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PREAMBLE

This agreement has been entered into by and between JPATS Logistics Services, LLC (JLS) - T-6 COMBS Program located at Patuxent
River Naval Air Station, Maryland, hereinafter collectively referred to as the “Company”, and the International Association of
Machinists and Aerospace Workers, District Lodge 4, Local Lodge 4, hereinafter referred to as the “Union”,

It is understood wherever in this Agreement employees or jobs are referred to in the male or female gender, it shall be recognized as
referring to both males and females.

ARTICLE 1—INTENT AND PURPOSE

Section 1.01 It is the intent and purpose of the Company and the Union to set forth herein the entire Agreement with respect to wages,
hours, and working conditions as relates to the government contract covered by this Agreement.

Section 1.02 It is the intent of the parties to provide for the efficiency of the operations and maximum production of the employees
under methods, which further the safety of all affected parties, and the continued employment, hours of work, compensation, and
working conditions, as contained herein so that operations will be uninterrupted and duties faithfully performed in order for the
Company and its employees to fulfill their mutual and vital responsibilities to both the public and the Government.

Section 1.03 It is recognized by the Agreement to be the duty of the Company, the Union and the employees to cooperate fully, both
individually and collectively, for the advancement of said conditions; and to provide a grievance procedure for the settlement of the
employee’s grievances; and to provide that there shall be no interruptions and/or impeding of operations during the term of this
Agreement.

Section 1.04 The Union recognizes that the Company is a contractor to the U.S. Navy and that the Company is required at all times to
meet its contractual obligations. Nothing in this Agreement will prevent the Company from meeting its obligations and responsibilities
as a Government contractor. The Union and the Company agree to comply with the requirements that the U.S, Navy may impose on the
Company and its employees to the degree necessary, subject to rebuttal by either or both parties through the grievance and arbitration
procedures and/or the courts if deemed necessary,

ARTICLE 2—MANAGEMENT RIGHTS

Section 2.01 The Company shall retain the exclusive authority, rights and powers to manage its business and direct the working force.
Such authority, rights, and powers include, but are not limited to, the right to hire, assign, transfer, promote, reclassify, layoff, discipline
for just cause (including suspension and discharge); determine work schedules and the starting and quitting time; the number of hours
and shifts to be worked; the qualifications of employees; to establish and modify rules and regulations not in conflict with the terms of
this Agreement; to close down, curtail, or move the business, or any part thereof; to discontinue its business in whole or in part; to sell
or dispose of all or any part of the business; to introduce new or changed methods; to determine the means of service or production; and
to otherwise generally manage the operations and direct the working force. These rights are not intended to be all inclusive, but
enumerate by way of illustration, the type of rights which belong to the Company.

Section 2.02 Except as expressly modified by a specific provision of this Agreement, or except as such rights are specifically
relinquished herein, all rights, powers or authority which the Company had prior to the signing of this Agreement are retained by it. No
relationship between the parties shall be construed to constitute or create any implied limitation on the Company's authority, rights, or
powers.

ARTICLE 3 —UNION RECOGNITION

Section 3.01 The Company recognizes The International Association of Machinists and Acrospace workers, AFL-CIO, Lodge 4
(certified by the National Labor Relations Board in Case# 5-RC-16483, (September 22,2010), as the sole and exclusive bargaining
agent with respect to rates of pay, wages, hours of work and all other conditions of employment for all employees covered by this
Agreement in the job classifications listed in Appendix A.

Section 3.02 The Company acknowledges the Union's rights specifically designated by the terms of this Agreement. As the employee's
representative, the Union recognizes its duty to cooperate in any reasonable manner with the Company, to support its efforts to assure a
fair days work by each employee, to cooperate in combating all practices which decrease efficiency and to maintain standards of quality
and service.

ARTICLE 4 —UNION BULLETIN BOARDS

Section 4.01 The Company will provide one (1) bulletin board (or part of) for the Union to post official business of the Union.
Legitimate union notices are defined as:

A. Meeting notices



Official union election results
Notices of union appointments
Union social events

Union educational material
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All notices not listed above must be approved by the Site Manager/Supervisor or designee.

ARTICLE 5— INFORMATION TO BE PROVIDED TO THE UNION

Section 5.01 Information to be furnished by the Company upon request of the Union shall be:
A. A list of employees showing pay rates, classification, dates of hire and shifts.

B. The current mailing address for all employees in the bargaining unit.

C. Upon hiring an employee, the Company, within seventy-two (72) hours of the commencement of his
employment, shall notify the Union, and provide information as per above.

D. Insofar as is practicable prior to the date of layof, the anticipated date, the approximate size, and the probable
occupation affected.
E.  Any other information as provided by law

ARTICLE 6—SAVINGS CLAUSE

Section 6.01 Employees covered by this Agreement shall be governed by all Company rules, regulations, and orders which are not in
conflict with the terms and conditions of this Agreement as such rules, regulations and orders currently exist or as modified during the
terms of this Agreement.

Section 6.02 Should any provision or provisions of this Agreement be rendered or declared invalid by reason of any existing or
subsequently enacted legislation or regulation or by reason of any decree of a court of competent jurisdiction, such invalidation of such
part or parts of this Agreement shall not invalidate the remaining portions hereof and the said remaining portions shall remain in full
force and effect.

ARTICLE 7—COVERAGE

Section 7.01 This Agreement shall be binding upon the parties hereto, their successors, administrators, executors and assigns
(collectively, “successors”). The Company shall notify the Union prior to any change in ownership.

ARTICLE 8—ALTERATION OF AGREEMENT

Section 8.01 No agreement, alteration, understanding, variation, waiver or modification of any of the terms, conditions, or covenants
contained herein shall be made by any employee or group of employees with the Company and in no case shall it be binding upon the
parties hereto unless such agreement is made and executed in writing between the parties.

Section 8.02 The waiver of any breach or condition of this Agreement by either party shall not constitute a precedent in the future
enforcement of all the terms and conditions herein.

ARTICLE 9—ABSENCE FROM WORK

Section 9.01 Employees shall not leave work prior to completion of their scheduled hours without prior permission from their
SUpervisors.

Section 9,02 Employees shall not be absent from work without prior permission from their Supervisor, except in cases of illness,
injury or reasons beyond the control of the employee. Giving a false reason for an absence shall be cause for disciplinary action up to
and including termination.

Section 9.03 It is the duty of every employee who, for any reason, will be absent from work on a scheduled workday, or who expects
to report for work late, to notify the Company of the reasons therefore, in accordance with the procedures outlined by the Company.
Such notice shall be at least one (1) hour prior to the start of the shift.

Section 9.04 Should an employee not have proper cause for failing to report for work or failing to report on time or for failing to
report the reason, such failure shall be considered cause for disciplinary action.

ARTICLE 10—STRIKES AND LOCKOUTS



Section 10.01 It is expressly understood and agreed that the business of the Company is directly related to the important and vital
work of the United States Government and that efficient and uninterrupted services must be furnished to those agencies that have need
of and make use of the capabilities of the Company. Therefore, the parties agree that during the term of this Agreement:

A. The procedure provided for herein, for the settlement of grievances arising under this Agreement will serve as the
means for settlement of disputes that may arise between the parties. However, nothing in this section, or any
other section of this Agreement, limits the right of either party to seek and receive legal and equitable relief in the
event of breach of the no strike — no lockout provision, including but not limited to, junctive relief prohibiting

any lockout, strike, sympathy strike, sit down, work stoppage, stay in, slow down, refusal to work or picketing
(other than legal informational picketing).

B. The Union (its officers, and/or agents and/or members) shall not authorize, encourage, sanction, or take part in
any strike, sympathy strike, sit down, work stoppage, stay in, slow down, refusal to work, or picketing or any
other action which would interfere with any of the operations of the Company.

C. Any employee or employees, individually or collectively, who shall cause, encourage, or take part in any
violation of this article, or any activities prohibited by this article, may be immediately discharged, or subject to
such other disciplinary actions as the Company may unilaterally consider appropriate. Such disciplinary action
shall be subject to the grievance and arbitration procedure.

D. Inthe event of a violation of this article, the Union (its officers, agents and members) individually and
collectively agree that it will use its best efforts and end such prohibited conduct, taking actions including:

1. Requesting through personal contact or meeting with employees that they comply with the Agreement
and not take part in any such prohibited conduct.

2. Immediately notify all employees, in writing, that such prohibited conduct is in violation of the
Agreement,

3. Requesting those employees violating this Agreement to return to work and/or otherwise fully comply
with the terms of this Agreement.

4. Make every reasonable effort to have employees cease such acts as prohibited.

E. The Company agrees that it will not engage in any lockout of employees during the term of this Agreement,
providing the Union is in full compliance with the provisions of this Article.

ARTICLE 11—SENIORITY

Section 11.01 Seniority is based on continuous service at Patuxent River NAS, working on the T-6 COMBS Program that would
receive their seniority date from their continuous date of hire. Seniority is bargaining unit wide and not Company specific. Any
employee hired into the Bargaining Unit would have their seniority date established as their date of hire on the T-6 COMBS Program at
Patuxent River NAS, Employees transferring into this contract who have continuous service with their Company, will retain their
Company date of hire for vacation and fringe benefits, but would establish their seniority date on this contract as their date of hire on the
T-6 Program at Patuxent River NAS, for all other purposes.

Section 11.03 Loss of seniority will result under the following:

A. Resignation or quit
Retirement
Discharge for just cause

Failure to return from a leave of absence

B H nop

Layoff in excess of six (6) months;



F. Failure by the employee to notify the Company of the employee’s intention to return to work in response to a
recall notification within forty-eight (48) hours after verifiable receipt of such recall notice, and the employee’s
return to work within fourteen (14) calendar days following the receipt of such notice, if recall is accepted by the
employee.

G. Transfer or promotion out of the bargaining unit in excess of ninety (90) calendar days, excluding temporary
foreign or domestic assignments.

H. Absence from work for three (3) consecutive working days with no contact with the Company, unless excused by
the Company.

I Acceptance of employment with another employer while on an approved leave of absence.

Section 11.04 The Company will post a seniority list once every six (6) months (twice a year). The list will show each employee’s
name, hire date and classification, Any protest must be filed within ten (10) days of such posting. The Company agrees to provide the
Union with an updated seniority listing whenever there is a change in the existing seniority list.

Section 11.05 When reducing the workforce, the Company will lay off by classification in reverse order of seniority. The most junior
employee in the affected classification is laid off first. Affected employees may bump the least senior employee in a lower
classification provided they possess the ability and qualification to perform the duties of the lower classification. An employee replacing
another employee as a result of a bump must be able to perform the job with normal orientation but without training. Employees who
bump to a lower classification will receive the hourly rate of such lower classification. The last employee laid off will be the first
recalled.

Section 11.06 The Company will notify the Union and the employees affected of pending layoffs at least five (5) work days prior to
layoff, if possible to do so. Employees’ use of the bumping provision of Paragraph 11.05 will not delay the effective date of the layoff.
Affected employees will be given a layoff notice and will be responsible for notifying the Company of their current address or any
address change.

into NAS Patuxent River, T6 COMBS program. If so, this date will be utilized to determine the senior party. Otherwise, the employee
having the lowest last four (4) numbers of his/her social security number shall be considered having the least seniority for tie-breaking
purposes.

ARTICLE 12—PROMOTIONS, BIDDING/T RANSFERS

Section 12.01 When a job vacancy covered by this Agreement occurs, the vacancy shall be posted for three (3) workdays.

Section 12.02 Bids must be in writing and presented to the Site Manager/Supervisor or designee who will affix the date and time to
validate a timely filing. Bids received after the closing date will not be considered.

Section 12.03 Due to the nature of the contractual work to be performed, employees may be brought in from other locations to
perform specific short-term assignments as the need arises not to exceed ninety (90) calendar days, so long as there are no employees in
the classification on layoff who are qualified to perform the assignments. Such action shall not cause the layoff of any employee within
the classification in the bargaining unit who is qualified to perform the work. The Company will meet with the Union and inform them
of the reasons such actions are necessary.,

Section 12.04 The employee awarded the bid will be notified and will report for work on the new job as of the effective date stated by

the Company. In making such selection, consideration shall be given to such qualification factors as ability, performance and skill. If

ability, performance and skills are equal, seniority shall prevail in layoffs/ promotions. Bids will normally be awarded within fifteen
(15) workdays of the bid closing.

