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Confidential Assistance:

For confidential assistance, an employee can contact:
e The Women’s Advocate at Integram Windsor Seating
e The UNIFOR Employment Equity Representative 1-519-944-5866
e The Magna Employee Hotline at 1-800-263-1691

e The Employee and Family Assistance Program (EFAP) at 1-800-663-1142
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This Agreement entered into this third day of November, 2013 and continue to
November third 2016.

BETWEEN

NATIONAL AUTOMOBILE, AEROSPACE
TRANSPORTATION
and GENERAL WORKERS UNION OF CANADA,
AND IT’S LOCAL 444
(HEREAFTER REFERRED TO AS “the Union”)

AND

INTEGRAM WINDSOR SEATING
a division of MAGNA INTERNATIONAL, INC.
(HEREINAFTER REFERRED TO AS “the Company”)

STATEMENT OF PRINCIPLES AND INTENT

The parties have entered into this Model Collective Agreement to help them find better
ways of working together to meet the Customers’ expectations of a quality product at a
competitive price so as to improve the profitability of the Company and thus improving
job security for all employees.

In entering into this Agreement, the Company and the Union understand and respect
the roles each must play in a collective bargaining relationship. Specifically, the parties
recognize that labour legislation mandates that the parties must bargain in good faith to
reach a mutually satisfactory collective agreement. The Company and the Union
recognize that ongoing communication and respect for each other’s role will lead to joint
solutions and ultimately promote long term job security for employees. It is for these
reasons, both the Company and the Union are looking to achieve a relationship based
on the following principles and ultimately promote long-term job security for employees:



The Company is recognized as a separate profit centre. The future of the
Company is dependent on it achieving and maintaining an acceptable return on
investment.

The job of management and employees is to ensure that quality, delivery, and a
competitive price must be a priority to achieve job security. The parties further
recognize that the best way to achieve job security is by having management and
employees working together in harmony to meet the customers’ expectations.

The Union recognizes that the Magna Corporate Constitution has been a key
element in the Company’s success.

This Agreement will be interpreted in accordance with the principles of the
Magna Employee’s Charter which are as follows:

a) Job Security:
Being competitive by making a better product for a better price is the best
way to enhance job security.

To assist you, Magna will provide:
- Job Counseling
- Training
- Employee Assistance Programs

b) Safe & Healthful Workplace:
Magna strives to provide you with a working environment which is safe
and healthful.

C) Fair Treatment:
Magna offers equal employment opportunities based on an individual's
gualifications and performance, free from discrimination or favoritism.

d) Competitive Wages & Benefits:
Magna will provide you with information which will enable you to compare
your wages and benefits with those earned by employees of your
competitors, as well as with other plants in your community.

e) Employee Equity & Profit Participation:
Magna believes that every employee should share in the financial success
of the Company.

f) Communication & Information:
Through regular monthly meetings between management and employees
and through publications, Magna will provide you with information so
that you will know what is going on in your Company and within the
industry.



The Company and the Union will work together on the basis of dealing with
known facts in their approach to problem solving and decision making.

The Company and the Union will explore the feasibility of introducing various
programs based on objective benchmarks which will be jointly introduced during
the term of this Agreement to give employees the incentive to develop ideas
towards improving competitiveness in terms of safety, quality, timely delivery or
cost.

The Company and the Union will endeavor to encourage employees to
participate directly in problem solving, including the use of secret-ballot votes, on
issues regarding their work environment.

Employees will be given the opportunity to be involved in the development of
programs and procedures to improve safety, quality, efficiency, and fairness.



ARTICLE 1
RECOGNITION

1.01 The Company hereby recognizes the Union as the sole and exclusive bargaining
agent for those employees subject to this Agreement, employed by the Company
at the locations identified below, for the purpose of collective bargaining with
respect to rates of pay, hours of work, and other conditions of employment,
subject to and in accordance with the provisions of this Agreement. For the
purpose of this Agreement, the term “employees” shall be as prescribed by the
certificate issued by the Ontario Labour Relations Board dated January 9, 2002
and shall not include Supervisors, employees above the rank of Supervisor,
office, clerical, administrative, technical employees, and security guards.

Integram Windsor Seating
201 Patillo Road, RR#1
Tecumseh, Ontario

N8N 2L9

1.02 Where the male pronoun is used in this Agreement, it is understood to apply to
female employees as well.



2.01

2.02

2.03

ARTICLE |l

NON-DISCRIMINATION

There shall be no discrimination, interference, restraint, or coercion by or on
behalf of the Company regarding any employee because of membership in the
Union. The Union, its members and/or agents shall not intimidate or coerce, or
attempt to intimidate any employee of the Company and shall not, on Company
time or premises, conduct Union activity except as herein expressly provided.

The Company, the Union and employees will not discriminate against any
employee because of race, sex, creed, religion, colour, national origin, physical
handicap, sexual orientation, or political affiliation nor will they condone sexual
harassment or other harassment in any form. The parties agree that harassment
is a serious problem that is commonly defined as engaging in a course of
vexatious comment or conduct that is known or ought to reasonably be known to
be unwelcomed.

Harassment may involve such matters as name-calling, identifying jokes,
stereotyping, or other demeaning or insulting behavior because the person is a
member of an identifiable group.

Sexual harassment may involve such matters as crude sexual jokes or sexual
names, the display of obscene or pornographic material, sexual advances,
grabbing, touching, or other demeaning and insulting behaviour.

The Company and the Union agree to observe the provisions of the Ontario
Human Right Code.



3.01

3.02

3.03

3.04

ARTICLE IlI

MANAGEMENT’S RIGHTS

The Union recognizes the right of the Company to hire, promote, transfer,
demote and layoff employees and suspend, discharge, or otherwise discipline
employees for just cause subject to the right of any seniority employee to lodge a
grievance or request a review by the Fairness Committee in a manner and to the
extent herein provided.

The Union further recognizes the right of the Company to operate and manage
its plant(s), and to determine the location of its plant(s), the products to be
manufactured the scheduling of its production and its methods, processes, and
means of manufacturing.

The Union further acknowledges that the Company has a right to make and alter,
from time to time, rules and regulations to be observed by the employees, which
rules and regulations shall not be inconsistent with the provisions of this
Agreement. Any changes of these rules and regulations will be discussed with
the Plant Committee before publication.

Nothing in this Agreement shall be deemed to restrict management in any way in

the performance of all functions of management, except those specifically
abridged or modified by this Agreement.

10



4.01

4.02

ARTICLE IV

STRIKES, STOPPAGES AND LOCK-OUT

The parties hereto agree that there shall be no strikes, work stoppages, work
slow-downs, or lock-outs.

The words, “strike” and “lock-out” used herein, are agreed to have the meaning
defined in the Labour Relations Act. S.0. 1995, c.l. Schedule “A” as amended.

11



5.01

5.02

5.03

5.04

ARTICLE V
UNION SECURITY AND CHECK-OFF

All present seniority employees who are currently members of the Union will be
required to continue to be members of the Union as a condition of employment
for the duration of this Agreement.

Present probationary employees and newly hired employees upon completion of
their probationary period, shall become members of the Union, and will be
required to continue to be members of the Union as a condition of employment
for the duration of this Agreement.

The Company will deduct from the pay of each employee, including new hirees,
the monthly dues and other assessments authorized by the constitution of the
Union. The initiation fee shall be taken off the following pay period after the
employee has completed his probationary period. This deduction will be shown
on a separate column on the Union dues list prescribed in 5.04.

The Union dues shall be taken off the following pay period after an employee has
worked 40 hours in any one calendar month. Union dues shall be calculated on
the basis of the average of an employee’s total earnings as defined in the
constitution and by-laws of the national and local Union for the previous calendar
month.

The Company shall deduct from each employee’s regular supplemental
unemployment benefits the monthly dues and other assessments as authorized
by the constitution of the Union.

The Union will notify the Company, in writing, two (2) weeks in advance of the
relevant month of any changes in monthly dues deductions to be made.

The Company agrees to include on an employee’s T4 slip for income tax
purposes the total Union dues paid for the year, excluding any initiation fees.

A list of the total number of employees, along with all sums deducted as above
shall be remitted by the Company to the financial secretary of the local Union by
the 15™ of the month following the month in which the deductions were made.

This list will contain employee names, payroll numbers, addresses and telephone
numbers, along with the amount of such deductions and the reason, if any, why
no deductions were made from certain employees. This list will also indicate any
employee whose employment is terminated, transferred out of the bargaining
unit, on layoff, leave of absence, or died.

The Company will also provide the financial secretary with the monthly
alphabetical employee list.

12



The Company will reimburse any employee any dues that have been deducted in
error as long as a claim has been submitted to the Company before the last day
of the calendar month in which the deduction was made.

5.05 The Union shall indemnify and save the Company harmless against any and all
claims, demands, suits and other forms of liability that arise out of or by reason of
any action taken or not taken by the Company for the purpose of complying with
any of the provisions of this article, or in reliance on any lists, notice or
assessment furnished under such provisions.

13



ARTICLE VI

UNION REPRESENTATION

The Union shall be represented as follows:

6.01

6.02

6.03

6.04

6.05

6.06

6.07

Union Representatives in the Foam and Assembly departments on the afternoon
and midnight shift will be allocated one (1) hour per shift at the end of their shift
for the purpose of handling representation matters. In the event that at least 50%
of the plant is working on a weekend shift, Union Representatives in the Foam
and Assembly departments will be allocated one (1) hour of representation at the
end of the weekend shifts for the purpose of handling current calls arising on
those shifts. Union Representatives will handle all representation matters during
the one (1) hour period, except for emergency matters that require immediate
attention.

The Company will recognize that there shall be, where numbers warrant, up to
four (4) divisional committee people whose respective area of representation and
jurisdiction will be agreed to, based on the structure of the division, plus one (1)
skilled trades representative where numbers warrant, and one (1) full time benefit
representative.

By a plant committee chairperson at the Integram Windsor Seating facility whose
function shall cover all of the Company’s operation. The chairperson shall
perform full-time duties without loss of pay including overtime when 50% of the
plant is working.

The committee persons in 6.02 together with the plant chairperson in 6.03 shall
form the plant committee for the purpose of meeting with management for the
administration of the collective agreement and collective bargaining.

All stewards, committee people, chairperson shall be employees of the Company
who have been members in good standing with the Union for six (6) months or
have one (1) year’s seniority.

The Chairperson of the Plant Committee shall be retained on the day shift. The
committee people shall be retained on the day shift where possible.

a) The plant committee, as outlined in section 6.05, will constitute the
bargaining committee for the purpose of contract negotiations with the
Company, and such meetings will be paid for by the Company.

b) The UNIFOR national representative will be present at contract
negotiations.

14



C) The Company will provide up to four (4) days of paid time at regular rate
for up to a maximum of five (5) Union Bargaining Committee
Representatives in preparation for negotiations

6.08 The Company will provide the Union with a suitably furnished office for Union
Representatives to discharge their duties.

6.09 The election of in-plant Union representatives, and executive board members
shall be held on Company premises. Prior to the election, the plant committee
chairperson and the manager of human resources will determine suitable
location, times and date for voting. Voting will not be conducted on Company
time.

6.10 Union representatives will adhere to the following procedures:

a) He/she must request and receive permission from his Supervisor or the
Supervisor’s designated representative to leave his work for the purpose
of presenting and adjusting complaints and grievances arising in his zone
or area in accordance with the grievance procedure provided herein and
to attend any regularly scheduled meetings with Company
representatives, or for any other meeting for which prior consent of the
manager of human resources is required. Such permission shall not be
unreasonably withheld. The Company will have a reasonable period of
time to provide a suitable replacement when required for continuance of
production. The Union Representative must inform his Supervisor as to
the nature of his business, the destination and probable duration of his
absence. The Union Representative will promptly report back to work
once he has completed Union business.

b) When an employee wishes to see a Union Representative he/she shall
notify his Supervisor who will inform the representative of the request
within a reasonable amount of time not to exceed one hour.

C) Employees will be provided prompt access to their Union Representative
within the one (1) hour period set out in 6.10 (b) above in personal
emergency situations as defined by the Employment Standards Act. Such
requests will require the employee to disclose the nature of the emergency
situation to their Supervisor. Any dispute regarding failure to provide
prompt access to Union representation will be elevated to the attention of
the HR Manager and Plant Chair for resolution.

6.11 In the application of this article there shall be no suspension of work by any
employee without the express permission of the employee’s immediate
Supervisor.

6.12 The Union recognizes and agrees that the employees covered by this article
have regular duties to perform in connection with their employment and therefore

15



6.13

6.14

6.15

6.16

6.17

6.18

6.19

the business of administering this Agreement will be carried out with the least
possible lost time from such regular duties. Union Representatives covered
under this article will receive their normal rate of pay while performing Union
business.

The Plant Chairperson shall receive the rate of pay equal to the highest
classification in the Company.

The Union may designate an alternate who will function in the absence of any
Union representative covered in this article. The Company will be notified in
writing beforehand of such appointment.

The Company will grant, upon the request of the president of the local Union or
the plant committee chairperson, permission for up to fifteen (15) employees in
total to leave the plant at any one time, subject to the proper operation of the
business, and provided such request is made in writing at least five (5) working
days in advance to the manager of human resources or his designate.

The Union agrees to notify the Company in writing, the names of in-plant
representatives and executive members and any changes thereof.

The Company shall give the Union a list of management personnel who will be
dealing with the Union in the discharge of this Agreement and shall notify the
Union of any changes thereto.

The Plant Chairperson shall have preferred seniority plant-wide and the
committee people and stewards will have preferred seniority in their zones.

The Benefits Representative will be retained at work during periods of layoffs so

long as there is sufficient benefits-related work available for the Benefits
Representation to perform.

16



17



7.01

7.02

7.03

7.04

7.05

7.06

ARTICLE Vi
WORKPLACE PROBLEM SOLVING

The Company and the Union agree to provide employees an opportunity to
become involved in internal dispute resolutions. Accordingly, the Company and
the Union agree as follows:

a) A Fairness Committee comprised of salaried personnel and employees
shall be in place to deal with disputes and other workplace problems.

b) The Fairness Committee will act as a process for resolving workplace
issues whether or not addressed by this Agreement. Decisions of the
Fairness Committee shall not be arbitrable with the exception of decisions
made under a reference pursuant to Section 8.03 (b).

a) The Fairness Committee shall be comprised of volunteers from amongst
all the employees.

b) The Fairness Committee will fully investigate the case before rendering its
decision. All decisions made by the Committee will be made by secret
ballot majority vote. The Committee may uphold, dismiss or modify the
employee’s proposed solution.

Interested salaried personnel and employees (excluding General Managers and
Assistant General Managers) will be allowed to volunteer on an annual basis. To
serve on the Committee, an employee must have successfully completed their
probationary period. Each volunteer’s tenure will be one (1) year long. Should
the volunteer not have the opportunity to participate in the formal Committee
Process during their tenure or insufficient numbers of employees volunteer
during the successive Company solicitation, that volunteer is automatically
eligible to stand for a second term.

a) Committee members must fully and impartially look into each problem
before making a final decision. Members must also keep all information at
every stage of the process strictly confidential.

b) Should a Committee member break this confidence at any stage of the
process, the member will automatically be removed from the Committee.

The Committee can review any permanent full time employee’s concern after the
employee has successfully completed their probationary period and up to and
including the employee’s last working day, including termination. Union policy
grievances must, however, be dealt through the grievance arbitration process.

