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to the student's educational institution. 
Payments underthe UAW-GM Scholarship 
Program will be subject to applicable fed­
eral, state, and local tax provisions. 

UAW Wins Tuition Assistance 
Plan For Retirees 

In another breakthrough in education, 
UAW-GM retirees will now be eligible for 
up to $1,000 per calendar year for the pre­
payment of tuition and compulsory fees for 
approved courses through the new Retiree 
Tuition Assistance Plan. 

Retirees will be eligible to take classes 
approved on-site at the plant or local union 
hall at the location from which they retired. 
The courses offered to retirees must be 
those that are available to active workers. 
This includes approved courses leading to 
credits or degrees at approved educational 
institutions as well as approved personal 
enhancement courses or activities. 

Retirees are now eligible for Basic Edu­
cational Programs through Tuition Assis­
tance. Therefore, they are entitled to ob­
tain these services through skill centers at 
their home plant or union hall. 

Training Programs 
Improved, Expanded 

The new agreement assures adequate 
funding for high quality, responsive train­
ing programs which meet the current and 
future needs of UAW members and pro­
vides clearer guidelines for using local 
joint funds. 

The parties agreed to continue the fund­
ing of local and national training activities 
at the previous levels, as well as to carry 
forward the funds remaining from the 
1993 agreement into the 1996 agreement. 

During this round of negotiations, the 
union made numerous improvements in the 
training programs available to UAW-rep­
resented General Motors' members which 
include: 

• The parties agreed to standardize the 
joint processes for the development and 
delivery oftraining. In order to effectively 
develop, deliver and align training pro­
cesses, it was also agreed to schedule joint 
group and divisional meetings to discuss 
training objectives, product launches, and 
the role of vendors in training. 

• To achieve the standardization ofjoint 
training programs, the parties discussed the 
need to further professionalize the skill 
ieveis of ali Doc. 46 Human Resource 
Development, Joint Training Representa­

lives and Joint Activity Representatives. 
A review of their respective roles and re­
sponsibilities will be made to ensure the 
effectiveness of joint activities. Based on 
these roles and responsibilities, a core 
curriculum will be established that will 
lead to certification. All Human Resource 
Development Representatives (HRDs), 
Joint Training Representatives (JTRs), and 
Joint Activity Representatives (JARs) will 
be required to complete this curriculum 
within three years of the effective date of 
the agreement or their appointment. 

• The Center for Human Resources will 
continue the pursuit of college credits for 
all of its courses and to support the ongo­
ing development of the UAW-GM Total 
Training System. 

• The parties also agreed to conduct a 
feasibility study, by a group of experts, 
both internal and external, on the most ap­
propriate and effective learning technolo­
gies, such as (Intranet) GM electronic bul­
letin boards, World Wide Web access and 
distance learning. 

• After thorough discussions regard­
ing issues involving training on new equip­
ment, the UAW received a commitment 
from the corporation that when UAW-rep­
resented employees will be impacted by 
training and manual specifications for 
equipment and manufacturing systems, 
union input, with respect to development 
and delivery of training, will be obtained 
by either management's group/divisional 
or plant training personnel, prior to GM 
signing off on the specifications. Addi­
tionally, it was agreed that the Joint Ac­
tivities Annual Summary, which serves as 

the reporting mechanism to the UAW-GM 
Center for Human Resources, must be 
submitted by January 31 of each year. 

Skill Centers 
The parties agreed that skill centers, 

which are used to ensure that UAW-rep­
resented GM workers have access to ba­
sic educational opportunities and training 
for basic skills and personal enhancement, 
will continue, while ensuring that employ­
ees and their spouses will have access to 
the same opportunities. Agreement was 
also reached that skill centers, with the ex­
ception of brick and mortar, will continue 
to be fully funded from joint funds under 
this agreement. 