Section 12,05 A bargaining unit employee who bids and is promoted or transferred and fails to satisfactorily perform the duties of the
new job within a period up to sixty (60) workdays, (unless extended by mutual written agreement of the parties) will be returned to the
position last held prior to the award of such promotion, provided the position has not been abolished.

ARTICLE 13—SHOP STEWARDS

Section 13.02 The Union will notify the Company in writing stating the names of the Stewards. Any subsequent changes of Steward
will not be recognized by the Company until official notice is received from the Union,




Section 13.03 Subject to other provisions of this Agreement, the Company will authorize for one Steward, reasonable and necessary
time off from work during straight time work hours without loss of pay or benefits to permit the Steward to carry out his/her

the action necessary to correct the problem,

Section 13.04 Recognizing the mutual benefit of resolving problems at the lowest level, an employee who has an alleged grievance
may discuss the matter with the employee’s Steward. The necessary time away from the Steward’s official work assignment shall be
arranged in a manner to minimize interruption of work flow. When the Steward finds it necessary to discuss a problem or labor-
management disagreement with a unit employee and/or management official, the Steward shall request permission from the Site
Supervisor to leave his/her work assignment. The Supervisor’s permission will be granted unless he determines compelling work
commitments dictate otherwise. If permission is initially denied, the supervisor shall establish an alternate time, which shall normally
be no later than the end of the workday, at which time the Steward can contact the employee.

Time requested by management for participation of a Steward in meetings or other activities shall not be charged against the time
allocated in 13.03 above.,

Section 13.05 The scope of the Steward’s activities on Company time shall be limited to the following:

A. To consult with an employee regarding an alleged grievance or the presentation of a grievance for which the
employee desires the Steward to be present.

B. To investigate an alleged grievance or a grievance of record before presentation to the supervisor.

0

To present an alleged grievance or a grievance to the Site Supervisor in an attempt to settle the matter.

D. To meet with the supervisor or other designated representative of the Company when necessary to adjust
grievances in accordance with the grievance procedure of this Agreement.

E. To attend a meeting when requested by an employee who has reasonable belief that such meeting may result in
discipline.

Section 13.06 It is agreed that the Company shall not be required to pay an employee for any time away from work to serve the Union
in any official capacity or to serve on any Union committee, except as provided in the Agreement.

ARTICLE 14—VISITATION

Section 14.01 Representatives of the Union shall, upon notification through the Steward of the Bargaining Unit or by direct
notification by the respective representative, be admitted to the site by the Company during working hours for the purpose of

ARTICLE 15—SAFETY AND HEALTH

Section 15.01 The Company shall provide and maintain a safe and healthy workplace and, in cooperation with the Union, will provide
programs, training, and systems which seek to prevent and eliminate industrial injuries and illnesses. The Company shall make
available foul weather gear to those employees who are required to perform work outdoors. Any other protective clothing or safety
equipment required by the navy or Company shall also be provided.

Section 15.02 An employee’s refusal to perform work which is in violation of established health and safety rules or any local, state, or
federal health and safety law shall not warrant disciplinary action,

agents in the work environment and the employee is not able to provide his own transportation to the treatment facility, the Company
will provide the transportation to and from the employee’s work location. If such employee is returned to the work site too late to use
his normal transportation home, the Company will provide such transportation.

Section 15.04 Where noxious and poisonous gases may accumulate, the employer shall provide proper protection and ventilation.
Proper lighting and ventilation shall be provided for all enclosed working spaces.



Section 15.05 No employee shall be required to perform repair work on or about moving or operating machines, while in motion or in
operation, (excluding aviation required test and adjustments), nor shall any employee be required to work in areas of a plant or shop
where conditions exist detrimental to health until such conditions have been removed or remedied.

Section 15.06 Nothing contained in this Article shall be construed to create or give rise to a claim by an employee that the Union was
responsible for any failure of the Company to comply with its obligations to provide a safe and healthy work environment,

Section 15.07 No employee shall be subject to any discipline, of any kind, as a result of reporting a safety hazard or injury. However,
an employee may be required, once proper protection and training is obtained, to remedy or to assist in a remedy for such conditions as
may be unsafe or unhealthy.

Section 15.08 In the interest of continued safety of individuals and their fellow employees, any applicant for employment
or any employee may be required through government regulations or by the Company to undergo a medical examination by
a doctor of the government’s or the Company’s selection

ARTICLE 16—LEAVE OF ABSENCE

Section 16.01 Limited unpaid personal leaves of absence may be granted by the Company upon request of employees who have
completed their probationary period. Such leaves shall be for not less than five (5) workdays and not more than thirty (30) calendar
days. Requests for unpaid personal leave of absence must be made in writing and must receive approval by the Company. Accrued
vacation must be used before any leave will be approved. A maximum of one (1) extension may be approved by the Company.
However, if the employee does not return to work after the personal leave of absence, the employee shall be terminated.

A. Vacation credits and personal leave credits arc not earned while on a leave of absence under the provisions of this
article,

B. Health insurance may continue for a maximum of sixty (60) days provided the employee pays his/her portion of
the premium at least ten (10) days prior to the next month’s insurance coverage.

Section 16.02 Seniority shall continue to accumulate during the approved leave of absence. When an employee has been granted a
leave of absence for a specified period of time, it will be the employee’s responsibility to request an extension of such leave prior to
expiration if additional time is required. All such extensions must have prior Company approval.

Section 16.03 Leave of absence for legitimate personal health reasons supported by sufficient medical verification will be granted to
an employee in a manner that parallels the provisions of the Family Medical Leave Act — up to 12 weeks per year provided the
employee has completed 12 months full-time employment and has worked at least 1200 hours in the last rolling, twelve month period. .
An employee will be required to use all vested paid vacation before being placed on leave of absence for Personal Illness. The
Company will abide by the provisions outlined under the Family Medical Leave Act (FMLA).

Section 16.04 An employee on leave of absence for personal health reasons may return to work prior to or at expiration of such leave
upon the written full release of a licensed physician provided the employee is able to perform his/her assigned duties safely. Should the
Company question the employee’s capability to perform the assigned duties safely, the Company may have the employee examined by
another physician, prior to returning the employee to work, If the physician selected by the Company and the employee’s physician
disagree, then the employee shall be examined by a third (3rd) mutually acceptable physician and that physician’s decision shall decide
the employee’s capability.

A. While on leave of absence for personal health reasons, the employee shall notify the Company as to his/her
potential of returning to work on a bi-weekly basis, except in those cases where the employee’s physician has
provided an expected date of return.

B. An employee may be returned to restricted duty at the discretion of the Company, provided the Company is able
to accommodate all restrictions.

Section 16.05 Leaves of absence without pay for Union business will be granted to Bargaining Unit employees of the Company, not
to exceed two (2) weeks, who are elected or appointed by the Union, to attend such functions as conferences, conventions, and Union
educational courses, provided at least five (5) work days advance notice is given in writing to the Company. However, not more than
one (1) employee may be on such leave at any time,

Section 16.06 An employee who has completed his/her probationary period, who is called to and performs short term active duty of
thirty (30) days or less, including active duty training as a member of the United States Armed Forces Reserves or National Guard, shall
be paid the difference between the employee’s military rate and the employee’s straight time hourly rate of pay for a period of up to ten
(10) scheduled working days per calendar year. The employee must present a copy of the employee’s orders to the Company as soon as
they are received by the employee. Upon return from active short-term duty the employee must present pay vouchers so that the




calculation of the difference in pay may be computed. The employee will be given a leave of absence for, and will accumulate seniority
during such periods of service. Employees required to report for military training in excess of thirty (30) consecutive days or those
called to active duty shall be reinstated in accordance with the Uninformed Service Employment and Reemployment Rights Act. The
parties to this Agreement shall comply with current applicable state and federal legislation regarding military service.

Section 16.07 When leaves of absence are granted, the employee, upon return to active employment, will be returned to his/her
classification based upon seniority and qualifications.

Section 16.08 When an employee fails to return to work at the cxpiration of an approved leave of absence, or accepts gainful
employment during a leave of absence without the approval of the Company, that employee shall be discharged.

Section 16.09 Any member of the Bargaining Unit shall, upon written request, be granted a leave of absence to pursue and serve in a

ARTICLE 17—BEREAVEMENT LEAVE/JURY PAY

Section 17.01 Funeral leave of three (3) days shall be granted for an employee to attend a funeral or interment of a member of the
following family members: father, mother, spouse, sister, brother, child, mother-in-law, father-in-law, step child, foster child who dies
while placed in the employee’s home by a State Agency, step-mother, and step-father. Additional unpaid leave of absence may be
granted if the above three (3) days is insufficient provided the request for the additional unpaid time off is submitted in advance of such
time. If an employee must attend services which include travel greater than 500 miles round trip, one (1) additional day for a total of
four (4) days shall be granted.

Funeral leave of two (2) days shall be granted for an employee to attend a funeral or interment of a member of the following family
members: employee’s great grandparents, grandparents, great grandchildren, grandchildren, brother-in-law, sister-in-law, daughter-in-
law, and son-in-law. Additional unpaid leave of absence may be granted if the above two (2) days is insufficient provided the request
for the additional unpaid time off is submitted in advance of such time off,

Section 17.02 When an employee is summoned for jury duty, he will notify the Company as soon as possible. If the employee is
required to report to the court for three hours or more, the employee will not be required to report to work. The employee shall be
granted pay for his regular work shift; less any fee or other compensation paid to the employee by the court. Pay for such time lost shall
be up to eight (8) hours per day and forty (40) hours per week. An employee must present to the Company a statement from an official
of the court attesting to dates served; time served, and fees paid before any jury duty payment will be made.

Employees who report to work having less than three hours of Jury duty for that day will be allowed to complete the number of hours
regularly scheduled for that day unless management instructs such employee to remain beyond that time. Employees paid for a full shift
of jury duty will not be eligible to work on that day unless call-in or call-back provisions apply.

Section 17.03 Any employee subpoenaed or otherwise required to serve as a witness in either a Federal, State, County or Municipal
Court, in which he is not a direct participant, shall be granted pay for those hours which he is absent from work during his regular eight
(8) hour day or regular five (5) day work week.

Section 17.04 An employee must have served his probationary period in order to qualify for jury duty pay.

Section 17.05 To receive jury duty, jury examination, or witness pay, the employee must promptly notify the Company so as to
provide time in which to process a request for his release. Any delays, beyond the control of the employee, in the processing of the
aforementioned stated request shall not adversely affect the employee in pay or disciplinary matters.



ARTICLE 18—DISCRIMINATION

Section 18.01 The Company will not interfere with, restrain or coerce the employees covered by this Agreement because of Union
membership in, or activity on behalf of the Union. The Company will not discriminate against any employee covered by this
Agreement in respect to hire, tenure of employment, or any term or condition of employment, because of membership in, or activity on
behalf of, the Union, nor will it discourage or attempt to discourage membership in the Union or attempt to encourage membership in
another union.

Section 18.02 The Company shall not discriminate against any employee in violation of any State and/or Federal rules, regulations,
and laws, covering discrimination of any nature, currently enacted, or as may be enacted. Any and all violations of this clause will be
subject to the grievance and arbitration procedures as provided elsewhere in this Agreement.

ARTICLE 19—DISCIPLINE AND DISCHARGE

Section 19.01 Disciplinary action shall be initiated by the Company only for just and sufficient cause and any penalty imposed shall
be consistent with proven offenses. See appendix D.

Section 19.02 It is agreed that in order to consider that an employee has been disciplined, both the employee and Union shall be
furnished a duplicate copy of any disciplinary material inserted in his personnel file.

Section 19.03 Prior to taking disciplinary action (letter of warning, suspension, or discharge) against any employee in the unit, the
affected employee will be advised of his/her right to Union representation in the presence of a Shop Steward.

Section 19.04 Disciplinary action in any form imposed by the Company on non-probationary employees shall be subject to the
grievance and arbitration procedure

Section 19.05 There shall be no investigative interview, which an employee reasonably believes could lead to disciplinary action
without the Union Shop Steward being present if requested by the employee. Shop Stewards shall not be denied the opportunity to
represent an employee at investigative interviews.