Any permanent full time employee who has successfully completed their
probationary period can request the assistance of the Fairness Committee to

18



help resolve a concern. An employee who requests the assistance of the
Fairness Committee shall be deemed to have elected not to file a grievance
under Articles VIl and X below. Such election shall be made prior to a grievance
on the same matter reaching Step 2 of the grievance procedure. Accordingly,
with the exception of decisions made under a reference pursuant to Section 8.03
(b), matters dealt with by the Fairness Committee are not arbitrable.

7.07 Committee volunteers will receive several hours of introductory training covering
areas such as problem solving and listening techniques. Volunteers will be
trained together and training will be conducted jointly by the Company and the
Union.

7.08 Problem Solving Procedure
a) Step One

Based on Magna’s Open Door Policy, an employee may, at any time, seek
assistance with a problem / concern / question directly with their
immediate Supervisor as follows:

Supervisor

Department Manager

Human Resources Representative
Assistant General Manager
General Manager

YVVVYYVY

The employee is encouraged to speak to any supervisory level in
sequence, but can always skip to any level if they are uncomfortable with
anyone or feel the need to do so. If the problem remains informal and can
be handled accordingly, the resolution of the issue will be conducted on a
verbal basis, unless otherwise necessitated.

b) Step Two

Should the employee be dissatisfied or, for any reason, be unable to resolve their
problem using the informal approach outlined in Step One, the employee can
request that the Fairness Committee, as a formal body, review the problem.

To exercise the Fairness Committee option, the employee will:

a) Record their concern along with their desired solution on a standard form;
and

b) Deposit their written concern in a discreetly located, standardized,
“Fairness” box or hand it directly to Human Resources.

19



Should the employee require assistance in any aspect of the Step Two
process, they can seek the help of any employee they feel comfortable
with in:

- regards to recording the problem and proposed solution

- presentation of their material at the Committee meeting,
etc.

The deposited forms will be picked up on a regular frequency (i.e. daily, bi-
weekly, weekly) by the division’s Human Resources Representative,
acting in a neutral capacity and protecting the employee’s confidentiality
throughout the process.

Step Three

Within 3-5 days, after determining the nature of the concern, the Human
Resources Representative will either:

Counsel the employee in the event of a misunderstanding

OR

Present the concern to the GM for resolution satisfactory to the employee
OR

Begin the committee process by:

a) Activating the Committee member’s selection process as follows:

i) Volunteers are chosen for a Committee meeting by the
employee who has the concern or problem. The employee
randomly selects names of four (4) volunteer employees and
chooses three (3) of them to participate on that particular
Committee panel. The employee then randomly selects the
names of three (3) Supervisors and/or managers (excluding
the General Manager and Assistant General Manager) and
chooses two (2) of those names.

If an employee chooses a name of someone related to them,
that volunteer’'s name would automatically be disqualified.
Also, any Committee volunteer directly involved in the
employee’s concern or having helped the employee at an
earlier state in the process would be unable to act as a
voting member on that particular Committee panel.

b) Scheduling the Committee meeting as soon as possible after the
date of the original concern, and no later than 30 days;

20



d)

C) Advising / assisting the employee regarding the presentation of
their case; and,

d) Advising / assisting any parties who will be directly involved in
presenting information regarding the problem.

Step Four

Upon reviewing all the details concerning the employee’s problem, the
Committee will:

1. Secretly vote and reach a final decision based on a simple majority
OR

2. Table the problem to a future meeting should more information be
required.

The Committee’s final decision on all matters other than termination can:

1. Uphold the original decision being appealed
OR

2. Overturn the original decision
OR

3. Modify the original decision

In the case of a termination, the Committee’s final decision shall make a
recommendation to be considered in a secret ballot vote by the terminated
employee’s peer group as defined in this agreement.

Step Five

Once the Committee has reached a decision, the employee will be notified
immediately (within one (1) Day) in writing and counseled as appropriate.
Notification will be in writing to the General Manager and the appropriate
personnel (i.e. those directly involved in the problem and affected by the
decision). A copy of the executed Panel Recommendation will be
provided to the Plant Chairperson within 24 hours of the decision being
rendered.

21



8.01

8.02

8.03

ARTICLE VIl

GRIEVANCE PROCEDURE

A grievance shall consist of any complaint, disagreement or difference of opinion
between the Company and the Union, or between the Company and an
employee covered by this Agreement which concerns the interpretation,
application, operation or alleged violation of the terms and provisions of this
Agreement where the employee has not utilized the Fairness Committee as set
out in Article VII above.

Either the Company or the Union may file a policy grievance concerning the
interpretation, application, operation or alleged violation of this Agreement on a
matter arising directly between the Union and the Company within five (5)
working days of such party having knowledge or should have reasonably become
aware of such incident giving rise to the grievance. Such grievances shall
commence at the second step of the procedure set out below in this article. The
Union shall not file a policy grievance on a matter that is properly a matter which
has been made the subject of an individual grievance under Articles VIl or X or a
reference to the Fairness Committee under Article VII.

The procedure for adjustment of grievances and disputes by an employee shall
be as follows:

a) Step One

Any individual grievance must first be submitted verbally to the immediate
Supervisor within two (2) working days of the employee having knowledge
of the incident giving rise to the complaint. The employee’s Union
Representative shall be involved. The immediate Supervisor will respond
verbally within two (2) working days. Failing settlement, the grievance
may, within three (3) working days, be submitted in writing on a form
provided by the Company, setting out the nature of the grievance, the
section or sections of the Collective Agreement claimed violated, where
possible, and the remedies sought. The immediate Supervisor shall reply,
in writing, to the Union Representative within three (3) working days
thereafter. If the Union does not receive a satisfactory response, the
Union may proceed to the next step of the grievance procedure.

b) Step Two

The grievance may be submitted to the Human Resources Manager of the
Company within a further three (3) working day period from the
unsatisfactory response at Step One. Within the next three (3) working
days, the Human Resources Manager shall schedule a meeting with the
Plant Chairperson, relevant Committee Members and Department
Managers for the purpose of discussing potential settlement. In the

22



8.04

8.05

8.06

event that the grievance(s) cannot be settled, the Human Resources
Manager will answer the grievance, in writing to the Union, within three (3)
working days following the meeting. In the case of an individual
grievance, where either the Local Union Chairperson or the Human
Resources Manager deem appropriate, the grievance shall be referred to
the Fairness Committee commencing at clause 7.08 (Step 3). If either
party is dissatisfied with the decision of the Fairness Committee, the
grievance will proceed to Step Three of the grievance procedure.

c) Step Three

If no agreement is reached at Step Two, then within three (3) working days
of that decision, the grievance may be appealed to the Corporate Vice
President of Human Resources or his designee(s). The grievance will then
be discussed between the National Representative and the Corporate
Vice President of Human Resources or his designee(s) within two (2)
weeks. Within five (5) working days, of such discussions, the Company
shall provide a written answer on the grievance to the National
Representative.

d) Step Four

If the Union and the Company cannot reach a settlement, either party
may, within five (5) working days of receiving the reply at Step Three,
submit the grievance to arbitration.

Any grievance not carried to the next step within the time limits prescribed herein,
or within such extensions as may have been agreed to in writing, shall be
automatically settled on the basis of the last response given by the Company.
Grievances resolved at Steps One, Two or Three will automatically be settled
without precedent or prejudice to any other case. Grievances not responded to
within the time limits may be processed to the next step by the moving party.

Where a grievance involves the payment of back wages and the employee’s
grievance has been allowed, the Company will be required to pay back wages
from the time mutually agreed upon during the settlement of the grievance, but
never sooner than the established time the grievance was brought to the
attention of the Company by the aggrieved employee.

The Union hereby agrees the Company has the right to file a grievance against
the Union. Such grievance shall commence at Step Two.
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9.01

9.02

9.03

9.04

9.05

9.06

9.07

ARTICLE IX
ARBITRATION

In the event that arbitration of a grievance which has been properly processed
through the grievance procedure is desired by either party, then the other party
shall be notified in writing no later than the five (5) days outlined in Step Four of
the grievance procedure.

Arbitrator Lorne Slotnick will hear grievance arbitration cases between the
parties.

Should the Arbitrator from the panel, then the party who nominated the Arbitrator
who has withdrawn or resigned, shall forthwith submit to the other party to this
Agreement, a list of four (4) nominees from which shall be selected one (1)
nominee to replace the Arbitrator who has withdrawn or resigned.

The Arbitrator shall act singly, and in rotation, with respect to each successive
grievance that is referred to Arbitration.

Except where otherwise provided for in this Agreement, each of the parties
hereto will bear its own expense with respect to any arbitration proceedings. The
parties hereto will bear jointly the expenses of the Arbitrator on an equal basis.

Grievances appealed to arbitration will be presented to the arbitrators herein
before set out who will act in rotation in order that their names appear. Only
grievances, relating to the same violation or alleged violation of this Agreement
may be grouped for such arbitration hearing before the appropriate arbitrator.
Submission of grievances to the arbitrators will be determined in this order:

a) by the date of the Company’s reply to the grievance at Step Three of the
grievance procedure;

b) by the date which the grievance was filed in the event that the Company
replied to more than one grievance at Step Three on the same day; and

C) by the grievance number if more than one grievance was filed on the
same day.

Grievances concerning suspension, discharge, interpretation of the agreement,
including welfare plan shall be processed to arbitration prior to all other types of
grievances unless mutually agreed otherwise.

The arbitrator shall not be authorized, nor shall the Arbitrator assume authority,
to alter, modify, or amend any part of this Agreement, or to make any decision
inconsistent with the provisions thereof except in the case of suspension and
discharge where the arbitrator will have the right to modify, or deal with any
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9.08

9.09

9.10

9.11

matter not covered by this Agreement. Any recompense may be made
retroactive to the date on which the matter was first brought to the Company’s
attention pursuant to clause 8.03.

The decision of the Arbitrator shall be final and binding on the parties and any
employee affected by it.

Hearings will be held alternately on Company and Union premises or at other
locations by mutual Agreement.

The Union will notify the Human Resources Manager as far in advance as
possible of the names of bargaining unit employees required to attend arbitration
hearings as witnesses.

All time limits referred to under the Grievance and Arbitration Procedures herein

may, at any time, be extended by written agreement between the Company and
Union.
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10.01

10.02

10.03

10.04

10.05

ARTICLE X
DISCIPLINARY ACTION

Discharge or Suspension Grievances:

A claim by a seniority employee that he/she has been suspended or discharged,
without just cause, subject to clause 7.06, shall commence at Step Two of the
Grievance Procedure, provided the grievance is submitted in writing within three
(3) working days after the suspension/discharge occurs and provided the
employee does not elect to have the matter reviewed by the Fairness Committee.

Such grievances may be settled by confirming the suspension or discharge, or by
reinstating the employee with full compensation, or by any other arrangement
which is just and equitable in the opinion of the conferring parties.

A disciplinary record shall be removed from the employee’s file in the event that a
period of twelve (12) continuous working months have elapsed since the
issuance of such discipline with no further discipline being subsequently issued.
Where an employee with no prior disciplinary action on file incurs a first level
disciplinary counseling, such discipline will be removed from the employee's
record in the event they work a further six (6) continuous working months without
further disciplinary action being incurred. This exception is not applicable to
attendance counseling.

The Company will issue discipline in a fair and just manner within two (2) working
days of making the employee aware that the Company has determined upon
completion of any necessary investigation, that the employee has engaged in
conduct warranting discipline. The Company shall not issue multiple disciplines
in relation to a single act of misconduct.

Upon written request from an employee to the Company’s Human

Resources Manager, the Company will provide such employee with access to
appropriate portions of their personnel file. Access will be provided within a
reasonable period of time, and should the employee request reproduction of
their personal information, copies will be provided at cost. It is understood that
the Company will not be obligated to disclose certain information exempt under
the Personal Information and Protection of Electronic Documents Act (‘PIPEDA”)
including personal information concerning third parties, confidential commercial
information, investigative materials or information protected by legal privilege.

Supervisors will ensure a steward is in attendance whenever an employee is
being issued formal disciplinary action or is to be suspended or discharged, or is
otherwise the subject of a disciplinary investigation which might reasonably result
in disciplinary action
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11.01

11.02

11.03

11.04

ARTICLE Xl
SENIORITY

Each new employee will complete a probationary period of ninety (90) working
days. After completion of the above probationary period, the employee shall be
assigned a seniority date from their first day of employment. The discharge of a
probationary employee shall be at the sole discretion of the Company and the
matter will not be arbitrable. The employee will however have the right to have
their case reviewed by the Manager of Human Resources.

When two (2) or more employees have the same seniority date, seniority shall be
determined by the lowest payroll number.

The Company will post an accurate up-to-date seniority list monthly, or otherwise
following significant changes in staffing. Additionally, the Plant Chairperson will
be provided with the employee status list on a weekly basis.

Loss of Seniority:
The seniority of an employee shall be lost and the employment of such employee
terminated for any one of the following reasons:

a) if the employee quits.

b) if the employee is discharged and the employee is not reinstated through
the grievance procedure or Fairness Committee process.

C) if any employee is laid off from the Company for a period in excess of
thirty-six (36) months.

d) if any employee fails to report to work when recalled from layoff within
three (3) consecutive working days following notice to report by the
Company by registered mail to the employee’s last known address,
except where the employee’s inability to report is due to extenuating
circumstances beyond the control of the employee, in which case, the
Company may provide a reasonable extension.

e) when an employee is absent from work for three (3) consecutive working
days without notifying the Company the reason for their absence, except
where the absences qualify as an Emergency Leave Day for the purposes
of the Ontario Employment Standards Act.

f) if an employee accepts other employment while on Leave of Absence
without the express permission of the Company.
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0) when an employee retires pursuant to the Company’s retirement policy.

h) if an employee remains absent from work after the end of a leave of
absence granted under this Agreement, except where the employee’s
inability to report is due to extenuating circumstances beyond the control
of the employee, in which case, the Company may provide a reasonable
extension.

11.05 Where a seniority employee is transferred or promoted outside of the bargaining
unit, such employee may be returned to the bargaining unit without loss of
seniority within sixty (60) working days. In the event that the employee remains in
the non-bargaining unit position beyond this period, their prior seniority within the
bargaining unit shall be lost.

11.06 Any scheduled work during the annual plant shutdown will be offered by seniority
in the affected department and shift, subject to the employee having the necessary skills
and ability to perform work satisfactorily. Prior to the annual plant shutdown, the
Company will have meaningful discussion with the Union about the scope of work to be
performed during the shutdown.
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12.01 a.)

b.)

12.02 a.)

ARTICLE XIi
JOB POSTING PROCEDURE

If a permanent vacancy exists, or a new vacancy is created within a
classification, such an opening will be posted within five (5) working days
on the plant bulletin boards, for a period as specified in this job posting
procedure. During such time seniority employees may make application
for such vacancy. The posting will identify the following details as
applicable:

Zone

Shift

Department

Classification

Main duties and activities of the job
Number of openings

Pay rate and premiums

Qualifications necessary to do the job
Name of person to apply to

Date and time to post and close the bid

The intent of job postings is not to eliminate or combine classifications.

A seniority employee who wishes to apply for the job posting shall submit
their application to the Human Resources Department, Central Job
Posting Box. Before submitting their application, the employee shall
date/time stamp their application and the employee shall retain a copy of
their application for themselves. A copy of all job postings and
applications will be given to the plant chairperson.

If an employee applies for more than one (1) job posting at one time, he
must indicate which job is his preference.

A selection will be made on the basis of skill and the ability to meet
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12.03

12.04

job requirements. Where appropriate, testing will be used for the

purposes of assessing these factors. Should testing determine that

the skill and ability requirements have been met, vacancy(s)

will be awarded on the basis of seniority. The Company will develop testing

methodology and, prior to administering a test (including the interview portion of
the test) will review it with the Union and engage in a meaningful discussion.
Where possible, testing (including the interview portion of the test) will be
administered on-shift. If testing (including the interview portion of the test) is
administered off-shift, employees who are required to attend the testing will be paid
at the applicable rate.

b.)

c.)

a.)

b.)

