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AGREEMENT

This agreement made and entered on this
1st day of March, 1995

between

Honeywell Limited — Honeywell Limitée
Scarborough Plant at 740 Ellesmere Road
hereinafter called “the Company”

of the first part
and

National Automobile, Aerospace,
Transportation & General Workers Union of
Canada (C.A.W. — Canada), and its Local No. 80
hereinafter called “the Union”

of the second part

Witnesseth:



ARTICLE I
PURPOSE

1. The purpose of this agreement is, in the mutual
interests of the Company and the employees,
to establish and maintain orderly collective bar-
gaining relations between the Company and the
Union by stating the complete agreement be-
tween the Company and the Union regarding
working conditions, hours of work, wages and
other conditions of employment.

ARTICLENI
RECOGNITION

1. The Company recognizes the Union as the sole
and exclusive bargaining agent for all its hourly
rated employeesat its ScarboroughPlant at 740
Ellesmere Road and Birchmount Road, save and
except supervisor, persons above the rank of
supervisor, steamfitters and pipefitters in the
serviceand installation departments, office staff
(including factory office employees), technical
and sales staff, security guards, students em-
ployed during school vacation periods, students
on a cooperative training basis with a univer-
sity, and university and technical school gradu-
ates on a graduate training programme.

2. Employees not included in the bargaining unit
shall not perform work normally assigned to
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production workers, except under the following
conditions:

(@) Instruction or training of employees.

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

(c) In situations beyond the Company’s control
such as emergencies, or when bargaining
unit employees are not readily available.

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

(e) Students and graduates referred to in 1.
above.

Students or trainees referred to above will be
permitted to perform any duties normally as-
signed to bargaining 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 to-
tal 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.

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

. 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.

ARTICLE 111
MANAGEMENT RIGHTS

. The Union agrees that subject only to the ex-
press provisions of this agreement the supervi-
sion, management and control of the Compa-
ny’s business, operations and plants are exclu-
sively the function 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 orderly and efficient con-
duct of its business.

. The Union acknowledges that it is the exclu-
sive 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), discharge, transfer, classify, promote,
demote, layoff, suspend or otherwise disci-
pline employees for just cause provided that
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no such action will be in violation of an
express provision of this agreement, subject
to the rights of employees to grieve under
the terms of this agreement.

(c) Generally to manage the industrial enter-
prise in which the Company is engaged and,
without restrictingthe generality of the fore-
going, to introduce or change machine proc-
esses; to make studies of and to institute
changes in work loads, assignment of job
duties, methods of operation, production
and quality standards, to determine the
products to be manufactured, methods of
manufacture, schedulesof production, kinds
and locations of machines and tools to be
used, processes of manufacturing,engineer-
ing and designing of its products, the con-
trol of materials and parts to be incorporated
in the products produced, the extension,
limitation, curtailment or cessation of op-
erationsand all other matters concerningthe
Company’s operations not otherwise spe-
cifically dealt with elsewhere in this agree-
ment.

ARTICLEIV
NO STRIKE — NO LOCKOUT

1. During the term of this agreement, the Com-
pany agrees that there will be no lockout and



the Union agrees that there will be no
slowdown, strike or other stoppage of or inter-
ference with work.

ARTICLEV
UNION SECURITY

. (a) An employee who is a member of the Un-
ion in good standing on the effective date
of this agreement, or who may become a
member during the term of this agreement,
shall maintain his/her membership in the
Union as a condition of his/her continued
employment and will pay Union dues in
accordance with the Union constitution.

(b) All new employeeshired during the term of
this agreement shall become members of the
Union. Such employees shall, as a condi-
tion of continued employment, 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 supplied by the CAW for
this purpose, and payment shall be made by
payroll deductions. The amount so deducted
shall be in accordance with the Union con-
stitution.

(¢) The Company will remit at least once a
month to the Union the amount deducted
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together with a statement giving names of
the employees and the amount deducted.

(d) The Union agrees to keep the Company
harmless from any claims against it by an
employee which arise out of deduction un-
der 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 REPRESENTAT ION

1. (a) The Union may appoint or elect one stew-
ard to represent employees in each of the
following zones:

Zone 1 — Department808

Zone 2— Departments 807, 814 and 847

Zone 3— Departments 800, 809, 810, and
824

Zone 4 —Departments812, 813, 826 and 460

Zone 5— Departments 822, 823, 827 and
828

Zone 6 — Departments 820, 848 and 851

Zone 7— Departments 184, 819, 830 and
831

Zone 8 — Departments 811, 817 and 839

Zone 9— Shall be employees on the after-
noon shift.

—_T7



(b) Only the employee appointed or elected for
each of the above defined zones will be rec-
ognized 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 of the grievance committee
or the alternate chairperson. The alternate
chairpersonwill be from the membership of
the Union Grievance committee.

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

. The Union acknowledges and agrees that each
steward has regular duties to perform in con-
nection with his/her employment, and that in the
investigation and handling of complaints and
grievances their activities shall not seriously
interfere with production. Within this frame-
work, the steward shall be permitted such rea-
sonable time as may be necessary to discuss
with the employee and/or the supervisor a spe-
cific complaint or grievance. This will also ap-
ply 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 consultation related to
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in-plant problems between the chairperson of
the grievance committee and the president of
the local. Such time will be paid, and in addi-
tion, the above recognized Union representa-
tives will be paid for time spent in meetings
with management. Such pay shall apply during
each of the above Union representative’sregu-
lar working hours for the handling of com-
plaints and grievances up to and including Step
No. 3 of the grievance 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, she 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 of de-
parture and return to his/her job. If the complaint
is in a department other than his/her own, she
shall present the pass to the supervisor of the de-
partment being entered, advising him/her whom
sfhe wishes to see and obtaining permission to be
present in the department.

. There shall be no Union meetings, petitions,
collections or distributions on the Company’s
premises by representatives of the Union or
employees in the bargaining unit.
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6. The Union will supply the Company with a list
of the names of its stewards, grievancecommit-
tee, the alternate chairperson of the grievance
committee and Union officers and will keep
such list up to date at all times.

7. Meetings between the Union grievance commit-
tee and the management may be held at the re-
quest of either party and/or at the convenience
of both. At any meeting with management, the
Union grievance committee may have present
a representative(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 sub-
mitted as early as possible, but with reasonable
notice in advance of the proposed meeting. Meet-
ings will normally be scheduled for 2:00 p.m. of
the day arranged for the meeting. Any authorized
employee attending such meeting during their
regular working hours shall be paid by the Com-
pany at their regular straight time hourly rate.

8. 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.

9. The Company will recognize an appointed
member of the bargaining unit as a Workers’
Compensation Representative whose role will
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10.

be to assist employees with Workers” Compen-
sation Board claims when necessary.

The Company will recognize an appointed
member of the bargaining unit, with appropri-
ate interpersonal skills, as a Substance Abuse
Representative.

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

ARTICLE VII
GRIEVANCE PROCEDURE

It is the mutual desire of the parties hereto that
complaints of employees shall be adjusted as
quickly as possible. If an employee has a com-
plaint, she shall submit it to his/her supervisor
within seven (7) full working days after the cir-
cumstances giving rise to the complaint has oc-
curred. S/He may do this personally, with or with-
out his/her steward present, or s/he may request
the steward to do it for him/her. The employeewill
be present when the matter is discussed by the
steward and the supervisor, if either party so re-
quest. The supervisor’s verbal 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 griev-
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ance until the supervisor has been given the op-
portunity 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 followingmanner and sequence:

STEP NO. 1 — The employee, who may re-
quest the assistance of his/her steward, will
present his/her grievance in writing to his/her
supervisor. The grievanceshall 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 clarifi-
cation of the grievance and errors in such list-
ing shall not be considered cause for rejection
of the grievance at any step.

Exceptional cases that do not claim an agree-
ment violation shall not be required to set out
the section(s) violated. The decision of the su-
pervisor shall be rendered in writing within
three (3) full working days following presenta-
tion of the written grievance.

Failing settlement and if the grievance arises
from a dispute over the interpretation, applica-
tion, administration, 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 grievance
to the employee’s production manager or des-
ignate.

The grievance as presented shall contain correc-
tionsto errors or omissions from the listing in Step
No.1 of the section or sections of the agreement
allegedly violated. A meeting will then be held
within 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 be accompanied by a representative of the In-
dustrial Relations Department. If the manager is
accompaniedby any such representative, the stew-
ard may be accompanied by the chairperson of
the grievance committee. The employee will not
normally be present unless requested by the Un-
ion. In such instances the supervisor may also be
present, at the discretion of the manager. The de-
cision 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 chairperson of the grievance committee shall
present the written grievance to the Industrial
Relations Department. A meeting shall be held
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within five (5) full working days between the
grievance committee and the operations man-
ager or equivalent, and/or any other person(s)
designated by him/her. The steward related to
the grievance and a national representative(s) of
the Union may be present at such meeting. The
decision of the operations manager or equiva-
lent shall be given in writing within five (5) full
working days following such meeting.

2. Failing settlement under Step No. 3 of any
grievancearising from the interpretation, appli-
cation, administration or alleged violation of
this agreement, including any question as to
whether a matter is arbitrable, such grievance
may be taken to arbitration by either party by
deliveringto the other party, within ten (10) full
working days after the final decision under Step
No. 3, a written request for arbitration which
shall name a nominee.

3. Any grievancearisingfromthe interpretation,ap-
plication, administration or alleged violation of
this agreement, exclusive of grievances primarily
of concernto a single employee or group of em-
ployees within a single department, may be sub-
mitted in writing by either party at Step No. 2
within five (5) full working days after the circum-
stances giving rise to the grievance have occurred.

4. (a) If at any step in the grievance procedure a
written answer is not given within the time
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limit specified, the grieving party shall be
entitled to submit the grievance to the next
step of the grievance procedure, including
arbitration, within the specified time limit
for such submission, computed from the
first working day following the day the an-
swer was due.

(by Any grievance not submitted within any
time limit stated in any step of the griev-
ance procedure shall be considered dropped.

(c) Settlements arrived at in any step of the
grievanceprocedure shall be final and bind-
ing upon all parties to the grievance.

5. (a) Aclaim by an employee with seniority that
they have been unjustly discharged or sus-
pended shall be treated as a grievance, if a
written grievance signed by the employee
is lodged within three (3) full working days
after they have been advised in writing that
they have been discharged or suspended, a
copy of which shall be given to the plant
chairperson. The Company may terminate
a probationary employee at its discretion
provided only, that such discretion shall not
be exercised in a manner that is in bad faith.

(b) Such special grievances may be settled un-
der the grievance procedure, including ar-
bitration by:



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

(ii) Reinstating the employee with full
compensation 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, including
modification of the discharge or sus-
pension which is, in the opinion of the
Avrbitration Board, just and equitable.

