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Relating to Wages and
Working Conditions
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This Agreement is made and entered into by and between:

BRITISH COLUMBIA HYDROAND POWERAUTHORITY

and
POWERTECHLABSINC
3 i{Parties of the first part)

and
i
CANADIAN OFFICE AND PROFESSIONAL EMPLOYEES' UNION, LOCAL 378

(Party of the second part)

WITNESSETH that the Patties agree to exclude the operation of Section 50(2)
and 50(3) of the Labour Relations Code and any subsequent equivalent
legislative provisions, and that the following provisions shall take effect and be
binding upon the Patties for the period commencing 1 April 2008 and ending on
31 March201Q , and thereafter until terminated as follows:

A representative of the Party of the First Part, or a representativeof the Party of
the Second Part may at any time give to the other party "four" months or more
written notice of its intentionto re-openthe Agreement on that date or any date
thereafter. The Agreement shall be re-opened on the date specified in such
notice.

This Collective Agreement shall remain in full force and effect until a new and/or
revised Collective Agreement is signed by the Parties.
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ARTICLE1

RECOGNITION CLAUSES

This agreement shall apply to and be binding upon the
employees of Hydro as described in the Certificate of
Bargaining Authority of the Union dated 31 July 1962 and as
may be amended by the appropriate authority.

(1) The Parties agree that all terms and conditions of the
Collective agreement shall apply to and be binding
upon all employees of Powertech as though they are
employees of the COPE bargaining unit at BC Hydro.

Employees subject to this Agreement shall continue to be
subject to the Agreement where such employees are
required to perform their work functions on behalf of the
Employer while temporarily away from their headquarters
and outside the province. In cases where out of province
working arrangements require variations to the terms and
conditions of the Collective Agreement, the variations will be
negotiated between the Parties specific to the
circumstances.

Subject to the provisions of this Agreement, neither the Union nor
the Employer in carrying out their obligations under this Agreement
shall discriminate in matters of hiring, training, promotion, transfer,
lay off, discharge or otherwise because of race, colour, creed,
national origin, age, sex, sexual oriertation, marital or family status,
political affiliation or beliefs, or membership, holding of any office or
activity in the Union. Notwithstandingthe above, the Parties hereto
subscribe to the principles of the B.C. Human Rights Act and the
Canadian Charter of Rights and Freedoms.

(@)

(b)

The Employer will not discriminate against any employee
because of membershipin the Union.

The Employer will permit employees who are officers,
councillors, job stewards or other properly qualified
representatives of the Union to carry out their duties on
company time and with no loss in pay in respect to
investigating complaints, resolving grievances, distributing
Union bulletins, attending Joint Committee meetings, and
orienting new employees as per Article 1.07(b}(3). Such
employees when carrying out these duties on company time
will first obtain the approval of their Supervisor and their
requests for time will not be unreasonably withheld. Where
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(©)

()

@)

M

@)

union representatives are required to conduct duties other
than those outlined above, they shall be paid in accordance
with Article 1.04(b).

The Employerrecognizesthe Union's rightto select, subject to
its sole discretion, Executive Board Members, Councillors, Job
Stewards and any other Union official or representativewhose
duties involve, in whole or in part, representing Employees
under this Agreement and the Employeragrees to co-operate
with these persons in the performance of their duties on
behalf of the Union and its membership employed by the
Employer.

The Union shall notify the Employer in writing of the names of
the persons authorized to represent the Union and/or the
employeesfor the purposes of this Agreement and shall notify
the Employer in writing in advance of any changes in these
names.

The Employer agrees that access to its premises shall be
allowed to any representative of the Union for the purpose of
business related to the Union, provided advance notice is
supplied to the Employer, in which case permission shall not
be unreasonably denied. Access does not include use of
employer facilities for group meetings without, in each case,
the prior authorization of the Employer.

If the Employer has authorized the use of Employer facilities
for a group meeting, the Union shall have the right to place
ballot boxes in the meeting room for the purposes of
conducting Union elections, referenda, polling, and Collective
Agreement votes.

Properly qualified officers or representatives shall be granted
leave of absence to carry out their duties insofar as the
regular operation of the departments in which they are
employed will permit and any application by them for such
leave shall be given precedenceover any other application for
leave on the same day.
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(b)

@)

{b)

©

1. The Employer will not charge the Union for salaries of
Union representatives excused from work on Union
business by arrangement with the employee's supervisor
where the leave of absence is one (1) day or less.

The Union will reimburse the employer for all time lost
whenever an employee is continuously involved in Union
business for more than one (1) day, even if it is an
Executive Board meeting, an Executive Council meeting,
or a combination of the two.

2. The amount of paid leave granted for the purpose of
attending to Union business other than as described in
Article 1.03(b) above shall not exceed 1410 hours (BC
Hydro)/ 70 hours (Powertech) per year in total for the
bargainingunit.

3. Where a leave of absence specified in (1) above exceeds
one (1) day and for all other leaves of absence beyond a
total of 1410 hours (BC Hydro)/ 70 hours (Powertech)per
year for the bargaining unit, the Union is responsible for
the costs of the leaves, including salary and a loading
factor of twenty-two percent (22%).

Employees who are acting as full-time officers or employees
of the Union, or who are appointed or elected to positionswith
the Canadian Office and Professional Employees' Union, will
be placed on Leave of Absence, with the time involved
considered as service with the Employer. Such Leave, once
approved, shall not be interrupted by the Employer during the
approved period of the Leave. On conclusion of such Leave
of Absence employees will return to the position they
previously held unless the Employee has been the successful
applicant for another job during the period of the leave, in
which case the Employee shall be placedin the newjob.

The Employer will cooperate with full-time officers or full-time
representatives of the Union in performing their Union
responsibilities.

The Union may use and maintain bulletin boards on the
Employer's premises and post notices as required. The Union
will supply department heads with copies of any bulletins
pertaining to matters in the Agreement, when they are posted
by the Union.

A Union member shall have the right to wear the recognized
insignia of the Union.
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The Union shall have the right to display Union shop cards
and Union decals pursuant to the Memorandum of
Understanding 30.

1.06 EMPLOYEE DEFINITIONS

(a)

(b)

Full-Time Regular

An employee hired to fill an ongoing position vacated by a
regular employee or hired to fill a position which is of a
continuing nature. New employees will be considered
probationary for a period of up to 8 months as provided in
Article 7.01. The employee will participatein Benefit Plans in
accordance with Article 10, and in the Pension Plan. By
agreement with the Union, the Employer may hire a
temporary employee to fill a position vacated by a regular
employee.

It b agreed that the annual hours of work for full time regular
employees for the purposes of this Agreement is 1957.5 and
that this number shall be used to calculate applicable pro-
rated entitlementsfor part-time and casual employees, unless
expressly provided otherwise by this Agreement.

Part-Time Regular

1. An employee hired to fill a part-time ongoing position
vacated by a part-time regular employee or to fill a
part-time position which is of a continuing nature. New
employees will be considered probationary for a period
of up to 6 months as provided in Article 7.01.

2. Unless otherwise agreed with the Union, a part-time
regular employee will work according to an assigned
regular schedule but will not work more than 30 hours
per week except that the employee may in addition
relieve a full-time employee on leave of absence, sick
leave or annual vacation without change to full-time
regular status.

a) An assigned regular schedule will be
established by the Employer at the time of hire
and will be for a minimum period of 2 weeks.

b) Within an assigned schedule the days worked
and the daily/weekly hours may differ.



10.

11.

A supervisor may change an established schedule but
must provide 2 weeks notice of any change.

Notice of change is not required where a schedule is
varied by mutual agreement between the employee
and the supervisor.

The employee will participate in Benefit Plans in
accordancewith Article 10, and in the Pension Plan.

Sick leave and annual vacation entitlements shall be
prorated on the basis of time worked according to
service.

Annual vacation and Statutory Holiday pay shall be
paid bi-weekly as a percentage of bi-weekly earnings
excluding annual vacation, statutory holidays and
RWWL.

A part-time regular employee shall not be entitled to
Reduced Work Week Leave provisions as provided in
Article 11 of the Agreement but will be entitled to 7% of
gross bi-weekly earnings paid on a bi-weekly basis in
lieu of ReducedWork Week Leave.

A part-time regular employee shall progress through
the salary scales on the basis of accumulated service
at the same job group and salary step. Such
progression shall be determined by a quarterly review
of accumulated service and shall occur effective the
first of the month in which the employee accumulates
1957.5 hours calculated by multiplyingthe employee's
straighttime hoursworked by a factor of 1.17.

The Employer shall not hire or use Part-Time Regular
Employeesto avoid the continuance, creation or filling
of positions for or by full-time employees.

Notwithstanding paragraph (8) above, where a part-
time regular employee is working in a full-time
temporary (FTT) position as defined in Article
1.06(c)1), s/he shall be entitled to leave of absence
without pay in lieu of and in an amount equal to the
number of RWWL days that would be otherwise
earned, in addition to their entitlement under Article
14.03(b).

c
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(c)

Full-Time Temporary

1.

Definition

Full-Time Temporary Employee shall mean an
employee hired or used to work full-time hours to
performwork of a temporary nature in a specificjob for
a continuous period of 3 years or less, or for an
extended period of time with a defined end date
mutually agreed upon between the Employer and the
Union.

Collective Agreement Coverage

This Agreement as it applies to Full-Time Regular
Employees shall apply equally to Full-Time Temporary
Employees, except as expressly provided otherwise by
this Agreement, and then only to the extent so
provided.

Seniority

Seniority for Full-Time Temporary Employees shall be
calculatedin accordance with Article 6.04.

Salary

Full-Time Temporary Employees shall receive the
salary and compensation specified in this Agreement
on the same basis as Full-Time Regular Employees.
Full-Time Temporary Employees shall be paid a rate
based on the appropriate step on the applicable salary
scale which shall recognize the employee's
accumulated service with the Employer in the same or
relatedjob.

Hours of Work

Full-Time Temporary Employees shall be subject to the
Hours of Work provisions specified in this Agreement
on the same basis as Full-Time Regular Employees.

Premium Pay

(@  Full-TimeTemporary Employees shall be subject
to the Premium Pay provisions specified in this
Agreement on the same basis as Full-Time
Regular Employees.
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(b) Full-Time Temporary Employees whose period
of employment exceeds one year without any
break in service shall thereafter for the duration
of their employment as Full-Time Temporary
Employees be paid by the Employer a premium
inthe amount of 5% of gross earnings, paid on a
bi-weekly basis, in lieu of any severance pay
under this Agreement. The Employer shall not
hire or use any Full-Time Temporary Employee
for less than the one year period specified above
to avoid the continuance, creation or tilling of
positions for or by Full-Time Temporary
Employees who are subject to this premium.
This Clause 1.08(c)6(b) shall apply only to
eligible Full-Time Temporary Employees hired
after 15 December 1991,

Vacations and Vacation Pay

Full-Time Temporary Employeesshall be subjectto the
Vacation and Vacation Pay provisions specified in this
Agreement on the same basis as Full-Time Regular
Employees.

Sick Leave

Full-Time Temporary Employees shall be subject to the
Sick Leave provisions specified in this Agreement on
the same basis as Full-Time Regular Employees.

Reduced Work Week Leave (RWWL)

Full-Time Temporary Employees shall be entitled to
Reduced Work Week Leave (RWWL) pursuant to
Clause 11.01(a) on the same basis as Full-Time
Regular Employees.

Health, Welfare and Benefit Plan Coverage

Full-Time Temporary Employees shall be entitled to full
coverage and entitlements with respect to all health,
welfare and benefit plan provisions, including Pension,
of this Agreement on an equal basis with Full-Time
Regular Employees except that dental plan coverage
shall not apply until after one year of continuous
service.



(d)

1M

12.

13.

Change in Status

The status of a Full-Time Temporary Employee shall
automatically change to that of a Full-Time Regular
Employee upon completion of the 3 year, or extended
period, referred to in Clause 1.08(c)1 above, and
he/she shall retainhis/her current position.

Restrictions on Use of Full-Time Temporary Employees

The Employer shall not hire or use Full-Time
Temporary Employees to avoid the continuance,
creation or filling of positions for or by Full-Time
Regular Employees.

Notice of Termination- Temporary Employees

Service of temporary employees may be terminated
with 2 weeks notice where the employee has
completed 8 months or more of continuous service, or
pay-in-lieuof this notice.

Casual Employees

1.

Definition

A Casual Employee is an employee hired or used on
an as-and-when required basis in accordance with
the provisions of this Article. The parties agree that
the use of casual employees when required to work
full-time should be for days and weeks, not months as
detailed in the Giardini arbitration award on the use of
casuals dated 19 May 1994. The parties agree that
the time limit of "weeks" in this context will refer to 8
weeks or less, except in exceptional circumstances.

Collective Agreement Coverage

This Agreement as it applies to Full-Time Regular
Employees shall apply equally to Casual Employees,
except as expressly provided otherwise by this
Agreement, and then only to the extent so provided.



Seniority

Seniority for Casual Employees shall be calculated in
accordance with Article 6.08.

Wage and Compensation

Casual Employees shall be compensated for work
performed in accordance with the applicable salary
scale and shall be paid a rate based on the appropriate
step on the salary scale which shall recognize the
employee's accumulated service with the Employer in
the same or relatedjob.

Hours of Work

(@) The hours of work of Casual Employees who
work full-time or who temporarily replace full-
time employees in accordance with this Article
shallbe governed by Article 11.

{py  The hours of work of Casual Employees who
work part-time or who temporarily replace part-
time employees shall not exceed thirty (30)
hours per week.

Premium Pay

Casual Employees shall be subjectto the Premium Pay
provisions specified in this Agreement.

Paymentsin Lieu

In lieu of Annual Vacation, Reduced Work Week Leave
(RWWL), Paid Holidays, Sick Leave and Health and
Welfare, (excluding Pension Plan Benefits), Casual
Employeesshall be paid 17.58% of gross earnings on
a bi-weekly basis.

Severance Pay

Casual Employees shall not be enttled to any
severance pay pursuantto Clause 8.03.

Restrictionson Use of Casual Employees

The Employer shall not hire or use Casual Employees
to avoid the continuance, creation or filling of positions
for or by Full-Time Regular Employees, Part-Time
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Regular Employees, or Full-Time Temporary
Employees, as the case may be.

10.  Accredited Service

Total hours worked while inthe employ of the company
as a Casual Employee shall be deemed to be
accredited service for the purposes of this Agreement.
A casual employee who obtains either full-time or part-
time employee status under this Agreement shall be
creditedwith all such accredited service.

11.  Notice of Termination- Casual Employees
The Employer shall give each casual employee whose

employment is terminated one day's notice, or pay-in-
lieu.

1.07 UNION SECURITY AND DEDUCTION OF DUES

(@)

(b)

The Employer agrees that all employees covered by this
Agreement shall, within 15 days of the date hereof or within
15 days of their employment whichever event shall later
occur, as a condition of continued employment become and
remain members of the Union.

The Employer shall deduct from each such employee's pay
the amount of any Union dues and assessments and remit
same to the Union monthly, together with information as to
the persons from whose pay such deductions have been
made.

1. The Employer will continue the practice of having the
Employee Declaration Form signed at the time of hire.
In addition, it will provide a copy of the Membership
Application and Dues Deduction Authorization Form to
the employee who is responsible for forwarding the
form to the Union. The Union undertakes to provide
sufficient copies of these forms to all Personneloffices.

2, The Employer will advise new employees of the
existence of the Local Union, and of the requirements
of membershipwhich arise out of our Agreement.

3. The Employer will direct all new employees concerned
to contact the appropriate Local Union representative
following commencement of employment with the
Employer. A Union representative shall have the right
to meet with each new employee during normal work
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1.09

1.10

hours at the employee's work place, for a maximum of
one (1) hour, sometime during the probationary period
as operational conditions permit, in order to acquaint
the employee with the Union.

SAVINGS PROVISION

@)

(©

In cases where the Collective Agreement covers matters
referred to in any official policy, rule or regulation of the
Employer, the applicable provisions of the Collective
Agreement shall prevail.

Inthe event that any future legislationrenders null and void or
materially alters any provision of this Agreement, the
remaining provisions shall remain in effect for the term of the
Agreement, and the Parties hereto shall negotiate a mutually
agreeable provision to be substituted for the provision so
rendered null and void or materially altered.

The Employer agrees not to enter into agreements with
employee(s) which violate the provisions of this Collective
Agreement.

LABOUR-MANAGEMENT COOPERATION

The Union agrees to cooperate with the Employer in improving
general efficiency and administrative practices.

JOINT COMMITTEE

@)

(b)

Establishment of Joint Committee

The Parties agree to establish a Joint Committee composed
of two Union representatives and two senior Employer
representatives, with each Party selecting its own
representatives. This Committee may call upon additional
persons for technical information or advice. The Committee
may establish sub-committees or ad hoc committees as it
deems necessary and shall set terms of reference for such
Committees.

Responsibilitiesof Committee

0] The Committee shall be empowered to review and
make non-binding recommendations on matters
referred to it by mutual agreement of the Parties. In
referring matters, the Parties shall agree whether the
subjectwill be dealt with on a standing or ad hoc basis.
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(i) Notwithstanding the above, the Committee shall not
have jurisdiction to review wages or any other matter of
collective bargaining, including the Administration of
this Agreement, except by mutual .agreement of the
Parties.

(c) Meetings of Committee

D) In the case of those matters to be dealt with on a
standing basis, the Committee shall meet once every
90 calendar days. Sub-committee meetings and
Committee meetingsto address ad hoc issues shall be
scheduled as required by mutual agreement of the
Parties. Employees shall not suffer any loss of straight
time wages for time spent in Committee meetings.

()  The Chair of the Committee shall alternate between a
Union and an Employerrepresentative.

PRE-JOB CONFERENCES (Referto MOU #15)

The Employer will notify the Union prior to undertaking any
construction or survey project which involves the determination of
report points, standard and place of accommodation, or matters
peculiar to the project which are not specifically or fully covered by
the Agreement. A Pre-Job Conference will be held to discuss these
mattersif requestedby either Party.

EMERGENCY TRANSPORTATION

On projects where hospital facilities are not available and when
hospitalization of a sick employee is required by a doctor, or is
considered essential by the Project Supervisor when there is no
doctor in attendance, the Employer will arrange and pay for the
transportation of the employee from the projectto the hospital. The
employee will arrange and pay for his/fher own transportation back to
the project.

SENIORITY (BARGAINING UNIT)

Where the words "bargaining unit(s)" or "union" are used in this
agreement, such reference shall be deemed to mean COPE Local
378 members employed by the Employer and referred to in article
1.01 of this agreement.

EMPLOYEE INFORMATION

The Employer will supply on a semi-annual basis a seniority list,
including employee name, employee identification number,
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employee gender, employment status. seniority date (in the case of
casual emplovees, hours worked). job title, department name

PERSONAL DUTIES NOT REQUIRED

The Employer agrees that employees shall not be required to
perform for any other employee (including, but not limited to
managementpersonnel), work or duties of a personal nature.

DEFINITIONOF “DEPARTMENT” AND “SIGNING GROUP”

Department:

A “department” will generally be understood to be all those
employees under a Manager who reports to a Direct Report to a
Vice-president or above. Where an anomaly occurs to this definition,
BC Hydro may institute a definition of departmentwhich varies from
the above in which case the employer will provide to the Union the
rationale for the desired anomaly, If the union does not accept the
anomaly, then the Union may request a hearing before a third party
(to be named) who will provide a final and binding decision as to
whether the anomaly should be permitted. The hearing will be
informal and expedited and the third party will consider the
employer's business case, operational needs, relevant past practice,
and administrative considerations in making their determination. As
well, the third party will consider any issue put forth by the union in
the context of the collective agreement.

Signing Group:

A ‘“signing group” will generally be understood to be all those
employees reporting to a first line manager. However, anomalies will
occur, including but not limited to, employees from different
geographical locations reporting to one manager, and employees
from cross functional groups reportingto different managersyet still
deemed to be in the same signing group. In these instances the
existing signing group practices shall prevail.

If the union does not accept the signing group anomaly, then the
Union may request a hearing before a third party (to be named) who
will provide a final and binding decision as to whether the anomaly
should be allowed. The hearing will be informal and expedited and
the third party will consider the employer's business case,
operational needs, relevant past practice, and administrative
considerations in making their determination. As well, the third party
will consider any issue put forth by the union in the context of the
collective agreement.
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ARTICLE 2

JOB EVALUATION

2.01 THE JOB EVALUATIONSYSTEM

(Refer to MOU #33 and #48)

(a) The Parties agree to implement the Pay Equity Job Evaluation Plan
("Plan") pursuantto Memorandum of UnderstandingNo. 33.

(b) The Parties shall be responsiblefor jointly modifying and implementing
the Plan pursuantto the terms of the Memorandum of Understanding.
Upon completion of Plan implementation, the Employer shall be
responsible for the application of the Plan and conducting evaluations
to meet ongoing operational requirements.

(c) The Employer agrees that any changes to Plan factor or factor
weightings shall be subject to agreement between the Parties.

(d) The job grouping for employees shall be determined by the application
of the Plan.

(e) The Employer is responsiblefor ensuring that all Job Descriptionsand
Evaluations are current.

(9 The Employer and the Union will establisha Joint Steering Committee
to oversee the application of the plan.

(1) The Committee will consist of two representativesfrom each

@)

Party, with one male and one female representative from
each Party. The Committee may call upon jointly agreed
internal and/or external resources as required. The
Employer shall allow reasonabletime off work without loss of
pay for COPE representativesto attend each meeting of the
Committee. The Union will be responsible for travel and
accommodation expenses for COPE representatives.
Meeting space, equipment, supplies and jointly agreed upon
external resources shall be paid by the Employer.

The Committee will maintain a current and relevant set of
benchmark evaluations for the Employer to use in applying
the Plan. A list of current benchmarks will be included in
Appendix A.

The Committee will identify adjustments or changes needed
to maintain the effectiveness of the Plan, including the
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2.02

2.03

Review/Appeal process, and will make appropriate
recommendationsfor change to the Parties as required.

JOB TITLES AND DESCRIPTIONS

(&) The Employer agrees that it will provide the Unionwith copies of

(b)

(0)

(d)

all job descriptions covering employees for whom the Union is
certified as the bargaining agent.

The Employer will provide to the Union descriptions of new jobs
prior to their implementation, and no job will be bulletined until
the Union has received a copy of the draftjob descriptionwhich
substantially describesthe job.

When jobs are to be downgroupedthe Union will be notified and
given reasons in writing 30 days prior to the effective date.

The Employer will provide the Union with a list of job titles
covering COPE affiliated positions four times a year.

JOB EVALUATION REVIEW AND APPEAL

Where an employee believes that their job description does not
accurately describe their actual job responsibilities and the group
level of their job is incorrect, or that the duties they perform are more
properly characterized by a different existing job description, the
employee may initiate a review and may appeal in accordance with
this Article.

“Days” in this Article shall mean calendar days.

@)

An employee may initiate a review by completing the Job
Evaluation Review Form and submitting it to the appropriate
manager, with a copy to be forwarded to the Union and the
Employer's designated Job Evaluation representative. A
review can only be initiated if a significant change has
occurred in the employee’s duties or if new duties which are
significantin nature have been added to their job. However,
the Union, in rare and exceptional circumstances, where the
outcome of a job evaluation is unreasonable, may initiate a
review.

The Job Evaluation Review Form will be agreed upon by the
Joint Committee. The completed Job Evaluation Review
Form must identify all of the new duties and/or changes to
duties, and, if the employee believes that the duties they
perform are more properly characterized by a different job
description, indicate which job description they believe is
applicable. The date on which the Job Evaluation Review
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(b)

()

Form is submitted will signify the official commencement date
of the Review/Appeal process.

Within 60 days of the receipt of the Job Evaluation Review
Form, the Employer shall respond in writing to the employee
and the Union. The Employer may, during the 60 days, meet
with the employee and/or the Union to obtain more
information.

If the employee disputes the Employer's response in
paragraph (b) above, the employee has 15 days to notify the
Union and the Employer in writing of their dispute. If the
Union agrees, following a consideration of the employee's
concerns, that an appeal is required, the Union will determine
whether the appeal is based on:

[0) the evaluation of the job, or

(ii) a differentjob description exists that more properly
describes the duties of the employee.

If paragraph (c)(i) applies, the Union must, within 30 days of
the employee's notification under paragraph (cj, submit a
comprehensive written rationale for the appeal to the
Employer's designated Job Evaluation representative with a
copy to the employee. The rationale will include, where
applicable:

)] identification of all of the new or changed duties
warranting a revision of the job description and re-
evaluation;

if) an explanation as to why the pay group level sought is
more appropriate than the current pay group, with
specific referenceto the benchmarks inthe Plan; and

iii) a revised job descriptionand all supportingdocuments.

In response to the Union's comprehensive written rationale
under paragraph (d), the Employer will provide the Union with
a comprehensive written explanation of its position within 30
days of receiptof the Union's submission.

The Union may submit a rebuttal to the Employer's
submission, provided that it is submitted to the Employer
within 15 days of receipt of the Employer's submission under
(e). If the Union raises any new issues or arguments in its
rebuttal, the Employer can make a final submission, to be
providedto the Union within 7 days of receipt of the rebuttal.
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(@

h

(i

()

(K)

0}

If paragraph (c)(ii) applies, the Union must, within 16 days of
the employee’s notification to the Union under paragraph (c),
contact the appropriate senior manager in writing to request a
meeting, to be held within 30 days. Inthat meeting, the Union
will submit to the senior manager all supporting evidence,
documentation and reasoning for its appeal that a different
existing job description more properly characterizesthe duties
of the employee.

Within 15 days following the meeting in paragraph (g), the
Employer will provide the Union with its written response and
reasoning.

Appeals that are not resolved between the parties within the
process outlined in paragraphs (a) to (h} shall be referred by
the Unionto a Referee within 30 days following the receipt by
the Union office of the Employer's comprehensive written
explanation referred to in paragraph (e) or its response under
(h). The referral shall be in writing and shall indicate whether
the appeal is based on the grounds outlined in paragraph (c)(i}
or in (e)(ii). The Union cannot pursue both grounds, unless
the parties otherwise agree.

Exceptfor paragraph(m) below, the processto be followed by
the Referee in hearing an appeal shall be informal and
non-legalistic and shall be based primarily on written
documents, which will include but not be limited to the
following:

(i) copy of the job description(s} in dispute;

(i) Job analyst's rationale;

(iii) Union’s comprehensive written rationale under paragraph
(d) or (g}

(iv) Employer’'s comprehensive written explanation under
paragraph (e) or {h);

(v) Union’srebuttal, if any;

(vi) Employer'sfinal submission, if any;

(vii) All documents accompanying the above submissions,
e.g. questionnaires relatingto the subjectjob.

In addition to relying on the written submissions, a
representative of each Party may elect to make a concise
presentationto the Referee of their respective Party’s position.

No new information will be presented by either party in their
submission or presentation, unless it has been shared with the
other party in advance with sufficienttime for the other Party to
consider and provide a response
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(m)} Inexceptional circumstances, either party may electto proceed
with a full hearing with withesses. However, as the intent is to
proceed expeditiously, it is the Patties' intentionto rely mainly
on written submissions and concise presentations in most
cases.

(n)  The Referee will decide appeals involving both job description
disputes and/or disputes with respect to the proper group level
for the job. If both the job description and the proper group
level for the job are in dispute in an appeal, the Referee will
hear both disputes at the hearing of the appeal, with the job
descriptiondispute being presented first.

(o) In making a decision on the appeal of the proper job group
level, the Referee will review and consider the alternate factor
evaluationsfor the job descriptionand make a determination of
the most appropriate factor ratings by referencing benchmark
job evaluations.

(p)  The Parties will make every reasonable effort to be available
for a hearing of the appeal within 30 days of the referral of the
appealto the Referee.

(@) The Parties agree that the main Referee shall be Dalton
Larson. Should Dalton Larson not be available within 30 days
from the time an appeal is referred to him, the Parties agree
that an alternate will be utilized, who shall be John Kinzie or
Brian Foley and who shall be used in that order, provided they
are available earlierthan DaltonLarson. The Parties shall each
pay an equal share of the fees and expenses of the Referee in
each case.

n The parties will review this process periodically.

(s) Time limits may be extended by mutual agreement of the
Parties.

) Any change to the value of the job or an allocationto a different job
through the Review/Appeal process will have be effective as of the
date on which the Job Evaluation Review Form is submitted as per
paragraph (a), unless the Parties agree to a different effective date.

2.04 SALARY TREATMENT

(@ Changes in job groupings as a result of the ongoing
maintenance of the Plan will be treated as follows:

1. upgroupings - Article 7.04(a)
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2. downgroupings -Article 7.03(a)5.

(by It is agreed that salary treatment for employees covered by
the implementation of the Plan who are currently in receipt of
special salary treatment (i.e. - blue circle or red circle) shall
continue to receive such treatment.

2.05 IMPLEMENTATIONOF NEWLY VALUED OR RE-EVALUATEDJOBS

(@) In the event there is a change to the value of a job,
implementation of the change will not be formalized until the
Employer affirms that the change in the job description,
evaluation, and/or the associated duties applies to all the
incumbentsin the subject job in question. The Employershall
make this determinationas soon as possible but no later than
90 days following notification of the change.

(b)  If the implementation is not formalized as in (a) above, the
employer may further revise the duties of the subject job, up to
and including the creation of a new or revised job(s) and the
populatingof that job.

(©0 In such cases as (b) above, MOU # 48 will apply in
determining populating of the new job(s) and the allocation of
employees into the new or revised job(s). Incumbents who
were performing the higher level duties in the original subject
job during the time period between the officlal commencement
of the Review/Appeal process under Article 2.03 (a), and the
creation of the new or revisedjob(s) under Art. 2.05(b), will be
compensated by temporary promotion.

The Parties agree that all outstanding issues related to the
implementationof the Job Evaluation Plan will be addressed pursuantto
the 1897-2002 Collective Agreement between BC Hydro and the COPE,
includingthe job evaluationissues in the CP&I/CP&O area.
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3.01

3.02

3.03

3.04

ARTICLE 3

GRIEVANCE PROCEDURE

DEFINITION OF GRIEVANCE

"Grievance" means any difference, disagreement or dispute
between the Parties concerning the interpretation, application,
operation or any alleged violation of any provision of this
Agreement, including any questions as to whether or not any
matter is arbitrable.

RIGHT TO GRIEVE

(@) Any Employee who considers himself/herself aggrieved shall
have the right to initiate and to process a grievance under this
Agreement, subjectto the consent of the Union.

(py ~ The Union shall have the right to initiate and to process a
policy grievance under this Agreement on behalf of itself, or
an individual grievance on behalf of any Employee, or a group
grievance on behalf of any group of Employees. The Parties
specifically agree that a policy grievance may seek financial
redress.

{c) The Employer shall have the right to initiate and to process a
grievance under this Agreement with respect to the Union's
actions.

COMPLAINTS

Should an Employee have a complaint, the Employee and/or a Union
representative shall discuss the complaint with the appropriate
immediate supervisor or manager. A Union representative may
discuss the complaint with other management personnel and/or
employees as he or she may deem appropriate in the circumstances.
Failing a resolution of an Employee's complaint, the matter may be
initiated and processed as a grievance under this Article.

GRIEVANCE PROCESS
All grievances shall be processed in accordance with the following:

(@)  All grievances must be submitted in writing at the appropriate
stage by:

()] setting out the nature of the grievance and the
circumstancesfrom which it arose;

=21 -



3.05

(b)

(ii)

(il

()

stating the provision(s} of the Agreement at issue or
alleged to have been violated;

stating the redress or other action required to resolve
the matter;

transmitting the grievance to the other Party.

Throughout the grievance procedure, in attempting to effect
resolution, the Parties may fashion such settlements as they
deem appropriate and mutually acceptable.

(c)  Allgrievances shall be resolvedwithout stoppage of work.
STAGES OF APPEAL
(@) Stages

(b)

A grievance may be appealed in writing by the Union or the

(i)

(if)

(iiiy

~ Employer through the following stages:

Stage |

immediate Supervisor or Manager and a Union
representativeor their respective alternate(s);

Stage It

appropriate Manager and a Union representative or
their respective alternate(s);

Stage 11
appropriate Vice-president and Manager, Employee

Relations, and a full-time union representative or their
respectivealternate(s);

Dismissaland Termination Grievances

A grievance concerning the dismissal or termination of any
Employee shall be initiated at Stage Ill of the grievance
procedure.
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3.06

(©)

(d)

Job Selection Grievances

1. Ajob selectiongrievance shall be initiated at Stage Il of
the grievance procedure.

2. In the event a senior applicant is selected a job
selection grievance will not be initiated on behalf of a
junior candidate.

Policy Grievances

A Policy Grievance shall be initiated at Stage lll. Policy
Grievances shall be heard between the Presidentof the Union
and the Manager of Employee Relations, or their respective
alternates. The Parties specifically agree that a policy
grievance may seek financial redress.

()  Group Grievance
A Group Grievancewhich involves more than one employee in
the same headquarters shall be initiated at Stage !. Where a
Group Grievance includes employees from more than one
headquarters it shall be initiated at Stage Ii.

(9  Bypassing Stages
By mutual agreement between the Employer and the Union,
any stage of the grievance procedure may be bypassed with
respectto any grievance.

TIME LIMITS

(@) Initiatinga Grievance

0] Individualgrievances under this Article must be initiated
within 45 calendar days of the Employee's awareness
of the circumstances giving rise to the grievance.

(i) Group or policy grievances under this Article must be
initiated within 60 calendar days of the Employee, the
Union, or the Employer becoming aware of the
occurrence or circumstances giving rise to the
grievance.

@iy ~ Inthe case of a job selection grievance, the grievance
must be initiated within 15 full calendar days from the
date of receipt of the written notification of the
employee's unsuccessful candidacy. An extension to
this limit shall be given where an employee wishing to
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3.07

(b)

(©)

(d)

(e)

U]

raise a job selection grievance is absent on approved
leave of absence, sick leave or vacation.

Convening a Grievance Hearing

A grievance hearing under this Article must in each case be
convenedwithin 20 calendar days followingthe date of receipt
of the written grievance or written notice of appeal of the
grievance to the next stage of the grievance procedure.

Grievance Hearing Response

The grieving Party shall be provided with a written response
by the other Patty within 20 calendar days following the date
of the conclusionof the grievance hearing.

Appealing a Grievance Denial

A grievance which is denied at Stage | or Il of the grievance
procedure must be appealed to the next stage of the
grievance procedure within 20 calendar days following the
date of receiptof the written denial of the grievance.

Referralto Arbitration

A grievance, which is denied at Stage Il of the grievance
procedure, must be referred to arbitration within 30 calendar
days following the date of receipt of the written denial of the
grievance.

Amendment of Time Limits

The time limits referred to in this Article may be changed at
any time by mutual agreement between the Employer and the
Union. Requests by either Party for extension of applicable
time limits shall not be unreasonably denied.

COMPLIANCEWITH TIME LIMITS

Both Parties will undertake to adhere to and comply with the time
limits set out in this Article.
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3.08

3.09

3.1

TIME OFF WORK

Employeesrequired by either the Employer or the Unionto attend or
participate in any investigation, discussion, meeting or hearing
arising pursuantto this Article with respect to any grievance shall be
granted reasonabletime off work by the Employer and this time shall
be deemed to be time worked. Such time off work shall not be
unreasonably denied by the Employer and the Employer shall only
be required to pay the Employee’s straight-time wages up to a
maximum of 7 1/2 hours per day. Where the presence of the
Employee is required by the Union, and travel is involved, the cost
for transportation and expenses, including board and lodging, shall
be borne by the Union.

EFFECTS OF SETTLEMENT

(@) Where the Employerand the Union agree to the settlement of
a grievance, such settlement shall be in writing and shall be
final and binding on both Parties and each Employee in the
bargaining unit affected by the settlement.

(py  The grieving party may at its discretion by written notice
withdraw any grievance at any time without prejudice to its
positionon the same or any matter.

REFERENCETO ARBITRATION (Referto MOU #32)

A grievance not resolved at Stage Il may be submitted by the
grieving party to arbitration by written notice to the other Party.

SELECTION OF ARBITRATOR

(@  The following list of Arbitrators shall be appointed, for the term
of this Agreement, to hear and resolve any matter referred to
arbitration in accordance with the provisions of this
Agreement:

i) Dave McPhillips
i) Judi Korbin

iii) Colin Tavlor
) John Kinzie
v) Wayne Moore
vi) John Steves
vii)  RodGermaine

()  The Parties shall agree to an Arbitrator from the above list or
failing an agreement select an Arbitrator by a method of
random draw to be agreed upon between the Parties. If the
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3.12

3.13

3.14

3.15

Arbitrator to be appointed is not availablewithin an acceptable
time period, another Arbitrator shall be selected.

(c)  If none of the above listed Arbitrators is available within an
acceptable time period, the Parties may agree upon an
alternate Arbitrator or, failing such agreement, either Party
may request the Minister of Labour to appoint an Arbitrator to
hearthe matter in dispute.

JURISDICTION OF ARBITRATOR

Arbitrators shall be vested with all powers that are necessary for the
complete, final and binding resolution of any matter in dispute. The
Arbitrator shall not, however, have the power to add to, subtract
from, alter, amend, or otherwise change or modify any part of this
Agreement.

DECISION OF ARBITRATOR

The arbitrator shall proceed as soon as practical to examine the
grievance and render judgment, and his/her decision shall be final
and binding on the Parties and upon any employee affected by it.

ARBITRATION EXPENSES

Each Party shall pay one-half of the fees and expenses of the
Arbitrator including any disbursements incurred by the arbitration
proceedings.

CONFIDENTIALITY ~ EMPLOYEE AND FAMILY ASSISTANCE
PROGRAM  (Referto Art. 26)

All information related to the Employee and Family Assistance
Program shall be maintained in confidence and shall not be raised in
evidence by either Party at any arbitration hearing under this
Agreement. In this regard, an arbitrator shall not have the right to
subpoena any Employee and Family Assistance Program
representativeor any documentation related to the functioning of the
Employee and Family Assistance Program including, but not limited
to, any documentationconcerningthe participation of any Employee.

Notwithstanding the above, either Party may introduce evidence
concerning the type (i.e. mandatory or voluntary), nature, and
outcome of an EFAP referral.

Notwithstanding all of the foregoing provisions of this Article,

following the formal grievance procedure but before arbitration, by
n i est " i

recommendation”. If both parties agree to this additionalstep. a brief
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written submission including a summary of the issue, the alleged
violation of the collective agreement. and the remedy souaht, will be
submitted by each party to a referee for an expedited
recommendation. An_Aareed Statement of Facts may also be
provided. Following the review of the written submissions.the referee
shall render their recommendation within two weeks of completing
the review. The cost of the referee will be shared equally between
the Union and BC Hvdro. Anv recommendation as a result of this
process shall not be put into evidence during anv Arbitration.

Notwithstanding the above, the parties may, at anv stage of the
grievance process. aaree to any_of the followina:

(a) to be boundby the recommendation;
{b) to seek an expedited recommendation earlier.

The referee shall be Rod Germaine, or if unavailable a referee shall
be selected in accordance with article 3.11.
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ARTICLE 4

SALARY SCALESAND ALLOWANCES
(Referto MOU #1)

4,01 (@ Job groupings are established in accordance with the
Employer's job evaluation plan. The salary scales applicable
to these groupings shall be as set out in the following
schedules with effective dates as shown.

(by  Salariesof certain employees are not covered by these scales
and are set out elsewhere in this Agreement.

()  Biweekly rates are computed on the basis of 46% of monthly
rates.

(d)  For conversion purposes only, hourly rates of pay are
determined by dividing monthly salaries by 163.08.

(e) Depending on the circumstances of the job, job evaluation
exclusion rates are set subject to negotiationwith arbitration if

required,

(9 The Employer may pay employees by direct deposit of salary
to the financial institution(s) of the employee's choice. The
Employee shall have the right to change the financial
institution of his/her choice upon 10 calendar days notice to
the Employer.

4,02 TRADE DIFFERENTIALSAND FLOOR RATES
@ Definitions

1. Floor Rate: a minimum monthly rate established to
maintain a pay relationship between a job within the COPE
bargaining unit and a job in another unionwithin the same
company.

2. Trade Differential: the adjustment amount which must be
added to the base rate of an employee in a floor rated job
to increase the employee'spay to the floor rate established
for the job.

(b) Criteria

The purpose of floor rates is to establish and maintain a
relationshipbetweenthe salary paid to employees assignedto
a position that entails a direct working relationship with
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members of other unions within the same company and the
wages of those members.

Entitlement to a floor rate is conditional upon this direct working
relationship complying with the following:

1.

(©

the duties performed by the employee must be interrelatedwith
the union position over which the floor rate is based and must
further relate to a major job responsibility of that base position;
and

the employee must be responsiblefor determiningthe methods
and procedures to be followed by the members of the other
union(s); and

the employee must be responsible for ensuring that the work
completed by the member(s) of the other union conforms to the
Employer's specifications, standards and/or other relevant
codes: and

the member(s) of the other union must be assigned to the
employee to either:

0] assist the employee in completing work assignments;
or
(ii) complete work assignments with the assistance and/or

direction of the employee; or

(iii) receive technical training in one or more major job
responsibilitieswhere such training is of a nature that it
will qualify the member(s) of the other unionto perform
an approved position in their own bargaining unit, and
where the employee is responsible for assessing the
capability and eligibility of the trainees to be appointed
to the end position; and

the working relationship between the employee and the
members of the other union must be an ongoing and
demonstrable part of the COPE job; "once-only" or hypothetical
situations will not attract a floor rate.
Floor Rate Type
Parity or a 5% differential will be determined as follows:
(1) Parity

when all criteriain 4,03(b) are met except 4.03(b)4(iii).
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(2) 5% Differential

when all criteria are met, or when all criteria are met except
4.03(b)4(i} and/or 4.03(b)(4)(ii).

(d) Monthly Floor Rate Calculation

Where the regular monthly hours total 163.06 and the regular
hours are 7.5 per day, or where the regular monthly hours total
173.93 and the regular hours are 8 per day the calculation of
the monthlyfloor rate shall be:

(1) Parity = 1.00 x hourly rate of base job x regular monthly
hours of base job;

(2) 5% Differential = 1.05 x hourly rate of base job x regular
monthly hours of base job.

(e Administration

1. Disputes arising from the application of the Floor Rate
Criteria are subject to Article 3, Grievance Procedure, of
the CollectiveAgreement.

2, Each Floor Rated Job will be reviewed and tested against
the above defined criteria at the time that the Floor Rate is
established, and at least once every 3 years as a part of
the Job Evaluation Section cyclical audit of all COPE
bargaining unit Jobs with a report forwarded to the Parties
inthe attached format as a part of that review process.

3. Each Floor Rate established under Article 4.03 will be
documented on a Trade Differential Sheet, a copy of which
will be supplied to the union; Floor Rates will be
recalculated when the wage for the base job is changed
and will be effective on the same date as the change in
wage. The unionwill be advised in writing of recalculations
of Floor Rates.

4. The effective date for the implementationof the Floor Rate
Criteria to be 10 May 1883.

5. Employees in jobs that no longer qualify for a floor rate as
of the effective date should not be affected by the new
Floor Rates Criteria. However, new or transferred
employees assigned to previously Floor Rated Jobs on or
after the effective date will not be eligible to receive a Floor
Rate or Trade Differential.
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4.03

LENGTH-OF-SERVICE INCREASES

(a)

(b)

()

(d)

(e)

U

Salary advances within the ranges will normally be achieved
by reaching the length of service anniversary date. However,
such increases may be withheld by the employee’s manager
based on an assessment of the employee’'s performance.
Where an increase is to be withheld due to inadequate
performance the manager will provide one month'‘s notice in
writing to the employee affected, the officers of the Union, the
appropriate Human Resources Business Partner, and the
Manager, Payroll.

Increases will not be granted to employees on probation.
When in the opinion of the Employer the employee has fully
restored his/her performance at some subsequent date, the
employee shall regain his/her position within the salary scale
on a non-retroactive basis.

Only one length-of-service increase will be granted an
employee while on sick leave, pregnancy leave. parental leave
and adoption leave. After returning to work, the employee will
next be entitled to an increase on the same date he/she would
have been entitled to an increase had the employee not been
absent for sickness.

Employees who have been on any other leave of absence in
excess of 3 months during the length-of-service period will
receive a prorated length-of-service increase; that is, for each
completed month of service in his/her present job since the
last length-of-service increase the employee will have 1/12 of
the next length-of-service increase for that job added to
histher basic salary. Employees who are on such leaves of
absence on their length-of-servicedate will receive a prorated
increase as described above on the first of the month
following their return to work.

1. All employees in service on 1 January 1984 shall retain
their 1 May or 1 November length-of-service increase
date except as otherwise provided.

2. All new employees or re-hires entering service after 1
January 1984 shall receive a length-of-service increase
on their defined anniversary date except as otherwise
provided.

1.  An employee who by definition, laterally transfers
between non-office jobs, or from a non-office job rate to
a job grouped salary scale, or conversely, will receive
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©

Q)

U]

)

()

his/her first length-of-serviceincrease in the new job on
the same date as the employee would have been entitled
to receive a length-of-service increase had he/she
remained on the former job.

2. The length-of-service increase will be the appropriate
dollar increment based on the new salary scale.
Thereafter, the employee will progress on the dates
applicableto his/her position on the new salary scale.

Provided that the increased salary will not exceed the
maximum of the salary range, salary increasesfor employees
who are eligible shall be granted in the following manner:

1. An employee whose salary is equal to any step of
his/her salary range will have his/her salary increased
to the next higher step in that range.

2. An employee whose salary is between steps of his/her
salary range will have his/her salary increased by an
amount equal to the difference between the two steps
between which histher salary falls but where the
increase would place his/her salary above the second
higher step in the range beyond his/her salary prior to
the application of the increase, his/her salary will only
be increasedto the second higher step.

Time worked continuously on different jobs having the same
job group shall be cumulative.

When an employee is promoted, the employee will receive a
prorated length-of-serviceincrease at the time of promotion;
that is, for each completed month of service in his/her present
job since his/her last length-of-service increase the employee
will have 1/12 of the next length-of-service increase for that
job added to his/her basic salary. Article 7.04 will then be
used to determine the promotional increase. A "completed
month" is where the promotion date is beyond the fifteenth
day of a month.

Employeeswho are promoted will have their length-of-service
date established on the anniversary date of their promotion.

For the purposes of this article, an employee's anniversary
date will be determined as follows:

1. For those employees who enter Service or are
promoted between the 1* and 15™ fifteenth day
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()

(inclusive) of any month, the anniversary date will be
the first day of that month plus one year.

2. For those employees who enter service or are
promoted between the 16th and last day (inclusive) of
any month, the anniversary date will be the first day of
the next month plus one year.

An employee whose job is reclassifiedto a higher salary grade
as a result of changes in duties and responsibilitiesor as a
result of re-evaluationwill receive the promotional increase as
set out in Article 7.04 and will continue to receive length-of-
service increaseson the new job on the same date as he/she
would have received them had the employee been on the
lower job. Employeeswho were at the maximumon the lower
job will receive their first length-of-setvice increase on the
higherjob on the anniversarydate of the job reclassification.
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4.04 SALARY SCALES AND ALLOWANCES

(a) Effective April 1, 2005, all salaries and scales will receive a
2% wage increaseto be applied to the wage rates in effect on
March 31, 2005 as contained in Article 4.05:

(b)  deleted

{c) deleted

(d)—Effective April 1. 2006 and on each subsequent April 1% for
the duration of the Aareement. the monthly salary scales will

be increased as follows:

Job | Wage Increase |Wage Increase | Wage Increase | Wage Increase
Group 2008 2007 2008 2008

0 2.00% 2.00% 3.22% - 322%

4 1.30% 1.30% 2.00% 2.00%

5 1.60% 2.00% 2.00% 2.00%

6 2.30% 2,00% 2.16% 2.16%

7 2.30% 2.00% 2.82% 2.82%

8 2.30% 2.00% 3.489 3.48%

9 2.30% 2.00% 2,639 2.63%

10 2.30% 2.00% 3.03% 3.03%

11 2.30% 2,00% 3.46% 3.46%

12 2.30% 2.00% 363% 3.63%

13 2.30% 2.00% 378% 3.78%

14 2.30% 2.00% 4.49% 449% |

(ey Emplovees, in¢ uding employees on approved leaves, who are
in qood standing with COPE 378 on March 31. 2006 are

— . [ -
Group 4 $7500

Group 5 $5000
Group 6 $3130 (Estimated)
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Salary Scales - COPE Monthly Salary Scales

GROUP 2 MINIMUM  STEP 1 MAXIMUM

April 1. 2008 $2.032 2,233 2,435

April 1, 2007 $2,058 $2,262 $2.467

April 1, 2008 2,100 2,307 $2.516

April 1, 2009 2,142 2,353 2,567

GROUP 3 MINIMUM ~ STEP 1 MAXIMUM

April 1, 2006 $2.214 $2.656

April 1, 2007 $2,243 $2,466 $2.691

April 1, 2008 $2,268 $2.515 $2,744

April 1, 2009 $2,334 $2,566 $2.798

GROUP4 MINIMUM STEP 2 MAXIMUM

April 1, 2006 $2,416 $2,737 $2.806

April 1, 2007 $2.447 $2,611 $2,773 $2,934

April 1, 2008 2,496 2,663 2,828 $2.992

Aprl 1, 2009 2,546 $2.716 $2,885 $3.052

GROUPS MINIMUM STEP 2 MAXIMUM

April 1, 2006 $2.640 $2.815 $2,991 $3,166

April 1, 2007 $2,692 $2,872 $3,051 $3.229

April 1, 2008 $2.746 $2,929 $3,112 $3,204

April 1, 2009 $2.801 2,988 $3.174 $3.360

GROUP 8 MINIMUM  STEP 1 STEP 2 STEP3 MAXIMUM

April 1, 2006 $2,903 $3,190 $3.334 $3.477

April 1. 2007 3,106 3,401 $3.547

Aprll 1, 2008 $3,025 $3.324 $3,474 $3623

Aprit 1.2 3,090 $3,242 $3,395 $3.549 $3.701

GROUP? MINIMUM  STEP1 STEP 2 STEP 3 MAXIMUM

Aprit 1, 2006 $3.164 3,321 3477 3,635 $3.791

Aprit 1, 2007 $3.227 $3,387 $3,547 $3.707

Aprif 1, 2008 $3.319 $3,483 $3,647 $3.812 $3.976

April 1, 2009 $3.412 $3,581 750 3,920 4,088

GROUP8 MINIMUM ~ STEP 1 STEP 3 STEP4 MAXIMUM
April 1, 2008 $3.452 $3,684 $3.860 $3.008 $4.138
April 1, 2007 3,799 $3.937 $4,078 $4.218
April 1. 2008 $3.643 $3,783 $3,932 $4.074 $4,220 $4,365
April 1, 2009 3,770 $3.914 34,068 $4.216 $4,367 $4.817
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Salary Scales - COPE Bi-Weekly Salary Scales

GROUPZ2  MINIMUM  STEPY MAXIMUM

April 1,2006  $934.92 $1.027.12 442028
April 1, 2007 947.07 $1.04047 3113484

©
B
=3

April 1. 2008 £1.06128  §4.15754
April 1, 2009 85

.33 $1.082.51 $1.18069
GROUP3 MINIMUM STEP1 MAXIMUM
April 1, 2008 £1.018.57 $1.119.81 1.221.99
April 1, 2007 $1.031.81 $1,134.37 $1.237.88
April 1, 2008 $1.052.45 $1,157.06 $1.262.64
April 1. 2009 $1.073.60 $1,180.20 $1.287.89

GROUP4

April1,2006  $111125  $118539  $125007  $133227
April 1. 2007 $112570  $1.200.80 $1.349.58
Aori1,2008  $114821  $1.22482  $1.30004  $1,376.58
Aoril 1, 2009 $117118  $£1.24931  $1.326.96 $1.404 11

GROUPS  MINIMUM STEP1 ~ STEPZ  MAXIMUM
8121417

Aprit 1, 2008 14 $1.29522  $137578  $1,456.34
April 1, 2007 $123845 $1,321.12 $1.403.29 $1.485.47
April1 2008  $126322 $134764 3143136  $1.515.18
April 1, 2008 $1.288.49 $1,37449 $1.459.88 $1.545.48

GROUP6  MINIMUM STEPY  STEP2  STEP3  MAXIMUM

Aoril 1.20068  $4.33533  $1.40109  $1.467.33  $1,53367 $1.50033
Aprl1.2007  $1.362.04  $1.42911  $1.496.68 1,564 163131
April 1.2008  $1.39140  $1.450.92  $1,528.04 1,597.96  $1,666.48

L1, 20 $142139  $149139  $1.56190  $1.632.40 $1702.40

00
—
im
hd
o

MAXIMUNM

GROUP7  MINIMUM STEPY1  STEP2  STEP3  MAXIMUM

Aorl1.2008  $145533  $1.52733  $1.68033 16718 1,743 81

$148444  $155788  $163131  $1,70524 $177868
April1.2008  $162634  $1.601.85 3167736  $175338 $1.82880
April1,2009  $1.568.42  $1.647.07 $1.724.71  $1.80287 $1,880.52

GROUP 8 MINIMUM ~ STEP1 STEP 2 STEP3  STEP4  MAXIMUM

April1,2006  $1.587.81  §164820  $1.713587  $1.77549 $1.838.85 $1902.21
April1,2007  §161056  $1681.25  $1747.84  $181100 $187563 $1.04025
April1,2008  $1675.96  $1.730.80 $1.80870 3187406 $1.940.94 $2,007.81
April 1, 2009  $1.73432  $1.80038  $1.87168  $1.03932 $2,00863 $2.07773
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GROUP 11

April 1, 2008
April 1, 2007
April 1, 2008
April 1, 2009

GROUP 12

April 1, 2006
April 1. 2007
April 1, 2008
Aprit 1, 2009
GROUP 13
Aprit 1, 2006
April 1, 2007
April 1, 2008

ril

GROUP 14

MINIMUM

$2,140.54
$2,183.35
$2.258.78
$2.336.82

MINIMUM

$3.148,95

STEP 1

3185199
$1.889.03
1

$1.038.68
$1.989.63
STEP 1

$2.020 89
$2.070.49
$2133.14

$2.197.70
STER1

$2,447.61
$2.498.68
$2.687.07
$2,680.86

STEP 1

$2.603.04

2.746.90
$2.850.85
$2.958.73

STEP1

$2.936.75
$2.995.48
$3.120.83
$3.270.20

STEP 2

$1.922,19
£1.060.63
$2.012.16
$2.085.05

STEP 2

$2.10540
$2.147.50
$2.212.49
$2.279.45

STEP 2

STEP 2

$3.048.67
$3,109.65

$3.240.12
$3.304.84
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$2.365 52
STEP3

$2,262.38
$2.307.63
$2.377.47
$2.449.41

STEP 4

$2,30363  $2.478.97
$2,441.50 $2,528.55

$2.525.85
$2.613.12

STEP3
$2.636.37

$2.608.08
$2.785.53
§2.886.62

$2.618.92
$2.706.30

$2,564.34
$2615.63
$2.706.00
$2.799.50

MAXIMUM
$2.822.86
$2.879.31

$2,983.70
$3.091.87

MAXIMUM

$3.10821
$3.170.38
$3.200.35
$3.414.87

MAXIMUM

$3.388.55
$3.466.33
$3.611.34
$3.773.31



5.01

5.02

ARTICLE §

TRAVELING ALLOWANCES, MOVING EXPENSES,

@)

(®)

AND LIVING EXPENSES

Each employee will have an established headquarters, which
will be the location where the employee normally works,
reports for work, or the location to which he/she returns
between jobs.