Notwithstanding 12.02 (a) the following classifications will be based on
seniority only: assembler; inspector/packer; material handler; and, janitor.

The Company will review all jobs that require testing and will have a
meaningful dialogue with the Union prior to initiating job testing.

Employees will be eligible for a maximum of two (2) permanent transfer
opportunities per calendar year, unless the posted vacancy is to a job
classification that is a higher rate of pay.

An employee applying for an opportunity within their own job classification
or department will be obligated to accept the job transfer in the event that
they are the successful candidate.

An employee applying for an opportunity outside of their job classification
or department may either accept or reject the transfer offer presented to
them. Should the employee accept the transfer into a new job
classification or department, the employee shall, with reasonable
familiarization, demonstrate their ability to perform satisfactorily in a new
position within a three (3) working day decision period. If necessary, this
decision period may be extended by mutual agreement. Should an
employee be found to perform unsuccessfully, or decline the new position
within the three (3) working day decision period, they shall be returned to
their original classification previously held. Where the employee either
rejects the transfer opportunity outright, or returns to their former job
classification after the three (3) working day decision making period, this
will be counted as one of their annual transfer opportunities. However, if
the employee advises the Company prior to the commencement of the
three (3) working day trail period that they no longer wish to be
transferred to the position, this will not be counted as one of their annual
transfer opportunities.

a.) If a permanent vacancy occurs, it will be posted on a plant-wide
basis for a period of forty-eight (48) hours.
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12.05

12.06

12.07

b.)  The resulting vacancy, created by the original posting, will
be filled through a second forty-eight (48) hour posting, which will
be posted on a plant-wide basis.

c.) Any subsequent vacancy will be filled at the discretion of the
Company. Inthe event that any concerns arise with respect to the
filling of subsequent vacancies, such concerns will be discussed
between Management and the Union.

Results of the job posting, including the name, employee number and
department of the successful applicant, will be submitted to the plant
chairperson and posted on the plant bulletin boards. The employee will be
placed in the new position within (10) ten working days of the job posting
being removed, subject to any further extension as agreed to by both
parties. Employees will be given five (5) days’ notice of any shift changes.
Shift changes will be made on a new work week unless mutually agreed
upon between the Company and the employee.

In the event a job posting is cancelled, the Company will inform the union,
in writing, and will post the reason for the cancellation. The Company will
notify all employees who applied for the original posting that the posting
has been cancelled. If possible, at the time of the cancellation, the
Company will notify the employees of the date, if any that the original
posting will be reposted.

Temporary work assignments shall be defined as the temporary
movement of employees within the classification or from one classification
to another classification and/or one department to another department.

Temporary Work Assignments in Excess of Standard Manning

a) Temporary work assignments of up to thirty (30) calendar days in
duration shall be filled at the discretion of the Company (including but
not limited to, the use of ABS, Utility and employees recalled from
layoffs, etc.). The use of allotted ABS/Utility will not negatively affect
members scheduled time-off (e.g. vacation, floaters, and leaves of
absence). The Company will have meaningful dialogue with the
Union regarding ABS/Allotment.

b) Upon mutual agreement, temporary work assignments may be
extended beyond thirty (30) calendar days.

c) If extended beyond thirty (30) calendar days, the Company will

review with the Plant Chairperson and applicable Committeeperson
whether the position in question is sustainable in nature, and if so,
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d)

the position may be posted as a permanent vacancy in accordance
with Article 12.01 of the Collective Agreement.

If the position is not sustainable in nature, the position will be posted
as a Temporary Work assignment.

Temporary Work Assignments within Standard Manning

e)

f)

g9)

h)

j)

K)

Temporary work assignments of up to thirty (30) calendar days in
duration shall be filled at the discretion of the Company (including but
not limited to, the use of ABS, Utility and employees recalled from
layoffs, etc.). The use of allotted ABS/Utility will not negatively affect
members’ scheduled time-off (e.g. vacation, floaters, and leaves of
absence).

Temporary work assignments in excess of thirty (30) calendar days
will be posted in the affected department for a period of forty-eight
(48) hours. Any second vacancy created will also be posted in
accordance with this procedure. Third or subsequent vacancies will
be filled by Management discretion, subject to discussion criteria at
12.04 (c)

Temporary job postings will be filled on the basis of seniority,
providing the employee is able to satisfactorily perform the work to
be done.

For periods in excess of thirty (30) calendar days, temporary work
assignments will be restricted to pregnancy and parental leaves,
family medical leaves, and medical leaves of absence. Upon mutual
agreement, temporary work assignments may be extended beyond
thirty (30) calendar days.

Temporary work assignments shall not be used to avoid job postings
or circumvent seniority rights.

Where appropriate, temporary work assignments may include the
utilization of employees requiring modified duties, should such
positions be within any identified physical restrictions.

An employee applying for an opportunity within their own job
classification and department will be obligated to accept the
temporary work assignment. For positions outside the employee’s
classification and department, a three (3) day trial period will apply,
during which either the employee or the Company shall have the
ability to return the employee to their original position.

32



12.08

13.01 When

[) Temporary work assignments shall be assumed to be for a period
of at least four 4) months in duration. Once an employee
successfully posts into a temporary work assignment, they will be
committed to that role for the full duration of the presumed four (4)
month period and not eligible for further temporary work
assignments, subject to paragraphs (m), (n) and (o) below.

m) Despite the presumed four (4) month duration of temporary job
postings, the person who is awarded the vacancy shall return to their
previous full- time position when the person for whom they were
filling in returns to their full-time job.

n) Despite having accepted a temporary work assignment with a
presumed four (4) month duration, should a subsequent temporary
work assignment arise for a higher paid classification, an employee
will be permitted to post for the higher paid position.

0) Upon expiry of the original four (4) month term, should the incumbent
employee in the position remain off work, the employee who was
successfully awarded the temporary work assignment shall have first
opportunity to renew for a further four (4) month term. Should the
employee decline this opportunity, the temporary work assignment
will be re-posted in accordance with Article 12.07(f) above.

p) Nothing in Article 12.07 will prevent an employee in a temporary work
assignment from posting for a permanent full time position,
consistent with the remaining provisions of Article 12.

When ABS is performing the work of a Team Leader for one (1) hour or
more, they shall be paid the applicable rate of the Team Leader for the
duration of the shift.

ARTICLE Xl

LAYOFF AND RECALL

the Company deems it necessary to reduce the workforce, the Company

whenever possible, will attempt to give employees, five (5) working days’ notice of

layoff.
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13.02

13.03

13.04

13.05

13.06

In case of a layoff of three (3) weeks or less employees may be laid off and
recalled by plant wide seniority amongst the employees in the classification
within the department and shift affected provided the remaining employees have
the necessary skills and ability to perform the work satisfactorily.

In case of layoffs from work for more than three (3) weeks, employees will be laid
off by plant wide seniority amongst employees in the classification within the
department and shift affected, provided the remaining employees, with the
appropriate familiarization, have the necessary skills and ability to perform the
work satisfactorily.

Employees affected by a layoff for more than three (3) weeks may displace:

a) The employee with the lowest seniority in the same classification and same
department on any shift ; OR

b) The lowest seniority employee on the rotating shift plant-wide; OR
c) The lowest seniority employee in the plant.

In situations where multiple employees are laid off at the same time, such
employees will have their choice of available positions on the basis of seniority.

Seniority employees must demonstrate the skill and ability to perform
satisfactorily the new work assigned with appropriate familiarization.

Employees who take a lower paying position rather than being laid off will receive
the pay rate of the lower classification.

In the case of a recall within ninety (90) calendar days of a layoff pursuant to
section 13.03, employees who have been displaced by such layoff shall have a
choice to go back to the job from which they were displaced. In all other cases,
employees on layoff shall be recalled on the basis of seniority provided the
employee has the skill and ability to perform satisfactorily the work available with
appropriate familiarization. The parties agree that article 13.05 shall apply in the
case of a permanent layoff with no recall date.

Seniority employees who are subject to temporary layoff are entitled to receive
benefits under the Layoff Security Plan negotiated between the Company and
Human Resources and Skills Development Canada. To be eligible, employees
must:

(1) apply and be approved for the receipt of Employment Insurance Benefits;
(2) provide the employer with written evidence from HRSDC (electronic

confirmation is acceptable) that he or she has been approved for the receipt
of Employment Insurance Benefits; and
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(3) be laid off solely due to temporary shortage of work.

Such employees will be paid 60% of their normal weekly income, up to the E.I.
maximum, to cover the two (2) week waiting period before E.I. benefits normally
become available.

The administration of this plan shall be governed solely by the summary
documentation approved by Human Resources and Skills Development
Canada and it is hereby understood that in case of any inconsistency between
the summary document and this Agreement, the summary document shall
prevail.
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14.01

14.02

14.03

14.04

ARTICLE XIV

LEAVES OF ABSENCE

A personal leave of absence of three (3) days or less must be approved by the
employee’s immediate Supervisor. Leave of absence periods of more than three
(3) days must be approved in advance, in writing, by the Manager, Human
Resources or his designate on the forms provided. A personal leave of absence
request does not have to relate to an emergency.

Pregnancy / Parental Leave of Absence will be available to any employee in
accordance with the Employment Standards Act. Seniority will accumulate
during the period of pregnancy/parental leave.

Before returning to work, following the pregnancy leave, the employee must
provide the Company with a physician’s certificate stating that she is fit to return to
her normal duties, at least five (5) working days prior to the date of return.

Medical Leave: An employee with seniority who is unable to work because of
illness or injury and who provides the Company with satisfactory medical
evidence shall be granted a medical leave while disabled, equal to two (2)
consecutive years.

Bereavement Leave: When a death occurs in an employee’s immediate family
(current spouse, father, mother, son, daughter, mother-in-law, father-in-law,
brother, sister, brother-in-law, sister-in-law, step-parent, step siblings), the
employee will be granted bereavement leave with pay for five (5) consecutive
working days, excluding Saturday and Sunday.

Employees will be granted bereavement leave with pay for three (3) consecutive
working days, excluding Saturday and Sunday for the following; grandparents,
spouses’ grandparents, great-grandparents and grandchildren.

Special consideration may be given for unusual circumstances that are not
covered by the above.

Employees are responsible for requesting bereavement leave from their
immediate Supervisor and may be required to submit documentation, upon
request.

Bereavement pay will not be paid in addition to any other type of allowable pay
for the same day(s), such as holiday pay, vacation pay or any other days that
would have been used when not performing work for the Company.

The parties agree that attending a memorial service when individuals are unable
to travel to the funeral will be considered eligible for bereavement leave and pay.
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14.05

14.06

14.07

14.08

Jury Duty/Crown Witness Leave: A seniority employee who is summoned and
reports for jury duty, shall be paid by the Company an amount equal to the
difference between the daily jury fee paid by the Court (not including travel
allowance or reimbursement of expenses), for each day on which he/she reports
for, or performs, jury duty, on which he/she otherwise would have been
scheduled to work for the Company and, the wages that would have been earned
by the employee from the Company by working during straight-time hours on
such days.

This clause will also apply in the case of an employee who was working
afternoon or night shift, who has to report for jury duty or crown witness during
non-scheduled working hours. Such employee will be granted his shift off with
pay, the shift following or shift prior to the day he reports for jury duty or crown
witness.

Union Leave: Any employee with seniority elected or appointed to Union office or
selected for other Union activities by the national Union, local Union, the Ontario
Federation of Labour, Canadian Labour Congress, shall be granted an unpaid
leave of absence for a period of one (1) year with extension privileges, providing
however, that such employee shall renew their leave of absence annually.

Any employee with seniority elected or appointed to any public office of the
municipal, provincial or federal government, shall be granted an unpaid leave of
absence for a period of one (1) year with extension privileges provided however,
that such employee shall renew their leave of absence annually.

Education Leave: An employee with one (1) or more years seniority wishing to
further their education by full-time attendance at a recognized college, university,
trade or technical school, shall be granted an unpaid leave of absence for up to
one (1) year under the following conditions:
1) The course(s)/program must be job related.
2) Before receiving the leave, or an extension, the employee shall provide the
Company with satisfactory evidence that he/she has been accepted as a
student by a recognized college, university or school.

3) On the expiry date of each term or semester the employee shall provide the
Company with proof of attendance.

4) The Company may extend the leave for additional periods, not to exceed
one year each period.

5) Seniority shall accumulate during Education Leaves. Attendance at a
primary or high school shall be regarded as meeting the previous.

UNIFOR Paid Education Leave:
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14.09

14.10

14.11

(@)

(b)

The Company agrees to pay into a special fund 3¢ per employee for all
compensated hours for the purpose of providing paid education leave.
Such monies to be paid on a quarterly basis into a trust fund established
by the national Union, UNIFOR and sent by the Company to the UNIFOR
Leadership Training Fund, R.R. #1, CAW Road 25, Port Elgin, Ontario
NOH 2C5.

. The Company further agrees that a minimum of four (4) bargaining unit
members selected by the Union per year, or such greater number as
agreed to by the parties (subject to production requirements), will be
granted a leave of absence without pay to attend such courses, for twenty
(20) days of class time, plus travel time where necessary. Said leaves of
absence will be intermittent over a twelve (12) month period from the first
day of leave.

The Company agrees to contribute 1¢ per hour worked to the Social
Justice Fund effective on the signing of this Agreement. The Company
agrees to forward the contributions quarterly to the Bank of Montreal,
Transit # 2465 Account # 1018-788.

The Company will forward the number of employees, the number of hours
used in the payment calculation and the period of time covered to the
plant chairperson and to the following address at the same time the
contributions are made: UNIFOR/Social Justice Fund, 205 Placer Court,
Toronto, Ontario M2H 3H9

(c) The Parties agree that, for all new hires, the seven cent per hour contribution

towards Legal Services Fund provided for in Article 14.08(c) shall be suspended

for the duration of the Collective Agreement.

After a leave of absence, except where otherwise provided in this collective
agreement, an employee will be placed into his former classification if it still
exists, seniority permitting.

The Company will grant a seniority employee a one (1) time unpaid leave of

absence for a period not to exceed one hundred and twenty (120) calendar days,

where the employee has been incarcerated as a result of an impaired driving
charge or conviction pursuant to the Highway Traffic Act. Upon return to work,

the employee will be reinstated, subject to successful completion of a substance

abuse treatment program, should such assistance be deemed appropriate.

Organ Donor Leave will be available to employees in accordance with the

Employment Standards Act. Employees seeking to take Organ Donor Leave

must provide the Company with at least 2 weeks prior written notice of their
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intention to do so. Employees are required to provide the Company with
satisfactory medical evidence in support of their request for such leave.

14.12 Military Reservist Leave will be available to employees who are members of the
Canadian Forces in accordance with the Employment Standards Act, for prescribed
periods of deployment. Employees seeking to take Military Reservist Leave must
provide the Company with the prescribed period of prior written notice prior to taking
such leave, and must also provide the Company with satisfactory evidence of
entitlement in support of their request.
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15.01

15.02

15.03

15.04

15.05

15.06

ARTICLE XV
HOURS OF WORK

This article is intended to define the normal hours of work and shall not be
construed as a guarantee of hours of work per day or per week, or of days of
work per week.

The normal work week will consist of eight (8) hours per day Monday through
Friday.

Each shift will include:

A 30 minute unpaid lunch period. In the event the Company switches to three (3)
shifts, a twenty (20) minute paid lunch will be included in each shift for those
departments on a three (3) shift schedule.

