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AGREEMENT
This agreement made and entered on this
Ist day of March, 1991

between

Honeywell Limited - Honeywell Limitée
Scarborough Plant a 740 Ellesmere Road
hereinafter called “the Company”
of the first part
and
National Automobile, Aerospace and
Agricultural Implement Workers Union of

Canada (C.AW.), and its Local No. 80
hereinafter called “the Union”

of the second part

Witnesseth:



ARTICLE |
PURPOSE

. The purpose of this agreement is, in the mutual in-

terests of the Company and the employees, to es-

- tablish and maintain orderly collective bargaining

relations between the Company and the Union by
stating the complete agreement between the Com-
pany and the Union regarding working conditions,
hours of work, wages and other conditions of em-
ployment.

ARTICLE II
RECOGNITION

. The Company recognizes the Union as the sole and

exclusive bargaining agent for all its hourly rated
employees at its Scarborough Plant at 740 Elles-
mere Road and Birchmount Road,

save and except supervisor, persons above the rank
of supervisor, steamfitters and pipefitters in the serv-
ice and installationdepartments, office staff (includ-
ing factory office employees), technical and sales
staff, security guards, students employed during
school vacation periods, students on a cooperative
training basis with a university, and university and
technical school graduates on a graduate training
programme.

. Employeesnot included in the bargaining unit shall

not perform work normally assigned to production
workers, except under the following conditions:
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(a) Instruction or training of employees.

(b) In the performance of necessary work and when
difficulties are encountered on the job.

(c) In situationsbeyond the Company’s control such
as emergencies, or when bargaining unit em-
ployees are not readily available.

(d) With respect to new product introduction and
checkout.

(e) Students and graduates referred to in |. above.

Students or trainees referred to above will be per-

mitted to perform any duties normally assigned to bar-
gaining unit employees but shall not displace any
employee on layoff. The total number of students and
trainees employed on work normally performed by
members of the bargaining unit shall not exceed 4%
of the total bargaining unit at any one time.

No student or trainee will be employed in any one

department for a period in excess of six (6) months.

3.

The right of any employee to talk over his/her
problems with the Company individually is
preserved, but any arrangements made on such a
basis must not conflict with any of the terms and
provisions of this agreement or with the rights of
the Union as herein outlined. e

. No employee shall be discriminated against by the

Company or the Union because s/he is or is not
a member of the Union or because of race,
colour, creed, national origin, age or sex.

—_3_
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ARTICLE III
MANAGEMENT RIGHTS

1. The Union agrees that subject only to the express
provisions of this agreement the supervision,
management and control of the Company’s busi-
ness, operations and plants are exclusively the func-
tion of the Company and that the Company has the
right to make such reasonable rules and regulations
as it considers necessary or advisable for the ord-
erly and efficient conduct of its business.

2. The Union acknowledges that it is the exclusive
function of the Company to:

(a) Maintain order, discipline and efficiency.

(b) Hire, retire (at age sixty-five (65) or under the
terms and conditions of the pension plan), dis-
charge, transfer, classify, promote, demote,
layoff, suspend or otherwise discipline em-
ployees for just cause provided that no such ac-
tion will be in violation of an express provision
of this agreement, subject to the rights of em-
ployees to grieve under the terms of this
agreement.

(¢) Generally to manage the industrial enterprise
in which the Company is engaged and, without
restricting the generality of the foregoing, to in-
troduce or change machine processes; to make
studies of and to institutechanges in work loads,
assignmentof job duties, methods of operation,
production and quality standards, to determine
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the products to be manufactured, methods of
manufacture, schedules of production, kinds and
locations of machinesand tools to be used, process-
es of manufacturing, engineering and designing of
its products, the control of materials and parts to
be incorporated in the products produced, the ex-
tension, limitation, curtailmentor cessationof oper-
ations and all other matters concerning the
Company’s operations not otherwise specifically
dealt with elsewhere in this agreement.

ARTICLE 1V
NO STRIKE - NO LOCKOUT

. During the term of this agreement, the Company
agrees that there will be no lockout and the Union
agrees that there will be no slowdown, strike or
other stoppage of or interference with work.

ARTICLE V !
UNION SECURITY -

. (a) An employee who is a member of the Union
in good standing on the effective date of this
agreement, or who may become a member dur-
ing the term of this agreement, shall maintain
his/her membership in the Union a8-a~condi-
tion of his/her continued employment and will
pay Union dues in accordance with the Union
constitution.

(b) All new employees hired during the tam of this
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agreement shall become members of the Union. Such
employees shall, as a condition of continued employ-
ment, remain members of the Union in good standing
during the term of this agreement; they shall sign an
“Authorization to Deduct Union Dues” form to be sup-
plied by the CAW for this purpose, and payment shall
be made by payroll deductions. The amount so deduct-
ed shall be in accordance with the Union constitution.
{c) The Company will remit at least once a month
4 to the Union the amount deducted together with
a statement giving names of the employees and

the amount deducted.
(d) The Union agrees to keep the Company harm-
less from any claims against it by an employee
which arise out of deduction under this article.

(e) This clause will become null and void should
the Union contravene the provisions of Article
IV of the Collective Agreement.

ARTICLE VI
UNION REPRESENTATION

1. (a) The Union may appoint or elect one steward
to represent employees in each of the follow-
ing zones:

Zone 1 - departments 818, 814, 847 and em-
ployees of department 858 related to these
departments.

Zone 2 - departments 800, 807, 810, 839 and
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(b

=

employees of department 858 related to these
departments.

Zone 3 - departments 812, 826, 813 and em-
ployees of department 858 related to these
departments.

Zone 4 - department 824 and employees of
department 858 related to this department.
Zone 5 - departments 811, 460, 87 and em-
ployees of department 858 related to these
departments.

Zone 6 - departments 822, 823, 827, 828, 829,
873

and employees of department 858 related to
these departments.

Zone 7 - departments 820, 848, 851.

Zone 8 - departments 831, 819.

Zone 9 - departments 802, 830, 872,

Zone 10 - department 808.

Zone 11 - department 870.

Zone 12 - Shall be employeeson the afternoon
shift in day shift zones 1, 2, 8, 9, 4, 10.
Zone 13 - Shall be employeeson the afternoon
shift in day shift zones 3, 5, 6, 7.

Only the employee appointed or elected for
each of the above defined zones will be recog-
nized in the handling of the complaints or
grievances of the employees in his/her zone.
When a steward is absent, his/her function may
be temporarily carried out by the chairperson

J,



of the grievance committee or the alternate chairper-
son. The alternate chairperson will be from the mem-
bership of the Union Grievance committee.

2. The permanent Union Grievance committeeof five
(5) shall be comprised of the president of the Un-
ion, the plant chairperson and three (3) stewards
from the zones listed in 1.(a) above, one of whom
will represent skilled trades.

3. The Union acknowledges and agrees that each
steward has regular duties to perform in connec-
tion with his/her employment, and that in the in-
vestigation and handling of complaints and
grievances their activities shall not seriously in-
terfere with production. Within this framework,
the steward shall be permitted such reasonable time
as may be necessary to discuss with the employee
and/or the supervisor a specific complaint or
grievance. This will also apply to the steward and
the chairperson of the grievance Committee when
the steward seeks out the latter relative to such
grievance; time shall also be allowed for consul-
tation related to in-plant problems between the
chairperson of the grievance committee and the
president of the local. Such time will be paid, and
in addition, the above recognized Union represen-
tatives will be paid for time spent in meetings with
management. Such pay shall apply during each of
the above Union representative’s regular working
hours for the handling of complaintsand grievances
up to and including Step No. 3 of the grievance
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procedure in accordance with Article VII of this
agreement.

. Before leaving his/her regular duties to perform
duties under the grievance procedure, a steward
shall obtain a pass from his/her supervisor. At the
time of requesting a pass, s/he shall indicate the
nature of the complaint, the employee(s) involved
and the estimated time required away from his/her
job. S/He shall record on the pass or other time
card form as provided, his/her actual time o
departure and return to his/her job. If the com-
plaint is in a department other than his/her own,
s/he shall present the pass to the supervisor of the
department being entered, advising him/her whom
s/he wishes to see and obtaining permission to be
present in the department.

. There shall be no Union meetings, petitions, col-
lections or distributions on the Company’s
premises by representatives of the Union or em-
ployees in the bargaining unit.

. The Union will supply the Company with a list
of the names of its stewards, grievance commit-
tee, the alternate chairperson of the grievance com-
mittee and Union officers and will keep such list
up to date at all times.

. Meetings between the Union grievance commit-

tee and the management may be held at the request
of either party and/or at the convenience of both.
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10.

At any meeting with management, the Union
grievance committee may have present a represen-
tative(s) of the National Union.

Matters to be discussed at any such meeting,
shall be listed in an agenda to be supplied by the
party requesting the meeting. The agenda will be
submitted as early as possible, but with reasona-
ble notice in advance of the proposed meeting.
Meetings will normally be scheduled for 2:00 p.m.
of the day arranged for the meeting. Any autho-
rized employee attending such meeting during their
regular working hours shall be paid by the Com-
pany at their regular straight time hourly rate.

. Prior to a disciplinary meeting that will result in

a derogatory notation, an employee will be advised
of his/her right to immediate Union representation.

. The Company will recognize an appointed mem-

ber of the bargaining unit as a Workers' Compen-
sation Representative whose role will be to assist
employees with Workers' Compensation Board
claims when necessary.

The Company will recognize an appointed mem-
ber of the bargaining unit, with appropriate inter-
personal skills, as a Substance Abuse
Representative.

The role of the representative will be to work
jointly with the Manager, Industrial Relations, or
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other company designate, to assist employees with
Substance Abuse situations.

ARTICLE VII
GRIEVANCE PROCEDURE

. It is the mutual desire of the parties hereto that com-
plaints of employees shall be adjusted as quickly
as possible. If an employee has a complaint, s/he
shall submit it to his/her supervisor within seven
(7) full working days after the circumstances giv-
ing rise to the complaint has occurred. S/He may
do this personally, with or without his/her steward
present, or s/he may request the steward to do it
for him/her. The employee will be present when
the matter is discussed by the steward and the su-
pervisor, if either party so request. The supervi-
sor’sverbal decision shall be given within three (3)
working days from the day the complaint was first
presented to him/her.

It is understood that an employee has no grievance
until the supervisor has been given the opportuni-
ty of adjusting his/her complaint. If the employee’s
complaint is not settled it may be taken up as a
grievance within three (3) full working days after
receiving the supervisor’s decision, in the follow-
ing manner and sequence:

STEP NO. 1 - The employee, who may request the
assistance of his/her steward, will present his/her
grievance in writing to his/her supervisor. The
grievance shall be signed by the employee and shall



set out the nature of the grievance, the remedy
sought and the section or sections of the agreement
allegedly violated.

The section or sections of the agreement shall be
set out at this step for the purpose of clarification
of the grievance and errors in such listing shall not
be considered cause for rejection of the grievance
at any step.

Exceptional cases that do not claim an agreement
violation shall not be required to set out the sec-
tion(s) violated. The decision of the supervisor shall
be rendered in writing within three (3) full work-
ing days following presentation of the written
grievance.

Failing settlement and if the grievance arises from
a dispute over the interpretation, application, ad-
ministration, or alleged violation of this agreement,
then:

STEP NO. 2 - Within three (3) full working days
following the decision under Step No. 1, the steward
shall present the written grievanceto the employee’s
production manager (or the person in the equiva-
lent position).

The grievance as presented shall contain correc-
tions to errors or omissions from the listing in Step
No.1 of the section or sections of the agreement al-
legedly violated. A meeting will then be held wi-
thin three (3) full working days following the
presentation of the grievance in this step, between
the steward and the manager, who may or may not
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be accompanied by a representative of the Indus-
trial Relations Department. If the manager is ac-
companied by any such representative, the steward
may be accompanied by the chairperson of the
grievance committee. The employee will not nor-
mally be present unless requested by the Union. In
such instances the supervisor may also be present,
at the discretion of the manager. The decision of
the manager shall be given in writing with three
(3) full working days following such meeting.

Failing settlement, then:

STEP NO. 3 - Within five (5) full working days
following the decision under Step No. 2 the chair-
person of the grievance committee shall present the
written grievance to the Industrial Relations Depart-
ment. A meeting shall be held within five (5) full
working days between the grievance committee and
the operations manager or equivalent, and/or any
other person(s) designated by him/her. The steward
related to the grievance and a national representa-
tive(s) of the Union may be present at such meet-
ing. The decision of the operations manager or
equivalent shall be given in writing within five (5)
full working days following such meeting.