Employees hired for temporary work will be deemed to be
headquarteredat the locationwhere they are recruited.

TRAVELING ALLOWANCES

(@)

(b)

)

(d)

The Employer will pay economy air fare for air travel and for
other forms of travel, will pay the cost equivalentto first class
standards as prevailed at the date of signing this Agreement
and will pay for meals and sleeping accommodation for
employees traveling to or from a job from a point of hiring or
on company business.

When an employee is away from his/her headquarters and
waiting time for departure of public transportation is expected
to exceed 2 hours from normal checkout time of his/her
accommodation, the employee may retain such
accommodation at the Employer's expense until the time it is
necessary to vacate it in order to catch the scheduled
transportation. While holding accommodation outside normal
working hours the time will not be paid as time worked.

Where no work is performed on the day in question, time
spent in traveling by public carrierto a new headquartersor to
or from a temporary job away from headquarters, including
time spent in waiting for connections, will be paid at straight-
time rates to a maximum of 7 1/2 hours in each day or part
thereof. Time spent in traveling at the request of the Employer
on a normal day off shall be paid to a maximum of 7 1/2 hours
at overtime rates.

Any time spent in travel by public carrier prior to or following
the normal day's work will be paid for as time worked except
that where overnight travel is required, and sleeping
accommodation is available, the hours between 24:00 and
08:00 will not be paid.
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5.03

(e)

®

(@

(

0

@)

Where sleeping accommodationis required but not available,
and travel takes place by public carrier, the time so spent will
be paid as time worked.

A day shall be the period from 00:01 hours to 24:00 hours and
shall include Saturdays and Sundays.

Except for those circumstances covered in Article 5.03, time
spent in travel or transfer, either as a driver or passengerin a
company vehicle or properly authorized personal vehicle, will
be paid as time worked.

Should an employee be discharged for cause while in the
field, the employee will be paid for all time worked, traveling
expenses and traveling time back to his/her established
headquarters. An employee laid off will be paid for all time
worked, traveling expenses, and traveling time back to his/her
point of hire or histher established headquarters, as the
employee may request. The Employerwill have no obligation
under this clause to employees who resign in the field and
have less than 2 months' continuous service since their last
date of hire.

Except as provided in the following paragraph, employees will
be returned to their established headquarters at the expense
of the Employer prior to taking annual vacation provided such
paid vacation is 2 weeks or more, and in such circumstances
will be returned from established headquarters to the work site
at the expense of the Employer without any loss of paid
vacation time.

Where an employee is not required to and chooses not to be
returned to his/her established headquarters prior to taking
annual vacation, paid travel time and expenses actually
incurred in reaching the destination of his/her choice will be
reimbursed. The maximum amount which the Employer will
reimbursewould be those costs which would be incurred if the
employee were returnedto his/her established headquarters.

Where employees are assigned to work away from regular
headquarters and cannot return to same at the end of the
working day and are provided with room and board, the
Employerwill designate a report point which, unless otherwise
mutually agreed at a pre-job conference, will be the place of
accommodation, a company office or a job site and will be
governed by the following conditions:

1. Where time spent in travel between the designated place
of accommodation and the job site is less than 16
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5.04

5.05

5.06

minutes, computed under normal travel conditions, the
report point will be the job site. Time spent in travel in
excess of the normal travel time due to abnormal
conditions will be paid as time worked at the prevailing
rate.

2. Where the time spent in travel between the designated
place of accommodation and the job site is 16 minutes or
more, computed under normal travel conditions, the
report point will be the designated place of
accommodation.

3. Notwithstandingthe conditionsas set out in 1 or 2 above,
drivers of company vehicles will be paid in circumstances
where traveling time between the designated place of
accommodation and the job site is less than 16 minutes.
Pay for such travel time will encompass the total time
involved in transporting employees from the designated
place of accommaodation to the job site and return, which
may include pick up and delivery of the vehicle from and
to a third location.

Time spent in travel between headquarters and the work site or the
report point and the work site at the commencementand termination
of each day's work will be paid for as time worked.

Except as otherwise agreed by the Parties at a pre-job conference,
regular employees working away from their established headquarters
and unable to return to their normal place of residence at the end of
each working day, shall have transportation costs paid to and from
their established headquarters at 3 week intervals. This shall not be
construed to mean bus fare when other means of transportation are
normally used. This entittement may be shifted to take into account
long week-ends, paid vacation and other contingencies, but in no
circumstances shall employer-paid trips exceed one for every 3
weeks over the period of such work away from their headquarters.

Employees traveling home under the above provision shall be
reimbursed for costs incurred in the storage of personal effects
where such storage is required.

It is understood that this entitlement includes transportation and
storage costs only. It is also understood that employees taking
advantage of the paid-trip-home entitlement are not eligible for
weekend living-outallowance for non-working days.

Where a work assignment in the field is completed on the last regular
working day of the week, and it is understood that the employee is to
return to his/her headquarters rather than travel directly to another
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5.07

work location, the employee may travel to his/her headquarters at the
earliest practical time to avoid the loss of a week-end at home. Time
traveled will be paid as time worked.

USE OF COMPANY AND PERSONAL VEHICLES

@)

Conditions For Use Of Personal Vehicles

Ownership or provision of a personal vehicle shall not be a
condition of employment. However, by mutual agreement
between the Employer and an Employee and provided the
Employee has completed an indemnity agreementas set out
in point (iii) below, the Employee's private leased or owned
vehicle may be used for the business purposes of the
Employer, in which case the following conditions shall apply:

U]

G

(il

(iv)

The Employer shall reimburse the Employee for
distance traveled in the amount of $.46 per kilometer
to a maximum of 1000 km, with $.17 per kilometer
thereafter, in each calendar month. With approval of
their managers, and where an employee is required
to use their four wheel drive vehicle off-road, the
Employer shall reimburse such distances traveled in
the amount of $.67 per kilometer to a maximum or
1000 km, with $.21 thereafter, in each calendar
month.

The Employer shall provide or pay for any additional
parking required for any personal vehicle of any
Employee which is used, upon proper authorization,
for the business purposes of the Employer.

The minimum insurance for employee-owned or
leased vehicles used on BC Hydro business shall be
$300 collision deductible, $100 comprehensive
deductible, $1,000,000 third party liability and
underinsureddriver coverage. Providedthe Employee
completes an indemnity agreement holding BC Hydro
harmless for any liability to claims arising from
accidents which happen while the vehicle B being
used for personal reasons, BC Hydro will pay the
above collision and comprehensive deductible, and
third party liability in excess of the above coverage, in
the event of an accident involving a vehicle being
used on BC Hydrobusiness.

If an Employee's insurance costs increase due to an
accidentwhich occurs while the Employeeis using his
or her personal vehicle, upon proper authorization, in
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5.08

(&)

@)

the performance of the Employee's duties, the
Employer shall pay the full cost of any such increase
for the entire period during which any such increase
applies, unless it is conclusively established that the
Employee was grossly negligent.

(v) In addition to the above, where the Employee has the
proper authorization and is required to use their
vehicle more than 6 days per calendar month for
business purposes, the Employer shall pay the
Employee the difference in cost between the
Employee's normal vehicle insurance and insurance
for business purposes as set out in Clause 5.07({iii)
above.

Where an Employee elects to use his/her personalvehicle in
preference to public transportation, the Employee shall
receive an allowance of the flat amount of fare involved plus
the amount meals would have cost when traveling by public
transportation. Travel time will be paid as though the
Employee traveled by public transportation.

Where Employees are temporarily assigned to work away
from their established headquarters, the Employer will
provide board and, where necessary, lodging at no cost to
the Employee in accordance with either Clause(s) 5.09, 5.10
or 5.11 below, depending upon the circumstances. Other
reasonable expenses may be allowed, subject to
supervisory control.

0] Notwithstanding the provisions of Clause 5.08(a)
above, where an Employee is temporarily assigned to
work away from his or her established headquarters
within the Employee's local geographic area, as
defined in Clause 9.01(d}, the Employee shall not be
entitled to any payment for an otherwise applicable
meal if the following conditions are satisfied:

(1) The temporary assignment is at another BC
Hydro headquarters equipped with cafeteria
facilities and/or a lunchroom.

(20 The Employee must have been advised by the
Employer prior to the end of his or her shift on
the previous work day that on the following
work day the Employee would be working
temporarily away from his or her established
headquarters but within the Employee's local
geographic area.
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5.09

5.10

(b) If an Employee who is quartered in a commercial facility
requests a room for himself/herself for either health or
personal reasons, such request would be granted provided
accommodationis available at the time.

A living out allowance of $48.00/day effective January 17. 1992 will
be paid to employees who would otherwise receive free room and
board and who have the Employer's permission to be living out in
accommodationnot provided by the Employer. Unlessthe employee
is returnedto established headquartersor is granted paid travel time
and expenses actually incurred as provided in 5.02(j) the living out
allowance will not be reducedwhen an employee is on paid leave of
absence such as annual vacation, sick leave, statutory holidays or
days in lieu thereof; or for unpaid leave of absence not exceeding
five working days; or while the employee is on Workers'
Compensation up to the maximum of his/her unused sick leave
allowance. Permission to live out will not be withdrawn except by
mutual agreement. Notwithstanding the above, employeeswho have
set up semi-permanent residences at the temporary location (such
as mobile home or furnished apartment) will not have their living out
allowances reduced when returned to established headquarters at
the Employer's expense for periodic assignments or training of two
(2) weeks or less.

Except as provided in Article 5.09 above, where the Employer is
responsiblefor board and/or lodging, the employee may elect,

(@  To be supplied with accommodationwhich is equipped with
cooking facilities and shall receive $25.00 per day in lieu of
board only; or $33.00 per day in lieu of board only where it is
essential that employees cook for themselves; or

to submit an expense accountin lieu of board only. Itis the
intent that reimbursement for board only will be based on
reasonable meal expenses incurred.

i. Employees entitled to reimbursement of all three
meals in a day may claim up to $40.00 per day
without receipts; claims over $40.00 per day must
be supported by receipts.

ii. Employees entitled to reimbursement for less than
three (3) meals per day, may claim without receipts
the per meal allowance as follows:

1. Breakfast $9.00
2. Lunch $11.00
3. Dinner $20.00
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Reimbursement per meal over these amounts must be
supported by receipts.

511 CAMP CHECKOUTALLOWANCE

@)

Where regular or temporary employees are provided with
board and lodging away from headquartersand elect to return
home on weekends or on other days upon which no work is
scheduled, they shall, upon request, be granted a living
allowance under the following conditions:

1. Employees working from expense accounts - employees
provided with expenses and who elect to return home
and on whose behalf the Employer incurs no expenses
for the weekend, shall be granted a daily allowance equal
to the living out allowance set out in Article 5.08 above.

2. Employeesin camp - any employee who is livingin camp
accommodation provided by the employer may check out
of such accommodation and the employer shall pay the
employee a checkout allowance of $7.50 per day. The
checkout allowance will be paid for leave on non-working
days to a maximum of 6 days with the provision that an
employee will work his/her scheduled shifts immediately
prior to and following such established leave. Notice of
an employee's intent to check out will be made in
accordance with normal camp requirements.

512 PAYMENT OF MOVING EXPENSES

(a)

(b)

This Atrticle shall apply to regular employees, and temporary
employees who have accumulated at least one year's
accredited service in the last 2 years, who are required to
change their established headquarters, either at
management's direction or as the result of successfully
applying for a bulletinedjob.

The Employer shall notify the employee in writing, whether the
change is permanent or temporary. When the change is to a
position of a continuing nature, outside the municipal area or
town in which the employee's established headquarters is
located, the Employer will bear the cost of movingexpensesin
accordance with the following:

(1) when a regular employee transfers to another job
location permanently, at his/her own request, and
where the job is of an equal or lower level than his/her
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present job, if the employee has more than 4 years'
service or if the employee has not been moved at the
Employer's expense within the previous4 years;

when an employee successfully applies for a bulletined
job at a different locationand a promotionis involved,;

when a regular employee's position becomes
redundant and the employee is required to move to a
new job location to continue in employment regardless
of the length-of-service or the time interval between
moves;

when an employee is granted a transfer for
compassionate reasons under the provisions of this
clause, the Employer at its discretion may pay all or
part of the employee's moving expenses.

Moving expenses for employeeswho qualify for a paid move
under the foregoing are:

M

@)

3

4)

standard packing and moving charges, and
transportation costs for the employee and family plus
incidental expenses up to $350.00. Incidental
expenses would include such items as cleaning,
disconnecting and reconnecting of appliances, etc. All
expenses must be supported by receipts;

an allowance to cover reasonable living expenses will
be made to the employee when it is not possible to
obtain suitable living quarters at the new location
immediately;

time off with pay will be allowed for the purpose of
obtaining and moving into another home. This time off
will be by arrangement with the Division Manager or
delegate and will be in addition to any travel time
entitlementsto the new location;

when management is the initiator of the transfer,
consideration will be given to further reasonable
expenses;

A regular employee who is promoted, directed by a manager
to change headquarters, or displaced, shall be eligible, under
the following conditions, for reimbursement for Realtor's
commission in selling his/fher present home and legal fees in
purchasing a new home in order to take another job within
that company:
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the employee has been notified in writing that the
change of jobs is of a continuing nature;

a change in headquarters is involved and the new
headquarters is outside municipal boundaries of the
present headquarters and where the parties agree that
it is not practical for the employee to commute daily to
the new headquatrters;

the employee is the registered owner or joint owner of
the home he/she is vacating;

costs are actually incurred and the employee provides
receipts;

the employee continues to work for the Employer for a
minimum of one year.

() An employee who is residing in company housing and
headquartered in a location which attracts an isolation
allowance will, on retirement, be allowed up to $1,000 of the
cost of transportation of his/her household effects to any
location in the province.

In cases of transfers of a temporary nature, because of management
direction or employee request, the following will apply, subject to
expenses being actually incurred and the employee being required to
live away from histher regular residence:

(@  The employee shall receive living allowances as outlined in
Article 5, Clause 5.08, 5.09, and 5.10.

;& 1.

In cases of long-term temporary transfers where an
employee wishes to re-establishhis/her householdin the
new location the circumstances will be discussed
between the Union and the Employer and the Employer
may, at its discretion, grant moving expenses to the
employee concerned.

When a temporary transfer exceeds 6 months' duration
and is to continue for an indefinite period or is to become
a position of a continuing nature, the Employer may
direct the employee affected to change headquarters
provided there are no other employees in the same
classification located at the established headquarters of
that employee. However, if there are other employeesin
the same classification at the same headquarters who
have sufficient experience, the Employer will offer the

- 47 -



5.14

5.156

(¢

change of headquarters on the basis of seniority. Should
none of the employees in the classification wish to
change headquarters, the Employer may direct the
employee with the least seniority to make the change.
After the temporary assignment has been completed the
employee who was transferred may bump back into
his/her former headquarters.

It is understood that clause 5.13 does not apply where an
employee is successful in a temporary job competition under

Article 7.11.

COMPANY HOUSING

@)

(b)

In areas where company housing is supplied as part of the
conditions of employment, the employee will be so informed
when he/she is selected. The employee will be informed of
the quality of housing and the rental charges at the time of
his/her selection.

If such housing as described above is not immediately
available at the time of transfer, the Employer will supply free
board and room in the case of a single employee, or pay
reasonable living expenses (e.g. motel plus additional food
and miscellaneous expenses) in the case of a married
employee and family, until such time as permanent living
quarters become available.

ISOLATIONALLOWANCE

@)

Subject to the conditions herein referred, full-time regular
employees covered by this Agreement shall be eligible for an
Isolation Allowance on the same terms and conditions as B.C.
Hydro's IBEW Local 268 affiliated employees, that is
consistent with Appendix C of the current B.C. Hydro/IBEW
Local258 Agreement.
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The conditions of Appendix C shall be applied to COPE Local
378 members, during the life of this Agreement, including any
changes as might be agreed between Hydro and IBEW Local
258 provided that an employee covered by this understanding
shall not be paid an Isolation Allowance while any other
member of his/her family in the same household is receiving
an IsolationAllowance.

Notwithstanding clause 5.15(b) above, the Employer
specifically agrees that the Employer's program, Incentives for
Attracting and Retaining Employees, as detailed in the
brochure dated April 1991, Bto be incorporated by reference
in the Collective Agreement and subject to change only with
the agreement of the Parties.
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6.02

ARTICLE 6

SENIORITY

DEFINITION OF SENIORITY

Seniority shall be defined as the length of an Employee's
continuous service with the Employer within the bargaining unit,
subjectto the provisions of this Article.

CALCULATION OF SENIORITY - GENERAL

(a)

(b)

(©

(d)

(e)

Seniority Calculation

Seniority shall be calculated as the elapsed time from the
date an Employee is first employed by the Employer within
the bargaining unit, unless the Employee's seniority is
broken (in accordance with this Agreement), in which event
such calculation shall be from the date the Employeereturns
to work following the last break in his or her seniority.

Recognition Of Seniority With Predecessor Employers

Employees in the bargaining unit on April 1, 1993 who were
formerly employees of any predecessor employer, and
whose seniority with respect to any such predecessor is or
was recognized by the Union or any of its predecessors shall
have all such seniority recognized for the purposes of this
Agreement.

Determining Seniority For Employees Hired On Same Day

When 2 or more Employees commence work with the
Employer on the same day their relative seniority shall be
determined by a method of random selection mutually
agreed betweenthe Employer and the Union.

Seniority Accrual When Absent From Work

Except as expressly provided otherwise by this Agreement,
seniority shall continue to accrue for any Employee who is
absent from work due to layoff; Paid Holidays; Paid time off
and approved leave of absence subject to the provisions of
clause 8.02 (e) below.

Payment Of Union Dues To Preserve Seniority Accrual
When Absent From Work
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6.03

6.04

6.05

@)

(b)

If an Employee continues to accrue seniority under this
Agreement during any absence from work, such Employee
must continue paying union dues, fees, assessments and/or
levies to the Union during such absence. If the Employee
does not continue to make such payments, then such
Employee shall not accrue seniority for the period of the
leave.

CALCULATIONOF SENIORITY - REGULAR EMPLOYEES

Regular Employees shall accrue seniority under this Agreement in
accordancewith Clause 6.02 (a).

CALCULATIONOF SENIORITY - FULL TIME TEMPORARY
EMPLOYEE

Full time Temporary Employees shall accrue seniority under this
Agreement on the same basis as Regular Employees.

When Full-Time Temporary Employees obtain regular employment
status in accordance with this Agreement, without a break in
service, they shall be credited with all seniority accrued pursuantto
Clause 6.02(a). In addition Full-Time Temporary Employees who
are terminated or change employee status and subsequently
regain Full Time Temporary or Regular status within 8 continuous
months shall be credited with all previous seniority accrued.

CALCULATION OF SENIORITY - PART TIME REGULAR
EMPLOYEES

Notwithstanding Article 6.02(d), Part Time Regular employees
shall, except in the circumstances set out in item 6.05(b) below,
only accumulate seniority on the basis of time worked.

Part Time Regular employees shall accrue seniority when absent
from work only in the following circumstances:

i} while laid off to the recall list.

ii} while absent from work on sick leave.

iif) while absent from work and in receipt of Income Continuance
benefits.

iv) while absent from work and in receipt of Workers'
Compensation benefits.

v) while absent from work on maternity leave.
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vi) while on approved leave of absence.

Seniority shall be calculated on the basis of the average number of
hours worked over the ten week period immediately prior to the
commencement of the absence for any of the reasons listed above.

6.06 CALCULATION OF SENIORITY - CASUAL EMPLOYEES

(a)  Casual emplovees shall accrue seniorifty on the basis of hours
worked. converted to a date by dividing the hours by 7.5 and
counting the equivalent working davs backward from the date the
calculation is required. Seniority will be calculated on an as-
needed basis and will only apply to:

e Job competitions; and
¢ Situationswhere the number of casuals doing the same iob

within a department s reduced.
(b} Casualemplovees will lose seniority i f
1. They have notworked for 8 consecutive months.
2. Thev are dismissed for just cause and not re-instated.

3. They voluntarily resian.

6.07 CALCULATIONOF SENIORITY - PROBATIONARY EMPLOYEES

Probationary Employeeswho obtain regular status shall have their
seniority dated from their entered service date.

6.08 PORTABILITY OF SENIORITY WITHIN THE BARGAINING UNIT

Any Employee who changes employment status from Regular,
Part Time Regular or Temporary Employee to another of these
categories of employment, without a break in service, shall be
credited with all seniority accrued in accordance with this
Agreement prior to such change in employmentstatus.

Casuals will be credited with hours worked and a seniority date will
be established at the date of selection.

6.09 SERVICE OUTSIDE THE BARGAININGUNIT

(@& An employee who leaves the Union and subsequently
returns shall be treated as a new employee from the date of
histher return except as otherwise provided in this
Agreement.
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6.10

6.11

(b)

(c)

Employees excluded under the Labour Relations Code of
B.C. and thus required to withdraw from the Union shall be
credited with all seniority accrued pursuant to this Article,
provided they do not in the meantime become members of
another Union. Any such employee shall have the right to
exercise such seniority for the purpose of re-entry to the
Union bargaining unit.

Upon a decision by the Parties or the Labour Relations
Board that a person and a job previously excluded from the
bargaining unit shall henceforth be included in the
bargaining unit, the person involved, at his/her option, may
be granted seniority credit for the period of exclusion
provided it is approved by the Union and provided the
person exercises such option in writing to the Union within
30 calendar days of the date of entry. Seniority achieved
under this clause will not be utilized under the lay-off and
bumping provisions within the first 12 calendar months from
the date of entry and will not be utilized under the job
selection or promotional provision within the first 6 calendar
months from the date of entry.

LOSS OF SENIORITY

An Employee shall lose his or her seniority only in the event that:

(@

(b)

(©

(d)

(e)

M

the Employee is discharged or terminated for just cause and
subsequently not reinstated;

the Employee voluntarily terminates employment in
accordance with this Agreement;

the Employee is laid off and recalled and fails to return to
work in accordance with this Agreement or is laid off for
more than 2 consecutive years;

a Full Time Temporary Employee does not subsequently
regain Full Time Temporary status within 8 continuous
months;

the Employeefails to maintain membership in good standing
inthe Union.

a casual loses seniority, in accordance with article 6.086.

An employee with 5 or more years of seniority in the COPE
bargaining unit who resigns or otherwise leaves the bargaining unit
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@)

and subsequently is rehired into the bargaining unit after June 01,
2002, may have this prior seniority reinstated:

(1)  after they have been employed for five continuous years in
anFTT, FTR, PTR or Casual position in the bargaining unit;

(2) the employee serves notice to the Union of intent to
reinstate within two years of their commencementinan FTT,
FTR, PTR or Casual position;

(3) the employee satisfies all other terms and conditions of
reinstatementas determinedby the Union; and

(4)  the Uniongives notice to the Employer at the time
reinstatementof seniority is to take effect.

This Article does not in any way diminishthe Employer'srights
with respect to the employee's probationary period.
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ARTICLE?7

EMPLOYMENT, TRANSFER AND TERMINATION

(Also referto MOU #17)

7.01

7.02

NEW EMPLOYEES

@)

(b)

All persons accepting full-time regular or part-time regular
employment with the Employer in jobs under the union's
jurisdiction will serve a 8 month probationary period. The
period will start on the date the employee commenceswork in
the full-time regular or part-time regular job for which they
were hired. This period may be extended by mutual
agreement between the Employerand the Union. Prior to the
expiry date of the probationary period, but not less than 5
working days before the expiry date of the period, the
employee's supervisor will conducta performance rating of the
employee and will either confirm the employee's full-time
regular or part-time regular status as applicable or terminate
the employee.

Employees who transfer from a full-time temporary job to a
full-time regular or part-time regular job of the same job title
will be exempted from the 8 months probationary period, or a
portion thereof, provided that the time in the full-time
temporary job and the full-time regular or part-time regularjob
as applicable, total a minimum of 8 months unbroken service
in the job.

HIRING RATES

@)

(b)

Employees, including those from other unions within the
company, will normally be hired at the minimum rate of their
job group, except that the Employer may hire an employee at
any step in the salary range for that job group having regardto
work experience and/or attraction challenges. The Employer
will advise the Union of such exceptions and will obtain the
Union's agreementfor hires at Step 3 and beyond.

If a temporary employee is successful in obtaining an
appointment to a regular job other than the one in which
hef/she is employed, the employee's salary will be determined
as though he/she were a new hire, except that consideration
will be given to his/her experience, as set out in the previous
paragraph.
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7.03 PROMOTIONS, DEMOTIONS AND TRANSFERS

@

The following definitions will apply in the event of job changes
occurring within or between salary scale categories;i.e. office
to office, non-office to office, non-office to non-office or office
to non-ofice.

1.

By definition, a "promotion" shall mean a move to a
new job carrying a maximum step which is higher than
the maximum step of the old job.

By definition, a "demotion” shall mean a move to a hew
job carrying a maximum step which is lower than the
maximum step of the oldjob.

By definition, a "lateraltransfer" shall mean a move to a
new job which is neither a promotion or demotion as
defined above.

By definition, a "temporary promotion" shall mean a
promotion, as defined above, which lasts for one full
working day or more and for 6 months or less.

By definition, "red-circled" shall mean that an
employee's salary will be maintained above the
maximum of the salary range for his/her job until such
maximumis raisedto a level above his/her salary.

By definition, "blue-circled" shall mean that an
employee's salary will be maintained above the
maximum of the salary range for his/her job and that
such salary will be increased by all subsequent across-
the-board salary increases.

By definition, "base rate" shall mean the monthly
amount (according to the salary scale) paid to an
employee, exclusive of overtime, premiums,
allowances, trade differentials, etc.

By definition, "floor rate" shall mean a monthly amount
paid to an employee consisting of his/her base rate
plus a trade differential, as defined in Article 4.03.

7.04 PERMANENTPROMOTIONS

@)

When an employee is promoted the employee will receive an
increase of 5% on his/her base rate (or 5% per group of
promotion, as the case may be) except that where the
resultant salary would be less than the minimum of the new
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(b)

©

(d)

job group the employee shall receive such minimum; or where
the resultant salary would be higher than the maximum of the
new job group, he/she shall receive such maximum. For the
purposes of this clause, "base rate" shall mean salary for the
former job plus any prorated length-of-service increase as
determined under Article 4.04(i).

When an employee is promoted from one floor-rated job to
another floor-rated job the employee will receive an increase
on his’her base rate in accordance with (a) above. Further,
where the old floor rate is lower than the new floor rate the
employee will receive the new floor rate; but where the old
floor rate is higher than the new floor rate the employee will
be red-circled at the old floor rate.

When an employee is promoted from a floor-rated job to a
non-floor-rated job the employee will receive an increase on
his/fher base rate in accordance with (a) above. Further,
where the old floor rate is higher than the new base rate the
employee will be red-circledat the floor rate.

When an employee is promoted from a position he/she has
taken under the provisions of Article 7.07 (a) and (b), the
following salary policy will apply:

1. If the employee has been on the lower grouped job
more than one year the employee shall be promoted in
accordance with 7.04 (a) above.

2. If the employee has been on the lower group job less
than one year and is promoted to the same group
he/she held prior to demotion, the employee will
receive the salary he/she would have achieved had the
employee remained on that higher job group level.

3. If the employee is promoted to a job group higher than
that he/she held prior to his/her demotion, the
employee's salary will be determined by applying firstly
the provisions of 7.04 (d)2 and then the provisions of
7.04 (a).

7.05 TEMPORARY PROMOTIONS (Referto MOU #67)

@)

When, in the opinion of the supervisor, a temporary promotion
is warranted to meet operational requirements, such
temporary promotion shall be compensated as follows:

1. Where the period of temporary promotion is one full
working day or more and the promotion is 2 groups or
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less above the employee's current level, the employee
will receive an increase of 5% per group of promotion
dating from the first day of promotion, except that:

) where the resultant salary would be less than
the minimum of the new job group, the
employee shall receive the minimum; or

(i) where the resultant salary would be higher
than the maximum of the new job group, the
employee shall receive the maximum.

Where a temporary promotion is for one full working
day or more and the promotion is 3 groups or more
above the employee's current level, the Employer will
review the contents of the higher job group to
determine the responsibilitiesto be assumed and will
establishthe appropriatejob level for the relief period.
The minimum increase will be two groups.

Where a temporary promotion is for one full working
day or more to a supervisory position or a position
outside the bargaining unit the employee shall be paid
at the higher rate.

Where an employee on special salary treatment
relieves on another job, the Employer will review the
circumstances to determine whether or not the
employee qualifies for a promotional increase as
described in4, 2 and 3 above.

Prorating under Article 4.04() will not apply to
temporary promotions.

An employee temporarily on a higher grouped job shall
receive the benefit of length-of-serviceincreaseswhich
the employee would have received ON the lower
grouped job and histher salary will be increased
according to 7.05(a) 1, 2, 3 or 4. A temporarily
promoted employee will also be eligible for length-of-
service increases on the higher grouped job if the
temporary promotion is renewed and thus exceeds 12
months in duration. However, the salary resulting from
a length-of-service increase on the higher grouped job
shall at no time be higherthan the salary the employee
would have received had the employee been
permanently promoted to that job. Increases in salary
awarded to temporary promotions are withdrawn when
the employee returnsto his/her regularjob. The salary
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7.06

7.07

at which he returns to his/her regularjob shall include
any increaseswhich would otherwise have come to the
employee during the period of transfer.

7. In cases where apparent salary anomalies occur,
resulting from transfers to and from temporary
promotions, the Parties agree to discuss such cases
on the merits, subject to grievance procedure.

LATERAL TRANSFERS

@

When an employee is, by definition, laterally transferred from
one floor-rated job to another floor-ratedjob the employee will
retain his/her old base rate. Further, where the old floor rate is
lower than the new floor rate the employee will receive the
new floor rate; but where the old floor rate is higher than the
new floor rate the employee will be red-circled at his/her old
floor rate.

When an employee is, by definition, laterally transferred from
a floor-rated job to a non-floor-rated job the employee will
retain his/her old base rate and be red-circled on his/her old
floor rate.

DEMOTIONS

@

(b)

Inthe case of a demotion directly ascribable to the employee,
for example through choice or as a result of inadequate
performance, the following salary policy will apply:

If the employee has a year or more of service in the higher
grouped job, upon demotion the employee will retain his/her
rate if it is not beyond maximum of the lower grouped job; if it
is beyond maximum the employee will be reduced to
maximum of the lower group. If the employee has less than
one year's service in the higher-groupedjob, upon demotion
histher salary will be that which the employee would have
attained had he/she moved directly to the lower-grouped job
on the same date that he/she moved to the higher-grouped
job. Under special circumstances, including health cases, the
salary in the lower-grouped job will be negotiated by the
Parties. Upon upward revision of the basic salary scale the
employee will receive the general increases that accrue to
his/her lowerjob grouping.

In the case of a demotion not directly ascribable to the
employee, refer to the following sections:

1. Re-evaluation- Article 2, Job Evaluation.
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2. Shortage of Work, Contracting Out, Automation, new
equipment, new procedures, or reorganization- Article
8, Displacement, Layoff, and Recall.

7.08 ELIGIBILITY FOR JOB COMPETITIONS

(a) An employee with less than 12 months service in his/her
position is not eligible to compete for any promotion, lateral
move or demotion unless the employee has the approval of
his/her supervisor.

(b) Employees who are laid off and eligible for recall under
Article 9 shall be eligible to apply for job postings for as long
as they remain on the recall list.

(¢) An employee may, by written notice, withdraw their
application up to the point the selection is finalized without
incurring any penalty or prejudice.

(d)  Employees who accept a job offer will be deemed to have
withdrawn from other outstanding job competitions to which
they have applied.

7.08 HIRING PREFERENCES

(@) Itistheintent of the Parties that preference in appointments
to job vacancies, COPE jurisdiction shall be given to Local
378 COPE members presently on the Employer's staff, in
this order:

1 . For regular positions, regular employees in accordance
with the provisionsof article 9.14.

2.  For regular positions, regular employees in accordance
with Article 9.13. In the event that a vacant position
arises concurrent with the displacement of an
employee who has the ability to perform the job and
there is an employee(s) on recall who also has the
ability to performthe job, preferencefor the offer of the
position shall be given to the senior employee.

3. All other emplovees regardless of status under Article
1.06.

If a junior candidate is selected from any of the above
preference categories, Article 7.10(d) will apply such that all
of the more senior candidates previously considered and
rejected must be reconsidered to determine if the junior
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(b)

candidate's ability to perform the vacant job is significantly
and demonstrably higher than all of those more senior
candidates.

If at any time the Union is of the opinion that such
preference has not been given, and the Employer selects
from outside the bargaining unit, the Union shall have the
right to grieve such selection. Where the Employer selects
from outside the bargaining unit, the same ability
requirementswill be maintained.

7.10 JOB POSTING

@

(b)

A regular employee who is a member of the Union and
already on the staff of a department in which a vacancy
occurs may be promoted to such vacancy without that
vacancy being posted on company bulletin boards.

Subject to Article 7.12, if a promotion is not made within a
department, then the vacant position shall be posted on
company bulletin boards for a minimum of 5 working days in
order to give employees an opportunity to apply for it. The job
posting shall contain all pertinent details such as job title, date
of job description, salary range or rate of pay, job group,
replacement or addition to staff or new position, duties,
qualifications, headquarters, job location, special conditions,
and the closing date of the competition. A job posting for a
temporary job must also state the anticipated end date for the
temporary job. With agreement of the Union, under
exceptional circumstances bulletining may be waived to
permit interdepartmental transfers, promotions within a
division, and hiring into entry-level jobs as defined in
Article 7.13.

0] Notwithstanding 7.10(b), applicants to a bulletin to
which they have been unsuccessful may be considered
for subsequent vacancies for position(s) that were
posted on the original bulletin without having to reapply
provided that such vacancies occur within 3 months of
the date of posting of the original bulletin. These
bulletins will remain posted and applications will
continue to be accepted for any subsequent vacancies
during the life of the bulletin. The applicationswill only
remain valid provided no further bulletin for these
position(s) is posted. These bulletins will apply to the
following high turnover Customer Services Jobs in the
Lower Mainland and Victoria: Meter Readers,
Customer Inquiry Clerks, Credit Services Clerks, and
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(c)

(d)

()

©

Billing and Information Clerks. Additional classifications
may be added by agreementof the Parties.

The Employer shall acknowledge receipt of each application
for a bulletined job vacancy and the applicants in each
competition shall be advised of the name of the employee
selected to fill the vacancy. A late applicant shall be
considered for a bulletined job provided the employee was
absent from work due to sickness, vacation, pregnancy
leave. parental leave. adoption leave, or away from
established headquarterson company business at the time
the job was bulletined, and provided his/her application is
received before another person is selected to fill the vacant
position.

Job selections and promotions under the foregoing shall be
on the basis of ability (to perform the vacant job) and
seniority, in that order. Where the employee who is junior is
selected, his/her ability to perform the vacant job shall be
significantly and demonstrably higher than candidates who
have greater seniority.

Ability shall include consideration of the employee's
performanceon the employee's presentjob.

Confidential employees on the Employer's regular staff may
also apply for jobs covered by this Agreement but in such
instance preference shall be given to members of Local 378
in accordance with this clause.

Although selection of employees under the foregoing
paragraphs shall rest with the Employer, such selection shall
be subject to the grievance procedure. The Employer shall
ensure that in the exercise of its job selection rights under
this article that no discrimination or favoritism affects any
particular applicantfor ajob posting.

It is agreed that the selection criteria for each job with more
than 20 incumbents shall be the same, subject to specific
emphasis of the job duties of each position.

Where an employee who bids laterally on the same position
he/she currently holds does not possess the required
educational qualifications, hefshe shall be deemed to
possess such qualifications. Where the employer has
established an equivalency for required qualifications, such
equivalency shall be applied in a fair and consistent manner.
(Also see Memorandum of Understanding# 40).
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(h

GY

(d)
(€)

The Employer will provide the Union copies of all job
bulletins in a timely manner. The Employer will provide the
Union with copies of applications for COPE job bulletins
upon request to the local Personnel Offices. The Employer
will provide the Union with the name, existing job title and
employee number of successful COPE applicants for the
Employerjob vacancies, COPE jurisdiction.

(i) The Employer may use testing to assess the requisite
skills and abilities of applicants. Where used, tests
must be administered fairly and without bias, and must
be relevant to the job. More specifically, all candidates
must receive the same questions and be provided with
equaltime inwhich to complete the test.

(i) An employee who is given any test for job selection
purposes under this Agreement shall have the right to
review his or her test results and all documents relevant
to the test, upon request.

Temporary jobs shall be bulletined, excluding those which
can be filled within a department, those where the temporary
job lasts less than 6 months, or others specifically referred to
the Union and mutually agreed. It is the intent of the Parties
that such vacancies should be filled by internal promotion
where the effective operation of the departmentpermits.

A regular employee who is selected to fill a Full-Time
Temporary position as defined in Clause 1.06(c)1 shall
retain his/her status as a regular employee during such
assignment, and shall be covered by all of the terms and
conditions of this Agreement which are applicable to regular
employees.

Upon completion of a full-time temporary assignment, a
regular employee shall have the right to return to his/her
regular job.

Deleted Feb. 27, 1999

Temporary jobs shall be rebulletined if they become
permanentin nature, unless otherwise specifically agreed to
with the Union. The employer agrees to provide a listing of
all new employees hired under this provision once monthly
to the Union.

Where a regular employee obtains a promotion to a
temporary job under this clause which is outside the
municipal area or town in which the employee's
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headquarters is located, the employee shall be provided
moving expenses under Article 5.12(c) to relocate to the
temporary headquarters and return to their permanent
headquarters or relocation headquarters.

Where a regular Employee obtains a temporary job under
this clause which represents a lateraltransfer or a demotion,
the Employee shall not be entitled to moving expenses, save
and except that if the Employee subsequently obtains a
regular job at the temporary headquarters or relocation
headquarters, moving expenses as per Clause 5.12(c)
(which also shall include moving expenses incurred in
transferring to the temporary job provided receipts are
submitted by the Employee) shall be paid by the Employer
provided the Employee qualifies under the terms of Clause
5.12(b)(1) as at date of obtainingsuch regularjob.

7.12 BULLETININGJOBS GROUP 4 AND BELOW

(a)

Bulletining of jobs at Group 4 or below may be waived by
agreement with the Union.

(b) Vacancies for regular positions occurring in the stenographic

(e)

and word processing sections of the lower mainland at
Group 4 or below need not be bulletined, provided that an
appropriate standing bulletin will be posted at each location
indicating the manner in which interested employees may

apply.

At the discretion of the Employer it shall not be necessaryto
bulletin jobs Group 4 or below in the Northern Division; the
South Interior; north of the Malahat on Vancouver Island; in
Sechelt, PowellRiver, Hope and Liltoost.

1. Although the geographic area described in Article
7.12(c) is delineated in terms of reference relating to
Hydro's Electrical Operations Group, it will not be
necessary to bulletin jobs Group 4 a below when the
established headquarters of such jobs are within this
geographic area, regardless of the organizational
division in which the jobs are functionally located.

2. Inorder not to restrict the right of Union employees to
apply for such positions, the following method of
applying for such positions will be used: applications
may be made to the Personnel Manager of the area
concerned, who in turn will acknowledge receipt of the
application. Thereafter the employee applicant and the

- 64 -



(@)

Union will be advised of each vacancy and the
resultant selection.

The provisions of Article 7.09 shall apply when employees
as defined in that Article apply on vacancies as provided in
(b) and (c) 2 above.

713 ENTRY-LEVELJOBS

@)

All vacancies in entry-level jobs listed below shall be
bulletined unless otherwise mutually agreed. Notwith-
standing the provisions of Article 7.09 the Employer may fill
entry-level job vacancies by selecting applicants from
outside the bargaining unit except that in the case of the
Programmer Analyst Trainee, Group 8, and the Staff Auditor
Trainee, Group 6, the Employer may fill up to 1/2 of the
vacancies from outside the bargaining unit without reference
to the Union. The Union may refer unemployed Union
members to company employment offices for consideration
against entry-leveljob vacancies. The parties will review the
entry-level jobs from time to time.
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7.14

(b) Entry-LevelJob List

Chainman, Rodman Non-office
Draftsman Group 5
Meter Readers Non-office

these jobs are found in several divisions of the Employer
and all are considered to be included in this list.

Internal Audit

Staff Auditor Trainee Group 6
Electrical Operations

Chart Changer Non-office
Financial

Pay Distribution Clerk 3 Group 5

Rate Clerk Group 5
General Services

Records Clerk Non-office

Receiver-Shipper-Clerk?2 Group 5

Computer Systems
ProgrammerAnalyst Trainee Group 8

System Engineering
Laboratory Assistant Group 5

Where an employee has been selected to fill another position, the
supervisor concerned shall release the employee as expeditiously
as possible after being notified of the transfer by the appropriate
Personnel Department. Notwithstandingthe above, if after 6 weeks
from date of notificationthe employee has not moved to the new
job because of a delay ascribable to the Employer, the employee
will be paid as if he/she were in the new position. The Employerwill
also reimburse the employee for reasonable out-of-pocket
expenses incurred as a direct result of the Employer re-scheduling
the date of transfer. Eligibility for length-of-service progression on
the new job shall be determined from the date of acceptance for
the newjob.

- 66 -



ARTICLE 8

TECHNOLOGICAL CHANGE AND NEW PROCEDURE

8.01 DEFINITIONS

@)

{b)

New Procedure for the purposes of this Agreement shall mean
the introduction of any change in the nature of the Employer's
work, operations, undertaking or business or in the manner in
which the Employer carries on its work, operations,
undertaking or business which results in the displacement of
one or more employees. Without limitingthe generality of the
foregoing, New Procedure shall be deemed to include:

(iy  any reorganization, in whole or in part, of the Employer's
work, operations, undertaking or business;

(y  anytechnologicalchange.

Technological Change for the purposes of this Agreement shall
mean the introductionof any equipment or material different in
nature, type or quantity from that previously used by the
Employer or a change in the manner in which the Employer
carries on its work, operations, undertakingor business related
to the introduction of such equipment or material which results
in the displacementof one or more employees.

8.02 NOTICE OF NEW PROCEDURE

@)

Whenever the Employer proposesto effect a new procedure, it
shall give to the Union at least 90 calendar days prior written
notice. Such notice shall state:

(  The natureof the new procedure;

(iy ~ The date on which the Employer proposes to effect the
new procedure;

(iiy The number, location and classification of employees
likely to be displaced due to implementation of the new
procedure; and

(iv) Ingeneral terms, the anticipated results of introduction of
the new procedure upon the Employer's work,
operations, undertaking or business and upon the
affected employees.
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8.03

8.04

8.05

8.06

MEETINGTO REVIEW IMPACT

At the request of the Union, the Employer shall meet with the Union
within 7 calendar days of the date of such request to review the
effects of the intended disposal. This review will include the
identities of the employees whom it is anticipated may or will be
displaced.

DISPLACEMENT/LAYOFF

Any displacement of any employee(s), whether involving a layoff or
not, arising in respect of the introduction of any new procedure must
be undertaken in accordance with the provisions of Article 9
(Displacement, Layoff and Recall). Without limiting the generality of
the foregoing, each affected employee shall be entitled to written
notice of layoff, or pay in lieu of such notice, in accordance with
Clause 8.02.

TRAINING

In the event that new procedure(s) is/are introduced into an
employee's position, the employee shall be eligible for training.

RESOLUTIONOF DISPUTES
Any dispute between the Parties with respect to any technological
change Or new procedure shall be subject to resolution in

accordance with the grievance and arbitration procedures set forth in
this Agreement.
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9.01

ARTICLE®

DISPLACEMENT, LAYOFFAND RECALL

DEFINITIONS

(@)

(b)

Displacement

A displacementfor the purposes of this Agreement shall occur
when a regular employee loses his or her current position due
to:

(i)  alack of work; or

(i) implementation of new procedure, including but not
limited to, technological change in accordance with the
terms and conditions of this Agreement; or

(i) the transfer or other disposal of operationsin accordance
with the terms and conditions of this Agreement. It is
understood that this Clause 8.01 (a) (iii) shall only apply
when a regular employee exercises his right not to
transfer in accordance with Clause 23.03.

Layoff

A layoff for the purposes of this Agreement shall occur when a
regular employee is displaced, as defined in Clause 9.01 (a)
above, such that he or she is without work. Displacement shall
be in inverse order of seniority providedthe senior employee(s)
has the ability to perform the remaining work.  Such
displacement will be by job title, within a department at a
headquarters. Where a senior employee otherwise has the
ability to perform the work in question but is being displaced
due to not being offered a specific training opportunity that was
provided to a junior employee, the employee will be offered the
training to enable them to perform the remaining work subject
to the training being completed within a 90 calendar day
period. The training will be offered to the original displacement
only.

Established Headquarters
Established headquartersfor the purposes of this Article shall

mean the location where the employee normallyworks, reports
for work, or the locationto which he/she returns betweenjobs.
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(d) Local GeographicArea

Local Geographic Area for the purposes of this Article shall mean the
area within a 50 kilometer radius of an employee’s established
headquarters. Furthermore, distance will be determined by BC Hydro
through photogrammetry or other precise methods for determining
distance, and will be measured ‘door-to-door’, ‘headquarters-to-
headquarters’, and ‘as the crow flies’. Anomalous distances and their
designations include the following (in both directions):

Courtenay — Powell River deemed over 50 km
Duncan- Ganges deemed over 50 km
Victoria~ Ganges deemed over 50 km
Qualicum - Powell River deemed over 50 km
Campbell River — Powell River deemed over 50 km
Nanaimo - Sechelt deemed over §0 km
Mainland~ Gulf Islands/Vancouver Island deemed over 50 km

(e) Division

A division for the purposes of this Article shall mean an
organizationalunit headed by a manager reporting directly to a
Vice-president or Senior Vice-president. Powertech shall be
considered as a separate division for purposes of the
application of this Article. By way of example, the Customer
Services Managers reporting directly to the Senior Vice-
President of Customer Services shall be considered to head
separate divisions for the purposes of this Article. Similarly,
Power Supply Managers reporting directly to the Senior Vice-
President Power Supply shall be consideredto head separate
divisions for the purposes of this Article.

NOTICE OF DISPLACEMENT/LAYOFF - REGULAR EMPLOYEES

The Employer will provide the Union with at least 90 calendar days
written notice when regular employees are to be displaced. The
notice provided will include the anticipated effective date and the
number and classificationsor job titles of employeeswho may or will
be displaced.

In the event that regular employees are laid off, the Employer shall
provide such employees with written notice of layoff or pay in lieu of
such notice in accordance with the following:

6 months continuous service 2 weeks
3 years continuous service 3 weeks

and for each year of continuous service in excess of 3 years, one
additional week to a maximum of 8 weeks.
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9.03

9.04

9.05

SEVERANCE PAY - REGULAR EMPLOYEES

A regular employee whose employment is terminated in accordance
with the provisions of this Agreement, except for just cause, shall be
entitledto severance pay in accordance with the following:

(@ on completionof & months but less than 2 2 weeks;
years of continuous service

(o)  andfor each additionalyear of continuous 2 weeks to a
service equalto or greaterthan 2 years maximum  of
52 weeks.

MEETING TO REVIEW IMPACT

At the request of the Union, the Employer will meet with the Union
within 7 calendar days from the date of the request, to review the
effects of the intended displacementof any regular employees. This
review will include the identities of the regular employees whom it is
anticipatedwill or may be displaced.

PLACEMENTIN VACANT POSITIONS WITHIN THE BARGAINING
UNIT

(Also referto MOU #19 and MOU #23)

The Employer shall offer vacant positionsin their headquarters, local
geographic area and in the company - in that order - to regular
employees who are subject to displacement. Such placement in
vacant positions shall be based on ability and seniority, in that order.
In such cases the Union agrees to waive the requirementto post
such vacancies. Any offer of placement shall be limitedto an equal
or lower level job group to the job from which the employee was
displaced. Additionally, a regular employee who is subject to
displacement and who is in receipt of blue-circle salary treatment,
may be offered placement into a job group level up to and including
that at which the employee's salary is blue circled.