Section 19.06 Disciplinary records for an employee who has no recurrence of the action that caused that discipline shall be
maintained in accordance with the following:

A. Written Warning — six (6) months
B. Suspension — twelve (12) months
C. Discharge — permanent record.
Section 19.07 Disciplinary action shall normally follow a line of progression. The normal line of progression is as follows:
A. Written Warning
B. Suspension

C. Discharge.

Some employee offenses may be of such a serious nature that continued employment cannot be tolerated by the Company and
immediate termination is justified. The progression of discipline shall follow for offenses of any nature according to Appendix D

ARTICLE 20—GRIEVANCE AND ARBITRATION PROCEDURES

Section 20.01 It is the intent of this Article to establish a means for prompt adjustment of working problems and personal grievances
at the job level by conference between the immediate Supervisor and the employee involved, providing the Union Representative has
been requested and given an opportunity to be present. If not resolved at this informal level, a formal written grievance may be filed.
The grievance shall contain a full statement of the grievance and the facts upon which it is based, the contract section alleged to have
been violated and the action, remedy or adjustment sought, In grievances filed on behalf of individual employees, the grievance shall be
signed, by the affected employee, prior to Step 1 of the grievance procedure. Grievances shall be processed according to the steps and
time limits specified. These time limits may be extended upon written mutual consent of the parties. All grievances shall be handled
during normal working hours without any unnecessary interruption of work.

Section 20.02 Except for payroll adjustments, no grievances shall be filed or processed based on facts, events, or omissions within the
employee’s knowledge, which have occurred more than ten (10) working days before such grievance is filed. Both parties agree to
exert an carnest effort to settle such grievance promptly through the following steps.



Step 1

The employee involved shall first confer with the Supervisor in order to amicably settle the matter. A Union Steward shall be present if
requested by either party. The work site supervisor shall render a verbal answer to the complaint or dispute by the close of business the
following workday. If the dispute is not resolved amicably then the employee or Union may file a written grievance no later than five
(5) workdays after receipt of the Supervisor’s verbal answer. Within five (5) workdays after receipt of a written grievance, the
Supervisor shall submit a written answer to the Union.

Step 2

If the grievance is not settled in Step 1, the Union may take the written grievance and submit it to the Deputy Program Manager or
designee within five (5) workdays of receipt from the 1st Step answer. The Union and the Company will attempt to settle/resolve the
issue. Both the Union and the Deputy Program Manager shall either meet in person or by telephone within seven (7) workdays. If the
issue is not resolved, the Deputy Program Manager has five (5) workdays from the aforementioned meeting, or the expiration of the (7)
workday period, to submit an answer to the Union.

Step 3

If not settled at Step 2, the Union may submit the grievance to the Program Manager or designee within five (5) working days. The
Program Manager and the Union’s Business Representative will meet in person or by telephone conference within ten (10) workdays
and attempt to resolve the grievance. If unable to resolve the grievance, the Program Manager shall submit a written answer to the
Union within five (5) workdays of the aforementioned meeting or expiration of the time allowed for meeting.

The parties may agree to submit an unresolved Step 3 grievance to non-binding mediation in attempt to reach a settlement. In such case,
a mediator may be requested from the Federal Mediation and Conciliation Service (FMCS) or from a private agency as the parties agree.
The parties will equally share the fees and costs of the mediator and the costs for a room to hold the hearing. Each party will pay the
cost of presenting their own case including payment of witnesses, if applicable.

Step 4

In the event the grievance is not resolved under Step 3, the Union may submit, within thirty (30) workdays following the Company’s
Step 3 answer, or expiration of the time limit of Step 3, a written notice to the Program Director of its intent to arbitrate. The Union will
request the FMCS to submit an arbitration panel of seven (7) names to each party. The parties will alternately strike names until the
arbitrator is selected. (The parties agree that the winner of a coin toss will determine who strikes first).

The Arbitrator shall not have authority to add to, subtract from, modify, alter or change any of the terms of this Agreement. The
Arbitrator’s authority is to interpret and apply provisions of this Agreement. The Arbitrator shall be bound entirely by the Agreement
and evidence presented at the hearing.

The parties may file post-hearing briefs. The Arbitrator shall render his decision within thirty (30) days of the close of the hearing or
receipt of the briefs. The Arbitrator’s decision shall be in writing. The award shall be delivered or mailed to each party. The decision
of the Arbitrator shall be final and binding on all parties.

The parties will equally share the fees and costs of the arbitrator and the costs for a room to hold the hearing. Each party will pay the
cost of presenting their own case including payment of witnesses, if applicable. In cases of cancellation, the party requesting
cancellation shall pay all fees and costs of the Arbitrator. The Arbitrator may record the proceedings or request a court reporter. Such
costs, if any, shall be borne by the Arbitrator.

No more than one (1) grievance shall be submitted to the same Arbitrator, unless both parties agree otherwise prior to sending for a list
of Arbitrators.

Section 20.03 In no event shall the Company be penalized or in any way be liable for any monetary award or grievance settlement
prior to thirty (30) days immediately preceding the date of the filing of the grievance. Any monetary award for events preceding the
date of grievance filing shall be limited to this thirty (30) day period, except in the case of a payroll error,

All monetary awards shall be lost earnings minus the net of all other compensation, including wages, commissions, worker’s
compensation and unemployment compensation the grievant may have received for the designated award period.

ARTICLE 21—HOURS OF WORK



Section 21.01 No provision of this agreement shall be considered as a guarantee of any specified number of hours of work, either per
day or per week.

Section 21.02 Eight (8) hours, exclusive of a meal period up to sixty (60) minutes, but not less than thirty (30) minutes, shall
constitute a normal work shift.

Section 21.03 The normal work schedule shall consist of a normal work shift for five consecutive days Monday through Sunday.

To align the work schedule with the customer, the Company at its discretion may schedule ten (10) consecutive hours exclusive of a
meal period of thirty (30) minutes for four (4) days or an alternating schedule of eight (8) consecutive hours exclusive of a meal period
f thirty (30) minutes for five days and ten (10) consecutive hours exclusive of a meal period of thirty (30) minutes for four (4) days.

When a paid holiday falls on a day an employee is scheduled for a ten (10) hour day as described above, the employee may take two (2)
hours of vacation or use flextime as defined in Article 22, Section 22.08 to reach forty (40) hours of pay in that pay week.

Section 21.04 Shifts will meet customer needs. The shift starting times will be as follows:

A.  First (1st) shift will begin between 0500 and 1000 hours.
B.  Second (2nd) shift will begin between 1000 hours and later.

C. When management is aware in advance, any change in shift starting times will be communicated at least twenty-four (24)
hours in advance of such change.

D. Management reserves the right to provide more than five-day coverage by implementing an odd workweek consisting of a forty
(40) hour work schedule.

Section 21.05 Any employee who is called in before his regular starting time shall be granted the opportunity of working out his
regular shift or leaving at the end of an eight (8) hour shift, but cannot refuse to work an eight (8) hour shift as required.

Section 21.06 All employees will receive two (2) uninterrupted paid fifteen (15) minute breaks per day. One (1) to be taken during
the first half of their workday and one (1) to be taken during the second half of their work day. Breaks will be taken so as to not
interfere with maintenance operations.

Section 21.07 The payroll week shall start at 12:01 a.m. each Saturday and end at 12 midnight the following Friday. Employees are
paid bi-weekly.

notification and approval of the respective supervisor. Requests for unscheduled flextime will be given consideration.

Section 21.09 If the Company is prevented from working as a result of government edict, or of acts of God, the Company will
reimburse employee for the time missed, if the Company is so reimbursed by the customer.

Section 21.10 If the Government prevents a Company employee from performing his duties under the Contract, They will be paid for
the actual work time lost at the base rate of pay; not to exceed forty (40) hours annually.

Section 21.11 An employee scheduled for or called into work on one of his or her scheduled days/hours off shall be given a minimum
of two (2) hours of work and shall be paid at the employees base hourly rate, flexible benefit credit and all applicable premiums. An
employee called back to work after completing a scheduled shift shall be given a minimum of two (2) hours of work and shall be paid at
the employees base hourly rate, flexible benefit credit and all applicable premiums,

Section 21.12 In the event of a delayed report due to severe weather conditions issued by NAS Patuxent River, Maryland,
employees will not report for work as per Base reporting guidelines. If the Company is prevented from working as a result of
base closure due to weather conditions, the Company will reimburse employees for time missed, if the Company is reimbursed
by the customer. Affected employees are employees that are scheduled to work Wwithin the time period of the delayed reporting
notice. Base closure hours will not count towards computation of overtime hours.

ARTICLE 22—HOLIDAYS



Section 22.01 All employees covered by this Agreement shall receive eight (8) hours’ pay at their regular hourly earnings, including
all applicable premium pay, for the following holidays (or the day(s) customarily observed, or observed by Federal law), regardless of
the day of the week on which they fall:

New Year’s Day Labor Day
Martin Luther Day Columbus Day
President’s Day Veteran’s Day
Memorial Day Thanksgiving Day
Juneteenth Christmas Day
Independence Day

Section 22.02 Any holiday which falls on a Sunday shall be observed on the following Monday. Any holiday which falls on a
Saturday shall be observed on the preceding Friday. Observance may vary according to U.S. Navy scheduling.

Section 22.03 Ifa holiday falls within an employee’s vacation period, such holiday shall not be considered as part of the vacation
period or counted as a vacation day used.

Section 22.04 Any employee called in and reporting for work on any of the holidays above or the days on which they are observed,
shall be guaranteed 4 hours’ work or 4 hours’ pay in lieu thereof,

Section 22.05 In addition to the holidays listed above, if directed by the United States government the Company will observe
any holidays declared as a legal holiday and observed by the U.S. government at Nas Patuxent River, MD if there is such a
holiday, employee shall be paid for the holiday

ARTICLE 23—VACATIONS/ SICK LEAVE
Section 23.01 Allowances Each employee covered hereby shall accrue vacation credits as follows:

A. For vacation purposes, all employees will be entitled to paid vacation which will be based upon years of continuous
service on the T-6 COMBS’ Contract or continuous service with the Company, whichever is longer. Accrual will be on a
bi-weekly basis. Paid vacation entitlement will be as follows:

Years of Service Annual Entitlement Bi-Weekly Accrual
Less than 60 Months 96 Hours 3.69 Hours
60 Months but less than 120 Months 136 Hours 5.23 Hours
120 Months or more 176 Hours 6.76 Hours

Employer and his/her supervisor to approve vacation time as to minimize the amount of carry over hours. In the event that time cannot
be approved based on operational requirements, an Employee will receive pay in lieu of paid time off for all vested paid vacation
benefits that exceed the maximum that can be carried over,

Section 23.03 Vacation scheduling will be as follows:

A. Vacation requests must be made no less than seven (7) days in advance in writing to their supervisor. The Company reserves
the right to approve or deny vacation requests based on business operations. Vacation requests will be approved based on
seniority.

B. Vacation may only be scheduled on the employee’s regularly scheduled workdays and only for the amount of hours regularly
scheduled on that day. Vacation may be taken in increments of one (1) hour.

C. Request for vacation must be submitted on a vacation request form and approved by the employee’s supervisor before such
leave is taken. Employees failing to secure such approval, who subsequently fail to report to work as scheduled, will be subject
to appropriate disciplinary action for unexcused absence.




D. The maximum allowable length of vacation will be the amount of the employee’s unused vacation at the end of the payroll
period immediately preceding the vacation period requested.

Section 23.04 For the purpose of accruing vacation credits, a credited work week shall be defined as follows:

A. Any week in which an employee is paid by the Company for worked, holiday pay, jury duty pay, military pay differential,
vacation pay, funeral leave pay or is on a Worker’s Compensation leave which does not exceed six (6) months; excluding time
on suspension without pay for just cause discipline.

Section 23.05 Sick Leave

A. Inorder to comply with both our Maryland and Executive Order 13706 paid sick leave obligations, employees will be allowed
to earn up to one (1) hour of paid sick leave for every 30 hours they work. They will be allowed to earn up to 56 hours per year.
They can carry over up to 56 hours per year and can accrue up to a total of 64 hours per year. If they ever have 64 hours in their
leave bank, accrual is paused until they use some of it.

B. Employees should be allowed to use paid sick leave in increments of 0.1 hours for the following reasons:

To obtain diagnosis, care, or treatment of the mental or physical illness, injury, or condition of an employee, family
member, or individual whose close association with the employee is equivalent to a family connection;
2. To obtain preventive medical care for the individuals described in (1);

For maternity or paternity leave; or

4. For absence due to domestic violence, sexual assault, or stalking committed against the individuals described in (1),
including seeking relocation, counseling, victim services, or taking related legal action.