. Failing settlement under Step No. 3 of any grievance
arising from the interpretation, application, ad-
ministration or alleged violation of this agreement,
including any question as to whether a matter is ar-
bitrable, such grievance may be taken to arbitra-



tion by either party by delivering to the other party,
within ten (20) full working days after the final deci-
sion under Step No. 3, a written request for arbitra-
tion which shall name a nominee.

3.

Any grievance arising from the interpretation, ap-
plication, administration or alleged violation of this
agreement, exclusive of grievances primarily of con-
cern to a single employee or group of employees
within a single department, may be submitted in
writing by either party at Step No. 2 within five
(5) full working days after the circumstances giv-

ing

. (@)

(b)

(©

(@)

rise to the grievance have occurred.

If at any step in the grievance procedure a writ-
ten answer is not given within the time limit
specified, the grieving party shall be entitled
to submit the grievance to the next step of the
grievance procedure, including arbitration, wi-
thin the specified time limit for such submis-
sion, computed from the first working day
following the day the answer was due.

Any grievance not submitted within any time
limit stated in any step of the grievance proce-
dure shall be considered dropped.

Settlements arrived at in any step of the
grievance procedure shall be final and binding
upon all parties to the grievance.

A claim by an employee with seniority that s’he
has been unjustly discharged or suspended shall
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be treated as a grievance, if a written grievance
signed by the employee is lodged within three (3)
full working days after s/he has been advised in
writing that s/he has been discharged or suspend-
ed,a copy of which shall be given to the plant chair-
person. The release or suspension of a probationary
employee will not be subject to the grievance
procedure.
(b) Such special grievances may be settled under
the grievance procedure, including arbitration

(i) Confirming the Company’saction in dis-
missing or suspending the employee.

(ii) Reinstating the employee with full com-
pensation for time lost less any amount of
money Or compensation s/he may have
earned or received while on discharge or
suspension without compensation.

(iii) Any other arrangement, includingmodifi-
cation of the discharge or suspension
which is, in the opinion of the Arbitration
Board, just and equitable.

. Any settlement or decision made under the
grievance procedure including arbitration, shall not
be made retroactive prior to five(S) full working
days prior to the date on which the grievance was
first presented hereunder, provided, however that
in the case of a pay shortage of which the employee
could not have been aware before receiving his/her
pay, any adjustments made shall be retroactive not



beyond the pay period preceding that pay period co-
vered by such pay, if the employee files his/her
grievance within five (5)working days after receipt
of such pay.

. By mutual agreement of the parties hereto, exten-
sion of the foregoing time limits may be arranged.
Any such extension shall be in writing and signed

by both parties. }

. Derogatory notations placed against the record of
an employee shall automatically become null and
void after twenty-four (24) months from the date
of issue provided no additional notice for a similar
offence appears on the employee’s record for the
six (6)months preceding the anniversary date of
the last such notation.

ARTICLE viII
ARBITRATION

. When either party requests that a grievance be sub-
mitted to arbitration as provided in Article VII,
Grievance Procedure the party receiving such a
timely request, which nominates an arbitrator, shall
within five (5) days thereafter, also nominate an ar-
bitrator; provided, however, that if such party fails
to nominate an arbitrator as herein required, the
Minister of Labour for the Province of Ontario shall
have power to make such appointment upon the ap-
plication thereto by the party invoking the arbitra-
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tion procedure. The two arbitrators so nominated
shall within five (5) days select by agreement a
chairman of the Arbitration Board. If they are un-
able to agree upon such a chairman within such
period, they shall then request the Minister of
Labour for the Province of Ontario to select an im-
partial chairman, provided that the chairman shall
be selected from other than the Civil Service and
shall be chosen having regard to his/her impartial-
ity, his/her qualifications in interpreting collective
bargaining agreements, and his/her familiarity with
the industry. If the case involvesjob evaluation or
production standards the chairman shall be ex-
perienced in the relevant techniques. In such cases
the Arbitration Board shall be limited to a deter-
mination of whether or not the job evalua-
tion/production standard in dispute was arrived at
by a consistent application of the job evaluation
plan/work measurement system. It shall not have
the power to establish a new job evaluation/produc-
tion standard. If it determines that this has been
done, the matter shall be referred to the Company
for appropriate action. No person may be appoint-
e as an arbitrator who has prior to his/her appoint-
ment been involved in an attempt to settle the
grievance.

. No matter may be submitted to arbitration which
has not been properly carried through the required
steps of the grievance procedure.

N



. The Arbitration Board shall not have jurisdiction
to amend or add to any of the provisions of this
agreement, nor to substitute any new provisions in
lieu thereof, nor to give any decision inconsistent
with the terms and provisions of this agreement.

. The proceedings of the Arbitration Board will be
expedited by the parties hereto and the decision of
the majority of such board will be final and bind-
ing upon the parties thereto.

. Each of the parties hereto will bear the expenses
of the arbitrator appointedby it, and the parties will
jointly bear the expenses of the chairman of the Ar-
bitration Board.

ARTICLE IX
SENIORITY

1. SENIORITY - ACQUISITION

1.1 An employee will be regarded as probationary until

s/he acquires seniority. An employee will obtain
seniority standing after having fifty (50} days
warked, subsequent to his/her most recent date of
employment, and his/her seniority will then date
back to such date. Notwithstanding this, if an em-
ployee completes fifty (50) days worked in any six
(6) consecutive months s/he will acquire seniori-
ty which will date back fifty (50) days from the
date s/he acquired this seniority.
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1.2 An employee with seniority who is assigned to any

2.

job group covered by this agreement as a result
of a reduction of forces, promotion or recall shall
maintain his/her full seniority.

Persons transferred into the bargaining unit will
be credited with seniority equal to all previous
seniority as of the date of his/her transfer out of
the bargaining unit, provided that the period out
of the bargaining unit does not exceed twenty-four
(24) months.

Group Leaders will accumulate seniority in the
classification of the highest employee in their
group for the purposes of exercisingtheir seniority
rights under this article in the event the Group
Leader position is declared surplus.

SENIORITY - LOSS

Seniority shall be lost and the employee considered

terminated if s/he:

(a) Resigns.

(b) Retires, or is retired at age sixty-five(65), or
is retired under the terms and provisions of the
pension plan.

(c) Is absent for three (3) consecutive work days
without notification to the Company within
such period, giving good and acceptable rea-
sons which are beyond his/her control.

(d) Fails to advise the Company of his/her inten-
tions, within two (2) working days of receiv-
ing a written recall notice delivered to his/her



3

last address according to Company records or
fails to return to work within five (5) working
days of receiving written recall notice, unless
reason acceptableto the Company is given. The
Company will notify the Union when this type
of recall is being made.

Having seniority, is laid off or out of service
for any reason other than Workers” Compen-

» sation for a period of time not less than six (6)

months but otherwise equal to the seniority s’he
had acquired prior to the time of going out of
service up to a maximum of twenty-four (24)
months.

(9 Is discharged and such dischargeis not reversed

(®)

through the grievance procedure.

Fails to return to work upon the expiration of
a leave of absence unless prevented from do-
ing so for good and acceptable reasons which
are beyond his/her control.

APPLICATION OF SENIORITY

In the application of seniority under this Article an
employee must have the skill and ability, as deter-
mined by the Company, to meet all the normal re-
quirements of the new job in ten (10)working days.
During this period, management will provide the
reasonable resources required by the employee for
completejob instructionand familiarization. Failure
to achieve satisfactory performance will result in
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the employeebeing transferred to another job in ac-
cordance with Section 4. of this Article.

4. DISPLACEMENT & LAYOFF

4.1 Employees shall be assigned to one of the follow-

ing seniority groups: A, T, S or M.
“Job groups” are shown by blocks on the seniori-
ty charts and “flow” lines join connected job
groups indicating the displacement route in the
event of a reduction in forces. Job groups currently
in existence within these seniority groups and the
normal displacement flow procedure shall be dis-
played on seniority bulletin boards. The Compa-
ny will post seniority lists and will periodically
update them.

4.2 Whenever the Company determines that a reduc-
tion of force is necessary it will determinethe num-
ber of employees to be removed in each job group.
An employee removed from his/her job will exer-
cise his/her senioritywithin his/her seniority group
subject to fulfilling the conditions of Section 3. of
this Article in the following sequence before be-
ing laid off
(a) Within the same labour grade:

(i) If ajob opening exists (unfilled follow-
ing the application of Section 5.(a) of this
article) s/he will be given the opportuni-
ty for placement in the opening. If the
opening is refused, the employee will dis-
place the least senior person in their
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original job group. The least senior employee
in the job group wilt fill the opening. Provid-
ed that in the application of the foregoing the
job opening is on another shift, s/he may at
his/her request displace the least senior em-
ployee in his/her same job group on his/her
shift.

(i) If not qualified or if no such opening ex-
ists, s/he will then displace the least
senior employee in his/her same job
group. Provided that in the application of
the foregoing the employee about to be
displaced is on another shift, s/he may
at his/her request displace the least senior
employee in his/her same job group on
his/her shift.

(iii) If not qualified s/he shall then exercise
his/her seniority as in 4.2(b) below.

(b) Within the next lower labour grade:

dy

(i) 1f ajob openingexists (unfulfilled follow-
ing the application of Section 5.(a) of this
article) s/he will be given the opportuni-
ty for placement in the opening. If the

X\ opening is refused, the employee will dis-

h\i place the least senior person in their
- original job group. The least senior em-
ployee in the job group will fill the open-

ing. Provided that in the application of

the foregoing the job opening is on
another shift, s/he may at his/her request
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(i)

(iif)

displace the least senior employee in
his/her same job group on his/her shift.
If not qualified or if no such opening ex-
ists, s/he will then displace the least
senior employee in the connected job
group. Provided that in the application of
the foregoing the employee about to be
displaced is on another shift, s/he may
at his/her request displace the least senior
employee in the connected job group on
his/her shift.

If not qualified s/he shall then exercise
his/her seniority with successively low-
er labour grades as outlined in this Sec-
tion 4.2(b).

(c) In the application of the above procedure it is
understood:

®

(i)

(iii)

An employeeworking on a temporary as-
signment will be considered to belong in
the job group and/or department accord-
ing to company records.

Probationary employees shall be removed
from the affected job group before
removal of an employee with seniority.

An employee who refuses the opportu-
nity for placement or a job opening un-
der this article shall displace the least
senior employee in the seniority group
subjectto fulfilling the conditions of Sec-
tion 3. of this Article.



@

4.3 (a)

(iv) When an employee who is being dis-
placed has declared shift protection s/he
will have bumping rights on his/her shift
only.

Inthe event that an employee changes shift as
a result of the application of this section, sub-
ject to production needs, a reasonable delay
in the effective date of the change injobs will
be given, if personal rearrangements such as
child care or family care are required.

In the application of Section 4.2 the normal
procedure will apply for seniority group “T”
except after any probationary employees have
been removed as per 4.2(b) those employees
on progression in the affectedjob group shall
be removed in the order of seniority, provid-
ed that the employee being placed fulfills the
conditions of Section 3. of this Article.

Following which the normal provisions of
Section 4.2 shall apply to employees at job
rate.

(b) An employee who is about to be laid off in

seniority group “T” shall exercise seniority
in seniority group “A” in accordance with Sec-
tion 4.2 above, at the entry point of labour
grade 5 as shown on seniority flow chart A.

5. PLACEMENT & RECALL
5.1 When it has been determined that ajob opening

— 24 —



exists the Company will follow the sequence set out
below until the opening is filled, subject to the em-
ployee concerned fulfilling the conditions of Sec-
tion 3 of this Article:

(a) The most_senior employee who has been re-

i

moved due to a reduction in forces within the
last twenty-four (24) consecutive months from
the flow line in which the job opening exists,
will be given the opportunity for placement in
the job, provided the job is not in a higher
labour grade than her/his original job group
from which s/he was removed, and provided
sthe is not currently working on ajob in an
equal or higher labour grade (unlesss/he is per-
forming such work on a temporary transfer
basis).

(b) If after following the procedure set out above

©

Gl

Rawy

thejob opening remains unfilled an employee
who is in the samejob group or labour grade
in which the opening exists and who is being
removed per Section 4 of this article shall be
transferred to fill the opening.