A ten (10) minute rest period for all employees shall be scheduled each half shift.

Report In Pay:

An employee who has not been notified in advance not to report for work and
who reports for their scheduled shift will be given the minimum of four (4) hours
work at the applicable rate.

This will not apply if the Company is unable to provide work due to power
shortage, failure of power supply or any other conditions beyond the control of
the Company.

Call In Pay:

When an employee has left the premises, after completion of their normal shift
and is called upon to return to the plant for emergency duties, that employee will
be paid for the time actually worked at the applicable rate. The employees called
back under this provision will be guaranteed a minimum of four (4) hours work or
pay at the applicable rate.

If an employee is required to change shift, such change will be by seniority
unless mutually agreed otherwise. The employee will transfer to the same
classification group on the opposite shift. Employees will be given at least five
(5) working days advance notice, whenever possible.

In the event it becomes necessary for the Company, because of customer
requirements, to change the starting and stopping times of the normal shifts, or
establish new shifts, the Company will review such change with the plant
committee (5) working days in advance, if possible, before such changes are
affected. Employees will be given at least five (5) working days advance notice
whenever possible.
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ARTICLE XVI

OVERTIME
16.01 Overtime premiums shall be established as follows:

a) Time and one-half will be paid for all time worked by an employee in
excess of eight (8) hours in a day or forty (40) hours in a week.

b) Time and one-half will be paid for all time worked on a Saturday.
C) Double time will be paid on Sunday.

d) Overtime premiums shall not be paid more than once for any hours
worked, and there shall be no pyramiding of overtime.

16.02 For the purposes of Article 16.01 (a), time and one-half (1.5) will be paid
for all time worked by an employee in excess of eight (8) hours in a
continuous twenty-four (24) hour period.

It is understood that an overtime rate will not be paid in the following
circumstances:

(@)  where the change in hours of work has been initiated by either an
employee or the Union; or

(b)  where the hours of work have been changed due to customer
requirements or as a result of circumstances beyond the Company’s
control.

16.03 a) When reasonably possible the employee will be given forty-eight(48)
hours notice in the case of weekend overtime. Such notice shall also be given to the
steward representing the concerned.

b)  As far as reasonably practicable, overtime will be equally distributed by
classification in the department on the shift the overtime occurs. Equitable
distribution shall mean that in the event of overtime scheduling, the
employee with the lowest accumulation of overtime hours on the shift and
in the classification for which the overtime is required will be offered the
overtime opportunity. If the Company is unable to obtain sufficient
employees among those employees in the classification, the opportunity
will be given to the employees with the least amount of overtime on the
same shift in the department, who are capable of performing the work to
be done without training.

On a daily basis, Supervisors will print overtime canvass sheets and file
them in the Supervisors’ office where they will be maintained for a period
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16.04

16.05

16.06

16.07

d)

£)

of 90 days. Supervisors will provide Union Stewards with access to
canvass sheets upon request.

If the Company is still unable to obtain sufficient employees among those
employees on the same shift in the department, the opportunity will be
given to employees on the same shift within the plant who have the ability
to perform the work.

An employee who is absent from work for any reason when overtime is
being distributed and who would have been requested to work, shall be
charged with the overtime hours scheduled.

If an employee is available for overtime and is off the day the
overtime is being offered, it is the employee’s responsibility to inform his
Supervisor that he is available for overtime.

For equalization purposes, only production related overtime
hours shall apply.

If an employee is offered an overtime opportunity, whether the
employee accepts or refuses, the employee will be charged with the
overtime hours asked to work. All hours being equal, canvassing will be
done by seniority. Employees will be charged overtime on the basis of
hours worked or offered. e.g. Eight (8) hours at one and one-half (1 1/2) is
equal to twelve (12) hours charged. Eight (8) hours at double time (2) is
equal to sixteen (16) hours charged. Hours worked on a holiday will be
charged at double time. An employee who has accepted an overtime
assignment and fails to report for work, shall be charged an additional
number of hours equal to that number of hours originally scheduled. An
employee will be double charged with the overtime hours if he/she fails
without reasonable excuse to notify his/her Supervisor of his/her
cancellation at least one (1) hour prior to the end of his/her regular shift.

The Company will maintain up to date records of the overtime worked in
each department and these records shall be posted daily, in the
department by shift.

Any employee entering the classification shall take the highest hours of
overtime in the classification in the department on the shift for the purpose
of equitable distribution. Those employees who agree to switch shifts,
shall assume each other’s overtime hours for equalization purposes. The
parties agree to pursue an electronic process to meet the requirements of
the existing collective agreement language.

When the Company must schedule overtime to meet the proper operation

of the business, and sufficient volunteers cannot be obtained, overtime will
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16.08

16.09

16.10

be mandatory for those in the classification, department, and shift
affected. However, any overtime scheduled for Sunday will be voluntary.

An employee working overtime shall be paid the applicable shift premium
for any hours worked.

An employee working more than eight (8) consecutive hours in a day will
get a ten (10) minute rest period prior to the commencement of overtime.

For the purposes of equalization, employee(s) overtime hours will be
brought to zero on January 1% of each year.
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17.01

17.02

17.03

ARTICLE XVl

VACATIONS

Each employee is granted vacation based on length of continuous service with
the Company. For the purposes of vacation entitlement only, length of
continuous service is calculated from the original date of hire with the Company
or any other Magna Division provided that such continuous service is not broken
for a period greater than six (6) months.

The vacation reference period will be from July 15t to June 30" of each year.
Vacations will be taken during the calendar year (January 15t to December 315
of each year, based on vacation time the employee is eligible for on June 30" of
that year. Employees may be required to take their earned vacation during plant
shutdown, which is normally scheduled for July of each year.

All employees are required to submit an Authorized Time Off Form, twenty-four
(24) hours in advance if they desire to be absent for vacation day(s). The
employee’s Supervisor will record the date and time submitted on the Authorized
Time Off Form. Subject to the proper operation of the business, the employee’s
Supervisor will approve or deny the absence.

Vacation entitlements set out in Article 17 apply to both seniority and probationary
employees. Vacation eligibility for employees with less than one year of service is
determined by the following schedule:

Month Year Days Earned
July Previous 10
August Previous 10
September Previous 9
October Previous 8
November Previous 7
December Previous 6
January Current 5
February Current 5
March Current 4
April Current 3
May Current 2
June Current 1

17.04 Vacation eligibility is determined by the following schedule:

Years of Service Vacation Eligibility

1 year to 3 years 2 weeks
After 3 years 3 weeks
After 10 years 4 weeks
After 15 years 5 weeks
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17.05 An employee who works for less than twenty-six (26) weeks (six (6) months)
within the Vacation Reference Period will be eligible for vacation pay in
accordance with the following chart. The employee pay stub will only show

accrual on overtime hours.

Pay Period Worked in the Vacation Percentage of Vacation Pay Eligibility
Reference Period

26 or more 100%
25 96%
24 92%
23 88%
22 84%
21 80%
20 76%
19 73%
18 69%
17 65%
16 61%
15 57%
14 53%
13 50%
12 46%
11 42%
10 38%
9 34%
8 30%
7 26%
6 23%
5 19%
4 15%
3 11%
2 7%
1 3%
0 0%

Employees must work a minimum of twenty (20) hours in a week to be deemed
to have worked a pay period for the purposes of the Vacation Reference Period.

Employees who work less than thirteen (13) pay periods will have the option to
take their full accrued vacation time without pay if they wish.

17.06 The Company reserves the right to schedule vacation periods and limit the
number of employees on vacation at any one time in order to assure the proper

operation of the business.
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17.07

17.08

17.09

17.10

17.11

17.12

17.13

17.14

17.15

Employees must submit their vacation requests to their Supervisor no later than
January 31 of each calendar year. Vacation requests submitted on or before
January 31 will be considered and scheduled in accordance with the employee’s
seniority, subject to the proper operation of the business.

Employees submitting their vacation requests on or after February 1 but prior to
May 1 of the calendar year will have their vacation request considered and
scheduled in accordance with the date the request was submitted, subject to the
proper operation of the business. Vacation requests submitted on the same day
will be considered and scheduled in accordance with the employee’s seniority,
subject to the proper operation of the business.

The Company will schedule, at its sole discretion, all vacation time remaining
outstanding as of May 15t for which an employee has not submitted a vacation
request.

Any employee who, without a reasonable explanation and without notifying the
appropriate Company officials in a timely manner, does not return to work after
their vacation will be considered to have voluntarily terminated their employment.

Employees may use available vacation in %2 day increments only where
approved by the Supervisor where partial days are worked due to production
downtime. All other vacation days must be taken in full day increments.

Unused vacation cannot be accumulated and carried into the next calendar year.
Any accrued or unused vacation pay will be paid out on or before December 315t
of the current vacation year.

An employee’s vacation entitlement, over and above the first two (2) weeks of
vacation eligibility, must first be booked and approved prior to any personal leave
of absence, excepting a personal leave of absence for a Saturday, being
requested.

In the event that an employee qualifies for bereavement leave pursuant to Article
14.04 during their scheduled vacation time, they will be permitted to take any
applicable bereavement leave to which they may be entitled, and any unused
vacation time during this period will be returned to them.

Employees will be eligible to request early vacation for the month of January each
year. Where employees wish to take vacation during the month of January,
employees must submit their vacation request to their Supervisor between
November 1 and November 30 of the prior year. Requests for early vacation will
be considered and scheduled in accordance with the employee’s seniority, subject
to the proper operation of the business.
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18.01

18.02

18.03

18.04

18.05

18.06

ARTICLE XVl

PAID HOLIDAYS
Employees will be eligible for the following designated holidays:

New Year’s January Labour Day September
Good Friday March Thanksgiving Day October
Victoria Day May Remembrance Day November
Canada Day July Christmas Day December 25
Boxing Day December 26

The Company will pay up to a maximum of eight (8) days off during Christmas

Shutdown, including statutory holidays. Any working day(s) off in excess of the
maximum eight days off will be classified as temporary layoff for all employees
affected.

The Company will pay for “Chrysler Days” at the customer’s Windsor Assembly
Plant and such day will be observed on the same day it is observed by the
customer. Employees who work on Chrysler days will be paid double time (2X)
for all hours worked. Employees who do not work on such days will receive their
regular day’s wages (e.g. same as statutory holiday).

In addition to annual vacation, employees are entitled to four (4) floating holidays
each year. To qualify for all four (4) floating holidays, employees must have
completed their probationary period. For the first year of employment, the
floating holiday eligibility is as follows:

Employment Date Days Allowed
January 1 — March 31
Aprill  — June 30
Julyl — September 30
October 1 — December 31

P DNWA

Employees may request a half-day floater.

€) All employees are normally required to submit an Authorized Time Off
Form, forty-eight (48) hours in advance if they desire to be absent for a floating
holiday(s). The employee’s Supervisor will record the date and time submitted on
the Authorized Time Off Form. To help ensure that employees have the ability to
take their floating holidays when they wish and not inadvertently jeopardize
Company production, employees are encouraged to request a floating holiday as
far in advance as possible. Subject to the proper operation of the business, the
employee’s Supervisor will approve or deny the absence. In situations where
personal circumstances do not allow an employee to submit an Authorized Time
Off Form within 48 hours, they may do so 24 hours in advance, and Supervisors
will respond to such requests as quickly as possible within the 24 hour period.
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(b) Employees who do not have active disciplinary action on file for attendance
issues and who have not otherwise exhausted their 10 emergency leave days, will
be eligible to call-in a floating holiday request, up to a maximum of two (2) floating
holiday call-in days per calendar year.

(c) Should a situation arise in the future where the number of unscheduled floating
holiday call-ins negatively impact Company production levels due to insufficient
manpower levels, the parties will meet for the purposes of discussing potential
changes to this Article designed to ensure more effective floater date
management.

18.07 Floating holidays may not be accumulated and carried over into the next
calendar year.

18.08 To qualify for a paid holiday, employees must work their last scheduled shift
before the holiday and their first scheduled shift after the holiday.

18.09 When the day of the designated holiday falls within the employee’s scheduled
vacation period, an additional vacation day will be given to the employee.

18.10 Employees must schedule their floating holidays by November 15™ of each year.
Subsequent to November 15", the Company will, in consultation with the Union
Chairperson and applicable committeeperson, schedule any remaining floating
holidays.
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ARTICLE XIX

INSURANCE AND PENSIONS

19.01 The Company agrees to provide a retirement program as set forth in
the Retirement Programs Booklet.

19.02 The Company agrees to provide a benefit program as set out in the Employee
Benefit Booklet.

19.03 The Company agrees to provide a replacement income program as set out in the
Employee Replacement Income Program Booklet

19.04 Employees and current retirees will be eligible to participate in the Magna Retiree
Health Care Premium Reimbursement Plan as set forth in Retiree Health Care
Booklet.

19.05 The Company agrees to provide for residential treatment for drug and alcohol
rehabilitation issues through Homewood Health, subject to a formal clinical referral made
collaboratively between the treating physician and Homewood’s treatment specialist
supporting the medical need for residential treatment. Such referrals shall be offered on
a once per lifetime basis, and up to a maximum of two (2) IWS referrals per calendar year.
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20.01

20.02

20.03

20.04

ARTICLE XX
HEALTH AND SAFETY

(@) The Company recognizes its obligations to provide a safe, healthful
working environment for the employees.

(b) The Union recognizes its obligation to cooperate in maintaining and
improving a safe and healthful work environment.

(c) The parties agree to use their best efforts jointly to achieve these
objectives and to comply fully with existing health and safety legislation.

d) The parties agree to abide by all provisions of the Occupational Health
and Safety Act (R.S.0. 1990 C.0.1), its regulations and amendments.

It is understood that when the term Health and Safety Committee is used that it
shall mean the Union/Management Joint Health, Safety and Environment
Committee.

The wearing of safety glasses is compulsory in areas designated by the
Company.

The Company will bear the full cost of the first pair of such glasses including
prescription lenses with a variety of frames, where required, and the employees
that require bifocal lenses shall have basic type of lenses.

In addition, the Company will assume the cost of replacement safety glasses only
if they are damaged accidentally during the course of employment, but not due to
personal negligence, or carelessness or lost on the job, or if a new prescription is
required.

The Company will provide hearing protection at no cost to employees and will
replace, repair, or cause to be repaired without cost to the employees, any hearing
protection that is accidentally damaged during the course of employment if not due
to personal negligence or carelessness or lost.

The Company will subsidize the purchase of safety boots and shoes to a
maximum of one hundred and twenty-five ($125) dollars including applicable
taxes per calendar year for those employees who are required to wear safety
shoes. Maintenance department employees will be subsidized for a second pair
of safety shoes under the same terms for the calendar year.

Where the nature of the task assigned to an employee requires the use of other

special equipment or clothing, such other equipment or clothing will be provided
by the Company in good repair.

50



20.05 The Union/Management Health and Safety Committee will be maintained during

20.06

the life of this Agreement. The Committee shall consist of six (6) members, three
(3) of whom shall be appointed by the Company and three (3) of whom shall be
appointed or elected by the Union. One (1) of the Union’s Representatives shall
be designated as the Union Co-Chair and shall be retained on the day shift
whenever possible. The other two (2) Union Representatives will function as
required.

Union Health & Safety Representatives will be trained in Part 1 Certification, with
the cost of such training to be paid by the Company. This training will be offered
once per calendar year for those Health & Safety Representatives not previously
certified. Extra training will be by mutual agreement and the Company will pay
the cost, when agreed.