(5

ARTICLE 24—OVERTIME

Section 24.01 Time and one-half shall be paid for all hours worked in excess of forty (40) hours worked in any one workweek.

Section 24.02 Overtime other than the scheduled weekends shall be on a voluntary basis to the extent possible. When there are an

insufficient number of qualified volunteers the Company may require qualified employees to work overtime. Required overtime will be
assigned in reverse order of seniority among qualified employees.

Section 24.03 The parties recognize that most overtime is circumstance driven; as such, a minimum of two (2) hours’ notice may not be
possible in order to meet contractual requirements.

ARTICLE 25—UNIFORMS

Section 25.01 Employees must adhere to all provisions of the Program Dress/Appearance Standards,

Section 25.02 Employees will be required to wear the uniforms designated by the Company. The cost of such required uniforms shall
be incurred by the Company. Torn or worn-out uniforms shal] be replaced as needed by the company. All uniform replacements will be
at a one for one exchange. The employee is responsible for the maintenance and cleaning of the uniform.

Section 25.03 Any cost incurred due to an employee's decision to change the fit, add an approved Union shirt sleeve patch, or to
obtain additional uniforms above what is furnished in 25.04 below, will be the sole responsibility of the incurring employee

Section 25.04 The Company will provide the employee his/her choice of the following that will equal five sets of uniforms at hire and
there after replacements as needed:

A. Uniform pants/shorts
B. Uniform t-shirts, with or without a pocket, per the employee’s request

C. Uniform coveralls (1 set of coveralls equals 1 shirt + 1 pant)

Section 25.05 The Company will provide one (1) Jacket with choice of light or with winter liner for employees. New hires and
employees transferred will be eligible for one (1) jacket with liner, thirty workdays after entering bargaining unit. Jacket will be
replaced as needed due to wear.

Section 25.06 The Company will provide two (2) polo shirts with choice of color (red or blue) by the employee.

Section 25.07 The Company will provide two (2) hats, program authorized to the employee.

Section 25.08 On Friday’s, employees may wear an approved red JPATS Company support the troops shirt.



Section 25.09 Safety shoe allowance of up to one hundred sixty ($160) dollars is per permitted per calendar year provided a proper
receipt is submitted.

ARTICLE 26—CHECKOFF

Section 26.01 Employees covered by this Agreement may at their own discretion become and remain members of the Union.

Section 26.02 Upon receipt of a properly executed dues Deduction Authorization form, the Company, during the term of this Agreement,
will deduct from the employee’s earnings, if any, initiation fees and/or Union dues and remit the money as set forth herein within fifteen
(15) days following the end of the month in which such fees and/or Union dues were collected. Initiation fees and dues collected from
the employee shall be remitted by the Company to the applicable union office. The amount of remittance shall be designated in writing
by the Secretary Treasurer of the Union.

Section 26.03 It is understood and agreed that the Authorization(s) must be received by the Company no

later than fourteen (14) calendar days prior to the end of the pay period in order for the fees or dues to be

deducted for such pay period. Fees or dues to be deducted as a result of Authorization(s) not timely received will be deducted the
following pay period.

Section 26.04 The Company shall be required to make only one (1) payroll deduction for Union initiation fees for each employee
authorizing the deduction.

Section 26.05 The Company shall provide the Local a complete list of the local members from whom the dues were deducted and a list
of the individuals from whom initiation fees were collected with each remittance.

Section 26.06 It is understood that any authorization for such payroll deduction shall be voluntary on the part of the employee and may
be cancelled by the employee in accordance with the terms of the IAM Deduction Authorization.

Section 26.07 The Company will comply with any notice of revocation of deduction authorization received from an employee in
accordance with the procedure and limitations set forth in the IUE/CWA Deduction Authorization Form. Should an employee be promoted
or transferred to a classification not covered by this Agreement, the Company shall cease deducting dues from such employee. When
ceasing to deduct dues in such cases, the Company shall submit the name of such employee and the reason for no deduction in writing to
the Secretary Treasurer of the Union.

Section 26.08 Ifan employee does not have sufficient earnings in any payroll period to cover the Union dues deduction for that payroll
period, the Company shall have no further responsibility for collection of dues for that pay period.

Section 26.09 The Union shall indemnify and hold harmless the Company from any and all claims, demands, suits or forms of liability
that shall arise out of or any reason of action taken or not taken by the Company for the purpose of complying with any of the provisions
of this Article including the reasonable cost of any defense made necessary by any such liability, claim, suit or dispute.

ARTICLE 27—GOVERNMENT SECURITY/RESPONSIBILITY

Section 27.01 The Company and all representatives of the Union having access to the premises and all employees are required to
comply with applicable Government security regulations when performing work for the Government. Employees working on the
program must apply for, receive and maintain level Security access as defined by the customer. The Company and the Union agree that
security information will be revealed only to persons properly cleared and required by the Government to have the information.

Section 27.02 The Union and its members understand that the Company contract with the government requires employees to be
deployable to various locations inside and outside of the Continental United States. It is understood that agreeing to such deployment is
a condition of employment for all employees at this site.

Section 27.03 The Union and the Company recognize that employees covered hereby are performing services for the U.S.
Government in U.S. Government facilities and using U.S. Government equipment. Each employee shall be responsible for the
reasonable care of customer and/or Company furnished property and will immediately notify the Company of any accidents, sabotage,
or damage to Company, customer or employee property or material.



Section 27.04 The parties to this agreement hereby recognize the Company's obligations in its contracts with the Government
pertaining to security, security clearances, and access to Government - managed property and agree that nothing contained in this
Agreement is intended to place the Company in violation of its contracts and/or security agreements with the Government.

Section 27.05 In the event that the U.S. Military Service or other Government Agency duly concerned with security regulations or
operations on Government - managed property, advises the Company that any employee in the Union bargaining unit is restricted from
access to Government - managed property, or restricted from work on or access to classified information and material, the Union agrees
that such action as the Company may take pursuant to its contractual and/or security obligations to the Government will not be
contested, nor will such action be a subject of the grievance procedure contained in Article 4 of this Agreement.

Section 27.06 In the event that such Government Agency following the taking of such action within one year advises the Company
that such an employee is no longer restricted from access to Government - managed property or restricted from work on or access to
classified information and material, the Company shall promptly reinstate the employee with seniority, to the same job classification
held at the time such action was taken, subject to the applicable seniority provisions of the Agreement, if he/she promptly applies for
such reinstatement within fifteen (15) days.

Section 27.07 It is understood by and between the parties that, as a necessary condition of employment as defined in the Company’s
offer letter of employment, employees shall be subject to investigation for security clearances, special access requests, national agency
check and/or unescorted entry authorization under regulations prescribed by the Department of Defense, or other agencies of the United
States Government on government work. Failure to apply, maintain, or gain a security clearance and/or the denial of required clearances

and unescorted entry authorization by such governmental agency will be cause for release from the Company, due to inability to meet job
requirements.

Section 27.08 In the instance of a denial or a loss of a required clearance known as an “interim denial” an employee will be placed on
an open job commensurate with his or her qualifications if any exist. If no such opening exists, then the employee will be terminated.

Section 27.09 It is understood that there shall be no liability on the part of the Company or the Union for any release growing out of
the denial of clearance and/or unescorted entry authorization by the United States Government and/or non-receipt of a required clearance.

Section 27.10 Failure for whatever circumstances to meet the above requirements shall not be a cause of action under the Grievance
and Arbitration provisions contained in this Agreement.

Section 27.11 The Union recognizes that the Company is a contractor to the federal government and that the Company is required at
all times to fully meet its obligations as a contractor. Nothing in this Agreement is intended nor will any provision of this Agreement

ARTICLE 28—GENERAL

Section 28.01 The Company will provide Worker’s Compensation Insurance for all employees and will cooperate toward the prompt
disposition of employee on-the-job illness/injury claims. All employees, both stateside and abroad, will be covered by Company
supplied Worker’s Compensation Insurance.

Section 28.02 The parties acknowledge that during the negotiations, which resulted in this Agreement, each had the right and
opportunity to make demands with respect to any subject or matter and the agreements arrived at by the parties are set forth herein.

Therefore, this Agreement shall not be opened for negotiation of any subject or matter or item of interest except by mutual agreement of
both parties.

Section 28.03 Employees covered by this Agreement shall be govemned by all Company rules, regulations and orders which are not in

conflict with the terms and conditions of this Agreement as such rules, regulations and orders currently exist or as modified during the
terms of this Agreement.

Section 28.04 1t is understood wherever in this Agreement employees or jobs are referred to in the male or female gender it shall be
recognized as referring to both males and females,

Section 28.05 Employees covered by this Agreement shall be governed by all site rules, regulations and orders which are not in conflict
with the terms and conditions of this Agreement.



Section 28.06 Outsourcing. The parties agree that the Company has the right to continue to outsource any work historically
outsourced for business necessity or directed/requested by the Contractor.

Section 28.07 Sub-Contractors. Work outsourced in Section 28.06, may be performed by a sub-contractor selected by the Company
without regard to union affiliation. Such sub-contractors are not bound by the terms of this Agreement.

ARTICLE 29—WAGES

Section 29.01 During the term of this Agreement, each employee shall receive wage increases in accordance with Appendix “A”
annexed hereto and made part hereof.

Section 29.02 Travel Time and Expenses.

A. When an employee is required to work away from the Company premises, he shall be paid the appropriate hourly earnings for
all time spent traveling, portal to portal, in addition to transportation costs, if any. When an employee departs from Patuxent
River NAS, the starting portal for travel pay is Patuxent River NAS.

B. Ifan employee is sent to work out of town, he shall receive, in addition to the above, travel, board, lodging, etc,

Section 29.03 For the purpose of this Agreement, an employee’s straight time hourly rate is defined as the employee’s base rate as
listed in Appendix A.

Section 29.04 The Company shall pay all employees covered by this Agreement bi-weekly through direct deposit.
ARTICLE 30—NON-BARGAINING UNIT WORK

Section 30.01 The Company shall ensure that personnel not covered by this Bargaining Agreement shall not normally perform work
of the nature normally, historically and exclusively performed by hourly employees, other than as described in Section 32.03.

Section 30.02 Bargaining unit employees shall not be expected to train non-bargaining unit employees if such training would result in
bargaining unit employees being laid off or replaced by those trained.

Section 30.03 Employees of the Company who are excluded from the bargaining unit will be permitted to perform work normally
performed by bargaining unit employees for the following
reasons:

A. For instruction and training purposes;
B. For tests, evaluation and/or experimentation purposes:

C. Inemergencies as defined by the Company at its sole discretion provided such actions do not result in a layoff or reduction in
force;

D. In limited circumstances where the satisfaction of the Company’s obligations and responsibilities as a contractor may be
Jjeopardized, when bargaining unit employees with the necessary skills are not immediately available:

E.  When an employee fails to report to work and other qualified employees are not available; and,

F. Third party technicians by the Company or other technicians provided by the Customer that will not result in a layoff or
reduction in force.

Nothing herein shall be construed as authorizing any assignment of unit work to exclude employees which result in the layoff of a
bargaining unit employee,

ARTICLE 31—JOB DESCRIPTIONS

Section 31.01 The job descriptions, except as modified by Article 2.01 describe typical and normal requirements. These
requirements are characteristic of the Jjob and illustrate a level of difficulty of work and are not intended to list or describe all work

Section 31.02 All jobs covered by this Agreement are subject to the requirements that may include but are not limited to: may be
required to provide OJT and or production instruction/direction to lesser skilled employees, may be required to maintain applicable
certifications, qualifications and licenses may be required to become qualified on different equipment/systems, work shift work,
overtime, travel (domestic, international and shipboard), pass physical requirements, demonstrate applicable oral and written



communications skills and obtain/hold a security clearance at an applicable level and/or maintain visit request status. All work is to be
performed in accordance with applicable military, commercial or Company procedures.

Section 31.03 If, during the term of this Agreement, it becomes necessary for the Company to establish new or revise an existing job
classifications within the bargaining unit, the Company shall notify the Union of its intention. Said notice shall be given to the Union in
advance of the implementation of such new Job or revision of an existing classification provided operational requirements permit. The
wage rate for such new or revised job classification shall be established by mutual agreement. Operations shall not be delayed through
failure to immediately agree upon a wage rate applicable to such job classification. In the event the parties fail to come to an agreement
on the wage rate of a new job, the matter shall be submitted to binding arbitration under the applicable article of this Agreement and the
Arbitrator shall have the authority to establish the rate of pay for any new job classification challenged under this Article.