These employees shall be eligible for training:

(a) for the operation of new equipment and/or performing new
procedures;

(b) for qualifyingfor new jobs created by such changes;

(c) for other vacancies within the company for which they may be
qualified.

-71 -



9.06

9.07

PLACEMENTIN VACANT POSITIONSOUTSIDE THE
BARGAINING UNIT

Regular employees who are subject to layoff shall have the right to
accept or reject reassignment by the Employer to any positions or
jobs outside of the bargaining unit which may be offered to these
employees by the Employer. In the event that a regular employee
who is subject to layoff accepts such reassignment, sthe shall
continue to be subjectto the provisions of this Article for so long as
s/he hab a right of recall or a right to return to a former position in
accordance with the applicable provisions of this Article. The
seniority of such employee shall continue to accrue for all purposes
under this Agreement for so long as s/he has said rights, provided
the employee continuesto pay hisfher Union dues. Upon expiration
of the recall period or the forfeiting of recall rights, an employee
placed in a regular position with the Employer(s) shall not be entitled
to severance pay as set out in Article 8.03.

BUMPING PROCEDURE

(a) A regular employee who is subject to displacement shall have
the right to bump in accordance with this Article. Such
employee shall exercise his‘her bumping rights within his/her
division then company-wide, in that order. Employees who
exercise their bumping rights will not be required to change
their status in terms of full-time or part-time. That is, where a
'least senior' bump under Article 9.07 would require the
employeeto change their status, the ‘'least senior' bump of the
same status will also be offered. Job shares will be considered
2 PTR's for the purposes of bumping.

{b) Providing the affected regular employee has greater seniority,
the employee may bump, only within the employee's current
division, an incumbent with less seniority:

1. in the samejob, or;

2. in a previously permanently held job, or a job derived
from it as determined through the Employer's or B.C.
Hydro's job evaluation historical records, or;

3. inajob at a lower level not previously permanently held,
providedthe job is part of a "job hierarchy" as determined
by the Employer, or B.C. Hydro's Job Evaluation
department, whichever is applicable, and provided the
employee is currently employed within the "job
hierarchy",or;
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(c)

4.

in ajob at a lower level not previously permanently held,
provided the employee has the ability to perform the job.

Notwithstanding the foregoing, when an employee elects to
exercise his/her bumping rights into a job and there is more
than one incumbentin that job at a given headquarters,the
employee must bump the least senior incumbent in that job
at that headquarters. In the event the employee is denied
the bump of the least senior incumbent as outlined above,
the employee may then elect to bump the next least senior
incumbent in that job at that given headquarters. Should
subsequent bumps be denied, the above process may be
repeated at the employee's option.

Only if the affected regular employee has greater seniority and
is unable to bump into a job within his/her local geographic
area in accordance with the above, the employee may then
bump outside his/her current division and within his/her local
geographic area, the employee with the least seniority:

1.
2.

in the samejob, or;

in a previously permanently held job, or a job derived
from it as determined through the Employer's or B.C.
Hydro'sjob evaluation historical records, or;

in ajob at a lower level not previously permanently held,
provided the job is part of a "job hierarchy" as determined
by the Employer or B.C. Hydro's Job Evaluation
department, whichever is applicable, and provided the
employee is currently employed within the "job
hierarchy", or;

inajob at a lower level not previously permanently held,
provided the employee has the ability to performthe job.

Only if the affected regular employee has greater seniority, and
is unable to bump in accordance with the above, then the
employee may bump outside his/her current division, on a
"company-wide" basis, the incumbent with the least seniority:

1.

2.

Inthe samejob, or;

In a previously permanently held job, or a job derived
from it as determined through the Employer's or B.C.
Hydro's job evaluation historical records, or;

Inajob at a lower level not previously permanently held,
providedthe job is part of a "job hierarchy" as determined
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by the Employer or B.C. Hydro's Job Evaluation
department, whichever is applicable, and provided the
employee is currently employed within the "job hierarchy"
or;

4. In a job at a lower level not previously permanently held,
provided the employee has the abilityto performthe job.

For the purposes of administering the bumping process only,
where more than one regular employee is affected and elects
to bump into the same job, the employees involved shall bump
in order of seniority, untilthe bumping process is completed.

Bumping shall occur only as stated in the foregoing provisions
unless otherwise agreed by the Parties. Bumpingto a position
at the same level that has not been previously held by a
regular employee may be implemented by agreement of the
Parties.

A regular employee who is bumped under the foregoing
provisions may in turn exercise his/her seniority to bump
another employee in accordance with this Article.

Non-shift employees who exercise their bumping rights will not
be required to accept a shift position. Should a non-shift
employee refuse a shift position as per this Article, the
employee cannot then choose to bump into a shift position
within the same job at a later point in that bumping process.
For clarity, this Article does not apply to employees who are
shift employees at the time their options are made available.

An employee who is on extended leave such as WCB, Income
Continuance, Pregnancy Leave, etc. will be included in the
displacement and/or directed relocation process. The
employee will be notified of displacement and directed
relocation but will not have to exercise their options until they
are deemed fit to return to active duty. [n cases where it is
practical (e.g. education leave, pregnancy leave) the displaced
or relocated employee would be approached to participate at
the time on a voluntary basis. If there is any doubt as to the
employee's fitness (physical andlor mental), they will not be
required to participate until they are deemed fit and able to
returnto active duty.
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9.08

9.09

9.10

9.11

EMPLOYEE OPTIONS

A regular employee who is subject to displacement shall have the
right to select one of the following options. Upon written presentation
of the options, the employee shall have 3 full working days to select
an option. This time limit may be extended by the mutual agreement
of the Parties:

(a) accepttraining, if applicable; or

(by accept placement in a vacant position, either within or outside
the bargaining unit, in accordance with the provisions of this
Article; or

(c) exercise the bumping rights referred to in this Article; or

(d) accept layoff, retaining the right to recall and to severance pay
in accordance with this Agreement; or

(e) accept severance in accordance with Article 9.03 of this
Agreement.

LAYOFF

In the event that a regular employee is not trained, placed or &5
unable or declines to bump, under the terms of this Article, the
employee shall be laid off, unless such employee accepts severance
pay in full in accordance with Article 8.03 of this Agreement.

SENIORITY ACCRUAL DURING LAYOFF

In accordance with Article 6, seniority shall accrue for all purposes
under this Agreement, for the duration of a regular employee's recall
period, provided the employee is recalled to work prior to the end of
such recall period.

NO BENEFIT ENTITLEMENTDURING LAYOFF
A regular employee on layoff is not entitled to employee benefits.

RECALL PERIOD (Referto MOU #19)

The laid off regular employee's name shall be placed on a recall list
for 2 years and considered for any regular vacancy of an equal or
lower job group in accordance with Clause 8.13 below. Notice of
recall for placement interview purposes shall be made personally or
by double registered mail. Should the employee fail to respond to
the registered mail notice within 5 working days, unless such time is
extended by the Employer, the employee's name shall be dropped
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8.13

9.14

8.15

from the recalllist. A copy of such notice shall be sent to the Union.
The laid off employee is responsible for providing the appropriate
Human Resources contact with his/her current mailing address and
telephone number.

The Employer will maintain an up-to-date recall list and provide a
copy to the Union upon request. Any grievancefied with respectto
not being recalled shall be in accordance with the provisions of
Article 3 of this Agreement.

RECALL TO WORK

(@) Recallto the regularjob from which the employee was laid off
shall be made on the basis of seniority (i.e. last off, first on).

{b) Recallto other regular positions shall be limited to jobs which
are of an equal or lower job group to the job from which the
employee was last laid off. Such recall shall be made on the
basis of an employee's past record of ability and seniority.

RETURNTO FORMER POSITION

A regular employee with the highest seniority who was previously
displaced from a job shall have preference to return to his/her
originaljob in the same department if such job becomes vacant or is
re-established and if the vacancy arises within 2 years of the date of
displacement from the job. In the application of this clause, the
Union agrees to waive the requirement to bulletin.

IMPACT ON PAY RATES

(@) Where a regular employee is displaced from his/her position
and assumes a lower level position, the employee will be given
blue-circlesalary treatment.

() An employee receiving blue-circle salary treatment in
accordance with 8.15 (a) above will be granted continued
protection in the event s/he receives a promotion from the
lower level job. Continued salary protection will not be
extended to employees leaving their position for lateral
transfers or demotions.

{c)  Upon recall to his/her former job, an employee shall receive
histher former rate of pay plus any negotiated increases
applicable to the period prior to recall. Salary treatment of
recall to other positions as described in Clause 9.13(b) above
shall be made in accordancewith the following:
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0 An employee with one or more years' service in the
higher grouped job will retain his/her rate if it is not
beyond the maximum of the lower grouped job. If an
employee's rate is beyond the maximum of the lower
grouped job, the employee's rate will be reduced to
maximum.

@) An employee with less than one year's service in the
higher grouped job will assume the salary the employee
would have attained had he/she moved to the lower
grouped job on the same date he/she moved to the
higher groupedjob.

9.16 DIRECTED RELOCATION

GY

(c)

When the Employer is contemplating a directed relocation of
the established headquartersof a regular employee who is not
otherwise displaced, full consideration will be given to the
employee's family needs and preferences prior to directing
relocation.

Where there are multi-incumbentsin ajob and one or more but
not all of the incumbents are to be transferred to their job at
another headquarters, subject to operational requirementsthe
incumbent with the greatest seniority and present ability to
performthe work shall be offered the positionfirst. Inthe event
that none of the incumbents elect to fill the position, the
incumbent with the least seniority and present ability would be
directed. Inthe case of a directed relocation beyond a regular
employee's local geographic area, as defined in this Atrticle, an
employee will be accorded the options set forth in this Article.

Employees will be given not less than 90 days written notice of
a permanent directed change in established headquarters. A
copy of this notice will be forwarded to the Union.

9.17 MOVING EXPENSES

@)

Moving expenses arising with respect to any displacement
under this Article shall be paid for by the Employer in
accordance with Clause 5.12 (c) and Clause 5.12 (d).
Employees being recalled to positions in accordance with this
Article are not entitled to moving expenses.
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ARTICLE 10

BENEFIT PLANS

(Refer to MOU #9 and MOU #186)

10.01

MEDICAL COVERAGE AND EXTENDED HEALTHBENEFITS

(a) All employees except casual shall be eligible to receive the
basic medical and surgical coverage provided by the B.C.
Medical Services Act through the Medical Services Plan of

B.C.

- (b} Inaddition to the above, eligible employees as defined above

shall also be covered by an Extended Health Care Plan.

{¢) (i) Elgible new employees (except Casual and those hired
for vacation relief) are covered under the Medical
Services Plan effective the first day of the next month
following the date of employment, except when the date
of employment is the first day of the month, or first normal
working day in the month, then coverage is effective from

the first day of that month.

(iiy Eligible new employees as in (i) above are covered under

the Extended Health Care Plan effective date of hire.

(iif

=

service.

- {dy  Premiums for both plans will be paid by the Employer.
Participation in the plans is a condition of employment for all
new employees as described above; however, employees
covered by other medical plans may elect not to be covered

by the above-noted plans.

(e)  Premiums shall continue to be paid on the foregoing basis for
any subsequent compulsory basic medical, surgical and
hospital plan introduced by the Provincial or Federal
governments, unless the terms of such plans dictate

othérwise.

)] Members of the Union who retire from the Employer's service
on pension and who have completed 10 years of service may
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and Extended Health Care Plans effective the first day of
the month following 4 continuous months of service
except when the date of employment is the first day or
first normal working day in the month, then coverage is
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10.02

10.03

continue to be covered under the above plans with the
Employer paying premiums indicated in this section.

NOTE: The word "month" as used above means "calendar
month".

Notwithstanding that the renewal collective agreement will expire on
March 31, 1997, the parties are agreed that effective December 31,
1997, the existing Clause 10.01(f) will be replaced by the following:

Members of the Union who retire from the Employer's service
on pension after December 31, 1897 and who have
completed ten (10) years of service may elect to be covered
under the Extended Health Care and Medical Services
benefits plans administered for retired BC Hydro employees
with the Employer paying premiums as indicated in this
section.

GROUP LIFE INSURANCE

The Employer shall continue to provide a Group Life Insurance
program which provides coverage of 200% of annual basic earnings.
Premiums for this plan shall be paid by the Employer and dividends
will accrue to the Employer. Except for casual employees and
employees hired for temporary vacation relief enrollment is
compulsory for all employees and plan coverage is effective date of
hire. Enrollment for vacation relief employees is compulsory after 4
months' continuous service. Employees who retire from company
service after at least 10 years' service will continue with Group Life
Insurance during retirement with the premium payable and the
dividend collectible by the Employer. Immediately upon retirement
the coverage will be 50% of that in effect prior to retirement. It will
reduce annually thereafter on each anniversary of retirementby 10%
of the amount in effect prior to retirementuntil a minimum of $1,000
is reached and this latter amount shall remain in effect for the
remainder of the retired employee's lifetime.

DENTAL PLAN (Also refer to MOU #19)

All regular employees and Full-Time Temporary Employees with
greater than one year of continuous service shall be eligible for
coverage under a dental plan provided by the Employer which will
provide benefits equivalent to those offered by Medical Services
Association as of the date of signing of the Agreement in Plan A
95% effective 1 April 2001, Plan B 65% effective 1 January 1999,
and Plan C (50% co-insurance)with a limit of $2500 effective 1 April
2001 maximum lifetime benefits per person enrolled in the plan.
Enrollment and continuous coverage in the dental plan is a condition
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10.04

10.05

@)

(b)

@

of employment for eligible employees except that employees
covered by another dental plan may elect not to participate in the
company plan. Coverage commences effective the date of hire for
regular employees and following one year of continuous service for
Full Time Temporary employees. The cost of the dental plan shall be
paid by the Employer.

The parties agree that, in cases where spouses are both employed
by BC Hydro, each spouse is entitled to the benefits of the dental
plan.

ACCIDENT INSURANCE

Effective 1 January 1995, the Employer agrees to pay 100% of the
premiums for an Accident Insurance Plan for 24 hour coverage.
Subjectto the terms of the Plan, the maximum death benefit shall be
$200,000, and maximumdismemberment benefit shall be $75,000.

FLEXIBLEBENEFITSPROGRAM
Effective 1 January 1995, employees may elect to be covered by
the benefit package outlined in clauses 10.01 through 10.04
(defined as Level 2), or by benefit Level 1 or Level 3 as detailed
below.

Optional benefit levels provide the following coverage:

Level1 Level3

(a) Group Life Insurance (a) Group Life Insurance
(b) Accident Insurance (b) Accident Insurance
(¢) ExtendedHealth (c) ExtendedHealth

(d) Dental Plan (d) Dental Plan

(e) Medical Services Plan

Eligible Employees opting for Level 1 benefits shall receive a
monthly payment in an amount approximately equal to the reduced
cost of these benefits relative to the cost of Level 2 benefits. Itis
understood and agreed that an Employee shall only have the right
to opt for Level 1 benefits if the Employee can provide satisfactory
proofthat he or she is otherwise covered by Medical Services Plan.
Eligible Employees opting for Level 3 benefits shall pay, on a
monthly basis, the approximate additional cost for these benefits
relativeto the cost of Level2 benefits.

Eligible employees will initially enroll on their date of hire (or the
date they first become eligible, if later). Following the initial
enrollment, there will be an annual re-enrollment for Flexible
Benefits, Voluntary Accident Insurance and the Direct Pay Drug
Plan with changes effective on January 1 each year. At this time,
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10.06

10.07

@)

@)

eligible employees may change their Flexible Benefits by only one
level up or down from their current level.

Changes in Flexible Benefits, Voluntary Employee Accident
Insurance, Voluntary Family Accident Insurance and the Direct Pay
Drug Plan will also be allowed at other times during the year if:

(i) dependent status changes (i.e. the employee
acquires dependents or no longer has dependents),
or

(i) the employee loses MSP, extended health, or dental

coverage that was previously available through the
spouse.

An employee may only move one level up or down
during the year.

VOLUNTARY BENEFITS

In addition to the above, effective 1 January 1995 the following
Voluntary Benefits shall be available to all eligible Employees with
the full cost of such benefits paid for by the Employee on a monthly
basis:

0] Voluntary Employee Life Insurance

(i)  Voluntary Spouse's Life Insurance

(i)  Voluntary Employee Accident Insurance
(iv)  Voluntary Family Accident Insurance

v) Direct Pay Drug Plan (Level2 and 3)

DETAILSABOUT BENEFIT PLANS

Details about the benefit plans referred to in this Article are
provided in the Employer's Benefit Brochure dated November
1994. Itis understoodthat Level1, Level 3, and Voluntary Benefits
may be subject to change by the Employer. However, during the
term of the current Collective Agreement, the Employer will seek
the concurrence of the Union prior to making any changes.
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10.08

10.09

BENEFIT PLANS ON LEAVE OF ABSENCE

(@ An employee on leave of absence without pay, for reasons
other than sick leave, maternity leave or adoption and
paternity leave for a period of 15 days or more in any
calendar month is requiredto prepay the whole cost of benefit
plans as outlined in 10.01, 10.02, 10.03, 10.04, and 10.05
above in respect of that month.

(by Employeeswho are on Leave of Absence in accordance with
Article 1.05 as full-time paid officers or employees of the
Union, shall be eligible for coverage under all company
benefit plans, on condition that the Employer’s share of the
cost of such plans 5 borne either by the Union or the
Employee.

NOTE 1: Coverage in all Benefit Plans will be effective
immediately following the completion of the qualifying

period, if any.

NOTE 2: Further details on these plans are provided in the
Supplementary Information attached to this
Agreement.

BENEFITS DURING STRIKEOR LOCK OUT

The Employer agrees that in the event of any legal strike by the
Union or legal Lock Out by the Employer, the Employer shall
continue to provide existing benefit plan coverage, excluding
Pension Plan, for those employees affected, provided the Union
pays the total costs of benefit plan coverage to the Employer on or
before the regular due date. By mutual agreement between the
Parties, the Employer may pay the total cost of the benefit plan
coverage and recover these costs from those employees affected
on their return to work.
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11.01

ARTICLE 11

WORKING HOURS

The hours of work of all employees, except part-time and casual
employees (Article 1.06(b) and (d)), shift employees (Article 12.05)
and those otherwise specifically mentioned in this Agreement, shall
be as follows:

(a) Working Hours

1.

The hours of work shall be the equivalent of 35 hours
per week. This will be done by working a normal week of
5 x 7 1/2 hour days and allowing 17 days a year
Reduced Work Week Leave (RWWHL) in lieu of the 35
hour week.

Notwithstanding Article 11.01(a}1 above, full-time
regular employees may elect by 1 December of each
calendar year to take a cash payment in lieu of time off
for any of the 17 RWWL days to be earned in the
following calendar year. Since the cash payment will be
made in advance of the RWWL being earned, a pro-rata
adjustment will be made if the employee terminates
from the employer before the end of the calendar year in
which he/she receivesthe cash payment.

Full time temporary employees may elect to receive
either time or cash for RWWL days to be earned. Time
is defined as one full day off in each of the 17 bi-weekly
pay periods which do not contain a statutory holiday.
Cash is defined as 7% of gross bi-weekly earnings paid
on a bi-weekly basis.

Temporary employees cannot take RWWL days off in
advance of having earned them.

(b) Standards and Authorized Variations

1.

"Standard" means the condition specified in the
Agreement.

"Authorized Variation" means a range of alternatives
specified in the agreement, within which range a
supervisor may vary from the standard due to
operational requirements. The supervisor will provide
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employees with two weeks notice where an authorized
variation is to be used.

(i) To the extent possible, authorized variations will
be agreed to between the supervisor and the
affected employee(s). Where agreement is not
reached, the supervisor's change to an authorized
variation will not be arbitrary, discriminatory, or n
bad faith, and consideration will be given to an
employee's personal circumstances, and, where
applicable, to an equitable sharing of preferred
and unpreferred hours of work, prior to the change
being implemented. It will be the responsibility of
the employee(s) to inform their supervisor of the
impact of the proposed change to the hours of
work.

Work Day

1. 7 1/2 consecutive hours of work; exclusive of lunch
period.

Work Week

1. The standard will be Monday through Friday.

2, The authorized variation will be Monday through
Saturday for employees whose job duties include:
employee payroll processing, customer accounts,
customer telephone enquiries or credit services. All
employees of NCS are also covered by this variation.
This list may be amended by agreement of the Parties.

Starting Time

1. The standard starting time will be 08:00.

2. The authorized variationwill be a starting time between
06:00 - 10:00.

Lunch Break
1. The standard will be per current local practice.

2. The authorized variationwill be 1/2 hour or one hour.
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RWWL Application

Employeesare encouragedto take all of their RWWL days as
time off before the end of the calendar year in which it is
earned.

1.

For employees hired before July 1, 2005, a maximum of
5 RWWL days, annually, which have not been
exchanged for cash in accordance with 11.01(a)2, will
be put into the time-off bank detailed in 11.10 which
may accumulate RWWL days, without limit, and which
may be used for days off at a time which does not
conflictwith essentialdepartmental requirements.

For employees hired after July 1, 2005, RWWL days
which have not been exchangedfor cash in accordance
with 11.01(a)2, may be used for days off at a time
which does not conflict with essential departmental
requirements. RWWL days may not be banked beyond
the calendar year in which they are earned.

Prescheduling to be for 12 week periods, or multiples
thereof, with sign-up at least 2 weeks in advance; may
be varied by local mutual agreement. Unionto consider
sign-up criteria. RWWL application is dependent on
cooperation and flexibility at scheduling time.
Supervisors and staff should discuss the situation to
gain a clear understanding of the needs of both the
employee(s) and their supervisorto arrive at a mutually
acceptable schedule.

RWWL will apply only to full-time regular and full-time
temporary employees. Except for newly hired
employees and terminating employees, a person's
RWWL allowance will be earned by full-time regular
and full-time temporary employees in service during
that period.

Employees who are hired or who terminate during a
period will earn and be paid out the period's RWWL
allowance on the basis of 1/9 of that period's RWWL
allowance for each day worked during that period.

An equivalent percentage payment of RWWL will apply
to part-time regular and casual employees in
accordance with Article 1.06(b) and (d) of this
Agreement.

Employees on leave of absence without pay for a pay
period will not earn RWWL for that pay period.
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8. For those employees on sick leave, income
continuance or leave of absence, if the employee
received pay from B.C. Hydro for any part of the pay
period, he/she earnsthe RWWL day for that period.

The Parties will jointly initiate and monitor some "flextime"
experiments in agreed units of Hydro's organization,
independently of RWWL, duringthe life of the Agreement.

In cases where hours of work must be varied to obey
Provincial Fire Regulations, or Forest Management Licensee
Requirements, such work as is carried out under these
conditions shall be at straight-time for the first 7 1/2 hours.

Policies and bulletins issued by the RWWL Task Force have
been deleted and/or incorporated into the collective
agreementwhere applicable. There is no intentto change the
applicationor principles of the RWWL provisions.

Security Guards

All security guards shall have their hours scheduled in
accordance with Article 11.01(a). However, it is recognized
that an 8 hour day may be required for certain security guard
shifts. A guard working such a shift shall be paid the same
amounts as he/she would have been paid had he/she worked
the normal work day and week as in Article 11.01(a), above,
and shall bank time worked between 7 1/2 hours and 8 hours
per day which shall be taken off at straight-time rates at a
time mutually agreed between the employee and his/her
supervisor. In such cases overtime rates will apply to time
worked beyond 8 hours in any day. In addition to the
foregoing, RWWL will apply as provided in Article 11.01(a).

Meter Readers

1. Ingeneral, Meter Readers shall work a 157 1/2 hour, 21
day month, reduced, as appropriate, by RWWL, as
provided in Article 11.01(a). The working day shall
include office reportingand clerical time, travel time from
office to start of route, and shall commence at 08:00.

2. It is the intent of both Parties to this Agreement that a
157 1/2 hour month shall take care of moderate day-to-
day variations in hours of work due to scheduling
difficulties. Monthly time in excess of 157 1/2 hours is to
be paid at overtime rates or on the basis of time off
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according to Article 11.02. Daily and hourly rates shall
be calculated on the basis of 7 1/2 hours per day.

Service Centre

Employees in this section shall work a 37 1/2 hour week and
not more than an 8 hour day. The provisions contained in this
clause may be modified within the limits of any plan for
scheduling the work of the employees over periods of time
which shall be approved by the Union and the Service Centre
Supervisor. In addition the provisions of Article 11.01(a),
above, shall apply.

OVERTIME PAYMENTS

@

(b)

(d)

This clause applies to all employees except shift work
employees and employees subject to flexible hours.

All time worked in excess of the hours stated in the preceding
clauses of this section shall be paid for at the rate of double
time (200%). All time worked on annual vacations shall be
paid on the same basis plus regular salary. All time worked on
statutory holidays or on scheduled days off in lieu of statutory
holidays shall be at overtime rates plus regular salary, except
as provided in Article 13.01{e) of this Agreement. All time
worked on Saturdays, Sundays and Statutory Holidayswill be
paid at double time rates.

NotwithstandingAtrticle 11.02(b), all time worked and/or travel
associated with employee training shall be paid at straight
time. It is understood that this clause does not apply to
employees conducting the training.

Overtime Banking (Non-shiftWork Employees)

Employees may transfer to the time off bank defined in Article
11.10 up to 100% of monies earned for working overtime, to
be either taken as time off in lieu of wages or paid out, no later
than September 30 in the year following the calendar year in
which it is earned. Overtime shall be credited to the bank in
hours. Overtime banked prior to July 1, 2005 may be
maintained in the time off bank.

FLEXIBLE HOURS OF WORK

@)

An employee whose job duties include: making presentations
regarding the promotion of safety; representing the Employer
at home improvement shows (including the PNE), trade
shows, trade and contractor association meetings, and
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(9)

shopping centre displays; and making speeches to
organizations such as service clubs, may be required to work
flexible hours as defined below in order to attend such events.

Employees engaged in such work (as defined in 11.03(a)
above) will not be required to work more than a maximum of
10 weekends per year under the flexible hours provision.

For purposes of this clause, and subject to the provisions of
Article 11.01(a)1 and 2, the flexible work period shall be 37.5
hours consisting of a maximum of & consecutive days,
Monday through Sunday. Time worked on scheduled days off
will be compensated at double time rates.

A work day of any consecutive 7.5 hours, exclusive of lunch
period, may be scheduled between 06:00 and 22:00 at
straight-time rates. Time worked in excess of 7.5 hours per
day will be compensated at overtime rates.

The Employer will provide as much advance notice as
possible of a requirement to work flexible hours. Work
scheduled under this clause will not interfere with scheduled
annual vacation.

Where an employee subject to flexible hours works more than
7.6 hours per day, meal entitlements will be in accordance
with Article 11.04.

Where the majority of working hours fall outside the hours of
08:00-16:30, a premium of 1/2 hour at straight time will be
paid. This premium will not apply to time worked on
scheduled days off, annual vacations, statutory holidays, or
scheduled days off in lieu of statutory holidays.

All time worked on annual vacations shall be paid at overtime
rates plus regular salary. All time worked on statutory holidays
or on scheduled days off in'lieu of statutory holidays will be
paid at double time rates plus regular salary, except as
providedin Article 13.01 (e).

OVERTIME, TRAVEL TIME PAYMENTSAND MEAL
INTERMISSIONS

@

If an employee is scheduled to work prior to his/her normal
working hours and at his’her normal work location, traveling
time will not apply.
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If an employee is required to work overtime beyond his/her
normal working day at his‘her normal headquarters, no
traveling time will be paid.

An employee called to work during off-scheduled hours or on
a normal day off shall be paid at overtime rates.

All overtime worked between the hours of 00:00 and his/her
normal starting time shall be paid for at 200% of straight-time
rates.

Notwithstanding the provisions of Clause 11.04(i), a call-out
occurring within a period of 4 hours prior to the
commencement of the employee's regular working day or shift
will nevertheless require the employee to report at his/her
regular hour and be paid at straight-time rates for his/her full
regular shift.

Where an employee is required to work less than 2 hours
beyond histher regular shift, a 1/2 hour unpaid meal period
will be allowed.

An employee will be paid for a 1/2 hour meal period at the
prevailing overtime rates, and the Employer will provide a
meal or reimburse the employee for reasonable meal
expenses incurred:

1. where the actual overtime worked, exclusive of any
meal period, is 2 hours or longer before or after the
regular day or shift;

2. where an employee is called in and works 4 hours
overtime;

3. where an employee is required to work 4 hours
overtime beyond an overtime meal period already
taken. Where this overtime follows a regular shift the
first meal period regardless of when it is actually taken,
will be considered to have been taken immediately
afterthe regular shift.

4. where an employee misses a paid meal period to
which the employee is entitled, he/she shall
nevertheless be paid at the prevailing rate for such
missed meal period in additionto all time worked.

Where work is pre-scheduled for normal days off and
employees have been notified on the previous working day
and work is to commence within 2 hours of the normal starting
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time, the employer will not be required to provide lunch or pay
for mealtime if taken.

An employee who has worked overtime shall return to work,
after 8 hours' rest, but only if the employee can do so by the
mid-point of his/her regular shift unless he/she will report
earlier by mutual agreement. Whether or not the employee
does report to work, the employee shall neverthelessbe paid
for the regular shift following the overtime at histher normal
straight-time rate. However, if his/her overtime finished at or
before 8 hours prior to the mid-point of his/her regular shift on
the day in question, the employee must return to work by the
mid-point of his‘her regular shift in order to qualify for full pay
for his/her regular shift. An employee who is called in and
reports to work before the expiration of his/her 8 hours
absence shall receive double time (200%) payment for those
hours which coincide with the working hours of hisfher normal
shift, plus his/her regular salary for the day.

Where an employee is required to work unscheduled
overtime, the Employer will, on request of the employee, pay
reasonable costs for alternative transportation home under
the following conditions:

1. Provided that normal means of transportation is not
available.
2. Where employees are parties in car pool

arrangements, "normal means of transportation" shall
be deemed to include car pools.

3. For purposes of this clause, "unscheduled overtime" is
defined as that overtime occurring where an employee
is notified by his/her supervisor during his/her
scheduled shift that the employee will be required to
continue working beyondthe scheduled quittingtime.

REPORTINGAT LOCATIONS OTHER THAN ESTABLISHED
HEADQUARTERS

If an Employeeis requiredto report for histher regular day's work at
a location other than his/her established headquarters, traveling
time at the appropriate rate will be paid to and from that location,
less the amount of time normally taken by the Employeeto travel to
and from his/her established headquarters. Mutually acceptable
arrangements will be made with respect to travel arrangementsand
allowances, but no such arrangementwill reduce any entitlement of
the Employee under this Collective Agreement.
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MINIMUM PAID PERIODS

@

(b)

If an employee is required to remain at the work place to work
overtime, the employee will be paid for a minimum of 1/2
hour. Time worked beyond the first 1/2 hour of overtime will
be recorded to the next higher quarter (114) hour. The
applicable clause may be invoked with respect to meal
intermissions, If the employee is requiredto return to his/her
normal work location, aside from a normal meal intermission,
or if the employee is required to perform overtime work at
another location, a 2 hour minimum will apply, plus whatever
traveling time is applicable. An employee scheduled to work
on his/her scheduled day off (e.g. RWWL day) will be paid for
a minimum of 4 hours at overtime rates, but will not be paid
for time spent in traveling to and from his/her normal work
location.

An employee called to work during off-scheduled hours or on
a normal day off shall be paid at overtime rates for a minimum
of 2 hours beginning at the time the employee leaves his/her
residence. One-half hour at the prevailing rate shall be
allowed an employee to reach his/her living quarters on
completion of a call-out irrespective of the amount of time
actually worked. When call-outs run into a normal shift the
minimum call-out provisionwill not apply.

PREMIUM PAYMENTS

(a)

(b)

(©

An employee who is required to work or travel underground
shall be paid a premium of 10% of his/her prevailing rate for
actual time involved. The premium rate will cease to apply
when the actual site of work in a tunnel or underground
cavern has been completedto its final underground structural
condition, e.g. natural rock; natural rock with gunite; natural
rock with bolts; gunite, steel supports or concrete lining, in any
combination or proportion. A vertical shaft will be considered
an underground structure.

An employee who works underground during a half shift will
be paid the underground premium for that half shift, and an
employee who works at least 6 hours underground in a day
will receive the underground premium for all time worked on
that shift, including any overtime.

Where the underground premium is paid and an employee is
required to work underground for a majority of the time and
during both halves of any one shift the lunch period for that
shift will be paidfor at straight-time rates.
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Where an employee is required to work on transmission
towers at a height above ground of more than 24 meters (80
feet) the employee will receive a straight-time premium for
such actual time worked only.

A high time premium of 10% of regular pay will be paid when
an employee is actually working on staging and scaffolding, or
where the employee is supported by a safety belt or rope, at
heights of 8 meters (30 feet) or more above a fixed platform,
safety net, or natural ground surface. This clause is applicable
to work under bridges when the above conditions apply. The
minimum premium payable will be that for one hour.

Helicopter Premiums

1. Life insurance of not less than $150,000.00 shall be
provided for employees working in or under or traveling
in helicopters.

2. Employees who are actually engaged in working in or
under helicoptersshall be paid a premium of 25% over
and above their base or floor rate, whichever is the
greater.

3. A helicopter premium of 25% of regular pay will be paid
when an employee is traveling with another employee
in receiptof a helicopter premium.

Training Premium Pay

In classroom training situations, where an employee who does
not have responsibility for conducting training as part of their
defined job duties is assigned to conduct such training, they
shall be paid a premium of 5% of their normal hourly rate for
all time spent in instruction.

Where an employee is required to work under conditions not
specified in this Agreementwhich the Union considers merits
premium pay, an appropriate premium will be determined by
agreement between the Parties, and if no agreement is
reached, the matter can be handled under the grievance
procedure.

For reference to Provincial Fire Regulations or Forest
Management Licensee Requirements see Article 11.01(j).
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(@)

(b)

(¢

An employee scheduled on standby, whether or not the
employee carries a pocket pager, will be paid 2 hours at
straight-time for the 24 hour period commencing daily at
08:00 Monday to Thursday, inclusive, 3 hours at straight-time
for the 24 hour period commencing at 08:00 Friday, and 4
hours at straight-time for the 24 hour period commencing at
08:00 on a Saturday, Sunday or statutory holiday.

Where possible standby will be signed up on a voluntary
basis with schedules posted at least 96 hours in advance.
Should an employee be given less than 96 hours' notice of
standby duty, the employee will be under no compulsion to
accept such duty.

No employee will be compelled to accept standby on 2
consecutiveweekends or on 2 consecutive holiday weekends.

11.09 TELEPHONE CONSULTATION

@)

Where an employee is consulted by a supervisor Or the
supervisor's delegate by telephone outside of the employee's
normal hours of work concerning a problem of work, a
telephone consultation premiumwill be paid as follows:

1. Pay per telephone consultation equivalent to 1/2 hour
or the length of the call, whichever is greater, at
overtime rates, for calls prior to 23:00, and one hour's
pay at double time (200%) for calls between 23:00 and
07:00, except as indicated in 2. below.

2. If a second or successive telephone consultation takes
place within 1/2 hour of the end of a preceding call, it
will be construed as being part of the preceding call
and therefore not be paid unless the combined time
exceeds the minimum paid periodin 1. above.

3. The telephone consultation premiumwill not be paid if
an employeeis on standby duty.

11.10 TIME OFF BANK (Refer to MOU #50)

@)

Banked RWWL days, banked overtime,and unusedA.V. from
previous years entitlementshall be maintainedin a single time
off bank, subject to articles 11.01(g)2, and 11.02(d) or
12.05(0).

-03 -



©

{d)

Time may be banked without limit. Time off at the employee's
request must be taken at a time mutually agreed upon with the
employee's supervisor, and is subject to essential
departmental requirements. Such agreement will not be
unreasonably withheld by the Employer.

The time off bank may only be paid out in cash due to
exceptional circumstances upon application by the Employee
when approved by a senior manager, or upon termination. In
such cases, the time bank shall be withdrawn at the
employee's base rate in effect on the day priorto payout.

An employee on a recall list may access the cash pay-out

under Clause 11.10(c) at the time he/she is placed on the
recalllist and at 8 month intervals thereafter.
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ARTICLE 12

SHIFT WORK

(Refer to MOUs #20, #49, #51)

12.01

12.02

12.03

12.04

For shift work clauses effective prior to 1 January 1882, refer to
previous collective agreement.

The Employer's various operations have required and may continue
to require shift work.

@)

(b)

)

The Employer will provide the Union and affected
employees with 3 months' notice prior to introducing new
shift requirements in a work area (i.e. a shift that is not
currently in use in the work area or that has not been used in
the work area in the preceding 12 months) This will include
work areas that already have shift requirements. This notice
period is required even if the new shift is added during the
course of the normal shift sign-up.

The Employer will provide the Union and affected
employees with 3 months' notice if there is a required
change to a full-time employee's shift due to operational
reasons If such notice is not given for a required shift
change, then the full-time employee will attract overtime
wages for the hours worked outside their normal shift
schedule untilthe required notice period is satisfied

For clarity, the notice period outlined above is not required
when canceling an already existing full-time shift (i.e. the
shift is no longer required in the work area) so long as the
cancellation occurs during the course of the normal shift
sign-up. If the cancellation occurs at a time other than
normal shift sign-up, paragraph (b} will apply.

For further clarity, a notice period is not required when
simply shifting the number of employees required on
currently existing shifts so long as this change to the
employee complement occurs during the course of the
normal shift sign-up. For example, a change may occur to a
full time regular employee's shift from the last shift schedule
due to the required employee complement being changed.
This is to be expected during the course of normal shift sign-
up and would therefore not require notice.

Should an employee's position become a shift position, the employee
will have the option to either:
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(@)  accept the shift position, or

(by  decline the shift position. In the latter event, the shift vacancy
will be filled in accordance with the provisions of Article 7.10;
the employee who has declined the shift position will continue
to work regular days and hours, subject to departmental
requirements, or will be treated in accordance with the
provisionsof Article 9.

With the exception of Service Centre employees, where employees
work shifts, they shall be governed by the following conditions:

(@ Working Hours

1. 0} The hours of work of all FTR and FTT shift employees
shall be the equivalent of 35 hours per week. This will
be done by allowing 17 days a year reduced work week
leave in lieu of the 35 hour week. An RWWL day will
be earned in each of the 17 biweekly pay periods
which do not contain a statutory holiday.

(i) The hours of work for all PTR shift employees shall be
in accordance with Article 1.06(b) and MoU #71.

(ify  The hours of work for all casual employees who work
shift work shall be in accordance with Article 1.06(d)
and Mol #71.

2. Notwithstanding Article 12.05(a)1 above, full-time
regular employees may elect by 1 December of each
calendar year to take a cash payment in lieu of time off
for any of the 17 RWWL days to be earned in the
following calendar year. Since the cash paymentwill be
made in advance of the RWWL being earned, a pro-rata
adjustment will be made if the employee terminates
from the employer before the end of the calendaryear in
which he/she receives the cash payment.

3. Full time temporary employees may elect to receive
either time or cash for RWWL days to be earned. Time
is defined as one full day off in each of the 17 bi-weekly
pay periods which do not contain a statutory holiday.
Cash is defined as 7% of gross bi-weekly earnings paid
on a bi-weekly basis.

4.  Notwithstanding the provisions outlined in Articles
11.01(g)1 and Article 11.01(g})2, itis intendedthat where
RWWL. days are available to be taken as time off they
will normally be scheduled to allow shift employees one
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full day off in each 3 week period excluding the last
week of the calendar year.

Work Day

Any consecutive 7 1/2 hours of work, exclusive of lunch
period, in a 24 hour period.

1

Work Week

Any consecutive § days of work out of 7 consecutive calendar
days. The remaining 2 days will be scheduled as days off in
lieu of Saturdays and Sundays.

Statutory Holidays

In recognition that statutory holidays may be scheduled work
days for shift workers, employees will be scheduled off for 11
days in lieu of statutory holidays. These days off in lieu of
statutory holidays shall normally be scheduled in the pay
period in which the statutory holidayfalls.

Premium Pay

Premium pay for shift workers as outlined in this Article, who
are required to work on Sundays and statutory holidays, shall
be paid at time and one-half (150%) for those days, except as
providedin Article 12.05(f)2.

Shift Premiums (Except NCS)

1. For the purposes of calculation of shift premiums, the
day shift is defined as 08:00 to 16:30 and the basis of
paymentis as follows:

0] Shiftworkers shall be paid a shift premium equal
to 6.7% of the average hourly rate for all hours
of a specific shift that fall outside the day shift
except that a shift premium equal to 10% of the
average hourly rate shall be paid for all hours
worked between 00:00 and 08:30.

(i)  Where less than a majority of the hours of a
specific shift fall within the period of 00:00 and
08:00, the period from the start of the shift to
06:30 attractsthe 10% premium and the period
from 06:30 to 08:00 attracts the 8.7% premium.

-97 -



(i)  Where a majority of the hours of a specific shift
fall outside of the day shift, premium
entitliement(s) shall apply to all hours.

(iv) Where a majority of the hours of a specific shift
fall within the period 00:00 to 08:00, the portion
of the shift between 00:00 and 06:30 attracts the
10% premium and the remainder of the shift
attracts the 6.7% premium.

V) For the purposes of this Article, average hourly
rate is calculated on the basis of the average
monthly salary of all COPE-affiliated employees
as at 1 April of each year, converted to hourly
rate in accordance with the formula contained in
Article 4.01,

2. NCS Shift Premiums

) For the purpose of calculating shift premiums,
shifts are defined as:

(@) Day Shift 08:00 - 16:30
(b) Evening Shift 16:15 - 00:15
(<) Night Shift 00:00 - 08:00

(i) The following premiums will be paid where the
majority of hours fall within a shift other than
day shift or where the shift falls on a Sunday or
Statutory Holiday:

(@ Evening and night shifts Monday to Friday
- one hour at straight-timerates;

(b) Evening and night shifts Saturday - 2
hours at straight-timerates;

(c)  Sundays and statutory holidays - all shifts
- 4 hours at straight-timerates.

(iiy  Except for day shift (as defined above), where the
majority of hours of a shift fall within day shift the
following premiumswill be paid.

(@ Monday through Friday: 1/2 hours at
straight time

(b) Saturday: one hour at straighttime
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Lunch Periods

The lunch period will be taken as close as possible to mid-
shift but may be varied or staggered for different employees
from one hour before to one hour after the middle of the shift
accordingto the needs of the work in progress.

Overtime Payments-ShiftWorkers

1. All time worked in excess of the hours stated in (b)
above shall be paid for at the rate of double time
(200%). All time worked on annual vacations shall be
paid on the same basis plus regular salary. All overtime
worked on scheduled days off in lieu of Saturdays,
Sundays and Statutory Holidays shall be paid at 200%.

2. Notwithstanding the provisions of Article 11.04(d), shift
workers who work overtime between the start time of
the scheduled shift and 8 hours prior to the start of the
scheduled shift shall be paid at 200% of straight time
rates for those hours.

3 Notwithstanding Article 12.05(h)1 and 12.05(h)2, all
time worked and/or travel associated with employee
training shall be paid at straight time. It is understood
that this clause does not apply to the employees
conducting the training.

Overtime Banking

Employees may transfer to the time off bank defined in Article
11.10 up to 100% of monies earned for working overtime, to
be either taken as time off in lieu of wages or paid out, no later
than September 30 in the year following the calendar year in
which it is earned. Overtime shall be credited to the bank in
hours, Overtime banked prior to July 1, 2005 may be
maintained in the time off bank.

Sign-Ups

1. A majority of any group of shift workers may elect to
have a sign-up on a seniority basis to establish choice
of shifts, location and days off. Periods of the sign-up
shall be 51 weeks or 24 weeks or more frequently by
mutual agreement, provided that the period shall be a
multiple of 3 weeks.

2. Seniority for shift sign-up shall be as defined in Article
8 or by criteria determined by a simple majority f the
group concerned subject to approval by the Employer
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and the Union. Once established, seniority criteria may
not be changed except by a two-thirds majority vote of
the group concerned. The seniority list will be posted in
conjunction with the sign-up. For all other purposes of
this Agreement, seniority shall be established in
Article 6.

(k) Notice Of Relief

1.

To provide relief coverage for unscheduled leaves of
absence due to sickness, accidents, or exceptional
circumstances (e.g. public announcements, major
storm damage, public emergencies, etc.), the Employer
will, where practical, request an employee on a
'seniority down' basis to temporarily change histher
shift. Where no employee voluntarily accepts such a
shift change, the Employer will direct an employee to
change his/her shift on a 'seniority up' basis. When
shift employees' scheduled shifts are changed, 2
calendar days' notice will be provided. If less notice is
given, up to the first two of the changed shifts,
occurring consecutively, shall be at double time rates
as follows:

0] 48 hours' notice - no penalty;
(i 24 hours' notice - 1 shift at double time;

(iiiy Less than 24 hours' notice - two shifts at
doubletime.

Shift changes incurred by relief employees who are

designated as such or shift changes requested by the
employee will not be subjectto overtime penalties.
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ARTICLE 13

STATUTORY HOLIDAYS

For the purposes of this Agreement, the following is
acknowledgedas statutory holidays:

New Year's Day Labour Day

Good Friday Thanksgiving Day
Easter Monday Remembrance Day
Victoria Day Christmas Day
Canada Day Boxing Day

B.C. Day

or days in lieu of these listed holidays and any other public
holiday gazetted, declared or proclaimed by the Federal
Government or the Government of the Province of British
Columbia.

Shift workers shall receive an equivalent number of days off in
accordancewith the conditions set out in Article 12.

When a statutory holiday falls on a Saturday or a Sunday and
another day is not proclaimed in lieu thereof in accordance
with paragraph(a), a day off in lieu thereof will be given on the
last working day immediately preceding Or the first working
day immediately following the weekend on which the statutory
holiday or holidays fall. The day off in lieu will be chosen by
the Employerand taken by employees either individually or in
groups at the Employer's discretion.

An employee will receive normal straight-time pay for these
days (or any day in lieu thereof granted under Clause (¢)
above) provided that on the working day immediately before
and on the working day immediately following the holiday the
employee was at work, or on sick leave (excluding an income
continuance period), or on annual vacation, or on RWWL or
on approved leave of absence not exceeding 10 working
days.

Employees who are required to work on a day designated in
lieu of a statutory holiday or holidays as provided in (¢} above
shall be notified by the Employer of such requirementto work
not lessthan 14 days prior thereto, and in such event shall be
paid at straight-time rates and shall have their day in lieu
rescheduled as in (c) above providing such rescheduled day
shall be consecutive with the weekend on which the statutory
holiday or holidays fall. In the event of notification by the
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Employer of less than 14 days prior thereto, an employee who
works on a designated day in lieu will be paid at overtime
rates for all time worked plus regular salary for the day, and
shall not be entitled to another day off in lieu thereof.
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ARTICLE 14

VACATIONS AND LEAVES OF ABSENCE

(Refer to MOU #39)

14.01

14.02

14.03

Vacation periods and leaves of absence shall not conflict with
essential departmental requirements.

YEAR-OF-HIRE VACATION ENTITLEMENT

@)

Employees hired between 01-01 and 05-31 inclusive and who
complete 8 months' continuous service inthe calendaryear of
hire may take 5 days' vacation with pay in the calendar year
of hire which, if taken, shall be deducted from their
entitlementin their first anniversary year.

ANNUAL VACATION ENTITLEMENTS

@)

An employee shall EARN his/her annual vacation entitlement
for any calendar year only when the employee reaches
his/her anniversary, although the employee may TAKE his/her
annual vacation anytime during that calendar year.
Employees are encouraged to take all of their annual vacation
entitiement as time off before the end of the calendar year in
which it is earned. Annual vacation entitlements with pay
shall be as follows:

1. Employees who terminate prior to their first anniversary
date will receive vacation pay at the rate of 6% of gross
earnings less any pay actually received for vacation
taken.

2. Vacation Entitlements
[0) Inthe calendar year of:

*4*t_ 5" anniversary - 15 days
g™ - 8™ anniversary- 16 days
9™ - 16" anniversary - 20 days

17" - 24" anniversary- 25 days

25" and later anniversary - 30 days
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An employee shall not take a vacation in his/her first
anniversary year until the employee has completed 6
months continuous service nor until the employee has
completed 12 months continuous service if he/she has
taken a year-of-hire vacation.

1. Part Time Regular employees shall be entitled to leave
of absence without pay in lieu of and in an amount
equal to annual vacation entitlement.

2. Annual vacation entitlement anniversary milestones (as

set out in Article 14.03 (a) 2) for Part Time Regular
employees shall be pro-rated on the basis of time
worked according to service.

3. The annual vacation entitlementfor Part Time Regular
employees who gain FTR status shall be governed by
Articles 14.02 and 14.03 with respectto establishingan
anniversary date for paid annual vacation and the
taking of paid annual vacation the first year after
obtaining FTR status. During the calendar year in
which the employee obtains full time regular status it is
understood that the employee's entitlement as set out
in 14.03 (b} 1 above shall apply.

14.04 PAYMENTOF VACATIONS

(a)

()

()

Payment for vacations will be made at an employee's rate of
pay-At the time the vacation is taken or, depending upon
his/her vacation entitlements, at the rate of 6%, 6.4%, 8%,
10% or 12% of histher previous year's earnings, whichever is
the greater. Adjustments arising out of the percentage
application will be made after the employee has completed
his/her vacation for the calendar year, and will be calculated

using onlv regular earninas. time bank usage or cashout. and
overtime. Notwithstandingthe foregoing, deferred and banked
vacations will be paid at the employee's rate of pay at the time
the vacation is taken.

An employee in service prior to 1972, upon termination of
service, will receive pay in lieu of any outstanding vacation
earned in the previous calendar year (or the percentage
equivalent, if greater) plus the applicable percentage on
earnings in the current year to the date of termination.

IPEC employeeswho transferredto Hydro 1973-10-01 or later
and who had been in service with IPEC prior to 1967, upon
termination of service, will receive pay in lieu of any
outstanding vacation earned in the previous calendar year (or
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(d)

the percentage equivalent, if greater) plus the applicable
percentage on earnings in the current year to the date of
termination.

An employee hired in 1972 or later, upon termination of
service, will receive final vacation pay prorated to his/her
anniversary date. IPEC employees who transferred to Hydro
1973-10-01 or later and who had been hired by IPEC in 1967
or later, upon termination of service, will receive final vacation
pay proratedto his/her anniversary date.

14.05 PAST SERVICE CREDITS

All employees in or re-entering the Employer's service up to
1971-12-31, who have had previous service with the
Employer will receive credit for past service in the
determinationof vacation entitlementas described in a Letter
of Understanding dated 1968-08-25 (see Memorandum of
Understanding # 42). All employees re-entering the
Employer's service on or after 1972-01-01 will receive credit
for past service in determining their vacation entitlements
after completing one full calendar year after re-entry.

14.06 BROKEN VACATIONS

@)

Vacations may be taken in broken periods but normally at

least 2 weeks of the year's entitlement must be taken as a
continuous period. Employees shall select their vacation
periods in order of seniority as defined in this Agreement.
However, only one vacation period shall be selected by
seniority until all employees in the signing group have
selected one period. Subsequently, all employees in the
signing group who have chosen to take their vacation in
broken periods shall select in order of seniority for a second
vacation period and again for subsequent periods until all
periods are chosen.

An employee shall sign up for vacation within their regular
signing group by seniority except that:

An employee who has a temporary assignment in an
area outside of the employee's regular signing group
prior to vacation sign-up and where the employee
selection is during the period of such temporary
assignment, the employee shall select their vacation
periods in order of seniority within the signing group in
the area of the temporary assignment.
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14.07

14.08

14.09

14.10

2. An employee whose vacation period has already been
selected and approved within a signing group shall
continue to receive their selected vacation period if they
are subsequently directed by management to work
outside of that signing group.