If after following the procedure set out above
the job opening remains unfilled that most
senior employee removed due to a reduction
in forces from the same or a higher labour
grade, will be given the opportunity for place-
ment in the job.

If after following the procedure set out above,
the job opening remains unfilled it shall be
subject to job posting under Article X.



5.2 In the case of recall in accordance with Section

5.1
@

(®)

(©)

(d

of this article, the following shall apply:

Recall of employees on layoff may be made
by telephone, If contact with the employee is
not made, recall will be by registered mail or
telegram sent to the employee’s last address
according to company records.

An employee on layoff who is recalled but is
unable to return to work due to illness will,
upon recovery be placed in a job opening in
accordance with Section 4.2(a)(i),of this arti-
cle or displace the least senior employee
recalled in his/her seniority group, provided
that the recovered employee has greater
seniority. Such employees may be required to
pass a physical examination by the Company
doctor prior to returning to work.

An employee who refuses recall or placement
under this section will not be eligible for any
subsequent recalls exceptto an opening in the
job group from which s/he was displaced or
laid off.

Notwithstanding the conditions stipulated in
Section3.1(a) and (b), employeeswith seniori-
ty on layoff will be recalled to the grade 11
classification if their seniority (recall) rights
at the time of layoff were in labour grade
or lower.

(e) Employees with seniority on layoff will have

the option of being recalled to an opening in



the grade 11 classification if their seniority rights
at the time of layoff were in labour grade 8 or
higher. Should the employee in a higher grade re-
fuse the opening, the conditions stipulated in Sec-
tion 5.2(c) will apply.

6. Employees may be laid off for reasons such as
emergencies or material shortages for temporary
periods not to exceed five (5) consecutive work-
ing days without prior notice and without regard
to seniority. Such temporary layoffs will not ex-
ceed ten (10) working days in any calendar year
for any employee. Affected employees will receive
one (1) day’s notice or one (1) day’s pay at the regu-
lar hourly rate in lieu of notice except in cases
where a temporary layoff may be the result of an
emergency or other circumstancesbeyond the con-

trol of the Company. 20
z |

7. The Company agrees that in the event of a layoff
of over ten (10) successive working days, em-
ployees except those on probation will be given
five (5) working days’ notice except where such
layoff results from an emergency or other circum-
stances beyond the control of the Company.

8. (a) Where a reduction in the work force would
result in the removal from his/her zone of a
recognized steward having two (2) or more
years of seniority and so long as there are em-
ployees working in his/her zone, such
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representative shall be considered for the pur-

0. I pose of layoff and displacement as having

greater senioritythan the least senior employee
rémaifiing in the zone whose work s/he is
qualified to perform. This section will apply
to a maximum of thirteen (13) stewards regard-
less of seniority.

(b) The incumbent in the office of the president
and financial secretary shall be considered as
having greater seniority than the least senior
employee remaining, whose work s/he is
qualified to perform.

Certain areas of the Company's activities are un-
der strict security regulations as imposed by the
Canadian Government and its agencies. Therefore,
for the purpose of implementing the regulations,
the Company may be forced to refuse access to
or transfer to or from any such area coming un-
der the jurisdiction of security regulations.

(a) Employees on sick leave for a period not. to
exceed twenty (20) working days, will return
to their original job.

(b) Exceptions to paragraph (A) will be permit-
ted under the following conditions:-

(i) the absence is of a pre-determined nature
for a physical illness or injury.

(ii) the return to work date is greater than
twenty (20) working days but no more
than thirty (30) working days.
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(iii) written confirmation of the return to work
date is provided by the attending physi-
cian and verified by the Company doctor.

(iv) the absence is supported by continued
satisfactory medical proof of disability
when requested by the Company.

(c) Employees returning from these types of ab-
sence must work five (5) consecutive work-
ing days to fulfill the intent of what” return
to work” means.

. When a reduction in the work force has caused

an employee to be removed from a classification
where the job was under review for re-evaluation
at that time and that job has increased in grade
as a result of that review, the recall rights of that
employee will be adjusted to reflect the grade in-
crease.

ARTICLE X N
JOB POSTING '

The Company recognizes and agrees with the prin-
ciple of job pasting as a method by which employees
have an opportunity to apply for and to be consi-
dered for higher gradedjobs within the factory. The
Company also recognizes that it is the privilege of
any employee at any time to consult with his/her
supervisor or the Industrial Relations Department
with respect to possibilities for advancement and
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promotion in line with the employee’s experience,
ability or interests.

2. The decision as to the final selection of personnel
to fill a job posting will be based primarily on the
skill and ability for the job. Past performance and

. tregularity of attendance will also be considered.
,)q‘ A Where qualifications are approximately equal,
seniority. will be the deciding factor. In all cases
the employee selected for the job must be qualified

for it.

3. (a)

(b)

When ajob opening remains unfilled after fol-
lowing the procedure in Article IX, a notice of
thejob opening will be posted for two (2) work-
ing days on bulletin boards in the plant. Any
employee who is classified in a higher or low-
er grade and has seniority may bid. The post-
ing will be filled from qualified bidding
employeesin the seniority group in which it ex-
ists in accordance with Section 2.of this arti-
cle. If the posting remains unfilled, it will be
filled by qualified bidding employees in any
seniority group in accordance with Section 2.
of this article.

In the event there are no applicants for a Grade
10 or Grade 9 job posting and at the same time
there are no Grade i1 openings but there are
employees on layoff, the most senior employee,
subject to Article X Section 2, will be recalled
to the Grade 10 or Grade 9 opening rather than
hire a new employee at that level.



The Industrial Relations Department will de-
termine the employees qualificationsas per Ar-
ticle X Section 2.

(c) If after following the procedure set out above
the posting remains unfilled, the Company may
fill the job from outside.

(d) An employee must have been in the present
classification for fifty (50) working days before
s/he may bid for a postedjob under this article.

. Jobs subject to posting will include all hourly rat-
ed jobs above grade 11. Requirements for the posi-
tion of Group Leader will be excluded from job
posting. Group Leaders will be appointed by
management when in addition to regular produc-
tion activities there is a need to provide work direc-
tion to employees in their area of responsibility.

. Thejob posting notice will be accompanied by the
job description for Schedule “'A" openings.

. Probationary employees may apply for ajob post-
ing. If thejob is not filled by a seniority employee,
the probationary employee will be considered be-
fore securing outside help.

. When a job has been re-evaluated resulting in a
grade change, Article X, Section 3.(c) shall not ap-
ply to the incumbent.

. The Supervisor will advise of his/her selection on
a job posting within ten (10) working days of its



removal from the board, unless there are extenuat-
ing circumstances which would be communicated
to the Union steward.

. When a selection on a job posting has been made
both parties are committed to the following:

(a) If the employee changes their mind they will
be moved to a Grade 11 opening.

(b) If the job posting is cancelled after a selection
is made the selected employee will exercise their
seniority at the new level.

ARTICLE XI
TRANSFERS, PROMOTIONS AND
PROGRESSIONS

. An employee who transfers to a job in the same
labour grade as the job s/he transferred from will
retain his/her rate of pay. If the employee with
seniority is at the starting rate on the old job, s/he
will begin the new job with his/her accumulated
service applied toward his/her progression to the
job rate.

. The employee’s starting rate on ajob to which s/he
transfers will be determined by the employee’s
qualifications as follows:

(a) Where the newjob is one (1) or two (2)labour
grades higher, the employee will be given the
low of the rate for the new job, with the date
of the rate change to be as set out in Section 4.



(b

=

of this article. Progression to the job rate will
be made within three (3) months providin? the
employee is able to attain a satisfactory level
of performance. In the event the employee is
unable to perform the job in a satisfying man-
ner s/he will be placed in a job opening in
his/her former labour grade, providing s/he is
capable of performing the work, or if no such
opening exists s/he will return to his/her previ-
ous job, displacing any employee promoted or
hired to fill it, provided s/he has greater seniori-
ty. The displaced employee will exercise his/her
seniority rights in accordance with the terms
of Article IX.

Where the newjob is more than two (2) labour
grades higher on a transfer, or where an em-
ployee is hired at an equivalent lower rate, a
review date progression schedule (six (6) month
intervals or less), will be established by the su-
pervisor in writing. This schedule will be based
on the employee’s qualifications and time in-
terval, estimated by the supervisor, for the em-
ployee to meet the experience requirements set
out on the specification of the new job, along
with rate increases to bring the employee to the
job rate. The time interval estimated by the su-
pervisor will not exceed the maximum stated
on the specification for the new job. the super-
visor will review the progress of the employee
on the agreed upon dates and, with satisfacto-
ry progress, will make the agreed upon rate



changes effective. The supervisor may acceler-
ate the increase, or, on one (1) occasion only,
s/he may delay the increase for a second (2nd)
review to be held in no longer than a further
six (6) month period, to allow the employee to
meet expected performance requirements. An
employee on such a progression schedule who
fails to meet the expected performance progres-
sion will be removed from the job. A transferred
employee so removed will be placed in ajob
opening in his/her former labour grade, provid-
ing s/he is capable of performance the work,
or if no such opening exists, s’he will return
to his/her previousjob, displacing any employee
promoted or hired to fill it, provided s/he has
greater seniority. The displaced employee will
exercise his/her seniority rights in accordance
with the terms of Article IX.

In the event that the employee’s rate is already
above the starting rate for the new job, s/he will
be transferred horizontally at this rate provid-
ed it is not higher than the job rate for the new
job and provided s/he has not transferred to
Schedule “T.

(c

~

3. Transfer to lower graded jobs will be affected by
giving the employee the job rate for the new job.

4. When a transfer occurs on Monday, Tuesday, or

Wednesday, the new rate if higher than the old rate,
will become effective one (1) week from the Mon-

— 34 —



day of the week in which the transfer is made. When
a transfer occurs on a Thursday or Friday, the new
rate if higher than the old rate will become effec-
tive two (2) weeks from the Monday of the week
in which the transfer is made. In any event if the
new rate is lower than the old rate, the change will
become effective two (2) weeks from the Monday
of the week in which the transfer is made.

. The employee selected will be paid the low rate for
the job at time of transfer, as per Section 4, but
no later than three (3) weeks from the date of em-
ployee notification.

ARTICLE XII
JOB EVALUATION
AND CLASSIFICATION

. The responsibility for the evaluation of any work
rests with the Company and will be done on the
basis of the Company job evaluation plan. It is the
purpose of the job evaluation plan to determine clas-
sifications relative to wage structure. This is ac-
complished by careful analysis of each job based
on various factors which are usually present to some
degree in every job.

The details are set out in the “job rating plan”,
which will remain unchanged for the duration of
this agreement.

. Each new job, or existing job which has changed
during the current agreement, will be evaluated and



classified. The Union will be given a copy of the
evaluation upon its being placed into effect.

3 (a

(b)

©

()

©)

An employee may request in writing to his/her
supervisor a re-evaluation of his/her job which
has changed during the current agreement. If
ajob evaluation results in a grade increase, the
employee will be paid the new rate of pay no
later than thirty (30) working days from the date
the written request for re-evaluation is received
by the Supervisor.

On any new evaluation which is issued on
which there is disagreement, the employee or
the Union may file a grievance at Step No. 1
of the grievance procedure.

When there is no change in the grade as a result
of an evaluation there is no change to the sta-
tus of the incumbent employee(s).

When the requested evaluation results in a
higher grade the incumbent receives the higher
grade and the rate change is implemented as
per Article XII Section 3 (a).

When the evaluation results in a lower grade
the incumbent will be given the opportunity to
remain on the job and accept the lower grade
or they may exercise their seniority as per Ar-
ticle IX.

4. The Company will recognize a qualified Union
member of the bargaining unit to be trained in the
Company’sjob evaluation plan as ajob evaluation



specialist. This specialist shall act in place of the
steward on job evaluation grievances.

. (@) When an employeeregularly performs work in
jobs of different labour grades during the nor-
mal course of his/her work, s/he will be clas-
sified in thejob having the highest labour grade,
providing the work performed on the job meets
the requirements as described by the evalua-
tion, and providing that s/he has spent fifty per-
cent (50%)or more of his/her time during the
proceeding three (3) months on the highest paid
job.

(b) Where full time occupation of anotherjob clas-
sification is clearly of short duration (no more
than forty (40) working days) reclassification
will not be made.

(c¢) Inthe case of a new employee who completes
his/her probationary period, the Company shall
pay the job rate provided the employee is satis-
factorily performing the full requirements of
the job.