6. Any settlementor decision made under the griev-
ance procedure including arbitration, shall not be
made retroactive prior to five (5) 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 retroac-
tive not beyond the pay period precedingthat pay
period covered by such pay, if the employeefiles
his/her grievance within five (5) working days
after receipt of such pay.

7. By mutual agreement of the parties hereto, ex-
tension of the foregoing time limits may be ar-
ranged. Any such extension shall be in writing
and signed by both parties.



8. 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 an-
niversary date of the last such notation.

ARTICLE VIII
ARBITRATION

1. When either party requests that a grievance be sub-
mitted to arbitration as provided in Article V1I,
Grievance Procedure the party receiving such a
timely request, which nominates an arbitrator,
shall within five (5) days thereafter, also nominate
an arbitrator; provided, however, that if such party
fails to nominate an arbitrator as herein required,
the Minister of Labour for the Province of On-
tario shall have power to make such appointment
upon the application thereto by the party invok-
ing the arbitration procedure. The two arbitrators
so nominated shall within five (5) days select by
agreementa chairperson of the Arbitration Board.
If they are unable to agree upon such a chairper-
son within such period, they shall then request the
Minister of Labour for the Province of Ontario to
selectan impartial chairperson, provided that the
chairperson shall be selected from other than the
Civil Service and shall be chosen having regard
to his/her impartiality, his/her qualifications in
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interpreting collective bargaining agreements, and
his/her familiarity with the industry. If the case in-
volvesjob evaluation or production standards the
chairperson shall be experienced in the relevant
techniques. In such cases the Arbitration Board
shall be limited to a determination of whether or
not the job evaluation/production standard in dis-
pute was arrived at by a consistentapplication of
the job evaluation plan/work measurementsystem.
It shall not have the power to establish a new job
evaluation/production standard. If it determines
that this has been done, the matter shall be referred
to the Company for appropriate action. No per-
son may be appointed as an arbitrator who has
prior to his/her appointment 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.

. The Arbitration Board shall not have jurisdic-
tion 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 deci-
sion inconsistent with the terms and provisions
of this agreement.

. The proceedings of the Arbitration Board will
be expedited by the parties hereto and the deci-
sion of the majority of such board will be final
and binding upon the parties thereto.



5.

Each of the parties hereto will bear the expenses
of the arbitrator appointed by it, and the parties

will jointly bear the expenses of the chairper-
son of the Arbitration Board.

ARTICLEIX
SENIORITY

SENIORITY —ACQUISITION

An employee will be regarded as probationary
until she acquires seniority. An employee will
obtain seniority standing after having fifty (50)
days worked, subsequent to his/her most recent
date of employment,and his/her seniority will then
date back to such date. Notwithstanding this, if
an employee completesfifty (50) days worked in
any six (6) consecutive months s/he will acquire
seniority which will date back fifty (50) days from
the date she acquired this seniority.

1.2 An employee with seniority who is assigned to

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

1.3 Persons transferred into the bargaining unit will

be credited with seniority equal to all previous
seniority as of the date of hisher transfer out
of the bargaining unit, provided that the period
out of the bargaining unit does not exceed
twenty-four (24) months.
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1.4 Group Leaderswill accumulate seniority in the
classification of the highest employee in their
group for the purposes of exercising their sen-
iority rights under this article in the event the
Group Leader position is declared surplus.

2. SENIORITY — LOSS
Seniority shall be lost and the employee con-
sidered terminated if s/he:

(@) Resigns.

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

(c) Isabsent for three (3) consecutive work days
without notificationto the Company within
such period, giving good and acceptable
reasons which are beyond his/her control.

(d) Fails to advise the Company of his/her in-
tentions, within two (2) working days of
receiving a written recall notice delivered
to his/her last address according to Com-
pany records or fails to return to work
within five (5) working days of receiving
written recall notice, unless reason accept-
able to the Company is given. The Company
will notify the Union when this type of re-
call is being made.

(e) Having seniority, is laid off or out of service
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3.

for any reason other than Workers” Compen-
sation or Long Term Disability for a period
oftime not less than six (6)months but other-
wise equal to the seniority they had acquired
prior to the time of going out of service up to
a maximum of twenty-four (24) months.

(f) Is discharged and such discharge is not re-
versed through the grievance procedure.

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

APPLICATION OF SENIORITY

3.1 Whenever changes in business conditionsresult

in a reduction or displacement of the workforce,
seniority, as defined in this Article, will be ap-
plied if one or more of the following occurs: —

(@) there is loss of compensation
(b) there is loss of shift protection
(c) there is loss of employment

Other than these circumstances, redeployment
of the workforce to point-of-need will be con-
ducted with regard to the principles of minimum
disruption to ongoing operations and, where
possible, maintenance of workteam stability.

32 In the application of seniority under this Arti-

cle an employee must have the skill and abil-
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ity, as determined by the Company, to meet all
the normal requirements of the new job in ten
(10)working days. During this period, manage-
ment will provide the reasonable resources re-
quired by the employee for complete job in-
struction and familiarization. Failure to achieve
satisfactory performance will result in the em-
ployee being transferred to another job in ac-
cordance with Section 4. of this Article.

DISPLACEMENT & LAYOFF
Employees shall be assigned to one of the fol-
lowing seniority groups: A, T, S or M.

“Job groups” are shown by blocks on the sen-
iority charts and “flow” linesjoin connected job
groups indicating the displacement route in the
event of a reduction in forces. Job groups cur-
rently in existence within these seniority groups
and the normal displacement flow procedure
shall be displayed on seniority bulletin boards.
The Company will post seniority lists and will
periodically update them.

4.2 Whenever the Company determines that a re-

duction of force is necessary, resulting in con-
ditions (a), (b) or (c) of Section 3.1 of this Ar-
ticle, it will determine the number of employ-
ees to be removed in each job group. Subject
to fulfilling the conditions of Section 3.2 of this
Article, an employee removed from their job or
workteam will exercise their seniority, within
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their seniority group, in the following sequence
before being laid off

(a) Within the same labour grade:

@

(i)

If ajob opening exists within theirjob
group (unfilled following the applica-
tion of Section 5.1(a) of this Article),
they will, if qualified according to Sec-
tion 3.2 of thisArticle, be placed in the
opening. If the opening is on another
shift and shift protection is declared,
or if the opening is in another job
group, again at the same grade level,
and the employee refuses it, they will
displace the least senior employee in
their original job group and shift, if
qualified. The least senior employee
being displaced in the job group will
then have the same opportunity to fill
the opening, if qualified.

If not qualified for an opening or if
none exists, they will then displace the
least senior employee in their job
group. If the employee about to be dis-
placed is on another shift, and shift
protection is declared, they will dis-
place the least senioremployee in their
original job group and shift.

(iii) If not qualified to displace the least
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senior employee in their job group
and/or their shift, they shall then exer-
cise their seniority as in 4.2(b) below.

(b) Within the next lower labour grade:

(i)

(iD)

(iif)

If ajob openingexists (unfilled follow-
ing the application of Section5.1(a) of
this Article), they will, if qualified ac-
cording to Section 3.2 of this Article,
be given the opportunity for placement
in the opening. If the opening is on an-
other shift and shift protection is de-
clared, or if the employee refuses it,
they will displace the least senior em-
ployee in the connectedjob group and
shift, if qualified. The least senior
employee in the connected job group
will then have the same opportunity to
fill the opening, if qualified.

If not qualified for an opening or if
none exists, they will then displace the

least senior employee in the connected
job group. If the employee about to be
displaced is on another shift, and shift
protection is declared, they will dis-
place the least senior employee in the
connected job group and shift.

If not qualified to displace the least
senior employee in the connected job
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group and shift, they shall then exer-
cise their seniority with successively
lower labour grades as outlined in this
Section 4.2(b), until they reach the
lowest labour grade and are effectively
laid off.

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

()

(i)

(iii)

(iv)

When a layoff is required, the se-
quencewill begin with the least sen-
ior employee within the bargaining
unit, up to and including the Grade 8
level.

An employee working on a temporary
assignment will be considered to be-

long in the job group and/or depart-
ment according to Company records.

Probationary employees shall be re-
moved from the affected job group be-
fore removal of an employee with sen-
iority.

When an employee, who is being dis-
placed, has declared shift protection,
they will have bumping rights on their
shift only.

(d) In the event that an employee changes shift
as a result of the application of this section,



subject to production needs, a reasonable
delay in the effective date of the change in
jobs will be given, if personal rearrange-
ments such as child care or family care are
required.

4.3 (a) Inthe 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 em-
ployees on progression in the affected job
group shall be removed in the order of sen-
iority, provided that the employee being
placed fulfills the conditions of Section 3.2
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
Section 4.2 above, at the entry point of la-
bour grade 5 as shown on seniority flow
chart A.

5. PLACEMENT & RECALL

5.1 When it has been determined that a job open-
ing exists and if, in the planned placement of
employees, any of the conditions (a), (b) or (c)
of Section 3.1 of this Article apply, the Com-



pany will follow the sequence set out below
until the opening is filled, subject to the em-
ployee concerned fulfilling the conditions of
Section 3.2 of this Article.

If none of the Section 3 conditions of this arti-
cle apply, redeployment of the workforce to
point-of-need, will be conducted with regard to
the principles of minimum disruption to ongo-
ing operations and , where possible, mainte-
nance of workteam stability.

(@ The most senior employee who has been
removed 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 opportu-
nity for placement in the job, provided the
job is not in a higher labour grade than their
original job group from which they were
removed, and provided they are not cur-
rently working on ajob in an equal or higher
labour grade on the same shift as the open-
ing (unless they are performing such work
on a temporary transfer basis).

(b) If after followingthe procedure set out above
the job opening remains unfilled an employee
who is in the same job 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.
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(c) If after following the procedure set out
above the job opening remains unfilled that
most senior employee removed due to a re-
duction in forces from the same or a higher
labour grade, will be given the opportunity
for placement in the job.

(d) If after followingthe 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 of this article, the following shall apply:

(@) Recall of employeeson layoff may be made
by telephone. If contact with the employee
is not made by phone, written recall notice
will be delivered to the employee's last ad-
dress according to Company records.

(b) 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 ar-
ticle or displace the least senior employee re-
called 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 doc-
tor prior to returning to work.

(c) When it is determinedthat a recall from lay-
off is required, and multiple classifications
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are available up to and including grade eight
(8), the most senior employee will be placed
in the higher classification, subject to Arti-
cle [X, Section 3.

(d) An employee who refuses recall or place-
ment under this section will not be eligible
for any subsequent recalls.

6. Employees may be laid off for reasons such as
emergenciesor 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 employeeswill receive
one (1) day’s notice or one (1) day’s pay at the
regular hourly rate in lieu of notice except in cases
where a temporary layoff may be the result of an
emergency or other circumstances beyond the
control of the Company.