3. Where the employee has bid into a temporary
assignment outside of their signing group or has
otherwise voluntarily taken a temporary assignment
outside of their signing group, the manager will make
reasonable efforts to accommodate the employee's
selected vacation period having regard to operational
needs.

BANKINGVACATIONS

(@) Employeeswith § years or more of service will be permittedto
bank up to one week of vacation and take it in the following
year or later.

STATUTORY HOLIDAYS DURING VACATIONS AND LEAVE OF
ABSENCE

An employee will be granted one extra day's vacation with pay for
each statutory or company-observed holiday falling in his/her paid
vacation period, or falling within any leave of absence period not
exceeding 10 working days.

RELIEVING ON HIGHER-GROUPEDJOB

If an employee is relieving on a higher-groupedjob at the time the
employee goes on vacation, and his/her promotion involves salary
adjustment, his’her annual vacation will be paid at the higher rate if it
is both preceded and followed by working time on the higher job and
if there is a minimum of 20 working days at the relief level. However,
if an employee is required to postpone his/her period of annual
vacation in order to carry out the duties of a higher-paid position for
an uninterrupted period of a temporary transfer, and must therefore
take his/her annual vacation at some other less convenient time, the
employee shall nevertheless qualify for the higher rate for vacations
as set out in the paragraphimmediately preceding.

PRORATION OF ANNUAL VACATION ENTITLEMENT

(@) Absences due to AV. Time Off Bank, WCB, RWWL,
preanangcy leave, parental leave and adontion leave.
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14.11

(©)

Absences due to A.V. Time Off Bank, WCB, RWWL,

pregnancy leave, parental leave and adoption leave will not
reduce subsequent vacation entitlements.

Absences due to sick leave and income continuance

In any case, where an accumulation of such absences
exceed 6 calendar months in a calendar year, vacation
entitlement in the following calendar year will be reduced by
one-sixth (1/6) for each full month of absence in excess of 6
months.

Absences other than in (a) and (b) above.

Where an accumulationof such absences exceed 3 calendar
months in any calendar year, annual vacation in the following
calendar year will be reduced by 1/8 for each full month of
absence in excess of 3 months.

LEAVE OF ABSENCE

(@)

(b)

(c)

()

Employees who have completed 3 or more years of service
with the Employer may apply for and where practical receive
leave of absence without pay to be taken in unbroken
sequence.

Employees who have completed 5 or more years of service
with the Employer shall receive 0n request up to 5 scheduled
working days a year without pay to be taken in unbroken
sequence.

In addition to the provision of paragraph (b) above, and
subject to departmental requirements, employees who have
completed 10 or more years of service with the Employer
shall receive on request up to & extra scheduled working days
a year without pay to be taken in unbroken sequence.

Leave of absence with pay shall be granted for the following,
in accordance with conditions outlined in B.C. Hydro
Corporate Policy Statement 09.4.02 dated 01 June 1993. In
the event the Employer modifies this policy, it is agreed that
the conditions which apply to COPE affiliated employees will
not be diminished during the term of the current Agreement.

1. Canadian Armed Forces (Reserve) Training;

2. Jury Duty/Subpoenaed Witness Duty (except where the
employee is involved as a plaintiffor a defendant);

3. Conscription to Fight Forest Fires;
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Voluntary Rescue and Emergency Work;

Leavefor Legitimate Personal Reasons;

Leave for Municipal Council or School Board Meetings;
and

Leave for Interprovincialand International Sports Events.

N oo

(e) Educationleave- refer to Article 20.

(9 The Employer shall grant, on written request, leave of
absence without pay:

(i) for Employees to seek election in a Municipal, Provincial,
or Federalelection for a maximum period of 90 days;

(i) for Employees elected to a public office for a maximum
period of § years. This time period may be extended by
mutual agreement between the Employer and the Union,
such extensions shall not be unreasonably denied by
either Party.

(@ Once an Employee has commenced an approved leave of
absence under Article 14.11 through Article 14.18 inclusive,
such Employee shall not be called back to work by the
Employer, without the consent of the Employee. If an
Employee agrees to a call back to work by the Employer after
the Employee has commenced an approved leave of
absence, the Employer shall reimburse the Employee for any
direct costs incurred by the Employee as a result of any such
call back, and the Employee's remaining leave of absence
shall, at the option of the Employee, be rescheduledto a time
mutuallyacceptableto the Employerand the Employee.

(h)  Upon completion of any leave of absence granted pursuant to
this Article, the Employee shall be returned to the job and
work location he or she held immediately prior to
commencement of the leave provided the job still exists. If the
job no longer exists, a regular Employee shall be subject to
displacement or layoff in accordance with Article 8.

14.12 PREGNANCY LEAVE

(a) Pregnant employees are entitled upon request to unpaid
Pregnancy Leave of no less than 17 consecutive weeks in
accordance with the Employment Standards Act.

) In order to be eligible for a leave of absence, a pregnant
employee shall have a medical certificate completed by her
physician and sent to the Employer's Director of Health
Services as soon as the condition is known.
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(c)

()

U]

)

Employees will notify the Employer at least 3 weeks in
advance of the date on which the employee intends to begin
her leave of absence. An employee may alter, but only once,
the date of commencement of her leave of absence by
providing written notice to the Employer no later than 2 weeks
prior to the date she originally wished to commence her leave
of absence. Absences due to pregnancy related medical
complications shall be covered by sick leave provisionsbefore
and after the pregnancy leave of absence provided that the
employee is not eligible for El (Employment Insurance) sick
leave benefits. The granting of sick leave provisions in such
cases must be medically supported and approved by the
Employer's Manager of Health Services.

If the employee is eligible for El sick leave benefits, the
employee may supplement those benefits using her sick
leave entitlement.

There will be no payment of sick leave provisions during the
pregnancy leave period.

Once the employee has commenced her leave of absence,
she will not be permitted to return to work during the 6 week
period following the date of delivery unless the employee
requests a shorter period.

The request to return prior to 6 weeks following the date of
delivery must be given in writing to the employer at least one
week before the date that the employee indicates she intends
to returnto work and the employee must furnish the employer
with a certificate of a medical practitioner stating that the
employeeis able to resume work.

Employees desiring to return to regular employment following
pregnancy leave shall notify the Employer at least 30 days
prior to the desired date of return, or 30 days prior to the
expiry date of the pregnancy leave.

When an employee on pregnancy and/or parental leave fails
to notify the Employer of her desire to return to work in
accordance with (6) above, Or when an employee fails to
return to work after giving notice, the employee's supervisor
may elect to fill the resulting job vacancy without bulletining
the job by:

1. promotion of another employee from within the
department or;
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14.13

2. changing the status of the temporary employees who
relievedthe employee on preghancy leave.

The Employer will continue to pay the employer's portion of
the employee’s benefit premiums while the employee is on
pregnancy leave.

Effective March 31, 2002, employees on pregnancy leave are
eligible for a “top-up” of their El (Employment Insurance)
benefits payment on the same basis as the top-up policy
applicableto M&P employees.

POST-PREGNANCY LEAVE BULLETINING RIGHTS

@

©

A regular employee who terminates by not returning to work,
in accordance with Article 14.12, may obtain the right to apply
for job bulletins.

In order to qualify for the right to apply for job bulletins, the
employee must advise the Employer of her resignation not
later than 12 weeks from the commencement of the leave of
absence as per 14.12(a). The Employer may then proceedto
fill the resultantjob vacancy on a permanent basis.

The right to apply for job bulletins will be in effect for 2 years
from the date the employee is terminated. Seniority will
continue to accrue during this period. The employee must be
available to return to work within 30 days of notification of
being the successful applicant in a job competition.
Otherwise, the supervisor may consider her to have
withdrawn from the competition.
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14.14 PARENTAL LEAVE

(@)

(b)

(©

(d)

(€)

U

Employees who have taken Pregnancy Leave in relation to
the birth of the child or children with respect to whom parental
leave under this article is requested are entitled, upon request,
to unpaid Parental Leave of no less than 35 consecutive
weeks, to be taken immediately following the end of
Pregnancy Leave, in accordance with the Employment
Standards Act.

Employees who have not taken Pregnancy Leave in relation
to the birth of the child or children with respect to whom
parental leave under this article is requested are entitled, upon
request, to unpaid Parental Leave of no less than 37
consecutive weeks beginning after the child's birth and within
52 weeks after that event, in accordance with the Employment
Standards Act.

Employees will give the Employer as much notice as possible
of the date on which the employee wishes to begin the leave
of absence.

Employees desiring to returnto regular employment following
parental leave shall notify the Employer at least 30 days prior
to the desired date of return, or 30 days prior to the expiry
date of the parental leave.

When an employee on parental leave fails to notify the
Employer of his desire to returnto work in accordance with (c)
above, or when an employee fails to return to work after giving
notice, the employee's supervisor may elect to fill the resulting
job vacancy without bulletiningthe job by:

1. promotion of another employee from within the
department,or;

2. changing the status of the temporary employee who

relievedthe employee on parental leave.

The Employer will continue to pay the employer's portion of
the employee's benefit premiums while the employee is on
parentalleave.

14.15 ADOPTION LEAVE

@)

Employees who have adopted a child are entitled, upon
request, to unpaid Parental Leave of no less than 37
consecutive weeks beginning within 52 weeks after the child
is placed with the parent, in accordance with the Employment
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14.16

14.17

Standards Act. The employee shall furnish proof of the
adoption.

(b)  Employees will give the Employer as much notice as possible
of the date on which the employee wishes to begin the leave
of absence.

(c) Employees desiring to return to regular employment following
adoption leave shall notify the Employer at least 30 days prior
to the desired date of return, or 30 days prior to the expiry
date of the adoption leave.

(d) When an employee on adoption leave fails to notify the
Employer of his/her desire to return to work in accordance
with (¢) above, or when an employee fails to return to work
after giving notice, the employee's supervisor may elect to fill
the resultingjob vacancy without bulletiningthe job by:

1. promotion of another employee from within the
departmentor,

2. changing the status of the temporary employee who
relieved the employee on adoption leave.

(e) The Employer will continue to pay the employer's portion of
the employee's benefit premiums while the employee is on
adoption leave.

BEREAVEMENTLEAVE

Leave of absence with pay not exceeding 3 days shall be granted an
employee in the event of a death in the immediate family.
Immediate family shall include: spouse, common-law spouse,
children or foster children, parents or foster parents, siblings,
grandparents, grandchildren, and parents-in-law. Additional leave
with pay in excess of 3 days is subject to the approval of the
Employee's Manager, such approval shall not be unreasonably
denied.

FAMILY LEAVE

In accordance with Section 52 of the Employment Standards Act,
leave of absence without pay for up to 5 days, which may be taken in
broken periods, shall be granted to an employee during each
calendar year to meet responsibilitiesrelated to the care, health or
education of a child in the employee's care; or the care or health of
any other member of the employee's immediate family. Immediate
family shall be defined as per Article 14.16.
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14.18

(@ Any unpaid leave taken on one day will reduce the five days
available by one full day.

(b) Employees are to give as much notice as possible to allow the
employer to accommodate their absence.

(¢) Additional leave without pay in excess of § days is subjectto the
approval of the Employee's manager. Such approval shall not
be unreasonably denied.

(d) In the event Section 52 of the Employment Standards Act
becomes null and void, Article 14.17 will be deemed null and
void.

ELDERLY PARENT CARE LEAVE

Inthe case of serious illness or hospitalizationof an elderly parent of
the employee,when no one other than the employee can provide for
the needs of the parent, and after notifying his/her supervisor, the
employee will be providedwith a one day leave of absence with pay
per calendar year.
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ARTICLE 18

SICK LEAVEAND INCOME CONTINUANCE

(Refer to MOU #6, #36 and #39)

Sick Leave and Income Continuance coverage between1 April 1993
and 31 December 19984 will be as set out in Article 10.04 and Article
15 of the 1991-83 Collective Agreement betweenthe Parties.

15.01 All references to "days" mean "working days"; references to "years"
mean "calendar years".

15.02 PAST SERVICE CREDITS

B.C. Hydro Sick Leave Bank: Employees as at the date of
ratification of the Collective Agreement will, effective 1
January 1995, have a non-recurring sick leave bank
established accordingto the following:

Full Sick Leave EntitlementAs at B.C. Hydro Sick
1 January 1985 Leave Bankin

Days

50 1.6

55 5.0

60 8.3

65 1.8

70 15.0

75 18.3

80 218

85 250

80 28.3

05 316

100 35.0

This bank shall be used as a one time supplementto earnings
while the employee is in receipt of income continuance
benefits, at the employee's request. Payout of banked time
will be 5 days per 3 weeks of continued disability.

15.03 CURRENT SICK LEAVE ALLOWANCES (Referto MOU #19)

@)

All employees (except casual employees and those hired for
vacation relief) who incur an injury or illness are entitled to
and shall receive paid sick leave as hereinafter provided
except when such an injury or illness is covered and
compensated by Workers' Compensation Board payments.
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15.04

(©

Eligible employees are provided with sick leave at full pay for
a total of 105 calendar days off within a continuous 26 week
period, after which they qualify for benefits under the income
continuance plan. The employee shall report or cause to
have reported to hisfher supervisor the injury or illness which
required his/her absence as soon as may be reasonably
possible.

(1) Fulltime temporary employees will not be granted paid
sick leave during the first 3 months of service, but at the
end of 3 continuous months of service will become
entitled to sick leave and income continuance benefits as
outlined above.

Vacation relief employees will not be granted paid sick leave
during the first 4 months of service, but at the end of 4
continuous months of service will become entitled to sick
leave and income continuance benefits as outlined above.

An employee may use sick leave entitlements for time lost
through accidental injuries, other than WCB claims. Should
an employee who is in receipt of paid sick leave benefits as a
result of accidental injuries be successful in a claim for
damages against a third party in connection with such
accidental injuries, and should that settlement or award of
damages include monies for lost wages, the Employer shall
be reimbursed the full amount of sick leave benefits, net of
legal fees attributable to that portion of the settlement or
damages representing lost wages, but not more than those
received as a result of the absence from work. Upon receipt
of such monies, the Employer will ensure that the employee's
current sick leave entitlementis no less than what it would be
had the employee not taken sick leave on account of the
injury.

INCOME CONTINUANCE PLAN (Refer to MOU #16)

The employer agrees to pay 100% of the premiums for an income
continuance plan. An employee unable to work due to sickness or
off-the-job injury will become qualified for benefits following a total of
106 calendar days of absence within a continuous 26 week period,
as provided under the plan. Benefits will be payable inthe amount of
66 2/3% of the employee's basic earnings rate at onset of disability
for a period of time as provided under the plan.
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15.05

15.06

15.07

INCOME CONTINUANCEBENEFITS

(@)

(c)

(d)

Sick Leave Supplementto Income Continuance Benefits: An
employee may use available time in non-recurringsick leave
banks as outlined above to supplement income continuance
benefits.

Advance Payments of Income Continuance Benefits: the
Employer will advance income continuance payments equal
to 68 2/3% of basic pay on regular pay days during the first
month of a claim. These advances shall be refunded to the
Employer by the employee at the conclusion of his/her iliness
or earlier, at the employee's option.

Return to Work from Income Continuance: An employee in
receipt of income continuance benefits shall not re-establish
eligibility for sick leave until such time as they have returned
to their pre-injury or illness hours of work. An employee
participating in a rehabilitative or trial return-to-work who is
unsuccessful in this effort shall, subject to the terms of the
plan, continue to receive income continuance benefits until
such time as they are able to return to their pre-injury or
illness hours of work.

The total of the Income Continuance benefit and the
supplement (after taxes) will not exceed the employee's
normal net straight-timeearnings.

WORKERS' COMPENSATION

@)

(b)

In cases where employees are on Workers' Compensation,
the Employer will provide a supplement sufficient to give the
employees their normal straight-time net income. Neither the
time off nor the payment shall be charged to sick leave
entitlements.

During such time that an employee is on Workers'
Compensation the employee shall continue to accrue seniority
in accordance with Article 8, and shall be entitled to full
benefits in accordance with Article 10. Annual Vacation and
Reduced Work Week Leave entitlements will not be reduced
while an employee is on Workers' Compensation.

MEDICAL CERTIFICATE REQUIREMENT

@)

Medical Examination

[0) If an absence due to sickness exceeds 5 working
days, a medical certificate may be required by the
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15.08

15.09

Employer. Employees involvedin frequent short-term
absences (more than 4 during each 1 Jan to 31 Dec
period) may be required to undergo a medical
examination by their own doctor. The employee shall
arrange that his/her doctor furnish a report of the
examination resultsto the Employer.

(i) If an absence due to sickness exceeds 30 continuous
calendar days, and failing a medical examination
being conducted by the employee's physician prior to
return to work, the Employer may require such an
examination.

(p)  Confidentialityof Medical Information

Any representatives of the Employer or the Union who have
access to medical information pertaining to an employee
shall maintain that information in strict confidence, unless
ordered to divulge any of such information by a court or
other legal authority of competent jurisdiction acting properly
under the law.

(c) Costs Borne by Employer

All costs for obtaining any medical certificate, examination,
or doctor's report under this clause 15.07 shall be borne by
the Employer.

SEVERANCE PAY FOR HEALTH CONDITIONS

Employees with health problems will be considered for severance
pay providing the employee is not receiving income continuance
benefits.

MEDICAL AND DENTAL APPOINTMENTS

Employees who go for medical and dental appointments will not
have any such leave deducted from their sick leave or their pay for
periods of 2 hours or less. Appointments beyond 2 hours will result
in the excess over 2 hours being deducted from sick leave or from
pay (if paid sick leave is exhausted). Travel time of up to 2 days
shall be granted, where required for medical reasons, for travel to
remote medical specialists or facilities. Time off for travel shall be
treated as leave of absence with pay. (Refer to Memorandum of
Understanding#8).
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16.01

CLOTHING

ARTICLE 16

CLOTHING AND FOOTWEAR ALLOWANCE

The Employer will provide uniforms and other items of clothing, as
specified, to employees engaged in the occupations listed below.
Where
substituted on proof of need.

(a)

(b)

rainwear is specified, cold weather clothing shall be

Cafeteria Employees

The Employer will provide protective clothing for use on the
job where reasonable need is shown and where the nature of
the work results in excessive wear, damage, or soiling of

clothing.

Meter Reading

1.

To any employee engaged up to 50% of the time in
reading meters:

every 2 years a uniform consisting of a
windbreaker, 1 sweater or sweatshirt, 2 pairs of
trousers, 2 pairs of walking shorts, 3 shirts, 1
summer cap and 1 winter cap;

every 4 years, 1 leather belt, on request;
rainwear on proof of need,;

on presentation of cash receipt, reimbursement
for cleaning and necessary repairsto uniforms;

To any employee engaged over 50% of the time in
reading meters:

annually, a uniform consisting of a windbreaker,
1 sweater or sweatshirt, 2 pairs of trousers, 2
pairs of walking shorts, 3 shirts, 1 summer cap
and 1 winter cap;

every 2 years, 1 leather belt, on request;
rainwear on proof of need;

on presentation of cash receipt, reimbursement
for cleaning and necessary repairs to uniforms;
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16.02

16.03

16.04

16.05

- when mutually agreed, meter readers may
receive an equivalent monetary allowance to
purchase suitable alternative clothing to
rainwear.

(c)  Senior Mail Clerks and Mail Truck Drivers

- a uniform consisting of a jacket and 2 pairs of
trousers with replacementon proof of need,;

- on presentation of a cash receipt,
reimbursement for cleaning and necessary
repairs to uniforms.

(d) Mail Clerks and Addressograph Machine Operator
- a smock or apron.
(e) Security Guards

- every 2 years a uniform consisting of a tunic, 2
pairs of trousers and a cap;

- with replacementon proof of need, 1 overcoat or
parka, 1 raincoat, 3 shirts and 2 ties;

()] Survey Crews and inspectors

The Employerwill provide for use on the job, safety hats, and
also hip waders for extraordinary wet locations.

All uniforms are and remain the property of the Employer and shall
be returned to the Employer if the employee leaves service, or
transfers to an unrelated job.

Quality of all clothing supplied by the Employer shall be approved by
the Joint Safety Committee acting under Clause 18.03 (d) of this
Agreement.

Safety Shoes

When employees are engaged in work situations in which hazards
make appropriate the wearing of safety footwear, the Employer will
provide and repair appropriate safety footwear on a 50-50 cost-
sharing basis with each affected employee.

(@ When a considerable amount of the time worked is spent in
walking and the overall care of employee's feet (i.e. health
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and protection) is the prime consideration, the Employer will
provide and repair suitable footwear on a 50-50 cost sharing
basis to employees engaged in meter reading and security
guards on proof of need.

(b) The following guidelines shall be considered in determining
suitable footwear:

1. Footwear should be made of leather or other equally
firm material.

2. The soles and heels of such footwear should be of a
material that will not create a danger of slipping.

3. Footwear should be lace-up style and provide adequate
ankle support.

4. Footwear that has deteriorated to a point where it does
not provide the required protection shall not be used.

16.06 Any question concerning the entitlementto footwear, or its suitability,

under this Article shall be referred to the Joint Safety Committee for
resolution in accordance with Clause 18.03(d) of this Agreement.
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17.01

ARTICLE 17
TEA AND COFFEE SERVICE

The Employer agrees to supply beverages at an economic price at
each employee's work place. Two rest breaks not exceeding 15
minutes each, during which work may cease, will be provided to
employees who work more than six hours in a day. Employees
who work six hours a day or less will be entitled to one 15 minute
rest break. Employees are not to leave their immediate work area
unless otherwise agreed by the supervisor. Rest breaks cannot be
accumulated and taken off at a later date and shall not be scheduled
within 45 minutes of a lunch break or the end of a shift, except in
exceptional circumstances.
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18.01

18.02
@

(b)

(©

(d)

ARTICLE 18

SAFETY REQUIREMENTS

WORKING PRACTICES

(@) Itis the intent of the Parties to this Collective Agreement to
conduct a safe operation.

(b)  Working practices shall be governed by the regulations of the
province of British Columbia insofar as they apply.

() No employee shall undertake any work which the employee
deems to be unsafe. Such incidents must be immediately
reported, and investigated by the local management in
consultation with the local Occupational Health and Safety
Committee.

(d) No employee shall be subject to discipline for acting in
compliance with Regulation 3.12 of the WorkSafeBC
Occupational Health and Safety Regulations.

INDUSTRIAL FIRST AID REQUIREMENTS AND COURSES

Provided that an employee's work location requires a first aid
certificate, and provided that the employee is in possession of a
relevant and valid first aid certificate, then any and all empioyee(s) at
that locationwill be compensatedfor their first aid certificate as per the
first aid premium rates noted in {€) below.

Compensation will occur regardless of the numbers of employeeswho
possess the relevantfirst aid certificate at a particularwork location.

All employees being compensatedfor their first aid certificate will be
expectedto performfirst aid duties as needed/requested.

Hydro will compensate employees for time and/or training fees as it
relates to a required regulation and/or an operational need and Hydro
will generally be prepared to pay for the time, and/or fees, and/or
related costs for first aid training. However, employees may be
expected to pay for the time, and/or fees, and/or related costs of any
first aid training in some circumstances. Payment for training fees
and/or the time to attend training will not be unreasonably withheld, nor
will it necessarily be provided by Hydro when sufficient first aid
coverage already exists in a given location. The ultimate discretion for
payment of time and/or fees rests with Hydro management subject to
the basic principles in this paragraph. This does not prohibit
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Level1 $0.00 $0.00

Level 1 with Transportation Endorsement $ 25.00 $ 11.50

Level2 $ 105.00 $ 48.30

Level2 with Transportation Endorsement $ 130.00 $ 59.80

Level3 $220.00 $101.20
18.03 JOINT SAFETY COMMITTEE (B.C. Hydro Only)

@)

(b)

(©

(@)

The Employer and the Union shall have a Joint Safety
Committee comprised of 2 Union representatives and 2
management representatives, with each Party selecting its
representatives subject to its sole discretion.

The Joint Safety committee shall meet as necessary but not
less than 3 times each calendar year. The Chairperson for
each meeting shall alternate between a representative of the
Union and a representativeof management. The Chairperson
shall have the right to vote on all matters before the
Committee.

The Committee, if it deems it appropriate, shall review and
recommend upon all re-issues and revisions of Occupational
Safety and Health standards which relate to work performed
by bargaining unit members.

A majority decision of the Committee shall be binding upon
the Parties. When the Committee fails to obtain a majority
decision on any question referred to it, the question shall be
resolved through the grievance procedure set out in Article 3,
with arbitration if required.

18.04 HEALTHAND SAFETY TRAINING

(@ The Employer shall ensure that all Employees are

provided with adequate health and safety training,
direction, and instructionto ensure the safe performance
of their duties.

(oy Each local Occupational Health and Safety Committee

shall prepare an annual health and safety program. The
program shall include training and education specific to
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the needs of the Employee group represented by the
Committee.

18.05  SAFETY EQUIPMENTAND PROTECTIVE CLOTHING

(a)

(b)

©

Safety equipment and protective clothing required by the
Employer and the WorkSafe BC, shall be provided by the
Employer at no cost to the Employee. Such items shall be
maintained in a state of good repair by the Employer, or
otherwise replaced, at the expense of the Employer.

Safety equipment and protective clothing issued by the
Employer to any Employee shall remain the property of
the Employer and shall be returned to the Employer upon
request or upon termination of the Employee.

Any dispute concerning safety equipment and protective
clothing to be provided or paid for by the Employer shall
be subject to resolution in accordance with Clause
18.03(d) above.
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ARTICLE 19
DISCIPLINE AND DISMISSAL
(Also referto MOU #11)
19.01 JUST CAUSE

The Employer shall not discipline or dismiss an employee
bound by this Agreement except for just and reasonable
cause including, but not limited to, cases involving non-
culpable behaviour. The burden of proof of just cause shall
rest with the Employer.

18.02 UNION REPRESENTATION

An employee who is subjectto discipline or dismissal shall have the
right to requestthe presence of a Union representativeto act on
hisfher behalf. The employee shall be advised of this right prior to
proceeding with the disciplinary meeting.

19.03 NOTICE

Beyond a verbal warning, the Employer shall provide an
employee with written notice stating the disciplinary action to
be taken, and the reasons for this action. The Union office
will receive a copy of this written notice.

18.04 RIGHT TO APPEAL

The Union shall have the right to appeal, in accordance with
the grievance and arbitration procedures contained in this
Agreement, any discipline or dismissal involving any
employee including, without limitation, any such action taken
for alleged non-culpable reasons.

19.05 REMEDIAL AUTHORITY

Where an arbitrator, the Labour Relations Board of British
Columbia or any other body of competent jurisdiction finds
that an employee has been disciplined or dismissed
improperly under this Agreement, the Arbitrator, the Labour
Relations Board, or other body shall have the power to:

(@) directthe Employerto reinstate the employee with full
pay and to make the employee "whole" with respect
to all seniority, benefits and other rights and
entittements which would have accrued to the
Employee under the Collective Agreement had he or
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19.06

she remained working, or substitute such lesser
remedy which in the opinion of the Arbitrator, Labour
Relations Board, or other body, as the case may be,
determines to be fair and reasonable;

(b) make such other order as it considers fair and
reasonable, having regard to all of the circumstances
and the terms of this Agreement.

PAID TIME

Employees required by either the Employer or the Union to
attend or participate in any investigation, discussion, or
meeting leading up to and including the imposition of
discipline or dismissal of any employee under this
Agreement, shall be permitted to do so on company time.
Such time paid for by the Employer shall not exceed seven
and one-half hours per day per person. Employeesto be
granted paid time under this clause 19.06 will first obtain
approval of their supervisor and such requests will not be
unreasonably denied.
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20.01

20.02

ARTICLE 20

TRAINING

It is the Employer's general intent to follow a policy of promotion
from within. To this end the Employerwill, where practical, assist all
employees to develop their capacities to a maximum degree
possible in line with their present and future careers with the
Employer. This assistance may be in the form of financial aid or job
rotation training, mentoring, coaching, conferences or education
leave or other developmental opportunities, in accordance with the
following provisions. However, provision of this training assistance
does not at any time imply a promise of promotion.

JOINT TRAINING COMMITTEE

@)

(b)

There shall be a Joint Training Committee consisting of equal
representation from the Employer and the Union. The
Employer and the Union shall each have § representatives
consisting of a representative for each Line of Business (or
equivalent), and a representativefrom Powertech. It shall be
the purpose of this committee to examine the training needs
of employees covered by this Agreement and make
recommendationsto the parties in relationto:

1. The changing staffing requirements in specific work
areas.

2. Specific training needs to be covered by company-
sponsored training programs and courses both inside
and outside the Employer.

3. The communication to employees of information about
training requirements and ways of acquiring training.

4. Promoting a desire for self-development amongst
employees.

5. Trends in education and employee development.

The Committee shall function on a continuing basis and shall
meet at least four (4) times per year, and at any other times
the Committee deems necessary. Chairperson responsibilities
will be shared equally and will rotate on an annual basis.

Committee members who are employees will be paid by the
Employer for meetings which occur during regular working
hours.
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20.03

FINANCIAL AID-TRAINING COURSES

@)

(b)

(©)

@)

Employees may apply for financial assistance to undertake a
course of training and development. The degree of financial
aid assumed by the Employer will depend upon the
circumstances involved.

In general, the Employerwill provide for three (3) categories of
financial aid as follows:

1. Full cost of training borne by the Employer;
2. Three-quarterscost of training borne by the Employer;

3. Full cost of training borne by the individual, the
Employer advancing a loanwithout interest.

In any particular instance the line supervisor in consultation
with the appropriate Personnel Manager will be responsible
for establishing the category under which application for
financial assistance shall be made. The Division Manager and
the Union will be consulted where agreement cannot be
reached.

Cases Where Full Cost of Training is Borne by the Employer

This type of assistance will be given only at the instigation of
management and requires approval by the manager of the
division concerned. It is agreed that where specialized group
training is to be offered, such training being a requirementin
new jobs to be established, the Employer will post advance
notice of such training, thus providing employees with the
opportunity to apply for participation in the training course.
The notice will advise that placement of employees on
resultingjobs will be from amongst those taking the course. It
is agreed that selection of applicants for participation in the
course is at the discretion of management, and similarly, that
selection of appointees to newly-established positions
requiring this type of training will be at management's
discretionwithout further bulletining.

CasesWhere 3/4 Cost of Trainingis Borne by the Employer

1. The Employerwill bear 3/4 the cost of training in those
cases where management agrees that additional
training would be helpful to the individual's present
performance, or desirable in preparation for possible
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20.04

®

(@)

advancement within the employee's particular field of
work. Cases where the period of training exceeds a
year in duration shall be reviewed annually with respect
to consideration for financial assistance. Moreover, at
the Employer's discretion, consideration for assistance
may be given only to one or more units of a course,
and not necessarilyto a course in its entirety.

2. Application will be made through the appropriate
Personnel Manager by the employee's supervisor and
must be approved by the Supervisor and the manager
of the division.

3. The Employer will, if requested, lend the employee the
cost of the course (interest free). Upon satisfactory
completion, the employee will be reimbursed with 75%
of the original fee including prescribed textbooks and
examination costs.

Cases Where Full Cost of Training is Borne by the Employee

The employee will bear the full cost of outside training where
a course is related to the Employer's business but not
necessarily to the employee's normal career within the
company. Application for a loan will be made to the
appropriate Personnel Manager, and approved by the
manager of the division.

Loans and Deductions

In all cases where a loan is required, the employee is to
provide the first $25.00. Repayment of a loan will be by
payroll deductions in equal installments over the period of the
course.

JOB ROTATION

(a)

{b)

(©

Selection for job rotation training will be made only from those
employeeswhose job performance and potential warrant it.

Itis intended that job rotation will provide selected employees
with wider experience and knowledge, to the joint benefit of
the individual and the Employer.

Job rotation will not interfere in any way with the normal

procedure to be followed in the filling of job vacancies as set
out in this Agreement.
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@

(h)

The selection of employees for job rotation will be the
responsibility of Division Managers, but employees may apply
to be consideredfor this training. However, employees are not
obligated to accept invitationsto take part injob rotation.

Selected employees will have their assignments on each job
rotation reviewed with them in detail, as follows:

1. The purpose of the rotation program as it applies to the
individual.

2. The nature of the assignments involved. This will be
done by either referring to an existing job description,
or by preparing a list of duties if a new position is
involved.

3. The period of the assignment. This will normally be 8
months. There will be a 3 month and 6 month
evaluation of the employee's performancewhen his/her
progresswill be discussed with him/her.,

Employeeswill retain affiliation with their regular positions for
record purposes, and their periods of rotation will be for 6
months or less, renewable for a further 6 months by
agreementwith the Union.

The Employer's salary administration policy provides no
impedimentsto a rotation program:

1. An employee moving to a position which is at the same
level or lower level than his/her regular position will
retain his salary and continue to be treated in terms of
salary progressionon his/her regular job.

2. An employee moving to a position which is at a level
higher than his/her regular position will maintainhis/her
present rate or be increased to the minimum rate for
the job, if the latter is higher. (If the job is later
bulletined and the trainee is the successful applicant
the regular salary policy for increases will apply). Upon
return of the applicant to histher regular job, the
employee will return to the salary he/she would have
reached had he/she remainedon his/her regular job.

Employees moving from a union job to an exempt job for
training purposes will retain their union status and vice versa.
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20.05

(7

The Personnel Manager, in liaison with Human Resource
Planning and Development, will assist line organization in
working outjob rotation projects for training purposes.

EDUCATIONAL LEAVE

(a)

@

Educational leave without pay of up to 4 years may be granted
to regular employees of B.C. Hydro, subject to departmental
requirements, for the purpose of pursuing a full-time course of
studies. The employee's position will be retained for the
person on leave for a period of 2 years. At the end of 2 years,
the employee loses the right to the employee's former position
but retains bulletining rights to any posted vacancy until the
end of the leave.

Any requests for such leave will be considered on their
individual merits and will not be unreasonably denied. Such
consideration will include, but not be limited to, an assessment
of the future value of the course of studies to the Employer.
Subject to the above considerations, leave of absence may
also be granted to attend semester-based courses of study.
Approval of any request for education leave shall rest with the
appropriate Manager, or delegate, concerned.

Any employee hired to relieve an employee on educational
leave will maintain temporary status of the duration of the
leave. Should the employee on leave fail to return after 2
years, the employee's supervisor may elect to fill the resulting
job vacancy without bulletiningthe job by:

1. promotion of another employee from within the
department, or;

2. changing the status of the temporary employee who
relieved the employee on education leave.
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ARTICLE 21

EMPLOYMENT INSURANCE

21.01 Employment Insurance coverage will be provided (the Employer
paying the employer's contribution) during the life of this Agreement
for employees who would, if employed by a private employer, be
eligible for such coverage under the provisions of the Employment
Insurance Act.
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22.01

22.02

ARTICLE 22

BRITISH COLUMBIA HYDRO AND POWER
AUTHORITY PENSION PLAN

The annual report of the Auditor, the annual report of the
Superannuation Commissioner and the triennial report of the Actuary
under the British Columbia Hydro and Power Authority Pension Plan
shall be forwarded to the Union as soon as possible after they are
received by Hydro.

No recommendation will be made by Hydro to the Lieutenant-
Governor in Council with regard to amendment of the British
Columbia Hydro and Power Authority Pension Plan until the Union
has been consulted by Hydro and has been given a period of four (4)
weeks to make representations to Hydro.
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23.01

23.02

23.03

23.04

ARTICLE 23

NOTICE OF TRANSFER OR OTHER
DISPOSAL OF OPERATIONS

NOTICE OF TRANSFER OR OTHER DISPOSAL

The Employer agrees to give the Union as much advance notice as
legally possible with respect to any sale, merger, lease, transfer,
assignment, receivership, bankruptcy proceedings or other disposal
of the Employer's operation, in whole or in part, which effects any
employee in the bargaining unit.

NOTICE OF EXISTENCE OF AGREEMENT

The Employer shall give advance notice of the existence of this
Agreement to any other party involved in any disposal of the
Employer'soperation, in whole or in part, in any manner referred to
in this article.

RIGHT TO REFUSE TRANSFER

Employees who are impacted by any transfer or other disposal by
the Employer of its operation, or any part thereof, in any manner
referred to in this Article may elect not to transfer and shall be
treated in accordance with Article @ (Displacement, Layoff, and
Recall).

MEETING TO REVIEW IMPACT
At the request of the Union, the Employer shall meet with the Union

within 7 calendar days of the date of such request to review the
effects of the intended disposal.
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24.01

ARTICLE 24
CONTRACTINGOUT

A regular employee of B.C. Hydro shall not be laid off as a direct
result of the Employer contracting out work presently performed by
the employee unless the employee is given the following options:

1 To exercise his or her bumping rights;
2. To accepta placement opportunity;

3. To accepttraining.
and declines all three.

Salary treatment under this article shall be in accordancewith Clause
9.15.
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25.01

ARTICLE 25

CHILD CARE REIMBURSEMENT

Where the Employer requires an employee to work overtime or be
away from their personal residence overnight and as a result the
employee incurs additional child care expenses, they will be entitled to
reimbursement of child care expenses up.to $25 per day upon
production of a receipt to a maximum of 16 days per calendar year.
The Parties agree to review individual circumstances which exceed the
annual calendar year maximumwith respect to the application of this
clause.
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ARTICLE 26

EMPLOYEEAND FAMILY ASSISTANCE PROGRAM

(Also referto MOU #31 and Art. 3.15)

26.01

26.02

26.03

The Employer agrees to continue B.C. Hydro's Employee And
Family Assistance Program (EFAP) which is available, to
employees, their spouses, and dependent family members. The
program offers professional and confidential assistance and
support through problem identification, assessment, referral and
treatment.

This Employer-funded, confidential, assessment/referral service will
be monitoredby a Joint EFAP Committee who shall be responsible
for making recommendations on how to improve the operation of
the Employee And Family Assistance Program. The Joint EFAP
Committee shall consist of one representative from the Employer
and the Union with each Party selecting its representatives subject
to its sole discretion. It is understood that other employee groups
may provide representationon the committee.

The Employer will consult with the Committee regarding the
selection of local providers of EFAP services. The Employer will
not select local providers to which the Committee has reasonable
objections.
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ARTICLE 27
MEMORANDA OF UNDERSTANDING~ AGREEMENT

(a) The following memoranda attached to this Agreement are included
in and form part of the Agreement as long as each memorandum is
effective:

(b) WHEREVER the abbreviation PPI has been used it shall refer to

Hydro's Policies and Procedures Instructions.

(c) WHEREVER the singular or masculine is used in this Agreement,
the same shall be construed as meaning the plural or the feminine
where the contextor the Patties hereto so require.

(d) IN WITNESS WHEREOF the Parties hereto have hereunto affixed
their hands through their respective officers on the 2™ day of March,
2006.

CANADIAN OFFICEAND PROFESSIONAL BRITISH COLUMBIA HYDRO

EMPLOYEES AND POWER AUTHORITY
UNION, LOCAL 378

Andy Ross Karen Green
Gwenne Farrell Bruce Misewich
Sharon Thomas Simon Cumming
Danny White Milan Prpic
Katrine Ireland Nicole Desmarais
John Mitchell

Roger Trip

Teresa Davie

William Bell
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Jobh Code

AAAAB2

AAAAOS

7__ | Analyst Accountant .
| Apparatus Technician 1

"1 Civil Engineering
| Technologist 3

_| Safety and Health

Represefitafive7?

| Deduction Accounting Clerk

|2 .
Divisional Financial Support

_| Administrator

i Drawing Records Clerk 2. 2

| Specialist 4

W_ Inspector 1

APPENDIX 'A'

BC Hydrol COPE Job Evaluation Plan

Benchmark Jobs and Group Level

JobTHe |

Admrnlstrattve s Clerk 1
| Administrative Clerk 2

Area Office Administrator

Buyer 2

L
Computer Network Specialist

Constructron Oﬂ'rcer 3

"Job |

Group | Job Code
| 5 1ansaaie
|5 |AAMAA3R2
L0 Aaaes L
8 | AAMMADT

8 | AAAA2S

9 | ArAA1I3

8 | AAAAG4

11 | AAAA43

13 | AAAA4B
5 | AAMAD2
_ | 11 [ Anaass
13| AAAATO

Constrpctlon  Officer 4
Contracts Clerk 4
Coordinator Occupational
Corp, 8 vi
Customer Service Account

Customer Service Collection
Representative 6

| Drafter 2

Englneerrng Technologist2 |

Environmental Technician

Financial Analyst

GIS Operator 1

10

ices Support Clerk i f6 7 : l?AAAoé
7 AAAAQS

7 AAAAZT

alyst1 |9 | AMAAIG
5 AAAA24

AAAAZ1
_ |8 | Aaama

4 | AMAAZE

hnologist2 | 9 | AAAA4D
12 AAAA3ID

10 AAAAL9

5 AAAA3D

. S
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| service and Design Rep 7

Job Title

Key Account tRept

Marketing Operations
Specialist 3

Material Planner 1

I Office Administration
_| Assistant

Office Administrator

"| Operations Maintenance

Coordrnator

_IF PC and L LAN Specialist 1

Programmer Analyst 1
Programmer Analyst 3

Programmer Analyst Leader

| Rronenassemte

Public’Affairs Officer -

9 | Rates Research Analyst

" Senior Corporate Treasury
Analyst

Service and Design Rep 8

Tour Guide 1

Technologist
| Vegetation and Pole
Maintenance Inspegtar

| Group
N 7 -

u_chasmg Support Clerk 2

Service and Design Rep 10 "

| T&D Line Department Rep. |

| Transmission Maintenance- |




DELETED MEMORANDAMS OF UNDERSTANDING

The following Memorandams of Understanding have been deleted with the date of deletion in
brackets:

MEMORANDUM OF UNDERSTANDING #3
RE: JOINT REVIEW COMMITTEE
(April 23, 2002)

MEMORANDUM OF UNDERSTANDING #4
RE: JOINT SAFETY COMMITTEE
(April 23, 2002)

MEMORANDUM OF UNDERSTANDING #10
RE: ARTICLE 7.09 APPLICATION
(April 23, 2002) Note: Language from this MOU has been added to Article 7.08.

MEMORANDUM OF UNDERSTANDING #25

RE LEAVE OF ABSENCE FOR UNION BUSINESS

(April 23, 2002)

Note Language from this MOU has been added to Article 1 04(b)

MEMORANDUM OF UNDERSTANDING #26
RE JOB EVALUATION
(Aprit 23, 2002)

MEMORANDUM OF UNDERSTANDING #27
RE EMPLOYEE CATEGORIES
(April 23, 2002) Note Language from this MOU has been added to Article 1 06(d) (1)

MEMORANDUM OF UNDERSTANDING #31
DEFINITION OF "DEPENDENT FAMILY MEMBERS" FOR THE PURPOSES OF THE EFAP
(March 2, 2006)

MEMORANDUM OF UNDERSTANDING #38
RE: CROSS-BULLETINING (HYDRO)
(April 23,2002)

MEMORANDUM OF UNDERSTANDING #46
RE: WESTECH - EMPLOYEE DEVELOPMENT
(April 23, 2002)

MEMORANDUM OF UNDERSTANDING #47
RE: WESTECH - EMPLOYEE DEVELOPMENT
(April 23, 2002)

MEMORANDUM OF UNDERSTANDING #55(c)
RE: WESTECH - TRAVEL TIME
(July 6,2005)

MEMORANDUM OF UNDERSTANDING #56

RE: RETURN TO WORK PROGRAM - GAINSHARING
(April 23, 2002)

MEMORANDUM OF UNDERSTANDING #64

RE: IT MARKET DIFFERNETIAL

(April 23,2002)
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MEMORANDUM OF UNDERSTANDING# 1
RE: SALARIES AND SALARY SCALES

(Refer to Art. 4)

1. Calculation of New Salary Scales

New salary scales shall be calculated such that effective 1996-04-01 scales shall be
1.08 of the scales in effect on 1996-03-31.

2. Calculation of Individual Salary Increases

The salaries of individual employees shall be calculated by the same method usedto
calculate new salary scales as set out in I above, however, no employee shall, as a
result of the application of the general increase, be paid below the minimum or
above the maximum of the salary scale for his/her job, The exception to this will be
any employee who, as at 1998-04-01, was receiving special salary treatment, in
which case special treatment will continue in accordance with the terms of the
Collective Agreement.

3. Red-Circle Salaries
Employees whose salaries are "red-circled",i.e. above the maximum of an expired
salary range, shall receive only that portion of any salary increase which will bring
their salaries to the maximum of the same salary range in the new scales.

4. Method of Rounding

All monthly salaries are rounded to the nearest whole dollar, and all hourly wage
rates are rounded to the nearestwhole cent:

- 0.50 and over are rounded to the next whole cent (dollar)

- 0.48 and under are rounded to the last whole cent (dollar).

S. Watson M. R. Corrigan

Senior Business Representative Labour Relations Officer
COPE, Local378 B.C. Hydro

1996-11-22

Date

This MOU was amended 1 April 2005 to reflect the Union's change of name Fom
OPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING # 2
RE: WORK LEADERSHIP RESPONSIBILITIES
EFFECTIVE DATE: 1981-07-13
(Refer to MOU #35 and #57)

This memorandum sets out an understanding reached by Hydro and Local 378 of the
COPE during the 1971 round of negotiations relativeto work leadership.

It is agreed that:
Work leadership responsibilities shall be as follows:
(a) may perform duties largely similar to those whose work he/she directs;

(b) may perform duties related to but at a higher level than the work of the sub,
ordinateswhom he/she directs;

(© relieves the supervisor of detailed supervision of routine aspects of the
work by-

0} ensuring evenwork flow and consistency of effort;

(ii) allocating various phases of work to different individuals within a
general framework laid down by the supervisor;

(iii) transmitting the supervisor's instructionsto other employees;
{iv) performing a quality control function in respectto subordinates;

W) warning subordinates of unacceptable performance (quality or
quantity of work) or conduct (observance of hours, appearance,
etc.). Should a subordinate's performance or conduct fail to
improve as a result of such warning then the work leader will
bring the matter to the attention of the supervisor who will take
suitable disciplinary action;

(vi) assists the supervisor in hisfher responsibilitiesby providing on-
the-job detailed training to employees with respect to the
performance of their job duties.

F.M. deMoor C.M. Leffler

Business Representative Manager, Labour Relations
Local 378, COPE B.C. Hydro & Power Authority
1981-07-13

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING# 5
(Previously Letter of Understanding # 5)
RE: REFERRALS FOR TEMPORARY SUMMER JOBS

The Employer is prepared in connection with temporary employment to offer the
following undertaking:

"The Employer will notify the Union in advance of temporary summer relief
requirements which arise within the company. The Union will be provided with
every reasonable opportunity to refer candidates for consideration against such

vacancies."
J. Greatbatch AE. Janes
Business Representative Manager, Labour Relations
COPE, Local378 B.C. Hydro
1989-08-31
Date

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING# 6
(Previously Letter of Understanding # 2)
RE: SICK LEAVE CONTROL

(Referto Art. 15)

25 June 1971

Mr. E.R. Peck, Manager
Labour Relations Department
8.C. Hydro and Power Authority
970 Burrard Street

Vancouver, 8.C.

Dear Mr. Peck:
Re: Sick Leave Control (P-6/M-30)

During the present set of negotiationswe have discussed Hydro's assertion that the sick
leave entitlement of employees covered by our Agreement is being abused by some.
You have asked the Unionto consider ways in which we can assist Hydro in controlling
any abuse of sick leave.

First, let me say that the Union's basic position is that employeesshould be permitted to
take sick leave if and when they are suffering from illnesses. We would not encourage
any action which would persuade employees to come to work when they suffer from
ilinesses which, for their good and for the good of others working near them, should
require them to be absent from work.

However, on behalf of the Union, | can assure you that we do not and will not condone
the abuse of sick leave by any of our members. To this end we have already agreed to
certain changes to the Agreement which were requested by Hydro. In addition we would
agree that Hydro should inform employees by means of bulletins of the need for using
sick leave only when they are genuinely sick, and further, that a permanent bulletin to
this effect could be placed on bulletin boards throughout the Hydro system. We would
also undertake to counsel memberswho apparently are taking above average absences
because of sickness.

We hope that this will convince you of our willingnessto cooperate in this matter.
Yours sincerely,
R.F. Bone
President

Local 378, COPE

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING# 7
(Previously Letter of Understanding # 7)
RE: ACCREDITED SERVICE, IPEC & CONSTRUCTORS

25 June 1971

Mr. R.F. Bone
President, Local 378
COPE

1116 Hornby Street
Vancouver, B.C.

Dear Mr, Bone:

Accredited Service, IPEC & Constructors
(A-40/U-70)

During the course of our current negotiations it was agreed that an employee who
transfers henceforth to B.C. Hydro from International Power and Engineering
Consultants Ltd.,, or from Peace Power Constructors Ltd., or Columbia Hydro
Constructors Ltd.(i.e. direct service with Constructors, but excluding service with
assigned contractors) will receive credit for service in those companies for purposes of
determining Hydro sick leave and vacation allowances. In such instances the sick leave
waiting period would be waived.

Yours sincerely,

E.R. Peck
Manager, Labour Relations Department
B.C. Hydro and Power Authority

This MOU was amended 1 April 2005 to reflect the 'Union's change of name from
OPEIU to COPE 378,
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MEMORANDUM OF UNDERSTANDING # 8
RE: USE OF HYDRO COMMUNICATIONS SYSTEMS BY THE UNION

The Employer will provide OCS mailing service to the Union office located at 2
Floor, 4595 Canada Way, Burnaby, B.C., V5G 4L9. The service shall be
rendered at a cost to be determined by Hydro from time to time and shall include
drop-off and pick-up of mail once daily on normalworking days.

The Employer will permit the use of its fax machines for communications
between the Union office, officers, councilors, job stewards and other properly
qualified representatives of the Union for the purpose of carrying out Union
business related specifically to BC Hydro. Fax machines shall not be used for
mass distribution of Union bulletins or for corresponding on matters unrelated to
COPE/BC Hydro business, such as discussion of internal Union affairs and
discussion of external and internal politicalissues.

The Employer will provide standard remote access to the Employer's Intranet
system to Union business representatives who are assigned to the bargaining
unit, with the Union to bear all standard costs associated with access.

BC Hydro will permit the use of its e-mail system for communications between
the Union office, officers, councilors, job stewards and other properly qualified
representatives of the Union for the purpose of carrying out Union business
related specificallyto BC Hydro. The e-mail system shall not be used for mass
distribution of Union bulletins or for corresponding on matters unrelated to
COPE/BC Hydro business, such as discussion of internal Union affairs and
discussion of external and internal political issues.

Employees, other than those listed above, will not generally be permitted to use
the BC Hydro e-mail system or fax machines for corresponding with Union office
representativeson labour relations issues.

Any use of the BC Hydro communications systems is subject to all applicable BC
Hydro corporate policies, including the InformationManagement Policy.

Neil Patton Scott Watson

Labour Relations Advisor Senior Business Representative
BC Hydro COPE, Local 378

2002-04-23

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378,
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MEMORANDUM OF UNDERSTANDING# 8
(Previously Letter of Understanding # 15)
RE: MEDICALAND DENTAL APPOINTMENTS

(Refer to Art. 15.09)

Mr. §.J. Benson 8 November 1983
Labour Relations Supervisor

B.C. Hydro & Power Authority

970 Burrard Street

Vancouver, B.C.

VBZ 1Y3

Dear Mr. Benson:

Re: Medical and Dental Appointments

On behalf of the Union, | can assure you that we do not and will not
condone the abuse of Article 15.09 of the Collective Agreement which has been
negotiated to provide time off without loss of pay for “legitimate” medical and dental

appointments.

The Union agrees that the employer is entitled to as much notice as
possible to facilitate replacement staff and scheduling of work. All employees should

cooperate by giving as much notice as they can.