ARTICLE XIII
LATENESS AND ABSENCE
FROM WORK

. Employeeswill be required to be at their work sta-
tions at the commencement of their shift. Lateness
may be a subject for disciplinary action. Pay deduc-
tions for lateness will commence when the time



card shows a starting time of three (3) minutes af-
ter the starting time of the shift. Pay deductions for
lateness will be made in six (6) minute increments.
Employees who are late will present their time cards
to their respective supervisor immediately after
punching in.

2. An employee is expected to be at work or to get
the permission of his/her supervisor for any fore-
seeable absence. When an employee is absent due
to unexpected illness, accident, injury or other
justifiable reasons, it shall be his/her sole respon-
sibility to notify the Company by calling his/her
shift supervisor, or other persons designated by the
Company as soon as possible and not later than two
(2) hours after commencement of the shift.

ARTICLE XIV
LEAVES OF ABSENCE

1. (a) A leaveof absence with pay up to a maximum
of five (5) days will be granted to an employee
for time lost in arranging or attending the funer-
al of his/her child or step-child.

A leave of absence with pay up to a maxi-
mum of three (3) days will be granted to an em-
ployee for time lost in arranging or attending
the funeral of his/her spouse, common-law
spouse, parents, stepparents, common-law par-
ents, brother, sister, mother-in-law, father-in-
law, or grandchild.



In no case will pay be granted for time lost
after the date of the funeral except in the case
of one (1) day of the five(5) or three(3) day peri-
od mentioned above if spent in return travel of
more than one thousand (1000) miles.

A leave of absence with pay not exceeding one
(2) day will be granted to an employee for lost
time in attending the funeral of his/her brother-
in-law, sister-in-law, grandfather, grandmother.
() A leave of absence without pay may be grant-
ed forjustifiable personal reasons, such as mar-/
riage, legal advice, illness, injury or death in
fanily, personal business etc., upon the request .
of the employee and the approval of the super-
visor. Written requests for a leave not exceed-
ing three (3) days made by the employee to
his/her supervisor, will be answered in writ-
ing by the employee’s supervisor.

A general leave of absence up to five (5) days
without pay may be granted for an extended va-
cation, trip abroad etc., upon the written re-
quest of the employee. Written requests for
leave of absence will be answered in writing,
by the supervisor, to the employee.

An employee may be granted such leave af-
ter completion of six (6) months service and
once every three (3) years thereafter.

(b

Qe

(]
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2. Sick leaves will be arranged for and granted if re-
quested by the employee and confirmed by the em-
ployee’s doctor in connection with specific



disabilities. The employee may be required to con-
sult with the Company doctor. Certificates from the
attending physician will not be required for leaves
of absence for emergency illness, such as surgical
operation or accident.

(a)

(b)

(©)

After an absence due to illness or injury, an
employee may be asked to pass a physical ex-
amination by the Company doctor who will de-
termine whether the employee is capable of
performing his/her former job or, if not, what
type of work, if any s/he is capable of per-
forming.

On return to work after an absence due to ill-
ness, an employee who is not assigned to
his/her former job will be placed in accordance
with Article IX, Section4.2 provided such em-
ployee gives five (5) working days’ notice of
his/her intention to return to active work.
An employee who becomes pregnant may be
permitted to continue her employment until a
date recommended by her physician, subject to
the approval of the Company’s medical doctor,
provided that continuation of the duties of her
job are not injurious to her health and that the
performance of her work is not materially af-
fected by the pregnancy.

In accordance with the Employment Stan-
dards Act of Ontario, an employee who be-
comes pregnant and who was employed at least
thirteen (13) weeks before her expected birth
date shall be granted a leave of absence without
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pay not to exceed thirty five (35) weeks.
Seniority will accumulate datirig this' period.

In order to'return to active employment, an
employee must notify the Company of her in-
tention to do so and furnish a certificate from
her physician to be approved by the Company
doctor before returning to work. Upon receipt
of such notification, the Company will recall
the employee to active employment within
fifteen (15) working days. Unless the employee
indicates that she intends to return to work wi-
thin thirty (30) days of the end of the thirty five
(35) week period, the employee shall be
deemed to have resigned from the Company.

The employee shall be allocated to ajob on
the following basis:

(i) She shall be placed in an availablejob for
which she is qualified and able to perform.

(i) If no openings exist, she shall then exer-
cise her seniority by displacing the least
senior employee in her seniority group,
providing she has greater seniority than
that employee.

A female employee who has one (1) or more

years of service may be granted an unpaid leave

of absence, not to exceed six (6) months to ac-
commodate a new adoption. Seniority will ac-
cumulate during this period.

In order to return to active employment, the
employee must notify the Company of her in-
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tention to do so, and unless the employee indi-
cates that she intends to return to work within
thirty (30) days of the end of the six (6) month
period, the employee shall be deemed to have
resigned from the Company.

The employee shall be allocated to ajob on the
following basis:

(i) She shall be placed in an availablejob for
which she is qualified and able to perform.

(iiy If no openings exist, she shall then exer-
cise her seniority by displacing the least
senior employee in her seniority group,
providing she has greater senioritythan that
employee.

In accordance with the Employment Standards

Act of Ontario, a female employee who has at

least thirteen (13) weeks of service but less than

one (1) year of service may be granted a leave
of absence without pay not to exceed eighteen

(18) weeks to accommodate a new adoption

(parental leave). (Female employeeswith more

than one (1) year of service are entitled to the

six (6) months leave described in (d) above).

In addition, male employeeswho are fathers of

new-born and newly adopted children may be

granted a leave of absence without pay not to
exceed eighteen (18) weeks (parental leave).

Senioritywill accumulate during eligible paren-

tal leaves.

In order to return to active employment, the
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employee must notify the Company of his/her
intention t0 do S0, and unless the employee in-
dicates that he/she intends to return to work wi-
thin thirty (30) days of the end of the 18 week
period, the employee shall be deemed to have
resigned from the Company.

The employee shall be allocated to ajob on
the following basis:

(i) He/she shall be placed in an availablejob
for which he/she is qualified and able to
perform.

(i) 1f no openings exist, he/she shall then ex-
ercise his/her seniority by displacing the
least senior employee in his/her seniority
group, providing he/she has greater seniori-
ty than that employee.

3. In the event an employee, injured at work, is sent
for medical attention, and is unable to return to work
that day, s/he will be paid his/her straighttime earn-
ings for the balance of the shift on which the inju-
ry occurs.

If the employee is not sent for medical attention
on the day of the injury and subsequently the em-
ployee is so sent and is unable to return to work
that day, the injury shall be considered as having
occurred on that shift for purpose only of payment
under this section.

4. (a) At the written request of the Union, the Com-
pany will grant, without pay, a leave of absence
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for employees to attend Unipn conventions or
for the president and stewards to attend Union
educational functions, provided such leaves
would not materially interfere with production.
Not more than two (2) employees, except by
mutual agreement, shall be off work under Sec-
tion 4.(a) at any time, and the length of time
for any one (1) leave of absence under Section
4.(a) shall not exceed two (2) consecutive
weeks.
(c) The Company requires at least two (2)weeks’
written notice under this section in order that
replacements may be provided if necessary.

(b

Rty

5. A replaceable employee with a year or more of
seniority who is elected or appointed to full-time
,service with the National Union, shall upon writ-
ten request from the Union giving a month’s no-
tice, be granted a leave of absence without pay or
benefits, for a period of one (1) year. There shall
be only one (1) such leave of absence in effect at
any one time. Seniority shall accumulate for such
absence. Such leave of absence will be renewed for
a one (1) year period but the total period of such
absence shall not exceed the length of seniority the
employee had at the time of commencing his/her
leave of absence.

ARTICLE XV Pl
HOURS OF WORK AND OVERTIME
1. (a) The regular work week will be forty (40) hours,
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consisting of five (5), eight (8) hour days, Mon-
day to Friday inclusive excepting working hours
for cleaners and operating engineers.

(b) The first shift will normally commence at or
after 7:30 A.M.

(c) The second shift will normally commence at
or after 3:00 P.M.

(d) The third shift will normally commence at or
after 11:00 P.M.

(e) The Company will consult with the Union
whenever a change of hours is planned.

. It is understood that the foregoing does not consti-
tute a guarantee of hours of work or of starting or
quitting times.

. Employees will work overtime only at the specific
direction of or with the specific permission of their
supervisors. In no case will an overtime premium
be paid twice for the same hours worked. Over-
time in all cases, will be based on the regular hourly
rate exclusive of shift premium, and will be paid
only for hours actually worked.

(a) Employees will be paid overtime at the rate of
tipe and o alf their regular hourly rate.
Overtime referred to in the above will be regard-
ed as time worked in excess of eight (8) hours
daily or any hours worked on Saturday provid-
ed Saturday is not a regularly scheduled work
day.

(b) Two (2) times the regular hourly rate will be
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4. (a)

®

paid for time worked in excess oftwelve (12)
hours in any one day.

Two (2) times the regular hourly rate will be:
paid for allwork performed between twelve (12)
midnight Saturday and twelve (12) midnight
Sunday, except in thow_yzs/es where Sunday is
a regularly scheduled work day.

It is understood that a cleaner and operating en-
gineer required to work on Saturday as part of
his/her regular work week will be paid for work
performed at the regular straight time hourly
rate. Regularly scheduled work for cleanersand
operating engineers, performed between the
hours of twelve (12) midnight Saturday and
twelve (12) midnight Sunday will be paid at the
rate of time and one half the regular hourly rate.

The Union recognizes the problems of distribut-
ing overtime in a factory operation composed
of a wide variety of product lines, production
processes and job occupations. To the extent
practicable under such circumstances,the Com-
pany will distribute overtime fairly among the
employees who regularly perform the work to
be done.

It is the function of the Company to determine
when overtime is necessary and to schedule
overtime work. Both parties recognize the
necessity of having to work a certain amount
of overtime in order to satisfy customer de-
mands and also to maintain the steady employ-
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ment conditions which have prevailed over the
years. The Union agrees to co-operatewith the
Company in the working of overtime. It is ex-
pected that the employees will normally agree
to work overtime when requested. However, the

Company recognizes that there may be occa-\)ﬁh
sions when an individual employee because of *

domestic or other commitments may decline to
work overtime, in which case the Company
agrees that it will not discipline an employee
for declining to work overtime for justifiable
reasons.

The Company agrees to post, on a quarterly ba-
sis, overtime records for the information of em-
ployees and the Union. These records of
overtime will also be accessible in the super-
visor’s office at all times.

If an employee, who regularly performs the
work to be done, declines overtime work or is
absent when overtime is available, the overtime
hours will be recorded against his/her name as
if they were actually worked.

Except in cases of emergency or circumstances
beyond the control of the Company such as
parts shortages, sudden changes in schedule,
etc., the Company will make every effort to give
twenty-four (24) hours’ notice to employees
scheduled to work overtime or four (4hours’
notice when scheduled overtime has been can-
celled.
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5. (a)

(b)

A minimum twelve (12) minutes’ overtime must
be worked in order to receive overtime payment
under the foregoing terms.

Payment of overtime will be made in increments
of six (6) minutes.

6. When an employee is called in to work s/he shall
receive the higher of (a) or (b) below:

\)@;Q' @

(b)

(©)

1. (@)

Minimum of four (4) hours’ pay at their straight
time; or -
Actual hours worked at one and one half (1-1/2)
their regular hourly rate for Monday through
Saturday or two (2) times the regular hourly
rate between twelve (12) midnight Saturday, and
twelve (12) midnight Sunday.

The application of (a) and (b) of this section
does not apply to the employee’s normal work-
ing hours. The provisions of this article shall
not apply when an employee is scheduled to
report earlier than his/her normal starting time
and continues to work into his/her normal shift.

ARTICLE XVI
PAID HOLIDAYS

Employees who have completed their probation-
ary period will be eligible for the following holi-
days with pay: New Year’s Day, Good Friday,
Victoria Day, Canada Day, Civic Holiday,
Labour Day, Thanksgiving Day, the day before
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Christmas Day, Christmas Day, Boxing Day,
and also three (3) additional days designated as
“floater type” holidays to be assigned by the
parties to this agreement. To qualify for the
holiday with pay, the employee must work the
regular work day immediately preceding the
holiday and the regular work day immediately
following the holiday.

Lateness up to a maximum of two and one half
(2-1/2) hours on either the day preceding or day
following the holiday will not affect the em-
ployee’s pay entitlement.

