program recognizes that a key ingredient 
in combatting personal problems is education, 
and accordingly provides for the development of a 
comprehensive education and training program 
directed at the entire workforce, union, and 
management. 

As a result of a pilot study of the effectiveness 
of earlier EAPs, a set of standards has been 
adopted which will insure that all EAP sites will 
provide similar program effectiveness and 
administration. A commitment to expand the 
professional development and certification ofEAP 
represen~tiveswill also be pursued. 

PEOPLE PROGRAMS
 
(Continued from previous page) 

$3,500. Those with from three to four years of 
seniority may now receive $5,000 in benefits, up 
from $4,500, and those with four or more years 
may receive $6,000, up from $5,500. 

Active workers who are eligible can receive up 
to $2,800 for college degree courses, a $550 
increase. For job-related courses the benefit has 
been raised by $300, to $1,800, and for personal 
development the amount is now $1,250. 

In addition to a number of other 
improvements, the parties have agreed to work 
jointly with local degree-granting institutions to 
determine the possibility of obtaining educational 
credit for certain in-plant training. 

Quality of Worklife (QWL) 
Changed; Focus Is Sharpened 

The Quality of Worklife (QWL) program has 
been changed to the Human Resources 
Development program. The bargainers agreed 
that a single focus must be communicated which 
should revolve around people and the benefits and 
val ues of the Quality Network, which is discussed 
elsewhere in this brochure. 

Gains in Other Joint Programs 
The new agreement makes improvements in 

other joint programs. The Paid Education Leave 
(PEL) program will be expanded at the local level. 
In addition to c:ontinued support for the suo;;o;;essful 

This expanded program will also cover 
spouses and children of workers, and retirees. 

The overall responsibility for the program 
will flow from the National Employee Assistance 
Committee, directed jointly by the vice-president 
anddirect~roftheUAW GM Depactment,andthe 
vice president of industrial relations for General 
Motors. 

The program will be based locally and will be 
administered by a new local EAP team comprised 
of the president of the local union, the chair of the 
shop committee, the plant manager, and the plant 
personnel director. The local EAP team will be 
assisted by.' local. EAP representa.tives whose 
numbers WIll be Increased dependmg ofiplant 
population. . 

A central diagnostic referral agency will be 
set up to assist the local EAP team or as a direct 
contact in obtaining professi~nal diagnosis and 
referral for ·treatment. This agency will replace 
the' previous arrangement and will provide 
greater input by the local EAP team in securing 
appropriate treatment facilities. Active aftercare' 
and follow-up programs will be established and 
workers will be encouraged to understand and 
participate in therapeutic self-help groups. 

pre-retirement program, "Design Your Successful 
Tomorrow," under this new agreement a new post­
retirement program will be developed to assist 
retirees in personal planning after retirement. 
Appropriate resources will be provided to offer 
necessary training opportunities to handicapped 
workers. 

UA W Vice-Pre5ident Stephen P. Yokich (right) di5­
cusses the union's position during a break from the 
bargaining table. 
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GROUP INSURANCE GAINS
 
The Group Life and Disability Insurance 

Program was substantially improved during the 
1990 UAW-GM negotiations. Important 
improvements include significant increases in 
amounts of Life Insurance, higher levels of 
Sickness and Accident and Extended Disabilitv 
benefits, increases in Survivor Income benefits, and 
premium waivers in the Optional and Dependent 
Life Program. These changes become effective 
immediately for those working on or after the 
effective date of the contract, except as otherwise 
noted. 

Sickness and Accident Insurance (S&A) 
and Extended Disability Benefits (EDB) 

All workers will receive substantial increases 
in S&A and EDB benefits as a result of higher 
wages and the fold-in of$1.68 of the COLA float. 

The addition of 7 new brackets at the top of the 
wage-related benefit schedule, and the 30¢ special 
skilled trades adjustment will result in benefit 
improvements for classifications at the top of the 
scale by establishing new maximum benefit 
amounts. The highest S&A bracket will generate a 
benefit of $490 per week. The new EDB maximum 
benefit is $1,770 a month for workers with less 
than 10 years of seniority, and a maximum of 
$1,945 a month for workers with 10 or more years 
of seniority. 

Life and Extra Accident Insurance 
Substantial increases were made in the levels 

of Life and Extra Accident insurance through wage 
improvements and by updating the benefits to 
reflect $1.68 in cost-of-living increases added to 
wages since September 1987. New brackets added 
to the top of the wage-related Life Insurance and 
Extra Accident Insurance schedule and the skilled 
trades adjustment will result in higher benefits. 
The new maximum Life Insurance amount is 
$47,000 and the maximum Extra Accident 
Insurance is $23,500. 

, Insurance benefits were increased for work­
';~' , ~ related fatalities to two and one-half times the total 

1
\IJ' 8r.,ffi!l\(ount of Basic Life Insurance in effect at the time 

Qf. ~. eath. The previous benefit had been twice the 
:. ~ic Life Insurance amount. 

~() /..
i VSurvivor Income Benefits 
. (\ In addition to life insurance benefits, the 

! 'Survivors of a deceased worker may be eligible for a 
monthly survivor income benefit. Gains were made 
in both the two-year transition benefits and the 
longer-term Bridge benefit. 