7. The Company agrees that in the event of a lay-
off of over ten (10) successive working days,
employees except those on probation will be
given five (5) working days’ notice except
where such layoff results from an emergency
or other circumstances 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
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recognized steward having two (2) or more
years of seniority and so long as there are
employees working in his/her zone, such
representative shall be considered for the
purpose of layoff and displacement as hav-
ing greater seniority than the least senior
employee remaining in the zone whose
work s/he is qualified to perform.

(b) The incumbentin 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.

9. Certain areas of the Company’s activities are
under 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 under the jurisdiction of security
regulations.

10 (a) Employeeson sick leave for a period not to
exceed twenty (20) working days, will re-
turn to their original job.

(b) Exceptionsto paragraph (A) will be permit-
ted under the following conditions: —

(i) The absence is of a pre-determined na-
ture for a physical illness or injury. An



11.

emergency operation is also consid-
ered an exception.

(if) the return to work date is greater than
twenty (20) working days but no more
than thirty (30) working days.

(iii) written confirmation of the return to
work date is provided by the attend-
ing physician and verified by the Com-
pany doctor.

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

(¢) Employees returning from these types of
absence must work five (5) consecutive
working days to fulfill the intent of what
"return to work” means.

When a reduction in the workforce has caused
an employee to be removed from a job/team,
which was under re-evaluation, the recall rights
of that employee will be adjusted, if applica-
ble, to reflect a grade increase resulting from
the re-evaluation, provided:

(a) the employee has been formally assigned to
the particular job/team by Industrial Rela-
tions and

(b) the employee had performed the particular
job in excess of forty (40) working days.



ARTICLE X
JOB POSTING

1. The Company recognizes and agrees with the
principle of job posting as a method by which
employees have an opportunity to apply for and
to be considered for higher graded jobs 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 Indus-
trial Relations Department with respect to pos-
sibilitiesfor advancement and promotion in line
with the employee’s experience, ability or in-
terests.

2. The decision as to the final selection of person-
nel to fill ajob posting will be based primarily
on the skill and ability for the job. Past perform-
ance and regularity of attendance will also be
considered. Where qualifications are approxi-
mately equal, seniority will be the deciding fac-
tor. In all cases the employee selected for the
job must be qualified for it.

3. (&) When ajob opening remains unfilled after
following the procedure in Article IX, a
notice of the job opening will be posted for
two (2) working days on bulletin boards in
the plant. Any employee who is classified
in a higher, or same grade on a different
shift, or lower grade and has seniority may
bid. The posting will be filled from quali-



fied bidding employees in the seniority
group in which it exists in accordance with
Section 2 of this article. If the posting re-
mains unfilled, it will be filled by qualified
bidding employees in any seniority group
in accordance with Section 2 of this article.

(b) If the posting still remains unfilled, the most
senior employee, subject to Article IX, Sec-
tion 3, will be recalled.

(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 posted job under
this article.

4. Jobs subject to posting will include all hourly
rated jobs above grade 11. Requirements for the
position of Group Leader will be excluded from
job posting. Group Leaders will be appointed
by managementwhen in addition to regular pro-
duction activitiesthere is a need to provide work
direction to employees in their area of respon-
sibility.

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

6. Probationary employees may apply for a job



posting. If the job is not filled by a seniority
employee, the probationary employee will be
considered before securing outside help.

. When ajob has been re-evaluated resulting in
a grade change, Article X, Section 3 (d) shall
not apply 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
extenuating 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 follow-

ing:

(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 selec-
tion is made the selected employee will ex-
ercise their seniority at the new level.

ARTICLE XI
TRANSFERS, PROMOTIONS
AND PROGRESSIONS

. An employeewho transfersto ajob 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
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job, s/he will begin the new job with his/her
accumulated service applied toward his/her pro-
gression to the job rate.

. The employee’s starting rate on a job to which
s/he transferswill be determinedby the employ-
ee’s qualifications as follows:

(a) Where the new job is one (1)or two (2) la-
bour 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. of this article. Progression
to the job rate will be made within three (3)
months providing 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 manner 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 previous
job, displacing any employee promoted or
hired to fill it, provided s h e has greater sen-
iority. The displaced employeewill exercise
his/her seniority rights in accordance with
the terms of Article IX.

(b) Where the new job is more than two (2) la-
bour grades higher on a transfer, or where
an employee is hired at an equivalent lower
rate, a review date progression schedule (six



(6) month intervals or less), will be estab-
lished by the supervisor in writing. This
schedule will be based on the employee’s
qualifications and time interval, estimated
by the supervisor, for the employee to meet
the experience requirements set out on the
specificationof 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 supervisor will review the progress of
the employee on the agreed upon dates and,
with satisfactory progress, will make the
agreed upon rate changes effective. The su-
pervisor may accelerate 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 pe-
riod, to allow the employee to meet ex-
pected performance requirements. An em-
ployee on such a progression schedule who
fails to meet the expected performance pro-
gression will be removed from the job. A
transferred employee so removed 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 previous
job, displacing any employee promoted or



hired to fill it, provided s/he has greater sen-
iority. The displaced employeewill exercise
his/her seniority rights in accordance with
the terms of Article IX.

(c) In the event that the employee’s rate is al-
ready above the starting rate for the new job,
she will be transferred horizontally at this
rate provided it is not higher than the job
rate for the new job and provided she has
not transferred to Schedule “T”.

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

. 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 Monday 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 effective 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 employee notification.



6. Excluding the conditions described in Article
IX Section 3.1, employees can be transferred
within the same shiftand the same labour grade,
to improve the effectivenessof the work teams.

ARTICLEXII
JOB EVALUATIONAND CLASSIFICATION

1. 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 evaluationplan
to determine classifications relative to wage
structure. This is accomplished 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.

2. 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) An employee may request in writing to his/
her supervisor a re-evaluation of his/her job

which has changed during the current agree-
ment. If ajob evaluation results in a grade in-



crease, the employeewill be paid the new rate
of pay no later than thirty (30) working days
fram the date the written request for re-evalu-
ation is received by the Supervisor.

(b) 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.

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

(d) When the requested evaluation results in a
higher grade the incumbent receives the
higher grade and the rate change is imple-
mented as per Article XiI Section 3 (a).

() When the evaluation results in a lower grade
the incumbentwill be given the opportunity
to remain on the job and accept the lower
grade or they may exercise their seniority
as per Article IX.

4. The Company will recognize a qualified Union
member of the bargaining unit to be trained in the
Company’s job evaluation plan as a job evalua-
tion specialist. This specialistshall act in place of
the steward on job evaluation grievances.

5. (a) When an employee regularly performs work
injobs of different labour grades during the
normal course of his/her work, s/he will be
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classified in the job having the highest la-
bour grade, providing the work performed
on the job meets the requirements as de-
scribed by the evaluation, and providing that
she has spent fifty percent (50%)or more
of his/her time during the proceeding three
(3) months on the highest paid job.

(b) Where full time occupation of another job
classification is clearly of short duration (no
more than forty (40) working days) reclas-
sification will not be made.

(c) In the case of a new employee who com-
pletes his/her probationary period, the Com-
pany shall pay the job rate provided the
employee is satisfactorily performing the
full requirements of the job.

ARTICLE XIII
LATENESSAND ABSENCE FROM WORK

1. Employees will be required to be at their work
stationsat the commencement of their shift. Late-
ness may be a subject for disciplinary action. Pay
deductionsfor lateness will commence when the
actual starting time is three (3) minutes after the
starting time of the shift. Pay deductions for late-
ness will be made in six (6) minute increments.
After recording their arrival the employee will
report immediately to their supervisor.
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2. An employee is expected to be at work or to
get the permission of his/her supervisor for any
foreseeable absence. When an employee is ab-
sent due to unexpected illness, accident, injury
or other justifiable reasons, it shall be his/her
sole responsibility to notify the Company by
calling his/her shift supervisor,or other persons
designated by the Company as soon as possi-
ble and not later than two (2) hours after com-
mencement of the shift.

ARTICLEXIV
LEAVES OF ABSENCE

1. (a) A leave of absence with pay up to a maxi-
mum of five (5) days will be granted to an
employee for time lost in arranging or at-
tending the funeral 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
employee for time lost in arranging or at-
tending the funeral of his/her spouse, com-
mon-law spouse, parents, step-parents, com-
mon-law parents, 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
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(3) day period mentioned above if spent in
return travel of more than 800 kilometers.

(b) A leave of absence with pay not exceeding
one (1) day will be granted to an employee
for lost time in attending the funeral of their
brother-in-law, sister-in-law. One day will
be granted for lost time in attending or ar-
ranging the funeral of a grandparent or
spouses grandparent.

(c) A leave of absence without pay may be
granted for justifiable personal reasons, such
as marriage, legal advice, illness, injury or
death in family, personal business etc., upon
the request of the employee and the ap-
proval of the supervisor. Written requests for
a leave not exceeding three (3) days made
by the employee to his/her supervisor, will
be answered in writing by the employee’s
supervisor.

(d) Ageneral leave of absence up to five (5) days
without pay may be granted for an extended
vacation, trip abroad etc., upon the written
request 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
after completion of six (6) months service
and once every three (3) years thereafter.
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2. Sick leaves will be arranged for and granted if
requested by the employee and confirmed by
the employee’s doctor in connection with spe-
cific disabilities. The employee may be required
to consult with the Company doctor. Certificates
from the attending physician will not be re-
quired for leaves of absence for emergency ill-
ness, such as surgical operation or accident.

(a) Afteran absence due to illness or injury, an
employee may be asked to pass a physical
examination by the Company doctor who
will determine whether the employee is ca-
pable of performing his/her former job or,
if not, what type of work, if any s/he is ca-
pable of performing.

(b) 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, Section 4.2 provided such
employee gives five (5) working days’ notice
of his/her intention to return to active work.

(c) 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 du-
ties of her job are not injurious to her health
and that the performance of her work is not
materially affected by the pregnancy.
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In accordance with the Employment Stand-
ards Act of Ontario, an employee who be-
comes pregnant and who was employed at
least thirteen (13) weeks before her ex-
pected birth date shall be granted a leave of
absence without pay not to exceed thirty five
(35) weeks. Seniority will accumulate dur-
ing this period.

In order to return to active employment, an
employee must notify the Company of her
intention 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 Com-
pany will recall the employee to active em-
ployment within fifteen (15) working days.
Unless the employee indicates that she in-
tends to return to work within 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 ajob in ac-
cordance with Article IX, Section 4.2.

(d) 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 accommodate a new adoption.
Seniority will accumulate during this pe-
riod.
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In order to return to active employment, the
employee must notify the Company of her
intention to do so, and unless the employee
indicates 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) Sheshall be placed in an availablejob
for which she is qualified and able to

perform.

(ii)y Ifno o;r)]enings_ exist, she shall then ex-
ercise her seniority by displacing the
least senior employee in her seniority
group, providing she has greater sen-
iority than that employee.