ARTICLE 32 - DURATION

notice to the other party of termination (and request to negotiate a new agreement) or a desire to modify the Agreement, not less than
sixty (60) days prior to the expiration of any such subsequent yearly period.

Section 32.02 Within thirty (30) days of the receipt of any such notice to terminate and negotiate a new Agreement, or to modify the

Agreement, the Union and Company shall commence negotiations unless it is mutually agreed to extend the number of such days
beyond thirty (30).
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In witness whereof, the parties have caused this Agreement to be executed by their respective officers and representatives’ thereunto
duly authorized this July 14, 2025

For the Union: For the Company:
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Mark M. Duval Jenwifer R. Williams
Assistant Directing Business Representative Director. Human Resources
IAMAW District Lodge 4 IAP World Services. Inc.

J
Ssxft Bear Leig‘f]ann E. Owens
Negotiating Committee/Shop Steward VP — Human Resources

TAP World Services. Inc.

Trina Brown

Site Manager
JPATS Logistics Services, LLC.




Current
Rate
ACM1I $43.21
ACM 1II/ $45.20

INSPECTOR

Shift differential of $0.65 per hour for all hours worked in an

between 1000 - 1859 hours.

All economic improvements in this Agreement are effective the first full

unless otherwise specified.

APPENDIX A

WAGES
Equitable New Rate Increase 3.5%
Adjustment
10/01/2025 10/01/2025 10/01/2026
$5.75 $48.96 $50.67
$6.00 $51.20 $52.99

Increase 3.0%

10/01/2027

$52.19

$54.58

y day worked (including when on TDY) when starting the workday

pay period following 10-01-2025; 10-01-26; and, 10-01-27



APPENDIX B

EMPLOYEE BENEFITS PLAN

JLS’ medical, dental and vision benefits will be administered by IAPWS based on the Summary Plan Description and will
maintain an equivalency of benefits. The Company will provide each covered full-time Employee with the amount of Flexible
Benefits Credits as specified in the Collective Bargaining Agreement. Part-time employees will receive the cash equivalent of
health and welfare benefits specified in the SCA Wage Determination applicable, or which may become applicable, to the
Company in lieu of eligibility for the group benefit plans. Employees will be offered a Company Preferred High Deductible
Healthcare Plan (HDHP) with a Health Savings Account (HSA) for qualified accounts holders,

As an alternative to the HDHP the Com pany will offer the Charter PPO plan to those employees who shall not elect HDHP. The
Company and Union agree that during the period of this Collective Bargaining Agreement employee medical insurance premiums
shall not exceed 10% increase per year. Furthermore the Company and Union agree that effective January 1, 2020 employees
may opt for the Company’s Core Plan (Consumer HSA) at an 80%/20% cost share or the Charter PPO plans at a 75% / 25%
cost share. If the annual increase is less than 10%, contribution rates will only be increased by the set amount. The agreed cost
shares increases will be shared at the same cost shared percentages. As these Plans are provided by outside vendors and/or
Company-wide Plans, the Company may find it necessary or desirable to amend, revise or replace some or all of the Plans during
the life of this Agreement between the Parties. Should this occur, the Company will im mediately advise the Union of such changes
and will meet as soon as possible with the Union to negotiate the effect of such changes on the employees covered by this
Agreement.

Section 1. - Group Insurance

Effective August 1, 2019, the Company will provide each covered full-time Employee with the amount of the Flexible Benefits Credits
specified below. These credits will be provided on a pre-tax basis under Internal Revenue Code Section 125. Employees may use these
credits to purchase coverage for themselves and eligible dependents from any of the Group Insurance Plans offered by the Company’s
Flexible Benefit Program including Medical, Dental, Vision, Life Insurance, Accidental Death and Dismemberment Insurance, Personal
Accident Insurance, Short Term Disability and Long Term Disability Insurance. Pre-tax credits may not be used to purchase Dependent
Life Insurance. Any coverage costs in excess of the Company provided credits will be paid by the Employees via pre-tax payroll
deductions. Any excess credits will be paid to the Employee as additional taxable income.

Section 2 Flexible Benefit Credits

Effective: Current 10/01/2025 10/01/2026 10/1/2027

Hourly $6.55 $6.55 $6.55 $6.55

Medical Opt-Out Credit

Employees, who maintain eligible medical insurance outside of the Company-offered medical plan, qualify for a taxable credit in lieu of
medical insurance. Employees must (1) Elect the Medical Opt- Out option during enrollment, and (2) Furnish annual proof of eligible
medical insurance to qualify for the Medical Opt-Out credit listed in the table below. Eligible employees will receive a credit per hour
paid up to eighty (80) hours per pay period. Employees who Waive medical coverage and do not provide proof of other eligible medical
coverage do not qualify for the Medical Opt-Out credit.

(A) Employee must immediately notify the Company if they lose coverage outside of the Company-offered medical plan.
(B)  The Medical Opt-Out credit will be managed in a manner consistent with applicable plan documents and governing law.

(C) Eligible coverage is NON-Market Place/Exchange medical insurance that meets the Affordable Care Act (ACA) guidelines
of Minimum Essential Coverage (MEC).

Any Opt-Out Credits paid to the employee when not eligible will be repaid to the Company



The hourly Flexible Benefit Credit will be paid for all hours paid (wages, paid vacation, paid holidays, paid bereavement leave and paid
jury duty, military training leave) up to forty (40) hours per week.

Section 3- Savings Plan (DISP)

Employees may continue to participate in the IRS approved 401(K) by making bi-weekly contributions. There will be no Company
discretionary or matching contributions to the Plan on the behalf of Employees.

Section 4 — I.A.M. National Pension Plan

(A) The Company shall contribute to the I.A.M. National Pension F und, National Pension Plan to a maximum of forty (40) hours per
work week for which employees in all job classifications covered by this Agreement are entitled to receive pay under this Agreement as
follows:

10/01/2025

$1.00

(B) The Company contributions shall be based on hours paid (wages, paid vacation, paid holidays, paid bereavement leave, paid jury
duty, military training leave) up to forty (40) hours per week

(C) Contributions for a new, temporary, probationary, part-time and full-time employee shall be payable from the first day of employment.

(D) The Union and Company adopt and agree to be bound by, and hereby assent to, the Trust Agreement, dated May 1, 1960, as amended,
creating the I.A.M. National Pension Fund and the Plan rules adopted by the Trustees of the I.A.M. National Pension Fund in establishing

and administering the foregoing Plan pursuant to the said Trust Agreement, as currently in effect and as the Trust and Plan may be amended
from time to time.

(E) The parties acknowledge that the Trustees of the LA.M. National Pension Fund may terminate the participation of the employees and
the Company in the Plan if the successor collective bargaining agreement fails to renew the provisions of this pension Article or reduces

the Contribution Rate. The parties may increase the Contribution Rate and/or add Job classifications or categories of hours for which
contributions are payable.

(F) This Article contains the entire Agreement between the parties regarding pension and retirement under this Plan and any contrary
provisions in this Agreement shall be void. No oral or written modification of this Agreement shall be binding upon the Trustees of the

LLA.M. National Pension Fund. No grievance procedure, settlement or arbitration decision with respect to the obligation to contribute
shall be binding upon the Trustees of the Pension Fund.

(G) In addition to the above listed contribution amounts and in accordance with the IAM Pension Fund
Rehabilitation Plan Preferred Schedule mutually adopted by the parties and incorporated into this
Agreement. The Company will contribute the following amounts to the IAM Pension Fund, a bona fide
fringe benefit savings plan, per employee up to forty (40) hours per week.

Per Hour:

June 1, 2025 - $0.19
June 1, 2026 - $0.22
June 1, 2027 - $0.25



APPENDIX C

JOB DESCRIPTIONS

Position Title: T-6 COMBS Aircraft/SE Mechanic I

Job summary

Primary responsibilities are to repair machinery or mechanical cquipment, as well as performing engine build-up; examines aircraft
contractor furnished support equipment (CFSE) to diagnose source of trouble; dismantling or partly dismantling CFSE and performing
repairs that mainly involve use of hand tools in replacing broken or defective parts; ordering replacement parts or sending the equipment
out for major repairs; perform scheduled and unscheduled maintenance,

JOB DUTIES & RESPONSIBILITIES
* Inspecting and repairing ground support equipment
* Installing and removing QEC kits on aircraft engines

®  Dealing with Coworkers/Clients/Public
¢ Performs lower level Supply Technician duties

SOME EXAMPLES OF WORK PERFORMED IN THIS CLASSIFICATION INCLUDE

Performing engine QEC buildup actions, both assembly and tear down.

Determining serviceability of QEC items and order QEC parts from COMBS

Complete all required documentation and tagging requirements of QEC items.

Refer to technical publications to determine specifications to be met.

¢  Track and record calibration dates to insure that support equipment is up to date; keep files with documentation and
certifications of calibrated equipment, and ensure that equipment is sent out for calibration when due.

¢ Ensure that all equipment is accounted for, assign I.D. numbers to each piece of equipment, and maintain a file of record for
each ID.

*  Perform maintenance and inspections on support equipment according to applicable maintenance manuals, manufacturer
specifications and FAA regulations.

* Duties may include using material handling equipment to include forklifts, cranes and other lifting and moving devices; as well
as, common and special purpose tools to perform maintenance.

® Research and order materials.

* Coordinate and expedite flow of material, parts, and assemblies supporting Site COMBS maintenance requirements in
accordance with established policies and procedures.

e  Confers with Program Resource Manager, Site Supervisor, and Lead Mechanics to determine parts required or overdue and to
locate parts.

* Manage material and component inventory at Site, and process and expedite supply transactions to insure timely repair and
receipt of required items.

*  Assist maintenance technicians in the research of parts requests, and performs research/validation to backorder non-filled issue

requests.

¢ Arrange movement of parts or material between site and other locations as directed by Program Management Office (PMO) or
site supervisor.

*  Verifies the accuracy of incoming/outgoing shipments by comparing items with manifests and other shipping documents,
checks for damaged items, insures items are properly identified in inventory or for distribution to appropriate maintenance
activity, and prepares and keeps records of goods received/shipped.

*  Obtains, uses, handles, and disposes of hazardous materials in accordance with existing MSDS, applicable state and federal
guidelines, customer directives and company policies.

Cleaning of warehouse, shops, offices and restrooms as required.
®  Clerical and other assigned duties as required

Performs other job-related tasks as assigned and required




KNOWLEDGES, SKILLS, ABILITIES AND OTHER CHARACTERISTICS: The following skills and abilities are
required:

*  Understanding of scheduling techniques and technical order requirements.

¢ Ability to accurately troubleshoot and repair complex aircraft engine/support equipment systems.
*  Ability to maintain and inspect ground support equipment

*  Ability to use material handling equipment and common and special purpose tools.

*  Mental and visual ability to read and understand detailed technical publications and instructions.
¢ Ability to communicate effectively, both orally and in writing.

*  Generally accepted accounting principles sufficient to perform the job, duties, and tasks associated with the position
¢  Ability to become proficient in use of company’s automated maintenance management system and other supply support
software within 60 days of starting on-the-job training.

*  Extensive working knowledge in logistics and data information systems.
Education and Experience

* GRADUATION FROM A STANDARD FOUR (4) YEAR HIGH SCHOOL OR EQUIVALENT (GED)
* Three (3) years’ experience in aircraft maintenance
e ITAR Certification

Physical Requirements/Working Environment

May work in Aircraft maintenance hangar or warehouse.
May require lifting of objects whose weight normally will not exceed 501bs.

May be required to work in areas where high noise hazards prevail and are exposed to fumes or airborne particles and electrical
shock hazards.

May be required to work in protective cquipment that increases heat stress and limits mobility.
Work conditions may range from an environment where there is little or no physical discomfort, to an environment where inclement
weather may subject the individual to severe changes in weather (temperature, wind, rain, etc.)

The above information on this description has been designed to indicate the general nature and level of work performed by employees
within this classification. It is not designed to contain or be interpreted as a comprehensive inventory of all duties, responsibilities, and
qualifications required of employees assigned to this job.