{¢) Notwithstanding the above provisions, an em-
ployee who has worked one (I) or more of the
five (5) work days prior to the paid holiday or
returns to work on his/her first scheduled work
day on any of the five (5) working days follow-
ing the paid holiday shall receive holiday pay
when s/he:

(i) isabsentfromwork due to layoff, sick leave

or other leave of absence permitted by Ar-
ticle XIV

(b

~

or

(ii) is absent on a qualifying day and presents
a doctor’s certificate verifying absence due
to illness on that day.

2. Unless otherwise declared by the Government of
Canada or the Province of Ontario, if any of the
aforementioned paid holidays fall on a Saturday or
Sunday it will be observed on the following Monday.
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3. Holiday pay under this policy will be computed on
the basis of each employee’s regular work day, in-
clusive of shift premium.

4. Any seniority employee who is required to work
on any of the above listed paid holidays will receive
,Oth.(.z.)_ximes his/her regular hourly rate for time
ZYE worked in addition to the holiday pay and will be
entitled to take his/her holiday without pay at some

other time mutually convenient to him/her and the
Company.

5. Unused floater type holidays, up to a maximum of
three (3) days, will be paid to retired employees on
the basis of one (1) day for every three (3) months
or part thereof worked during the year in which they
retire.

ARTICLE XVII
VACATIONS

1. (a) Vacation time off will be based on an em-
ployee’s total continuous service on the “vaca-
tion eligibility date” in the current year.

(i) Less than one (1) year of continuous serv-
ice — none.
i ir '~3’(ii) One (1) but less than five (5) years of con-
e tinuous service — ten (10) working days.
(iit) Five (5) but less than ten (10) years of con-
s tinuous service — fifteen (15) working
©, s days.
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(iv) Ten (10)but less than twent 2%) ears pf
continuous service — twerity (20) Work-
ing days.

- (v) Twenty (20) but less than thirty (30) years
of continuous service — twenty-five (25)
working days.

(vi) Thirty (30)years or more of continuous
service — thirty (30) working days.

The “vacation eligibility date” is July 1st ex-
cept that the most recent date of hire is the “va-
cation eligibility date” in a year when an
employee reaches his/her fifth (5th), tenth
(10th), twentieth (20th) or thirtieth (30th) year
of continuous service.

The Company will establish a vacation shut-
down period each year. Only employees which
the Company requires to do so may work dur-
ing a vacation shutdown period. An employee
who is entitled to vacation time off in excess
of the vacation shutdown period or who is re-
quired to work for all or part of the vacation
shutdown period will take the remaining vaca-
tion time off to which s/he is entitled at some
other time subject to the approval of his/her su-
pervisor and consistent with staffing require-
ments. In any case his/her full vacation time
off must be completed prior to the December
31st of that year. An employee who after tak-
ing his/her vacation time off becomes eligible
in the same year for additional time off because
s/he has reached the anniversary date of five
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(5), ten (10), twenty (20) or thirty (30) years
of continuous service will take such additional
time off at any time after the anniversary date
and prior to December 31st of the same calen-
dar year, subject to the approval of his/her su-
pervisor and consistent with the staffing
requirements of his’her department. If the time
between such anniversary date and December
31st of the same year is insufficient to permit
taking the additional vacation time off it may
be taken prior to the anniversary date at a time
acceptable to the Company. The vacation shut-
down period will be determined by the Com-
pany and will normally end with the Civic
Holiday (the first Monday in August). The Un-
ion will be notified any time the Company finds
it necessary to make any change in the vaca-
tion shutdown period.

Employees will be granted an extra day’s vaca-,
tion with pay, or an additional day’s pay, at the
Company’soption, in lieu of additional time off,
if a paid holiday for which the employee would
normally receive time off with pay falls during
the employee’s vacation period.

In determining the vacation time off entitlement
of an employee transferred from a salaried to
an hourly paid job, the employee’s status on De-
cember 3ist of the year preceding the year in
which s/he takes his/her vacation will govern.

Time spenton layoff by employees with seniori-
ty will be considered as service with the Com-
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pany under this article if the employee is subsequent-
ly recalled to work.

2. Employees of the Company will receive vacation
with pay on the following basis:

(a) Employees who have been in the continuous

(b

Nusy

employ of the Company for one (1) year or
more, but less than five (5) years prior to July
1st of the vacation year will be entitled to ten
(20) working days’ vacation with pay based on
four percent (4%) of gross earnings or a mini-
mum of eighty (80) hours times his/her current
hourly rate, including shift bonus, whichever
is the greater, except in such cases where ab-
sence from work has been in excess of ninety
(90) working days during the vacation year. In
such cases vacation pay will be calculated on
the basis of four percent (4%)of gross earnings.

Employees of the Company having completed
five (5)years, but less than ten (10) years of con-
tinuous service during the calendar year con-
cerned will be entitled to fifteen (15) working
days’” vacation with pay based on six percent
(6% )of gross earnings or a minimum of one
hundred and twenty (120) hours times his/her
current hourly rate, including shift bonus,
whichever is greater, except in such cases where
absence from work has been in excess of nine-
ty (90)working days during the vacation year.
In such cases vacation pay will be calculated
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on the basis of six percent (6%0)of gross
earnings.

Employees of the Company having completed
ten (10) years, but less than twenty (20) years
of continuous service during the calendar year
concerned will be entitled to twenty (20) work-
ing days' vacation with pay based on eight per-
cent (8%)of gross earnings or a minimum of
one hundred and sixty (160) hours times his/her
current hourly rate, including shift bonus,
whichever is the greater, except in such cases
where absence from work has been in excess
of ninety (90) working days during the vaca-
tion year. In such cases vacation pay will be
calculated on the basis of eight percent (8%o)
of gross earnings.

Employees of the Company having completed
twenty (20)or more years of continuous serv-
ice during the calendar year concerned will be
entitled to twenty-five (25) working days' va-
cation with pay based on ten percent 10%) of
gross earnings or a minimum of two hundred
(200) hours times his/her current hourly rate,
including shift bonus, whichever is the great-
er, except in such cases where absence from
work has been in excess of ninety (90) work-
ing days during the vacation year. In such cases
vacation pay will be calculated on the basis of
ten percent (10%)of gross earnings.

Vacation pay for the third, fourth, fifth or sixth
week of vacation taken by an employee who be-
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comes eligible for it after July 1st of the cur-
rent year by reason of the anniversary of histher
fifth, tenth, twentieth, or thirtieth year of con-
tinuous service will be paid at the higher per-
centage.

Vacation pay for an employee with less than one
(2) year of continuous service as of July 1st of
the current year will be paid in accordance with
the Employment Standards Act.

The term “gross earnings” used in this article
means an employee’s wages and salary received
for all work performed in the twelve (12) months
preceding July 1stof the current year whether
paid as straight time wages at the hourly rate,
overtime pay or shift bonus and includes paid
holidays but does not include vacation pay.

An employee having more than one (1) year of
seniority who is terminated on or after July 1st,
but before s/he takes any paid vacation time off
will receive vacation pay, computed at the ap-
propriate percentage of his/her gross earnings
earned from July Ist of the previous year to the
date of his/her termination exclusive of any va-
cation pay already received.

For those employees entitled to three (3) weeks’
vacation, the vacation pay allowance will also
be computed on the basis of 2% x 3 of 50
weeks' earnings, For those employees entitled
to four (4)weeks' vacation, the vacation pay
allowance will also be computed on the basis
0f2% x 4 of 50 weeks’ earnings. For those em-
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ployees entitled to five (5) weeks’ vacation, the
vacation pay allowance will also be computed
on the basis of 2% x 5 of 50 weeks’ earnings.
For those employees entitled to six (6) weeks’
vacation, the vacation pay allowance will also
be computed on the basis of 2% x 6 of 50
weeks’ earnings.

If this method of computation results in great-
er vacation pay allowance than under Section
2.(b), 2.(c) or 2.(d) above, the larger amount
will be paid.

3. With the exception of layoff stated in Article IX,
Section 6, the Company will hold holiday pay until
July 1 for those employees on layoff, if requested
in writing by the employee at time of layoff.

ARTICLE XVIII
GENERAL

1. SAFETY AND HEALTH

(@) The Company will make every reasonable pro-
vision for the safety and health of its employees
during the hours of their employment through
proper safety devices and other equipment
deemed necessary to protect employees from
injury. Employees shall use all such devices and
equipment and observe all safety rules.

(b) The Company and the Union will cooperate to
the fullest extent toward the prevention of ac-
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cidents and the promotion of safety and health
among the employees of the Company.

The Company will recognize a qualified Un-
ion member of the bargaining unit trained in
the area of safety, to act as Union safety
specialist. The Union safety specialist, in an
advisory capacity, will relate to the Company
safety co-ordinator with a view towards main-
taining a maximum reasonable level of safety
in the plant.

In any case of return to work where an em-
ployee’s medical fitness and continuity of serv-
ice is involved the Company doctor and the
employee’s doctor will, when necessary, dis-
cuss the matter in the light of the information
available to both doctors. In the event that they
are unable to agree they will refer the employee
to a mutually agreed upon third doctor for de-
cision after examination. If they are unable to
agree on a third doctor, the Ontario Medical
Association will be asked to appoint one. Ap-
plicable to Articles IX Section 5.2(b) and XIV
Section 2.(a) and (¢).

Effective March 1, 1991, the Company will con-
tribute up to eighty dollars ($80.00) annually
towards the cost of a pair of safety shoes pur-
chased in-house by employees, for work relat-
ed needs.

The Company will provide, at its expense, to
the Powerhouse (Department 848) and Main-
tenance (Department 851) personnel, two (2)
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pairs of coveralls annually, per employee, for
work-related needs.

2. WASH-UP PERIOD

(a) A personal wash up period of three (3) minutes
- will be allowed at the end of each work day.
£,~ The factory bell will be rung three (3) minutes
Ly 1 before departmental quitting time, to inform
employees of the commencement of the wash
up period.

(b) It is agreed that the supervisor may individu-
ally authorize a weekend station cleanup
preceding the three (3) minute wash up period.

3. LUNCH AND REST PERIODS

(a) The Company agrees to grant lunch and rest
periods as follows, with the understanding that
the Company may adjust the size of the groups
and may vary the times when such periods are
to be taken in order to ensure efficient plant
operationand satisfactory balance in the cafeter-
ia schedules. The Company agrees to review
such changes with the Union, before implemen-
tation.

(i) Lunch Periods — Employees will be al-
lowed one half (1/2) hour for lunch without
pay.

(if) Rest Periods — Employeeswill be allowed
a ten (10) minute rest period during each
half (1/2) of a working shift, with pay.



4. BULLETIN BOARDS

(a) The erection of bulletin boards for use by the
Union will be approved by the Industrial Rela-

tions Manager.

(b) Notices may not be posted unless they are ap-
proved by the Industrial Relations Department.

(c) One (1) copy of all material approved for post-
ing on the bulletin boards must be given to the
Industrial Relations Department.

iep \
5. JURY DUTY A
(a) Anemployee required to serve on a jury,.or sub-
poenaed as a_witness, Will be excused from
his/her work for such time as is necessary and
reasonable.

(b) When called to jury duty, or subpoenaed as a
witness, the employee shall advise his/her su-
pervisor.

(¢) Onterminationof jury or witness duty, s/he will
again notify his/her supervisor.

(d) The Company will pay an employee the differ-
ence between the money received forjury duty
or duty as a subpoenaed witness exclusive of
expense money, and the amount of his/her regu-
lar pay exclusive of shift premium (up to a max-
imum of eight (8) hours in any one (1) day) for
work lost as a result of such duty.

(i) To avoid hardship, the employee will
receive his/her regular basic rate of pay for
such time as s/he is required to be absent
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during his/her regular working hours for
the purpose of jury duty, or if subpoenaed
as a witness.

(ii) When the employee is paid for jury duty
or witness duty, s'he will bring the en-
dorsed cheque or other payment to the In-
dustrial Relations Department.

PAY BY CHEQUE

Employees governed by this agreement will be paid
by cheque every Thursday at the plant.
gbomc e

SHIFTPREMIUM 4, . . 3173

Employees working on a regular scheduled second
or third shift will be paid a shift premium of thirty-
eight (38) cents per hour in the case of the second
shift and forty (40)cents per hour in the case of
the third shift. =

PRODUCTION STANDARDS

Production standards shall be set or revised on the
basis of fairness and equity and shall recognize the
required quality of workmanship, the efficiency of
operations and reasonable working capacities of
normal experienced operators.