(e) In accordance with the Employment Stand-
ards Act of Ontario, a female employeewho
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 accommo-
date a new adoption (parental leave). (Fe-
male employees with more than one (1)year
of service are entitled to the six (6) months
leave described in (d) above). In addition,
male employees who are fathers of new-
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3.

born and newly adopted children may be
granted a leave of absence without pay not
to exceed eighteen (18) weeks (parental
leave). Seniority will accumulateduringeli-
gible parental leaves.

In order to return to active employment, the
employee must notify the Company of his/her
intention to do so, and unless the employee
indicatesthat he/she intendsto return to work
within 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 available
job for which he/she is qualified and

able to perform.

(it) If no openings exist, he/she shall then
exercise his/her seniority by displac-
ing the least senior employee in his/
her seniority group, providing he/she
has greater seniority than that em-
ployee.

In the event an employee, injured at work, is
sent for medical attention, and is unable to re-
turn to work that day, s/he will be paid his/her
straight time earnings for the balance of the shift
on which the injury occurs.
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If the employee is not sent for medical atten-
tion on the day of the injury and subsequently
the employee is so sent and is unable to return
to work that day, the injury shall be considered
as having occurred on that shiftfor purpose only
of payment under this section.

(a) At the written request of the Union, the
Company will grant, without pay, a leave of
absence for employees to attend Union con-
ventions or for the president and stewards
to attend Union educational functions, pro-
vided such leaves would not materially in-
terfere with production.

(b) Not more than two (2) employees, except
by mutual agreement, shall be off work un-
der Section 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.

. A replaceable employee with a year or more of
seniority who is elected or appointed to full-time
servicewith 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
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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 sen-
iority the employee had at the time of commenc-
ing his/her leave of absence.

ARTICLE XV
HOURS OF WORK AND OVERTIME

. (@) The regular work week will be forty (40)
hours, consisting of five (5), eight (8) hour
days, Monday to Friday inclusive excepting
working hours for 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
President and the Plant Chairperson when-
ever a change of hours is planned.

It is understood that the foregoing does not con-
stitute a guarantee of hours of work or of start-
ing or quitting times.
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3. Employees will work overtime only at the spe-
cific direction of or with the specific permission
of their supervisors. In no case will an overtime
premium be paid twiice for the same hours worked.
Overtime in all cases, will be based on the regu-
lar hourly rate exclusive of shift premium, and will
be paid only for hours actually worked.

(a) Employeeswill be paid overtime at the rate
of time and one half their regular hourly
rate. Overtime referred to in the above will
be regarded as time worked in excess of
eight (8) hours daily or any hours worked
on Saturday provided Saturday is not a regu-
larly scheduled work day.

(b) Two (2) times the regular hourly rate will
be paid for time worked in excess of twelve
(12) hours in any one day.

(c) Two (2) times the regular hourly rate will be
paid for all work performed between twelve
(12) midnight Saturday and twelve (12) mid-
night Sunday, except in those cases where
Sunday is a regularly scheduled work day.

(d) It is understood that operating engineers
required to work on Saturday as part of their
regular work week will be paid for work
performed at the regular straight time hourly
rate. Regularly scheduled work for operat-
ing engineers, performed between the hours

—49 —



4. (a)

(®)

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 dis-
tributing overtime in a factory operation
composed of a wide variety of product lines,
production processes and job occupations.
To the extent practicable under such circum-
stances, the Company will distribute over-
time fairly among the employeeswho regu-
larly perform the work to be done.

It is the function of the Company to deter-
mine when overtime is necessary and to
schedule overtime work. Both parties rec-
ognize the necessity of having to work a
certain amount of overtime in order to sat-
isfy customer demands and also to maintain
the steady employment conditions which
have prevailed over the years. The Union
agrees to co-operate with the Company in
the working of overtime. It is expected that
the employees will normally agree to work
overtime when requested. However, the
Company recognizes that there may be oc-
casions when an individual employee be-
cause of domestic or other commitments
may decline to work overtime, in which case
the Company agrees that it will not disci-



6.

pline an employee for declining to work
overtime for justifiable reasons.

(c) The Company agreesto post, on a quarterly
basis, overtime records for the information
of employees and the Union. These records
of overtime will also be accessible in the
supervisor’s office at all times.

(d) 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.

(e) Except in cases of emergency or circum-
stances 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 over-
time or four (4) hours’ notice when sched-
uled overtime has been cancelled.

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

(b) Payment of overtime will be made in incre-
ments of six (6) minutes.

When an employee is called in to work s/he
shall receive the higher of (a) or (b) below:
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(@) Minimum of four (%) hours’ pay at their
straight time; or

(b) Actual hours worked at one and one half (1-
1/2) their regular hourly rate for Monday
through Saturday or two (2) times the regu-
lar hourly rate between twelve (12) mid-
night Saturday, and twelve (12) midnight
Sunday.

(c) The application of (a) and (b) of this sec-
tion does not apply to the employee’s nor-
mal working hours. The provisions of this
article shall not apply when an employee is
scheduled to report earlier than his/her nor-
mal starting time and continuesto work into
his/her normal shift.

ARTICLE XVI
PAID HOLIDAYS

1. (a) Employees who have completed their pro-
bationary period will be eligible for the fol-
lowing holidays with pay: New Year’s Day,
Good Friday, Victoria Day, Canada Day,
Civic Holiday, Labour Day, Thanksgiving
Day, the day before Christmas Day, Christ-
mas 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
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pay, the employee must work the regular
work day immediately preceding the holi-
day and the regular work day immediately
following the holiday.

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

(c¢) Notwithstanding the above provisions, an
employee who has worked one (1) 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 following the paid holiday
shall receive holiday pay when she:

(i) is absent from work due to layoff, sick
leave or other leave of absence permit-

ted by Article XIV
or

(ii) is absent on a qualifying day and
presents a doctor’s certificate verify-
ing 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 aforementionedpaid holidays fall on a Sat-
urday or Sunday it will be observed on the fol-
lowing Monday.



. Holiday pay under this policy will be computed
on the basis of each employee’s regular work
day, inclusive of shift premium.

. Any seniority employeewho is required to work
on any of the above listed paid holiday will re-
ceive two (2) times his/her regular hourly rate
for time worked in addition to the holiday pay
and will be entitled to take his/her holiday with-
out pay at some other time mutually conven-
ient to him/her and the Company.

. Unused floater type holidays, up to a maximum
of three (3) days, will be paid to retired employ-
ees 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

. (a) Vacation time off will be based on an em-
ployee’s total continuousservice on the “va-
cation eligibility date” in the current year.

(i) Less than one (1) year of continuous
service — none.

(@i)) One (1)but less than five (5) years of
continuous service — ten (10) work-

ing days.
(iii) Five (5) but less than ten (10) years of
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continuous service — fifteen (15)
working days.

(iv) Ten (10) but less than twenty (20)
years of continuous service — twenty
(20) working days.

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

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

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

(c) The Company will establish a vacation shut-
down period each year. Only employeeswhich
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 va-
cation time off to which she is entitled at some
other time subject to the approval of his/her
supervisorand 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 employeewho after tak-
ing his/her vacation time off becomes eligi-
ble in the same year for additional time off
because s h e hasreached the anniversary date
of five (5), ten (10), twenty (20) or thirty (30)
years of continuous service will take such
additional time off at any time after the anni-
versary date and prior to December 31st of the
same calendar year, subjectto the approval of
his/her supervisor 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 acceptableto the Company. The
vacation shutdown period will be determined
by the Company and will normally end with
the Civic Holiday (the first Monday in Au-
gust). The Union will be notified any time the
Company finds it necessary to make any
change in the vacation shutdown period.

(d) Employees will be granted an extra day's
vacation with pay, or an additional day's
pay, at the Company's option, in lieu of
additional time off, if a paid holiday for
which the employee would normally receive
time off with pay falls during the employ-
ee's vacation period.




(e) In determining the vacation time off enti-
tlement of an employee transferred from a
salaried to an hourly paid job, the employ-
ee’s status on December 31st of the year
preceding the year in which s/he takes his/
her vacation will govern.

(f) Time spent on layoff by employees with
seniority will be considered as service with
the Company under this article if the em-
ployee is subsequently recalled to work.

2. Employees of the Company will receive vaca-
tion with pay on the following basis:

(@) Employees who have been in the continu-
ous 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 enti-
tled to ten (10) working days’ vacation with
pay based on four percent (4%) of gross
earnings or a minimum of eighty (80) 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 vacation year. In such cases va-
cation pay will be calculated on the basis
of four percent (4%) of gross earnings.

(b) Employees of the Company having com-
pleted five (5) years, but less than ten (10)



years of continuous service during the cal-
endar year concerned will be entitled to fif-
teen (15) working days’ vacation with pay
based on six percent (6%0) 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 ninety (90)
working days during the vacation year. In
such cases vacation pay will be calculated
on the basis of six percent (6%) of gross
earnings.

(c) Employees of the Company having com-
pleted ten (10) years, but less than twenty
(20) years of continuous service during the
calendar year concerned will be entitled to
twenty (20) working days’ vacation with
pay based on eight percent (8%6)of gross
earnings or a minimum of one hundred and
sixty (160) hours times his/her current
hourly rate, including shift bonus, which-
ever is the greater, except in such cases
where absence from work has been in ex-
cess of ninety (90) working days during the
vacation year. In such cases vacation pay
will be calculated on the basis of eight per-
cent (8%) of gross earnings.

(d) Employees of the Company having com-
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pleted twenty (20) or more years of continu-
ous service during the calendar year con-
cerned will be entitled to twenty-five (25)
working days’ vacation 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 greater, except in
such cases where absence from work has
been in excess of ninety (90) working days
during the vacation year. In such cases va-
cation pay will be calculated on the basis
of ten percent (10%)of gross earnings.

(e) Vacation pay for the third, fourth, fifth or

®

sixth week of vacation taken by an em-
ployee who becomes eligible for it after July
1st of the current year by reason of the an-
niversary of his/her fifth, tenth, twentieth,
or thirtieth year of continuous service will
be paid at the higher percentage.

Vacation pay for an employee with less than
one (1) year of continuousservice as of July
1st of the current year will be paid in ac-
cordance with the Employment Standards
Act.

(g) The term “gross earnings” used in this arti-

cle means an employee’swages 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.

(h) 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 va-
cation time off will receive vacation pay,
computed at the appropriate percentage of
his/her gross earnings earned from July 1st
of the previous year to the date of his/her
termination exclusive of any vacation 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 employ-
ees entitled to four (4)weeks’ vacation, the
vacation pay allowance will also be com-
puted on the basis of 2% x 4 of 50 weeks’
earnings. For those employees entitled to
five (5) weeks’ vacation, the vacation pay
allowance will also be computed on the ba-
sis 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
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greater vacation pay allowance than under
Section 2.(b), 2.(c) or 2.(d) above, the larger
amount will be paid. This amount will be
paid by cheque to employees at the end of
the first (1st) week of August.