Position Title: T-6 COMBS Aircraft/SE Mechanic II/Inspector

Job Summary

Primary responsibilities are to repair machinery or mechanical equipment, as well as performing engine build-up; examines aircraft
contractor furnished support equipment (CFSE) to diagnose source of trouble; dismantling or partly dismantling CFSE and performing
repairs that mainly involve use of hand tools in replacing broken or defective parts; ordering replacement parts or sending the equipment
out for major repairs; perform scheduled and unscheduled maintenance.

JOB DUTIES & RESPONSIBILITIES

* Inspecting and repairing ground support equipment
* Inspects COMBS material

* Inspecting QEC changes on aircraft engine

¢ Dealing with Coworkers/Clients/Public
*  Performs lower level Supply Technician duties

EXAMPLES OF WORK PERFORMED IN THIS CLASSIFICATION INCLUDE

Performing engine QEC buildup actions, both assembly and tear down.

Determining serviceability of QEC items and order QEC parts from COMBS

Complete all required documentation and tagging requirements of QEC items.

Inspect all QEC changes

Serve as Site quality liaison to the PMO

Refer to technical publications to determine specifications to be met.

Track and record calibration dates to insure that support equipment is up to date; keep files with documentation and

certifications of calibrated equipment, and ensure that equipment is sent out for calibration when due.

*  Ensure that all equipment is accounted for, assign 1.D. numbers to each piece of equipment, and maintain a file of record for
each ID.

*  Perform maintenance and inspections on support equipment according to applicable maintenance manuals, manufacturer
specifications and FAA regulations.

®  Duties may include using material handling equipment to include forklifts, cranes and other lifting and moving devices; as well

as, common and special purpose tools to perform maintenance

Research and order materials.

Coordinate and expedite flow of material, parts, and assemblies supporting Site COMBS maintenance requirements in

accordance with established policies and procedures.

*  Confers with Program Resource Manager, Site Supervisor, and Lead Mechanics to determine parts required or overdue and to
locate parts.

¢ Manage material and component inventory at Site, and process and expedite supply transactions to insure timely repair and
receipt of required items.

*  Assist maintenance technicians in the research of parts requests, and performs research/validation to backorder non-filled issue
requests.

*  Arrange movement of parts or material between site and other locations as directed by Program Management Office (PMO) or
site supervisor.

®  Verifies the accuracy of incoming/outgoing shipments by comparing items with manifests and other shipping documents,
checks for damaged items, insures items are properly identified in inventory or for distribution to appropriate maintenance
activity, and prepares and keeps records of goods received/shipped.

¢  Obtains, uses, handles, and disposes of hazardous materials in accordance with existing MSDS, applicable state and federal
guidelines, customer directives and company policies.

*  Cleaning of warchouse, shops, offices and restrooms as required.
*  Clerical and other assigned duties as required
Performs other job related duties as assigned.

KNOWLEDGES, SKILLS, ABILITIES AND OTHER CHARACTERISTICS:

Knowledge, skills and abilities required include:

*  Understanding of scheduling techniques and technical order requirements.

*  Ability to accurately troubleshoot, repairs, and inspect complex aircraft engine/support equipment systems.
*  Ability to maintain and inspect ground support equipment

s Ability to use material handling equipment and common and special purpose tools.

*  Mental and visual ability to read and understand detailed technical publications and instructions.



*  Ability to communicate effectively, both orally and in writing.

Generally accepted accounting principles sufficient to perform the job, duties, and tasks associated with the position
Ability to become proficient in use of company’s automated maintenance management system and other supply support
software within 60 days of starting on-the-job training.

*  Extensive working knowledge in logistics and data information systems.

Education and Experience

GRADUATION FROM A STANDARD FOUR (4) YEAR HIGH SCHOOL OR EQUIVALENT (GED)
Three (3) years’ experience in aircraft maintenance

Valid FAA Airframe and Powerplant License

ITAR Certification

Physical Requirements/Working Conditions

May work in Aircraft maintenance hangar or warehouse.
May require lifting of objects whose weight normally will not exceed 501bs.

¢  May be required to work in areas where high noise hazards prevail and are exposed to fumes or airborne particles and electrical
shock hazards.

May be required to work in protective equipment that increases heat stress and limits mobility.
Work conditions may range from an environment where there is little or no physical discomfort, to an environment where inclement
weather may subject the individual to severe changes in weather (temperature, wind, rain, etc.).

The above information on this description has been designed to indicate the general nature and level of work performed by employees
within this classification. It is not designed to contain or be interpreted as a comprehensive inventory of all duties, responsibilities, and
qualifications required of employees assigned to this job
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Purpose

This document is intended to provide supervisors and managers with information to assist
in the Counseling and Disciplinary Action process (Business Process 11-08.0) and JLS
Employee Security requirements.

Associated Documents

* 11-08.0, Counseling and Disciplinary Action
* Applicable Security Reporting Form
Guideline Information

The illustrations are not intended to be all inclusive, but rather provide examples of the
types of behaviors or infractions which are common and can be used to evaluate the course
of action and calibration of a remedy.

Illustrations of MINOR Offenses

* Initial observation of poor workmanship, quality or productivity, unsatisfactory
performance

¢ Isolated (first time) incidents involving minor damage to government furnished or
company provided tools and equipment

® Accidental timekeeping omissions

¢ Tardiness or absenteeism

¢ Dress code violation

* Frequent personal phone calls or excessive use of the internet for non-work reasons

* Failure to wear, display or use personal ID badge

* Demonstrating unprofessional behavior or attitude that violates the JLS Values
Minor Offenses: Remedies and Disciplinary Action

At the first indication of a problem, the immediate supervisor should verbally counsel the
employee to correct the behavior and assure that they understand the associated company
policies, business practices and processes involved. Minor offenses may not require
disclipline, but may require coaching and training. The immediate supervisor should aslo
evaluate whether training is necessary. Recurring violations may progress to written
disciplinary action, suspension or termination of employment depending on circumstances
and the employee’s past history of counseling and disciplinary action.

Illustrations of MAJOR Offenses

This material contains proprietary information of JLS Worldwide Services, Inc. (JLS). Disclosure to others, use, or copying without the Page
express written authorization of JLS is strictly prohibited. Any authorized copying of this material, in whole or in part, must include this legend. 46



Repetitive poor workmanship, quality, productivity, or unsatisfactory performance
after counseling

Incidents involving negligence that results in major damage to government
furnished or company provided property, tools and equipment

Willful or careless disclosure of proprietary information to unauthorized persons
Insubordination and unprofessional conduct

Improper internet, computer and e-mail use (offensive jokes, images, chain mail)
Inflicting computer viruses on company computers

Unauthorized personal use of company or government property, equipment,
supplies, vehicles or software

Verbal altercations
Operating vehicle without valid driver’s license
Failing to immediately notify supervisor of a reportable incident

Demonstrating carelessness, negligence or inattentiveness that results in injury,
illness or property damage

Major Offenses Disciplinary Action

A first time violation may result in a written warning including suspension up to and
including termination of employment for willful violations. Recurring violations or
incidents that involve erratic or volatile behavior may result in immediate termination of
employment depending on circumstances and the employee’s past history of counseling and
disciplinary action. Major violations may require training and/or coaching to insure that
the employee has the knowledge, skills and ability to successfully perform the job.

Ilustrations of SEVERE Offenses

Willful violations of applicable statutory regulations

Violation of Workplace Threats and Violence business practice (e.g., recurring
verbal altercations, physical altercations, threats of violence to commit bodily harm)

Violation of the Code of Ethics and Business Conduct Document No 5-1 and related
business policies and practices (e.g., theft, fraud, bribery embezzlement, sabotage,
conflict of interest, unauthorized disclosure of confidentiality and proprietary
information, deliberate timekeeping misrepresentation, failure to cooperate or being
untruthful in investigations
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* Violation of Security business practice (e.g., unauthorized access to restricted areas,
disclosure of restricted information, unauthorized possession of firearms and
weapons on company or customer property or in the workplace)

¢ Violation of Diversity and Equal Employment Opportunity business policy (e.g.,
discrimination, harassment, retaliation)

¢ Violation of Information Technology business policy and practices (e.g., improper
internet, computer and e-mail use to include pornography, gambling, etc.)

* YViolation of Drug and Alcohol-Free Workplace policy and practice (e.g., unlawful
manufacture, possession, use or distribution of illicit drugs or unauthorized use of
alcohol on company or customer property, reporting to work under the influence of
illicit drugs, alcohol or undisclosed controlled substances which include side effects
that may impair cognition and motor skills, failure to comply with drug and alcohol
screening requirement for reasonable suspicion, probable cause (post-accident) or
adulteration of urine specimen.

* Violation of ES&H business policy (e.g., willfully and knowingly working unsafe,
working without personal protective equipment, failure to stop work for unsafe
working conditions, unsafe acts which cause workplace illness or injury to self or
another employee, operating equipment or vehicles in an unsafe manner without
proper license)

Severe Offenses Disciplinary Action

¢ Management should remove potentially dangerous, hostile, disruptive, or volatile
employees from the work area immediately. These employees will not be allowed to
return to the workplace until an appropriate investigation has been conducted and
with the concurrence of HR and/or Employee Relations.

o If suspension is required, it is typically without pay, pending the outcome of
the investigation. Situation, circumstances, and personnel involved may
dictate the compensation decision; consult with Human Resources prior to
any suspension without pay.

© Suspension duration may vary depending on the complexity of the infraction
and the duration necessary to complete the investigation.

e If an infraction is verified to be in the severe category, it may result in immediate
termination of employment. Depending on the nature of the violation, the manager
may request that an employee be “ineligible for rehire”. The Vice President (VP) of

Human Resources (HR) must approve any request for an employee to be designated
as “ineligible for rehire”.

An investigation may be required to determine the facts associated with reported or
suspected violations as appropriate. A thorough investigation must be conducted prior to
30



administering disciplinary action and the employees should be given the opportunity to
present their statement of associated facts. The nature of the violation will determine the
type and level of investigation.

* All violations of discrimination, harassment, threats and violence in the workplace
must be reported to COE Human Resources, and Ethics and Compliance Officer for
awareness and collaboration on investigation protocol and action recommendations.

Employees may file their appeal to disciplinary action verbally or in writing through any
internal resource; COE Director of Employee Relations, Vice-President Ethics,
Compliance & Training, Ethics Hotline, Aviation HR Business Partner or VP Human
Resources, or their respective General Manager.

* The employee, supervisor or manager may request removal of form with the approval
of COE Human Resources.

However, an employee’s failure to improve performance up to an acceptable level in
accordance with the performance improvement plan, demonstrating a negative or
disruptive attitude or behavior or failure to sustain acceptable performance may result in
action up to and including termination of employment.

* When an employee has been previously counseled regarding their performance
deficiency but has failed to improve as required, and it is perceived that the
employee has the ability, skills and motivation to improve performance, a
performance improvement plan may be initiated through collaboration with the
appropriate HR Representative and should include:

o A description of the actions and recommendations to be taken by the
employee and management to achieve performance improvement

© A description of how performance improvement will be assessed

O A description of the consequences of not making substantial performance
improvement progress

o Identification of a timetable for achieving performance improvement to an
acceptable level

o Employee’s acknowledgement and commitment to work towards
performance improvement

* Alternatively, employees may be terminated if there are other compelling factors
such as lack of skills or an understanding of job requirements to reasonably expect
the employee to improve performance over a period, typically 30 to 90 days.
Collaboration with the appropriate COE HR Representative is required before
initiating a final action to terminate employment.
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* Employees are not eligible for the following while on a performance improvement
plan:

O Submitting an application for a job posting
o Transfer or promotion

© Receiving a merit or other salary increase if the performance improvement
plan is active at time of merit cycle

* An employee on a performance improvement plan may be selected for lay-off in
conjunction with the lay-off criteria or a reduction-in-force initiative.

File Retention

Retention of Counseling Documentation (Form 6000-007, Counseling and Disciplinary
Action) (this form should be used for any offense/violation.)

Violation Type Retention Period Retention Location
Counseling only 12 months Immediate Supervisor
Minor and Major 12 months Official Personnel File
Severe Indefinitely Official Personnel File

* The employee or manager may request removal of form with the approval of COE
Human Resources.