In the event of a claim that a new or revised
production standard has not been established on the
basis of proper work measurement techniques, the
employee shall file a grievance in accordance with
Article VII.
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In the event that the grievance is unresolved af-
ter Step No. 2 of the grievance procedure, the Com-
pany will, upon request, permit a National Union
representative, who is a specialist in work meas-
urement, to examine the documentation on which
the standard is based and view the operation in
dispute.

9. ANNUAL INVENTORY

The Company will guarantee a minimum of four
(®hours of work for those employees called upon
to work on the day of our annual inventory.

It is noted, however, that should any employee on
his/her own volition, request to leave prior to hav-
ing completed four(4) of work, s/he will be paid
only for those hours actually worked.

ARTICLE XIX
EMPLOYEE BENEFIT PLAN

L. In accordance with a group insurance policy be-
tween the Company and the insurance carrier, the
Company will pay forthe.duration of the agreement,
subject to the provisions of Article XIX Sections
5, and 6., the full cost of premiums for the benefits
as set forth in Section 2. and 3. below.

2. EMPLOYEES
(a) Basic life insurance in the amount of twenty-
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yGreight thousand and five hundred dollars

Sy D1

($28,500).Such benefit provided upon comple-
tion of an employee's probation period.

An employee who becomes totally disabled
while insured under the basic life insurance and
who is in receipt of Honeywell weekly indem-
nity or long term disability will continue to be
insured for basic life insurance at the level of
insurance in force at the time of disability un-
til the age of sixty-five (65). Effective March
1-1992, thisamount will be thirty thousand dol-
lars"($30,000).

Accidental Death and Dismemberment policy,
(AD&D), for employees in the amount of
twenty-five thousand dollars ($25,000.00). Such
benefit provided upon completion of probation-
ary period. Effective March 1, 1990, this
amount will be twenty-seven thousand dollars
($27,000.00).

(c). Long Term Disability Insurance plan (LTD).
"(O\D ”[ ~f}’Employees will become eligible on the first of

¢

Foy

the month following completion of six (6)
months of continuous service with the
Company.

7 ;'&)-‘.}The benefit will be equal to sixty-six and two-

thirds percent (66:2/3%) of the employee's
monthly base wage less Benefits received from
other sources including Workers' Compensa-
tion, Canada Pension or any other government
or Company sponsored group benefits, up to
a maximum benefit of two thousand five

— 6 —



hundred dollars ($2,500.00) a month.

Benefits will be continued until the earliest
ofrecovery, death or age sixty-five (65).
(d) A weekly indemnity insurance plan providing:
. first (1st) day coverage for disability due to
.~y -1+ ¢ non-occupational accidents or confinement
MY in hospital over twenty-four (24) hours due
to sickness;
- fourth (4th) working day coverage for disa-
bility due to non-occupational sickness;

- first (Ist) day coverage for disability due to
confinement in hospital because of

(i) Out-patient surgical procedure: Manual or
instrumental operations pre-scheduled by
the employee’s doctor and performed in a
hospital by a licensed medical practitioner.

(ii) Hospital based procedures prescheduled by
the employee’sdoctor and performed in a
hospital by a licensed medical practition-
er (Major testing that requires a licensed
medical practitioner to conduct it).

(iii) Hospital based treatment, pre-scheduled by
the employee’s doctor and performed in a
hospital by a licensed medical practition-
er. (Treatment for a known ailment such
as chemo, dialysis, etc.)

Payable except for company-paid holidays and

vacations, for the length of such disability to

a maximum of fifty-two (52) weeks. The week-



ly income benefit will be sixty-six and two-
thirds percent 66-2/3%) of an employee’s bas-
ic weekly wage, up to the Unemployment In-
surance coverage maximum.

The weekly income benefit for the Skilled

R
vfgv‘! ., Trades Group and Schedule “A” grades 1, 2,

~~and 3 will be sixty-six and two-thirds percent

;)

(66-2/3%) of an employee’s basic weekly wage,
up to a maximum of five hundred and fifty dol-
lars ($550.00). This maximum will be six
hundred dollars ($600.00) on March 1, 1992.

A new employee will become eligible for
coverage under this plan on the first (1st) day
following the completion of his/her probation-
ary period.

The Company will hold vacation pay for
those employees on sick leave, during plant
shutdown, if requested in writing by the em-
ployee.

-(e) Effective March 1, 1992, the Company will add

visioncare coverageto the extended health care

,wyplan, Eligible expenses will include contact
““lenses, lenses and frames for eyeglasses, their

replacement if there is an actual need for a
change in their magnifying strength, and repairs
of frames and replacement of damaged lenses.
Sunglasses or safety glasses of any kind are ex-
cluded. Supplies must be prescribed in writ-
ing by an ophthalmologist or a licensed
optometrist and must be dispensed by an
ophthalmologist, a licensed optometrist or a
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qualified optician. The maximum amount pay-
able in any 24 month period is one hundred dol-
lars ($100.00) per employee and for each eligible
dependent.

(f) Effective March 1, 1992, the Company will add
7™ hearing aid coverngetethe extended health care

¢ plan. Eligibleexpenseswill include hearing aids

prescribed in writing by an otolaryngologist,
and repairs, but not including charges for their
maintenance. The maximum amount payable in
any five consecutive calendar years is $300 peft
employee and for each eligible dependent.

3. EMPLOYEES AND DEPENDENTS

The Company agrees to pay the premium cost for

employees and their dependents subject to Article

XIX, Sections 5, and 6, of the following benefit

plans: g

(a) Supplemental semi-private hospital care as
provided by the carrier to a maximum of the
current hospital rate.

(b) The existing extended care benefits as provid- ,
ed by the carrier, exclusive of any benefits

provided by any Medicare Act by the Province

of Ontario.

(c) Eligibility for the above benefits will commence
upon completion of the employee's probation-
ary period.

(d) Effective March 1, 1991, a preventative dental
insurance plan which incorporates a schedule
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of payments for specified dental services. Reim-
bursement will be based upon one hundred per-
cent (100%) of dental charges for diagnostic,
,preventative, restorative, surgical, endo-dontic,
%t ¥periodontal, and other Class | services, up to
the maximum amounts specified in the 1989
Ontario Dental Association Schedule of fees.

Effective January 1, 1992, the 1990 Ontario
Dental Association schedule of fees will be im-
plemented.

Effective March 1, 1991, dental services (ex-
cluding orthodontics) will be subject to an over-
all $1,200 per covered person per benefit year
maximum.

Effective March 1, 1989, inclusion of speci-
fied dental services under a Major Restorative
Plan, with a fifty percent (50%)reimbursement
for qualified dental charges.

Effective March 1, 1991, inclusion of speci-
fied dental services for employees and depen-
dents under age 21 (25 if a full time student)
under an Orthodontic Plan with a fifty percent
(50%)reimbursement (up to a $1,000 lifetime
maximum), for qualified dental charges. This
maximum will be $1,500 as of March |, 1992,

A new employee will become eligible for
coverage under the plan on the first (1st) day
following completion of six (6) months of con-
tinuous service with the Company.



4. The Company agrees for the duration of this agree-
ment, to guarantee payment of single and family
premiums for hospital and medical insurance un-
der the provisions of the Ontario Health Insurance
Plan upon completion of theermplogéc’s probation-
ary period.

5. The Company will continue to pay the cost of the
premiums as set out in this article while the em-
ployee is in the active employ and on the active pay-
roll of the Company, except in the case of an
employee on layoff when the Company agrees to
pay the cost of the premiums (excluding weekly in-
demnity coverage and long term disability cover-
age) for the calendar month following the month
in which the layoff commenced but not thereafter.

6. In the case of an employee who quits or is dis-
charged, all benefits shall cease immediately when
such termination of employment occurs.

ARTICLE XX
SKILLED TRADES

1. All articles of this agreement shall apply to em-
ployees in the skilled trades classifications in
seniority Groups S and M as follows, except to the
extent that this article shall conflict with other ar-
ticles of the agreement, in which case this article
shall prevail.
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SENIORITY GROUP S

Mould Maker A & B

Tool & Die Maker A & B
Tool Maker (E& P) A& B
E.D.M. Operator A & B
Jig Bore Operator

Tool Room Grinder

Tool Room Machinist

Tool Maker

SENIORITY GROUP M

Electrician A & B
Mechanic A & B
Welder

Carpenter
Operating Engineer
Painter

. Employees assigned to the skilled trades classifi-
cation listed under Section 1. of this article as of
December 1, 1965, shall have their total seniority
in their respective skilled trades classification in
seniority group S or seniority group M. Employees
entering seniority groups S or M subsequent to De-
cember 1, 19635, shall have their seniority in the ap-
propriate skilled trades classification from the date
of entry into the seniority group.

An employee in seniority group S or M removed
from his/her job classification shall exercisehis/her
seniority through related job classification as out-
lined in Article IX. The normal displacement flow



procedure for seniority group Sand M shall be dis-
played on seniority bulletin boards.

When the Company determines, in accordance
with Section 4. of Article IX, that a reduction of
force is necessary in seniority group S, the follow-
ing step shall be applied after subsection 4.2(b) of
Article IX. Apprentices in the tool room depart-
ment will be laid off in order to assure a ratio of

{ourneymen not in the excess of one (1) apprenuceZ 9(’ -/
0 six (6) journeymen.

Employees in seniority groups A and T as de-
fined in Article IX will not carry seniority into the
skilled trades classifications as listed in seniority
groups S and M under Section 1. of this article, nor
will skilled trades employees carry their seniority
into seniority groups A and T.

However, an employee that is to be laid off from
seniority group S or M shall be entitled to consider-
ation for a transfer to ajob vacancy which remains
unfilled in seniority group A or T after Section 3.(b)
of Article X. If such an employee is transferred by
the Company s/he shall not carry his/her skilled
trades seniority with him/her.

A skilled trades employee removed from seniority
group S or M due to the eliminationof his/her trades
classification through technological change shall be
given consideration for placement in a classifica-
tion in seniority group A or T for which s/he is
qualified. If such an employee is transferred by the
Company s/he shall then have the right to displace
the least senior employee in that classification, and



s/he shall carry his/her full Company seniority with
him/her.

. The term “journeymen” as used in this collective

agreement shall mean any person:

(a) who holds a journeyman’s classification in a
skilled trades occupation as of December 1,
1965; or

(b) who has served a bona-fide apprenticeship of

eight thousand (8000) hours (four (4)years) and

holds a certificate which substantiates his/her
claim; or

who has eight (8) years of practical experience

in the skilled trades classification in which s/he

claims journeyman’s designation and can prove
same. A CAW journeyman’s card will be ac-
cepted as proof.

(c

~

. Any further employment in the skilled trades clas-
sification, subsequent to December 1, 1965, shall
be limited to journeymen and apprentices, except
as provided in Sections 5. and 6. of this article.

. When a layoff condition develops, employees from
seniority groups A and T may be transferred tem-
porarily (for a period of less than forty (40) work-
ing days) to seniority group S or M.

In accordance with Article XI, Section5., a tem-
porary employeewill retain his/her established rate
during the period of such temporary change. This
clause will not be used to circumventthe provisions
of Section 6. of this article.
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6. (a) During periods whenjourneymen are not avail-

(b

(c

Gl

Nt

~

=

able, non-journeymenemployees maY be trans-
ferred or hired on a supplemental basis to
supplement the work force in a skilled trades
classification.

When the Company determines that a job
vacancy exists in seniority group S or M (in-
cluding a job that has been performed up to
forty (40) consecutive working days by a tem-
porary employee), and if it is a period when
journeymen are unavailable, the opportunity to
work as a “supplemental” employee shall be
offered first to employees who qualify in
seniority groups A and T, then to employees
on layoff in those groups. If no employees are
transferred on this supplemental basis then the
Company may hire new supplemental em-
ployees.

When a journeyman becomes available in the
skilled classification to which a supplemental
employee has been assigned, such journeyman
will replace the supplemental employee.

A supplemental employee shall not accumulate
seniority within the skilled trades classifica-
tions, but shall maintain and accumulatehis/her
seniority in seniority group A or T from which
s/he was transferred.

(e) If asupplementalemployeewho has no seniori-

ty in seniority group A or T is displaced by a
journeyman, s/he will be entitled to consider-
ation for a transfer to ajob vacancy remaining



®

7 (a)

(b)

(©

8. ()

unfilled in seniority group A or T after Sec-
tion 3.(b) of Article X, providing s/he is quali-
fied to perform the work. Such a supplemental
employee shall carry his/her most recent date
of hire seniority to the new job.