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. SAFETYAND HEALTH

(@) The Company will make every reasonable
provision for the safety and health of its
employees during the hours of their employ-
ment through proper safety devices and
other equipment deemed necessary to pro-
tect employeesfrom injury. Employees shall
use all such devices and equipment and ob-
serve all safety rules.

(b) The Company and the Union will cooper-
ate to the fullest extent toward the preven-
tion of accidentsand the promotion of safety
and health among the employees of the
Company.

(¢) The Company will recognize a qualified
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Union member of the bargaining unit,
trained in the area of safety, to act as the
Union Health and Safety Certified Repre-
sentativewho, in an advisory capacity, will
relate to the Company Health and Safety
Certified Representative with a view to-
wards maintaining a maximum reasonable
level of safety in the plant.

(d) In any case of return to work where an em-
ployee’s medical fitness and continuity of
serviceis involved the Company doctor and
the employee’s doctor will, when necessary,
discuss the matter in the light of the infor-
mation 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 decision after exami-
nation. If they are unable to agree on a third
doctor, the Ontario Medical Association will
be asked to appoint one. Applicable to Ar-
ticles IX Section 5.2(b) and XIV Section
2.(a) and (c).

(e) Effective March 1, 1995, the Company will
contribute up to eighty-five dollars ($85.00)
annually towards the cost of a pair of safety
shoes purchased in-house by employees, for
work-related needs.

Employees, who work in areas designated
for mandatory safety shoe wear, will be pro-



vided with two pairs of safety shoes annu-
ally, if required to maintain acceptable foot
protection, subject to the Supervisor’s ap-
proval.

(f) The Company will provide, at its expense,
to the Powerhouse, Dept. 848 and the main-
tenance portion of Dept. 820, two (2) pairs
of coveralls annually, per employee, for
work-related needs.

2. WASH-UP PERIOD
(@) A personalwash up period of three (3) min-
utes will be allowed at the end of each work
day. The factory bell will be rung three (3)
minutes before departmental quitting time,
to inform employees of the commencement
of the wash up period.

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

3. LUNCHAND REST PERIODS
(@) The Company agreesto 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 operation and satisfactory
balance in the cafeteria schedules. The
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Company agrees to review such changes
with the Union, before implementation.

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

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

4, BULLETIN BOARDS

(@) The erection of bulletin boards for use by
the Union will be approved by the Indus-
trial Relations Manager.

(b) Notices may not be posted unless they are
approved by the Industrial Relations Depart-
ment.

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

. JURYDUTY

(@ An employee required to serve on ajury, or
subpoenaed as a witness, will be excused
from his/her work for such time as is nec-
essary and reasonable.

(b) When called to jury duty, or subpoenaed as
awitness, the employee shall advise his/her
supervisor.
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(c) On termination of jury or witness duty,
she will again notify his/her supervisor.

(d) The Company will pay an employee the dif-
ference between the money received for jury
duty or duty as a subpoenaed witness exclu-
sive of expense money, and the amount of his/
her regular pay exclusive of shift premium (up
to a maximum 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 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 endorsed cheque or other payment
to the Industrial Relations Department.

6. PAY BY DEPOSIT
Employees governed by this agreement will be
paid weekly by direct payroll deposit.

7. SHIFT PREMIUM
Employeesworking on a regular scheduled sec-
ond or third shift will be paid a shift premium
of forty-five (45) cents per hour in the case of
the second shift and forty-seven (47) cents per
hour in the case of the third shift.



Effective March 1, 1997 this premium will be
fifty (50) cents per hour for the second shift and
fifty-two (52) cents per hour for the third shift.

. PRODUCTION STANDARDS

Production standards, either for a stand-alone
work centre or within a self-directedwork team,
shall be set or revised on the basis of fairness
and equity, while recognizing the required qual-
ity of workmanship, the efficiency of opera-
tions, reasonable working capacities of normal
experienced operators and an acceptable level
of participation in workteam activities.

In the event of a claim that a new or revised
productionstandard has not been establishedon
the basis of proper work measurement tech-
niques, the employee shall file a grievance in
accordance with Article V1.

In the event that the grievance is unresolved
after Step No. 2 of the grievanceprocedure, the
Company will, upon request, permit a National
Union representative,who is a specialistin work
measurement, to examine the documentationon
which the standard is based and view the op-
eration in dispute.

. ANNUAL INVENTORY

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



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

ARTICLEXIX
EMPLOYEE BENEFIT PLAN

In accordance with a group insurance policy
between the Company and the insurance car-
rier, the Company will pay for the duration of
the agreement, subject to the provisions of Ar-
ticle XIX Sections 5, and 6., the full cost of
premiums for the benefits as set forth in Sec-
tion 2. and 3. below.

EMPLOYEES

(a) Basic life insurance in the amount of thirty-
three thousand dollars ($33,000). Such ben-
efit provided upon completion of an em-
ployee’s probation period.

An employee who becomes totally disabled
while insured under the basic life insurance
and who is in receipt of Honeywell weekly
indemnity or long term disability will con-
tinue to be insured for basic life insurance
at the level of insurance in force at the time
of disability until the age of sixty-five (65).
Effective March 1, 1996, this amount will
be thirty-four thousand dollars ($34,000).
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Effective March 1, 1997, this amount will
be thirty-five thousand dollars ($35,000).

(b) Accidental Death and Dismemberment
policy, (AD&D), for employees in the
amount of thirty thousand dollars ($30,000).
Such benefit provided upon completion of
probationary period. Effective March 1,
1996, this amount will be thirty-one thou-
sand dollars ($31,000). Effective March 1,
1997, this amount will be thirty-two thou-
sand dollars ($32,000).

(c) Long Term Disability Insurance plan (LTD).
Employeeswill become eligible on the first
of the month following completion of six
(6) months of continuous service with the
Company.

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 hun-
dred dollars ($2,500.00) a month.

Benefits will be continued until the earliest
of recovery, death or age sixty-five (65).

(d) A weekly indemnity insurance plan provid-
ing:
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(ii)

(iii)

first (1st) day coverage for disability
due to non-occupational accidents or
confinement in hospital over twenty-
four (24) hours due to sickness;

fourth (4th) working day coverage for
disability due to non-occupational
sickness;

first (1st) day coverage for disability due
to confinement in hospital because of

Out-patient surgical procedure:

Manual or instrumental operationspre-
scheduled by the employee’s doctor
(or emergency procedures) and per-
formed in a hospital or other medical
facility licensed by the Province as a
hospital and performed by a licensed
medical practitioner.

Hospital based procedures pre-sched-
uled by the employee’s doctor and per-
formed in a hospital by a licensed
medical practitioner (Major testing
that requires a licensed medical prac-
titioner to conduct it).

Hospital based treatment, pre-sched-
uled by the employee’s doctor and per-
formed in a hospital by a licensed
medical practitioner. (Treatment for a
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known ailment such as chemo, dialy-
sis, etc.)

Payable except for company-paid holidays
and vacations, for the length of such disabil-
ity to a maximum of fifty-two (52) weeks.
The weekly income benefit will be sixty-six
and two-thirds percent 66-2/3%) of an em-
ployee’s basic weekly wage, up to the Un-
employment Insurance coverage maximum.

The weekly income benefit for the Skilled
Trades Group and Schedule “A” grades 1,
2 and 3 will be sixty-sixand two-thirds per-
cent (66-2/3%) of an employee’s basic
weekly wage, up to a maximum of six hun-
dred and fifty dollars ($650).

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

The Company will hold vacation pay for
those employeeson sick leave, during plant
shutdown, if requested in writing by the
employee.

(e) Effective March 1, 1992, the Company will
add visioncare coverage to the extended
health care plan. Eligible expenses will in-
clude contact lenses, lenses and frames for
eyeglasses, their replacement if there is an



®

actual need for a change in their magnify-
ing strength, and repairs of frames and re-
placement of damaged lenses. Sunglasses or
safety glasses of any kind are excluded.
Supplies must be prescribed in writing by
an ophthalmologist or a licensed optometrist
and must be dispensed by an ophthalmolo-
gist, a licensed optometrist or a qualified
optician. The maximum amount payable in
any 24 month period is one hundred dollars
($100.00) per employee and for each eligi-
ble dependent.

Effective March 1, 1992, the Company will
add hearing aid coverage to the extended
health care plan. Eligible expenses will in-
clude hearing aids prescribed in writing by
an otolaryngologist, and repairs, but not in-
cluding charges for their maintenance. The
maximum amount payable in any five con-
secutive calendar years is $300 per em-
ployee and for each eligible dependent.

. EMPLOYEESAND DEPENDENTS

The Company agrees to pay the premium cost
for employees and their dependents subject to
Article XIX, Sections 5, and 6, of the follow-
ing benefit plans:

() 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 pro-
vided by the carrier, exclusive of any ben-
efits provided by any Medicare Act by the
Province of Ontario.

(c) Eligibility for the above benefits will com-
mence upon completion of the employee’s
probationary period.

(d) A preventative dental insurance plan which in-
corporates a schedule of payments for speci-
fied dental services. Reimbursement will be
based upon one hundred percent (100%o)of
dental charges for diagnostic, preventative,
restorative, surgical, endodontic, periodontal
and other Class | services, up to the maximum
amounts specified in the 1993 Ontario Dental
Association Schedule of fees.

Effective January 1, 1996, the 1994 On-
tario Dental Association schedule of fees
will be implemented. Effective January 1,
1997, the 1995 Ontario Dental Association
schedule of fees will be implemented.

Dental services (excluding orthodontics)
will be subject to an overall $1,200 per cov-
ered person per benefit year maximum.

Inclusion of specified dental services under
a Major Restorative Plan, with a fifty per-
cent (50%) reimbursement for qualified
dental charges.
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Inclusion of specified dental services for
employeesand dependentsunder age 21 (25
if a full time student) under an Orthodontic
Plan with a fifty percent (50%) reimburse-
ment (up to a $1,500 lifetime maximum),
for qualified dental charges.

A new employeewill become eligible for cov-
erage under the plan on the first (Lst) day fol-
lowing completion of their probation period.

4, The Company agrees for the duration of this
agreement, to guarantee payment of single and
family premiums for hospital and medical in-
surance under the provisions of the Ontario
Health Insurance Plan upon completion of the
employee’s probationary period.

5. The Company will continue to pay the cost of
the premiums as set out in this article while the
employee is in the active employ and on the
active payroll of the Company, except in the
case of an employee on layoff when the Com-
pany agrees to pay the cost of the premiums
(excluding weekly indemnity coverage and long
term disability coverage) for the calendar month
following the month in which the layoff com-
menced 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.
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ARTICLE XX
SKILLED TRADES

1. All articles of this agreement shall apply to
employees in the skilled trades classifications
in seniority Groups Sand M as follows, except
to the extent that this article shall conflict with
other articles of the agreement, in which case
this article shall prevail.