To satisfy future educational and train­
ing needs. it was, also agreed that a task 
force of local unions, plants, groups/divi­
sions, local educational agencies. and rep­
resentatives from the National CHR, 
would be formed to do extensive research 
in order to develop an enhanced curricu­
lum to meet the challenges of the coming 
information age, and afford locations the 
flexibility to meet the educational and 
training needs. (Retirees now eligible, see 
Retiree TAP.) 

Career Development 
Program Expanded 

The UAWand General Motors recog­
nized the need for a focused career devel­
opment process for active and dislocated 
UAW-represented GM employees as a key 
element in competitiveness and employ­
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International Representatives Leon Skudl8rek (from left), Cindy Su@mnick and 
James Titsworth, cheCk notes prior to 8 meeting. 
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ment security. The career development 
process addresses both internal career 
needs of these individuals and the critical 
skill needs of the corporation. During the 
1993 agreement, a pilot program was de­
veloped and implemented. The parties 
agreed that the evaluation of the initial pi­
lot location resulted in recommendations 
for several changes in the program. The 
recommended changes deemed to be ap­
propriate by the parties will be made to 
the program. The revised program will then 
be offered at an additional location(s) and 
the parties will continue to evaluate its 
success. Thereafter, an implementation 
strategy will be developed and presented 
to the UAW-GM Joint Skilled Develop­
ment and Training Committee for their 
approval. 

Training and Placement For 
Laid-Off Workers 

This new agreement continues pre-and 
post-layoff services provided under the 
prior agreement. In addition, the corpo­
ration will notify the Center for Human 
Resources as soon as practicable, but no 
later than sixty days prior to indefinite lay­
offs where recall or future OM placement 
is unlikely. 

Through ajointly established plan, ser­
vices will be made available to these em­
ployees in the areas of Basic Skill En­
hancement, CollegeNocational Skill En­
hancement, Financial Planning, Pre/Post 
Retirement, Employability Skills, and Lay­
off Services through jointly established 
transition centers. 

UAW-GM Tuition Assistance 
Labor Studies 

The union won a new commitment for 
the prepayment of tuition and compulsory 
fees for labor studies courses. These 
courses generally examine worker, work­
place, and union-related subjects. 

The parties agreed upon the criteria that 
courses must meet in order to qualify for 
Tuition Assistance. 

Educational and Career 
Counseling 

on-site educational counselors trained to 
advise workers regarding important edu­
cational decisions. 

American Council on 
Education (ACE) 

The parties discussed the desirability 
of having the American Council on Edu­
cation (ACE) benchmark the schools and 
courses included in the present UAW-GM 
Tuition Assistance Program (TAP). The 
purpose of this initiative will be to aid in 
determining whether the parties are pro­
viding the most effective program for 
UAW-represented General Motors em­
ployees. 

Orientation Program 
Men and women enter today's 

workforce with little or no knowledge of 
what is expected of them as employees 
and as union members. To address this 
need, the parties agreed to provide an ori­
entation program to address this. This pro­
gram would be developed by the Center 
for Human Resources and would benefit 
both UAW-represented GM employees 
and the community regarding their rela­
tionship with the union. The development 

of this National program would serve as 
the basic foundation that would assure uni­
formity of message yet allow each loca­
tion to continue their specific orienta­
tions. 

Pre- and Post-Retirement 
Programs Continued 

The parties have also agreed to continue 
the Pre- and Post-RetIrement Program 
"Design Your Successful Tomorrow" for 
all UAW-represented GM employees and 
their spouses. The new agreement under­
scores the commitment of the parties to 
full implementation of these programs by 
providing the necessary funding for facili­
tators and space for program activities. 

Greater Union Involvement 
In Training Design 

The parties have agreed that the union 
will be more fully involved in all phases 
of training that is directed at UAW-repre­
sented GM employees. Union input will 
also be obtained regarding development 
and delivery of training when employees 
will be affected by training and manual 
specifications for equipment and manufac­
turing systems. 

UAW President Stephen P. Yokich (right) and Vice President Richard Shoemaker 
led the UAW bargaining team to a successful conclusion ofnegotiations. 