* Employees may file their appeal to disciplinary action verbally or in writing through
any internal resource; HQ Director of Employee Relations, Vice-President Ethics,
Compliance & Training, Ethics Hotline, COE HR Representative, or VP Human
Resources, or their respective VP,

Security Violations

Failure to comply with security procedures constitutes a breach of security. Any employee
responsible for a security violation is subject to disciplinary action as indicated below. An
adverse information report must also be submitted to the government on any employee
found responsible for a security violation. Penalties associated with the following four
types of violations are cumulative only within a 5-year period, but are not cleared from an
employee's record with the passage of time. For example, if an employee has three
violations within a 5-year period and does not have another until 8 years later, it will be
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treated as a first offense. However, JLS reserves the right to evaluate the seriousness of a
single offense on a case-by-case basis and take more or less severe disciplinary action that
indicated below. Each type of violation carries its own penalties. Penalties are cumulative
only within a type. They are independent of any penalty or combination of penalties for
the other types of violations:

1.Violation: Improper transport or shipment of classified material.

Disciplinary Actions:

First offense - Reprimand.

Second offense - suspension without pay.

Third offense - Suspension without pay.

Additional offense(s) within a S-year period - Suspension
without pay, or possible termination.

2.Violation: Failure to properly store or safeguard classified material; notably, stored in
an improper container, open and unattended container, or unsecured and unattended
classified document. Failure to properly perform security monitor duties that results in an
open and unattended container or unsecured document. Failure to comply with access
control procedures.

Any person who opens a classified container or removes a document from a container is
directly responsible for securing the container or document, unless he or she transfers
responsibility to someone else with the proper level of clearance and "need to know" who
verbally accepts that responsibility, or unless another person is assigned the responsibility
by the supervisor.

Disciplinary Actions:

First offense - Reprimand.

Second offense - Suspension without pay.

Additional offense(s) within a S-year period - Suspension
without pay, or possible termination.

3.Violation: Loss of classified document.

Disciplinary Actions:
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First offense - Suspension without pay.

Additional offense within a 5-year period — Suspension without pay, or possible
termination.

4.Violation: Willful violation of security procedures or the unauthorized disclosure of
classified information by whatever means.

Disciplinary Action:

First offense - A determined amount of suspension without pay, or possible termination.

Export / Import Violations

Failure to comply with the Department of State and Department of Commerce regulations
and JLS Export / Import procedures constitutes a violation of company policy and federal
law. Any employee that exports a controlled item without approval from Global Security
and Trade Compliance is subject to JLS disciplinary action and subject to monetary fines
from the appropriate federal authority. Disclosure will be made to the appropriate
government agency for violations of the International Traffic in Arms Regulations (ITAR)
and Export Administration Regulations (EAR). Penalties associated with export violation
can include, personal fines, removal of export privileges, administrative penalty and
sanction. Each type of violation carries its own penalties based upon the severity of the
infraction and item exported improperly.

1.Violation: Improper transport or shipment of export controlled item.
Disciplinary Actions:

First offense — Reprimand and retraining. Violation reported to appropriate government
agency.

Second offense - Suspension without pay. Violation reported to appropriate government
agency, export privileges suspended.

Third offense - Suspension without pay. Violation reported to appropriate government
agency, export privileges suspended permanently.

2.Violation: Willfully bypassing GTC and executing a controlled export and or failure to
comply with export control procedures.

Any person who willfully exports a controlled item with the intent of bypassing JLS Export
Control policies, thus putting the company at risk for export penalties and creating a
mandatory disclosure to the appropriate government agency, will be subject to the
following potential administrative actions:

Disciplinary Actions:
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First offense — Reprimand and retraining. Violation reported to appropriate government
agency.

Second offense — Termination or Suspension without pay. Violation reported to the
appropriate government agency.

Every Company employee, wherever located, must t adhere to this Policy and shall take
appropriate action to ensure that no export controlled products, services, or technical data
coming into the possession of the Company are exported, re-exported, or imported unless the
Company has obtained appropriate U.S Government authorization. All exports, re-exports or
imports shall be coordinated through the Sr. Director, Global Security and Export Control,

The aforementioned program is administered by the Security Department in collaboration
with Human Resources and in accordance with established policies in the JLS Security
Manual.
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APPENDIX E
Letter of Understanding

Machinists Custom Choice Worksite Benefits Program

It is understood and agreed between the parties that the Machinists Custom Choice Worksite
Benefits Program of supplemental insurance benefits will be offered to employees in the
bargaining unit through their designated agent, Employee Benefit Systems, Inc. (EBS).

The Company will honor payroll deduction requests and remit deductions to the underwriting
insurance company designated by EBS on a schedule, which is mutually agreed to by the Company
and EBS. The Union will defend, save, and hold harmless and indemnify the Company from any
and all claims, demands, suits or any other forms of liability that shall arise out of the execution
of this letter by the Company.

The Company agrees to implement the provisions of this letter as soon as possible after the

administrative, systems and financial requirements are worked out between the Company and
EBS.

The parties agree that the provisions of this Letter of Understanding will be effective for the term
of the current Collective Bargaining Agreement between the parties unless rescinded or amended
earlier by mutual agreement between the parties.

Representative of Machinist Custom Choice may meet with employees each November during the
annual enrollment period on dates acceptable to the Company and the Union during break periods
and lunch periods or before or after an employee’s shift.

For the Union: For the Company:

Mark M. Duval Qfer R. Williams
Business Representative HR Business Partner
IAM&AW
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Appendix F

JPATS Logistics Services, LLC

Drug and Alcohol Free Workplace Policy
POLICY STATEMENT

JPATS Logistics Services, LLC, (JLS), is committed to delivering a drug free work environment, and is
compliant with the federal and state or country regulations prohibiting unlawful possession, use, or
distribution of illicit drugs or alcohol by employees on its property.

Compliance with the conditions of U.S. laws and regulations, including those of the Department of
Transportation, as well as the applicable laws and regulations of other countries where we conduct
business is a condition of employment. Further, compliance with this Policy and related Business
Practices is a condition of employment. Applicable corrective courses of action for employees found
to be in violation of this Policy may include mandatory Employee Assistance Program participation or
disciplinary action, up to and including termination of employment. The circumstances of each
violation will be evaluated on a case-by-case basis consistent with intent of this Policy and Counseling
and Disciplinary Action Business Practice. An employee shall notify their immediate supervisor and
appropriate Human Resources Department representative in writing of their conviction under any
criminal drug statute for a violation no later than five (5) days after such conviction. Such a conviction
may result in disciplinary action up to and including termination of employment.

JLS conducts drug and alcohol tests in accordance with the law (pre-employment, reasonable
suspicion, random, follow-up, routine fitness-for- duty, post incident, and other testing as determined
required), and may test for a wide range of drugs including, but not limited to, alcohol,
amphetamines, cannabinoids, opiates, or narcotics. Without limitation, these substances are further
identified and listed in the Drug & Alcohol-Free Workplace Business Process. Employees, as well as
potential hires, are subject to this Policy. Offers of employment are made contingent upon the
successful completion of a drug test.

Employees taking over-the-counter medications or prescription drugs that might impair safety,
performance, or motor functions must advise their supervisor of the possible impairment before
reporting to work under the influence of the aforementioned substance. Due to the proliferation of
abuse of prescription drug use, sale, distribution, or manufacture, employees who test positive for
controlled medications without prescription by an authorized physician are subject to the provisions of
the Drug Free Workplace Policy.

To report violations of this Policy, employees should call the Ethics Hotline at 877-296-8010 or at
www.iapws.ethicspoints.com.
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Drug and Alcohol-Free Workplace Business Process
PURPOSE:

This document provides the Company practice for employee testing and disciplinary measures, in
support of JLS Drug and Alcohol-Free Workplace Policy.

SCOPE:

This Business Process is mandatory for work locations. Where state, federal or country testing laws
and/or regulations conflict with the Company’s requirements, state, federal or country laws and
regulations prevail.

general information:
Definitions:

* "Drugs or Alcohol" or “Drugs and Alcohol” means: alcohol, including a distilled spirit, wine, a malt
beverage, or an intoxicating liquor; drugs, including an amphetamine; a cannabinoid; cocaine;
phencyclidine (PCP); a hallucinogen; methaqualone; an opiate; a barbiturate; a benzodiazepine; a
synthetic narcotic; a designer drug; a metabolite of any of these substances; drug paraphernalia;
and any controlled substance.

* "Company premises" includes all Company property, facilities, buildings, structures, automobiles,
trucks and all other vehicles, whether owned, leased or used. This definition also includes all other
work locations or transit to and from those locations while in the course and scope of Company
employment.

e “Controlled substance” means cocaine, marijuana, opiates, amphetamines and any other federally-
regulated substance designated a “controlled substance” in Exhibit A and/or Schedules | through V
of Section 202 of the Controlled Substances Act (21 U.S. Code 812).

* “Criminal Drug Statute” means a federal or non-federal criminal statute involving the manufacture,
distribution, dispensation, use or possession of any controlled substance.

*  “Conviction” means a finding of guilt (including judicial acceptance of a plea of nolo contendere) or
imposition of sentence, or both, by a judicial body determining violations of federal or non-federal
criminal drug statutes.

¢ "Test" and “Testing” means a screen of urine, saliva, blood, breath and/or hair for the presence of
drugs or alcohol, and may include “quick test” process provided that all positive results are
confirmed by an approved laboratory which meets the National Institute of Drug Administration
certification standards.

* “Employee” shall include Full-Time Employees, Part-Time Employees, Seasonal Employees,
Temporary Employees, and Interns.

*  “Company” shall include JLS joint ventures, limited liability companies, and partnerships.
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Testing Program:

¢ Pre-employment Screening

o

Pre-employment screening will be required of all applicants, before employment with the
Company, whether for temporary, part-time or regular positions.

Applicants who fall within the Department of Transportation (“DOT”) oversight (e.g., drivers
with Commercial Driver’s License-CDL) and authorized to drive DOT covered vehicles, will be
tested pursuant to mandatory DOT drug testing regulations. (See DOT specific section
below) any applicant who tests positive in the pre-employment screening for a drug as
defined in this document, refuses to submit to a test, refuses to sign the consent form, fails
to appear for a Test, or tampers with a Test, will not be hired.

* Testing of Employees

o

The Company may periodically test employees under any of the circumstances described
below. An employee subjected to a test will be required to sign a consent form. Refusal to
sign the consent form or cooperate in any way with the testing process shall be grounds for
immediate disciplinary action up to and including termination of employment. If an
employee consents to a test, but fails to sign a consent form, the failure to sign will not
invalidate the consent for the testing.

* Reasonable Suspicion Testing

(o]

All employees who are determined to be under reasonable suspicion of drug use are
required to take a drug test. Reasonable suspicion willbe determined by a supervisor at
least one level above the employee to be tested. The circumstances supporting that
determination will be drawn from specific, objective, and articulable facts and reasonable
inferences that must be documented in writing. Reasonable suspicion may include, but is
not necessarily limited to, examples such as the following:

= Direct observation of drug or alcohol use while at work or of the physical symptoms
or manifestations of being under the influence of drugs or alcohol.

®* Abnormal conduct or erratic behavior while at work or a significant deterioration in
work performance.

* Evidence that an individual has tampered with a drug test during employment with
the Company.

* Reliable and credible evidence that the employee has used, possessed, sold,
solicited, or transferred drugs or alcohol on work premises or while operating
Company vehicles, machinery, or equipment.

* Information that an employee has caused, contributed to, or been involved in an
accident while at work.

39



o Ifan employee undergoes Testing on the basis of reasonable suspicion, that employee will
be sent home without pay and remain home until the Test results are received by the
Company. Such an employee will not be permitted to drive either to the testing facility or
home, and a taxi or other safe transportation alternative will be arranged. If the Test results
are confirmed positive, the Company will take appropriate disciplinary action, up to and
including termination of employment. If the Test results are negative, the Company will
return the employee to work and the employee will receive full pay for any time missed.