SENIORITY GROUP S
Mould Maker A & B

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

Tool Room Grinder

Tool Room Machinist
Tool Maker

SENIORITY GROUP M
ElectricianA & B
Mechanic A & B
WelderA & B
Carpenter
Operating Engineer
Painter
2. Employees assigned to the skilled trades clas-
sification listed under Section 1. of this article

as of December 1, 1965, shall have their total
seniority in their respective skilled trades clas-
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sification in seniority group S or seniority group
M. Employees entering seniority groups S or
M subsequent to December 1, 19635, shall have
their seniority in the appropriate skilled trades
classification from the date of entry into the
seniority group.

An employee in seniority group S or M re-
moved from his/her job classification shall ex-
ercise his/her seniority through related job clas-
sification as outlined in Article IX. The normal
displacement flow procedure for seniority group
S and M shall be displayed on seniority bulle-
tin 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
following step shall be applied after subsection
4.2(b) of Article IX. Apprentices in the tool
room department will be laid off in order to
assure a ratio of journeymen not in the excess
of one (1) apprentice to six (6) journeymen.

Employees in seniority groups A and T as de-
fined in Article IX will not carry seniority into
the skilled trades classificationsas listed in sen-
iority 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 con-
sideration for a transfer to ajob vacancy which
remains unfilled in seniority group A or T after
Section3.(b) of Article X. If such an employee is
transferred by the Company she shall not carry
his/her skilled trades seniority with him/her.

A skilled trades employee removed from sen-
iority group S or M due to the elimination of
his/her trades classificationthrough technologi-
cal change shall be given consideration for
placement in a classification in seniority group
A or T for which she is qualified. If such an
employee is transferred by the Company she
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 collec-
tive agreement shall mean any person:

(@) 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 certificatewhich substan-
tiates his/her claim; or

(c¢) who has eight (8) years of practical experi-
ence in the skilled trades classification in



which she claimsjourneyman’s designation
and can prove same. A CAW journeyman’s
card will be accepted as proof.

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

5. When a layoff condition develops, employees
from seniority groupsA and T may be transferred
temporarily (for a period of less than forty (40)
working days) to seniority group S or M.

In accordance with Article XI, Section5., a tem-
porary employee will retain his/her established
rate during the period of such temporary
change. This clause will not be used to circum-
vent the provisions of Section 6, of this article.

6. (a) During periods when journeymen are not
available, non-journeymen employees may
be transferred or hired on a supplemental
basis to supplement the work force in a
skilled trades classification.

(b) When the Company determines that a job
vacancy exists in seniority group S or M
(including ajob that has been performed up
to forty (40) consecutive working days by
a temporary employee), and if it is a period
when journeymen are unavailable, the op-
portunity to work as a *‘supplemental’” em-
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ployee 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 sup-
plemental basis then the Company may hire
new supplemental employees.

When ajourneyman becomes available in the
skilled classificationto which a supplemental
employeehas been assigned, suchjourneyman
will replace the supplemental employee.

A supplemental employee shall not accumu-
late seniority within the skilled trades clas-
sifications, but shall maintain and accumu-
late his/her seniority in seniority group A
or T from which she was transferred.

If a supplemental employee who has no sen-
iority in seniority group A or T is displaced
by a journeyman, s/he will be entitled to
considerationfor a transfer to ajob vacancy
remaining unfilled in seniority group A or
T after Section 3.(b) of Article X, provid-
ing s/he is qualified 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 fif-
teen (15) cents per Hour below the journey-
man’s job rate of the classification.

v



7. (a) An apprenticeship program for the classifi-
cations of tool and die maker, tool maker
electrical-pneumatic, and mold maker has
been established. This program is outlined
in the Apprenticeship Standards.

(b) Seniority for apprentices will begin to ac-
cumulate on date of entry to the Skilled
Trades Group as an apprentice and all other
seniority if any, will be subsequently fro-
zen.

(¢) The Company will provide each apprentice
with a tool reimbursementallowance of one
thousand dollars ($1,000) maximum, pay-
able within the first year of the apprentice-
ship.

8. (a) The Company may appoint group leaders of
skilled trades employees. Only a journey-
man shall be considered as a group leader
in his/her respective trade, on the under-
standing that this does not prohibit such
group leader from providing work direction
to employees in other skilled trades classi-
fications.

(b) The rates of group leaders are detailed in
the schedule of wages attached to this col-
lective agreement.

9. Where the Company acquires new equipment,
the maintenance and operation of which is to
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11,

12.

be done by skilled trades employees, the Com-
pany wherever practicable will endeavor to as-
sist the skilled trades employees with the nec-
essary, specifically related training, provided
that the tradesmen involved have the qualifica-
tions to receive this training.

Shifts for operating engineers will be on a ro-
tating basis unless mutually agreed otherwise
by the Company and the Union.

It is understood that the Company requires flex-
ibility in its skilled tradeswork force, and has been
assigning work on this basis. This will be contin-
ued 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 apprenticecommittee and appropriate mem-
bers of the Company for resolution.

The Union recognizes the problems of distrib-
uting 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. When additional employees are re-
quired or when employees who normally per-
form the work are not available, employees
from the related skilled trades will be given the
opportunity to work overtime.
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14.

15.

16.

The Company will provide protection against
loss by fire or theft, of recognized tools of the
trade for skilled trades employees, up to a maxi-
mum of twenty-five hundred dollars ($2,500).

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 Supervi-
sor, every six (6) months. Reimbursement of
any such loss will be on the basis of replace-
ment 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 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) A lateral move in the S or M group is one



17.

whereby a skilled trades employee moves
to another skilled trades classification. The
need for this type of move is at the discre-
tion 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
sthe 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
Company’s more complex and responsive
manufacturing systems will be assigned to the
B designation based upon demonstrated skill
and ability. Assignments will be indicated on
appropriate bulletin boards.

The Company will fund all agreed upon training
and it is understood that employeesare expected
to take courseson their own time if required.

In the skilled trades classificationsthat have an A
and B designation the B skilled trades employees
will usually be associated with relatively complex
and critical machinery and tooling. However,
employeeswith an A designationmay be assigned
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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 continueto meet con-
ditions and qualifications with respect to train-
ing in new technology and to sustain the skills
and abilities 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 XXI
WAGE SCHEDULES

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

. Group Leaders with the exception of those in
Appendix “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
February 28, 1998, and shall continue automati-
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cally thereafter for annual periods of one (1)
year each, unless either party notifies the other
in writing not less than thirty (30) days and not
more than sixty (60) days prior to the expira-
tion date that it desires to amend or terminate
the agreement.

2. Negotiationsshall begin within fifteen (15) days
or soon thereafter as possible following notifi-
cation for amendment or termination as pro-
vided 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 agree-
ment prior to the currentexpiry date, this agree-
ment shall continue in full force and effect un-
til a new agreement is signed between the par-
ties or until conciliation 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 termination is to be reduced, suspended,
or discontinued except as specifically provided
in the Pension Plan.

Signed by the parties hereto as follows:
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APPENDIX “A”
SECTION 1 — PROGRESSION PATTERN SCHEDULE “1”

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

A. Hired or Transferred Employees whose education 15 aceptable to the Company

PROGRESSION PATTERN FOR CURRENT JOBS
3 9 15 21 24

| Grade Job Effective Start Months Months Months Months Months
o 40 Repairperson
o Product Services 3/1/95 1630 16.46 1660  16.69
I 3196 1643 1659 1673 1682
3/1/97 16.68  16.84 1698  17.07
41 3/1/95 16,65 16.84 1689 17.06 17.23

3/1/96 1678 16.97 17.03 17.20  17.37

3/1/97 17.03  17.22 17.29 1746 17.63

42 Repairperson
Product Services 3/1/95 16,79 17.04 1711 1731 1748 17.67
Panel Assembler 3/1/96 1692 17.18 1725 1745 1762 1781
3/1/97 17.17 1744 17.51 1771 1788 18.08



APPENDIX “A” (Continued)
SECTION1 — PROGRESSION PATTERN SCHEDULE “T”

In the application of Article XI, Section 2 (b) the progression schedule for those jobs within
Schedule “T* shall be based on the following pattern.
B ALE [ lated iah in whick N

PROGRESSION PATTERN FOR TYPICAL CURRENT JOBS

3 9 15
Grade Job Start Months Months Months

43 Repairperson Assembler 20% 40% 40%
Electronic — LP.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”

SECTIONII

SCHEDULE OF RATES — GROUP “T1”

Effective Effective Effective

March1, 1995 March1,1996 March1, 1997

Grade Job Rate Job Rate Job Rate
40 19.69 16.82 17.07
41 17.23 1737 17.63
42 17.67 17.81 18.08
43 18.18 18.33 18.60
44 18.62 18.77 19.05

Company offer dated February 28, 1995
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Effective
March 1, 1995
Grade  JobLow Job Rate
11 12.76 12.86
10 13.03 13.12
9 13.36 13.48
8 13.75 13.81
7 14.16 14.26
6 14.59 14.72
5 16.05 16.07
4 16.57 16.69
3 17.19 17.29
2 17.79 17.92
1 19.12 19.23

APPENDIX “B”

SCHEDULE OF RATES — GROUP “A”

Effective
March 1, 1996

Job Low Job Rate
12.86 12.96
13.13 13.22
13.47 13.59
13.86 13.92
14.27 14.37
14.71 14.84
16.18 16.20
16.70 16.82
17.33 17.43
17.93 18.06
19.27 19.38

Company offer dated February 28, 1995

Effective
March 1, 1997
Job Low Job Rate
13.05 13.15
13.33 13.42
13.67 13.79
14.07 14.13
14.48 14.59
14.93 15.06
16.42 16.44
16.95 17.07
17.59 17.69
18.20 18.33
19.56 19.67



APPENDIX “C”
SCHEDULE OF RATES — SKILLED TRADES (GROUP “§” & “M”)

Effective Effective Effective
March1,1995  March1,1996 March1, 1997
Job Job Job  Job Job  Job
Grade Low Rate Low Rate Low Rate
Mould Maker S0150B 2325 2337 23.44 23.56 2379 2391
Tool & Die Maker S0250B 2325 2337 23.44 2356 23.79 2391
Tool Maker (E&P) S0350B 2325 2337 2344 23.56 23.79 2391
E.D.M. Operator S0450B 2325 23.37 23.44 23.56 2379 2391
Mould Maker SO150A 2239 22.50 2257 2268 2291 23.02
Tool & Die Maker SO250A 2239 22,50 22.57 22.68 2291 23.02
Tool Maker (E&P) S0O350A 2239 22.50 2257 2268 2291 23.02
E.D.M. Operator SO0450A 2239  22.50 22.57 22.68 2291 23.02
Jig Bore Operator S0550 2239 22.50 2257 22.68 2291 23.02
Tool Room Grinder S0650 22,39 2250 22.57 22.68 2291 23.02
Tool Room Machinist  SO750 22.39 22,50 22.57 22.68 2291 23.02
Tool Maker S0850 2172 21.85 21.89 22.02 2222 2235
T.R. Gr. Ldr. SO150 2423 2434 24,42 2453 2479 24.90
TR. Gr. Ldr. S0250 2423 2434 24.42 2453 24.79 2490