One Company appointed Health & Safety Representative shall be a trained
Certified member who shall have the right to exercise a bilateral work stoppage
in accordance with the Ontario Occupational Health and_Safety Act.

On health and safety complaints, the on shift Union Health and Safety
Representative will investigate with the affected employee and immediate
Supervisor, without undue delay. It is agreed that when the nature of the
complaint is such that the on shift Union Representative requires assistance,
he/she may request through the Supervisor the presence of the Union Co-Chair.

The Union Health and Safety Representatives shall be allowed the opportunity to
meet privately for one (1) hour once a month, paid by the Company. Such
meetings shall take place at a mutually convenient time and day. Time for
additional meetings shall be provided by the Company to deal with emergencies
and other extenuating circumstances.

Members will be paid by the Company to carry out functions which will include
but not be limited to the following:

€) Meet at least monthly at a mutually agreed time and date with Company
Health and Safety Representatives to:

0] Review health and safety conditions within the plant and make
recommendations as deemed necessary and desirable, and

(i) Review, recommend, and participate in the development of plant
safety education, information programs, and employee job related
safety training programs.

(b) Make monthly inspections of the plant with Company Health and Safety

Representative(s) to assure there is a safe, healthful and sanitary working
environment.
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(©)

(d)

(€)

(f)

@

(h)

20.07

20.08 (a)

(b)

For purposes of making health and safety inspections, the National Union
Health and Safety Staff Representative(s) with proper advance notice,
have access to the plant and locations where members of the Union are
employed, when accompanied by the Company Health and Safety
Specialist or their designate.

Receive prompt notification of any fatalities or critical injuries resulting from
work related accidents.

Receive all required accident reports and when an accident occurs the
Supervisor and the on shift Union Health and Safety representative will
jointly conduct the initial interview with the employee.

The Company shall make available to the Union Health and Safety
Representatives access to any testing equipment on Company premises.

The Union Health and Safety Representative shall accompany the
Government Health and Safety Inspector during an inspection. A copy of
any order issued by the Government Inspector, as a result of their
inspection, shall be given to the Union Health and Safety Representatives.

The Company will provide access to any software and data, including
trend analysis the Company is using or has available to it related to Health
and Safety and worker compensation issues to the Union Health and
Safety Representatives. Any confidential data will not be released without
proper authorization.

The Company will continue to disclose the identity of all known physical
agents, toxic materials or other hazardous substances to which workers
are exposed. Also symptoms, medical remedies and antidotes will be
disclosed at the request of the Union.

The Company will provide to employees who are exposed to potentially
harmful agents or toxic materials, at no cost to them, those medical
services, physical examination and other appropriate tests including
audiometric and lung function examinations, at a frequency and extent
necessary to determine whether the health of such employees is being
adversely affected.

Provide to each employee or their physician, upon written request of the
employee, a complete report of the results of any such tests or
examination, and will review the test results with the employee.

20.09 The procedures established in this health and safety program shall not preclude
the right of any employee to file a grievance at Step One of the grievance
procedure or take a matter to the Fairness Committee. The primary
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20.10

20.11

20.12

responsibility of resolving differences involving health and safety matters remain
with the management and Plant Committee.

(@ An employee has the right to refuse hazardous work which may harm the
employee or any other person in the workplace.

(b)  When a worker exercises his or her right to refuse, he or she shall notify
the Supervisor who shall promptly notify the on shift Union Health and
Safety Representative who shall participate in all stages of the
investigation. The worker shall stand by at a safe place and participate
fully in the investigation of the hazard.

(c) The Company shall ensure that no other worker is asked or permitted to
perform the work of the worker who refused unless the second worker is
advised of the reasons for the work refusal in the presence of the on shift
Union Health and Safety Representative.

(d) If the Union and the Company cannot agree on a remedy to the work refusal,
the government inspector shall be called in.

(e) No employee shall be discharged, penalized, coerced, intimidated or
disciplined by the Company for acting in compliance with this Article.

() For the employee who refuses to work under this Article and all
employees affected by the refusal and any direction under this Article,
there shall be no loss of pay, seniority or benefits during the period of
refusal.

(g0 The Company agrees that the Union certified members of the Joint Health
and Safety Committee have the right to investigate dangerous
circumstances at the workplace.

The Company reserves the right to formulate and publish from time to time, rules
and regulations regarding the safe operation and use of machinery or equipment.
The Company agrees to discuss these rules and regulations with the Union prior
to implementation.

It is further understood that the Company will welcome the suggestions of any
employee regarding improvements in conditions considered to be of a hazardous
nature.

The Company will install a “lock-out system” on machinery and equipment in
conformity with the Ministry of Labour requirements, including the identification of
energy sources, and shall provide appropriate training as required. A lock-out
program shall be jointly developed and delivered by members of the Joint Health
and Safety Committee and delivered by competent persons who have been
approved by the Committee. Such training shall be no more than four (4) hours
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20.13

20.14

20.15

in length and shall be offered to such employees as may be determined by the
Joint Health & Safety Committee.

@) If an employee is injured on the job, they will be paid for the balance of the
initial shift on which they have been sent home or to a hospital or doctor
by the Company because of such injury. An employee shall also be paid
for any time off work that an employee is required to take for required
follow- up treatment as a result of a finding from an employer medical
surveillance program. Where the Company has advanced an injured
employee lost wages for the initial day of a work related injury, should the
WSIB ultimately deny the employee’s disability claim (following any
resulting appeal), the employee shall reimburse the Company via payroll
deduction for any such wages previously advanced.

(b) If an employee is referred to a doctor as a result of findings from the
Company’s medical surveillance program, the employee will be paid for
any necessary time off from work to attend his doctor.

(c) If an employee is injured in the plant and the Company wishes to place
him/her on a job within their capabilities, the employee shall be paid their
own rate or the rate of the job, whichever is greater.

(d) Employees returning from Workers’ Compensation, while still partially
disabled, shall be paid as per (b) above except that when Workers’
Compensation Board is still providing the employee with partial benefits,
they shall receive the rate of the job.

(e) If required, the Company will supply and pay for transportation to the
hospital or doctor’s office and then back to the plant and/or to the
employee’s home.

It is further agreed that an employee will be paid for reasonable time lost due to
subsequent treatments related to an occupational injury or illness when such
treatments are arranged by the doctor during their regular working hours subject
to proof of attendance and such treatment is not available during off work hours.

In addition to clause 20.05 the Company agrees to provide up to a total of forty-
five (45) working days with pay throughout the term of this agreement for the
Union Health and Safety Representatives to participate in UNIFOR Health and
Safety Training programs. The Union agrees that the Company Health and
Safety Representatives may also participate in the training programs.

It is agreed that a joint ergonomics sub committee of the Health and Safety
Committee will be established. There will be one (1) member from the Union and
one (1) member from the Company. All members of the Joint Health and Safety
Committee will receive appropriate training.
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20.16

20.17

20.18

20.19

20.20

20.21

20.22

(@) Where an ergonomic concern is beyond the scope of the Committee or
the Company engineer, the Company shall hire a consultant. The
Committee shall have input in such selection to ensure that the consultant
selected is qualified to address the ergonomic concern.

(b)  The Committee shall consider all issues pertaining to proper application of
ergonomic principles.

Each year on April 28, at 11:00 a.m., work will stop and one (1) minute of silence
will be observed in memory of workers killed or injured on the job.

It is agreed that a Joint Environment Sub Committee of the Health and Safety will
be established. There will be one (1) member from the Union and one (1)
member from the Company. All members of the Sub Committee will receive
appropriate training.

The Company agrees to inform the Joint Health and Safety Committee in
advance of any changes including but not limited to plant layout, new
equipment/machine, or substantial modifications to any job, before the change.

The Company will provide at least 24 hours prior notice to the Plant Chairperson
and the Union Co-Chair of the Union/Management Health & Safety Committee of
any Production Evaluation Runs (PER)(Levels 2 and above), and any line-speed
changes to standard resulting from process improvements chemical changes, or
job changes that are scheduled to occur, to enable the on-shift Union Health &
Safety Committee Representative and one of the Union’s Ergonomic or Time
Study Representative to attend. Prior to increasing line-speed, the Company will
adhere to the NPPC process.

The Company will arrange appropriate ergonomic training for members of the Joint
Ergonomic Sub-Committee on an annual basis equivalent to a minimum of two
days per calendar year. The Company will consult with the Union with respect to
appropriate training opportunities.

The Company will address time and ergonomic issues that may occur at IWS.
When an employee complaint regarding time and/or ergonomic issues is raised,
the Company will provide the Union with a time study and/or ergonomic study for
the applicable job, where possible. The Union will be given a reasonable period
of time to review the results and address the employee’s concerns.

The Company will adhere to Ministry of Labour recommended guidelines regarding
heat stress. The Company will calibrate all heat sensors by April 30" of each year.
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In the event of a significant process or equipment change in the facility, the JHSC
will assess sensor locations for potential relocation.

20.23 When training courses are to be provided by the Company to Union members, the
Union shall have the opportunity to review and provide comment on training
programs prior to implementation.
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ARTICLE XXl

CLASSIFICATION AND WAGES

21.01 The Job Classifications and applicable Wage Rates under this agreement are set
forth at Appendix “A” (attached).

21.02 Wages will be calculated over a seven day period beginning on Sunday and
ending at the end of the employee’s regularly scheduled shift on Saturday.
Wages will normally be available to employees by the Thursday following the end
of the pay period. Employees will be advised prior to any changes to this
schedule.

Employees will be paid by direct deposit to the employee’s bank account and will
receive a pay stub outlining the employee’s gross and net pay and deductions.

21.03 A shift premium is provided to all employees working on the afternoon and
midnight shift.

The shift premium is $1.00 per hour for the afternoon shift and $1.25 per hour for
the midnight shift.

21.04 Employees will be paid a shift premium when the employee is working overtime
hours outside of their regularly scheduled shift and the employee is required to
start early or required to stay late.

An employee who works on the midnight shift shall be paid the $1.25 shift
premium for starting early or staying late.

An employee who works on the day shift shall be paid the $1.25 shift premium
for starting early and the $1.00 shift premium for staying late.

An employee who works on the afternoon shift shall be paid the $1.00 shift
premium for starting early and the $1.25 shift premium for staying late.

SHIFT PREMIUM GRID

SHIFT START EARLY STAY LATE
A-Midnights $1.25 $1.25
B-Days $1.25 $1.00
C-Afternoons $1.00 $1.25
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Article XXII

BENEFITS

Effective September 30, 2012, the existing premiums chart will change as follows:

e 3$50 per month goes to $60 per month for employees with service of 10 — 19
years

e $67 to $77 for services of 20 — 24 years
e $83to $93 for services of 25 — 29 years
e $100 to $110 for services of 30-plus years

Effective September 30, 2012, the eligible age for these benefits will change from 60 to
55 years of age.

Effective November 3, 2013 employees will be responsible for their own co-pay up to a
maximum of $310 per calendar year. The Company will provide “top-up” reimbursement
on co-pay beyond 90% Tier 1 / 85% Tier 2 coverage limits for prescription drug co-pay
costs incurred by employees that exceed $310 per calendar year

There shall be a cap on Employer paid dispensing fees of $9.00

With respect to benefits coverage, the Parties agree as follows:

e Generic drug substitution will be implemented.

e Eligibility for orthotics reimbursement is conditional on employees obtaining and
providing to the Company an initial podiatrist recommendation. The Company
shall source a preferred orthotics vendor to help manage costs through group
purchasing power

*The Employer agrees with the Union’s proposal to increase the extended health
benefits lifetime cap from $300K to $500K effective January 1, 2015.

The Parties agree that, subject to the existing plan terms and conditions and claim
limits, overall benefits coverage will be increased as follows:

e Medical services and equipment: Increase 80% to 90%
e Convalescent hospital: Increase 80% to 90%

e Paramedical services: Increase 80% to 90%
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Vision: Increase 80% to 90%

Vision and Dental benefits for active employees over age seventy (70),
subject to existing plans and claim limits

Basic Dental (including dental hygienist services): Increase 80% to 90%
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ARTICLE XXIlI

DURATION OF AGREEMENT

22.01 This Agreement will remain in effect for a four (4) year period from November 4,
2016 to November 4, 2020 and shall continue automatically thereafter for annual
periods of one (1) year each, unless either party gives to the other party written
notice of termination or desire to amend the Agreement, and shall continue in full
force and effect.

Notice that amendments are required or that either party intends to terminate the
Agreement will only be given during the period of not more than ninety (90) and
not less than thirty (30) days prior to the expiry of said Agreement.

FOR THE COMPANY FOR THE UNION
Kelly Harbridge Jim Mitchell

Randy MacLeod Dino Chiodo

Eric Gresham Dave Simone

Dave Simone

APPENDIX “A”

Effective upon ratification, new hires shall have a ten (10) year wage grow-in period
beginning at 70% of the top rate. New employees shall progress to 100% of the top
rate over the course of a ten (10) year grow-in period in accordance with the wage chart
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attached hereto at Appendix “A”. Not applicable to Skilled Trades, Current shift
premiums apply.

2016 2017 2018 2019

2.0% increase, 2.0% increase, | 1.5% increase, |1.75%

effective first pay | effective effective increase,

period following November 6, November 5, effective

ratification 2017 2018 November 4,
2019

5 years 5.5 years 6 years



* Employees will receive an adjustment to base wage equal to the CPI index as of September 30, 2012
(9/12™), payable on the second pay period after the CPI index information is publicly released. Wages will
then be adjusted based on the CPI index as of December 31, 2012 payable on the second pay period after
the CPI index information is publicly released (3/12%).

* Janitor classification shall receive a premium of $0.50/hour when working in the wash bay and
when assisting a Skilled Trades person when directed by the Maintenance Supervisor.

Eligibility for Signing Bonus and/or any Lump Sum Payment in lieu of wage increase will
be subject to applicable statutory deduction, and available to seniority employees actively
employed at the date the payment is scheduled to be made. Current probationary
employees are eligible for ratification bonus conditional upon successful completion of
probationary period.

Apprentice Wages
As per Letter of Understanding Skilled Trades Apprentices.

Grow In Period, 10 years. Start at 70%

Start Rate 1year 2 year 3 year 4 year 5 year 6 year 7 year 8 year 9 year 10 year

70.00% 70.00% 70.00% 75.00% 80.00% 80.00% 85.00% 90.00% 90.00% 95.00% 100.00%
Assembler $17.33 $17.33 $17.33 $18.57 $19.81 $19.81 $21.05 $22.28 $22.28 $23.52 $24.76
Utility $18.28 $18.28 $18.28 $19.58 $20.89 $20.89 $22.19 $23.50 $23.50 $24.80 $26.11
Team Leader $18.95 $18.95 $18.95 $20.30 $21.66 $21.66 $23.01 $24.36 $24.36 $25.72 $27.07
Trim
Development &
Sewers $17.33 $17.33 $17.33 $18.57 $19.81 $19.81 $21.05 $22.28 $22.28 $23.52 $24.76
Operator $17.33 $17.33 $17.33 $18.57 $19.81 $19.81 $21.05 $22.28 $22.28 $23.52 $24.76
Inspector Packer $17.33 $17.33 $17.33 $18.57 $19.81 $19.81 $21.05 $22.28 $22.28 $23.52 $24.76
Material Handler $17.33 $17.33 $17.33 $18.57 $19.81 $19.81 $21.05 $22.28 $22.28 $23.52 $24.76
Q.A. Coordinator $17.94 $17.94 $17.94 $19.22 $20.50 $20.50 $21.79 $23.07 $23.07 $24.35 $25.63
Lab Technician $18.28 $18.28 $18.28 $19.58 $20.89 $20.89 $22.19 $23.50 $23.50 $24.80 $26.11
Crib Attendant $17.33 $17.33 $17.33 $18.57 $19.81 $19.81 $21.05 $22.28 $22.28 $23.52 $24.76
Janitor $16.86 $16.86 $16.86 $18.07 $19.27 $19.27 $20.48 $21.68 $21.68 $22.89 $24.09

Supplement to Article |

Clarity note #1.: Shipping and Receiving Clerks and Quality Assurance Clerks to be
considered to be clerical employees.