Supplemental employees shall receive fifteen
(15) cents per hour below the journeyman’sjob
rate of the classification.

An apprenticeship program for the classifica-
tions of tool and die maker, tool maker
electrical-pneumatic, and mold maker has
been established. This program is outlined in
the Apprenticeship Standards.

Seniority for apprentices will begin to accumu-
late on date of entry to the Skilled Trades
Group as an apprentice and all other seniori-
ty if any, will be subsequently frozen.

The Company will provide each apprentice
with a tool reimbursement allowance of six
hundred dollars ($600.00) maximum, payable
at the annual rate of one hundred and fifty dol-
lars ($150.00).

The Company may appoint group leaders of
skilled trades employees. Only ajourneyman
shall be considered as a group leader in his/her
respectivetrade, on the understandingthat this
does not prohibit such group leader from
providing work direction to employees in other
skilled trades classifications.
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12.

(b) The rates of group leaders are detailed in the

schedule of wages attached to this collective
agreement.

Where the Company acquires new equipment, the
maintenance and operation of which is to be done
by skilled trades employees, the Company where-
ver practicable will endeavor to assist the skilled
trades employees with the necessary, specifically
related training, provided that the tradesmen in-
volved have the qualifications to receive this
training.

Shifts within the plant within the skilled trades
classifications will be on a rotating basis unless
mutually agreed otherwise by the Company and
the Union.

It is understood that the Company requires flexi-
bility in its skilled trades work force, and has been
assigning work on this basis. This will be con-
tinued in the future, and should any dispute arise
regarding lines of demarcation it will be discussed
with the steward, the senior Union representative
of the apprentice committee and appropriate mem-
bers of the Company for resolution.

The Union recognizes the problems of distribut-
ing overtime in a factory operation composed of
a wide variety of product lines, production
processes and job occupations. To the extent prac-
ticable under such circumstances, the Company



13,

14.

15.

will distribute overtime fairly among the employees
who regularly perform the work to be done. When
additional employees are required or when em-
ployees who normally perform the work are not
available, employees from the related skilled trades
will be given the opportunity to work overtime.

The Company will provide protection against loss
by fire or theft, of recognized tools of the trade
for skilled trades employees up to a maximum of
twenty-two hundred dollars ($2,200.00).

This protection shall only cover tools, proven
to be on the premises at the time of the loss by
fire or theft, and substantiated by a list which the
employee must submit to his/her Supervisor, ev-
ery six (6) months. Reimbursement of any such
loss will be on the basis of replacement cost and
will be subject to a twenty-five dollar ($25.00)
deductible per claim.

The Company agrees to replace tools that have
been worn or broken to the point of not being able
to perform their intended function.

Tools that have been worn or broken because
of misuse or negligence will not be replaced.

Tools that are to be replaced must be turned in
to the Department Supervisor.

During the summer operating hours, if two (2)

operating engineers are scheduled on the same
shift, the most senior operating engineer shall be
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16.

17.

considered responsible for the boiler room. If
regular duties are assigned outside the boiler room,
they shall be performed by the junior operating
engineer.

(@) A lateral move in the S or M group is one
whereby a skilled trades employee moves to
another skilled trades classification. The need
for this type of move is at the discretion of
management as per Article X of the
Agreement.

{b) When a skilled trades employee makes this
type of move their seniority will be frozen in
the trade classification they left. Seniority in
their new trade classificationbegins on the day
s/he starts the new trade. If the job in his/her
new trade is eliminated, then s/he can return
to their former trade classification assuming
the seniority that had been frozen.

Only skilled trades employees that are judged to
be capable of meeting the demands of the Com-
pany’s more complex and responsive manufactur-
ing systems will be assigned to the B designation
based upon demonstrated skill and ability. Assign-
ments will be indicated on appropriate bulletin
boards.

The Company will fund all agreed upon train-
ing and it is understood that employeesare expect-
ed to take courses on their own time if require.

In the skilled trades classifications that have an
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A and B designationthe B skilled trades employees
will usually be associated with relatively complex
and critical machinery and tooling. However, em-
ployees with an A designation may be assigned
to the same type of work as a B designated em-
ployee, provided this is not abused.

Both existing and new employees in these B
designated positions must continue to meet con-
ditions and qualifications with respect to training
in new technology and to sustain the skills and abil-
ities demanded of the position.

In the event of a layoff, the employee with the
least seniority in the affected skilled trades clas-
sification will be declared surplus.

ARTICLE XX1
WAGE SCHEDULES

Effective for the term of this agreement, the Com-
pany agrees to pay and the Union agrees to accept
the wage rates set out in the following schedules:
Appendix “A”, “B”, and “C”, attached to and form-
ing part of this agreement.

. Group Leaders with the exception of those in Ap-

pendix “C”, will be paid one dollar ($1.00) per hour
above the highest paid employee within their group.

ARTICLE XXII
TERMINATION

This agreement shall continue in effect until Febru-
adliattelthing



ary 28, 1993, and shall continue automatically there-
after for annual periods of one (1) year each, un-
less either party notifies the other in writing not
less than thirty (30) days and not more than sixty
(60) days prior to the expiration date that it desires
to amend or terminate the agreement.

2. Negotiations shall begin within fifteen (15) days or
soon thereafter as possible following notification
for amendment or termination as provided in the
preceding paragraph.

3. If, pursuant to such negotiations, an agreement is
not reached on the renewal or amendment of this
agreement, or the making of a new agreement pri-
or to the current expiry date, this agreement shall
continue in full force and effect until a new agree-
ment is signed between the parties or until concili-
ation proceedings prescribed at law have been
completed, whichever should first occur.

4, Termination of this Agreement does not have the
effect of automatically discontinuing the Pension
Plan and no pension granted prior to such termi-
nation is to be reduced, suspended, or discontinued
except as specifically provided in the Pension Plan.

Signed by the parties hereto as follows:



HONEYWELL LIMITED —
HONEYWELL LIMITEE

M.T. de Coeli
J. Baker

L. Hasserjian
J. MacMillan

J-P. Miroux

Corporate Director,
Industrial Relations

Manager,
Industrial Relations

Manager, Operations

Director,
Customer Services

Manager, Production

FOR THE NATIONAL AUTOMOBILE
AEROSPACE AND AGRICULTURAL
IMPLEMENT WORKERS UNION OF

CANADA (C.AW.)

LOCAL UNION NO. 80

G. Lilley
L. Miller
B. Hendrie
S. Burnett
M. Girvan
N. Spence
J. Walker

National Representative
President, Local 80
Chairperson
Committee Member
Committee Member
Committee Member
Committee Member
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APPENDIX “A”
SECTION 1 — PROGRESSION PATTERN SCHEDULE “T>

in the application of Article X1, Section 2(b) the progression schedule for those jobs
withing Schedule ‘“T** shall be based on the following pattern.

A. HIRED OR TRANSFERRED EMPLOYEES WHOSE EDUCATION IS
ACCEPTABLE TO THE COMPANY

PROGRESSION PATTERN FOR CURRENT JOBS
3 9 15 21 24
Grade Jab Effective Start _Months_Months Manths Months Months

40 Repairperson 3/1/91 1455 1469 14.83 1499
Product Services 3/1/92 1544 15.59 1573 15.80

41 3/1/91 14.85 15.01 1517 1533 1547
3/1/92 1576 1593 1599 16.16 16.31

42 Repairperson
Product Services 3/1/91 15.08 1531 15.38 15.55 15.71 15.87
Panel Assembler 3/1/92 1§.89 16.14 1621 1639 16.56 16.73




APPENDIX “A” (Continued)
B. AN EMPLOYEE UPGRADEDFROM A RELATED JOB IN WHICH S/HE

IS AT JOB RATE

PROGRESSION PATTERN FOR TYPICAL CURRENT JOBS

3 9 15

w e Jb Sat Months Months Months
43 Repairperson Assembler  20%  40% 40%

Electronic — L.P.G.

Repairperson Assembler  20%  40%  40%

Mechanical — L.P.G.
44 Inspector Panels 20%  25% 25%  30%
44 Repairperson Assembler  20%  25% 25% 30%

Building Automation

The above percentages relate to the difference between the job rate for the job the employee
is leaving and the job rate to which s/he is being up-graded.



APPENDIX “A”

SECTION I
SCHEDULE OF RATES — GROUP ‘T’
Effective Effective
March 1, 1991 March I, 1992
Grade Job Rate Job Rate
40 $14.99 $15.80
41 15.47 16.31
42 15.87 16.73
43 16.34 17.22

44 16.74 17.64
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APPENDIX ‘B’

SCHEDULE OF RATES — GROUP “A”

Effective Effective
March 1, 1991  March 1, 1992

Grade  Job Low Job Rate Job Low Job Rate ?Q’
1 $11.46 $12.08 E2.18)0°
11778

10 11.72 . 12.34 12.42
9 12.01 12.11 12.66 12.76
8 12.36 12.41 13.02 13.08
7 12.73 12.82 13.41 13.51
6 13.11 13.22 13.82 13.93
5 14,42 14.44 15.20 15.22
4 14.90 14.99 15.70 15.80
3 15.44 15.53 16.27 16.37
2 15.98 16.10 16.84 16.97
1 17.18 17.29 18.11 18.22
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APPENDIX ¢C”

SCHEDULE OF RATES — SKILLED TRADES
(GROUP 8 & “M’)

Effective Effective
March 1, 1991 March 1, 1992
Grade Joblow JobRate Joblow Job Rate

Mould maker S0150B 20.89 21.01 22.02 22.14
Tool & Die Maker  S0250B 20.89 21.01 22.02 22.14
Tool Maker (E&P)  S0350B 20.89 21.01 22.02 22.14
E.D.M. Operator S50450B 20.89 21.01 22.02 22.14
Mould Maker S0150A 20.12 20.22 21.21 21.31
Tool & Die Maker  S0250A 20.12 20.22 21.21 21.31
Tool Maker (E&P)  S0350A 20.12 20.22 21.21 21.31
E.D.M. Operator S0450A 20.12 20.22 21.21 21.31
Jig Bore Operator S0550 20.12 20.22 21.21 21.31
Tool Room Grinder  S0650 20.12 20.22 21.21 21.31
Tool Room Machinist S0750 20.12 20.22 21.21 21.31
Tool Maker 308350 19.52 19.63 20.57 20.69
T.R. Gr. Ldr. S0150 21.76 21.87 22.94 23.05

T.R. Gr. Ldr. $0250 21.76 21.87 22.94 23.05



APPENDIX ““C*’ (Continued)

SCHEDULE OF RATES — SKILLED TRADES
(GROUP “g” & “M?*)

Effective Effective
March 1, 1991 March 1, 1992
Grade Joblow JobRate Joblow Job Rate

Electrician M0160B 20.32 20.43 21.42 21.53
Mechanic MO0260B 20.32 20.43 21.42 21.53
Electrician MO160A  19.52 19.63 20.57 20.69
Mechanic MO0O260A  19.52 19.63 20.57 20.69
Welder MO161 18.33 18.43 19.32 19.43
Carpenter MD162 18.33 18.43 19.32 19.43
Operating Engineer MD163 17.96 18.04 18.93 19.01
Oper. Eng. Gp. Ldr. M0163 18.43 18.55 19.43 19.55
Painter MO164 17.12 17.21 18.04 18.14
Maint. Gp. Ldr. MO0260 21.38 21.49 22.53 22.65



March 1, 1991

Mr. L. Miller
President

C.AW. Local 80
Scarborough, Ontario

Dear Mr. Miller:

Re : Coveralls (Painters)

Confirming our understandingat the 1991 negotiations,
the Company agrees to provide the cleaning of cover-
alls for the maintenance painters.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl



March 1, 1991

Mr. L. Miller
President

C.AW. Local 80
Scarborough, Ontario

Dear Mr. Miller:

Re : Benefits

This will confirm our understanding at 1991 negotia-
tions and summarize the Company’s policy and prac-
tice with respect o the following benefits:

1. Prescription Drugs

In order to be eligible for reimbursement, the drug
must:

a) require a writtenprescription from a doctor in order
to be obtained (may be purchased over the counter);

b) be required in the treatment of a specific illness.