APPENDIX “C” (Continued)
SCHEDULE OF RATES — SKILLED TRADES (GROUP #§8” & “M*)

Effective Effective Effective
March1,1995  March1,199%6 March1,1997
Job  Job Job  Job Job Job

- Grade Low Rate Low Rate Low Rate
Electrician MO160B 2262 2274 2280 22.92 23.14 2326
Mechanic MO260B 22,62 2274 2280 22.92 23.14 2326
Welder MO161B 21.56 21.67 21.73  21.84 22.06 2217
Electrician MO160A 2172 2185 21.89 22.02 2222 2235
Mechanic MO260A 2172 21.85 21.89 22.02 2222 22.35
Welder MO161A 2040 2052 20.56  20.68 20.87 20.99
Carpenter MO162 20.40 20.52 2056  20.68 20.87 20.99

Operating Engineer MO163 19.99  20.07 20.15 20.23 2045 2053
Oper. Eng. Gp. Ldr. MO163 20.52  20.64 20.68 20.81 2099 2112
Painter MO164 19.05 19.15 1920 19.30 1949 19.59
Maint. Gp. Ldr. MO260 23.79 2392 2398 24.11 2434 2447



March 1, 1995

National Automobile, Aerospace,
Transportation & General
Workers Union of Canada

205 Placer Court

Willowdale, Ontario

M2H 3H9

Attention: Mr, G. Lilley
National Representative

Dear Sir:

As announced, the company is intending to re-lo-
cate its plant from 740 Ellesmere to another loca-
tion preferably Scarborough or its vicinity. This
letter confirms the company will offer work oppor-
tunity in the new plant to employees of the old plant
in the number needed to perform the transferred
operations in the new plant. Employees so trans-
ferred will carry with them seniority they had in
the old plant. These provisions apply within a ra-
dius of thirty-five (35) kilometers from the exist-
ing plant. The company will recognize the existing
collective agreement for the new plant location.

Yours very truly,
J.T. Baker
/nl
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March 1, 1995

Mr. F. Wick
President

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick:
Re;: Distribution Centre

As previously announced, the Export shipping func-
tion will move to the new factory location. For the
Domestic business, a consultant has been commis-
sioned to review options and make recommenda-
tions for the most efficient distribution of goods on
a North American basis.

This letter will confirm that, should the study find
that a Honeywell operated Distribution Centre
meets the above requirements and is to be located
within the thirty-five (35) kilometer radius from the
existing location, the Company will recognize the
existing collective agreement for the new location
and will offer work opportunity at the new loca-
tion to employees of the old plant. Employees so
transferred will carry with them seniority they had
in the old plant.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl
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March 1, 1995

Mr. F. Wick
President

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick:
Re: Distribution Centre Employees

The following will confirm our understandingat the
1995 negotiations that further to our letter of in-
tent regarding the Distribution Centre, employees
that may be affected and are unable to relocate, will
be allowed to exercise their seniority in the factory.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/ol
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March 1, 1995

Mr. E Wick
President

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick:

Re: 1996 Vacation Shutdown

Confirming our understanding at 1995 negotiations,
the 1996 vacation shutdown period may need to be

reviewed as a result of the proposed relocation of
the 740 Ellesmere factory.

The Company confirms its intentions to discuss
with the National Representative and Local Union
bargaining committee, following these negotiations,
various options that would facilitate this process.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl



March 1, 1995

Mr. F. Wick
President

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick:
Re: Pension Plan — Early Retirement Window

This letter will confirm and document our understand-
ing at the 1995 negotiations concerning the offering
of a one-time voluntary early retirement window for
eligiblebargaining unit employees, thereby satisfying
the requirements of Section41.1 of the Labour Rela-
tions Act. This early retirement window amends the
Pension Plan to provide the following, commencing
on an early retirement date the first of any month be-
tween January, 1996 to June, 1996 inclusive, such date
to be determined by business needs with due consid-
eration for employee needs.

(@) A pension based on the employee’s creditable
service up to early retirement date and the pen-
sion benefit rate in effect on the employee’s early
retirement date, without reduction for early retire-
ment. However, employees who retire on Janu-
ary 1, 1996 or February 1, 1996 as part of the
window will be entitled to the pension benefit rate
in effecton March 1, 1996 when calculatingtheir
unreduced early retirement pension benefit;

AND
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(b) A bridge benefit payable to the employee to age
65 (or death, if earlier) equal to $10.00 for each
year of creditable service the employee accrued
under the Pension Plan as of his/her early re-
tirement date.

Only bargaining unit employees covered by the Pen-
sion Plan who have attained age 60 as of early retire-
ment date will be eligible for this early retirement
window. They must make applicationfor this window,
on the forms supplied by the Company, between No-
vember 1st, 1995 and December 15th, 1995. Each
employee’s early retirement date will be the first of
any month from January, 1996 to June, 1996 inclu-
sive, as determined by the Company for each indi-
vidual, with due consideration for employee needs.

It is understood that those employees electing for
early retirement may, depending on business con-
ditions, be called upon to take their vacation enti-
tlement in monies or vacation time off.

A copy of this letter will be included in the Collec-
tive Agreement and provided to each employee. A
reminder notice will be provided in October, 1995
to those employees eligible for window.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl
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March 1, 1995

Mz:. F. Wick
President

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick
Re: Union Office

Confirming our discussions at the 1995 negotiations
the Company will ensure a furnished office with
telephone that has long distance access, is made
available for Local 80 use at the new location.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/l
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March 1, 1995

Mr. F. Wick
President

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick:
Re: Qrientation
Confirmingour discussionsat the 1995 negotiations

the Company recognizes the need for a formal ori-
entation session for new employees.

The Company agrees to the involvement of the
Plant Chairperson and Skilled Trades Representa-
tive where applicable, in the presentation to new
employees.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl



March 1, 1995

Mr. F. Wick
President

C.A'W. Local 80
Scarborough, Ontario

Dear Mr. Wick:

Re  Flu Vaccinations

This letter will confirm our understanding at 1995
negotiations, whereby the company will survey the

feasibility of introducing paid flu vaccinations on
a voluntary basis to the hourly workforce.

Subject to a sufficient number of employees being
interested, the program will be actioned through our
Medical Centre.

Yours very truly,

J.'T. Baker
Manager, Industrial Relations

/nl
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March 1, 1995

Mr. E Wick
President

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick:
Re: Pre-Arbitration

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

This letter will confirm our discussions and under-
standing at the 1995 negotiations that the process
is as follows:

The representatives would be the Plant Chair-
person, C.A.W. National Representative and the
Manager, Industrial Relations or his/her desig-
nate;

In the absence of the Plant Chairperson the
Union President will be recognized as an alter-
nate;

Mutual agreement is obtained to initiate the
process;

Only cases that have been formally submitted
to arbitration are eligible; and
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— The intent is that this process is available by
exception and not to be considered or used as
the norm by either party.

Itis recognizedthat 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, 1995

Mr. F. Wick
President

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick:
This will confirm our understanding at 995 ne-
gotiations and summarize the Company’s policy

and practice with respect to the following ben-
efits:

1. Prescription Drugs
In order to be eligible for reimbursement, the

drug must:

a) require a written prescription from a doctor
in order to be obtained (may be purchased

over the counter);

b) be required in the treatment of a specificill-
ness.

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

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

— required in the treatment of a specific ill-
ness;

— usually a substitute for a more costly drug
which requires a prescription;

— not generally applicable for use by the em-
ployee after recovery; and

— supportedby a doctor’s letter verifying these
facts.

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

. Weekly Indemnity and

Workers” Compensation

During the first fifty-two (52) weeks following
the onset of disability, the employee may re-
ceive income replacement payments from one
of the following:

— Worker’s Compensation, if the sickness, ac-
cident, disability or hospitalization is related
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to or required as a result of the employee’s
occupation,

— Oor —

— the Weekly Indemnity Plan, if the sickness,
accident, disability, or hospitalization is
non-occupationally related.

At the end of this initial fifty-two (52) week pe-
riod, the employee is eligible for Long Term
Disability benefits if the total disability contin-
ues. Any Workers’ Compensationpayments still
being made serve as an offset to the L.T.D. pay-
ment if the employee’s total disability income
equals 66-2/3% of his/her pre-disability income.

If an employee were to be occupationally disa-
bled, receive W.C.B. payments, recover and be
certified able to return to work, and following
this, be struck by a totally unrelated non-occu-
pational disability (totally unrelated to the first
disability for which W.C.B. was paid) the em-
ployee 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 pay-
ments before becoming eligible for Long Term
Disability Income.

In another case, an employee might be occupa-
tionally disabled and still receiving W.C.B. pay-
ments when s/he was struck by a totally unre-
lated non-occupational disability. Payments

— 105 —



from the W.C.B. might continue for a period af-
ter the second (non-occupational) disability
began. In that event, Weekly Indemnity pay-
ments 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 In-
demnity payments would begin when W.C.B.
payments stopped. At the end of the year fol-
lowing the onset of the second disability, the
employee would be eligible for payments un-
der the L.T.D. Plan if s/he were still totally disa-
bled.

. Medical Certification for Absence

It is our policy to provide payment for medi-
cally verified absence. Payment for occupa-
tional illness and disability is provided under
Workers” Compensation. Payment for non-oc-
cupational sickness and disability is provided
under the Company’s Weekly Indemnity Plan.

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

Normally, this means that the employee has
seen his/her doctor within the first twenty-four
(24) hours for accidents, or seventy-two (72)
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hours from sickness. However, the intent of this
rule is not to unfairly penalize employees who,
for valid reasons, have been unable to see their
doctor within the allowable time. In such cases,
contact with the doctor by telephone is accept-
able, if made within the elimination period 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 receptionist at the doctor’s office is not
acceptable.

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

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl
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March 1, 1995

Mr. G. Lilley

National Representative

National Automobile, Aerospace,
Transportation & General
Workers Union of Canada

205 Placer Court

Willowdale, Ontario

M2H 3HS

Dear Mr. Lilley:
Re: Plant Closure

Although the requirement for a total Plant Clo-
sure is not anticipated, the Company will rec-
ognize the Union bargaining committee’s con-
cern in this matter by agreement to the follow-
ing:

If during the term of the Collective Agreement,
it is contemplated that a total plant closure is nec-
essary, the Company will give written notice to
the President, C.A.W. as far in advance as possi-
ble. The notice will include the reason the Com-
pany is considering closing the plant, a projec-
tion of the date of such closing and anticipated
alternative sourcing if any. Thereafter, the Un-
ion will be afforded the opportunity to discuss
the matter and Management will give appropri-
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ate weight to the Union’s comments in reaching
a final decision.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl
cc:  Mr. F. Wick, President, C.A.W. Local 80
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March 1, 1995

Mr. F. Wick
President

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick:
Re: U.LC. Premium Reduction

Thiswill confirm our mutual understanding at 1995
negotiations, that any premium reduction obtained
through the Unemployment Insurance Act 1971,
due to modification of Article XIX, Section 2 and
subsequent registration of the revised weekly in-
demnity insurance plan, has been applied to over-
all improvement of the plan. Should the premium
reduction not be allowed by U.1.C., the agreed to
improvements in this benefit will remain.