The parties agreed to continue the Edu­
cational Development Counselor Program 
under the new agreement. This program 
makes availabk compeIent educational 
counseling when educational decisions 
are being contemplated. Through this pro­
gram, UAW-GM members have access to 

Paragraph 64(e) Rehire Rights Continued 
The ne,,; ag:eement continues to pro- whose seniority was broken or who IOSI 

leCI lhe rehire fights of lald~ott UAW-rep- r<:hire rights under Pamgrnph 64(e) will 
resented. ~M workers. Lmd-off workers have rehire rights to their plants through­
on mdefmHe layoff who had recall or re- out the tem1 of the new commcr. 
hire rights as of Octob<:r I, 1990 but 
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IMPROVEMENTS WON IN
 
PERSONAL SAVINGS PLAN
 

The bargaining committee negotiated 
significant improvements to the voluntary 
Personal Savings Plan (PSP). These im­
provements will allow UAW-OM workers 
to more fully take advantage of recent 
changes in the laws governing this type of 
plan. PSP helps UAW-OM workers accu­
mulate savings from pre-tax earnings for 
retirement, thus benefiting from tax defer­
rals allowed under Section 401 (k) of the 
Internal Revenue Code. 

Effective with the first pay period after 
January 1, 1997, the maximum contribu­
tion rate will be increased from 18 per­
cent to 20 percent of the wages that are 
counted under the Plan. In addition. ef­
fective with the first pay period after Janu­
ary 1, 1998, the maximum rate will be fur­
ther increased to 25 percent of the appli­
cable wages. This is the maximum percent­
age allowed by law. It should be noted that 
the contributions are also limited by a dol­
lar amount which is determined by the IRS. 
The 1996 limit of $9,500 is expected to 
increase for 1997 based on an inflation fac­
tor to be determined by the IRS. 

Starting in 1997, workers who termi­
nate employment will be able to receive 
periodic payments from their PSP ac­
counts. The payments can be requested in 
monthly, quarterly, semi-annual, or annual 
installments. 

Effective April 1, 1997, OM employ­
ees may also elect to direct any part of 
their PSP contributions to their accounts 
on an after-tax basis in addition to their 
pre-tax contribution. 

A number of the participants in PSP have 
been required to reduce their contributions 
in certain years because they were "Highly 
Compensated Employees," as that term is 
defined in the Internal Revenue Code. The 
Code requires that the average contribu­
tion rate for these workers can only ex­
ceed the average of the rates for non-Highly 
Compensated Employees by legally man­
dated amounts. Due to changes in federal 
law, the amount of wages which defines 
Highly Compensated Employees, effective 
January 1, 1997, will be increased to 
$80,000. That amuunt, whkh had been 
$66,000 in 1996, is then increased for in­
tlatioll for years aftt:r 1997. It is t:xpel.:ted 
thaI fewer of our memhers will meet the 
IRS definition of Highly Compensated 
because of this change. 

A. • 

International Representatives Judy Murphy (foreground), Harold Shelton (left) and 
Dick Jones (right) were among the many GM Department staff who assisted dur­
ing negotiations. 

Furthermore, the new legislation no 
longer requires actively employed members 
to start withdrawals from the Plan if they 
are working at age 70-112. The payments 
for these older workers can be deferred un­
til they terminate their employment. Effec­
tive January 1, 1997, workers who were pre­
viously receiving these payouts because 
they were then over age 70-112, will be per­
mitted to discontinue their payouts until 
they retire. 

Effective January I, 1997, employees 
may elect to receive cash dividends paid on 
GM common stock and GM Class H com­
mon stock held in their account. Partici­
pants who do not elect a cash distribution 
will continue to be able to reinvest those 
dividends in additional Fund Units. 

Profit sharing payments can now be con­
tributed to the PSP in 1 percent increments, 
rather than in 10 percent increments as had 
been permitted previously. Suggestion 
awards were added to the definition of eli­
gible compensation, so PSP contributions 
on these awards will be allowed at the 
employee's elected percentage. 