Clarity note #2: “Technical employee” includes the Information Systems
Department employees, Engineering Department employees,
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Research and Development Department employees, Trim
Development Specialists and CMM Specialists.
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1)

2.)

3)

Letter of Understanding
Skilled Trades

Skilled trades for the purpose of this agreement shall be those Maintenance
classifications listed below:

Maintenance Mechanic

Mould Maintenance Mechanic
Electrician

Electronic Technician (Technologist)

The term “Journeyman/Woman” (Journeyman) as used in this agreement shall
mean any person:

a.)  who presently holds a journeyman classification in a skilled trades
occupation as listed in one above, or

b.)  who has served a bona fide apprenticeship of four (4) years — 8000 hours
or five (5) years — 9000 hours and holds a certification which substantiates
his/her claim of such service, and holds a Certificate of Qualification in
such trade,

c.) who has eight (8) years of practical experience in the skilled trade or
classification in which he/she claims Journeyman’s designation and can
prove same. A UNIFOR Journeyman/Women Card will be accepted as
proof.

d.)  Any further employment in the Skilled Trades occupations as listed in one
above, after signing of this Agreement, shall be limited to
journeymen/women and apprentices. The Company will present to the
Union proof of qualifications before hiring.

a.) Seniority in the Skilled trades shall be by non-interchangeable occupations
or trades within the Company. Seniority lists shall be by skilled Trades
classifications, and such lists shall be posted in each plant.

b.) Employees entering a trade shall have their “classification seniority”
based upon their date of entry into the classification. A trades employee
transferring to another skill trades classification will have his previous
“skilled trades classification seniority” frozen upon entering his new skilled
trades classification.

c.) Should an employee transfer out of a production area into a Skilled Trade,

their previous “production seniority” will be frozen upon entering a Skilled
Trade classification.
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d.) Should a Skilled Trades person be laid off from his classification, he
may displace another Skilled Trades employee or production employee,
should his “classification” seniority be higher than the lowest employee in
the specific classification.

e.) Layoff and recall procedure for Skilled Trades employees will be
determined by classification seniority.

4.) In the event of a layoff within a Skilled Trades classification the following
procedure shall apply, in the following order:

a.)  Apprentices will be laid off from their classification in the reverse order of
their entry into their apprenticeship.

b.) Probationary employees will be laid off from their classification.

c.) If further employees are to be laid off, such employees will be laid off in
order of seniority within their classification.

d.)  Anemployee in a Skilled Trades classification will be allowed to displace
an employee with the lowest seniority plant-wide, provided he has greater
plant-wide production seniority, excluding any additional seniority
accumulated by the employee while in the Skilled Trade, provided such
employee can demonstrate the skills and ability to perform satisfactorily
the new work assignment, with appropriate familiarization. Skilled Trades
who take a lower paying position rather than being laid off will receive the
pay rate of the lower classification,

e.) When work is again available within their classification, Journeymen shall
be recalled to their classification in inverse order of their lay-off.

5.) Should a Skilled Trades employee become permanently medically unfit and
unable to follow his/her trade, both the Company and the Union will co-operate in
endeavoring to place such an employee on a job he or she is capable of
performing taking their total seniority with them. However, if placed in a non-
skilled classification he/she shall then forfeit all rights within the skilled trades.

Should a Skilled Trades employee not be able to follow their trade due to elimination of
the trade or permanent layoff, the tradesperson will have a one-time career option to apply
their full IWS seniority rights in accordance with Article 13.04(c) of the Collective
Agreement, for the purposes of displacing the lowest non-skilled seniority employee in
the plant. Where a Skilled Trades exercises their full IWS seniority rights in this manner,
the following conditions shall apply:

(i) The Skilled Trades employee will be subject to a thirty (30)

day trial period in the production role for the purposes of
demonstrating that they have the necessary skill and ability to
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6.)

7)

8.)

perform the essential duties of the job. Any performance issues
during the trial period will be promptly brought to the attention of
the Union. In the event the Skilled Trades employee fails to satisfy
the trial period, they will be subject to permanent layoff.

(i) Recall rights in accordance with Article 11.04(c) shall continue to
apply. In the event, that a suitable full time permanent trades
position returns to IWS within the recall period, the Skilled Trades
employee will be reinstated to his or her original classification and
Skilled Trades seniority date.

(iif) Subsequent to exercising their seniority rights under this provision,
the Skilled Trades employee will not be able to post for any
alternative positions for a period of two (2) years.

(iv) Subsequentto exercising their seniority rights under this provision,
should a position arise that would allow the Skilled Trades
employee to be placed in a role at Management discretion, the
Company will first review the situation with the Union and obtain
its approval before placing the Skilled Trades employee in that
position.

The Company agrees to deduct Canadian Skilled Trades Council dues as
adopted by the Canadian Skilled Trades Council, ¥2 hour per year.

This first such dues deduction will be made from employee’s first pay following
completion of their probationary period. Thereafter, dues deductions will be
made in January of each succeeding year or upon completion of one month’s
work in the calendar year. These deductions along with the names of the
employees shall be remitted to the financial secretary of the local union.

Tool Allowance — The Company agrees to arrange with a Tool Supplier for the
purchase of tools required in the performance of a trade for each Skilled Trades
employee. The Company further agrees to pay for a tool allowance annually up
to three hundred ($300.00) dollars. Employees will be allowed to carry over to
the next year, any unused portion of the annual $300.00.

In addition, the Company agrees to pay the cost of license renewals for Skilled
Trades when required by law.

New Technology Training
During negotiations, the parties discussed concerns regarding the introduction of
new technology in the plants and its impact on the Skilled Trades workforce.

Recognition was given to the role of the Skilled Trades workforce and their
contributions to the competitiveness of the Company. Recognition was also
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9)

given to the need for a cooperative attitude toward technological progress on the
part of all parties ensuring the Company’s growth and its ability to compete
effectively.

The Company understands the union’s legitimate concern that ongoing changes
in technology may alter, modify, or otherwise change the job content and
responsibilities of Skilled Trades employees at plant location. The Company is
interested in affording maximum opportunities for Skilled Trades employees, to
progress with advancing technology and, as a result, the Company shall make
available appropriate specialized training programs so that Skilled Trades
employees, including apprentices, will be capable of performing the new or
changed work. Whenever practicable, training will be made available prior to
new equipment entering the plants.

The Company and the Union have addressed Skilled Trades concerns over
income and job security.

Primary among these understandings is the Company’s commitment that there
will be no reduction of skilled trades employees as a result of outside contracting
throughout the life of this agreement.

More specifically:

a.) Planning — Plant management shall meet semi-annually to review with
UNIFOR Skilled Trades representatives projected work loads regarding
the installation, construction, maintenance, repair, service, and warranty
work of existing or new equipment, facilities and the fabrication of tools,
dies, jigs, patterns, and fixtures.

b.) Information — Advance notice of outside contract activities will be provided,
in situations other than emergencies, at least 10 days in advance to permit
meaningful discussion and a careful analysis of the Company’s workforce
capabilities in connection with the subject work. This written notice will
provide the Union with all available information on the nature of work,
including plans and the number of trades persons required to perform the
work.

c.) Layoff Recall — When Skilled Trades employees are on layoff in a
classification, the nature of which they customarily perform, and
consideration is being given to outside contracting said work, Integram
Seating Trades employees will be given first priority for the work, before
letting the contract provided that they can perform the available work.

d.) Full Utilization — It is the policy of the Company to fully utilize its own

employees in maintenance skilled trades classifications in the
performance of maintenance and construction work.
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10)

The R&D Department and Supervisor will not engage in work regularly
performed by Skilled Trades, prior to such opportunities first being offered
to Skilled Trades employees on all shifts, and subject to first notifying the
Skilled Trades Committee person or his designee. Exceptions to this
would include emergencies, trouble-shooting, assisting, instructing and
training employees, experimental and sample work, and trying out new
methods, materials, processes, or equipment.
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LETTER OF UNDERSTANDING
SKILLED TRADES UTLIZATION

(@) It is understood that the Integram Skilled Trades (IST) have
the first right to overtime prior to the Company utilizing outside
contractors.

(b) IST will be offered voluntary overtime on a classification specific
basis to a maximum of 12 hours each day prior to the use of any
contractors. When all ISTs refuse said overtime the Company will be
entitled to use outside contractors up to required manpower levels.
Outside contractors can only be used to a maximum of 12 hours per
day. If ISTs only want to work partial shifts, one (1) outside contractor
of the same trade will be allowed to work as if a full time employee
was absent for weekend overtime.

(c) The Mould Maintenance Mechanics shall be offered overtime to
supplement the maintenance mechanic trade prior to utilization of
contractors on weekends.

(d) IST will have first choice to a preferred shift prior to an outside
contractor. IST will be responsible to add to the shift preference sheet
in the maintenance shop.

(e)  Special consideration for project work will be discussed with the
Skilled Trades Committee and management.

With a continued focus on effective plant performance and the parties
understanding regarding utilization of contractors, in addition to populating
the Skilled Trades Apprentice Program, the following classifications shall be
included in the IWS headcount as indicated below.

Skilled Trades
e Classification: Mould Mechanics — two (2) 1%t quarter 2017
e Classification: Electrician — post in plant for two (2) Electricians.
Should the position remain unpopulated, management will recruit
outside the Bargaining Unit for two (2) Electricians
Apprentice Program

e Classification: Electrician — two (2), 2" quarter 2017

The parties recognize their responsibility to effectively administer the
Apprentice Program as outlined in the Collective Agreement.
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Special consideration for project work will be discussed with the Skilled
Trades Committee and management.

No outside contractors will be allowed in the plant during regular production
hours during the week and weekends. Special consideration to this clause
will be addressed by 1(a) — (d).

There will be no crossing of IST lines of demarcation during the life of the
CBA e.g. electrician performing mechanical work or vice versa.

No contractors can be used when IST are on lay-off, unless IST lack the
gualifications or are unavailable to perform the work.

During those periods (e.g. summer shut downs) when outside contractors
are being utilized the Company will give consideration to IST vacation
requests. The Company reserves the right to decline vacation requests
subject to operational requirements.

During plant changeovers all IST will be offered 12 hours per day prior to
the utilization of outside contractors. Such work will be reviewed in details
with the Skilled Trades Committee.

The Parties recognize that certain pieces of equipment subject to warranty
coverage require external contractors to perform maintenance work as a
condition of warranty and maintenance coverage. The Parties agree that
this Letter will not apply to such warranty related maintenance projects.
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Letter of Understanding
Skilled Trades Apprentices

General

1) The purpose of the Appendix is to define the provisions governing registration,
education, seniority, and all other matters peculiar to Skilled Trades
apprenticeships.

2.) Provisions of the Collective Agreement shall apply to all Skilled Trades
apprentices.

3.) A Joint Apprenticeship Committee shall be composed of an equal number of
members. Two (2) from Management and two (2) from the Union, one (1) of
which will be the Chairperson, or designate, and one (1) Skilled Trades
Representative.

The function of this committee shall be to advise on all phases of the
Apprenticeship Training Program. This Committee shall meet quarterly as
required. At least one (1) member of the Committee from the Union and one (1)
member of the Committee from the Company must be present in order to
administer the Apprenticeship Standards.

Registration

4.)  All apprentices will be registered with the Ontario Ministry of Labour and the
Ontario Training Adjustment Board. All apprentices will sign a written
Apprenticeship Agreement with the Company.

Initial Education Requirements

5.)  An Apprentice will be required to have all Ontario Academic Credits or
equivalent. Exception to these requirements may be made by the Apprenticeship
Committee. In addition, an apprentice will be required to pass a College Aptitude
Test administered by a mutually agreed outside party (presently St. Clair
College)

School Attendance

6.)  Apprentices will be required to attend classes for related instruction. Any time
spent in the Classroom instruction will be paid for by the Company if the
apprentice loses time from his/her regular work schedule as a result of school
attendance. The Apprenticeship Committee will establish a related progressive
training schedule for the apprentices offering full exposure to all aspects of the
apprentices trade. The Company will arrange for the apprentices to attend such
courses.
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Completion of Apprenticeship

7)

An apprentice, upon completion of his/her apprenticeship, shall receive the

journeyman'’s classification. No certificates will be issued by the Apprenticeship

Branch, Ontario Ministry of Labour, unless approved by the Joint Apprenticeship
Committee.

Seniority

8)

The apprentices will exercise their seniority in their own classification. (For
example, if there are four (4) apprentices in the Electrical Trade and a reduction
in this number is required due to lack of work, the first hired shall be the last laid
off and the last laid off shall be the first to be reinstated.)

Upon satisfactory completion of the Apprenticeship Program, the apprentice will
obtain skilled trades seniority as of the starting date of the apprenticeship, minus
any time spent on layoff or in production due to exercising bumping rights due to
layoff. Accumulation of production seniority is frozen and excludes time served
in apprenticeship.

Employees who enter the Apprenticeship Training Program shall retain their
relative plant seniority until such time as they complete their apprenticeship when
the regular apprenticeship seniority rule shall apply. The apprentice will exercise
his relative plant seniority at a time of layoff from the apprenticeship.

General

Applications

9)

Seniority Employees

a.) Notice of apprenticeship openings will be posted on the Company’s
Bulletin Board.

b.)  Applications for apprenticeship will be accepted by the Human Resources
Department from seniority employees (employees within the Bargaining
Unit) who consider themselves eligible under this program of training.

c.) A numbered application blank will be filled out and each applicant will sign
a register noting that he/she has received and filed an application.

d.) Applicants meeting the minimum requirements as per #5 will be turned
over to the joint Apprenticeship Committee for approval or disapproval.

Credit for Previous Experience
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10.)

Credit for previous related experience in an apprenticeship program, or a skilled
trade in any plant, may be given up to the time required on any phase of the
apprentice shop training or related training schedules. Credit for such previous
experience shall be given the apprentice at the time he/she has satisfactory
demonstrated that he/she possesses such previous experience and is able to do
the job. Related training credit shall be given the apprentice at the time he/she is
requesting credit under the related training schedule. At the time such credit is
given, the apprentice’s wage rate shall be correspondingly adjusted within the
apprentice rate schedule based on the amount of credit given toward completion
of the shop training schedule.

Discipline

11.)

The Committee shall have the authority to discipline an apprentice and to cancel
the apprenticeship agreement of the apprentice at any time for cause pertaining
to his apprenticeship such as:

a.) Inability to learn
b.) Unsatisfactory work
c.) Lack of interest in his/her work or education

This shall not limit the right of the Company to discipline an apprentice for cause.
Such discipline by the Company shall be subject to the Grievance Procedure.

Wages

Apprentices in each of the Trades covered shall be paid a progressively increasing
schedule of wage as follows:

1% 1,000 hours not less than 65% of the Journeyman’s rate
2" 1,000 hours not less than 70% of the Journeyman'’s rate
3@ 1,000 hours not less than 75% of the Journeyman'’s rate
4™ 1,000 hours not less than 80% of the Journeyman’s rate
5% 1,000 hours not less than 85% of the Journeyman'’s rate
6™ 1,000 hours not less than 90% of the Journeyman'’s rate
7" 1,000 hours not less than 95% of the Journeyman’s rate
8" 1,000 hours not less than 95% of the Journeyman’s rate

An employee with seniority rights who enters the apprenticeship program will remain at
his/her current hourly rate until such time as the percentage (%) of the journeyman’s
rate is greater of the two (2) and will continue to progressively increase as per above

chart.
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LETTER OF UNDERSTANDING
Skilled Trades (New Equipment)

During these negotiations, the Union raised a number of specific concerns where new
equipment would assist Skilled Trades with the maintenance of plant operations.