Yours very truly,

J.'T. Baker
Manager, Industrial Relations

/nl
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March 1, 1995

Mr. E Wick
President

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick:

Re: Group | eaders

This letter will confirm our understanding during
the 1995 negotiations that when the incumbents in
group leader positions leave those positions the pay

and classification 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

/n]
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March 1, 1995

Mr. F. Wick
President

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick:

Re: Vacation Pay

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

It is further recognized that extenuating circum-
stances may alter the above.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl
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March 1, 1995

Mr. F. Wick
President

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick:

Re: Seniority Committee

Confirmingour discussion at the 1995 negotiations,
a Joint Union/Management committee will be es-
tablished, comprising the Manager, Industrial Re-

lations, the Director, Manufacturing, the President,
C.A.W. Local 80 and Plant Chairperson.

This committee will be actioned as required by ei-
ther party to clarify areas of misunderstanding re-
lated to the seniority language changes introduced
at the 1993 negotiations, specifically to deal with
employee movement as listed in Articles IX, X and

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl
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March 1, 1995

Mr. F. Wick
President

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick:
Re: Vacation
This letter will confirm our understanding at the
1995 negotiationsthat, upon return from an illness/
injury absence, vacation will not be granted until
medical certification with a return date is provided

to the Health Centre and the employee is cleared
by the Company doctor.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/al
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March 1, 1995

Mr. E. Wick
President

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick:

Re: Group Bumpins To Lavoff

This letter will confirm our understanding during
the 1995 negotiations that, when a group of em-
ployees declared surplus have the same effective
movement date that results in the layoff of employ-
ees on the second shift, placement to openings in
the same department will be considered first, to

avoid unnecessary training and to provide depart-
mental familiarity for the employees.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl
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March 1, 1995

Mzt. F. Wick
Presidert

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick:
Re; Skilled Trades

This letter will confirm our discussions at the 1995
negotiations that skilled trades participation in deci-
sions on investments and improvements related to
tooling and equipment will be facilitated by skilled
trades representation on product mission teams and
other special purpose teams. Through their member-
ship on these teams, the skilled trades representatives
will be expected to contribute significantly to en-
hanced effectivenessin Total Productive Maintenance
and supportour objectives towards improved quality,
cost, delivery and customer satisfaction.

It is understood that the new team-based organiza-
tion will provide new challenges for all employees,
including skilled trades personnel. Specializededu-
cation in the new technologies and generic type
training will be encouraged to address the chang-
ing role of our skilled trades employees.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl
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March 1, 1995

Mr. E. Wick
President

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick:
Re: Drug Plan

This will confirm our discussion, during the 1995 ne-
gotiations that where the employee and their spouse
each have drug coverage, benefits should always be
claimed first, against the plan under which the indi-
vidual who requires the drug is covered. Claims for
eligible dependents must be applied under the plan of
the parent with the earlier day and month of birth in
the calendar year as dictated by Insurance Industry
Standards for Coordination of Benefits.

Therefore, our Drug Card administration has been
revised to provide for Coordination of Benefits:

a) Employeeswill be given a single card that will
identify the employee and any other eligible

dependents, as follows:

— employee coverage only when the spouse
has their own coverage and their birth date
is earlier in the year than the employee.

— employee and dependent children coverage
when the spouse has their own coverage but
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their birth date is later in the year than the
employee.

— employee, spouse and dependent children
coverage when the spouse does not have
their own coverage.

b) Employeeswill be required to notify the com-
pany of any change in family status and/or Drug
benefit coverage.

c¢) The $.35 deductible per prescription remains.

A revised Drug Card administration system, as de-
scribed above, was established and implementedin
1993.

Yours truly,

J.T. Baker
Manager, Industrial Relations

/nl
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March 1, 1995

Mr. F. Wick
President

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick:
Re: Vacation Entitlement

An employee that receives vacation pay based on
gross earnings that amounts in dollars to less than
the number of weeks vacation entitlementtime, will
have, within a calendar year, a one time option of:

(A) Taking the number of weeks vacation equal
to the amount of vacation pay received and

working the balance of vacation entitlement
time or

(B) Taking their total vacation entitlementtime off
regardless of the amount of vacation pay re-

ceived.
Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl
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March 1, 1995

Mr. E Wick
President

C.A'W. Local 80
Scarborough, Ontario

Dear Mr. Wick:
Re: Vacation Option

The purpose of this letter is to recognize options in
taking vacation entitlement.

A. All bargaining unit employees must take two
(2) weeks of vacation entitlement during the
plant shutdown. Exceptions to this must be ap-
proved by the Director, Manufacturing, with
information provided to Industrial Relations.

B. Bargaining unit employees with three (3), four
(4), five (5), or six (6) weeks vacation entitle-
ment will be allowed to take one (1) week in
single days, subject to their current supervisor’s
approval with a minimum of two (2) working
days notice. All other entitlement must be taken
in five (5) day blocks.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl
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March 1, 1995

Mr, E. Wick
President

C.A.'W. Local 80
Scarborough, Ontario

Dear Mr. Wick:
Re: Medical Certification

This letter will confirm our understanding at the
1995 negotiations that once a weekly indemnity
claim has been approved and more medical infor-
mation is requested to substantiate continued dis-
ability, then the Company will pay the cost, if any,
for the extra medical information. In addition, when
the Company determinesthat an independentmedi-
cal assessment or a functional ability evaluation is
required, the Company will pay the cost for the
medical diagnosis/prognosis reports that are gen-
erated.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl
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March 1, 1995

Mr. E. Wick
President

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick:

Re: Modified Work Program

This letter will confirm our understanding during
the 1995 negotiations that a “Modified Work Pro-
gram” has been established and is reviewed, up-
dated and administeredby union/management rep-
resentatives. Those representatives are the Manager,
Industrial Relations, plus one other management
representative and Plant Chairperson and the Un-
ion W.C.B. representative.

The following conditionsare applicable to employ-
ees taking part in the Modified Work Program:

(@) An eligible employee requiring a modified
work assignment due to medical restrictions
will be placed in a job according to the
placement procedures of the modified work
program.

(b) An employee on a modified work assign-
ment is prohibited from working overtime
until that assignment is complete.

(c) An employee on a modified work assign-
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ment that exceeds forty (40) working days
will be reclassified to the job group they are
working in until their rehabilitation period
is complete. The employee will be given
recall rights to their former job group pro-
vided their modified work assignmentis not
in an equal or higher labour grade. W.I.
cases requiring modified work will be dealt
using the same procedures that are used for
W.C.B. cases that required modified work.

(d) Employees who have no recall rights to a
higher classification and have been on are-
habilitation program and medically cleared
to return to regular duties will remain on the
assigned job unless displaced through the
regular seniority process or the job is de-
clared surplus.

(e) Employees with recall rights to a higher
classification and assigned to a lower clas-
sification for rehabilitation will not be con-
sidered for recall or placement to a higher
classification until the rehabilitation period
is completed. At that time the employee will
exercise their seniority in their original clas-
sification under the Collective Agreement
provisions, the same as any other employee
returning to regular duties from injury or
illness.

(f) All cases requiring modified duties and all
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cases of employees returning to regular du-
ties, will be based on medical information
by all doctors concerned as deemed neces-
sary by the Company.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl
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March 1, 1995

Mr. F. Wick
President

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick:

Re: Ontarfo Emplovment Eauitv Act

This letter will confirm our understanding in 1995
negotiations whereby the union and the company
share a mutual objective in achieving a fair and rep-
resentative workforce.

It is agreed that following these negotiations the
parties will meet to discuss their joint responsibili-
ties in meeting the requirements of the Act.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl
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March 1, 1995

Mr. F. Wick
President

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick:
Re: Doctors Hours

This letter will confirm our understanding at the
1995 negotiations that, the Company will arrange
for the doctors hours on Thursdays to be 2:00 p.m.
until 4:00 p.m. to accommodate the needs of the
second (2nd) shift.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl
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March 1, 1995

Mr. F. Wick
President

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick:
Re: Benefit Issues

This letter will confirm our understanding at the
1995 negotiations whereby Employee Benefit is-
sues requiring further clarification or handlingmay
be brought forward to the Manager, Industrial Re-
lations for coordination of the appropriate parties
o resolve the particular issue.

Yours very truly,

I.T. Baker
Manager, Industrial Relations

/nl
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March 1, 1995

Mr. G. Lilley

National Representative

National Automobile, Aerospace,
Transportation & General
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, 1995 it will sponsor through its
tuition aid programme, up to four (4) of its hourly
employeesper year, for educational purposes, at the
C.A.W. Port Elgin facility.

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
company, for a period not to exceed in any twelve
(12) months, twenty (20) days class time plus travel
where necessary.

The Company agrees to reimburse the C.A.W. up
to a maximum of twenty one thousand, two hun-
dred dollars ($21,200.00) per year, on receipt of
invoice from the C. AW,

It is agreed that one (1)of the four (4)allotments
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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 C.A. W,

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

The Company further agrees that the above mon-
ies may be allocated for the payment of wages and
training expenses, for on the job training and/or
external training of the Union related positions.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl
¢.c.: Mr. E. Wick, President, C.A.W. Local 80
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March 1, 1995

Mzt. F. Wick
President

C.A.W. Local 80
Scarborough, Ontario

Dear Mr. Wick:

Re: Skilled Trades/Contracting Out

When Skilled Trades persons are on lay off and the
Company anticipates contracting out a significant
amount of work normally performed by such em-
ployees, the Company shall meet with the Skilled
Trades representative prior to implementation of a
contracting out decision in order for the Company

to determine whether or not such decision should
proceed as planned be canceled or amended.

Yours very truly,

J.T. Baker
Manager, Industrial Relations

/nl
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The March 1, 1995 — February 28, 1998 Col-
lective Agreement between Honeywell Limited —
Honeywell Limitée and the National Automobile,
Aerospace, Transportation & General Workers Un-
ion of Canada (C.A.W. — CANADA — Local 80).

Signed on this 16th day of March, 1995, by the
parties hereto as follows:

National Automobile,
Aerospace, Transportation
& General Workers

Honeywell Limited —  Union of Canada
Honeywell Limitée (C.A.W. -Canada-Local 80)
For The Company: For The Union
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