¢ Random Testing

o Random drug testing shall only be applicable if it is a regulatory or contractual requirement
such as DOT, specific project requirements, and clearly defined job functions or per the
terms and conditions of a collective bargaining agreement (CBA). Some classifications of
employees may be tested more frequently than other classifications of employees, as
determined in the Company’s sole discretion based upon the documentation outlined above
requirements. The Company will use a scientifically valid method to select employees for
Testing, such that all employees in a Testing pool will have an equal chance of being
selected and Tested in each selection period (e.g., random-number table or computer-based
random number generator traceable to a specific employee). Testing dates will be spread
throughout the year and will occur at least quarterly. Employees will receive no advance
notice of Testing, and an employee may be tested at any time he or she is on duty. Once an
employee is notified that he or she has been selected for a Test, the employee must
proceed immediately to the appropriate collection site for Testing. If an employee is
selected for Testing, but is unavailable for a legitimate reason (e.g., long-term illness,
scheduled day off, etc.), the Company may, at its sole discretion, Test the selected employee
during his or her next scheduled shift or randomly select a different employee for Testing.

o Employees who fall within the Department of Transportation (“DOT”) oversight (e.g., drivers
with CDLs), will be Tested pursuant to mandatory DOT drug testing regulations as written in
49 CFR Part 382.305. (See DOT specific section below)

" Projects shall coordinate with the Corporate Human Resources (HR) business
support function to ensure they meet minimum required random testing rates.
Corporate HR will pull the random sampling pool of DOT drivers to be used at the
sites request.

©  Where random Testing is prohibited or restricted by applicable state or local statute or
regulation, or other legally binding agreement, the Company will conform to all applicable
laws, regulations and agreements, notwithstanding the provisions of this document.

* Follow-up Testing

o If an employee in the course of employment enters the Employee Assistance Program for
problems related to drugs or alcohol, or a drug or alcohol rehabilitation program, the
Company will require the employee to submit to Testing as a follow-up to such program. In
those cases where the employee voluntarily entered the program before testing or
disciplinary action, the Company may at its sole discretion not require follow up Testing. If
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follow-up Testing is required, it will be conducted at least once a year for a two-year period
after completion of the program. Advance notice of a follow-up Testing date will not be
given to the employee to be tested.

Routine Fitness-for-Duty Testing

An employee shall submit to a Test if the Test is conducted as part of a routinely scheduled
employee fitness-for-duty medical examination that is routinely scheduled for all members
of an employment classification or group.

Post-Incident Testing

Subject to operative local legal jurisdiction, applicable regulations and/or applicable
collective bargaining agreements, the Company shall test its employees following; any
incident involving injury to self, damage to property, injury to another employee or person,
a vehicle incident, regardless of fault, and when the incident is reported to the insurance
carrier.

Additional Testing

Additional Testing may also be conducted:
= As required by applicable state or federal laws, rules, or regulations;

® To the extent that such Testing is not prohibited by applicable state or federal laws;
and/or

* For those employees subject to regulation by DOT, the Company will conduct all
testing provisions pursuant to mandatory DOT drug testing regulations.

* Consequences of Refusing To Submit to a Drug Test

o}

No employee or applicant shall refuse to submit to any test required by this document. An
employee who refuses to submit to a test will be subject to disciplinary action. Failure to
complete and sign testing form(s), to provide an adequate specimen, or otherwise to
cooperate with the testing process in a way that prevents the completion of the test will be
considered a refusal to test and will result in immediate disciplinary action to an employee
and an applicant not being eligible for hire. Any attempt to adulterate a specimen or
provide a specimen that is adulterated will also be considered a refusal to test and will
result in disciplinary action for an employee and an applicant not being eligible for hire. Any
obstruction to, and lack of cooperation with, the testing process will be considered a refusal
to test and will result in disciplinary action for an employee and an applicant not being
eligible for hire.

® Testing Process

o}

Specimen samples will be analyzed by a highly qualified, independent laboratory which has
been selected by the Company and licensed and/or certified by the appropriate regulatory
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authority. All specimens identified as presumptively positive on the initial test will be
confirmed by quantitative analysis.

e Confidentiality

o All aspects of the substance testing process will be kept confidential to the extent allowed
by law. In general, all information, reports, statements, memoranda, and drug test results,
written or otherwise, received by the Company through a drug testing program are
confidential communications and may not be used or received in evidence, obtained in
discovery, or disclosed in any public or private proceedings.

o Employees who hold a security clearance and whose test results are non-negative (positive)
will have their results reported to the appropriate security clearance issuing
authority/agency.

Searches:

Entering Company premises or customer property constitutes consent to searches and inspections
under certain conditions. If an employee is suspected of violating the Drug and Alcohol-Free Workplace
Policy, he or she may be asked to submit to a search or inspection at any time. Searches can be
conducted of lockers, desks, work stations, vehicles (company provided and personally-owned vehicles)
and equipment.

Managers shall not initiate searches without having first obtained the advice and consent of the
Company’s Legal Department. An exception is noted for searches that are undertaken as a direct result
of authorized law enforcement activity (e.g., a valid legal search warrant, or a proximity search made
incident to arrest). In any instance involving a search undertaken by law enforcement authorities, the
Company’s Legal Department must be notified at the earliest opportunity.

* Based on reasonable suspicion or evidence of a violation of this document, employees shall:

© Submit to a personal search and/or search of any personal article brought on Company
premises or customer premises. This required submission to a search of personal articles
includes the search of any vehicle brought on premises or worksites or used for business. A
personal search also includes a search of items within the employee’s work area.

© Submit to seizure of any drugs or alcohol found in an employee’s possession. Suspected
illegal substances will be turned over to appropriate law enforcement authorities. An
employee must furnish the Company with a physician’s name and/or prescription for
confirmation of the prescription of a legal substance found in his or her possession.

Department of Transportation (DOT) Requirements:

The Federal Motor Carrier Safety Administration’s alcohol and drug testing rules apply to every person
and to all employers of such persons who operate a commercial motor vehicle in commerce in any state
and is subject to the commercial driver’s license requirements of 49 CFR Parts 40 and 383. A DOT Drug
and Alcohol Testing program will be operated separately from the Company’s standard testing program.

I

¢ Pre-employment Screening
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© Applicants who possess a CDL and are being hired to fill a position requiring a CDL must pass
a DOT specific drug and alcohol test before being hired.

* Random Testing

o Projects having Federal Motor Carrier Safety Administration (FMCSA) DOT covered
employees must test, a minimum rate of 25% for drugs and 10% for alcohol annually

o Projects shall coordinate with Corporate HR to ensure that they meet minimum required
random testing rates. Corporate HR will publish a list of DOT drivers per project’s request.
Employees requiring a Commercial Driver’s License (CDL) or FAA ATM certification are
subject to quarterly random drug testing requirements (10% per quarter).

o All Business Units executing contracts with vendors and contractors for services that require
CDL licensing must ensure these subcontractors are in compliance with the DOT Drug and
Alcohol random testing regulations provided in this process.

® Post Incident Testing

o Postincident DOT alcohol testing must be accomplished within 8 hours following an
incident.

© Postincident DOT drug testing must be accomplished within 32 hours following an
incident.

All other requirements contained within this business process are applicable and will be applied to
employees who fall under DOT. The only exceptions to this are instances where state, county, or local
specific statutes override federal guidelines.

e Special Considerations

©  Personnel who are hired while they are OCONUS or personnel who transition to JLS
during a project start-up and are OCONUS at the time of the transition will be required
to complete the drug screen in Country administered by a certified medical provider
designated by the Company. Furthermore, employees will participate in the Company’s
quarterly random drug-screening program.

Disciplinary Action;

* Aviolation of this document will result in discipline, up to and including termination of employment.
Dismissal for a first offense will be considered an appropriate penalty. In response to a Test, the
Company may take further, different, or additional action (e.g., further testing, referral to treatment
or counseling, and/or different disciplinary action) based on medical information, work history, and
other relevant factors. The Human Resources Department shall review and approve all violation

disciplinary actions. The determination of appropriate action in each case rests solely with the
Company.

® Anemployee’s refusal or failure to report his/her conviction for a violation of a criminal drug
statute, as required may be, grounds for disciplinary action or immediate dismissal.
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¢ Anemployee’s refusal or failure to consent to a search, or a refusal to submit to a test, as described
will be grounds for disciplinary action, up to and including termination of employment.

* Anemployee who tests non-negative (Positive) will be suspended without pay pending a re-test.

* Anemployee whose re-test is non-negative (Positive) may be terminated or a mandatory referral to
the Employee Assistance Program (EAP) for enrollment in a substance abuse program. An employee
who fails to complete an EAP substance abuse program will be terminated.

* Anemployee who was enrolled in a Company mandatory substance abuse program and tests non-
negative (Positive) after completion will be terminated.

¢ Employees terminated for violations of this document may be eligible for rehire after one hundred
twenty (120) days if they have successfully participated in a qualified Employee Assistance Program
for drug or alcohol abuse. The determination to reinstate or to rehire the employee rests solely in
the Company’s discretion. Employees who violate this practice on multiple occasions will not be
eligible for Company rehire.

Employee Assistance Program (EAP):

The purpose of the Company’s EAP is to assist all employees whose work performance or behavior is
affected adversely by certain non-work-related problems. Assistance programs are primarily designed
to help employees and their families with any problem that is related to a worker’s deteriorating job
performance to include among other types of assistance, drug and alcohol related problems. The
problem might not be job related, but leaving it untreated or unresolved can lead to job performance
problems. The intent of the assistance programs is to provide steps aimed at rehabilitating the
employee, not to take punitive action against the employee. The assistance programs provide
education, encouragement, and assistance, as well as referral services for assessment and rehabilitation.
The assistance programs also might be able to assist employees in seeking rehabilitation services

through medical insurance. Information about the EAP may be obtained from Corporate Human
Resources.

Company Sponsored Social Functions and Events:

® The Chairman of the Board or his respective designees shall have the authority to approve requests
to provide and serve alcoholic beverages on Company premises in support of Company sponsored
or sanctioned social functions or events.

Roles & Responsibilities

* Employee Responsibilities:

o Ensure their on-the-job performance of duties is not impaired by the use of drugs,
regardless of whether such use is legal orillegal.

o Employees who are taking approved prescription medications, over the counter medications
or a supplement, which includes work-out powders, etc., are responsible for following and
consuming the prescribed dosage according to their primary care physician or medication
instructions.
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Keep their supervisors informed about any prescription medications that may impair their
ability to perform job duties.

Notify their immediate supervisors and Human Resources Department, in writing, within
five (5) days of their conviction under a criminal drug statute.

Management Responsibilities:

o

Managers and supervisors are responsible for recognizing the fitness of employees to
perform their duties. If an employee does not appear able to perform his/her functions
safely, their manager and/or supervisors must relieve the employee of his/her duties,
document the circumstances creating a reasonable suspicion of drug or alcohol use or
influence, and notify the appropriate company personnel to initiate a test for the employee.

Managers and supervisors should refer employees with suspected drug or alcohol problems
to the appropriate Company personnel for post-accident testing.

Human Resources Department Responsibilities:

o}

Provides Company-wide assistance in determining applicable test requirements in
accordance with workplace location and collective bargaining agreements. The Human
Resources Department will advise in the administration of workplace tests, evaluate test
results, and retain associated documentation. These responsibilities include making
recommendations to management regarding appropriate disciplinary action and/or referral
to the Employee Assistance Program.

Ensure that this Drug and Alcohol-Free Workplace process is disseminated and available to
all employees, and that all employees are aware that drugs and alcohol, including but not
limited to controlled substances, are prohibited on Company premises.

Conduct a drug-free awareness program for the purpose of informing employees about the
dangers of drug and alcohol abuse in the workplace. The Company’s prohibition of drugs
and alcohol on Company premises (exceptions company sanctioned functions or fund
raisers where alcohol is authorized) , as well as the availability of drug and alcohol
counselling and treatment through rehabilitation and employee assistance programs, and
the penalties that may be imposed for violations of the Drug and Alcohol-Free Workplace
Practice.

Conduct management and supervisory employee training, on a periodic basis, regarding the
application and enforcement of the Drug and Alcohol-Free Workplace process, such that this
document will be applied and enforced in a consistent manner. The training will include
information on recognizing the signs of drug and alcohol use and abuse.

Ensure that project or location-specific implementation plans are emplaced and operated at
each Company location governed under this process.

INPUT - Associated documents:

11-04.12, Drug and Alcohol-Free Workplace Policy

45



® 49 CFR Part 40 DOT Drug/ Alcohol Testing Rule
* 49 CFR Part 382.305 Federal Motor Carrier Administration Random Drug Testing
PROCESS FLOWCHART:
e None
DESCRIPTION:
e None

key controls:

¢ Consent Document, Chain-of Custody Form and Screening Results :

records:
Record Name Data Source of Record System of Record
Pre-Employment Testing Employee Employee Personnel File

Medical Section
Random/Suspicion Testing

Post-Accident Testing
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