The UAW has argued for several yt:ars 
to have a socially responsible investment 
option available for our II1t:II1bt:rs parlil.:i­
paling in PSP. GM has signed a letter agree­
ing to examine, during the course of the new 
agreement, providing such an option under 

the Plan. In addition, five new Fidelity 
fund options will be added. 

There are several tax implications as­
sociated with PSP. Participants are urged 
to consult a tax advisor before request­
ing a withdrawal from their account. It 
is also important to bear in mind, of 
course, that there is no guarantee that 
asset values in the PSP will equal or ex­
ceed the amounts contributed. The value 
of the assets in a participant's account 
will fluctuate, depending on the option 
selected, with the value of assets in the 
option, interest rates, and other factors. 

QUICKER CORRECTION 
OF PAY SHORTAGES 

The new agreement will provide a 
mechanism for quickly correcting pay 
shortages of four pay hours or more. 
Upon implementation of a new payroll 
processing system (scheduled for the 
third quarter of 1997), at the worker's 
request, NAG Compensation will be no­
tified of the shortage. Make-up checks 
with the worker's normal tax deductions 
will he prepared and be available to the 
worker at the plant by the end of the next 
workday (excluding weekends and holi­
days). 
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UAW·s National Negotiating Team at General Motors
 

Beardsley 

Musick Massaron Yokich Shoemaker Apple Slaughter 

This is the UAW national negotiating team at General Motors whose lengthy and determined efforts­
with the assistance of the UAW General Motors Department and other UAW professional, office and 
technical staff - produced a tentative new agreement for UAW-represented GM workers. Stephen P. 
Yokich is president of the International Union, UAW; Richard Shoemaker is vice-president and director 
of the UAW General Motors Department; Paul Massaron is top administrati ve assistant to Yokich; Bill 
Apple, Henderson Slaughter, and Richard Monczka are administrative assistants to Shoemaker; Frank 
Musick is director of UAW special projects; Jim Beardsley, L.E. Bunch, Mike Gracey, Karla 
Swift, Bill Capshaw and Tom Weekley are assistant directors of the UAW GM Department; Jerry 
Coville is the administrator of the Umpire and Review staff; Frank Mirer is director of the UAW 
Occupational Health and Safety Department; Jordan Rossen is UAW general counsel; William Hoffman 
is director of the UAW Social Security Department; Gerald Lazarowitz is director of the VAW Research 
Department; Dick Long and Tom Richardson are Coordinators of the GM Department;Mark Hawkins 
is chair of the UAW-GM National Negotiating Committee, shop chairperson ofLocal 598, Flint, Michigan 
and represents Subcouncil2A, which covers Truck and Bus Assembly Operations. Samuel L. Williams, 
Local 686, Lockport New York, is a vice chair of the committee and represents Subcouncil 7, Skilled 
Trades, Maintenance; JeffPietrzyk, Local 774, Tonawanda, New York, is a vice chair ofthe committee 
and represents Subcouncil 3, Powertrain Operations; Diana L. Gengler, Local 438, Milwaukee, 
Wisconsin, is secretary of the committee and represents Subcountil 1, Components; Stephen R. 
Czerneski, Local 1753, Lansing, Michigan, represents Subcouncil8, Service Parts Operations and Salaried 
Units; Mark S. Kelly, Local 730, Grand Rapids, Michigan, represents Subcouncil 7, Skilled Trades, 
Tool and Die; John Messer, Local 23, Indianapolis, Indiana, represents Subcouncil4, Stamping Operations; 
David Dunn, Local 1999, Oklahoma City, Oklahoma, represents Subcouncil2, Lansing Automotive 
Di vision; Eddie A. Trent, Local 262, Li vonia, Michigan, represents Subcouncil I, Components; Bill 
Freeman, Local 2195, Athens, Alabama, represents Subcouncil5, Powertrain Operations, and Don 
Beauchamp, Local 651, Flint, Michigan, represents Subcouncil 6, Delphi and AC Rochester. 
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