It was agreed to further explore these recommendations with all appropriate staff and
the Skilled Trades representative to analyze utilization, cost, and availability prior to
potential purchase.

74



LETTER OF UNDERSTANDING
EXCESS HOURS AGREEMENT

Pursuant to the requirements of the Ontario Employment Standards Act, 2000

Between:
INTEGRAM WINDSOR SEATING, a division of MAGNA INTERNATIONAL INC.
-and -
UNIFOR LOCAL 444

WHEREAS the Ontario Employment Standards Act, 2000 (the “Act”) regulates
hours of work in excess of eight (8) hours per day and forty-eight (48) hours per
week;

AND WHEREAS the Company and the Union wish to comply with the
requirements of the Act so as to allow employees an opportunity to work beyond
the basic limits on hours of work set out in the Act;

NOW THEREFORE the Company and the Union agree as follows:

1. The parties agree that Hours of Work and Overtime shall continue to be
governed in accordance with existing workplace practices as set out in Articles
15 and 16 of the Collective Agreement, and that any work in excess of forty-eight
(48) hours per week will be voluntary in nature, except in those situations outlined
in the Collective Agreement.

2. Employees may work up to a maximum of thirteen (13) hours per day, as
governed by the terms of the Collective Agreement.

3. Employees may work up to a maximum of sixty (60) hours per week, as
governed by the terms of the Collective Agreement.

4. This Excess Hours Agreement will be subject to the Company obtaining the
necessary hours of work regulatory approval from the Ontario Ministry of Labour.

5. This Excess Hours Agreement will remain in force until the earlier of
November4, 2020, or until such time as the Collective Agreement has expired,
and may be renewed or extended for a subsequent period of time with the
consent of both parties.

6. Either party may terminate this Excess Hours Agreement by providing at
least two (2) weeks prior written notice to the other party.
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Letter of Agreement
Workplace Harassment and Discrimination

Integram Windsor Seating and the UNIFOR are committed to providing a harassment
and discrimination-free workplace.

Harassment is defined as a “course of vexatious comment or conduct that is known or
ought reasonably be known to be unwelcome”, that denies individual dignity and respect
on the basis of the grounds such as; gender, disability, race, colour, sexual orientation
or other prohibited grounds, as stated in the Ontario Human Rights Code. All
employees are expected to treat others with courtesy and consideration and to
discourage harassment.

The workplace is defined as Integram Windsor Seating and includes areas such as
offices, shop floors, rest rooms, cafeterias, lockers, conference rooms, and parking lots.

Harassment may take many forms: verbal, physical, or visual. It may involve a threat or
an implied threat or be perceived as a condition of employment. The following
examples could be considered as harassment but are not meant to cover all potential
incidents:

e Unwelcome remarks, jokes, innuendoes, gestures or taunting about a person’s
body, disability, attire, or gender, racial or ethnic backgrounds, colour, place of birth,
sexual orientation, citizenship or ancestry;

e Practical jokes, pushing, shoving, etc., which causes awkwardness or
embarrassment;

e Posting or circulation of offensive photos or visual materials;

e Refusal to work or converse with an employee because of their racial background or
gender, etc.

e Unwanted physical conduct such as touching, patting, pinching, etc.

e Backlash or retaliation for the lodging of a complaint or participation in an
investigation.

Harassment and Discrimination is not:

Harassment and Discrimination should not be constructed as properly discharged

supervisory responsibilities, including the delegation of work assignments, the

assessment of discipline, or any conduct that does not undermine the dignity of the

individual. Neither is this policy meant to inhibit free speech or interfere with normal
social relations.
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Reporting an Incident:

If an employee believes he/she has been harassed and/or discriminated against on the
basis of any prohibited ground of discrimination, there are specific actions that may be
taken to put a stop to it:

e Request a stop of the unwanted behaviour;

e Inform the individual that is doing the harassing or the discriminating against you that
the behaviour is unwanted and unwelcome,;

e Document the events, complete with times, dates, location, witnesses and details;
e Report the incident to any Company or Union Representative;

e Report the incident to the Magna Employee Hotline at 1-800-263-1691.
Corrective Measures

Any employee found to have unlawfully harassed or discriminated against another
employee will be subject to appropriate discipline, up to and including termination of
employment. Further, any employee found to have coerced, retaliated against,
intimidated or harassed an employee for making a report or for serving as a witness on
behalf of another employee, will be subject to appropriate discipline, up to and including
termination of employment.

Women’s Advocate:

The parties recognize that female employees may sometimes need to discuss with

another woman matters such as violence or abuse at home or workplace harassment.
They may also need to find out about specialized resources in the community, such as
counsellors or women'’s shelters, to assist them in dealing with these and other issues.

For this reason, the parties agree to recognize the role of a Women’s Advocate at
Integram Windsor Seating. The Women’s Advocate will meet with female members as
required, to discuss problems with them and refer them to the appropriate community
agency when necessary. The Company will provide access to a private area so that
confidentiality can be maintained when a female employee is meeting with the Women'’s
Advocate.

A newly appointed Women’s Advocates will be allowed to participate in an initial 40 hour

training session, for which the Company will be responsible for the payment of regular
wages and registration fees.
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Existing Women’s Advocates will participate in an annual three (3) day training program,
including travel, for which the Company will be responsible for the payment of regular
wages and registration fees. The Union will be responsible for transportation, lodging,
and meal expenses

Violence against Women:

The parties agree that when there is adequate verification from a recognized
professional (i.e. doctor, lawyer, professional counselor) a woman who is in an abusive
or violent personal situation will not be subjected to discipline without giving full
consideration to the facts in the case of each individual and the circumstances
surrounding the incident otherwise supportive of discipline. This statement of intent is
subject to a standard of good faith on the part of the Company, the Union, and affected
employees and will not be utilized by the Union or employees to subvert the application
of otherwise appropriate disciplinary measures.

Moment of Silence:

The parties agree that a minute of silence will be observed each year in memory of
women who have died due to acts of violence. This minute of silence will be observed
on December 6 at 11:00 a.m. or when Integram management determines the
observance will have the least impact on plant operations.

Confidential Assistance:

The parties recognize that female employees may sometimes need to privately and
confidentially discuss matters such as violence or abuse at home or workplace
harassment. For confidential assistance, an employee can contact:

e The Women’s Advocate at Integram.

e The UNIFOR Employment Equity Representative at 1-519-944-5866.

e The Magna Employee Hotline at 1-800-263-1691;

e The Employee Assistance Program (EAP) at 1-800-265-8310;
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Letter of Understanding
Anti-Violence

The Company and the Union are committed to preventing workplace violence and are
responsible for providing a safe and healthy workplace for all employees. Reasonable
steps will be taken to protect employees from workplace violence from all sources.

The Ontario Occupational Health and Safety Act defines workplace violence as the
exercise of physical force by a person against a worker, in a workplace, that causes or
could cause physical injury to the worker. It also includes an:

® Attempt to exercise physical force against a worker in a workplace, that could
cause physical injury to the worker.

® Statement or behaviour that a worker could reasonably interpret as a threat to
exercise physical force against the worker, in a workplace, that could cause
physical injury to the worker.

Violent behaviour from anyone in the workplace is unacceptable. This policy applies to
all Company employees, as well as customers, clients, contractors, suppliers or other
visitors to the facility. Everyone is expected to uphold this policy and to work together
to prevent workplace violence.

The Company has established various programs that help implement this policy. These
include a health and safety inspection process that conducts a regular assessment of
potential issues that might contribute to workplace violence, as well as an Emergency
Response Plan, for the purposes of summoning immediate assistance where required.
The Company will ensure this policy and the supporting programs where required. The
Company will ensure this policy and the supporting programs are implemented and
maintained and that all employees have access to appropriate information and
instruction to protect them from potential violence in the workplace.

Every employee is required to work in compliance with this policy and the supporting
programs. All employees are encouraged to raise any concerns about workplace
violence and to promptly report violent incidents or threats.

In the event that an employee becomes aware of a violent incident, or threat of violence,
they are strongly encouraged to report this immediately to their Supervisor or Manager,
the Human Resources Department, Health and Safety Coordinator, Union
Representative, or to a member of the Joint Health and Safety Committee. This
includes issues of domestic violence, and belief that a spouse or partner may pose a
risk to them in the workplace; they are encouraged to report those concerns using the
process described above, so that appropriate precautions can be taken.
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Complaints of workplace violence will be investigated in a fair and timely manner. No
employee will be adversely affected in employment as the result of the good faith
reporting of a policy violation or participation in the investigation of such a report.

The Company is committed to enforcing this policy and will take responsible security
measures to safeguard the workplace and well being of employees.

Anyone who is found to have engaged in workplace violence will be subject to
disciplinary action, up to and including dismissal, as well as potential criminal
prosecution pursuant to applicable provincial and federal law.
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Letter of Understanding
Employee Votes on Reinstatement

Guidelines to Determine Eligible Voters

1) Employees voting on the reinstatement of a discharged seniority employee shall
be seniority employees who would reasonably be considered to be peers of the
terminated employee.

2.) The voting constituency will be a minimum of fifty (50) employees.

3.) The Group of eligible voters will be those employees working in the same
department on the same shift of the employee seeking reinstatement.

4.) Should there be less than fifty (50) employees in the department on the same
shift of the employee seeking reinstatement, the eligible voters shall be all
employees on the same shift as that of the employee seeking reinstatement.

Process for voting on discharges

1.) Fairness committee selects one manager and one hourly employee from the
Fairness Committee to set up and monitor the voting process.

2.) Selected Fairness Committee members conduct meeting with potential voters to
read statements by both parties (employee and management). Upon conclusion of
meeting, conduct secret ballot vote.

3.) Upon conclusion of voting process, Fairness Committee members count votes.

4.) Fairness Committee notifies Human Resource Manager and the Committee
Chairman of the voting results.

5.) Fairness Committee notifies discharged employee of voting results.

6.) Fairness Committee posts the results of the vote.
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Letter of Understanding
Bargaining Unit Work

Persons outside the Bargaining Unit shall not perform production and maintenance
work regularly performed by the Bargaining Unit employees except in such cases as
emergencies, trouble-shooting, assisting, instructing and training employees,
experimental and sample work, and trying out new methods, materials, processes,
or equipment, and where qualified employees are not available. The above
exceptions shall not be used to displace any employee.
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Letter of Understanding
Special Circumstances

In situations where there is an unexpected reduction of work, the Company will
continue its program whereby seniority employees affected will be paid (50) percent
of their wages for the lost production time of their regular shift. New hires shall not
be eligible to receive wage loss payments pursuant to this Letter of Understanding
until they have accumulated five (5) years of IWS service.

Unexpected reduction of work includes any partial day, or partial week’s downtime,
except for partial week’s downtime scheduled by the customer during the prior week.

Prior to any employees being eligible for wage loss under this program, the
Company will first canvas for any volunteers who might otherwise wish to take
vacation, personal holiday(s), or a leave of absence.

Excluded from this program:

1. Probationary employees;

2. Temporary employees;

3. An employee who normally would have been absent from work (i.e.
illness, etc.);

4. Weekend overtime and holidays.
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Letter of Understanding
Supplementary Staffing

The parties recognize that the Company requires the use of supplementary staffing to
meet the following needs of the business.

1) The purpose of the Supplementary Staffing is to provide short term employees
that will be available from time to time to augment or substitute for the permanent
employees for reasons such as the following:

e Approved time off such as leaves of absence, vacation during the period May
15t through August 31, etc.

e Replacing employees absent due to WSIB / WI / modified duties (subject to
Article 12)

e Abnormally high absenteeism.

e In the event of an emergency.

e Program Launches.

e Other situations as jointly agreed by Management and the
Union.

2.) Except in the case of vacation replacement and Program Launches, in no case
will the Company allow a supplementary employee to work more than sixty (60)
working days in a calendar year.

3.) Except in the case of Vacation Replacement, Program Launches and Students,
once an employee works sixty (60) working days in a calendar year, they will
then become a permanent employee.

4.) Supplementary employees who become permanent employees will have an
Integram Windsor Seating seniority date reflecting when they started as a
supplementary employee.

5. Supplementary employees will not be utilized while any permanent employees
are on lay-off.

6.) Supplementary employees will not be eligible for benefits.

Supplemental employees shall be paid fifteen (15) dollars per hour for the life of this

agreement.

7.)  Supplementary employees shall be paid the respective shift premiums and

overtime as outlined in the collective agreement.
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Letter of Understanding
Temporary Part-Time Employees

The purpose of this Letter of Understanding is to introduce a year-round TPT Program
at Integram Windsor Seating in accordance with the following terms and conditions:

1.

On Monday and Friday, the use of TPT’s will be to cover scheduled
absences or any unscheduled absence after all allocated ABS has been
assigned. On Premium days or Tuesday to Thursday, TPT’s will be
scheduled to work only after all overtime opportunities forseniority
employees in the department have been exhausted. Any exception
must have approval of the General Manager or Assistant General
Manager and/or his/her designate and the Plant Chairperson and/or his
or her designate.

TPT employees will not be utilized when there are laid off employees
who are available to work.

TPT employees must be available for work on a constant as-needed
basis, and shall not accrue time towards the fulfilment of the sixty (60)
days worked probationary period, and shall not otherwise be permitted to
gain seniority status while a TPT.

TPT employees hired after the ratification date will be paid $16.09 per
hour.

TPT employees shall be paid applicable shift premiums. TPT employees
will be eligible for overtime in accordance with the Employment
Standards Act.

TPT employees shall not be eligible for benefits. Employees shall be
reimbursed the contractual allocation for safety shoes after attaining 60
working days.

. TPT’s will be eligible for statutory holiday pay based on last 4 weeks of

average pay. (Employment Standards Act.)

The Company will make every effort to equalize TPT work opportunities
within the department that they are trained. The Plant Chairperson will
be given a TPT employee call in sheet on a monthly basis.

TPT employees are subject to union membership and as such, must
tender dues in accordance with an agreement between the Company
and the Union. They are entitled to Union Representation, including the
grievance procedure, in cases of alleged violation of the provisions in the
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Letter of Understanding covering employees or in a case of discharge or
discipline for alleged discrimination.

10. Either party (Company or Union) may terminate this memorandum for
any reason after providing a 60 day advance written notice to the other

party.

11. After the commencement of the shift and/or upon request, the Union
Representation on shift will be told which TPT’s are working on that shift
and what job they are performing.

12. TPT employees must be at least 18 years of age, preferably a relative to
our employees, and need to be enrolled in College or University on a full
time basis. If there are no employees that fall into this criteria, the
process will then look at part time students.

13.This letter shall govern the employment of TPT Employees to achieve a
predictable level of production staffing and does not modify or alter any
other provision of this Collective Agreement except for those specified
above.

It is understood that TPT’s will not be used to replace or displace regular
employees who have been disciplined and are serving such penalty or perform
any of their daily normal operation.

Further we understand that TPT’s will not be assigned or used to bank jobs or to
avoid regular employees used during overtime periods, consequently they will
not be used to establish a production standard on any operation.

Management and Human Resources agree that for normal operations and proper
placement of ABS employees, that when they are placed on an operation shall
not be displaced by a TPT.