Further, we would encourage our members to make every effort to
schedule their appointments on RWWHL. days, near the end of a working day or lunch

time to help minimize the impact of medical or dental appointments.

Sincerely yours,

F.M. deMoor
Business Representative
Local 378, COPE

In Agreement:

S.J. Benson
Labour Relations Supervisor

This MOU was amended 1 April 2005 to reflect the Union's change of name from

OPE(U to COPE 378.
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MEMORANDUM OF UNDERSTANDING # 11
RE: PERFORMANCE ASSESSMENT & DEVELOPMENT REPORTS
EMPLOYEE PERSONNEL FILES
(Referto Art 19)
The Parties agree as follows:

1. performanceAssessments and Development Reports

The Employer's Performance Assessment and Development Report forms will only
be used as a means of assisting a supervisor in the training and development of

his/her COPE staff.

These forms will not be utilized in any way relative to the conditions and provisions

of the Collective Agreement.
These forms will be destroyed when replaced by the following year's forms.

2. EmployeePersonnelFiles

Employees are entitled to read and review their personnelfile. Upon request

employees shall be given copies of all pertinentdocuments.

Upon written authorization of the employee, a Union Representative shall be
entitled to read and review an employee's personnelfile. Upon request, the

Union Representative shall be given copies of all pertinentdocuments.

No letter of reprimand shall be entered in an employee's file without the

employee's knowledge.

Letters or details relatedto complaints, reprimands or discipline involving an
employee which are more than 3 years old shall not be considered in any
assessment of the employee's record and shall thereafter be removed at the
request of the employee from the employee's personnel file, provided there

has not been a further infraction.

D. Percifield L.L. Holden

Senior Business Representative Senior Labour Relations Officer
COPE B.C. Hydro

16991-12-15

Date

This MOU was amended 1 April 2005 to reflect the Union's change of name from

OPEIU to COPE 378.
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MEMORANDUMOF UNDERSTANDING# 12
(Previously Letter of Understanding # 26)

RE: PUBLIC LIABILITY COVERAGE

Mr. D. Percifield

Business Representative

COPE Local 378 15 Dec 91
4740 Imperial Street

Burnaby, B.C.

V64 1C2

Dear Mr. Percifieid:

In the course of the 1891 Collective Agreement negotiations,the Union requested that
the employer provide a statement of Public Liability Coverage for its employees. |am
authorized to advise you as follows:

"The Employer will indemnify and hold harmless our employees from legal
liability imposed upon them arising from their normal course of employment with
the employer. The Employer does not and cannot be expected to assume risk
from mistake by employees which are made by going beyond the scope of their
employment or which arise from grossly negligent or irresponsible conduct.

In situations covered by this indemnity agreement the Employer will carry the
defense of the action and be responsible for legal costs associated with the
defense.”

Itis understood that this coverage appliesto former employees if the incident giving rise
to liability took place during the course of their employment with the Employer.

Sincerely,
I.L. Holden

Senior Labour Relations Officer
B.C. Hydro

K Szabo
Manager, Human Resources
Western

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING# 13
RE: 10% ALLOWANCE FOR PROPERTY REPRESENTATIVES

WHEREAS, the historic 10% allowance paid to Land Representatives for irregular work
hours up to 40 hours per week provided incumbents and the Employer with the required
flexibility necessary to manage the irregular work hours inherent in the work of said
Land Representatives; and

WHEREAS, while some field work continues today, there is also an increase in the time
spent in the office by personnel now classified as Property Representatives 2 (formerly,
Land Representative), such that the Employer wants to phase out the above cited 10%
allowance in an equitable manner; and

WHEREAS, the Parties have the concern that removal of this allowance from persons
currently receiving it would adversely affect pensionable earnings; and

WHEREAS, the Parties agree that the 10% allowance serves to simplify an otherwise
cumbersome administrative time-keeping task while employees classified as Property
Representative 2 are in the field;

NOW THEREFORE, by signature(s) of their duly authorized representative(s)
hereinafter affixed, the above Parties do hereby agree as follows:

1. It is agreed that those employees classified as Property Representative 2 who
currently receive the 10% allowance for "irregular” work hours will continue to
receive this allowance for so long as they remainin the Property Representative
2 position in the Acquisition and Field Services Department. The following
named employees will thus be "grandfathered" in respect of continued receipt of
this 10% allowance:

T. Huber A. Forbes
L. Rilkoff D. McLatchie
F. Turner
2. It is agreed that the 10% allowance for the above named employees will continue

to be treated as pensionable income.

3. it is agreed that when field activity for any of the above named employees is a
major part of the workload, he will work up to eighty irregular hours per pay
period, beyond which the provisions of Article 11.02 (Overtime) will apply for
authorized overtime.

4. It is agreed that in circumstances where any of the above named employees is
assigned to work that does not require irregular hours (i.e. office based), he will
continue to receive the 10% allowance; however, he will work an 8 hour day as
opposed to the 7 1/2 hour day prescribed by Article 11.01. Overtime will not
trigger until after 8 hours of work in respect of any 1 work day.

5. It is agreed that new hires classified as Property Representative 2 in the
Acquisition and Field Services Department (i.e. those not listed in point 1 above)
will receive the 10% allowance during periods where field activity is a major part
of their workload, in which case they will work up to 80 irregular hours per pay
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period, beyond which the provisions of Article 11.02 will apply for authorized
overtime.

B. It is agreed that the 10% allowance paid to any new hire classified as Property
Representative 2 will not be treated as pensionable income.

7. It is agreed that while assigned to work that does no! require irregular hours (i.e.
office based) new hires classified as Property Representative 2 will not receive
the 10% allowance and will work a 7 1/2 hour day as defined in Article 11.01.
The provisions of Article 11.02 will apply for any authorized overtime work
beyondthis point.

8. For the purposes of this Memorandum of Understanding, "major part of the
workload shall be defined to mean more than 50% of work performed during
any pay period.

(@  Any of the above named employees for whom it is projectedor actual that
field activity will or does form a major part of the workload during any pay
period will not be obliged during that pay period to work any 8 hour day
prescribed by Paragraph4.

(b) Any new hire classified as a Property Representative 2 in the Acquisition
and Field Services Department for whom it is projectedor actual that field
activity will or does form a major part of the workload of that employee
during any pay period will receive the 10% allowance for the duration of
that pay period.

9. For the purposes of this Memorandum of Understanding, "headquarters"shall be
defined as any B.C. Hydro office as designated by the Employer and “field
activity" shall be defined as work outside the designated office location

Signed at , B.C. this day of 19

S. Watson M. Corrigan

Senior Business Representative Labour Relations Officer

COPE, Local 378 B.C. Hydro

1996-12-20

Date

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING #14
RE: TECHNOLOGISTS-IN-TRAINING
EFFECTIVE DATE: 1981-04-01

B.C. Hydro and Local 378, COPE, agree that this memorandum of understanding sets out the
procedure whereby graduates of technological institutes may be hired by Hydro as
"Technologists-in-Training" for the purpose of ultimately filling sub-professional jobs upon the
satisfactory completion of a prescribed period of on-the-job training. It is the intent of the Parties
that no LU378 properly qualified member will be discriminated against in selections of
Technologists-in-Training as a result of implementing the provisions of this memorandum.

To these ends, the Parties agree as follows:

1. Eachyear Hydro will determine the appropriate market start rates

2. Salary Scales

Scales will be constructed by creating four 6 - month steps. The steps will be
determined by subtracting the start rate from the end rate and applying the dollar
difference in equal increments.

(a)

(b)

Designated Group 9
END RATE (24 mos.} - Group 9, Step 1.
Designated Group 10

END RATE (24 mos.) -Group 10, minimum,

3 (a) All Trainees covered by Scale 2{a) will progress, subject to satisfactory
performance at 6-month intervals over a period of 24 months, ending at Step 1
of the Group 8 salary scale and thereafter in accord with the normal length-of-
service increases.

(b) All Trainees covered by Scale 2(b) will progress, subject to satisfactory
performance, at 6-month intervals over a period of 24 months, ending at
minimum of the Group 10 salary scale and shall then progress to Step 2 of the
Group 10 salary scale upon the completion of 36 months.

{c) Employees who complete their training shall have their length-of-service date
determined based upon the date they reach the 24 - month step in the case of
those covered by (a) above, and the 36-month step in the case of those
covered by (b) above.

4, Coincident with the establishment of new start rates and/or a revision to the main salary
scales, the salary scales shall be amended in accordance with Clause 2 of this
memorandum.

5. Technologist-in-Training vacancies are subject to the bulletining procedure.

() Hydro will determine annually its Technologist-in-Training requirements and

vacancies; such vacancies shall be bulletined and preference shall be given to
qualified Local Union 378 members currently on Hydro's staff.
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(b) All internal applicants will be interviewed to assist those who may lack some of
the necessary qualifications to determine what courses are required to enable
them to qualify for the Technologlst-in-Training program.

6. (a) Upon satisfactory completion of a training period, a Technologist-in-Training will
be placed, subject to the bulletining procedure, in one of the designatedjobs in
8(b) below. He shall then be eliglble to apply for other jobs under the terms of
the Agreement.

(b} It is agreed that the designated jobs will be bulletined to give existing
Technologists already in the same designatedjob classification an opportunity
to transfer prior to the placement of Technologists-in-Training.

7. While undergoingtraining, a Technologist-in-Trainingwill not be eligible to apply for any
regular COPE position unless such a request is mutually agreed by the Parties to the
Agreement. Technologists-in-Training may apply for vacancies in their designated jobs
prior to the expiration of their training period.

8. Eachyear the Parties will mutuallyagree on the number of Technologists-in-Training to
be hired in the current year. Agreement will not be unreasonably withheld. Each year
L.U. 378 will be supplied with the following:

@ the division into which each Technologist-in-Training will be placed on the date
of hire.

(b the designated jobs into one of which a Technologist-in-Trainingwill be placed
upon satisfactory completion of training. Such jobs will be those covered by a
regular job description as providedfor in the Agreement.

Hydro will establish the entry level criteria, and acceptability, of internal applicants to qualify for
entry into the Technologists-in-Training program. Hydro will provide financial assistance, in
accordance with Article 20 of the COPE Agreement and PPI AF-I-31.

The Parties further agree to reactivate the subcommittee of 4, 2 Hydroand 2 COPE whose terms
of reference will be to make recommendations for the implementation of a procedure whereby
Local Union 378 members currently on Hydro's staff may qualify for entry into the then prevailing
Technologist-in-Training program. The sub-committee will be derived from the Joint Committee
contemplated in Article 20 of the Agreement.

Further, COPE 378 agrees that when the Parties mutually agree to implement the procedures
and/or recommendations of the joint sub-committee referred to above, the provision contained in
Section 8 of this Memorandumof Understandingwill lapse.

F.M. deMoor C.M. Leffler
Business Representative Manager, Labour Relations
Local 378, COPE B.C. Hydroand Power Authority

This MOU was amended 1 April 2005 to reflect the Union's change of name from OPEIU to
COPE378
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MEMORANDUM OF UNDERSTANDING# 156
RE: "CONSTRUCTION AND FIELD WORK EMPLOYEES"

The conditions of this memorandum will apply to temporary employees of B.G, Hydro
who are employed in construction and field work in the Construction and Engineering
sectors of B.C. Hydro. The job classifications include testing and equipment erection,
safety, clerical, survey, constructioninspectionand contract administration.

1. EstablishedHeadquarters

@

The established headquartersfor temporary employees will
be established at the time of hire. For local residents, this
will be their initial reporting point. For other than local hires,
this will be a specific location being a place of business,
operations, or employment of the employer which is
designated by Hydro. This location must be in the vicinity of
the employee's normal residence. Where there is no place
of business operations or employment of Hydro in the
vicinity of the employee's normal place of residence the
established headquarters for that employee will be
discussed by the supervisor and the Union.

(b) Established headquarters will not be changed during
employment without the agreement of the Union or unless
the employee is successful in obtaining a regular position at
another established headquarters.

2. FreeArea

The free area for all employees shall be the travel time normally
taken to travel from the employee's normal place of residence to
his/her established headquarters (regular work location). This travel
time will be computed in any direction from the employee's normal
place of residence. Temporary assignments with travel time in
excess of this period shall attract reimbursement as follows:

(a)

{b)

3. Hiring

Additional travel time in accordance with Article 11.05 where
the employee actually travels to the temporary work
location.

Where the cost of additional travel time exceeds the
cost of room and board, the employee may be required

to go on room and board. Employees who would otherwise
receive free room and board and have Hydro's permission
to be living out in accommodation not provided by Hydro will
be entitled to living out allowance as provided in Article 5

The primary objectives of Hydro are to acquire an adequate and
qualified labour force when it is needed and to provide for
harmonious labour conditions on the job.
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B.C. Hydro will cooperate fully with the Local Union in giving
employment preference to COPE Local 378 members available in
B.C. To ensure that this is done B.C. Hydrowill give the Local Union
the first opportunity to supply. In carrying out this responsibility we
expect that your Union will:

) accept requestsfor a limited number of key personnel;

(b) consider name requests for former employees who have
been employed and laid off within the previous 12 months;

(c) give preference to qualified members or former members
who are domiciled in the area of the work and are registered
for work with the Local Union;

(d)  accept qualified non-union members who have been
resident for at least the preceding 90 days within 40 km (25
road miles) of the job site or can satisfy both Hydro and the
Unionthat he/she is a bonafide resident.

If the Union does not supply within a reasonable time, (48 hours not
including non-working days except in unusual circumstances),
employeeswill be securedthrough other sources.

Layoff

Layoff of temporary employees shall be conducted at job sites on
the basis of seniority, having regard for the nature of the remaining
work and the ability of the employees to perform it. Seniority is
defined as total accumulated service with Hydro as a member of
the Union. Seniority status will expire 24 months after the
employee's last termination date.

Salary Treatment

Salaries shall be paid in accordance with the salary scales outlined
in Article 4.

(Regular Survey and Inspection Employees, as at date of
ratification, shall be 'grandfathered' with respect to the continued
operation of Clause 5(a) - Hours of Work as set out in
Memorandum of Understanding #15 in the 1991-1993 Collective
Agreement)

Clerical Field Allowance

Clerical employees will receive $5.00 per day for every calendar
day that they are assigned away from their headquarters, except
that employees will not receive this allowance when the period of
assignment is 14 calendar days or less. If the assignment is over
14 days the allowance will apply from the first day.
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7. Prior to the commencement of each construction season, pre-job
conferences will be held between representatives of Hydro and the
Union to discuss the season's program and matters peculiar to
individual projects as detailed in Article 1.11. The following specific
items will be discussed and mutually agreed as required:

(a)

(b)

{©)

The definition of projects and allied projects for the purposes
of Article 1.06(c)1.

An employee moved from a project as defined to another
defined project may be treated as a new hire on the project
to which the employee is transferred, and must reestablish
his/her service for purposes of Article 1.06{c)1.

The length of projects for purposes of Article 1.06(c)1

Specific projects as defined in (a) above which will continue
for periods in excess of 3 years will be described at the pre-
job conference. In such instances temporary hirings
required to staff such project and to replace those from
established headquarters assigned to such projects may be
allowed for periods in excess of 3 years. In these instances
temporary employees will not acquire regular status under
Article 1.086(c)11.

To accommodate staffing of field locations and the
replacement of field assigned employees temporary
promotions for extended periods may be allowed.

D. Percifield

M. Corrigan

Senior Business Representative Labour Relations Officer

COPE, Local 378

1994-10-17
Date

B.C. Hydro

This MOU was amended 1 April 2005 to reflect the Union's change of name from

OPEIU to COPE 378.
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1.

MEMORANDUM OF UNDERSTANDING # 18
(Previously Letter of Understanding # 28)
RE: INCOME CONTINUANCE CLAIMS PROCESS

(Refer to Articles 15.04 and 15.05)

In the course of the 19983 Collective Agreement negotiations, the Union requested
that the employer establish a cooperative process for claims management when
COPE members are experiencing unusual difficulties with their Income
Continuance Claims. For clarification, the following outlines the normal process for
claims management:

@

(b)

®

Personnel provides the employee with claim forms and related claim filing
information.

The employee obtains required medical information and completes
his/her portion of the form and has their doctor forward the claim to
Hydro's Medical Doctor who inturn forwards forms to Benefits Section,

Benefits Section conducts an administrative review to ensure necessary
forms and information are provided before forwarding material to
insurance company.

The adjudication process takes various steps from immediate acceptance
(payment) of claims to varying follow-up procedures to ensure all
objective medical informationis on hand.

Follow-up procedures are coordinated between Benefits Section,
Personnel, and the employee.

To assist the COPE in serving its members, Benefits Section will provide the
following:

@

{b)

Information where a claim has been denied, or where the insurance
company identifies that available objective informationdoes not support
continuation of a claim. Where the insurance company sees such events
occurring, BC Hydro will request that they establish standards to ensure
the provision of as much advance notice as possible. Where additional
information is required, Benefits Section will coordinate discussion with
the insurance company.

In some situations benefits are temporarily suspended or delayed
pending receipt of information. Most of these situations are resolved
through routine communications (e.g. the employee has not responded to
an information request or returned the required forms; the employee's
doctor has not provided requested forms; administrative delays have
occurred). When a serious claim management concern occurs, beyond
the type outlined above, B.C. Hydrowill inform the Union of such.

When the insurance company identifies a positive rehabilitation
opportunity that addresses a difficult return to work situation, Benefits
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Section will advise COPE and coordinate through Personnel relevant
informationrelated to the return to work. Where value would be added a
meeting will be arranged with Personnel, Benefits, COPE, and the
insurance company to ensure all problem solving opportunities have been
addressed.

3. The above captures the commitment B.C. Hydro provided to the Union in our
letter dated 3 March 1993.

4. This Memorandum of Understanding may be changed at any time by the written
mutual agreement of the Employer and the Union.

5. This Memorandum of Understanding shall be deemed to be incorporatedinto the
Collective Agreement between the Employer and the Union as if set forth in full
therein inwriting, and shall so apply.

Signed at B.C. this dayof 19
D. Percifield M. Corrigan

Senior Business Representative Labour Relations Officer

COPE, Local378 B.C. Hydro

1994-10-17

Date

This MOU was amended 1 April 2005 to reflect the Union’s change of name from
OPEIU to COPE 378.
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A OF IDEI $17

RE: L 7 ) D oy: 5-°P OF )} VACANCIES
This will confirm the it g be the Parties that for tt  purposes of il
7. an mployee who retires under the provisions of the Pension Plan will be considered
to 3t e employment. If the p is to continue the /a a il t
subject to posting in ord with the provisions f Artic 7 of tt et
Agreement, is otherwise agreed by 1e F
R.N. Rennie P.E. Green
Business Representative Labour Relations Supervisor
COPE, Local 378 B.C. Hydro & Power Authority
1977-11-15

Date

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPE(U to COPE 378.
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MEMORANDUM OF UNDERSTANDING# 18
RE: USE OF NON-BARGAININGUNIT CONSULTANTS

The Employer will review on an annual basis 8 use of consultants. The
information collected related to consultants Who may be performing work

jall curre will be
providedto the Union and will contain detail regardlngthe nature and frequency
of the work performed, start date and expected retention date, and whether the
work performed could otherwise be performed by employees in the COPE
bargaining unit.

Subsequent reports will detail only new consultants or new contracts not subject
to the previous review. It is understood the Union is not precluded from
requesting a further review of a consultant previously reported or from raising a
concern with respectto any consultant at any time.

November 1, 2006 November 1,, 2006
Signed by Barbara Junker Signed by Karen Green
COPE, Local378 BC Hydro
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MEMORANDUM OF UNDERSTANDING# 19
RE: CONSIDERATION OF REGULAR EMPLOYEES ON FTT ASSIGNMENTS

(Referto Articles 8.05, 9.12 and 9.13)

Mr. Scott Watson 21 March 1988
Senior Business Representative

COPE Local 378

2nd Floor - 4595 CanadaWay

Burnaby, B.C.

V5G 4L8

Dear Mr. Watson:

Re:  Consideration of Regular Employees on Recall for FTT
Assignments

During the course of 1996 negotiations, the Parties agreed that qualified inactive
regular employees on the recall list will be considered for any FTT assignment
that may arise subsequent to the commencement of the individual period of
recall.

It is understood that inthe event a regular employee from the recall list is hired to
fill a temporary assignment, such employee will hold FIT status for the period of
the FTT assignment. Any such employee shall also retain his/her rights and
status as a regular employee on the recall list for the duration of his/her recall
period.

During any period of FTT employment as described above, the employee shall
not be required to serve the qualifying period for dental benefits (art. 10.03) nor
the qualifying period for entittement to sick leave (art. 15.03). Furthermore,
regular employees working in FTT assignments shall be entitled to access their
time banks and current year AV entitlements during the period of temporary
employment in accordance with the terms of the Collective Agreement.

Yours truly,

M.R. Corrigan
Labour Relations Officer

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUM CF UNDERSTANDING# 20
(Previously Letter of Understanding # 20)
RE: SHIFT SCHEDULING -SERVICE CENTRE

Mr. F. deMoor 14 September 1981
Business Representative

COPE Local Union378

960 Kingsway

Vancouver, B.C.

VBV 3C4

Dear Mr. deMoor:
Re: Shift Scheduling - Service Centre

During 1981 negotiations, the Parties agreed on revisions to Article 12
regarding shift work and, in particular, shift scheduling. Service Centre employees were
excepted from the shift scheduling provisions due to difficulties in ensuring that these
provisions could meetthe scheduling criteria of the Service Centre.

We agree that following ratification of the Collective Agreement, the
Parties will meet to determine the applicabilityof the shift scheduling provisions of Article
12 to the Service Centre, taking into account the need for adequate continuous
coverage without reductionin service or increases in staffing.

Unless or until the Parties either agree to include the Service Centre inthe
scheduling provisions of Article 12 or, failing that, to vary such provisions, current
scheduling arrangements will remain in effect.

Sincerely yours,

In agreement

F.M. deMoor C.M. Leffler
Manager, Labour Relations

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE378.
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MEMORANDUMOF UNDERSTANDING# 21
(Previously Letter of Understanding # 21)
RE: VIDEO DISPLAY TERMINALS

13 January 1989
Ms. J. Greatbatch
Business Representative
COPE 378
4740 Imperial Street
Burnaby, BC
V5J 1C2

DearMs. Greatbatch:
Re:  Video Display Terminals

During 1988 negotiations, the Parties discussed the maintenance and operation of
Video Display Terminals. As a result of these discussions, the Employer agreed lo
certain undertakings as follows:

€)) Operation of Video Display Terminals shall be guided by B.C. Hydro's
AFP 720 - 20 March 1982. Copies of this AFP will be made available to
employees upon request.

%) Pregnant VDT operators may elect one of the following options:
(a) continue to work on the VDT;

() refrain from working on the VDT and be provided with alternative
employment on a temporary transfer basis; this would be at the
Employer's discretion and subject to the availability of suitable
alternative work which the employee can perform. Her rate of pay
in the temporary positionwill be in accordance with article 7.07(a);

(© take a leave of absence without pay until the commencement of
maternity leave.

©) The Employer agreed to keep the Local Union informed of developments
and of our endeavors as they relate to Video Display Terminals.
Sincerely,

A.E. Janes
Manager, Labour Relations

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING# 22
RE: DRAFTER TRAINEES

This will confirm the agreement of the Parties to establisha Drafter Trainee Salary Scale
formula which is comprised of the following elements:

1.

2.

Each year Hydrowill determine the appropriate market start rate.

The scale will be constructed by creating 6-month steps, with the 24 - month
step being Group 6 minimum, the 30-month step being Group 6 - Step 1, and
the intervening steps between minimum and the 24 - month step being equal
dollar increments.

Graduates from the Vancouver Vocational Institute, or its equivalent, who are
placed on the training scale will be started at the 12 - month step.

All Trainees will progress, subject to satisfactory performance, at 6 - month
intervals over a period of 30 months, ending at Step 1 of the Group 6 salary
scale and thereafter in accord with the normal length-of-service increases.
Employees who complete their training shall have their length-of-service date
determined based upon the date they reachthe 30-month step.

Coincident with the establishment of a new start rate and/or a revision to the
main salary scales, the salary scale shall be amended in accordance with 2
above.

Those employees who are identified as Trainees prior to this Agreement and
whose salaries were frozen shall have their new salary determined by a
retroactive restructuring of the salary scale and shall then, if appropriate, be
placed at a step in the 1981 scale consistent with their period of employment
as a Drafter Trainee. For those employees who would otherwise have
completed their training they shall be placed at the appropriate steps in the
Drafter 1 Group 8 salary scale.

Where Hydro has a requirement to fill a Drafter position, the position will be filled:

@ by internal promotion or bulletin; or

(b) if there are no suitable internal candidates, then by external hire

Where there is a requirement for a Drafter Trainee, the same procedure will be followed.

F.M. deMoor C.M. Leffler

Business Representative Manager, Labour Relalions
Local 378, COPE B.C. Hydro & Power Authority
1981-07-30

Date

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING# 23
RE: REPLACEMENTOF TEMPORARY EMPLOYEESBY
REGULAR EMPLOYEES SUBJECT TO LAYOFF

(Refer to Article 9.05)
March 25, 1996

Mr. Scott Watson

Senior Business Representative

Canadian Office and ProfessionalEmployees
Union, Local378

2nd Floor - 4585 Canada Way

Burnaby, B.C.

V5G 4L9

Dear Mr. Watson:

Re: Replacement of Temporary Employees by Regular Employees Subject
to Layoff

During the course of 1996 negotiations, the Parties discussed a process whereby
regular employees subject to layoff would be considered for existing temporary positions
at the point they elect of are designated for layoff.

Specifically, where a temporary position is occupied by a Full Time Temporary (FTT)
employee and a Regular employee has elected or is designated for layoff, the Employer
will terminate the FTT and allow the Regular to complete the remainder of the FTT work
requirement in the following circumstances:

1. Within the Lower Mainland (up to. but not including Squamish and
Abbotsford), Victoria, or Nanaimo, the FTT position is in the same
department as the Regular subject to layoff; outside the Lower Mainland
(including Squamish and Abbotsford), outside Victoria, or outside Nanaimo,
the FTT position is in the same headquarters as the Regular subject to layoff.

2. The FTT position is expected to continue for at least 3 more months from
date of layoff of the Regular employee; and

3. The Regular has the prerequisite qualifications or an equivalency for the FTT
position; and

4. The Regular has the ability to performthe FTT position.

Where the above criteria is met and more than one FTT position is Identified, the FTT
employee in the positionwith the longest expected duration from the date of layoff of the
Regular employee shall be terminated, with the Regular assuming the remainder of the
work requirement.

The Regular employee shall hold FTT status for the period of the FTT work requirement.

They shall also retain their rights and status as a Regular employee on the recall list for
the duration of their recall period.
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On an exception basis, where the termination of the FTT and assumption of the
remainder of the work requirement by the Regular employee would have significant
impact on the business of the department, the details and impact of such will be
reviewedwith the Union, and the employer may elect not to proceedwith the termination
of the FTT employee identified.

Yours truly,

M.R. Corrigan
Labour Relations Officer

Note: The Parties shall not use, refer to, or otherwise introduce this memorandum of
understandingin any hearing or matter before a third party with respect to the intent or
definition of "ability" or "present ability" and this memorandum shall not prejudice the
positions of the parties in anyway regarding such intent or definition. The Parties
recognizethat the reference in this memorandum to "ability" means “present ability".

This MOU was amended 1 April 20056 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUMOF UNDERSTANDING # 24
RE: TRAINING SITUATIONS

INTRODUCTION

Normally, an employee receives his/her training and experience by being
promoted through a series of established jobs for which separate and
distinct job descriptions exist. The employee's progressionfrom one job to
another will occur when an opening exists and management determines
that the employee is capable of performing the duties and responsibilities
of the higher ratedjob.

In some situations, however, an employee is advanced through a series of
progressively higher grouped jobs between which job evaluation can
discover no significant difference in the duties, responsibilities and job
demands. These jobs were created to allow employees to be trained for a
specific job which the employee will eventually occupy, an "endjob. Under
the old job evaluation system, separate job descriptions and job groups
were established with relatively minor distinctions to create and deal with
this type of training situation.

Minor differences in duties, responsibilites and job demands which
previously resulted in different job ratings or job groupings may not be
recognized under the new plan. Under these circumstances, the result will
be that single job description describing the "end" job will be produced to
cover alljobs inthe presentmulti-leveljob structure.

When the need for a "Training Situation” is identified, Management will
define the duties and responsibilities of the "end' job. A job descriptionwill
be prepared for the “end" job only. This will be evaluated by the Job
Evaluation Section (and will be subject to appeal as in all other job
evaluation situations). Selections to training situationswill be in accordance
with Article 7.10 of the Collective Agreement and will include an
assessment of the applicant's ability to perform the "end"job.

DEVELOPINGA TRAINING SCALE

(a) The time span of the training scale leading from the start rate to
Minimum of the "end" job will be the number of months (rounded to
the nearest six months) of elapsed time to acquire the requisite
knowledge and skills under the Previous Practical Experience
(PPE) factor as determined in evaluating the "end"job.

(b) The start rate will be determined by subtractingthe number of years
elapsed time under PPE from the job group of the "end" job, and
will be the Minimum of the resulting job group salary scale.

(Example: "End'job Group @
Elapsedtime PPE 24 months
9 -2 = Group 7 Minimum start rate)

However, where the rounded elapsed time PPE involves a half-year
period, the start rate will be Step 1 of the appropriatesalary scale.
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(Example: Group 9 "endjob
30 months elapsed time off
startrate=9-2 1/2=6 1/2
=Group8, Step 1)

The training scale will be constructed by dividing the dollar
difference between the "end"job minimum and the start rate by the
number of & month periods contained in the training period
established in (a) above. The first such increment shall be the six
month step, the second the 12 month step, etc., until the salary
steps reachthe Minimum of the "end" job salary scale.

PROGRESSION THROUGH THE SCALE

(a)

(b)

()

A trainee who enters the scale at the start rate will, subject to
satisfactory performance, advance to each subsequent training
salary step at 6 month intervals based on histher date of
appointment to the training scale. Upon completion of the training,
the employee will be placed at the Minimum of the "end" job salary
scale. The employee will then be subject to progressionwithin the
salary range established for this job group in accordance with the
Collective Agreement.

An internal applicant in a job carrying a maximum step below the
maximum step of the job group used to establish the start rate of
the training scale will receive a promotional increase in accordance
with Article 7.04{a) of the Collective Agreement, and histher
subsequent progressionwill be as per 3(c)(ii) and (iii} below.

An internal applicant whose salary is greater than the start rate
shall enter the scale at histher existing salary and will progress as
follows, subject to satisfactory performance:

0} The time span of the training scale will be established as
per 2(a) above.

(i) The employee will progress at six month intervals, by
equal dollar steps, to the end of his/her training scale,
which will be established at the same relative position in
the "end" job scale as the employee occupies in histher
current salary scale.

(NOTE: the following is an example based on April 01, 2002
rates)

(e.g. 24 monthtraining scale, Group9 "end' job, employee
at Group7, Step3

Start 3483 (Group?7 - 3)
6 month 3651
12 month 3819
18 month 3087
24 month 4155 (Group 9 - 3)
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(iii) Subsequent salary progression will be in accordance with
normal length-of-service increases, with the employee's
length-of-service date determined based upon the date
they reachthe end rate of the training scate.

(d) If a person having suitable experience is appointed to a training
situation, management may place him/her in any training step
judged to be appropriateto his/her applicable experience.

(e) It is the intent of the Parties that employees should not remain on
training scales for an indefinite period of time. To this end, any case
in which a trainee is judged to be incapable of being trained to
perform the end job in a satisfactory manner will be handled
according to its merits.

4. SALARY TREATMENT FOR INCUMBENTSOF MULTI-LEVELJOBS

@ At the time the new job evaluation system is implemented,
incumbents employed in multi-level job situations which are
replaced by training scales will be placed at a step in the training
scale or end job appropriate to the incumbent's applicable length-
of-service in the multi-level job hierarchy, provided they do not
suffer any reduction in earnings or horizons in their current salary

group.

(b) Incumbents currently in a multi-level job situation who are judged to
be incapable of being trained lo perform the "end" job in a
satisfactory manner will be given special consideration in
accordance with the intent expressed in 3{e) above.

S.J. Benson F.M. deMoor

Labour Relations Supervisor. Business Representative
B.C. Hydro and Power Authority COPE, Local378
1984-01-19

DATE

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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Definition

MEMORANDUM OF UNDERSTANDING# 28
RE: JOB SHARING

Job sharing is defined as dividing all the functions of one full-time regular position
between two regular employees (including previous regular employees with post-
maternity bulletining rights), each of whom works part-time in a manner that provides
full-time coverage for the position. The supervisor is responsiblefor communicating the
requirements of the job to both employees.

1. Procedure

@

(b)

Regular employees wanting to job share may requestthe supervisor to
consider a proposal for a job sharing arrangement. One of the regular
employees must be the incumbent in the position and the other regular
employee must enter the position by virtue of either a lateral transfer or a
voluntary demotion. (Notwithstanding this, an employee can receive a
promotion into a job sharing arrangement if they bid on a bulletined job
share position as contemplated in point {(b) below.) In making a
submission it is important that both employees realize they are entering a
partnership. Their proposalmust provide informationon the qualifications
and experience of each proposed partner and give details on how the
arrangement will ensure the work is efficiently and effectively completed.
Details which must be considered inthe submission include:

(i) which functions will be shared and which functions will be
performed by only one partner;

(i) how work load priorities will be determined on an on-going basis,
and how these priorities will be communicated between partners
to ensure nothing is missed;

(iii) preferredwork schedule of each partner, preferred start date; and
(iv)  other informationrequired by the supervisor or by the job itself.

If the incumbent in the regular full-time position has been unable to
attract a suitable partner, the Employer will assist the employee in the
search for a suitable partner by advertising the opportunity company-
wide; with specific reference to eligibility limited to regular employees
(including previous regular employees with post-maternity bulletining
rights). Selections for job sharing will be made on the basis of Article
7.10(d).

Proposed job sharing arrangements will be discussed with the
appropriate Personnel Office and for each job sharing arrangement there
must be a written understanding signed by each employee participating
and the employee's supervisor, with a copy to the Union.

Subject to operational efficiency, requests for job sharing shall not be
unreasonably declined by the employer.
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{d)

Employees entering into job share arrangements will not be eligible for
travel allowances or moving expenses at the commencement of a job
share.

Job Sharing Conditions

()

(b)

©

@

Full-time regular employees who enter ajob sharing arrangement change
their status to part-time regular.

Notwithstanding Article 1.06(b)2, employees may be requested to relieve
for each other at straight time rates unless the hours of work of the
relievingemployee exceed7.5 hours per day or 37.5 hours per week.

Notwithstanding Article 1.06{b)7, and Article 14.03, employees in a job
sharing arrangement will be entitled up to 2 weeks leave of absence
without pay annually. The two weeks may be taken in unbroken
sequence.

Employees in a job share arrangement may elect to attend meetings
such as Departmental Meetings, Training Courses, Joint
Union/Management Committee Meetings, etc., without such hours being
included in the total hours of the two job share partners. Such time will
be considered time worked, however will not trigger the overtime
provisions unless the hours of the individual exceed 7 1/2 per day or 37
1/2 in the week. Under these circumstances, employees will be paid a
minimum of 2 hours at straight time.

(€) Multiple job share partners working in a department may elect to work

additional hours to their normaljob share scheduled, in order

to cover off an absence from work of another job share employee. Such
hours must be approved by the Department Manager and must not, when
totaled with ail other job share hours in the department, exceed the total
number of job share hours allotted to job share arrangements working in
that department. The only exception to this will be when the total number
of job share hours has beenincreased as a result of (1) above.

Termination of the Job Sharing Arrangement

@

(b}

If the job sharing arrangement is terminated by the employer, 30 days
written notice must be given to the affected employees with a copy to the
union.

Should the job sharing arrangement be terminated by the employer, the
job sharing partner who originally held the position will again assume that
position. The provisions of article 9 will apply to the other incumbent.

If the original incumbent declines the full-time regular position, then the
remaining partner will be offered the job and the provisions of article 8 will
apply to the original incumbent. If the remaining partner declines, the
positionwill be bulletined and the provisions of article 9 will apply to this
remainingpartner.
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(c) An employee may only vacate the job share due to transfer or
termination. Inthis event, the other employee will assume the positionon
a full time basis, and may elect to initiate a new job share partnership
starting as per 1 above. The Union will be notified by the employer upon
the termination of ajob share arrangement.

4. This Memorandum of Understandingmay be changed at any time by the written
mutual agreement of the Employer and the Union.

5. This Memorandum of Understanding shall be deemed to be incorporatedinto the
Collective Agreement between the Employer and the Union as if set forth in fuil
thereinin writing, and shall so apply.

Signed at B.C. this day of , 18
S. Watson S. Matheson

Senior Business Representative Labour Relations Officer
COPE, Local378 B.C. Hydro

Revised 1896-12-20
Date

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378,
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Specifics of Hours & Days to be Worked. Specifics of Hours & Daysto be Worked:
Name: Name:

The Job Sharing arrangementwill commence on:

Itis understoodand agreed that the method of termination and other terms and
conditions of this Job Sharing arrangement are as detailed in MOU#28 of the B.C.
Hydro/COPE Collective Agreement.

EMPLOYEE:
(Signature) (Signature)

DATE:
APPROVING
SUPERVISOR:
(Name) (Signature)

DATE:

[ Human Resources
COPE

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378,
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MEMORANDUM OF UNDERSTANDING # 29
(Previously Letter of Understanding# 29)
RE: ACCESS TO CHILD CARE

The Parties recognize that the availability of and access to quality childcare is an
integral component in balancing family and career for working parents.

To this end, the COPE shall nominate 2 representativesto participate in the Joint
Child Care Working Committee with an equivalent number of representatives
from each of BC Hydro and the other employee groups within BC Hydro. The
Committee will be chaired by the Work and Family Coordinator.

The purpose of the Committee is to review and discuss issues relatedto present
and future child care needs for children of employees of BC Hydro.

As part of this joint venture, the Parties support the establishment of the
Edmonds Childcarefacility, currently in the planning process. The Committee will
also investigate child care needs in areas of the province outside the Edmonds
headquarters and make recommendations to BC Hydro by 31 March 1995. Such
recommendations may include, but not be limited to, acquiring designated space
in existing facilities for children of BC Hydro employees. The report and
recommendations will be made available to employees. Subsequent to these
communications, the Committee will function in an advisory capacity to BC Hydro
in structuringfuture child care initiatives.

The Employer will consult with the Committee regarding the selection of
providersof child care. The Employer will not select child care providers to which
the Committee has reasonable objections.

Access by employees in the bargaining unit to child care provided by the
Employer must be on a basis which is at least equal to that accorded to
employees outside of the bargainingunit.

This Letter of Understanding may be changed at any time by the written mutual
agreement of the Employer and the Union.

This Letter of Understanding shall be deemed to be incorporated into the
Collective Agreement between the Employer and the Union as if set forth in full
therein in writing, and shall so apply.

Signed at 8.C. this day of 19

D. Percifield M. Corrigan
Senior Business Representative Labour RelationsOfficer
COPE, Local378 B.C. Hydro

1994-10-17

Date

[NOTE:

This Memorandumof Understanding was previouslya Letter of Understanding.]

This MOU was amended 1 April 2005 to reflect the Union's change of name from OPEIU to
COPE 378.
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1. The P

MEMORANDUMOF UNDERSTANDING# 30
(Previously Letter of Understanding # 30)
RE: UNION SHOP CARDS AND DECALS

arties agree that in response to the Union's Proposal regardingthe display

of Union Shop Cards and Decals, the agreement between the Parties on this
issue dated 10 June 1892 shall be incorporated into the Collective Agreement in

full for

(a)

(b)

2. This L

ce and effect. In specific:

The Union may display union decals at the main entrance to buildings
wholly occupied by BC Hydrowhere members of the COPE are employed.
The exact placement of the decal will be done in consultation between the
local union representative and local management. The decals will not be
displayed atjoint tenant locations. The decal wording will read as follows:

"Office and Professionalemployees of BC Hydro in this
office are representedby the Canadian Office and Professional
Employees' Union, Local 378."

The Union may display union shop cards at the individualwork area of
the union representatives. It is understood they will not be displayed in
reception areas or at customer interface locations. The exact placement
of the shop cards will be done in consultation between the union
representative and local management, The shop cards will read as
follows:

"Office and ProfessionalEmployees of BC Hydro
in this office are represented by:
COPE, Local378
Canadian Office & ProfessionalEmployees’ Union"

etter of Understanding may be changed at any time by the written mutual

agreement of the Employerand the Union.

Signed at B.C. this dayof ., 19____
D. Percifield M. Corrigan
Senior Business Representative Labour Relations Officer
COPE, Local 378 B.C. Hydro
1994-10-17
Date

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUMOF UNDERSTANDING# 32
RE: EXPEDITEDARBITRATION

(Referto Art. 3.10)

1.

The Parties agree to incorporate this Letter of Understanding for the
duration of the current Collective Agreement.

For the purpose of accelerating the resolution of applicable grievances,
the Parties may mutually agree to refer to Expedited Arbitration any
matter properly processed, as a grievance, in accordance with the
provisions of the grievance procedure contained in this Agreement.

One of the following named arbitrators shall be selected by mutual
agreementto hear the matter in dispute in accordancewith the provisions
of this Letter of Understanding:

@ Ready, V

(b) Korbin, J

(c}  Taylor, C.

(d) any other arbitrator that may be agreed to by
the parties

The facts of the matter in dispute shall be presented during Expedited
Arbitration by a designated representativeof the Union and a designated
representative of the Employer.

The decision of the Arbitrator shall be of no precedential value and shall
not be referredto by either Party in any other proceeding.

The Parties may, by mutual agreement, refer a group of grievances,
related or unrelated, to be heard pursuant to this Letter of Understanding
by a single arbitrator.

The Parties agree to make use of agreed statements of fact to the
greatest extent possible, and unless mutually agreed otherwise to limit
witnessesto 2 (two) per Party for each case.

All other provisions of this Letter of Understanding with respect to
arbitration and the arbitration process as outlined in Article 3 shall apply
to Expedited Arbitration.

Signed at Burnaby, B.C. this 29" day of May, 2000

Scott Watson Garry Corbett
Senior Business Representative Manager, Labour Relations
COPE, Local 378 B.C. Hydro

Date 1994-10-17
[NOTE: This Memorandumof Understandingwas previously a Letter of Understanding,]

This MOU was
COPE 378.

amended 1 April 2005 to reflect the Union's change of name from OPE!U to
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MEMORANDUMOF UNDERSTANDING# 33
(Previously Letter of Understanding # 33)
RE: PAYEQUITY

(Refer to Art. 2 and MOU #48)

With respectto the above subject matter, the Parties agree to develop and implement
Pay Equity as follows:

For the purpose of this Letter of Understanding, it is agreed that "Pay Equity”
shall be defined to mean "equal pay for work of equal value", regardless of
gender.

2, Using a gender neutral, Pay Equity provenjob evaluation system, implement Pay
Equity valid job group levels and salaries within the COPE bargainingunit.

3. A Joint Pay Equity Working Committee ("Committee") will be formed to review
and adjust as required the Province of British Columbia/BCGEU job evaluation
plan for the purpose of developing the BC Hydro/COPE job evaluation plan
("Plan") which is to be used to implement Pay Equity within the COPE bargaining
unit. If the committee determines that the Province of British Columbia/BCGEU
plan and any modifications that may have been agreed to will not be effectivein
terms of achieving Pay Equity, the Committee may recommend alternatives to
the Parties.

4, The mandate of the Committee is as follows:

a) Review and adjust the Plan in the following areas:
« the job evaluation criteria to be used for BC Hydro's COPE affiliated
jobs
o the points given for each criteriascore

b) Carry out the evaluation of the benchmark jobs identified in Appendix A
using the Planfor BC Hydro's COPE affiliatedjobs. The Committee may
add to or delete from the benchmarks identified in Appendix A as
appropriate.

c) Establish point bands to correspond to BC Hydro's COPE affiliated job
group levels and incorporate them into the Plan.

d) Recommend an implementation schedule for Pay Equity salary
adjustments within the funding and timing framework as set out in points
7 and 8 below. Itis agreed that priority in implementation will be given to
job groups 2 through7.

5. The Committee will consist of 2 representatives from each Party, with one male
and one female representative from each Party. The Committee may call upon
jointly agreed external resources as required for technical information. The
Employer shall approve and pay for reasonable time off work for the Union's
representatives to attend each meeting of the Committee, to a maximum of 7/12
hours per day, per person, with a total maximum of paid lime off for Union
Committee representatives restricted to 80 person days. Time off beyond this
total maximum shall be billed to the Union. Meeting space, equipment supplies
and technical advisors required by the Committee shall also be paid by the
Employer.  The Committee shall be struck no later than 30 days following
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10.

ratification of the renewal of the Collective Agreement, and shall conclude their
mandate as established in point 4 above no later than six (6) months from the
date of commencement of the Committee.

Should the representativesof the Parties be unable to reach agreement at any
point in exercising their mandate as defined in point (4}, the following steps shall
be taken to resolve the impasse:

(i The issue in dispute shall be identified in writing by the Committee, with
the respective positions of the Committee members on the matter clearly
articulated. This information shall be forwarded to the Parties, who shall
meet not later than 7 calendar days following receipt of the information,
for discussion and resolution.

(i) Following discussion between the Parties, and failing resolution, the
matter may be referred to an arbitrator (to be named) for an expedited
hearing. Each Party is permitted no more than (to be defined) pages of
written material in support of their position on the matter. Hearings on
each matter are to be no longer than one day, with each Party allowed a
maximum of four hours of presentation. The arbitrator shall adopt the
position of one Party or the other, and his/her decision shall be binding.
The arbitrator shall issue his/her decision within 7 calendar days of the
hearing date.

Upon conclusion of the Committee's mandate as outlined in point (4), the
Employer shall review all valid encumbered jobs in the COPE bargaining unit
using the Plan. Pay Equity salary adjustments will be effective 1 April 1995.
Salary adjustments due to Pay Equity made subsequent to this dale will be
retroactive to this dale. Upon completion of job review and necessary salary
adjustments, Pay Equity implementationshall be completed.

Beginning April 1, 1893 BC Hydro will allocate 1 % of total COPE-annual salary
(i.e. - total straight time earnings as at 31 March 1993) to be used to effect Pay
Equity salary adjustments. This same amount will be allocated each year
thereafter for the same purpose until all BC Hydro's COPE affiliated jobs have
been evaluated and necessary Pay Equity salary adjustments have been
completed. BC Hydro will maintain a record of amounts allocated for this
purpose and will credit such amounts with an annual rate of interest at BC
Hydro's deposit account rate. The cost of interim salary scale adjustments, as
attached in Appendix B, shall also be drawn from this funding. On completion of
the necessary Pay Equity salary adjustments, allocatedfunds which are not used
shall remain with the employer.

Upgroupings in salary as a result of changes in job groupings arising out of this
Letter of Understanding will result in placement of the salary in the new job group
at the same relative position occupied in the previous job group. Downgroupings
will be treated as per Article 7.03(a)6.

Job Classification Appeals which had been filed prior to the agreement date of
the renewal of the Collective Agreement will be processed under the terms of
Article 2 as set out in the 1991-83 Collective Agreement between the Parties.
No new Classification Appeals will be accepted after the dale of renewal of the
Collective Agreement.
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11. BC Hydro will use the Plan for the ongoing managementand maintenance of job
group levels and new job evaluations within the COPE bargaining unit. To this
end, the Parties agree to replace the Classification System with the Plan as
defined above with respect to the administration, application, and operation of
Article 2 of the current BC Hydro/COPE Collective Agreement.  Following
implementation of the Plan, the Parties agree to meet annually lo review the
operation of the Plan and discuss concerns with respect to Plan application and

integrity.

12, This Letter of Understanding may be changed at any time by the written mutual
agreement of the Employer and the Union.

13.  This Letter of Understanding shall be deemed to be incorporated into the
Collective Agreement between the Employer and the Union as if set forth in full
therein inwriting, and shall so apply.

Signed at B.C. this day of 19
D. Percifield M. Corrigan
Senior Business Representative Labour Relations Officer
COPE, Local378 B.C. Hydro
1994-10-17
Date

[NOTE :This Memorandum of Understandingwas previously a Letter of Understanding.]

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEW to COPE 378.
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MEMORANDUM OF UNDERSTANDING # 34
(Previously Letter of Understanding # 34)
RE: CO-OPERATIVE EDUCATIONALSTUDENTS PROGRAM

This letter will confirm the Parties' agreement to participate in the hiring of students
under a Co-operative Education Program as follows:

1. Co-operative students (herein after referred to as "students") are defined as
persons enrolled in and who have not graduated from a recognized post-
secondary institutionwhich shall include colleges, institutions, university colleges
and universities. Students from all programs, schools of studies and disciplines
shall be governed by the terms of this agreement. it is understood that this
agreement does not apply to Co-op students who perform work within the scope
of the order of certificationof IBEW Local No. 258 bargaining unit.

2. All students will be required to become and remain COPE members for the
duration of their work term. Students will be classified as full-time temporary
(Co-operative Education) and will not be entitled to sick leave and will not
participate in the benefits outlined in Article 10 or the Pension Plan. Co-op
Education students will not be entitled to apply for regular or temporary COPE
affiliated bulletined positions.

3. The work term of employment of each student will normally be for a period not
exceeding five continuous months in duration. The Employer will give the Union
prior notice if there is an intention of extending the work term.

4. Up to 1560 positions may be established and identified per calendar year as Co-
operative Education positions. Any increase in the number of positions requires
the mutual agreement betweenthe parties.

5. The COPE will be advised of the student's name, position, and department and
educational institution.

8. Where more than three students from an engineering program or more than two
students from any other program are required in any one department such will
be subject to agreement of the Parties.

7. It is the intent of the Parties that participation in this program will not adversely
affect existingjobs or employees covered by the Collective Agreement.

8. In the event of a labour dispute between the Parties students shall not be
requiredto perform any duties at a headquarters where members are on strike
or locked out. The Employer shall have the option of transferring the students to
another headquarters where the dispute is not active or canceling the terms of
participation.

9. Students will receive salary treatment in accordance with the following schedule.

This schedule will be negotiated on an annual basis or at such times as may be
mutually agreed to by the Parties:
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10.  Work Term (Monthly Salary)

Co-op Student
As per MOU 34
 Effective A 2 3 4 5

Q1-Apr-05 §2,04% | $2.695 | $2.856 $3,027 $3,209 Tbd
01-Apr-06 32,582 | $2,738 | $2,902 |  $3.075 $3,260 Thd
01-Apr-07 $2,633 | $2,793 | $2.96Q $3,137 $3,326 Thd
01-Apr-08 $2686 | £2849 | 43,019 43.200 $3302 [ Tbd
01-Apr-09 $2,740 | $2,906 | $3.079 $3,264 $3.460 Thd

11. In the event of a declaration is made by the Labour Relations Board of British

Columbia that any specific group of students as described herein, are not within
the scope of the Order of Certification granted to the Union, the Company shall
cease to deduct and remit dues on their behalf. For greater certainty it is agreed
and understood that in the event of such declaration the numbers of students as
described above permitted within the bargaining unit through the instrument of
this document shall be reduced to 60 in any calendar year.

12. The Parties agree that this agreement may not be used, referredto or otherwise
introduced in any hearing before the Labour Relations Board of British Columbia
which relates to the scope of the Order of Certification.

13.  This Memorandum of Understanding may be changed at any time by the written
mutual agreement of the Employer and the Union.

14.  This Memorandumof Understanding shall be deemed to be incorporatedinto the
Collective Agreement between the Employer and the Union as if set forth in full
therein in writing, and shall so apply.