In strict application of our policy, the carrier, as ad-
ministrator of our Plan, will normally refuse all items
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such as Aspirin, cold remedies, vitamins, etc., because
they do not require a written prescription.

In a small number of cases, written prescriptions for
medication which can be bought over the counter will
be covered, if the following conditions are met. The
medication must be:

required in the treatment of a specific illness;
usually a substitute for a more costly drug which re-
quires a prescription;

not generally applicable for use by the employee af-
ter recovery; and

supported by a doctor’s letter verifying these facts.

In order to assist our employeesin determining these
exceptionsto the general rules, all rejected claims will
be channelled through the Scarborough Benefits Ad-
ministrator, who will provide any required counsel-
ling and advice regarding the filing of additional
information. It is understood that this, like all similar
information is held by the Human Resources Depart-
ment in strict confidence.

2. Weekly Indemnity and Workers” Compensation
During the first fifty-two(52) weeks following the
onset of disability, the employee may receive in-
come replacement payments from one of the fol-
lowing:

- Worker’s Compensation, if the sickness, accident,



disability or hospitalization is related to or re-
quired as a result of the employee’s occupation,

- the Weekly Indemnity Plan, if the sickness, ac-

cident, disability, or hospitalization is non-
occupationally related.

At the end of this initial fifty-two (52) week period,
the employee is eligible for Long Term Disability
benefits if the total disability continues. Any Workers’
Compensation payments still being made serve as an
offset to the L.T.D. payment if the employee’s total dis-
ability income equals 66-2/3% of his/her predisabili-
ty income.

If an employee were to be occupationally disabled,
receive W.C.B. payments, recover and be certified able
to return to work, and following this, be struck by a
totally unrelated non-occupational disability (totally un-
related to the first disability for which W.C.B. was paid)
the employee would be treated as an entirely new dis-
ability case. AS such, s/he would be eligible for fifty-
two (52) weeks of Weekly Indemnity payments before
becoming eligible for Long Term Disability Income.

In another case, an employee might be occupation-
ally disabled and still receiving W.C.B. payments when
s/he was struck by a totally unrelated non-occupational
disability. Payments from the W.C.B. might continue
for a period after the second (non-occupational) disa-
bility began. In that event, Weekly Indemnity payments
would not begin until after the employee recovered
from the first (W.C.B.) disability and W.C.B. payments



stopped. The maximum fifty-two (52) week period for
potential Weekly Indemnity payments would begin
when W.C.B. payments stopped. At the end of the year
following the onset of the second disability, the em-
ployee would be eligible for payments under the L.T.D.
Plan if s/he were still totally disabled.

3. Medical Certification for Absence

It is our policy to provide payment for medically
verified absence. Payment for occupational illness
and disability is provided under Workers' Compen-
sation. Payment for non-occupational sickness and
disability is provided under the Company's Week-
ly Indemnity Plan.

At the time benefits become payable under the
Weekly Indemnity Plan (first day for accidents and
hospitalization, fourth working day for sickness)the
employee must be under the care of his/her doctor
in order to be eligible for payments.

Normally, this means that the employee has seen
his/her doctor within the first twenty-four (24) hours
for accidents, or seventy-two (72) hours from sick-
ness. However, the intent of this rule is not to un-
fairly penalize employees who, for valid reasons,
have been unable to see their doctor within the al-
lowable time. In such cases, contact with the doc-
tor by telephone is acceptable, if made within the
eliminationperiod and provided the doctor confirms
on the claim form that the employee was under
his/her care from the date of contact. Telephone



contact with the nurse or receptionistat the doc-
tor’s office is not acceptable.

In all cases, the Physician’s Statement on the
Weekly Indemnity claim form must be completed
and signed by the employee’s doctor.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl
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March 1, 1991

Mr. L. Miller
President

C.AW. Local 80
Scarborough, Ontario

Dear Mr. Miller:

Re : Grade 11 Movement

This letter will confirm our understanding at 1991
negotiations that the movement of employees within
the grade 11 job group will occur only if required to
address business needs or as a last resort to satisfy a
modified work assignment,

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl



March 1, 1991

Mr. G. Lilley

National Representative

National Automobile, Aerospace and
Agricultural Implement Workers
Union of Canada

205 Placer Court

Willowdale, Ontario

M2H 3H9

Dear Mr. Lilley:

Re : Plant Closure

Although the requirement for a total Plant Closure is
not anticipated, the Company will recognize the Un-
ion bargaining committee’s concern in this matter by
agreement to the following:

If during the term of the Collective Agreement, it is
contemplated that a total plant closure is necessary,
the Company will give written notice to the President,
C.AW. as far in advance as possible. The notice will
include the reason the Company is considering clos-
ing the plant, a projection of the date of such closing
and anticipated alternative sourcing if any. Thereafter,

—9



the Union will be afforded the opportunity to discuss

the matter and Management will give appropriate
weight to the Union’s comments in reaching a final de-

cision.
Yours very truly,
J.T. Baker

Manager, Industrial Relations

/nl

cc: Mr. L. Miller, President, C.AW. Local 80



March 1, 1991

Mr. L. Miller
President

C.AW. Local 80
Scarborough, Ontario

Dear Mr. Miller:

Re : U.1.C. Premium Reduction

This will confirm our mutual understanding at 1991
negotiations, that any premium reduction obtained
through the Unemployment Insurance Act 1971, due
to modification of Article XIX, Section 2 and subse-
quent registration of the revised weekly indemnity in-
surance plan, has been applied to overall improvement
of the plan Should the premium reduction not be al-
lowed by U.1.C., the agreed to improvements in this
benefit will remain.

Yours very truly,

I.T. Baker
Manager, Industrial Relations

/nl
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March 1, 1991

Mr. L. Miller
President

C.AW. Local 80
Scarborough, Ontario

Dear Mr. Miller:

Re : Group Leaders

This letter will confirm our understanding during the
1991 negotiations that when the incumbents in group
leader positions leave those positions the pay and clas-
sification of his/her replacement will be adjusted as
per the Collective Agreement.

The current Maintenance Stockkeeper will remain in
the existing classification and wage rate until leaving
that position. At that time the Maintenance Stockkeeper
position will no longer be defined as a Group Leader
position.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl
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March 1, 1991

Mr. L. Miller
President

C.AW. Local 80
Scarborough, Ontario

Dear Mr. Miller:

Re : Pre-Arbitration

The Company recognizes the merits of providing the
option for a pre-arbitration meeting in that it is an in-
formal process where either party may have the op-
portunity to better understand the issues and concerns
at hand.

This letter will confirm our discussions and under-
standing at the 1991 negotiations that the process is as
follows:

- The representativeswould be the Plant Chairperson,
C. AW, National Representative and the Manager,
Industrial Relations or his/her designate;

- Mual agreement is obtained to initiate the process;
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- Only cases that have been formally submitted to ar-
bitration are eligible; and

- The intent is that this process is available by excep-
tion and not to be considered or used as the norm
by either party.

It is recognized that these discussions are privileged

and subsequently cannot be used at the Arbitration
Hearing.

Yours very truly,
J.T. Baker

Manager, Industrial Relations

/nl
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March 1, 1991

Mr. L. Miller
President

C.AW. Local 80
Scarborough, Ontario

Dear Mr. Miller:

Re : Modified Work

This letter will confirm our understanding during the
1991 negotiations that the “Modified Work Program”
will be administered by union/management represen-
tatives and will apply to Workers” Compensation and
Weekly Indemnity cases when applicable.

Implementationguidelines for Worker’s Compensation
cases have been established and program implemen-
tation is already in progress.

“Modified Work Program” implementation for Weekly
Indemnity cases will commence after implementation
detailsrelating to the administrationof payment is final-
ized. Pay entitlement for W.I. cases will be based on




100% of hourly rate for hours worked and 66 2/3%
of the hourly rate for hours lost in the same day.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl



March 1, 1991

Mr. L. Miller
President

C.AW. Local 80
Scarborough, Ontario

Dear Mr. Miller:

Re : Vacation Pay

It is recognized that employees vacation plans may
change as a result of business and/or personal reasons.
This letter will confirm that any changes to the availa-
bility of vacation monies is dependent upon ten (10)
working days notice to the Payroll Department by the
Supervisor.

It is further recognized that extenuating circumstances
may alter the above.
Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl
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March 1. 1991

Mr. G. Lilley

National Representative

National Automobile, Aerospace and
Agricultural Implement Workers
Union of Canada

205 Placer Court

Willowdale, Ontario

M2H 3H9

Dear Mr. Lilley:

Re : Paid Education Leave

As part of the negotiations, the Company agrees that
effective March 1, 1991 it will sponsor through its tui-
tion aid programme, up to four (4) of its hourly em-
ployees per year, for educational purposes, at the
C.AW. Port Elgin facility.

T —

Upon written application at least eight (8) weeks in
advance, employees selected by the Union may be
granted a leave of absence without pay from the com-
pany, for a period not to exceed in any twelve (12)
months, twenty (20) days class time plus travel where
necessary.
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The Company agrees to reimburse the C.AW. up to
a maximum of twenty one thousand, two hundred dol-
lars ($21,200.00)per year, on receipt of invoice from
the C.AW.

It is agreed that one (1) of the four (4allotments of
twenty (20) days as per amount specified above may
be split to cover two (2) employees for ten (10) days
each, to attend the Advanced course provided by the
CAW.

Employees granted such leaves of absence will con-
tinue to accrue seniority and benefits during such leave.

The Company further agreesthat the above monies may
be allocated for the payment of wages and training ex-
penses, for on the job training and/or external train-
ing of the Union “Worker’s Compensation
Representative”, “Substance Abuse Representative”
and the “Job Evaluation Specialist”.

Yours very truly,

J.T. Baker

Manager, Industrial Relations

/nl

c.c.: Mr. L. Miller, President, C.AW. Local 80
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March 1, 1991

Mr. L. Miller
President

C.AW. Local 80
Scarborough, Ontario

Dear Mr. Miller,

Re : Orientation

Confirming our discussion at the 1991 negotiations the
Company recognizes the need to institute an “Introduc-
tion to Honeywell” program for new employees.
The Company agrees to the involvement of the Plant
Chairperson and Skilled Trades Representative where
applicable, in the presentation to new employees.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl

— 103 —



March 1, 1991

Mr. L. Miller
President

C.AW. Local 80
Scarborough, Ontario

Dear Mr. Miller:

Re : General Leave of Absence

This letter will confirm our understanding during the
1991 negotiations that, in addition to the general leave
of absence described in Article XIV Section ! (d) of
the Collective Agreement, the Company will give con-
sideration to requests for leaves of absence up to five
(5) days per year without pay, within the three year
limitation provided:-

(a) the absence is for an extended vacation trip,

(b) business requirements are not affected,

(¢) the factory shutdown is included in the period of
absence,

(d) the employee’s full vacation entitlement is used as
part of the leave of absence,

(e) the employee’s request is made, in writing, three
months prior to leave.
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Requests for such leaves of absence will be answered

in writing by the Production Managier. It is recognized
that this arrangement is being implemented on a trial
basis and will be reviewed at the end of 1991.

Yours very truly,
J.T. Baker

Manager, Industrial Relations

/nl
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March 1, 1991

Mr. L. Miller
President

C.AW. Local 80
Scarborough, Ontario

Dear Mr. Miller:

Re : Direct Payroll Banking

This will confirm our understanding at 1991 negotia-
tions that the Company will replace it’s present method
of paying by cheque to paying employees by Direct Pay-
roll Deposit, no later than July 1st, 1991.

It is understood that the Company will provide advance
information to all employees to facilitate the introduc-
tion and understanding of this system.

It is further agreed that the Company will continue to
provide vacation advances for employees that request
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such advances as per the letter of intent - Re: Vaca-
tion Pay.

Yours very truly,

J.T. Baker
Manager, Industrial Relations
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March 1, 1991

Mr. L. Miller
President

C.AW. Local 80
Scarborough, Ontario

Dear Mr. Miller:

Re : Pregnancy Related Disabilities

This letter will confirm our understanding at 1991
negotiations, that our present practice of ceasing Week-
ly Indemnity payments for pregnancy-related disabil-
ities ten (10) weeks prior to expected due date will be
discontinued.

This means that effective immediately, Weekly Indem-
nity payments for a pregnancy-related disability, when
supported by continued satisfactory medical proof of
disability, will continue to date of birth, or commence-
ment of maternity leave if earlier, where the employee
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has given advance notice of starting her maternity leave
earlier.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl

— 109 —



NOTES