The transition benefit is increased $50 from 
$400 to $450 monthly for eligible survivors 
(widows, widowers, and eligible orphans) not 
eligible for unreduced Old Age Survivor's or 

i! Disability benefits under Social Security. For 
f' \ .stJ,rvivors eligible for benefits under Social 

j~ ~curity, the monthly Transition payment is 
(1 \, 0l:creased by $25 to $250 monthly. This latter 

amount is paid in addition to Social Security 
Mothers'/Fathers' benefits paid to a surviving 

;'spouse caring for dependent children. 
Increases in the Bridge benefit were also 

achieved. The Bridge payment is increased by $50
 
to $450 monthly.
 

Continuing Group Life for Employees
 
and Retirees After Age 65 Improved
 

The minimum Continuing Group Life Insurance 
will be increased $1,000 from $3.500 to $4500 for 
those who retire under the new agreement. ' 

Optional Life and
 
Dependent Life Insurance
 

Members enrolled in the Optional Life and 
Dependent Life Insurance programs will enjoy a four­
month premium waiver effective as soon as 
practicable. During the term of the new agreement 
the program will be reviewed at the request of the 
union or if the reserves reach· 30% of annual 
premiums. 

Impartial Medical Opinion Program 
The current Impartial Medical Opinion (lMO) 

program will be expanded to cover employees 
currently not covered by local IMO agreements. 

The travel allowance for IMO exams and Total 
and Permanent Disability Pension exams has been 
raised from 20 cents per mile to 23 cents per mile for 
all miles driven if the facility is 40 miles or more 
from the member's residence. 

EXAMPLES OF INSURANCE 
BENEFIT INCREASES, 

The table below illustrates the benefit 
improvements payable to an assembler and the tool 
and die classification: 
Type of Insurance Old New
 

Benefit Agreement Agreement Increase
 
Weekly Sickness &
 
Accident Benefit
 

Assembler $340 $390 $50
 

Tool & Die $400 $455 $55
 

Monthly Extended 
Disability Benefit
 

Assembler With
 
10 or more yea rs of 
servIce: $1,345 $1,545 $200 

Assembler with 
fewerthan 10 
years of service $1,225 $1,405 $180 

Tool and Die 
With 10 or more 
years of service $1,580 $ 1,815 $235 

Tool and Ole 
With fewer than 10 
years of servIce $1,435 $1,650 $215 

I.ifv Insurance 
Asst~mbler 'f,32,500 $37,500 $5.000 
Tool i1nd DII/ ~38,OOO ~4tt,OOO 56,000 

Elltr~ Acddent Insurilnce
 
Assl/mbll/r $16,250 $18.750 $2.500
 

Tool and Ole $19,000 $22,000 $3,000
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UAW's Negotiating T,earn at GM
 

Slaughter 

Watson 

Shelton 

This is the team that conducted the successful negotiations that led to 
a tentative contract between the Vi\Wand General Motors Corp. 
Owen Bieber is president of the International Union, VA W; 
Stephen P. Yokich is vice-president and director of the VA W 
General Motors Dept.; Richard Shoemaker is executive 
administrative assistant to Bieber; Cal Rapson, Darrel Newberry 
and ,Donald Davis are administrative assistants to Yokich; Ted 
Miller is an assistant director of the C i\ W GM Dept. as are Tom 
Pasco, Henderson Slaughter and Tom Weekley; Frank Musick 
is director of UA W special projects; Leon Blackwell is 
administrator, Ui\W GM Dept.; Gary Watson is chairman of the 
VAW-GM National Negotiating Committee, and president of Local 
652, Lansing, Michigan, and represents UAW-GM Subcouncil 7, 
which covers skilled trades members; Harold Shelton, Local 668, Pasco 
Saginaw, Michigan, is secretary of the National Negotiating 
Committee, and represents Subcouncil 5, foundry, heavy equipment, 
radiatot and carburetor facilities; Richard L. Swim, Local 662, 
Anderson, Indiana, Subcouncil 1, accessorie,sand parts; Lewis W. 
Scnultz, 'Local 602, Lansing, Michigan, represents Subcouncil 2A, E­
O-C stamping and assembly; Carl Pedersen, Jr., Local 488, 
Kalamazoo, Michigan, Subcouncil 2B, B-O-C stamping and assembly 
facilities; Tom Robinson, Local 549, Mansfield, Ohio, Subcouncil 
3A, C-P-C stamping and engine facilities; Roger Ratliff, Local 1999, 
Oklahoma City, Oklahoma, Subcouncil 3B, C-P-C assembly plants; 
J.D. Dalton, Local 2166, Shreveport, Louisiana, Subcouncil 4, Truck 
& Bus and Inland Fisher Guide facilities; Sam Isaac, Local 651, 
Flint, Michigan, Subcouncil 5, foundry, heavy equipment, radiator 
and carburetor facilities; Don Sarkesian, Local 2093, Three Rivers, 
Michigan, Subcouncil 6, transmission and steering gear facilities; 
Ken' Laubert, Local 1714, Lordstown, Ohio, Subcouncil 7, skilled 
trades; Vincent Demme, Jr., Local 55, Buffalo, New York, 
Subcouncil 8, service and parts operations, 

Schultz Ratliff 

, 
Dalton Isaac 