Signed at , B.C. this day of , 19
S. Watson D.S. Connelly
Senior Business Representative Labour Relations Officer
COPE, Local378 B.C. Hydro

Revised 1866-12-20
Date

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING # 35
(Previously Letter of Understanding# 35)
RE: PARTICIPATION BY EMPLOYEES INJOB SELECTION
(Refer to MOU #2)

With respect to the above cited subject matter, the Employer and the Union do hereby expressly
and mutually agree as follows:

Q)] It is agreed that only supervisory, managerial, excluded employees (who are
engaged in matiers related to personnel functions pursuant to Section(s) 1 and
139 of the Labour Relations Code of British Columbia, or any equivalent
successor legislation) shall be authorized to make job selection decisions under
the Collective Agreement.

2) Itis agreed that in the applicationof Paragraph(1) above, a Work Leader or other
designated Employees in the bargaining unit who have specific technical
expertise may act as advisor to the Employer during the job selection process
under the Collective Agreement. it is understood and agreed that such advisor
shall only provide technical Input about the requirements of the job which is under
competition and may be required to prepare assessment and testing materials for
the selectingmanager.

(3) It is agreed that when a Union member participatesin the job selection process
as set out under Paragraph (2) above, it shall be voluntary and shall not be
deemed to be a condition of employment. Itis understood and agreed that if the
work performed in this advisory capacity warrants a temporary promotionthen the
applicable provisions o the Collective Agreement, concerning temporary
promotion, shall apply.

(4) The Employer specifically agrees not to amend any job description held by any
Work Leader or any other COPE affiliated job description to incorporate job
selection responsibilitiesinto their duties or attempt to have them designated as
excluded Employees pursuant to the Labour Relations Code of British Columbia,
or any successor legislation.

(5) The Employer specifically agrees not to compel any Employee in the bargaining
unit who participates in the job selection process in accordance with Paragraph
(2) above to testify before either an arbitrator or the Labour Relations Board of
British Columbia, or any of its successors.

(6) This Letter Of Understandingmay be changed at any time by the written mutual
agreementof the Employer and the Union.

7) This Letter Of Understanding shall be deemed to be incorporated into the
Collective Agreement between the Employer and the Union as if set forth in full
thereln in writing, and shall so apply,

Signedat—— B.C. this day of 19 __
D. Percifield M. Corrigan
Senior Business Representative Labour Relations Officer
COPE, Local 378 B.C. Hydro Date 1994-10-17

This MOU was amended 4 April 2005 to reflect the Union's change of name from OPEIU to
COPE 378.
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MEMORANDUM OF UNDERSTANDING # 36
(Previously Letter of Understanding # 36)
RE: DUTY TO ACCOMMODATE

1. The Parties to this Collective Agreement agree that they shall jointly share in
their duty to reasonably accommodate, by placing in any job they are capable of
filling, employees:

@ who are incapacitated due to general impairment of health for the
efficient performance of their regular duties; or

(b) permanently or temporarily disabled by a work related injury or illness.

2. Inplacingemployees as per the above, the Union agrees to waive the applicable
job posting requirements for the available placement position.

3. An employee subject to placement shall be entitled to all terms and conditions of
their respective employee category - full time, parttime, or casual - as set out in
the Collective Agreement provided they meet the applicable employee definition
as defined in Article 1.08. Where modified terms, including but not limited to
hours of work, job duties, applicability of benefits, are requiredto accommodate
an employee they shall be discussed on a case by case basis and jointly agreed
by the Parties.

4, The employer shall give due consideration to workplace access and
modifications, and personalcircumstances in accommodating employees.

<]

By mutual agreement, the employer may place eligible employees from outside
the bargaining unit into positions encompassed by the COPE's certification. In
such cases the employee's bargaining unit seniority shall commence effective
the date of placement into the bargaining unit.

6. The above terms are subject to a position being available that meets the needs
of the operationand the abilities of the employee.

7. This Letter of Understanding may be changed at any time by the written mutual
agreement of the Employerand the Union.

8. This Letter of Understanding shall be deemed to be incorporated into the
Collective Agreement between the Employer and the Union as if set forth in full
therein in writing, and shall so apply.

Signed at B.C. this day of .19
D. Percifield M. Corrigan

Senior Business Representative Labour Relations Officer
COPE, Local 378 B.C. Hydro

Date: 1994-10-17
This MOU was amended 1 April 2005 to reflect the Union's change of name from OPEIU to
COPE 378.
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MEMORANDUM OF UNDERSTANDING # 37
RE: MICA CREEK

It is understood and agreed to review this memorandum prior to March 31st, 1998, at
which time it may be revised and/or extended upon, only by written mutual agreement of
the Parties. This Memorandum shall apply to all employees headquartered at Mica
Creek governing matters related to transportation, residency and variation to the
standard hours of work. Except where specifically provided herein all terms and
conditions of the Collective Agreement shall apply.

TRANSPORTATION

1.

In general employees will be required to operate vehicles for the purpose of
transporting employees from the established muster point(s} in Revelstoketo Mica
as detailed below.

Hydro will provide appropriate transportation which meets the requirements of all
applicable Safety Acts and Regulations, betwsen the established muster points at
Revelstoke and Mica at the commencement and completion of each "Mica Work
Week" as defined below. Travel each way betweenthe established muster point
and Mica will be compensated as set forth in this document in 14 below.
Employees leaving the established muster point by 08:00 (Day 1 of Mica Work
Week) will not lose any of their regular straight time (x 1) salary as a result of
delays caused or encountered by road or weather conditions between Revelstoke
and Mica. Reasonable effort will be made to seat 2 employees to a bench seat or
alternative transportationmay be provided.

Hydro will provide vehicles for transportation of employees residing in the Mica
staff house to the Mica powerhouse, time for such travel at the beginning and end
of each "Mica Regular Shift" as defined in 12 below will not be paid by the
company.

An employee who for any reason is absent or misses the transportation provided
by the company between the muster points will then be responsible for providing
their own transportationat no cost to B.C. Hydro.

Time lost as a result of such an occurrence will not be paid by the company. In
circumstances when commencing or returning from sick leave or in the case of
emergency situations upon request B.C. Hydro shall make reasonable attempts to
provide an appropriate vehicle which can be used by the employee(s} to travel
between Revelstoke and Mica. At B.C. Hydro's requestand if a Mica employee is
willing to drive a B.C. Hydro vehicle to Revelstoke on their own time for the
purposes of transporting an employee returning from sick leave then the employee
will be paid 45 minutes travel time upon their return during regular Mica Hours.

Employees off shift when traveling to the established muster point or between the
powerhouse and staff house will not receive compensation for such travel time.

Employees driving B.C. Hydro vehicles while on company business or other pre-

authorized use which may include driving a vehicle to their home by the most
direct route shall be covered by B.C. Hydro's insurance. Such Insurance shall not
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be less than the minimum required by Provincial Regulations or the normal
coverage as provided by the company whichever is superior.

7. It is the responsibility of B.C. Hydro to ensure that authorized employees who
travel between the established muster points and the powerhouse and staff house
in company vehicles are covered by the Workers' Compensation Act or equivalent
and all other applicable regulatory requirements.

ACCOMMODATIONAT MICA

8.  Employeeswith permanent domiciles outside of Mica may reside at the staff house
without charge. Staff house facilities will be maintainedto acceptable standards.

9. Employees with permanent domiciles outside of Mica will not be eligible for
payment of isolation allowance. NO rental charges shall apply to employees
claiming permanent residency in Mica and who reside in the staff house.

10. Employees who successfully bulletinto any position(s) at Mica or who as a result
of any other application of provisions of the Collective Agreement are
headquarteredat Mica as of the date of signing of this Memorandum of Agreement
shall be offered the choice of either full time single residency in the staff house or
participatingin the commuting arrangements as described above.

11. Hydro will maintain the townsite recreation facilities (unless otherwise agreed)
and these facilities shall be available for use to employees and their guests, the
company will consult with employees prior to making changes to the existing
facilities.

HOURS OF WORK -SCHEDULE
12, Regular hours of work for employees headquartered at Mica will normally be:

09:00 to 12:00 and 12:30 10 17:15 (7.75 hrs. Worked) Day 1
07:30to 12:00 and 12:30 to 17:15 (9.25hrs. Worked) Day 2 and Day 3
07:30 to 12:00 and 12:30 to 15:45 (7.75hrs. Worked) Day 4

When requested by employees, with approval of the local union and agreed to
by the employer, any holiday listed in Article 13.01 (a) which falls on a Tuesday,
Wednesday, or Thursday may be taken off either the proceeding Monday or
following Friday.

13. Itis understood and agreed that Day 1 of the above schedule will fall on a Monday
save and except inthe case where such day is a Statutory Holiday whereupon Day
1 shall be deemed to be Tuesday.

14, This schedule includes 45 minutes paid travel time from the established muster
point at Revelstoke to Mica and one hour paid travel time from Mica to the
established muster point at Revelstoke. If this travel time falls outside normal
hours of work due to an employee required to work into normal travel time then
they will be paid overtime rates.

15. Each day worked shall be paid at 7.5 hours and the remaining time shall be
creditedto each employees Time Bank.
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16. Credit shall not accrueto the Time Bank under the following conditions:
annual vacation,
days taken as Time Off (whole or part),
compensable days (WCB),
paid or unpaid leaves of absence,
such time shall be recorded at the rate of 7.5 hours per day.

17. Sick leave days (whole or part) shall be compensated by 7.5 pay with the
appropriate remaining time for the day(s) to be drawn from the employee's sick
leave bank to supplement his/her Time Bank.

18. Notwithstanding 16 and 17 above, where an employee is absent for part of the
work day, his/her time bank shall be credited with time worked as described in 12.
above.

19. Employees Time Bank will be reduced by 7.5 hours for each Mica Day taken off.
Annual vacation may supersede a scheduled Mica Day.

20. Not later than November 30th the Parties will agree on a Mica Schedule for the
following year. This schedule will allocate Fridays as RWWL Days or Mica Days
off in weeks in which there are no Statutory Holidays. In the case of both RWWL
and Mica Days, with 48 hours notice employees may be required to work on the
designated Friday, taking the following Monday or Thursday off, by mutual
agreement with their manager, as a day in lieu. Inevent less notice is given then
the provisionsof Article 11 (Overtime Premiums) of the Collective agreement shall
apply. The application of this requirement shall not be exercised for a combined
total of more than 20 days in a calendar year.

21. Where an employee is off work and in receipt of income continuance or WCB
(Workers' Compensation Board) benefits, any Mica Day scheduled during that
periodwill be superseded by those benefits.

22, Ifan employee has insufficienthours in their Time Bank to cover a scheduled Mica
Day, the employee may utilize annual vacation to supplement it, or they may
accrue a negative balance to @ maximum of five days. If annual vacation has been
exhausted the Mica Day may be taken as an unpaidleave of absence. Employees
may be permitted where approved by their manager, to work on a scheduled Mica
Day and receive straight time credit to their Time Bank.

Temporary Changes df Headquarters

23. Where an employee headquarteredat Mica is assigned on a temporary basis to
another headquarters they shall assume the regular hours of work provided in
Article 11.01.

24. Where an employee whose headquarters is outside Mica is assigned on a
temporary basis to work at Mica, B.C. Hydro may elect to have them either
maintaintheir regular hours and days of work, or adopt the hours and days of work
of Mica personnel. In the latter the employees will have positive Time Bank
balances scheduled off at the end of their temporary assignment to Mica.
Negative balances shall be forgiven.
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25. This Memorandum of Understanding shall be deemed to be incorporatedinto the
Collective Agreement between the Employer and the Union as set forth in full
therein in writing, and shall so apply.

S. Banks H.J. Vatne

Business Representative Labour Relations Officer
COPE, Local 378 B.C. Hydro

1997-06-10

Date

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING# 39
RE: SICK LEAVEWHILE ON ANNUAL VACATION

7 August 1997
(Refer to Articles 14 and 15)

Mr. S. Watson
Senior Business Representative
Canadian Office and ProfessionalEmployees'

Dear Mr. Watson:

This is further to our discussions with respect to the application of sick leave once an
employee has commenced Annual Vacation, as well as the application of sick leave with
respect to scheduledRWWL days.

The Union agrees to recognize B.C. Hydro's practice in the application of sick leave
once an employee has commenced Annual Vacation, which is to defer Annual Vacation
when serious disability or illness, certified by a doctor, occurs after the commencement
of Annual Vacation and the Annual Vacation has been scheduled for longer than five
days.

It B understood and agreed that such deferral of Annual Vacation for serious disability or
iliness does not apply in cases where the Annual Vacation has been scheduled for a
period of five days or less and the employee has already commencedtheir vacation.

With regards to the application of sick leave and RWWL. days, the Parties agree that the
following principleswill be applied:

1. When sickness occurs after quitting time of a given working day but
before starting time on the immediately following normal working day
which is a scheduled RWWL. day, such RWWL day will be taken and
recorded as such.

2. When a personis off sick on the working day before a scheduled RWWL
day, or sickness occurs during the working day before a scheduled
RWWL day, and should the slckness continue into or through the
scheduled RWWL day, the time will be recorded as sick leave and the
RWWL day shall remain in the employee's Article 11.10 (a) time bank
and may be rescheduled at a later date.

Yours truly,

Susanne Matheson
Labour RelationsOfficer

Scott Watson Date
Senior Business Representative

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEiU to COPE 378.
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MEMORANDUM OF UNDERSTANDING# 40
RE: APPLICATION OF ARTICLE 7,10{g)

With respect to the language found in Article 7.10(g) which reads '...Where an
employee who bids laterally on the same positionthey currently hold does not possess
the required educational qualifications, they shall be deemed to possess such
qualifications...",the Patties agree to the following:

It is understood that this language was not intended to “automatically" apply to
temporary employees nor regular employees temporarily holding positions other than
their regular positions. Notwithstanding this, it is further understood that although these
employees are not 'automatically” deemed to meet the educational requirements by
virtue of this language, they may be otherwise deemed to possess such qualifications
through an appropriate assessment. Any equivalencies applied in these circumstances
shall be appliedin a fair and consistent manner.

Signed at , B.C. this day of .19
S, Watson D.8. Connelly

Senior Business Representative Labour Relations Officer

COPE, Local 378 B.C. Hydro

1996-12-20

Date

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPE!U to COPE 378,

- 189 -



MEMORANDUM OF UNDERSTANDING # 41
RE: LIFESTYLE COORDINATORS

WHEREAS, B.C. Hydro requires the flexibility to select and rotate employees from any
employee group to perform the function of Lifestyle Coordinatorin the employer's health
and weliness program in order to ensure the continued success of the program; and

WHEREAS, The Office and Professional Employee's Union Local 378 takes the position
that the Lifestyle Coordinator duties are encompassed by the Union's Order of
Certification;

NOW THEREFORE, the Parties agree that the following terms will apply in resolving
their mutual concerns:

(M

2

3

job selections for the position of Lifestyle Coordinatorwill be made based on the
language of Article 7.10(d); however, the Union has acknowledged 8.C. Hydro's
concern that the employer must be able to solicit interestand select candidates
from all employee groups. To this end the Parties further agree as follows:

@ applicants from all employee groups will be evaluated based on the same
selection criteria for any given competition; and

(b should an applicant from outside the COPE bargaining unit apply and
whose ability is significantly and demonstrably higher than applicants
within the bargaining unit, the Employer shall be free to select the
external applicant, subject to the grievance procedure. Inthe event the
successful applicant is from outside the bargaining unit, the terms of
Points4(a) - (c) below shall apply.

in order to encourage interest in available Lifestyle Coordinator positions, job
bulletins shall be posted in a generic, "expression of interest" fashion, with
mention made that the positions are covered by the terms of the COPE
Collective Agreement;

Lifestyle Coordinator positions may be either permanently held by the incumbent,
or they may be designated as rotational, subjectto the operational requirements
of the area to which the position reports. Where the position is designated as
rotational, the following applies:

(@) the Parties agree to apply the terms of Article 20.04 for up to 3 years
from the date of selection;

(b) the successful applicant's regular position will be held open and the
applicant shall return to this position following their rotation as a Lifestyle
Coordinator. Such applicants shall not be eligible to occupy any other
rotational Lifestyle Coordinator position for a period of 3 years from the
expiry date of his/fher most recent rotation.

(© where the successful applicant is from outside the bargaining unit, the

terms of Article 20.04(f) shall apply for the duration of the rotation, with an
equivalent union dues deduction payable to the COPE for this period.
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current Lifestyle Coordinator incumbents at the signing of the 14 July 1992 Letter
of Understanding shall remain in their positions and retain their current
affiliations.

if a Lifestyle Coordinator position is posted to be permanently held, rather than
designated as rotational, all persons, including incumbents of other Lifestyle
Coordinator positions may apply. The 3 year restrictionset out in (3) above does
not apply.

any person whose regular position is a bulletined permanent Lifestyle
Coordinator position is not eligible to apply for a Lifestyle Coordinator position
when it is posted on a rotationalbasis.

persons who occupy a rotational Lifestyle coordinator position are not eligible to
compete for other rotational Lifestyle Coordinator positions.

persons occupying a rotational Lifestyle Coordinator positionare subject to being
bumped in accordance with Article 9.07 of the collective agreement. Incumbents
of rotational Lifestyle coordinator positions who are bumped shall be returnedto
their regular position. Employees who bump into the rotational Lifestyle
Coordinator position shall occupy that position only for the remainder of the
rotational period after which time they shall receive options in accordance with
Article 9.08 of the collective agreement. Vacant rotational Lifestyle Coordinator
positions will not be considered vacancy placement opportunities under Article
9.06 of the collective agreement.

This Memorandum of Understandingmay be changed at any time, or otherwise
terminated. by mutual agreementof the parties.

Signed at , B.C. this day of 19
S. Watson M. Corrigan

Senior Business Representative Labour Relations Officer

COPE, Local378 B.C. Hydro

Revised1996-12-20

Date

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING # 42
RE: PAST SERVICE CREDITS FOR DETERMINING
OF ANNUAL VACATION ENTITLEMENT

A former empiovee re-entering BC Hydro's service will earn their vacation

entittement at a rate of 6% for the first year of re- loyment. Following the

completion of one year service after re-entry, the emplovee will earn and take
their vacation entitlement at the rate of 6%. 6.4%. 8%, 10%. or 12% depending

upon his/her vacation entitlement taking into account the emplovee" ast
service credits.

returns to BC Hydro on March 23/05 During the first year of re-employment, the
employee will earn vacation at a rate of 6%. In the second vear of re-
employment beginning March 23/06 that emplovee would earn Annual vacation
at a rate of 8%. If that same emplovee were to quit emplovment on June 23/06,
thev would be paid their annual vacation entitlement from March 23/06to June
23/06at 8%.

Annual Vacation is credited on the first day of January each vear. A returning
employee is entitled to past service annual vacation commencing on their first

nniv te of their return to BC Hvdro. However, for system reasons, the
actualdays of entitlement do not appear in the employee's vacation account until
the following January. So to catry the example further. ifthe smplovee did not
aquit employment, the 20 days of vacation to which they were entitled would
appear on their records in January 07.
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MEMORANDUM OF UNDERSTANDING# 43
RE: Work Experience Placements - Career and Personal Planning Program

Given the initiatives of the Provincial Government regarding the Work Experience
Programsfor students in grades 11 and 12, the Parties agree to the following in respect
to the offering of "Work Experience Placements" and "Job Shadowing Opportunities"at
B.C. Hydro associated with this particularprogram.

I. Students shall be enrolled in a secondary school level program.

2. Participatingstudents shall not (1) replace; (2) displace; (3)delay the filling of a
vacant budgeted/approved position inthe bargaining unit; or (4) replace leaves
of absence.

3. Duration of participation of any one student in the Career Preparation option
shall not exceed 100 hours in any 12 month period.

4, Duration of participationof any one student in the Career and Personal Planning
option shall not exceed 30 hours in any 12 month period.

5. Students shall not receive any form of remuneration for tasks performed, nor be
entitledto become members of the Union.

6. The employee assigned to oversee, or provide a "shadowing" opportunity to a
student shall be provided with adequate time to do so.

7. The Employer will complete a Work Experience Placement Partnership
Agreement form for each student with each school district participating in the
program, which will also be signed by the local Union Representative (Job
Steward or Executive Councillor) and a copy forwarded to the Union office.

8. This Agreement may be canceled by either Party providing 30 days notice, and
is without prejudice to either Parties' position regarding the offering of such

placements.
Signed at Vancouver , B.C. this 7 day of October , 1997
Pamela Poisson Susanne Matheson
COPE Union Representative Labour Relations Officer
1996-12-20

Date

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING# 44
RE: HARASSMENT-FREEWORKPLACE

The Employer recognizes the right of all employees to work in an environment
free from harassment.

Employees are responsible for conducting themselves within the spirit and intent
of this memorandum and for contributingtowards a work environment free from
harassment,

Managers will foster in their areas a working environment where harassmentis
not tolerated and will take appropriate and timely action whenever they have
actual knowledge of harassment.

All complaints of harassment will be taken seriously and will be investigatedin a
confidential, impartial and timely manner. Harassment constitutes unacceptable
behavior which will not be tolerated and may be subject to discipline.

Retaliation against an individual, who has made a complaint of harassment or
who has provided information, is prohibited. This situation shall be considered a
form of harassment and shall be dealt with through this memorandum.

Formal disciplinary action may be taken against a complainant if it has been
determined after thorough investigation that a complaint of harassment was
made maliciously or with specific intentionto harm.

Definitions

@ Sexual Harassment

Sexual harassment includes comment or conduct of a sexual nature, including

sexual advances, requests for sexual favours, suggestive comments or gestures,

or physical contactwhen any one or more of the following conditions is satisfied:

(i) the conduct is engaged in or the comment is made by a person

who knows or ought reasonably to know that the conduct or
comment is unwanted or unwelcome;

(i) the comment or conduct is accompanied by a reward, or the
express or implied promise of reward for compliance;

(iiy  the conduct or comment is accompanied by reprisal, or an
express or impliedthreat of reprisalfor refusalto comply;

(iv)  the conduct or comment is accompanied by the actual denial of
opportunity or the express or implied threat of the denial of
opportunity for failure to comply; or

(V) the conduct or comment is intended or has the effect df creating
an intimidating, hostile or offensive environment.
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Personal Harassment

Personal Harassment is objectionable conduct or comment directed
towards a specific person, which Serves no legitimate work purpose and
has the effect of creating an intimidating, humiliating, hostile, or offensive
work environment.

Complaint Procedure

@

(b)

(d)

An employee who feels subjected to harassment should make every
effort to tell the offending party to stop such behaviour, prior to
proceeding under this complaint procedure.

If the problem is not resolvedthrough discussion between the individuals
concerned, the employee who feels they have a harassment complaint
may contact an external advisor who will:

(0] investigate the matter, and

(i) maintain a strict degree of confidentiality with the employes(s)
concerned; and

(iif) through discussion with the individuals concerned, effect a
resolution which is agreeable to all concerned.

The external advisors shall be Employer funded. The Employer will
consult with the Employee and Family Assistance Program Committee
regardingthe selection of advisors. The Employer will not select advisors
to which the Committee has reasonable objections. The Parties agree
that the external advisors shall only be used for the term of the current
Collective Agreement.

In the event the problem is not resolved under (b) above an employee
may raise a grievance through the Union to the Vice-president- Human
Resources at Stage Ill, within 180 calendar days of the events giving rise
to the original complaint. Notice of any grievance and an opportunity to
attend, participate in and be representedat any grievance or arbitration
hearingwill be givento the alleged offender.

An arbitrator hearing a grievance under this clause shall have the
authority to:

return the issue to the Vice-President Human Resources to
determine the appropriate disciplinary penalty; and
iy retainjurisdiction to resolve any matters relatedto this issue; and
(iv) make such further orders as may be necessary to provide a final
and binding resolution of the grievance.

?) upholdor dismiss the grievance; and/or
ity

At any stage in the above procedure an employee may seek assistance
and/or involvementby a Union business representative.
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(q) Having regard to the seriousness of a complaint, the persons Involved,
and the sensitivities of the complaint, either party may elect not to utilize
the complaint procedure outlined in this paragraph and the party will
advise the other party of this in writing. Should a formal investigation
then be initiated, a copy of the written notificationwill be providedto the
complainant and the respondent. The Parties will make every effort to
ensure that the complainant and respondent have an opportunity to
obtain proper representation prior to the commencement of a formal
investigation. (This section “g” was added to the M.O.U. April 23, 2002)

9. This Memorandum of Understandingmay be changed at any time by the written
mutual agreement of the Employer and the Union.

10. This Memorandum of Understanding shall be deemed to be incorporatedinto the
Collective Agreement betweenthe Employer and the Union as if set forth in full
therein in writing, and shall so apply.

Signed at B.C. this day of 19
D. Percifield M. Corrigan

Senior Business Representative Labour Relations Officer
COPE, Local 378 B.C. Hydro

1994-10-17

Date

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUMOF UNDERSTANDING # 45
RE: POWERTECHLABS INC.
LOCAL ISSUES AND TRAINING

LOCAL ISSUES:

1.

Business Travel

a)

b)

c)

d)

e)

Travel time shall not apply where work is scheduled prior to or after an
employee’s normal working hours at the employee’s normal work
location.

Where an employee is required to work unscheduled overtime, the
Employer will, on request of the employee, provide or pay reasonable
costs for alternate transportation to the employee’s home under the
following conditions:

(i) providedthat normal means of transportation is not available;

(ii) where an employee is in a car pool arrangement, “normal means
of transportation”shall be deemed to include the car pool;

(i)  for purposes of this provision, “unscheduled overtime’ is defined
as that overtime occurring where an employee is notified by the
employer during his/her scheduled shift that the employee will be
requiredto continue working beyond the scheduled quitting time.

If an employee is requiredto reportfor a regular scheduled day of work at
a location other than the employee’s normal work location, travel time at
double time rates will be paid to and from that location, less the amount
of time normally taken to travel to and from the employee's normal work
location.

Time spent traveling at the request of the employer on an employee’s
scheduled day off shall be paid to a maximum of 7 1/2 hours at straight
time rates.

Any time spent in travel by public carrier prior to or following the normal
day’s work will be paid for as time worked, except that where overnight
travel is required, and sleeping accommodation is available, the hours
between 24:00 and 08:00 will not be paid.

The employer shall pay all reasonable expenses incurred by an employee
when traveling at the request of the Employer on Company business,
including but not limited to air travel, and other means of transportation,
accommodations, meals and other expenses directly related to such
travel requirements.

Christmas Shutdown

a)

It is understood and agreed that the Employer may schedule a shutdown
of its operations betweenthe Christmas and New Years Holidays in any
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e)

year. Such vacation shut down may be preceded by the weekend prior to
Christmas Day and the weekend following New Years Day.

In the event that the Employer implements a shutdown during the
Christmas period, an Employee may request and receive a combination
of time off, for any of the days the Employee would have normally worked
during the period of the shutdown which are not covered by Paid
Holidays, in accordance with the following:

i) unused annual vacation entitlement,
(i) bankedtime, banked overtime and/or days in lieu:
(i) time off without pay.

The Employer shall provide all Employees with a minimum 80 calendar
days priorwritten notice of a planned Christmas Shutdown.

Where the Employer has a requirement for work to be performed during
a Christmas shutdown period, the performance of such work by any
Employee shall be subjectto the following:

10) The Employer shall ask, in seniority order, from highest to lowest,
the Employees who normally perform the available work if they
want to work during the Christmas Shutdown and those
Employees who accept shall be scheduled to work the required
days;

(i) If the Employer is unable, pursuant to the above, to secure
sufficient personnelto meet the work requirements,the Employer
shall have the right to schedule Employees in reverse order of
seniority, from lowest to highest, who normally perform the
available work to work during the Christmas Shutdown period.

Any Employee who is scheduledto work any Statutory Holiday during any
Christmas Shutdown period and who, without adequate reason, does not
work shall not be entitled to any pay beyond that normally received for
such Statutory Holiday(s).

The Employer shall give at least 10 working days notice to each
Employee who is scheduled to work, in accordance with the provisionsof
this section, during a Christmas shutdown This provisionshall not apply
to circumstances beyond the control of the Employer.

Signed in Vancouver, B.C. this 20th day of October, 1995.

Scott Watson Mike Corrigan
COPE Business Representative Labour Relations Officer
Carol Siusar GeorgeMcCrae Jim Brezden

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING# 48
RE: INITIAL IMPLEMENTATIONAND ONGOING MAINTENANCEOF
PAY EQUITY JOE EVALUATION

Whereas the Parties agree that this Memorandum of Understandingwill govern the settlement of
grievances #18-96 (96.0059) and # 91-85 part 2 (95.0241), where applicable: and, whereas it is
agreed the provisions of article 9 do not apply to the implementationand ongoing administration of
the Pay Equity Job Evaluation Pian, exceptwith respect to matters that are not expressly provided
herein,

the Parties agree to the following:

1. The Parties agree that each provision of this Memorandumwill only apply with respect to
emerging jobs derived from or superceding the originating job, unless otherwise agreed
by the Parties.

2, This Memorandum stands alone and the Parties agree thatits provisions cannot be relied

on in any dispute with respectto the intepretation or application of any other provision of
the Collective Agreement. ItIs confined to those issues defined as falling within its terms.

3. Disputes arising under this Memorandumwilt be addressed in an expedited process by
reference to one of the following mediator/arbitrators - J Gordon, A. Hope, 8. Kelleher, D.
Munros. The process will be informal and decisions that cannot be reached by
consensus will be made by the medlator/arbitrator and will be finat and binding. The
mediator/arbitrator will be selected for disputes by rotation or by mutual agreement
provided that the mediator/arbitrator selected agrees to hear the dispute within 7 working
days and to publish any decisions required within 72 hours of -having completed the
hearing. Decisions will not be precedential; will be brief; will be confined to findings of
fact, briefanalysis and the result.

4, Where there are mu/!/-incumbents in the same job within a department (a department for
purposes of this memorandum is the same as referred to in Article 7.10(a)) and as a
result of applying the Pay Equity planfor one of more but not ail the incumbent's positions
are to be upgrouped, it is recognized that no candidate has a vested right to the
upgrouped job. B.C.Hydro will apply the process outlined in Article 7.10(a) among the
multi-incumbents, Where there is an Increase in position(s) or if there is an existing
vacancy they will be filled using the process outlined in Article 7.10{a) or (b}. Selections
wil be basedon Article 7.10(d).

5. Where there are mulfti-incumbents in the same job within a departmentand as a result of
applying the Pay Equity plan one or more but not all the incumbent's positions are to be
downgrouped, the decision as to which incumbent(s) will remain in the higher position will
be addressed under the expedited mediation/arbitration process set out in this
Memorandum. In the circumstances where this paragraph applies, the determination of
which incumbent wili remain in the higher position will be based upon a sufficient ability
test, with the result that the senior incumbentwho has the sufficient ability to perform the
work in the higher position will be entitled to that position and the junior employee will
assume the lower fevet position. Where the senior incumbent does not have the present
sufficient ability to perform all of the work in the higher position, but would have such
ability had he or she been given a specific training opportunity that was provided to a
junior employee in the same job, the senior employee will be offered the same training
with the condition that the training is successfuily completed within a 90 day calendar
period. (As per LOA #4 re: [nterpretation of MOU #48 - February 2000).
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10.

Where there are single or multi-incumbents in the same job within a department and as a
result of applying the Pay Equity plan all the incumbents positions are either upgrouped,
downgrouped or remainat the same level they will all be assigned to the job.

Where there is a single incumbent in a job within a department and duties are added,
deleted, or otherwise changed and either a different existing title is required at the same
level or differentlevel or a new job is created at the same level or different level, then
providing the emerging job is derived from the originating job or supercedes the
originating job or if the Parties otherwise agree, and providing the incumbent has the
present ability to do the job she/he shail assume the position. In the event the individual
does not have the present ability and cannot achieve the necessary level of ability with
training, in a reasonable period of time. the individualwill be displaced.

Where there are muiti-incumbents in the same job within a department and duties are
added, deleted or changed in one or more but not all positions and either a different
existing title is required at the same levelor a newjob is created at the same level, then
provided the emerging job is derived from the originating Jobor supercedes the originating
job or if the Parties otherwise agree, the Incumbentwith the greatest seniority and present
ability to perform the job shall be offered the position first. In the event none of the
incumbents in the originatingjob elect to fill the emerging job, the incumbent with the least
seniority and present ability would assume the job. If none of the incumbents has the
present ability and cannot achieve the necessary level of ability with training in a
reasonable period of time, the mostjunior individual(s) will be displaced.

Where there is a single incumbentin ajob within a department, pursuant to Article 9.16(a)
and (b) the incumbent may be transferred from his/her current job to a job at another
headquarters having the same level but a different job tltle and job code, provided the
emerging job is either derived from or supercedes the originatingjob.

Where there are multi-incumbents in the same job within a department and pursuantto
Article 8.16(a) and (b) one or more but not all of the incumbents are to be transferred
from their current job to a job at another headquarters having the same level but a
different job title and job code, then providing the emerging job is either derived from or
supersedes the originating job, the incumbent with the greatest seniority and present
ability to perform the job shail be offered the position first. In the event none of the
incumbents in the originating job elect to fill the position, the incumbent with the least
seniority and present ability would be directed.

Scott Watson Mike Gorrigan
COPE Local 378 B.C.Hydro
November7,1986 November &, 1986 AMENDED (April 2002)

This MOU was amended 1 April 2005 to reflect the Union's change of name from OPEIU to
COPE 378.
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MEMORANDUMOF UNDERSTANDING# 49
RE: CONTINUOUS SHIFT OPERATIONS AT NCS

This Memorandum is for a one year pilot period commencing pay #2 on January 10™,
1988, and will be renewed and become part of the Collective Agreement following the
pilot period unless either Party provides 2 months notice of intention to seek
modificationor let the agreement lapse.

In the event a dispute arises over the interpretation or application of this Memorandum
the matter will be decided giving consideration to the principle that the agreement is not
intended to result in decreased benefits or conditionsfor the employees; neither should
the agreement result in increased costs for the employer.

1,

The hours of work for full-time Computer Operator 3 employees in continuous
operations will be from 7:00am to 7:15pm or 7:00pm to 7:15am. Starting times
may be varied by agreement of the Manager and the employse(s).

Shift rotation will be on a four 'days on' - six days off basis with the exception of
the relief shifts, which will be three 'days on' - four days off. This includes 17
RWWL days built into the schedule. The shift rotation may be changed by
mutual agreement between the majority f the affected employees and
management. The Unionwill be notified of any proposed changes to established
shift rotations priorto their implementation. Inthe event the Union disagrees the
original shift rotationwill be maintained.

Each shift shall have an unpaid lunch period of 35 minutes

In the event an employee is scheduled for an education course on a day(s) that
would normally be scheduled off, the employee will be paid at straight-times for
the duration of the course, subject to a minimum payment of four hours. The
employee may elect to be paid cash or have the time credited to their time off
bank. If notice of less than 24 hours is received the employee affected will be
paid at overtime rates for the first day of the course. Should an employee be
scheduled for training on their scheduled days off more than once in an eight
week period, overtime rates will apply.

Subject to the approval by the Manager or his/her designate, employees under
this memorandum may request a mutual exchange of working hours. Each
employee shall assume the hours of work of the employee she/he replaces but
shall continue to receive her/his own regular rate of pay. If premium payment is
Involved, the premium will be paid to the employee working the work period to
which the premium rate applies.

It is understood that shifts will be 11 hours 40 minutes. excluding the lunch
period. An employee's time bank will be credited with 4.16 hours for each day
worked.

Annual vacation, sick leave, WCB, jury duty, compassionate leave, etc. are paid

at 7.6 hours for each day scheduled to work, with 4.18 hours being added to
their time bank.
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An employee's entittementto annual vacation days will be pro-rated by dividing
the annual vacation entitement in hours by 11.66. The corresponding
calculations are:

15 days vacation- 9.85 scheduled days off

20 days vacation- 12.85 scheduled days off
25 days vacation- 16.05 scheduled days off
30 days vacation- 18.30 scheduled days off

Partial days will be converted back to hours and added to the employee's time
bank inthe New Year.

9. 'Days on' that are scheduled off for other than current vacation entitlements will
have 7.5 hours paid from their time bank. Each pay period will also have 4 days
off scheduled which represent the equivalent of Saturdays and Sundays.

10. Employees shall have three 15 minute paid rest periods per shift.

11. Employees shall be scheduled to work 150 shifts (totaling 1750 hours) in each
calendar year, less vacation entitlement.

12. If at the end of the calendar year a shift worker has not worked or has exceeded
the prescribed hours (1750 hours), the excess or deficit will be carried over and
integratedinto the schedule for the first quarter of the following calendar year.

13. Employees who work statutory holidays as part of their ‘days on' schedule shall
be paid a premium rate of one and one-half times the normal rate of pay for all
hours of work which fall on the statutory holiday (00:00 - 24:00 including
Christmas Day and New Years Day).

14, No NCS employee shall be scheduled to work both Christmas day and New
Years Day. Christmasday for scheduling purposes only shall be considered the
period between 7:00pm Dec 24™ to 7:15pm Dec 25", "New Years day shall be
considered the period between 7:00pm Dec 31* to 7:15pm Jan 1%

15,  As statutory holidays are already excluded from the scheduled 1750 hours,
employees are not entitledto any additional days off.

18. Shift premiums cease upon commencement of income Continuance.

17. Notice of relief situations under Article 12.05(k) shall include vacation relief,
banked time off requests and training.

18. Employees working these shifts will receive 11.727% premium on their gross
salary representing a blended average of the shift premiums under Article
12.05(f)2.

Sheila Banks HalVatne

COPE Local378 B.C.Hydro

Date: January 8, 1988 Date: January 8, 1998

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.

-202 ~



IEMORANDUM CF UNDERSTANDING # 50
RE: JT OF TIME OFF BANK UPON CHANGE OF STATUS
FROMITO FTR TO/FROM TR

Th: n andthet y (hereinafter refe to as the "Parties") hereby agree to
f and fina settlement of tt P tof T Off Bank When Changing :mploy
from Tl to PTR ‘e i .0054/BCH #48/96) upon the following
v and itns

An employee who changes status from FTR to PTR or vice versa will maintain
their time off bank accumulated under Article 11.10 (a). This time off bank does
not include current year Annual Vacation.

Changing Status from FTR to PTR.

PTR employees are automatically paid a bi-weekly percentage for AV, RWWL
and Statutory Holidays as outlined in Article 1.06(t) 7 & 8. This percentage
payment will be applied to time scheduled off as a PTR. It is understood that
when changing status from FTR to PTR, Pay Departmentwill make a one time
adjustment to the number of days in the employee's time Off bank earmned as a
FTR such that when a day is taken from the time off bank as a PTR and the bi-
weekly percentageis applied, the amount paid out as a PTR equates that which
was earned as an FTR.

The benefit calculation formula used in determining the appropriate bi-weekly
percentage is: ((AV% + 4.4%) x 1.07) + 7% where the AV% is based on the
employee's years of service, 4.4% is the percentage for statutory holidays, and
7% is the percentage for RWWL days. Because AV and Statutory holiday pay
form part of gross bi-weekly earnings as per Article 1.06(b)}(8), these amounts
are multiplied by 1.07 to ensure RWWL is paid on earned AV and Statutory
holiday pay.

For example, an employee with 5 years of service will have a bi-weekly
percentage of 18.13% appliedto their pay upon changing status to PTR. If such
employee had 20 days intheir time off bank, upon change of status to PTR, their
time off bank will be adjustedto 18.83 days (20 days divided by 1.1813). This
adjustment will keep the employee whole as the employee's bi-weakly
percentage will automatically be applied back to their pay when the employee
utilizes time from their time off bank.

Changing Status from PTR to FTR.

When changing status from PTR to FTR the employee's time off bank will be
increasedby the amount of the employees' applicable bi-weekly percentage.

Any request by an employee to have their time off bank paid out in cash will be
made as per Article 11.1 0 (¢).

This agreement also applies to an employee who changes status from FTT to
PTR. The provisions of point#2 above will apply inthis case.

This agreement does not apply to an employee who changes status to 0Or from
that of a Casual. Itis understoodthat for an employee who changes status from
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FTR, PTR or FTT to that of Casual, that the employee’s time off bank will be
paid out infull. Similarly, should a Causal employee accumulate a time off bank
and then change status to FTR, PTR or FTT, their time off bank will be paid out
in full.

Sheila Banks Date December3, 1997
Business Representative

Canadian Office and Professional

Employees Union, Local 378

KarenPopoff Date  December3, 1997
Labour Relations Officer
BC Hydro

This MOU was amended 1 April 2005 to reflect the Union’s change of name from
OPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING# 51
RE: SEVEN DAY PER WEEK SHIFT OPERATIONS
AT NETWORK OPERATION SERVICES

The agreement reached under this Memorandum is necessitated by recent
developments within the Electric Utility Industry in the Pacific Northwest and California,
Effective 31 March 1998 at the latest, the respective Utilities will be implementing a
seven day per week Pre-Scheduling function within their Control Areas. In order to
accommodate this change in the BC Hydro Control Area, the Parties have agreed to a
shift operation of the Pre-Scheduling function currently located at Burnaby Mountain,
within T&D Network Operation Services.

In the event a dispute arises over the interpretationor application of this Memorandum
the matter will be decided given consideration to the principlethat the agreement is not
intendedto result in decreased benefits Or conditions for the employees; neither should
the agreement result in increased costs for the employer.

1. The hours of work for full-time Transmission Records Administratoremployees in
the Network Operation Services seven day per week operations will be from
07:15hrs to 18:00hrs, Starting times may be varied by agreement of the Manager
and the employee(s).

2. Shift rotationwill be on a four 'days on' - four 'days off basis. The shift rotation
may be changed by mutual agreement between the majority of the affected
employees and management. The Union will be notified of any proposed
changes to established shift rotations prior to their implementation. In the event
the Union disagrees the original shift rotationwill be maintained.

3. Each shift shall have an unpaid lunch period of 30 minutes.

4. In the event an employee is scheduled for an education course on a day(s) that
would normally be scheduled off, the employee will be paid at straight-times for
the duration of the course, subject to a minimum payment of four hours. The
employee may elect to be paid cash or have the time credited to their time off
bank. If notice of less than 24 hours is received the employee affected will be
pald at overtime rates for the first day of the course. Should an employee be
scheduled for training on their scheduled days off more than once in an eight
week period, overtime rateswill apply.

5. Subject to the approval by the Manager or his/her designate, employees under
this memorandum may request a mutual exchange of working hours. Each
employee shall assume the hours of work of the employee s/he replaces but
shall continue to receive his/her own regular rate of pay. If premium payment is
involved, the premium will be paid to the employee working the work period to
which the premium rate applies.

6. It is understood that shifts will be ten hours and 15 minutes (10.25 hours),
excluding the lunch period, An employee's time bank will be credited with 2.75
hours for each day worked.

7. Employees shall have three 18 minute paid rest periods per shift
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10.

11.

Current annual vacation, current RWWL days, sick leave, WCB, jury duty,
compassionate leave, etc. are recorded at 7.5 hours for each day scheduled to
work, with 2.75 hours being added to their time bank.

An employee's entitlementto annual vacation days will be pro-rated by dividing
the annual vacation entitement in hours by 10.25. The corresponding
calculations are;

15 days vacation - 10.98 scheduled days off
20 days vacation - 14.63 scheduled days off
25 days vacation - 18.29 scheduled days off
30 days vacation - 21.95 scheduled days off

Employees will continue to be eligible for the cash payment in lieu of time off for
any of the 17 RWWL days as set out in Article 11.01(a). Employees electing
time off will have their RWWL days pro-rated by dividing their RWWL entitlement
(in hours) by 10.25 as follows:

RegularY days Pro-rated amount
17 12.44 days
16 11.71 days
15 10.98 days
14 10.24 days
13 9.51 days
12 8.78 days
11 8.05 days
10 7.32 days
9 6.59 days
8 5.85 days
7 5.12 days
6 4.39 days
5 3.66 days
4 2.93 days
3 2.20 days
2 1.46 days
1 0.73 days

Partial or unused annual vacation days wlll be converted back to hours and
added to the employee's time bank in the new year. Partial or unused RWWL
days as initem 10 which residein the time bank will be converted back as well.

"Days on" that are scheduled off for other than current vacation entitiements or
current RWWL days will have 7.5 hours paid from their time bank. Each pay
period will also have 4 days off scheduled which represent the equivalent of
Saturdays and Sundays.

Employees shall be scheduled to work an average 182.5 shifts (totaling 1875
hours)in each calendar year, less vacation entitlement and RWWL days.

If at the end of the calendar year a shift worker has not worked or has exceeded

the prescribed hours (1875hours), the excess or deficit will be carried over and
integratedinto the schedule for the first quarter of the following calendar year.
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15. Employees who work statutory holidays as part of their 'days on' schedule shall
be paid at a premium rate of one and one-half times the normal rate of pay for all
hours of work which fall on the statutory holiday. No Pre-Scheduling employee
shall be scheduledto work both Christmas day and New Years day.

16.  As statutory holidays are already excluded from the scheduled 1875 hours,
employees are not entitled to any additional days off.

17.  Shift premiums cease upon commencement of Income Continuance.

18. Employees working these shifts will receive premiums in accordance with the
shift premiums under Article 12.05(f)1. 1.e.: 6.7% between 07:15 - 08:00 and
16:30 and 18:00.

Sheila Banks Hal Vatne
COPE Local378 BC Hydro

24 February 1998 24 February 1998
Date Date

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING#562
RE: BURRARD GENERATING STATION

This agreement replaces Memorandum of Understanding #52 dated April 27, 2000. It
addresses the provision of laboratory analytical support on a 7 day per week basis for
routine Burrard Generating Station (BGS) operations. This MOU will expire at the end
of April 2003 unless otherwise agreed by the Parties.

In the event a dispute arises over the interpretationor application of this memorandum
the matter will be decided giving considerationto the principle that the agreement is not
intended to result in decrease benefits or conditions for employees, neither should the
agreement result in increased costs for the employer.

1.

The hours of work for the full-time regular and full-time temporary (FTR and FTT)
Lab Technicians scheduled for 7 day coverage shall be from 7:00 am to 3:30 pm.

Starting and ending times may be varied by agreement of the manager and the
employee(s).

The shift schedule for the full-time temporary (FTT) Lab Technical Assistant(s) that
may be hired for the cooling water test program shall be determined by the Parties
with considerationgivento operational requirements.

Starting and ending times may be varied by agreement of the manager
and the employee(s).

The shift rotation for the Lab Technicians working on the 7 day coverage shall be on
a 5 day on, 3 day off basis with slight modifications to avoid weekend and statutory
holiday overlap.

The 7 day schedule includes RWWL days, which have been built into the schedule.
Consequently, the time bank enhancement does not apply to RWWL days. The
scheduled rotation may be changed by mutual agreement between the affected
employees and management. In the event of disagreement, the schedule rotation
described herein shall be maintained. The Union shall be notified of any changes
proposed to the established scheduled rotation prior to their implementation. In the
event the Union disagrees the scheduled rotation described herein shall be
maintained.

Each person shall have an unpaid lunch period of 30 minutes
Each person shall have two 15 minutes paid rest periods.

Subject to the approval of the Manager or histher designate, employees under this
memorandum may request a mutual exchange of working hours. Each employee
will assume the hours of work of the employee shefhe replaces but will continue to
receive her/his own regular rate of pay. If premium payment is involved, the
premium will be paid to the employee working the work period to which the premium
rate applies.

It is understood that the schedule shall be for an 8 hour day for those employees
involved with the 7 day scheduled coverage excluding the lunch period. For the
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1

—_-

12.

13.

14,

16.

16.

purposes of time keeping and since pay is based on 7.5 hr/day, for each day worked
an employee'stime bank shall be creditedwith 0.5 hours.

Sick leave, work related injury leave, jury duty, and compassionate leave shall be
paid at 7.5 hours for each scheduled day of work, with 0.5 hours being added to
their time bank.

.An employee's entittement to annual vacation days will not be pro-rated.

Consequently, 0.5 hourswill not be added to the employee's time bank.

. Days "on” that are scheduled "off for other than current vacation entittements shall

have 7.5 hours paid, first from their accumulated 0.5 hours/day time bank (Q time
bank) and then from their regular time bank. Each pay period shall also have 4
days off scheduled. This represents the equivalent of Saturdays and Sundays.

Employees shall be scheduled to work a total of 1825 hours in each calendar year,
less vacation entitlement. Any excess or deficits in hours will be reconciled annually
on 31 December through adjustments to scheduled working hours in the next
quarter.

Employees who work statutory holidays as part of their ‘days on' schedule shall be
paid a premium rate of one and one-half times the normal rate of pay for all hours of
work which fall on the statutory holiday. The employees shall also have 7.5 hours
creditedto their time bank.

Employeeswho are scheduled to work a statutory holiday as part of their ‘days on'
schedule but are not required due to reduced staffing needs, may take the day off
and receive 7.5 hours pay for the day. However, 0.5 hours will not be creditedto the
employee's time bank. it is recognized that this has the potential for an employee
accumulating a negative or positive time bank balance which will require
reconciliation.

As Statutory holidays are not built into the schedule any employee who is not
scheduled to work on a statutory holiday shall be entitled to 7.5 hours credited to
their time bank. NO pre scheduled employee will be scheduled to work both
Christmas Day and New Years Day.

Premiums shall be paid in accordance with Article 12.05 (f) and cease upon
commencementof Income Continuance.

17 Notice of relief situations under Article 12.05(k) include vacation relief, banked time
off requests and training.

Scott Watson Debbie Jung

COPE, Local378 BC Hydro

June 11, 2002 June 8, 2002

Date Date

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING # 53
RE: SELF-FUNDED SABBATICAL LEAVE

During the 1997 round of negotiations the Parties agreed to provide regular COPE
members the opportunity to participatein a self-funded sabbatical leave program. The
details of the program are the same as what is offered to Managementand Professional
staff at B.C. Hydro and will be providedto an employee upon their request.

Subject to the applicationof Article 8, at the end of the leave the employee will return to
the regular position they held immediately prior to their departure. Inthe event that an
employee on a leave pursuant to this memorandum would have been displaced 'but for'
the leave, the employee will be subject to Article 8 but will not receive their Article 9
options until their return to work date, unless otherwise agreed to by the Parties. The
employee is to contact the Employer at least 14 days in advance of their returnto work
date to confirm their returnto work.

The program that is in effect for Management and Professional staff on the date of
ratification of the Agreement shall remain in effect for COPE affiliated employees for the
term of this Agreement.

KarenPopoff Scott Watson
BC Hydro COPE, Local378

October 14, 1998

This MOU was amended 1 April 2005 to reflect the Union's change of name from
QPEIU to COPE 378.
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MEMORANDUMOF UNDERSTANDING# 54
RE: COPE AND BC HYDRO'S LABOUR RELATIONS FORUM

This Memorandum of Understanding sets out the basis for establishing and maintaining an
ongoing Labour Relations Forum (Forum) between the Canadian Office and Professional
Employees Union (COPE), Local 378 and BC Hydro,

It is understood that a more favourable relationship cannot be simply negotiated or mandated, it
must be developed together by the parties to the relationship. However, the parties recognize that
without a shared relationship philosophy, it will be difficult lo Improve the current relationship.
Representatives of COPE and BC Hydro therefore acknowledge the need to work jointly with each
other and with their principals toward the developmentof a more harmonious relationship.

The COPE and BC Hydro also recognize that many factors, both internal and external, have
created and will continue to create new challenges to an effective working relationship. The
parties therefore wish to set out the principles and guidelines for the establishment of the Forum
and to identify the ways in which the COPE and BC Hydro intend to address certain labour
relations issues on an ongoing basis. Nothing in this document is intended to abrogate any rights
presently held by either party. The parties also recognize that in striving to meet their objective of
establishing a stable and productive working relationship, periodic amendments to this document
may be required from time to time.

One of the objectives of establishing this Forum will be to have a mechanismin place to respond
to certain issues raised by either party which, if not dealt with in a timely fashion, could adversely
affect the relationship between the parties. The parties recognize the importance of developing a
consultative Forum for purposes of securing and maintaining a Collective Agreement that reflects
the ongoing needs of the parties bound by it and which seeks to build labour relations stability
within BC Hydro.

1. Working/Problem Solving Sessions

A consultative Forum (known as the Labour Relations Forum)will be established, maintained, and
scheduled, to enable the parties to deal with certain issues for the purpose of improving the
Labour Relations environment within BC Hydro. This Forum will consist of regularly scheduled
meetings between the parties, and other such meetings as required, with the expectation that
there would be no less than eight meetings per year.

2. Representation

There will be two designated senior representatives assigned from each party, one of which will
be the President, COPE Local 378 (or designate), and the other, the Manager, Labour Relations,
BC Hydro (or designate). The designated representatives will coordinate their respective agendas
and will work toward the resolution of issues brought forward. Other participants may be brought
in by the parties on an “as required" basis to act as a resource in helping resolve the issues being
addressed.

3. Issuesto be Addressed

Issues brought forward by the parties may include, but not be limited to, the following: proposed
changes to the collective agreement; mutually agreed unresolved issues from the most recent
round of coftective bargaining; other mutually agreed non-bargaining issues from either party; and,
business focused operational issues that have a labour relations impact. Issues brought to the
Forum will be discussed on an informal and without prejudice basis, and categorized as being: (1)
potentially resolvable within the Forum; (2) not resolvable within the Forum; (3) referable to
collective bargaining; and (4) set aside with reasons to the initiator. Every effort will be made to
deal with "resolvable issues" as expeditiously as possible, In regard to such issues, the partieswill
endeavor in good faith to arrive at resolutions without external assistance. However, the parties
agree that some "resolvable issues" may require third party assistance, and the parties will
therefore appoint a standing mediator who may be called upon as the parties determine. The
parties subsequently agreed to appoint Brian Foley as a standing mediator who may be called
upon to assist the parties address same "resolvable issues".
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4, Resolutlon Implementation

Resolutions to issues that involve changes to the Collective Agreement shall be announced and
implemented as the parties determine. It is understood that some resolutions may require a
ratificationprocedure.

5. Communications

Communication of Forum resolutions will be jointly coordinated. To that end, the parties will keep
joint minutes. in addition, each party will be free to engage in direct communications with their
respective constituents,with a copy of such communiques being sent to the other party.

Labour Relatlans Forum: Collective Bargalning

e Exceptin relation to proposed changes to the Collective Agreement, the Forumwill continue
its activities during periods of formal collective bargaining.

e Formal collective bargaining will commence after either party gives the other party written
notice of its intention to renew the Agreement in accordance with the terms of the Collective
Agreement between the parties. Typically, notice to bargain will occur no less than four
months prior to the expiry of the Collective Agreement. The objective is to conclude
bargaining by the expiry date of the currentagreement.

e The parties will commit appropriate resources to the bargaining process to enable issues to
be dealt with In an expedited and thorough fashion.

e Issues resolved through the Forum that are not ratified and implemented immediately, will
subsequently be brought to the bargaining table for incorporation in the next renewal
Collective Agreement and will be subject to ratificationas part of that settlement.

The parties believe that in order to achieve a positive labour relations environment there must be
open communication and trust between the parties and a shift towards a more constructive
approach to resolving issues of mutual concern. In support of the objective to achieve and
maintain positive labour relations, the parties commit themselves to the principles of the Labour
Relations Forum.

Scott Watson Garry Corbett
For COPE, Local378 ForBC Hydro
May 29, 2000

This MOU was amended 1 April 2005 to reflect the Union's change of name from OPE(U to
COPE 378.
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MEMORANDUM OF UNDERSTANDING#55(a)
Re: GAINSHARING

BC Hydro agrees to implementa Gainsharing Program for the fiscal year April 1
20068 to March 31, 2007. The objective of the Gainsharing Program is to

establish an incentive framework that will focus all BC Hydro employees (union
and nonunion) on specific performance objectives aligned to the success of the
organization. The following outlines the terms and conditionsfor the Gainsharing
Programfor eligible COPE members:

The Gainsharing Program will be calculated on measures based on
the BC Hydro Service Plan, and targets established by BC Hydro
and, if all the targets are achieved and/or exceeded, it will provide a
potential value of four percent (4%) to each eligible employee based
on that employee's regularearnings.

The Gainsharing Program may be focused on a combination of
Corporate, Lines of Business, and/or Key Business Unit measures,
as determined by BC Hydro.

Should BC Hydro implement an individual measure, an additional
one percent (1%)will be added to the maximum potential value of
the gainsharing plan to bring the Plan to a maximum of 5% of an
employee's regular earnings. Employees who do not participate in
the individual measure will not receive any portion of the additional
1% percent.

The amount of the gainsharing payout, if any, may vary between
employees based on performance on Line of Business, Key
Business Unit, and/or individual measures, and will be paid out as
soon as practicablefollowing the tabulation of the year-end results.

The scoring range for each measure during the fiscal year ending
March 31 is:

Level - Score Interpretation

0 - (below threshold, no payment)

1 - (threshold, minimum payment)

2 - (good performance, medium payment)

3 - (excellent performance, maximum payment)

Measures, Targets, Scoring Range, and potential Gainsharing Payouts
will be determined by BC Hydro.

y imr 1 Gai i ] iscal vea
commencmg Apnl 1, 2007 to March 31 2QjQ The obi ective of the
Galnsharing Program is to establish an incentiveframework that will focus
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all BC Hydro employees (union and non-union) on specific performance

objectives aligned to the success of the organization. The following
outlines the terms and conditions for the Gainsharing Program for eligible
COPE members:

. The Gainsharing Program will be calculated on measures based on the
BC Hydro Service flan. and targets established by BC Hydro and, if all
the targets are achieved and/or exceeded. it will provide a potential value
of five percent (5%) to each eligible employee based on that employee's
reqular earnings.

. The Gainsharing Program may be focused on a combination of
Corporate. Lines of Business, andlor Key Business Unit andlor
department, team and/or individual measures, as determined by BC
Hydro.

. BC Hydro may implement a measure or combination of measures that

could direct up to 2% of the maximum potential value of the gainsharing
plan on team or individual basis.

« The amount of the gainsharing payout, if any, may vary between
emplovees based on performance on Line of Business. Key Business
Unit, and/or department and/or team or individual measures, and will be
paid out as soon as practicable following the tabulation of the year-end

results.

. The scoring range for each measure during the fiscal vear ending March

Level- Score Interpretation
0 - (below threshold, no payment

1 - (threshold. minimum payment)
- (goal performance. medium payment
3- Xi erformance, maximum payment

Measures, Targets, Scoring Range, and potential Gainsharing Payouts
will be determined by BC Hydro.

Other Considerations

o New employees will have to work a minimum of three {3) months
[sixty-three (63) working days] in order to be eligible for a
Gainsharing pay out for the fiscal vear.

e Reqgular and temporary employees will receive a pro-rated
Gainsharing pay out based on the number of full months worked
during the fiscal vear. For example, an employee who works 7 full

months will receive 7/12 of the total award.

« Retirees, including those on pre-retirement leave, employees laid off
to the recall list. emplovees released from a temporary iob,
employees on approved leaves of absence with or without pay, or on
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income continuance during the fiscal year will be eligible to receive a
pro-rated award during the fiscal year based on time actually worked.
For example. an employee who starts a leave of absence on 1
Januarv 2006 would be eligible to receive 9/12 of the total award.

« Employees will have the option of taking their Gainsharing award in

the form of a lump sum payment or they may choose to direct the full
amount toward the BC Hydro Group RRSP as long as they are
members of such a plan and have the RRSP room to do so.

e Emplovees who are terminated for cause or who voluntarily
terminate their emplovment prior to 31 March of the fiscal year are

not eligible for this award.
o« A communication package will be assembied and communication

updates will be provided throuahout the year.
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MEMORANDUMOF UNDERSTANDING#58(b)
Re: POWERTECH GAINSHARING PROGRAM

BC Hydro agrees to implement a Gainsharing Program for the fiscal year Apil 1

2006 to March 31, 2007. The objective of the Gainsharing Program is to establish an
incentive framework that will focus all BC Hydro employees (union and nonunion) on
specific performance objectives aligned to the success of the organization. The
following outlines the terms and conditions for the Gainsharing Program for eligible
COPE members:

The Gainsharing Program will be calculated on measures based on the
BC Hydro Service Plan, and targets established by BC Hydro and, if all
the targets are achieved andlor exceeded, it will provide a potential
value of four percent (4%) to each eligible employee based on that
employee's regular earnings.

The Gainsharing Program may be focused on a combination of
Corporate, Lines of Business, and/or Key Business Unit measures, as
determined by BC Hydro.

Should BC Hydro implement an individual measure, an additional one
percent (1%) will be added to the maximum potential value of the
gainsharing plan to bring the Plan to a maximum of 5% of an
employee's regular earnings. Employees who do not participate in the
individual measure will not receive any portion of the additional 1%
percent.

The amount of the gainsharing payout, if any, may vary between
employees based on Performance on Line of Business, Key Business
Unit, andlor individual measures, and will be paid out as soon as
practicable following the tabulation of the year-end results.

The scoring range for each measure during the fiscal year ending March
31is:

Level- Score Interpretation

0 - (below threshold, no payment)

1 - (threshold, minimum payment)

2 - (good performance, medium payment)

3 - (excellent performance, maximum payment)

Measures, Targets, Scoring Range, and potential Gainsharing Payouts will be
determined by BC Hydro.

Gainsharing F2008, 2009 and 2010
BC Hvdro agrees to implement a Gainsharing Proaram for the fiscal vears
commencing April 1, 2007 to March 31, 2010. The obijective of the

Gainsharing Program is to establish an incentive framework that will focus

all BC Hvdro employees (union and non-union) on specific performance
objectives aligned to the success of the organization. The following
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outlines the terms and conditions for the Gainsharing Program for eligible
COPE members;

« The Gainsharing Program will be calculated on measures based on the
BC Hydro Service Plan. and targets established by BC Hvdro and. if all
the taraets are achieved andfor exceeded. it Will provide a potential value
of five percent {6%) to each eligible employee based on that emplovee's
reqular earninas.

« The Gainsharing Program may be focused on a combination of
Corporate. Lines of Business, and/or Key Business Unit and/or
department. team and/or individual measures, as determined by BC
Hydro.

. BC Hydro may implement a measure or combination of measures that
could direct up to 2% of the maximum potential value of the i

plan on team or individual basis.

. The amount of the gainsharing pavout, if any, may vary between

employees based on performance on Line of Business, Key Business

Unit, andlor department and/or team Of individual measures, and will be
paid out as soon as practicable following the tabulation of the year-end

results.
+ The scoring range for each measure during the fiscal vear ending March
31is:
Level ~ Score Interpretation
0 - (below threshold. no payment
1 - (threshold. minimum payment
2 - (goal performance, medium payment}
3 - (maximum performance. maximum payment
Measures rgets. Scoring Ran and potential Gai rin outs

will be determined by BC Hydro.

OtherConsiderations

¢ New emplovees will have to work a minimum of three (3) months [sixty-three (63)
working days] in order to be eligible for aGg nshanng pay out for the fiscal vear.
ar_and tem 3ty emplo A 1_pro-rated Gai aring

emploves who works 7 full months will receive 7/12 of the total award,
¢ Retirees.including those on ore-retirementleave, employess laid off to the recall list,
employees released from a temporary 'ob emgloyees on aggroyed Ieaves of

2 m ) ing
Ilglble to recelve a pro rated award during the flscal year based on tlme actually
example lovee 1 Janua

20063 would be eligible to receive 9/12 of the total award.
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e Employees will have the option of taking their Gainsharing award in the form of a

lump sum payment or they may choose to direct the full amount toward the BC
Hydre Group RRSP as [ong as they are members of such a plan_and have the
RRSP roomto do so

s Emplovees who are terminated for cause or who voluntarily terminate their
employment prior to 31 March of the fiscal vear are not eligibte for this award.

e A communication package will be assembled and communication updates will be

providedthroughout the vear.

COPE Local378 Powertech Labs Inc.
Date Date
2002-04-23
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MEMORANDUM OF UNDERSTANDING#8§7
RE: PAY EQUITY - CSFR 6 AND WORK LEADER

(Referto MOU #2)

Upon mediation, the Parties agreed to settle all of the outstanding grievances relating to
the implementation of the Pay Equity Job Evaluation Plan (the "Plan") raised in the
Union's grievanceletters dated August 28, 1896 and October 1, 1996 (save and except
for those matters previously resolvedin the November?7, 1886 Memorandum of
Understanding between the Parties), which Planis prescribed by Memorandum of
Understanding No. 33 and Article 2 of the Collective Agreement, upon the following
terms:

1. The Parties recognize that under the express terms of Letter of Understanding
No. 33, Section 9, the application of the Plan may resultin the downgrouping of
some jobs.

2. (@ All employeeswho are currently classified as non-office Meter Readers

shall remain "grandfathered"in their current job descriptionand salary
scale pursuantto the terms of the March 19, 1981 Memorandum of
Agreement between the Parties re: Meter Readers. The "grandfathered"
Meter Readers shall continue to be provided with the options set out in
said Memorandum.

(b) With respect to employees hired subsequentto March 18, 1981 into
positions that involve a substantial amount of meter reading, these
incumbents shall continue to be classified as Customer Service Field
Representative 5.

(c) If as a result of a review under the terms of the Pian, the CSFR 5 job is
upgroupedin salary, the Parties agree that prior to the implementation of
the newly evaluated CSFR 5 job, the Partieswill meet to review what
impact, if any, the upgrouping should have on CSFR 5 incumbentswhose
duties involve substantially meter reading functions. It is understood that
BC Hydro may modify the job duties for those CSFR 5 positions which
involve substantially meter reading functions, with the possible result that
such positions and incumbents would remain at their current pay group
level.

(d) The Parties shall establish a joint committee in an effortto address
concerns raised by the Employer relatingto the positionswhich requirea
substantial amount of meter reading, with the Parties agreeing to enter
such discussions in good faith. The concerns raised by the employer
include, but may not be limited to:.

0} interactionof the meter readers with the public; and
(D) completion of and changes to meter reading routes.
3 If an employee is assigned substantially all the duties and responsibilities that

are setoutii  1nc r of Understanding No. 2 (“V'ork Leadership-
ili ) that employee will be designated as aWo'k L« eder, b if al
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employee is not assigned substantially all of those duties and responsibilities,the
employee will not be designated as a Work Leader.

It is recognizedthat there may be positions with other forms of work direction
and/or guidance, which duties are set out in the job description; however, these
duties do not represent substantially all of the duties and responsibilities set out
in MOU #2. Therefore, such positionswill not have the "Work Leader"
designation in their jab title and will be evaluated under the Plan.

Work Leader positions shall also be evaluated under the Plan, and where the
Plan does not specificallyresult in a higher job grouping, a Work Leader position
shali be paid a minimum of one job group above the highest grouped COPE
affiliated position over whom the Work Leader has M of U#2 responsibilities.

With respectto the current Planimplementation,as set out in Section 7 of MOU
#33, BC Hydro shall review the manner in which jobs are described by the
various Strategic Business Units and, if it is determinedthat there are jobs in
which employees are required to do essentially the same work, every reasonable
effort will be made to ensure that those jobs are described in a similar manner
and are assignedthe sametitle and job code. The Union's Job Evaluation
Officer shall be providedwith details of said review and be providedthe
opportunity for comment and input.

Any disputes that arise under the terms of this Memorandum of Settlement,
includingdisputes relatingto the interpretationof the Plan and descriptive
relationshipof jobs between Strategic Business Units, may be referredto Dalton
Larson, who shall meetwith the Parties and attemptto resolve the dispute
through a process of non-binding mediation. Any disputes relatingto the
interpretationof the Plan shall be resolved by referenceto the express terms of
the Plan and the collective agreementand the generally recognizedprinciples of
job evaluation.

Dated this 20" day of November, 1996 at Vancouver, British Columbia

Signed for COPE, Local 378: Signed for BC Hydro:
Scott Watson MichaelCorrigan
Senior Business Representative Labour Relations Officer

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING# 68
RE: POSITIONS EXCLUDED FROM THE BARGAINING UNIT

WHEREAS there is a desire to establish an effective processto deal with the issue of
whether new or reclassified jobs are included in, or excluded from, the Union's
bargaining unit.

IT IS AGREED THAT :

1.

This Agreement establishes a dispute resolution mechanism which shall be used by
the Parties in lieu of Section 139 of the Labour Relations Code.

Where BC Hvdro intends to create a new M&P position at salary grade 44 or lower,
or intends to reclassify an existing position from the Union's Bargaining Unit to M&P
at galary grade 44 or lower, BC Hydro will give written notification thereof to the
Union, together with a copy of the relevant position description(s) and organizational
chart(s), if then available.

If the Union elects to challenge the proposed job classificationas not being properly
excluded from the Bargaining Unit, it shall so notify BC Hydro Emploves Relations
(ER) in writing within five working days of the Union's receipt of the notification
aforesaidfrom ER. Within a further five working days, a meeting will occur between
ER, the Union and the business unit at which the Parties shall endeavour in good
faith to reach an agreement. The Parties will ensure that their representatives at
such meeting shall be knowledgeable of the relevant facts and circumstances.

Where an agreement is reached between the Parties at the meeting described
above, it shall be reducedto writing and signed by Hydro and the Union.

Where the parties are unable to agree, the Union shall inform the Umpire by fax of
the disputed position(s) within five working days of the informal meeting process.

Upon notification of the challenge the Umpire shall schedule a hearing (the Hearing)
with Hydro and the Union within seven working days. The location of the Hearing
will be agreed upon by the parties. In appropriate circumstances, the Hearing may
be conducted by telephone conference call.

At least one working day prior to the Hearing, each party shall fax to the Umpire a
summary of the issues in dispute and a proposal for their resolution. This
submission cannot exceed three pagesin length. If either Hydro or the Union fails to
meet these requirements it will be deemed to have abandoned its position, and the
dispute will be conclusively resolved in favour of the party in compliance.

Subject to paragraph 7, Hydro and the Union may make oral submissions to the
Umpire at the Hearing, but such submission shall be limited to 45 minutes, which
may be extended by the Umpire in compelling circumstances.

The Umpire shall have the power and authority to settle conclusively the disputs(s)
and his decislon(s) shall be binding on Hydro and the Union, and are not subject to
appeal or review by any court or adjudicativebody.

10. In reaching a decision the Umpire shall have regardto the following.
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the Union's certification;

the Collective Agreement;

the applicable provisions of the Labour Relations Code and the decisions of the
Labour Relations Board pursuant thereto;

d} applicable arbitraljurisprudence;

e) the appropriate communities of interest, including the practices of the Parties,
and the relationship between the core duties and qualifications of the disputed
position and existing positions within the Bargaining Unit.

eze

1

Py

. In addition to paragraph 10, a principleto be applied by the Umpire is that a position
at salary grade 44 shall be excluded from the Bargaining Unit unless the Union
makes a clear and compelling case for the inclusion of the positionin the Bargaining
Unit.

12. The decisions of the Umpire may be rendered orally at the conclusion of the Hearing
and, in any event, in writing within three working days of the Hearing. The written
decision shall be limited to two pages.

13. The Umpire shall not havejurisdictionto change this Memorandum of Agreement or
to alter, modify or amend any of its provisions. The Umpire will, however, have the
sole authority to resolve disputes over the interpretationof this Agreement.

14. The Umpire shall be Don Munroe, or if unavailable John Kinzie.

Signed July 21, 2006

British Columbia Hydro & Power Canadian Office & Professional Employees'
Authority Union, Local No. 378
Signed by Debbie Jung Signed by Barbara Junker

Note: This agreement replaces the agresmasnt between the parties dated December 15, 1999

- 222 -



MEMORANDUM OF UNDERSTANDING# 59
RE: PEACE REGION AND COLUMBIA BASIN FISH AND WILDLIFE
BIOLOGISTS & TECHNICIANS

This Memorandum is intended to enhance the ability of biologists, technicians, and
student biologists working on Peace Region and Columbia Basin Fish and Wildlife
Compensation Programs to perform more effectively their field projects by providing
increased flexibility in the scheduling of their hours of work.

Work hour variances applies only to project field work.

1.

Biologists, technicians, and student biologists, for the purposes of performing field
projectwork, may have their hours of work scheduled as required by the projectthey
are involved in, subject to the following conditions:

The maximum number of hours worked , at straight time wages, in one day will not
exceed 10 hours. This will include two 15 minute paid breaks for shifts up to 8 hours
and three 15 minute paid breaks for shifts exceeding 8 hours and less than 10
hours. A one-half hour un-paid lunch break will also be included.

Biologists, technicians, and student biologists normally will not work more than 75
hours in any 14 day (bi-weekly) period. Any hours in excess of 75 hours per bi-
weekly periodwill be paid at overtime rates.

Biologists, technicians, and student biologists normally will not work more than five
consecutive days without at least two consecutivedays off. Any days worked beyond
five consecutive days will be paid at overtime rates.

This Memorandum of Understandingwill remain in effect until such time as either
one of the parties gives 2 months' notice.

Signedon July 21, 2000 Signedon July 73, 2000
William Bell NeilC. Patton
COPE, Local378 BC Hydro

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEI{U to COPE 378.
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MEMORANDUM OF UNDERSTANDING # 60
Re:  Engineering Graduate Technologist Trainees (GTTs)

BC Hydro and Local 378, COPE, agree that this memorandum of understanding sets
out the procedure whereby graduates of technological institutes may be hired by BC
Hydro as Engineering "Graduate Technologist Trainees" (GTTs) for the purpose of
ultimately filling Technologist jobs upon the satisfactory completion of a prescribed
period of on-the-job training. This MOU replaces MOU#14 for the Civil. Mechanical, and
Electrical Engineering Graduate Technologist Traineejob streams.

To these ends, the Parties agree to the following:

1

2

3)

4)

Each year, BC Hydro will determine its Mechanical, Civil, and Electrical
Engineering GTT requirements and number of vacancies in each SBU. The
Parties shall then agree on the number of EngineeringGTTs to be hired in the
current year. Agreement shall not be unreasonably withheld.

Regular Engineering GTT vacancies in designated departments are subject to
the bulletining procedure within the collective agreement.

(a) Upon agreement between the Parties on the number of EngineeringGTTs to
be hired in the current year per point #1 above, such vacancies shall be
bulletined and preference shall be given to qualified LU 378 members
currently on BC Hydro's staff.

{b) All internal applicants will be interviewedto assist those who may lack some
of the necessary qualifications to determine what courses are required to
enable them to qualify for the EngineeringGTT program.

G

BC Hydro will establish the standard entry level criteria, acceptability of
internal applicants to qualify for an Engineering GTT vacancy and determine
the training requirements for each Engineering GTT vacancy. The training
requirements will be linked to the increasing range of duties and
responsibilities to be performed as an Engineering GTT progressesthrough
the range. BC Hydro will provide financial assistance, in accordance with
Article 20 of the COPE Agreement and BC Hydro policy.

Each year BC Hydro will determine the appropriate Market Rate at which newly
hired Engineering GTTs will start.

Salary Scales:

(a) Start Rate - Market Rate as set by BC Hydro an a year-to-year basis
End Rate- Group 10, minimum.

Scales will be constructed by creating four 6-month steps. The steps up the
salary scale will be determined by subtractingthe start rate from the end rate
and distributing the dollar difference to each of the 4 steps in equal
increments.

(b) All Engineering GTTs will progress, subject to satisfactory performance, at 6
month intervals over a period of 24 months, ending at minimum of the Group
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5)

6)

7

8)

9)

10)

11)

12)

10 salary scale and shall then progress to Step 2 of the Group 10 salary
scale upon the completion of 36 months.

(c) Employees who complete their training shall have their length-of-service
date determined based uponthe date they reach the 24-month step.

Coincident with the establishment of new start rates and/or a revisionto the main
salary scales, the salary scales shall be amended in accordance with point #4(a)
of this memorandum.

The Parties shall establish a joint committee comprised of 2 managers and 2
Engineering Technologists.

COPE shall determine, in conjunction with the Engineering Technologists, the
employee compliment of the committee.

The committee in consultation with appropriate line management will be
responsible for establishing all components of the program contents and
measures for progression at regular intervals, including:

o confirmation that the skills, knowledge, and ability requirements set for each
Engineering GTT are comparable and appropriate.

e confirmation of the evaluation of Engineering GTT's performance with
respect to the aforementioned requirements and progression from step-to-
step.

o identifying appropriate steps to correct deficiencies (e.g. additional
educational needs, on the job work assignments, and projects.)

o being advised of removal from the program of any employee who fails to
demonstrate satisfactory progress.

Candidates hired into GTT vacancies will be designated into specific
departments at the time of hire and will be awarded a Group 10 job in that
department subject to successful completion of the training program. An
Engineering GTT will not be considered to be a Group 10 Technologist until
successful completion of the training requirement. Failure to complete the
training requirementwill result in de-selection from the regular position.

The intent is to have Engineering GTTs be assigned to a designated department
throughout the 2 year training period with a limited requirementto temporarily
work in the field (e.g. construction sites). This notwithstanding, for those
Engineering GTTs hired into Transmission technologist end jobs, there may be
the requirementto temporarily relocate during the 2 year training period.

While in the 2 year training period, EngineeringGTTs will not be eligible to apply
for any regular COPE positions unless the Parties mutually agree to such a
request.

Disputes over the application of this memorandum shall be resolved betweenthe
Parties.

Signed by Brent Hale Signed by Scott Watson
BC Hydro COPE Local378 May 2, 2000

This MOU was amended 1 April 2005 to reflect the Union's change of name from OPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING# 61
Re:  Protection and Control (P&C) Graduate Technologist Tralnees (GTTs)
(Refer to Letter of Agreement)

BC Hydro and Local 378, COPE, agree that this memorandum of understanding sets
out the procedure whereby graduates of technological institutes may be hired by BC
Hydro as P&C "Graduate Technologist Trainees" for the purpose of ultimately filling
Technologist jobs upon the satisfactory completion of a prescribed period of on-the-job
training. This MOU replaces MOU#14 for the P&C Graduate Technologist Trainee job
stream.

Previously, upon graduation from the program, P&C GTTs entered end-jobs at the
Group 10 job level. The Pay Equity process has determined there to be one job level at
Group 11 for P&C Technologists. Consequently, the Parties recognize the need to
revise MOU #14 as a result of this change for the P&C job stream. The Parties
therefore agree to the following:

1) Each year, BC Hydro will determine its P&C GTT requirements and vacancies in
each SBU. The Parties shall then agree on the number of P&C GTTs to be hired in
the current year. Agreement shall not be unreasonably withheld.

2) P&C GTT vacancies are subject to the bulletining procedure within the collective
agreement,

(a) Upon agreement between the Parties on the number of P&C GTTs to be
hired in the current year per point #2 above, such vacancies shall be
bulletined and preference shall be given to qualified LU 378 members
currently 0n BC Hydro's staff.

(b) All internal applicants will be interviewed to assist those who may lack some
of the necessary qualifications to determine what courses are required to
enable them to qualify for the P&C GTT program.

(¢) BC Hydro will establish the standard entry level criteria, acceptability of
internal applicants to qualify for entry into the P&C GTT program, and
determine the training requirements for each P&C GTT vacancy. The
training requirements will be linked to the increasing range of duties and
responsibilities within the current P&C Technologist job descriptionwhich are
to be performed year-to-year as a P&C GTT progresses through the range.
BC Hydro will provide financial assistance, in accordance with Article 20 of
the COPE Agreement and BC Hydro policy.

3) Each year BC Hydro will determine the appropriate Market Rate at which newly
hired P&C GTTs will start.

4) Salary Scales:
Start Rate - Market Rate as set by BC Hydro on a year-to-year basis.
End Rate- Group 11, Step 1.

A salary scale shall be constructed by creating four 1 year steps. Step
increments up the salary scale shall be determined as follows:

- 226 -



5)

6)

7

8)

9)

10)

11)

12)

13)

o P&C GTTs will reachthe equivalent of Group 11, Step 1 upon the completion
of 48 months in the program. Step rates will be determined by subtracting
the Start rate from the Group 11, Step 1 rate and applying the differencein 4
equal increments.

Each year, subject to satisfactory performance in the requirements per point
#2(c) above, a P&C GTT will progressto the next step in the range. Progression
throughthe range shall not be unreasonably withheld.

Coincidentwith the establishment of new start rates and/or a revisionto the main
salary scales, the salary scales shall be amended in accordance with point #4 of
this memorandum.

A P&C GTT shall be requiredto move up to a maximum of 4 times inthe 4 years
of the program.

The Parties shall establish a joint committee comprised of 2 managers and 2
P&C Technologists.

COPE shall determine, in conjunctionwith the P&C Technologists, the employee
participantson the committee.

The committee in consultation with line management will be responsible for
establishing all components of the program contents and measures for
progressionat regular intervals, including:

« confirmationthat the skills, knowledge, and ability requirements set for each
P&C GTT are comparable and appropriate.

o confirmation of the evaluation of individual P&C GTT's performance with
respect to the aforementioned requirements and progression from step-to-
step.

e identifying appropriate steps to correct deficiencies {e.g. additional
educationalneeds, on the job work assignments, and projects.)

e being advised of removal from the program of any employee who fails to
demonstrate satisfactory progress.

e determination of location and timing of employee development moves. The
committee shall take into consideration: (1) employee development needs
and circumstances; (2) BC Hydro's requirements.

Regular P&C Technologist vacancies will be bulletined according to the collective
agreementas they arise.

P&C GTTs may bid on regular vacancies within the P&C job stream at any time
after 3% years in the program. Existing Technologists may apply on all
vacancies described herein in order to secure the benefit of a transfer to a new
location.

Successful applicants from within the P&C GTT pool will be awarded a Group 11
job described in point #11 above subject to the completion of the 4 year
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14)

15)

16)

17)

program. Failure lo complete the program will result in de-selection from the
regular position.

P&C GTTs who are unsuccessful in bidding on a P&C regular vacancy by the
time they complete the 4 year program shall be placed by management into any
vacancy not successfully filled throughthe bulletinprocess.

The Parties recognize that this process has caused a holding period in the past
where there is no vacancy in which to place a P&C GTT. While recognizingthat
a "Grads in Holding" situation may occur, the Parties will do their utmost to
ensure that P&C GTTs are placed in a regular vacancy upon completion of the 4
year program.

Upon completion of 24 months in the program and where determined by
managementto be in accordance with the terms of Article 4.03 of the collective
agreement, floor rate situations for P&C GTTS will be administered accordingto
the language of Article 4.03.

Disputes over the application of this memorandum shall be resolved by the
Parties.

Effective Date: May 2, 2000

Signedby Brent Hale Signed by Scott Watson
BC Hydro COPE Local378

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING# 62
Re: Customer Projects and Installations (CP&l)
Graduate Technologist Tralnees (GTTs)

BC Hydro and Local 378, COPE, agree that this memorandum of understanding sets
out the procedure whereby graduates of technological institutes may be hired by BC
Hydro as CP&! "Graduate Technologist Trainees" for the purpose of ultimately filling
Technologist jobs upon the satisfactory completion of a prescribed period of on-the-job
training. This MOU replaces MOU#14 for the CP&{ Graduate Technologist Trainee job
stream.

Previously, upon graduation from the program, CP&l GTTs entered end-jobs at the

Group 10 job level. The Pay Equity process has determined there to be one job levelat .
Group 11 for CP&! Technologists. Consequently, the Parties recognize the need to

revise MOU #14 as a result of this change for the CP&l job stream. The Parties

therefore agree to the following:

1)  Eachyear, BC Hydrowill determine its CP&! GTT requirements and vacancies in
each SBU. The Parties shall then agree on the number of CP&| GTTs to be
hired inthe current year. Agreement shall not be unreasonably withheld.

2) CP&! GTT vacancies are subject to the bulletining procedure within the collective
agreement.

(@) Upon agreement between the Parties on the number of CP&( GTTs to be
hired in the current year per point #2 above, such vacancies shall be
bulletined and preference shall be given to qualified LU 378 members
currently on BC Hydro's staff.

(b) All internal applicants will be interviewed to assist those who may lack some
of the necessary qualifications to determine what courses are required to
enable them to qualify for the CP&! GTT program.

(c) BC Hydro will establish the standard entry level criteria, acceptability of
internal applicants to qualify for entry into the CP& GTT program, and
determine the training requirements for each CP&| GTT vacancy. The
training requirements will be linked to the increasing range of duties and
responsibilitieswithin the current Design Technologist job description which
are to be performed year-to-year as a CP&t GTT progresses through the
range. BC Hydro will provide financial assistance, in accordance with Article
20 of the COPE Agreement and BC Hydro policy.

3) Each year BC Hydro will determine the appropriate Market Rate at which newly
hired CP&!I GTTs will start.

4) Salary Scales:

Start Rate - Market Rate as set by BC Hydro ona year to-year basis.
End Rate - Group11, Step1.

A salary scale shall be constructed by ‘creating four 1 year steps... Step .-

increments up the salary scale shall be determined as follows:
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5)

7)

8)

10)

11)

12)

13)

s CP&l GTTs will reach the equivalent of Group 11, Step 1 upon the
completion of 48 months in the program. Step rates will be determined by
subtracting the Start rate from the Group 11, Step 1 rate and applying the
difference in 4 equal increments.

Each year, subject to satisfactory performance in the requirements per point
#2(c) above, a CP&l GTT will progress to the next step in the range,
Progression through the range shall not be unreasonably withheld.

Coincident with the establishment of new start rates and/or a revision to the main
salary scales, the salary scales shall be amended in accordance with point #4 of
this memorandum.

A CP&! GTT shall be required to move up to a maximum of 4 times in the 4
years of the program.

The Parties shall establish a joint committee comprised of 2 managers and two
(2) CP&I Technologists.

The OPEIU shall determine, in conjunction with the CP&!1 Technologists, the
employee participants on the committee.

The committee in consultation with line management will be responsible for
establishing all components of the program contents and measures for
progression at regular intervals, including:

e confirmation that the skills, knowledge, and ability requirements set for each
CP&I GTT are comparable and appropriate.

e confirmation of the evaluation of individual CP& GTT's performance with
respect to the aforementioned requirements and progression from step-to-
step.

e identifying appropriate steps to correct deficiencies (e.g. additional
educational needs, on the job work assignments, and projects.)

e being advised of removal from the program of any employee who fails to
demonstrate satisfactory progress.

o determination of location and timing of employee development moves. The
committee shall take into consideration: (1) employee development needs
and circumstances; (2) BC Hydro's requirements.

Regular CP&I Technologist vacancies will be bulletined according to the
collective agreement as they arise.

CP&) GTTs may bid on regular vacancies within the CP&I job stream at any time
after 3% years in the program. Existing Technologists may apply on all
vacancies described herein in order to secure the benefit of a transfer to a new
location.

Successful applicants from within the CP&I GTT pool will be awarded a Group
11 job described in point #11 above subject to the completion of the 4 year
program. Failure to complete the program will result in de-selection from the
regular position.
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14)  CP&l GTTs who are unsuccessful in bidding on a CP&! regular vacancy by the
time they complete the 4 year program shall be placed by management into any
vacancy not successfully filled through the bulletin process.

16)  The Parties recognize that this process has caused a holding period in the past
where there is no vacancy in which to place a CP& GTT. While recognizingthat
a "Grads in Holding" situation may occur, the Parties will do their utmost to
ensure that CP&| GTTs are placedin a regular vacancy upon completionof the 4
year program.

16) Disputes over the application of this memorandum shall be resolved by the

Parties.
Effective Date: May 2, 2000
Signed by Brent Hale Signed by Scott Watson
BC Hydro COPE Local 378

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING# 63
Re: Transmission Maintenance Graduate Technologist Trainees (GTTs)

BC Hydro and Local 378, COPE, agree that this memorandumof understanding
sets out the procedure whereby graduates of technological institutes may be
hired by BC Hydro as Transmission Maintenance "Graduate Technologist
Trainees” (GTTs) for the purpose of ultimately filling Technologist jobs upon the
satisfactory completion of a prescribed period of on-the-job training. This MOU
replaces MOU#14 for the Transmission Maintenance Graduate Technologist
Trainee job streams. To these ends, the Partiesagree to the following:

1) Each year, BC Hydro will determine its Transmission Maintenance GTT
requirementsand number of vacancies. The Parties shall then agree on the
number of Transmission Maintenance GTTs to be hired in the current year.
Agreement shall not be unreasonably withheld.

2) Transmission Maintenance GTT vacancies are subject to the bulletining
procedurewithin the collective agreement.

(a) Upon agreement between the Parties on the number of Transmission
Maintenance GTTs to be hired in the current year per point #1 above,
such vacancies shall be bulletined and preference shall be given lo
qualifiedLU 378 members currently on BC Hydro's staff.

(b) All internal applicants will be interviewed to assist those who may lack
some of the necessary qualifications to determine what courses are
required to enable them to qualify for the Transmission Maintenance
GTT program.

(c) BC Hydrowill establishthe standard entry level criteria, acceptability of
internal applicants to qualify for a Transmission Maintenance GTT
vacancy and determine the training requirements for each
Transmission Maintenance GTT vacancy. The training requirements
will be linkedto the increasing range of duties and responsibilitiesto be
performed as a Transmission Maintenance GTT progresses through
the range. BC Hydro will provide financial assistance, in accordance
with Article 20 of the COPE Agreement and BC Hydro policy.

3) Each year BC Hydro will determine the appropriate Market Rate at which
newly hired Transmission Maintenance GTTs will start.

4) Salary Scales:

(a) Start Rate - Market Rate as set by BC Hydro on a year-to-year
basis.
End Rate -Group |0, minimum.

Scales will be constructed by creating four 6 month steps. The steps up
the salary scale will be determined by subtractingthe start rate from the
end rate and distributing the dollar difference to each of the 4 steps in
equal increments.



6)

8)

9

10)

(b)

All Transmission Maintenance GTTs will progress, subject to satisfactory
performance, at 6 month intervals over a period of 24 months, ending at
minimum of the Group 10 salary scale and shall then progressto Step 2

of the Group 10 salary scale upon the completion of 36 months,

(o) Employees who complete their training shall have their
length-of-servicedate determined based upon the date they reach
the 24 month step

Coincident with the establishment of new start rates and/or a revisionto the
main salary scales, the salary scales shall be amended in accordance with
point #4(a) of this memorandum.

The Parties shall establish ajoint committee comprised of 2 managers and 2
Transmission Maintenance Technologists.

The COPE shall determine, in conjunction with the Transmission
Maintenance Technologists, the employee compliment of the committee.

The committee in consultation with appropriate line management will be
responsible for establishing all components of the program contents and
measures for progression at regular intervals, including:

e confirmation that the skills, knowledge, and ability requirements set
for each Transmission Maintenance GTT are comparable and
appropriate.

e confirmation of the evaluation of Transmission Maintenance GTTs
performance with respect to the aforementioned requirements and
progression from step-to-step.

o identifying appropriate steps to correct deficiencies (e.g. additional
educational needs, on the job work assignments, and projects.)

e being advised of removal from the program of any employee who fails to

demonstrate satisfactory progress.

« Determination of location and timing of employee development
moves. The committee shall take into consideration: (1) employee
development needs and personal circumstances; (2)BC Hydro's
requirements.

Given there are various headquarters for end positions for Transmission
Maintenance GTTs they will be required to bid into regular positions. A
Transmission Maintenance GTT will not be considered to be a Group 10
Technologist until successful completion of the training requirement. Failure
to complete the training requirement will result in de-selection from the
regular position.

Transmission Maintenance GTTs who are unsuccessful in bidding on a
regular Transmission Maintenance Technologist vacancy by the time they
complete the 2 year program shall be placed by management into any
vacancy not filled through the bulletinprocess.

a) Transmission Maintenance GTTs may not remain in their end training
location beyond one year following graduation from the program without
mutual agreement between the Parties. It is intended that until such time as
they obtain a regular Transmission Maintenance Technologist position, they
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will apply on temporary Transmission Maintenance Technologistpostings as
they arise in accordance with Article 7.11(a).

11) A Transmission Maintenance GTT will be assigned to a designated
headquarter for the 2 year training period, but will be required to temporarily
relocatefor portions of the program.

12)  While inthe 2 year training period, GTTs will not be eligible to apply for any
regular COPE positions unless the Parties mutually agree to such a request.
A GTT may apply for vacancies in their designated end jobs in the last six
months of their training program.

13)  Disputes over the application of this memorandum shall be resolved between
the Parties.

Effective Date: 23 February, 2001

Signed by Maxine Anderson Signed by Bill Farrell
BC Hydro COPE Local 378

This MOU was amended 1 April 2005 to reflect the Union's change of name from
QOPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING# 65
Re: Coordinator Vegetation Maintenance

The IBEW, COPE and BC Hydro (the parties) have agreed to the following process for the
selection of employees and the terms and conditions for the Coordinator Vegetation Maintenance
position.

The parties agree that the Coordinator Vegetation Maintenance position does not solely reside n
either the IBEW or COPE certification. The successful candidate in a job competition will remain
a member of their current bargaining unit and will be subject to the terms and conditions of that
collective agreement except where stated below. If an existing position is bulletined and filled by
an external hire, the affiliation of the external hire will be that of the incumbentwho previously held
the position. If a new position is bulletined and filled by an external hire, the affiliation of the
external hire will be determined by an alternating method agreed by the Parties.

The parties agree that the Coordinator Vegetation Maintenance position will be open to ail B.C.
Hydro bargaining unit employees regardless of affiliation. Selectionswill be on the basis of ability
(2/3) and seniority (1/3). Itis agreed that M&P employees are excluded from competing for these
positions.

1. There will be salary and wage parity for both Unions based on the maximum of the group 9
scale.

2. Seniority for selections will be based on Company seniority (Article 5{b) for the IBEW and
Avrticle & for COPE).

3. Selection Grievances will be handled pursuant lo the appropriate collective agreementexcept
in the following situation:

Should a grievance arise from an individual who is not in the same bargaining unit as the
selected candidate, then a two stage process will occur as follows:

A tripartite committee will meet within 10 working days of receiving the grievance; if this
group cannot reach consensus then the grievance will be referred to expedited arbitration
and the arbitrator's decision will be binding on the parties.

The Arbitrator will be agreed to by all parties.

4, Current incumbents in vegetation maintenance positions (various job titles) that do not meet
the qualifications for a Coordinator Vegetation Maintenance position will be placed into this
position upon certification with the [SA as a Certified Arborist/Utility Specialist.

5. For IBEW affiliated employees the successful candidate will maintain their General
Classification and will continue to accrue Article 18 seniority.

6. Except where provided above all other terms and conditions of the appropriate collective
agreement will apply.

IBEW Jim Greenwaell COPE: Pam Poisson BC Hydro HalVatne

This MOU was amended 1 April 2005 to reflect the Union's change of name from OPEIU to
COPE378
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Memorandum of Understanding #66
(previously LOA # 6)
Re: CALL MONITORING FOR CALL CENTRES

The purpose of call monitoring is to ensure consistency among Call Centres and
Agents, in terms of the correct dissemination of information, the application of
established policiesand proceduresand the delivery of serviceto our customers.

Business calls may be randomly monitoredand recorded from a remote location, a local
observation point or by means of a recording device. BG Hydro agrees to provide the
Union and employees with notice of equipment and facilities which are to be utilized for
the purpose of monitoring and measuring individual employee performanceas part of a
regular performance monitoring program. The Company further agrees to advise the
Union and employees of the monitoring and measuring capabilities of all job related
equipment prior to the application of those capabilities,

In situations where the existence of employee performance difficulties is evident, such
that more frequent monitoring is required, the employee and the Union will be advised.
For the purposes of performance difficulties the Quality Listeners shall only be
workleaders or management personnel. The Employer agrees not to compel any
employee in the Bargaining Unit to testify before either an arbitrator or the Labor
Relations Board of BC or any of its successors.

Monitoring and work-related statistics will be usedto

~ Provide the Company with information needed to determine the level of service to
customers and to establish staff requirements,

Enhance the ability of managers, workleaders and Call Centre Agents to work
cooperatively in providing high quality work; and

— Complement employee training and development.

Business lines in the Call Centres will be equipped to enable quality monitoring of calls
related to the Authority's business. Any and all private calls will be deleted. To ensure
employee privacy, dedicated phones with unmonitored access have been provided for
personaluse. Personal calls made from these facilities will not be monitored.

Signed on June 15, 2000 Signed on June 12, 2000
Tracey Armatage Sheila Banks
BC Hydro COPE, Local378

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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Memorandum of Understanding #87
(Formerly Letter of Agreement #7)
RE: TEMPORARY PROMOTIONS FOR LESS THAN A DAY

In resolution f Union Grievance 970139 - Refusal to Pay Temporary Promotions (BC
Hydro FileOG 0B 97) and in interpretingArticle 7.05, the parties agree that the following
guidelines will apply, effective June 18, 2000:

If a manager determines a need for an employee to perform work of a higher job group
for an extended but finite period of time, the manager will inform the employee, in
advance, of the requirement for the employee to perform that work and will provide an
estimate of the period of time the employee will be required to performthe work.

Where the work of a higher job group is not performed for full working days at a time,
the number of hours spent performing the higher grouped duties will be accumulated
over a period of time until a full 7.6 hours is reached, at which point compensation for a
one day temporary promotion will be paid in accordance with Article 7.05. For
administrative ease, the manager and the employee may agree that the accumulation of
the time spent performing higher grouped duties will be reviewed once each month or
on some mutually agreed upon basis to determine the amount of compensation to be
paid, if any, under Article 7.05.

Signed on June 18, 2000 Signed on June 16, 2000
Debbie Jung Sheila Banks
BC Hydro COPE, Local378

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUM OF UNDERSTANDING# 68
(Formerly a Letter of Agreement)
Re: P&C Service Center - Power Supply

The parties recognize that certain contractors and sub-contractors performing work at the P&C
Service Center in Burnaby should more properly be employees governed by the COPE
certification. To that end, BC Hydro and the COPE agree to the following terms and conditions for
their inclusion:

1.

Effective the date of signing of this agreement, all positions identified in Appendix "Aattached
hereto, which are located at P&C Services in Burnaby or other future Hydro facilities which
may replace it, shall be included in the Union's bargaining unit.

The contractors at the P&C Services Center to whom Hydro offers jobs will have the right
(provided in writing) to join the COPE, Local 378 or remain outside the bargaining unit
(‘'grandparented’) as long as they hold a contract with the P&C Service Center. The window
for joining the COPE is only available during the same time period the offer of employment is
open for acceptance. When a ‘grandparented’ individual leaves his/her current or future re-
negotiated contractor or sub-contractor relationship with Hydro at the P&C Services Center,
and BC Hydro requires the continuation of the function within the P&C Services Center, the
position will be posted pursuant to the terms of the Collective Agreement.

BC Hydro will submit to the COPE, no less than quarterly, a list of ‘grandparented’
contractors, their positions and earnings and equivalent to union dues on the earnings, So
long as they fill jobs brought within the bargaining unit by this Letter of Agreement. BC Hydro
will also submit to COPE the sum of $10,000 representing full settlement of retroactive dues
from 1 April 1998.

Receipt of the dues in noway obligates the Union to represent the 'grandparented’ individual.

The 'grandparented individuals will only have the right to join the COPE pursuant to the terms
of item 2 above. Once they have elected to join, their decision is finat

Individuals who elect to join the Union will have their salaries (minus approximately 25% for
benefits) blue-circled should their rate of pay be higher than the range established under the
pay equity/job evaluation plan. They will in all other respects be covered by the terms of the
collective agreement.

individuals who elect to join the union will have their seniority established according to when
they last began a continuous contractor relationship with the P&C Service Center. Effective
use of the seniority granted is governed by Article 6.08¢ of the Collective Agreement.

In the event of layoffs at P&C Services and there is a mix of Individuals who are
‘grandparented’ and Union members occupying the same positions, both groups will be
pooled and subject to layofficontract termination in reverse order of length of service, provided
the remaining person(s) have the present ability to do the remaining work.

Hal Vatne William Bell
BC Hydro COPE Local 378 May 12, 2000

This MOU was amended 1 April 2005 to reflect the Union's change of name from OPEIU to
COPE 378.



MEMORANDUM OF UNDERSTANDING# 69
(Formerly Letter of Agreement #10)
Re:Coordinator of Occupational Safety and Health (COSH) Trainees

BC Hydro is interested in providing a more comprehensive method of ensuring the
orderly and adequate development of indiviquals interested in occupational safety and
health positions. To address this need, a Coordinator of Occupational Safety and
Health (COSH) Trainee position will be created pursuant to this memorandum of
understanding. The goal is for individuals trained under the terms of this MOU to
ultimately be qualified for Coordinator of Occupational Safety and Health (COSH) jobs
within Hydro upon the satisfactory completion of a prescribed period of on-the-job
training. The parties therefore agree to the following terms:

1. 24 month training opportunities will be bulletined as FTR COSH Trainee
vacancies subject to the bulletining procedurewithin the Collective Agreement.

@ Each year, BC Hydro will determine its COSH Trainees
requirements and number of vacancies. The parties shall then
agree on the number of COSH Trainees to be hired in the current
year. Agreement shall not be unreasonably withheld.

Such vacancies shall be bulletined and preference shall be given
to qualified Local 378 members currently on BC Hydro's staff.

(b) Interviews will be conducted with unsuccessful internal
candidates, if requested, to assist those who may lack some of
the necessary qualifications to determine what courses are
required to enable them to qualify for the COSH Trainee program.

(c) Hydro will establish the standard entry level criteria, acceptability
of internal applicants to qualify for entry into the COSH Trainee
program, and determine the training requirements for each COSH
Trainee vacancy. The training requirements will be linked to the
increasing range of duties and responsibilities which are to be
performed year-to-year as a COSH Trainee progresses through
the range. Hydro will ptovide financial assistance, in accordance
with Article 20 of the COPE Agreement and Hydro policy.

2. Each COSH Trainee will be hired into a "base” FTR COSH Trainee position
within a SBU. COSH Trainees will require exposure to 4 key areas within Hydro:
Transmissionand Distribution, Power Supply, Corporate Groups, and Corporate
Safety. Therefore, developmental rotations to all areas will occur within the 24
month period.

3. Fifteen of the 24 months in the positionwill be spent in the "base” SBU. Nine
months in the position would be spent equally in each of the remaining 3 key
areas. Developmental rotations into Corporate Groups and Corporate Safety
may be combinedinto one 6 month rotation.

4. Each year Hydrowill determine the appropriate Market Rate at which newly hired

COSH Trainees will start. Successfulapplicants to COSH Trainee vacancies will
start at the GOSH Trainee start rate. Successful applicants with experience
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1.

directly applicable to the job will be placed at an appropriate step on the salary
scale.

Salary Scales:

Start Rate  — Market Rate as set by BC Hydro on a year-to-year basis.
End Rate —-Group 10, Minimum.

(a) Scales will be constructed by creatingfour 8 month steps. The steps up
the salary scale will be determined by subtractingthe start rate from the
end rate and distributing the dollar differenceto each of the 4 steps in
equal increments.

(b) All COSH Trainees will progress, subject to satisfactory performance, at
6 month intervals over a period of 24 months, ending at the Minimum of
the Group 10 salary scale.

(© Employees who complete their training shall have their length-of-service
date determined based upon the date they reach the 24 month step
except as in item#10 below.

Coincident with the establishment of new start rates and/or a revisionto the main
salary scales, the salary scales shall be amended in accordance with point #6 of
this memorandum.

Hydro will review its COSH requirements at the end of each Trainee's training
period to determine whether or not it has a need for a regular COSH vacancy
and will advise the Union.

Regular COSH positions will be bulletined according to the Collective
Agreement.

COSH Trainees will be expected to bulletin into COSH positions in accordance
with Article 7 of the Collective Agreement.

While in the 2 year training period, COSH Trainees will not be eligible to apply
for any COPE positions unless the Parties mutually agree to such a request.
COSH Trainees may bid on regular COSH vacancies at any time after
completing 15 months of training. If they are successfulin bidding into a FTR
COSH position during their training period they will immediately advance to the
Group 10 minimum and the length of service increases will be based on their
anniversary date of obtaining the FTR COSH position. This notwithstanding,
COSH Trainees must complete the 24 month training period. Successful
applicants from within the COSH Trainee pool will be awarded a COSH position
subject to the completion of the 24 month training program.

Should there exist COSH vacancies that cannot be filled through the normal
bulletin process, the least senior COSH Trainee who has completed the program
will be placed in the vacant position. Should such employees not be available,
the Trainee closest to the conclusion of the program may be placed into the
COSH position, provided that the Trainee has completed at least 15 months in
the program.
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12.

14.

15.

16.

17.

The Parties will do their utmost to ensure that COSH Trainees who are not
successful in bulletining into a position are placed in a regular vacancy upon
completion of the 24 month program. Furthermore, upon completion of their
COSH training program, trainees who were regular COPE affiliated employees
immediately prior to entering the trainee program, and who are not able to find a
COSH position, and who are not extended by mutual agreement of the parties as
per point #13 below, will be guaranteed a comparable job placement within BC
Hydro. Their placement will be comparable to their original "home position"
before entering the trainee program.

Upon completion of the 24 month training program, COSH Trainee graduates
may be retained in their "base” SBU FTR Trainee position for a maximum period
of one year. This period may be extended by mutual agreement of the Parties
and such agreementwill not be unreasonably withheld.

Involvement from COSHs will be sought regarding the development of the
training program. Furthermore, the Parties will meet on a yearly basis to discuss
Issues related to the ongoing delivery and success of the COSH developmental
program.

The Parties shall establish a union-management committee of 2 managers; one
from Power Supply and one from Transmission and Distribution; and 2 employee
representatives that are practicing COSH's; one from Power Supply and one
from Transmission and Distribution. The COPE shall determine, in conjunction
with the practicing COSH's, the employee complement of the committee.

The union-management committee will make recommendations to the Manager
of Corporate Safety and Health respecting the design, management, and
administration of the program which will include establishingall components of
the program contents and measures for progression at regular intervals, as well
as:

e design, develop, monitor, and amend as is necessary the COSH Training
program. This may include developing performance and assessment metrics,
and a regular reportingto the Manager of Corporate Safety and Health.

e ensure consistent treatment in the development and training program of
COSH Trainees across the different Strategic Business Units (SBUs).

* monitor cross-SBU postings.

¢ review of individual performanceand feedback including:

1. confirmation that the skills, knowledge, and ability requirements set
for each COSH Trainee are comparable and appropriate.

2. confirmationof the evaluation of a COSH trainee's performance with
respect to the aforementioned requirements and progression from
step-to-step.

3. identifying appropriate steps to correct any deficiencies (e.g.
additional educational needs, on the job work assignments, and
projects).

4. being advised of removalfrom the program of any employee who fails
to demonstrate satisfactoryprogress.

Disputes over the application of this memorandum shali be resolved by the
Parties.
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18. This Memorandum of Understanding will remain in effect until such time as the
parties mutually agree to terminate the MOU, or either party unilaterally gives 80
days written notice to terminate the letter. Should either party unilaterally give 80
days written notice to terminate, the parties will be required to meet with a
mediator to resolve any differences giving rise to the termination notice before
the MOU can be considered terminated.

Signed May 18, 2001 Signed June 8, 200t
Neil Patton Bill Farrell
BC Hydro COPE Local 378

This MOU was amended 1 April 2005 to reflect the Union’s change of name from
OPEIU to COPE 378.
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MEMORANDUMOF UNDERSTANDING# 70
(formerly known as Letter of Agreement #11)
RE: Work Leader, Transmission Scheduling-Operate Assets

In the event a dispute arises over the interpretation or application of this Letter of
Agreement the matter will be decided giving considerationto the principle that the
agreement is not intended to result in decreased benefits or conditions for the
employee; neither should the agreement result in increased costs for the employer.

1 The hours of work for the full-lime Work Leader Transmission Scheduling, will
be from 8:156 a.m. to 5:30 p.m. Starting times may be varied by agreement of
the Manager and the employee.

2 It is understood that shifts will be 8 hours 45 minutes, excluding the lunch
period. An employee's time bank will be credited with 1.25 hours for each day
worked.

3. Employees shall have two 15 minute paid rest periods per shift and one unpaid
lunch period of thirty (30) minutes.

4 Shift rotationwill be on a 4 days on (Tuesday, Wednesday, Thursday, Friday) -
3 days off (Saturday, Sunday, Monday). This includes RWWL days which have
been built into the schedule (i.e. no additional RWWL days are granted as they
are imbedded in the "4 days on - 3 days off schedule). Consequently, the time
bank enhancement does not apply to RWWL days. The shift may be changed
by mutual agreement between the employee and management. The Union will
be notified of any proposed changes to established shift rotation prior to their
implementation. In the event the Union disagrees the original shift rotation will
be maintained.

5. Sick leave, WCB, jury duty and compassionate leave are pald at 7.5 hours for
each day scheduled to work, with 1.25 hours being added to their time bank.

6. An employee's entitlementto annual vacation days will not be pro-rated. Annual
vacation will be scheduled In one-week blocks (M-F) at 7.5 hours per day.
Consequently, 1.25 hourswill be not added to their time bank.

7. If the employee is required to work statutory holidays as part of their ‘'days on'
schedule, the employee shall be paid a premium rate of 150% the normal rate
of pay for all hours of work which fall on the statutory holiday (00:00 -24:00).
The employee will also have 7.5 hours credited to their time bank.

8 As Statutory holidays are not built into the schedule, if the employee is not
scheduled to work on a statutory holiday, the employee shall be entitled to 7.5
hours creditedto their time bank.

9. Shift premiumswill be pald In accordance with Article 12.05(f) and cease upon
commencement of income Continuance.

Signedby Sheila Banks Signedby Neif Patton
OPEIU, Local378 B.C. Hydro May 18, 2001

This MOU was amended 1 April 2005 to reflect the Union's change of name from OPEIU to
COPE 378
-243 -



MEMORANDUM OF UNDERSTANDING# 71
RE: SHIFT WORK AT CALL CENTRES

1. When extra hours which have not previously been scheduled become available,
PTR employees will, where practical, be offered these extra hours on a 'seniority
down' basis in advance of offering such hours of work to casual employees.

2. The parties agree that PTRs in Call Centres can work for more than 30 hours per
week provided that hours beyond 30 are agreed to by PTRs on a voluntary basis
or inthe circumstances outlined in Article 1.08(b}(2). PTRs may work upto 37.5
hours per week at straight time rates.

3. This Memorandum does not apply to job shares.
Scott Watson Neil Patton
COPE BC Hydro
COPE, Local 378 B.C. Hydro
May 18, 2002 May 18, 2002

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378.
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MEMORANDUM OF AGREEMENT #72
BETWEEN
IBEW, COPE AND B.C. HYDRO
AREA SCHEDULER

The IBEW, COPE and BC Hydro (the parties) have agreed to the following process for
the selection of employees and the terms and conditions for the Area Scheduler
position, in Power Facilities.

There are currently § positions:

o 1inthe Thermal GenerationArea- headquartersBurrard Thermal Generation
« 1 inthe Bridge River/Coastal Generation Area - headquartersEdmands

o 1inthe Peace River Generation Area -headquarters GMS

« 1inthe Upper Columbia GenerationArea - headquartersRevelstoke GS

o 1 inthe Kootenay GenerationArea - headquarters Castlegar

The parties agree that the Area Scheduler position does not solely reside in either the
IBEW or COPE certification. The successful candidate will remain a member of their
current bargaining unit and will be subject to the terms and conditions of that collective
agreement except where stated below.

The parties agree that the Area Scheduler position will be open to all BC Hydro
bargaining unit employees regardless of affiliation. Selections will be on the basis of
Ability (2/3) and Seniority {(1/3). It is agreed that M+P employees are excluded from
competingfor these positions.

1) To facilitate a fair and equitable selection processthe parties agree to the following:

o Tripartite agreement on the description of duties and the establishment of
salary/wage parity.

« Tripartite agreement on the wording of the Bulletin.

o Tripartite agreement on the Must and Wants.

o The parties agree to establish a working group, made up of a representativefrom
each party, to develop the details of the selection process.

o Seniority will be based on Company seniority (Article 5b for IBEW and Article & for
the COPE)

2) Selection Grievances will be handled per the appropriate collective agreementexcept
in the following situation.

o Should a grievance arise from an individualwho is not in the same bargaining
unit as the selected candidate, then a two stage process will occur as follows:

« A tripartite committee will meet within 10 working days of receiving the
grievance; if this group can not reach consensus then

o The selectiongrievance will be referred to expedited arbitration and the
arbitrator's decision will be binding on the parties

o The Arbitrator will be agreedto by all parties.

3) For IBEW affiliatedemployees
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s The successfulcandidatewill maintaintheir General Classification and will
continueto accrue Article 18 seniority

4) Except where providedabove all other terms and conditions of the appropriate
collective agreement will apply.

Any changes in the number or nature of Area Scheduler job will be discussed
betweenthe parties.

Signed by:
IBEW - Jim Greenwell COPE - Scott Watson BC Hydro - Ha/ Vatne
March 12, 1999 March 18, 1999 March 16, 1999

This MOU was amended 1 April 2005 to reflect the Union's change of name from
OPEIU to COPE 378,
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SUPPLEMENTARYINFORMATION

B.C. Hydro Pension, Group Life Insurance,
Income Continuance, Medical Services and Dental Plans

NOTE: These plans are not necessarily agreement matters. Details below are
providedfor informationonly. The plans reflect details of benefits provided
at Level2 of the Flexible Benefits Plan.

Employees wishing further information about these plans or plan benefits
at Levels 1 or 3 of the Flexible Benefits Plan should either consuilt their
booklet“You and B.C. Hydro*, “Hydro Flex for COPE Employees” or direct
enquiries to Personnel offices.

PENSION PLAN

The Hydro Plan was introduced in 1965 and provides a pension based on 2% of the
average of the best 5 consecutive years plan earnings for each year of service as a
member of the plan. Membership is compulsory for new regular and full-time temporary
employees after 3 months service. Membership is optional for COPE casual employees
whose earnings exceed 35% of the Yearly Maximum Pensionable Earnings (YMPE) for
two consecutive calendar years.

Normal retirement is at age 85. Retirement following age 60 (or after age 55 with 35
years service), is possible without reduction of the accrued pension. Earlier retirement
after reaching age 50, with at least 10 years service and provided age plus service is at
least 85, is also possible. For employees retiring prior to age 60 the pensionis reduced
by 5% for each year the retirement date is before age 60 or for those retiring after age
55, 5% for each year service is less than 35 if this results in a smaller reduction.

Effective April 1/99the reduction for early retirement will be reduced from 5% per year to
3% per year.

Effective April 1/2000 the age and service requirement of £5-59 years of age with 35
years of service will be changed to a minimum of age 55 with age and service totaling
85,

Please note that applicable Pension Plan rules are applied at the time of termination of
employment or death. Therefore, prospective rule changes only apply to employees
who terminate (or die) after the effective date of the change.
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Integrated with the Canada Pension Plan, the plan requires contributions of 6.31% of
plan earnings, 1.1% of which is allocated for cost of living supplements. Hydro matches
employees’ required cost of living contributions and contributes the additional funds
necessary to providethe promised benefits.

Hydro administers the plan and the B.C. Superannuation Commissioner has custody of
the funds and manages their investment under regulation of the B.C. Hydro and Power
Authority Act.

Pensions are Indexed each year on 1 January with the percentage increase limited by
either the cost of living increase or the amount of funds available in the Index Reserve
Account. The Index Reserve Account is derived principally from matching contributions
and from interest earned on plan funds set aside to pay pensions to the extent that the
interest exceeds the amount the actuary has assumed will be earned.

GROUP LIFE INSURANCE PLAN

The Group Life Insurance Plan is underwritten by Sun Life Assurance Company. For
new employees under age 65 enrollment is compulsory. For part-time regular and full-
time regular employees, coverage is effective the first date of employment. For full-time
temporary employees coverage is effective after 3 months continuous employment; only
casual employees are excepted.

Coverage during employment is for 200% of basic annual earnings. Changes to
coverage, necessitated by changes in earnings, take place for employees at work 1
January and 1 July each year, based on basic pay rates in effect on those dates.
Coverage terminates 31 days after employment terminates but may be converted to an
individual policy without the need to provide evidence of insurability, within that 31 day
period.

An employee who becomes totally and permanently disabled before age 65 or date of
retirement, if earlier, will have full coverage continued until age 65 or retirementdate, if
earlier. Totally disabled employees may apply for premium waiver which if accepted by
Sun Life Assurance Company will continue coverage in effect at date of disability without
payment of premium. Premium waivers have the effect of eliminatingthe taxable income
that must be reported if the employer continues to pay monthly premiums to the
insurance co. A totally disabled employee who has been diagnosed as terminal, may be
able lo apply for an advance payout of basic life insurance (25% of coverage to a
maximum of $50,000) to help them meet medical costs and settle estate matters. The
balance of the insurance will be maintainedfor payment to the employees beneficiary
after death occurs. For employees who have attained age 60 or older, the “Living
Benefit* amount will be half of the amount of life insurance benefitthe employee would
be entitled to in five years time according to the schedule described under “Coverage
After Retirement”. Medical evidence E required by the insurer.

Subject to insurance law, changes to beneficiarymay be made through your Personnel
Service Area. Under current tax rules the total monthly premium paid by the employer is
taxable income. See article 10 for Agreement provisions.

NOTE: The above information does not form part of any offer or proposal and is
provided for purposes of information only, Changes to the text of the Supplementary
Information appended to the 1891-1993 COPE/BC Hydro Collective Agreement are
underlined for ease of reference.
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MEDICAL SERVICES PLANS
Basic Medical Services

The plan covers the cost of required medical, surgical, obstetrical and diagnostic
services to employees and dependents. It also covers some services in oral surgery,
chiropractic, physiotherapy, optometry and similar practice. The plan is standard
throughout B.C.

Under current tax rules the employer's share of the premium is taxable income.
EXTENDED HEALTH CARE

This plan provides partial coverage for cost of ambulance, prescription drugs, (limitedto
Pharmacare drug formulary) special nursing, semi-private and private rooms in
hospitals, artificial limbs and eyes, rental or purchase of a wheel-chair or special
equipment, speech therapy for children under age 16, hearing aids, acupuncture,
physiotherapy and chiropractors additional to or not covered by the Medical Services
Plan of B.C. One hundred percent (100%) of eligible expenses, with no deductible may
be claimed from and is reimbursed by Medical Services Association, to a maximum
lifetime benefit of $500,000 per person. Some expenses covered by the EHC plan may
be reimbursedunder Pharmacare; where that happens MSA will help sort out which plan
pays for what.

Vision care coverage will be provided to cover the cost of lenses, frames or contact
lenses when prescribed by a person legally qualified to make such prescriptionsto a
limit of $100.00 for each dependent child in any 12 month period. Effective 1 January
1999 the plan shall be amended to include a vision care addendum which provides
benefits up to $225 each 24 months for the employee and spouse. Effective B1April 2001
the plan shall be amended to include a vision care addendum which provides benefits
up to $250 each 24 months for the employee and spouse.

Claims should be submitted regularly throughout the year. You have until 31 March to
submit prior year's expensesto the Pharmacare plan and until 31 December to submit
prior year's expenses to the EHC plan.

See Article | O for agreement provisions.
INCOME CONTINUANCE PLAN

The Income Continuance Plan is underwritten by Manulife Financial Group Benefits and
Is compulsory for all but casual and vacation relief employees. For full-time regular,
part-time regular and full-time temporary employees coverage is effective after 3 months
continuous employment. Effective January 1, 1995 coverage for full-time regular and
part-time regular employees coverage is effective the date of hire. Full-timetemporary
employees coverage continues to be effective after 3 months continuous employment.

If onset of disability occurs prior to January 1, 1995 the plan pays benefits of 50% of the
employee's basic earnings in payment at the onset of disability through sickness or
accident but not for the first 30 days of disability which are covered by available sick
leave credits. Payments continue while an employee continues to satisfy the definition
of disability under the group insurance contract and from performing normal duties.
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After 2 years of absence payments continue only while the employee is disabled from
performing any occupation he/she is reasonably fitted for by training, education or
experience. Coverage ceases at age 85. Payments are reduced if the employee is
eligible for Canada Pension Plan Disability Pension or retires on pension or receives
group insurance installment payments as a totally disabled person. Payment is not
made if Workers' Compensationtime-loss benefit is payable.

If disability onset occurs on or after January 1, 1995 the plan pays benefits of 66 2/3 %
of the employees basic earnings in payment at the onset of disability but not for the first
106 calendar days accumulated over a period of 26 weeks.

If disability onset occurs on or after January 1, 1995 payments continue while an
employee remains disabled from performing normal duties but after 2 years of benefit
payment, payment continues only while the employee is disabled from performing any
occupation he/she is reasonably fitted for by training, education or experience.
Coverage ceases at age 65. Payments are reduced if the employee is eligible for
Canada Pension Plan Disability Pension or retires on pension. Payment is not made if
Workers' Compensation time-loss benefit is payable.

Priorto January 1, 1995 employees will pay 100% of required premiums and if disability
onset occurs prior to January 1, 1995 disability payments receivedwill be a non-taxable
benefit. Effective January 1, 1995 the employer will pay 100% of required premiums
and if disability onset occurs on or after January 1, 1985 disability payments received
will be taxable income.

Effective January 1, 1995 employees may elect to be covered by the benefit package in
this agreement or, afternately, optional benefit packages as set out by the employer.

DENTAL PLAN

This plan is underwritten by Medical Services Association and provides preventive,

major reconstruction, and orthodontia services that are routinely performed in the office

of a general practicing dentist or denturist, while you are covered by the plan.

PartA - covers maintenance and normal restorative services such as examinations
and x-rays; preventive treatments such as scaling and fluoride
applications; extractions; normal surgery by dentists; fillings; inlays and
onlays and repairs and relining of appliances.

PartB - covers major reconstruction and replacement services such as crowns
(rebuilding natural teeth), full or partial dentures, and crowns and bridges
(to replace missing teeth).

PartC- covers orthodontic services by an orthodontist or a dentist.

Coverage ceases at the end of the month in which your employment ceases
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The coinsurance percentage shown in Article 10.03 is the percentage of eligible
expenses reimbursed by the plan. Eligible expenses are the lesser of (1) the amount
shown in the schedule for covered services as agreed each year by Medical Services
Association and the dental college and denturists' society and (2) the actual fee
charged. Before starting treatment ascertain from the dentist or denturist if the proposed
treatment is covered by the plan and to what extent the proposed fee will be
reimbursable.

See Article 10.03 for Agreement provisions.

PAYROLL DEDUCTIONS

1.

Pension contributions during absence on Workers' Compensation time-
loss, or sick leave are deducted from payments made by Hydro. If the
payments are insufficient to have deductions made, arrangements with
Pay Department are possible to maintain contributions to the Hydro Plan.
An employee on income continuance, who is not receiving any payments
from Hydro, may be eligible to have pensionable service accrue without
making contributions accordingto the terms of the BC Hydro Pension Plan.

Union dues deductions during absence on Workers' Compensation time-
loss, income continuance or sick leave are maintained only while the
employee receives regular payments through Pay Department of sick pay
or supplements to Workers' Compensation or income continuance. When
payment ceases the employee should make personal arrangements to
continue union dues.

Income continuance premiums are not payable for any period during which
income continuance benefits are being received.
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Over
$
13,001
13,251
13,501
13,751

14,001
14,251
14,501
14,751

15,001
16,251
15,501
15,751

16,001
16,251
16,501
16,751

17,001
17,251
17,501
17,751

18,001
18,251
18,501
18,751

18,001
19,251
18,501
18,751

20,001
20,251
20,501
20,751

Annual

SCHEDULE OF INSURANCE COVERAGE

To

5
13,250
13,500
13,750
14,000

14,250
14,500
14,750
15,000

16,250
15,500
15,750
16,000

16,250
16,500
16,750
17,000

17,250
17,500
17,750
18,000

18,250
18,500
18,750
19,000

19,250
19,500
18,750
20,000

20,250
20,500
20,750
21,000

Bi-Weekly
From

$

498.37
507.96
517.54
527.12

536.71
546.29
555.87
566.46

5756.04
584.62
594.21
603.79

613.37
622.96
632.54
642.12

851.71
661.29
670.87
680.46

690.04
699.62
709.21
718.79

728.37
737.96
747.54
757.12

766.71
776.29
785.87
795.46
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Amount of
To

$

507.92
517.50
527.08
536.67

546.25
555.83
565.42
575.00

584.58
594.17
603.75
613.33

622.92
832.50
642.08
651.67

661.25
670.83
680.42
680.00

699.58
708.17
718.75
728.33

737.92
747.50
757.08
766.67

776.25
785.83
795.42
805.00

Insurance
$

26,500
27,000
27,500
28,000

28,500
26,000
29,500
30,000

30,500
31,000
31,500
32.000

32,500
33,000
33,500
34,000

34,500
35,000
35,500
36,000

38,500
37,000
37,500
38,000

38,500
39,000
39,500
40,000

40,500
41,000
41,500
42,000



Annual
Over
$

21,001
21,251
21,501
21,751

22,001
22,251
22,501
22,751

23,001
23,251
23,501
23,751

24,001
24,251
24,501
24,751

25,001
25,251
25,501
25,751

26,001
26,251
26,501
26,751

27,001
27,281
27,501
27,751

28,001
28,251
28,501
28,751

To
$

21,250
21,600
21,750
22,000

22,260
22,500
22,750
23,000

23,250
23,500
23,750
24,000

24,250
24,500
24,750
25,000

25,250
25,500
25,750
26,000

26,250
26,500
26,750
27,000

27,250
27,500
27,750
28,000

28,250
28,500
28,750
28.000

Bi-Weekly
From
$

805 04
814 82
824 21
83379

843 37
852.06
862 54
872 12

88171
891 29
900 87
910 48

920 04
929 62
939 21
948,79

958 37
967 96
977 54
087 12

096 71

1,006 28
1,015 87
1,025 46

1,035 04
1,044 62
1,054 21
1,083 79

107337
1,082 96
1,092 54
1,102 12
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To
$

814 58
824.17
83375
843 33

852 92
862 50
872 08
881 67

89125
80083
91042
82000

929 58
93917
948 75
958 33

967 92
977 80
987 08
996 67

1,008 25
1,016 83
1,026 42
1,035 00

1,044 58
1,064 17
106375
1,073 33

1,082 92
1,092 80
1,102 08
1,111 67

Amount of
Insurance
$

42,500
43,000
43,500
44,000

44500
45,000
45,500
46,000

46,500
47,000
47,500
48,000

48,500
49,000
49,500
50,000

50,500
51,000
51,500
52,000

52,600
53,000
53,600
54,000

54,500
55,000
55,500
56,000

56,500
57,000
57,500
58.000



Annual
Over

3

29,001
20,251
29,501
29,751

30,001
30,251
30,501
30,751

31,001
31,251
31,501
31,751

32,001
32,251
32,501
32,751

33,001
33,251
33,501
33,751

34,001
34,251
34,501
34,751

36,001
35,251
35,501
35,751

38,001
36,251
36,501
36,751

To
$

29,250
29,500
29,750
30,000

30,250
30,500
30,750
31,000

31,250
31,500
31,750
32,000

32,250
32,500
32,760
33,000

33,250
33,500
33,750
34,000

34,250
34,500
34,750
35,000

35,250
35,500
35,750
36,000

36,250
36,500
36,750
37,000

Bi-Weekly
From
$

1.111.71
1,121.28
1,130.87
1,140.46

1,150.04
1,169.62
1,168.21
1,178.79

1188.37
1,197.96
1,207.64
1.217.12

1,226.71
1,236.29
1,245.87
1,255.46

1,265.04
1,274.62
1,284.21
1,283.79

1,303.37
1.312.96
1,322.54
1,332.12

1.341.71
1.351.29
1,380.87
1,370.46

1,380.04
1,389.62
1,399.21
1,408.79
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Amount of
To
3

1,121 25
1,130 a3
1,140.42
1,150 00

1,159 68
1,169 17
1,178 75
1,188 33

1,197 92
1,207 50
1,217 08
1,226 67

1,236 25
1,245 83
1,265 42
1,265 00

1,274 68
1,284 17
1,293 75
1,303 33

1,312 92
1,322 50
133208
1,341 67

1,351 25
1,360 83
1,370 42
1,380 00

1,389 58
1,389 17
1,40875
1,418 33

insurance

58,500
59,000
59,500
60,000

60,500
61,000
61,500
62,000

62,500
63,000
63,500
64,000

64,500
66,000
65,500
66,000

66,500
67,000
67,500
68,000

68,500
69,000
69,500
70,000

70,500
71,000
71,600
72,000

72,500
73,000
73,500
74,000



Over

$

37,001
37,251
37,501
37,751

38,001
38,251
38,501
38,751

39,001
39,251
39,501
39,781

40,001
40,251
40,501
40,751

41,001
41,251
41,501
41,751

42,001
42,251
42,501
42,751

43,001
43,251
43,501
43,781

44,001
44,251
44,501
44,751

Annual

Bi-Weekly
To
$

37,250
37,500
37,750
38,000

38,250
38,500
38,750
38,000

39,250
39,500
39,750
40,000

40,250
40,500
40,750
41,000

41,250
41,500
41,750
42,000

42,250
42,500
42,750
43,000

43,250
43,500
43,750
44,000

44,250
44,500
44,750
45,000

Amount of
From
3

1,418.37
1,427.96
1,437.54
144712

1,456.71
1,466.29
1,475.87
1,485.46

1,485.04
1,504.62
1,514.21
1,623.79

1,533.37
1,542 96
1,652.54
1,662.12

1,671.71
1,681.29
1,690.87
1,600.46

1,610.04
1,618.62
1,628.21
1,638.79

1,648.37
1,657.96
1,667.54
1,877.12

1,686.71
1,696.29
1,705.87
1,715.46
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To
$

1,427.92
1,437.50
1,447.08
1,456.67

1,466.25
1,475.83
1,485.42
1,495.00

1,504.58
1,514.17
1.523.75
1,533.33

1,642.92
1,552.50
1,662.08
1,671.67

1,581.25
1,580.83
1,600.42
1,610.00

1,619.58
1,629.17
1,638.75
1,648.33

1,657.92
1,667.60
1,677.08
1,688.67

1,696.25
1,705.83
171642
1,725.00

Insurance

$

74,500
75,000
75,600
76,000

76,500
77,000
77,800
78,000

78,500
79,000
79,500
80,000

80,500
81,000
81,500
82,000

82,500
83,000
83,600
84,000

84,500
85,000
85,500
86,000

86,500
87,000
87,500
88,000

88,500
89,000
89,500
90,000



Over
$

45,001
45,251
45,501
45,751

46,001
46,251
46,501
46,751

47,001
47,251
47,501
47,751

48,001
48,251
48,501
48,751

49,001
49,2561
49,501
49,751

50,001
50,251
50,501
50,751

51,001
51,251
51,501
51,751

52,001
52,251
52,501
52,751

Annual Bi-Weekly
To
$

45,250
45,500
45,750
46,000

46,250
46,500
46,750
47,000

47,250
47,500
47,750
48,000

48,250
48,500
48,750
49,000

49,250
49,500
49,750
50,000

60,250
50,500
50,750
51,000

51,250
51,500
51,750
52,000

52,250
52,500
52,750
53,000

Amount of
From
$

1,725.04
1,734.62
1,744.21
1,763.79

1,763.37
1,772.96
1,782.54
1,782.12

1.801.71
1,811.20
1,820.87
1,830.46

1,840.04
1,849.62
1,869.21
1,868.79

1,878.37
1,887.96
1,897.54
1,907.12

1,916.71
1,926.29
1,935.87
1,945.46

1,855.04
1,064.62
1,974.21
1,983.79

1,993.37
2,002.96
2,012.54
2,022.12
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To
$

1,734.58
1,744.17
1,763.75
1,763.33

1,772.92
1,782.50
1,792.08
1,801.67

1,811.25
1,820.83
1,830.42
1,840.00

1,849.58
1,858.17
1,868.75
1,878.33

1,887.92
1,897.50
1,807.08
1,918.87

1,926.25
1,835.83
1,945.42
1,956.00

1,964.58
1,974.17
1,983.75
1,893.33

2,002.92
2,012,850
2,022.08
2,031.67

Insurance

$

90,500
91,000
91,500
92,000

92,500
93,000
93,500
94,000

94,500
95,000
95,5600
96,000

96,500
97,000
97,500
98,000

98,500
99,000
99,500
100,000

100,500
101,000
101,500
102,000

102,500
103,000
103,500
104,000

104,500
105,000
105,500
106,000



Over
$

63,001
53,251
53,501
53,751

54,001
54,251
54,501
54,751

55,001
55,251
55,601
55,751

56,001
56,251
56,501
56,751

57,001
57,251
57,501
57,751

58,001
58,251
58,501
58,751

58,001
59,251
59,501
59,751

60,001
60,251
60,501
80,751

Annual

To
$

53,250
53,500
53,750
54,000

54,250
54,500
54,750
55,000

55,250
66,500
55,750
56,000

56,250
56,500
56,750
57,000

57,250
57,500
57,750
58,000

58,250
68,500
58,750
59,000

59,250
59,500
59,750
60,000

60,250
60,500
60,750
61,000

Eli-Weekly
From
$

2,031.71
2,041.29
2,060.87
2,080.48

2,070.04
2,079.62
2,089.21
2,098.78

2,108.37
2,117.98
2,127.54
213712

2,148.71
2,156.29
2,165.87
2,175.48

2,185.04
2,194.62
2,204.21
2,213.79

2,223.37
2,232.86
2,242.54
2,252.12

2,261.71
2,271.29
2,280.87
2,280.48

2,300.04
2,309.62
2,319.21
2,328.79
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Amount of
To
$

2,041.28
2,050.83
2,060.42
2,070.00

2,079.58
2,089.17
2,008.75
2,108.33

2,117.92
2,127.50
2,137.08
2,146.87

2,156.25
2,165.83
2,175.42
2,185.00

2,194.68
2,204.17
2,21375
2,223.33

2,232.92
2,242.50
2,252.08
2,2681.87

2,271.25
2,280.83
2,200.42
2,300.00

2,309.58
2,319.17
2,328.75
2,338.33

Insurance

106,500
107,000
107,500
108,000

108,500
109,000
109,500
110,000

110,500
111,000
111,500
112,000

112,500
113,000
113,500
114,000

114,500
115,000
115,500
116,000

116,500
117,000
117,500
118,000

118,500
119,000
119,600
120,000

120,500
121,000
121,500
122,000



Over

$

61,001
61,251
61,501
61,751
62,001
62,251
62,501
62,751

AnnualBi-Weekly
To
$

61,250
61,500
81,750
62,000
62,250
62,500
62,750
63,000

Amount of
From
$

2,338.37
2,347.96
2,357.54
2,367.12
2,376.71
2,386.29
2,395.87
2,405.46
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To
¥

2,347.92
2,357.50
2,367.08
2,376.67
2,386.25
2,395.83
2,4056.42
2,416.00

Insurance
3

122,500
123,000
123,500
124,000
124,500
125,000
125,500
128,000



Memorandum of Agreement

Respectingan Employee Transition Plan for the Successorship between BCH and
Joint Venture Business Services Limited Partnership

October 15, 2002
e Parties agree that the attached terms and conditions form a Memorandumof Agreement
10A") subject to ratificationby the COPE.

S further agreed that the Unionwill unanimously recommend acceptance of this
JA to its membership as referencedin its October 11, 2002 letter to BC Hydro.

| this 15thday of October 2002,

alf of Joint Venture Business Services Limited PartnershipBy: SBS
\l Partner Inc., its general partner

ark N. Eleoff, Digaatft/

1alf of BC Hydro and Power Authority:
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Memorandum of Agreement
(Hereinafter “MOA")

Between:

And:

And:

Canadian Office and Professional EmployeesUnion, Local 378
(Hereinafter the “Union”)

BC Hydro and Power Authority
(Hereinafter “BCH")

Joint Venture Business Services Limited Partnership
(N.B. name subject to change)
(Herelnafter “JV Entity”)

Respecting an Employee Transition Plan for the Successorship between BCH and

JV Entity

Preamble and Purpose:

1.

Accenture Inc. and BCH propose to enter into a joint business arrangement
whereby Combined Services will be transferred from BCH to JV Entity and those
serviceswill be providedback to BCH from JV Entity.

Inthe event that the joint business arrangement in paragraph 1 i not concluded,
this MOA shall be null and void.

The effect of this business arrangement is that a successorship, within the
meaning of the Labour Relations Code, will occur between BCH and JV Entity on
or after the date of the legal creation of JV Entity and no later than the Transfer
Date.

The Union agrees to withdraw all pending proceedings before the BC Labour
Relations Board regarding common employer or true employer matters
respecting this JV Entity. The Union further agrees not to file any common
employer or true employer application respecting any of this JV Entity, BCH, or
Accenture Inc. with respectto the business arrangement described in paragraph
1 of this MOA for so long as the business arrangement continues.
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5.

The purpose of this MOA is to establish the process for transferring employees
to JV Entity and to provide for certain transitional rights. This MOA will
supplement the rights and entitlements that flow from: (1) the BCH/COPE
Collective Agreement; and, (2) the Labour Relations Code.

This MOA constitutes an adjustment plan between BCH and the Union, fulfilling
the requirementsof section 54 of the Labour Relations Code.

Definitions:

7.

10.

11.

12,

13.

14.

15.

Affected Employees: Union members employed by BCH in Combined Services.
including regular (FTR, PTR) and temporary (FTT) employees whose Base
Positionwill be transferredto JV Entity, regardless of whether the employees are
temporarily assigned elsewhere or on approved leave of any kind. BCH will
provide the Union with a list of Affected Employees at the earliest possible
opportunity.

Base Position: an employee's on-going job at BCH, whether regular or
temporary in status. The base position of regular status employees is their on-
going regular job, regardless of whether they are temporarily assigned
elsewhere. The base position of temporary status employees is their on-going
temporary position.

BCH Pension Plan: the BC Hydro and Power Authority Pension Plan
establishedunder the BC Hydro and Power Authority Act.

BCH/COPE Collective Agreement: the collective agreement in force from April
1, 2002 to March 31, 2005 between BCH and the Union, including all MOUs and
LOAs signed prior to the Transfer Date.

Combined Services: includes the following business units and related services:
Westech; NCS; Customer Services; HR Services; Financial Systems:
Purchasing; Disbursement Services; Financialand Business Services; as well as
some all or none of Property Services and Building Office Services.

Effective Date: the date this MOA becomes effective, which shall be the date
uponwhich all Parties have signed this MOA.

Election Date: the date Affected Employees elect in writing to transfer to JV
Entity. The deadline for submitting the election form to BCH shall be seven (7)
calendar days from the date the notice pursuant to paragraph 24 is received,
except as otherwise provided in paragraph28.

Impacted Employee: a BCH employee who is not an Affected Employee and
who is bumped pursuant to Article 8 of the BCH/COPE Collective Agreement
due to an Affected Employee's election not to transferto 4V Entity. An employee
ceasesto be an impacted Employee once they have exercised eithertheir Article
9 options or other options providedat paragraph32 of this MOA.

Labour Relations Code: the British Columbia Labour Relations Code, RSBC
1998, ¢. 244, in force and effect at the time of the Effective Date.
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16. Perlod of Service: service recognized by the BCH Pension Plan, as at the
Transfer Date, for eligibility purposes.

17. Time Banks: banked annual vacation, banked overtime, banked RWWL days,
and bankedsick leave for those employees with sick leave banks.

18. Transfer Date: the common date on which all Base Positions are transferred
from BCH to JV Entity.

19. Transferred Employees: are (1) Affected Employeeswho elect to transfer to JV
Entity, or are transferred by default in accordance with paragraphs24 and 25 of
this MOA, and become employees of JV Entity as of the Transfer Date; and, (2)
as of their start date with JV Entity, Impacted Employees who transfer to JV
Entity as a result of paragraph32 or 33.

Coverage:

20, This MOA applies to all employees covered by the BCH/COPE Collective
Agreement.

Application:

21. Upon the transfer of Combined Services to JV Entity, JV Entity and the Union
shall jointly apply to the BC Labour Relations Board for variance to the Union’s
certifications in recognition of the successorship. In the event that the Labour
Relations Code’s successorship provisions change before that application is
made so as to preclude a finding of successorship, the Parties shall nonetheless
conduct themselves as if a successorshipdeclarationhad been issued under the
Labour Relations Code.

22. All matters outstanding under the BCH/COPE Collective Agreement 0n the
Transfer Date that concern Transferred Employees shall be resolved under the
terms of, and by the parties to, the collective agreement in place between the
Union and JV Entity. BCH shall participate in any hearing or proceeding to
address any such matter, if the matter directly or indirectly affects BCH or any
party to the hearing or proceeding considers that BCH participationis necessary
to fully and fairly address the matter. Any liability flowing from the resolution or
adjudication of such shall be borne by BCH and/or JV Entity as appropriate to
the particularcircumstances of each such matter.

Transfer to JV Entity from BCH:

23. A central co-ordinating office of BCH management representatives will be
establishedfor the transition to JV Entity. This office will make all determinations
on behalf of BCH regarding the election and Article 9 process at BCH.

24. No less than eight (8) weeks prior to the Transfer Date, Affected Employees will
receive individual written notice of their Base Position’s transfer to JV Entity, the
location of their JV Entity established headquarters, and the Transfer Date. This
notice and attached election form will include:

i) general information related to the JV Entity pension and benefits
plans;
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25.

26,

27

28.

i generalinformationrelatedto the BCH Pension Plan;

i) referenceto website access to seniority lists:

Iv) reference to website access to vacancy lists;

v) individualseverance calculations;

Vi general informationrelatedto post-retirementbenefits;

vil) this MOA,
and will requirethe Affected Employee to declare whether they wish to:
(@) Transfer with their Base Positionto JV Entity; or,

(b) Take severance according to Article 8 of the BCH/COPE
Collective Agreement; or,

(c) Elect, pursuant to Article 23 of the BCH/COPE Collective
Agreement, to remain at BCH and then be treated in accordance
with Article 8. Itis understood that only those Affected Employees
who choose to remain at BCH will receivetheir Article 9 options at
a latertime.

Affected Employees must submit a signed copy of the election form to BCH by
the Election Date, with the exception of those employees referred to in
paragraph 28 below. An Affected Employee's decision is final once they submit
a signed copy of the election form. The default for failing to submit the election
form by the Election Date is that the Affected Employee will transfer to JV Entity
with their Base Position.

All Transferred Employees who elect to transfer to Jv Entity with their Base
Position in accordance with this MOA but who occupy temporary positions
remaining in BCH, will be transferredto and become employees of JV Entity, but
may continue in their temporary positions at the respective discretion and
agreement of BCH and JV Entity. Each such temporary assignment will be
addressed on an individualbasis and will be subject to the operational needs of
both BCH and JV Entity. Unless otherwise agreed by BCH, JV Entity, and the
Unlon, such temporary positions at BCH will terminate no later than nine (9)
calendar months after the Transfer Date, at which time employees will transfer to
their Base Position in J¥ Entity. This paragraph shall have no impact on the
term of Tempworks assignments.

Regular (FTR, PTR) employees who are working in temporary positions that will
transfer to JV Entity but whose Base Positionwill not be transferredto JV Entity
will remain employees of BCH. When the temporary position transfers to JV
Entity or is discontinued, whichever comes first, the employee will return to their
Base Positionwith BCH.

Affected Employees on sick leave, long-term disability, maternity leave, parental
leave, adoption leave, education leave, WCB, or other leaves of absence will be
provided the electionform to transfer to JV Entity or remain at BCH at the same
time as other Affected Employees but they will not be requiredto elect until they
are ready to returnto work, and in the case of employees on sick leave or long-
term disability are fit to return to work. Such employees will be required to
submit the electron form as soon as practical prior to their return to work. The
default for failing to submit the electionform is that such Affected Employees will
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29.

30.

31.

32

33.

transfer to JV Entity. Incaseswhere it is practical (e.g. maternity/parental leave,
adoption leave, education leave, WCB, and other such leaves), such employees
may elect at an earlier date on a voluntary basis.

Affected Employees on LTD will remain on the BCH LTD Plan until they no
longer qualify for benefits under the BCH LTD Plan.

Pursuant to Article 23 of the BCH/COPE Collective Agreement, Affected
Employees who elect not to transfer to 4V Entity will, at a later time, individually
receive a letter detailing the options that apply to them under Article 8 of the
BCH/COPE Collective Agreement.

Affected Employees who elect not to transfer will continue to be employed by
BCH but, after the Transfer Date, may be seconded to JV Entity while they are
waiting to receive their options. The employee may however elect to take
severance at any time during this period. The secondmentwill end no later than
nine (9) calendar months after the Transfer Date.

Upon notice of their displacement, each Impacted Employee shall have the
following two (2) options in addition to and in conjunction with their options
pursuantto Article 8 of the BCH/COPE Collective Agreement:

(@ An Impacted Employee may accept a vacancy at JV Entity
providedthat:

l. JV Entity determines that the vacant positionwill be filled;
and,

ii. The Impacted Employee has the ability to perform the
duties of the position at the conclusion of a familiarization
period not exceeding thirty (30) calendar days.

JV Entity shall recognize the Impacted Employee's seniority
accrued at BCH for this purpose.

(b) An Impacted Employee may bid on positions which are posted by
JV Entity. Such postings shall be subject to the collective
agreement in place between JV Entity and 'he Union at the time.
JV Entity shall recognize the Impacted Employee's seniority
accrued at BCH for this purpose.

Impacted Employees who are laid off shall be added to both the BCH and JV
Entity recall lists, but shall be entitled to severance only from BCH should their
recall expire. Impacted employees shall be eligible for recall at BCH in
accordance with the BCH/COPE Collective Agreement and shall be eligible for
recall at JV Entity in accordance with the collective agreement in place d JV
Entity. If an Impacted Employee accepts recall to either BCH or JV Entity they
will be removed from both recall lists. Notwithstanding Article 9.17 of the
BCH/COPE Collective Agreement, Impacted Employees on the BCH recall list
will be entitled to reimbursementfor moving expenses if recalledto a position at
BCH.
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34. Notwithstanding the above paragraph, Impacted Employees who have been
offered and have turned down a position at JV Entity pursuantto paragraph32 of
this MOA shall be eligible for recall at BCH in accordance with the BCH/COPE
CollectiveAgreement and shall not be eligible for recall at JV Entity.

35. Employees on the BCH recalllist on the Transfer Date, who held a Base Position
in Combined Services at the time of their lay-off from BCH, will, as of the
Transfer Date be given the option of:

(a) Transferring to the JV Entity recall list and exercising their rights
of recallto JV Entity pursuant to the collective agreement in place
betweenthe Unionand JV Entity; or,

(b) Remainingonthe BCH recall list.

Employees on the BCH recall list will be advised of these options by letter and
attached election form sent by registered mail, which must be returned to BCH
within seven (7) calendar days from the date of receipt. The default for failing to
elect will be that they remainon the BCH recall list.

Seniority and Service:

36. Each Transferred Employee's Seniority and service, and all the rights and
entitlements that flow from that seniority and service, will carry over and continue
at JV Entity as it was at BCH, subject only to changes resulting from negotiation
betweenthe Union and JV Entity.

Co ns of Employm

37. A successorship occurs when a business or part of it is sold or otherwise
disposed of and collective bargainingrights are in effect at the original place of
business. The effect of a successorship is that bargainingunit employees retain
their collective agreementrights despite a change in company ownership.

38. As of the Transfer Date, JV Entity will become a successor to the BCH/COPRE
CollectiveAgreement.

39, All terms and conditions of employment in effect at BCH governed by the
BCH/COPE Collective Agreement, as supplemented by this MOA, will remain in
place at JV Entity subject only to changes resulting from negotiation betweenthe
Unionand JV Entity.

Time Banks:

40. All Transferred Employees' Time Banks with BCH as at the Transfer Date shall
be transferred in their entirety to JV Entity. This shall include BCH sick leave
time banks as per Article 15.02.

Benefit Coverage:

41. JV Entity will ensure that all Transferred Employees will have continuity of their
benefit coverage, both mandatory and voluntary, and will receive at least the
same level of benefit coverage that they currently receive at no additional cost to
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the employee, Any waiting period for coverage eligibility period shall adjoin the
qualifying time with BCH and JV Entity so that it is seamless. Itis understood by
the Partiesthat JV Entity may, at their option, change benefits carriers.

Post Maternity Bulletinina Riahfs:
42, Union memberswho were formerly employedwithin Combined Services and who

are entitled to post maternity bulletining rights shall continue to have such rights
into JV Entity after the Transfer Date.

Gainsharing:

43. Gainsharing payments pursuant to MOUs #55 (a) and (c) of the BCH/COPE
Collective Agreement, for the fiscal year ending March 31, 2003 will be based 0n
the measures and targets currently in place at BCH as measured by BCH, and
will be paid by BCH and JV Entity on a pro-rata basis calculated as of the
Transfer Date. Itis understoodthat JV Entity may develop new and/or additional
measures, targets and scoring ranges for subsequent periods.

Miscellaneous:

44, The following services will be providedto Transferred Employees by JV Entity:

@)

®
©
(d)
(e)

U]

(9)

h

@

Location:

While JV Entity is leasing premises from BCH, such access to
Surges memberships as exists at BCH.

GroupRRSP program.
Canada Savings Bonds payroll deductions.
Access to an EFAP program.

Participation in HYDRECS for the year ending December 31,
2003. By that time, JV Entity will implement its own community
involvement program.

Access to BCH recognition programs for employees who have
reached award milestones by the Transfer Date, but who have not
yet received recognition. This is understood to include Lifestyles,
length of service recognitionand safety awards.

While JV Entity is leasing premises from BCH, such access to
parking and parking passes for car pools, and bike lock up as
exist at BCH.

Safety committee structures and safety committees for JV Entity
will be established in accordance with WCB regulations. In the
interim, existing safety committees will remain in place in
accordancewith the WCB regulations.

Continuation of any return-to-work program to its completion for
those Transferred Employees in a return-to-work program on the
Transfer Date.
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45, JV Entity agrees that the jobs requiredto provide services to BCH and which are
currently located in British Columbia as of the Transfer Date shall be retained in
British Columbia for a periodof no lessthan 10 years.

Bidding Backto BCH from JV Entity;

46. Up to and including nine (9) calendar months from the Transfer Date,
Transferred Employees may continue to exercise their seniority accrued at both
BCH and JV Entity for the purpose of applying to bulietins for regular positions
posted by BCH pursuant to Article 7 of the BCH/COPE Collective Agreement.
After the expiry of this period, applications for BCH positions from all Transferred
Employees will be treated as external hire applications.

Bumping Beckto BCH from JV Entity:

47. In addition to their options pursuant to the collective agreement in effect at JV
Entity at that time, Transferred Employees who subsequently receive notice of
displacement at JV Entity during the period up to and including nine (9) calendar
months from the Transfer Date will, in addition to their options pursuant to the
collective agreement in place at JV Entity at the time, receive bumping options
pursuant to the BCH/COPE Collective Agreement in order to bump back to BCH
during that period of time. Seniority accrued at both BCH and JV Entity will apply
for the purposes of this paragraph.

Pensgion Treatment at BCH;

48 The Parties understand and agree that the BCH Pension Plan does not form part
of the BCH/COPE Collective Agreement and is referenced in the BCH/COPE
Collective Agreement for information and consultation purposes only. The
pension treatment information contained at paragraphs 49 to 54 of this MOA is
similarly provided for Informationpurposes only and currently is not a subject for
collective bargaining between BCH and the Union.

49. Priorto the Transfer Date, and after the Election Date, BCH will establisha list of
Transferred Employees who have become "privatized employees" as stated in
the BCH Pension Plan for the purposes of the BCH Pension Plan.

50. Impacted Employees who transfer to JV Entity per paragraph 32 or 33 will
become "privatized employees" as stated in the BCH Pension Plan for the
purposes of the BCH Pension Plan and will be treated in accordance with
paragraphs 69, 60, and 61 of this MOA.

51. As of the Transfer Date, Transferred Employees shall cease to contribute to the
BCH Pension Plan.

52. BCH will provide Transferred Employees with their “privatization options" in
accordance with the BCH Pension Plan within ninety (90) calendar days of the
Transfer Date.

53. Once Transferred or Impacted Employees receive their privatization options,
they will have ninety (90) calendar days to return the form providedto BCH.
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54,

During the ninety (90) calendar day period referredto in paragraph53, BCH and
JV Entity will jointly coordinate and fund group financial/pension planning
sessionsfor all Transferred Employees.

Pension Treatment at ¢l

55.

56.

57.

58.

59,

60.

8

ey

62.

The Parties understandand agree that the BCH Pension Plan does not form part
of the BCH/COPE Collective Agreement and is referenced in the BCH/COPE
Collective Agreement for informationand consultation purposes only. JV Entity's
agreement to set out the pensiontreatment information containedat paragraphs
56 to 62 of this MOA shall not, therefore, be interpreted as a concessionon the
part of JV Entity that pension benefits are a subject for collective bargaining
between JV Entity and the Unionin the future. This will not prejudice JV Entity or
the Unionfrom taking a positionon this matter in the future.

As of the Transfer Date, JV Entity will establish a registered pension plan (the
"JV Entity Plan") to provide pension benefits to the Transferred Employees for
service on and after the Transfer Date.

The JV Entity Plan will offer a contributory defined benefit plan for Transferred
Employees and new employees hired into JV Entity after the Transfer Date that
is comparable to the BCH Pension Plan

Participationin the JV Entity Plan will be mandatory for all JV Entity employees
and Transferred Employees will automatically become members of the JV Entity
Plan on the Transfer Date.

For each Transferred Employee, the JV Entity Plan shall recognize the
Transferred Employee's Period of Service prior to the Transfer Date for eligibility
purposes only (eligibility to join, vesting, early retirement, indexing), but not for
the calculation of pensionamounts. If a Transferred Employee elects paragraph
81 below, pensionable service in the BCH Pension Plan will also be recognized
inthe calculationof the pensionamount.

In respect of the benefits the Transferred Employees have earned under the
BCH Pension Plan for service prior to the Transfer Date, the Transferred
Employees shall have the following options under the privatization provisions of
the BCH Pension Plan:

(@) To transferthe lump sum privatizationvalue to a locked-inRRSP,
or to the JV Entity Plan as a locked-in defined contribution
balance under the JV Entity Plan; or,

(b) To receive a deferred pensionfrom the BCH Pension Plan.

. As an alternative to paragraph 80, and provided the necessary regulatory

approvals and plan amendments are obtained, and provided that BCH and JV
Entity reach agreement on the appropriate method of calculatingthe amount of
assets to transfer to the JV Entity Plan, Transferred Employees will have the
option of having their past service pension recognized under the JV Entity Plan.

JV Entity will provide a supplemental plan for Transferred Employees entitled to
pensions in excess of the maximum pension limit under the Income Tax Act.
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Effective Date:

63. This MOA shall form part of the BCH/COPE Collective Agreement commencing
on the Effective Date and part of the collective agreement in place between JV
Entityand the Union on the Transfer Date.

Dispute Resolution:

64. All disputes about the interpretation, application or operation of this MOA will be
referredto a single arbitrator for resolution by arbitration in accordance with the
provisions of the Labour Relations Code. The single arbitrator shall be Stephen
Kelleher, unless Mr. Kelleher is not reasonably available, in which case the
Parties to the arbitration may appoint another mutually agreeable arbitrator. The
costs of arbitration proceedings shall be shared equally between the Parties to

the arbitration.
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