Human Resources will be utilized to evenly distribute hours to the Integram part
time employees and will also Endeavour to conduct an ongoing review to ensure
program eligibility requirements are met.

All parties agree that all TPT’s will be instructed and provide documentation on a
proper call in practice and their exceptions for maintaining gainful employment.

When TPT’s are called in for work, they will receive a minimum of 4 hours;
however will not be subject to any wage loss or SUB Payments.

TPT’s can be used on Thursday’s before a Friday Holiday and on Tuesday’s after
a Monday Holiday.
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Should the Union request additional vacations for employees during any
weekday, the Company can call in TPT’s for the additional requested coverage.

With respect to Temporary Part-Time Employees, the Parties agreed that the
Company will increase the TPT Pool up to a total of 40 individuals in Assembly
and 16 individuals in Foam. Furthermore, the Company will grandfather existing
TPTs under the existing wage rate, and apply the revised wage rate to new hires
only.
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LETTER OF UNDERSTANDING
DPSP WITHDRAWALS

Subsequent to ratification, Sun Life Insurance will design a Magna specific DPSP
withdrawal form, which will be attached to the current private, personalized
termination option package. Plan members planning to retire will be able to sign
this form and either fax it directly to Sun Life, or call a Sun Life Customer Care
Centre for personal assistance. Where a form is completed and received by Sun
Life prior to 2:00 pm on a particular business day, Sun Life has advised that they
will be able to freeze the member’s account by the following business day. This
will be achieved by selling the member’s stock units the day following written
instructions being received and transferring the proceeds into a money market
fund, which will have the effect of freezing the member’s account value, pending
further instructions. In order to ensure this occurs in a timely manner, plan
members will be required to provide IWS with at least 10 days advance notice of
an impending retirement date, to ensure that the necessary forms are completed
and provided to Sun Life in a timely way, which will remain the plan member’s
responsibility. The Company undertakes to work with Sun Life in developing and
rolling out this revised process for DPSP withdrawals and the necessary Call
Centre lines within a reasonable period following ratification.
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Letter of Understanding
Payout of Accrued Vacation Pay

During negotiations the parties discussed a process allowing employees to waive
portions of their annual accrued vacation time allotment, for the purposes of receiving
pay in lieu thereof.

This Letter of Understanding will set out the agreed upon terms and conditions for the
payment of accrued vacation pay as follows:

1.

Nothing in this Letter of Understanding shall alter the normal process and
requirements for the scheduling of vacation time set out in Article 17 of the
Collective Agreement.

Employees will be eligible for the payment of accrued but unused vacation pay
during the calendar year which they are working only, and not for future calendar
years.

Employees will only be eligible for the payment of accrued but unused vacation
to which they may be entitled, above and beyond any necessary vacation time
and pay which may be required for the purposes of summer shutdown.
Specifically, this will require employees to maintain a minimum of two (2) weeks’
vacation time and pay in reserve for the purposes of satisfying the vacation
requirements of the Ontario Employment Standards Act, which is typically utilized
for the purposes of summer shutdown.

Before being eligible for the payment of accrued but unused vacation pay,
employees must have first their annual allotment of floating holidays approved
and scheduled. It is understood that where an employee’s floating holiday has
been approved and scheduled for the purposes of this Letter of Understanding,
the Floater day is locked in and cannot be rescheduled by the employee.

To request payment of accrued but unused vacation pay, employees must
compete and submit an Accrued Vacation Pay Request Form to Payroll. Such
requests will be approved by the Company in accordance with this Letter of
Understanding. Copies of Accrued Vacation Pay Requests Forms will be
provided to the Plant Chairperson.

The Accrued Vacation Pay Request Form will require employees to waive and
forgo any of the vacation time for that year being requested by the employee, in
lieu of receiving the corresponding accrued vacation pay associated with that
time. Employees may request payment of accrued but unused vacation in one (1)
week increments.

Employees may only request payment for vacation pay that has accrued and to
which they are entitled to receive. The Company will not consider requests for
advance payment of future vacation pay that has not already accrued to the
employee.
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Letter of Understanding
Future Business Opportunities

In the event that future business opportunities are secured by Integram Windsor
Seating (IWS) within Windsor-Essex County, consisting of complete seat assembly
work with Chrysler's Windsor Assembly Plant, such work will be subject to the terms
of the applicable Collective Agreement in place at the time between IWS and the
National Automobile, Aerospace, Transportation and General Workers Union of
Canada (UNIFOR-Canada).

Should future business opportunities arise within Windsor-Essex County, the
Company and the Union will meet for the purposes of negotiating necessary
changes to the Collective Agreement that may be required for the purposes of
submitting a competitive bid for such programs.
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Letter of Understanding
INTEGRAM WINDSOR SEATING JOB SECURITY

During these negotiations, the parties agreed to reaffirm their joint commitment to
promoting and enhancing the job security of Company, employees and to working
together in a cooperative manner to forge a strong and financially successful
Canadian automotive parts sector.

The parties understand that fundamental to the concept of job security is the
prerequisite that a business be globally competitive, efficient, dependable and
profitable, with a respectful workplace culture committed to continuous improvement
and excellence in terms of product quality.

The Company agrees that the following programs at Integram Windsor Seating
(“IWS”) will remain in place for the term of this Collective Agreement.

For greater certainty, such programs include: (i) finished seat assembly for the
Chrysler RT Program for delivery to the Windsor Assembly Plant, scheduled to end
in July, 2019; and (ii) finished seat assembly for the Chrysler RU Pacifica Program
for delivery to the Windsor Assembly Plant, scheduled to end in January, 2022.

The parties recognize the importance to job security of ensuring a successful award
of replacement business associated with the programs, and the Union understands
that ensuring a future award of any applicable replacement business for the
programs will require the Company to submit the most competitive bid possible,

In that regard, the Union commits to working cooperatively with the Company during
the term of this agreement to help identify and implement improved efficiencies,
continuous improvement suggestions, and to help reduce cost, waste and scrap
throughout the manufacturing process. This may include a need to discuss the
terms of the Collective Agreement to negotiate any necessary changes required to
prevent the loss of potential business and jobs,

Should the Company be successful in submitting a competitive bid for the
replacement business associated with the programs that is subsequently accepted
by the customer, it is agreed that programs will continue at IWS for the term of the
Collective Agreement.

As sophisticated parties in the automotive industry, the parties fully understand that
the customer has ultimate authority to determine where replacement work is to be
performed, and that the parties will make every reasonable effort to ensure that IWS
is approved for the replacement business associated with the programs.

91



Letter of Understanding
Re: Continuous Improvement

The parties recognize that suppliers like IWS are facing significant financial pressure
that impacts the Company’s ability to compete for new business and which threatens
the future job security of employees.

Both the Company and the Union appreciate the need to work together in a
cooperative manner, for the purposes of implementing new and innovative cost
saving measures and more efficient processes and practices that will help better
position the Company for future business opportunities in an increasingly difficult
marketplace.

Following ratification, the Company and the Union will explore innovative cost saving
measures, including but not limited to, more efficient workplace practices and
procedures in such areas as overtime canvassing, vacation scheduling, and
prescription drug dispensing fees.

In addition, the parties acknowledge the need to adjust the metrics currently
associated with the divisional performance bonus program in order to better align
those measurables to IWS’s key operating indicators. Prior to implementing any
such changes, the Company will meet with the Union for the purposes of reviewing
the key operating indicators to be used for the purposes of the divisional bonus
program.
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Letter of Understanding
Re: Inverse Seniority Layoffs

In the event of a temporary layoff of a known duration, exceeding five (5)
consecutive working days in length, the parties acknowledge that it may be desirable
to administer such a layoff on the basis of inverse seniority, notwithstanding the
layoff procedure set out in Article 13 of the Collective Agreement.

Should the parties agree to apply the principles of inverse seniority for a temporary
layoff, the Company will canvass for any volunteers willing to be temporarily laid off,
prior to applying Article 13 of the Collective Agreement, and any such volunteers will
be selected for layoffs on the basis of inverse seniority.

Those employees who volunteer will be committed to accepting the temporary layoff
for the known duration first announced by the Company. Should the temporary
layoff extend beyond this initial period, such employees will have the option of
exercising their seniority rights for the purposes of being recalled, and displacing a
more junior employee, who in turn, will be laid off in accordance with Article 13.

It is understood that the Company shall bear no liability associated with inverse
seniority layoffs, and that any decisions regarding the availability of Employment
Insurance (El) benefits is the exclusive responsibility of Human Resources and
Services Development Canada (HRDSC)
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Letter of Understanding
Job Rotation

The parties recognize the desirability of maintaining standard job rotations (e.g. see
attached chart) in order to achieve efficiency and meet quality expectations, while
being mindful of ergonomic issues, the need for reasonable flexibility during
launches, and the importance of communication when changes occur. Itis
understood and agreed that the Company has the right to modify the rotation from
time to time pursuant to new launch requirements and in furtherance of ongoing
continuous improvement activities. During negotiations, the Company provided the
Plant Chair with a training plan to address the Union’s concerns regarding rotation
that the Company will implement and make best efforts to adhere to following
ratification. In the event that future line rotation modifications are required, or
unforeseen circumstances arise that might impact the Company’s ability to
implement the rotation plan, the Company will notify the Plant Chair and the Local
Union representative in advance of the line rotation modification in order to facilitate
meaningful discussion about any necessary changes.
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Letter of Understanding
Overtime Cancellations

During negotiations, the Company and the Union discussed the issue of last minute
overtime cancellations. The Union expressed concern that there have been
circumstances where an employee has committed to work overtime at the
Company’s request and made personal arrangements to continue working, only to
have the overtime cancelled at the last minute.

Upon ratification, the Company agrees to advise affected employees (i.e. those who
have agreed to the Company’s request to remain at work to work overtime) of the
cancellation at least one (1) hour prior to the commencement of the scheduled
overtime. In the event that the overtime must be cancelled within the one (1) hour
notification period, the employee will be given the choice to either go home
voluntarily without overtime compensation, or work overtime for a period of one (1)
hour. In the event that the overtime cancellation is beyond the Company’s control,
the employee will be sent home and paid for any overtime actually worked up to the
guarter hour, and the Company will advise the Union of the cancellation with a view
to engaging in meaningful discussion regarding the cancellation.
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Letter of Understanding
Mandatory Coordination of Benefits

Both the Company and the Union appreciate the need to reduce excessive and
unnecessary costs associated with the Group Benefits Program, so as to help
ensure that the benefits package currently provided by the Company remains viable
in the future.

In an effort to help reduce such costs, all employees will be required to participate in
a mandatory coordination of benefits program, requiring each employee to seek
applicable benefit coverage and reimbursement from any concurrent spousal
benefits program, where such coverage is available to the employee. The Union will
cooperate with the Company in the administration of the program.

Before an employee submits a request to the Company for reimbursement of any
employee co-pay associated with the Group Benefits Program, such employee will
first be required to apply for any applicable insurance coverage available to the
employee through a concurrent spousal benefits program. Moreover, the employee
must provide satisfactory proof to the Company that a claim for coordinated benefits
has been submitted, before any potential request for co-pay reimbursement will be
considered.

It is the intent of the parties that every effort be made to ensure that any necessary
documentation required for the purposes of coordinating benefits is completed by
providing complete and accurate information. Failure to coordinate benefits where
such coverage is available, or otherwise not providing the necessary information to
allow for the coordination of benefits will result in the employee not being eligible for
co-pay reimbursement.
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Letter of Understanding
Administration of Disability Claims

During negotiations, the parties discussed ways to more effectively administer
disability claims, recognizing that delays in processing often result from lack of
communication between the parties and the disability claim adjudicator, missing or
incomplete medical documentation, forms being filed without the knowledge of all
parties, and inadequate communication with the employee claiming benefits
regarding such issues as required medical evidence, treatment and return to work
options.

To help reduce delays in the claims management process, the parties agree that
Human Resources and the Union Benefits representative will meet on a weekly
basis for the purposes of reviewing the status of all open disability claims and
assessing any outstanding issues, documentation or evidence that may be required
to more effectively expedite the claims adjudication process.

Where necessary, the parties will jointly contact the adjudication representative
assigned to IWS from Acclaim Disability Management via conference call to review
the status of any outstanding claims and determine what information may still be
required from the local parties, health care providers, and from the Claimant to
process a claims decision and or manage accommodation and return to work
options as efficiently as possible.
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Letter of Understanding
Short Term Absence Claims WSIB
Adjudication

Employees who have sustained an injury or illness arising out of and in the course of
their employment will have the option of applying for short term disability (STA)
benefits through the Company’s provider, pending the adjudication of any concurrent
claim for benefits filed by the employee with the Workplace Safety and Insurance
Board (WSIB).

Claims made to the insurance provider under this letter will be adjudicated in the
same manner as a regular STA claim, as described in the Employee Benefit Booklet.
At the time of applying for such STA benefits, the employee will first be required to
sign a waiver acknowledging their agreement to re-pay the full amount of any STA
benefits extended to them during this period with the waiver including an agreement
and authorization for the repayment of these benefits through wage deduction or
garnishment not to exceed twenty (20 percent of any wages each pay period until
such time as the benefits have been reimbursed in full, as per the Ontario Wages
Act. Itis understood that WSIB may pay the provider directly.
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Letter of Understanding
Independent Medical Examinations
(Short Term Absence Claims)

During negotiations, the parties discussed the possibility of receiving conflicting

medical evaluations in relation to claims for Short Term Absence (STA) benefits,
where the medical opinion reached by the firm responsible for adjudicating STA
benefit claims (currently Acclaim Ability Management).

In this respect, the parties have agreed that where such conflicting medical opinions
exist the potentially give rise to a dispute involving eligibility for STA benefits, as an
alternative to advancing such a dispute through the Grievance Procedure, the
parties shall refer the matter a mutually agreeable third party medical practitioner
specializing in the relevant condition (as applicable) for the purposes of having an
Independent Medical Examination (IME) performed.

As a condition of being eligible for potential STA benefits, is acknowledged that the
employee will be required to fully cooperate in the IME process, and that the results
of said examination will be fully disclosed to both the Union and the Company.

For the purposes of reviewing an employee’s medical condition and level of
disability, the medical practitioner shall take into account the terms of the Company’s
short Term Absence Policy, and functional abilities and restrictions that might apply,
as well as offers of suitable modified work provided by the Company.

The Cost of any IME shall be shared equally between the parties.
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Letter of Understanding
Independent Medical Examinations
(Long Term Disability)

During negotiations, the parties discussed the possibility of receiving conflicting
medical evaluations in relation to claims for Long Term Disability (LTD) benéefits,
where the medical opinion of the employee’s physician is different from the medical
opinion reached by the firm responsible for adjudicating LTD benefit claims
(currently Great-West-Life).

In this respect, the parties have agreed that where such conflicting medical opinions
exist the potentially give rise to a dispute involving eligibility for LTD benefits, the
parties may refer the matter to a mutually agreeable third party medical practitioner
specializing in the relevant condition (as applicable) for the purposes of having and
Independent Medical Examination (IME) performed.

The cost of the IME shall be shared equally between the parties.

The IME will be provided to the LTD provider as further information and
documentation to be considered in the adjudication decision. However, it is
understood and agreed that, as LTD is administered, adjudicated and paid by a third
party provider, the IME will not conclusively determine any medical/or LTD eligibility
issues in dispute.
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Letter of Understanding
Medical Leaves of Absence

Once an employee has been absent from work on medical leave for a period of
thirty-six (36) months or more, the Company and the Union will meet for the
purposes of reviewing the current medical status of the employee.

In particular, the Union and the Company will conduct a thorough review of available
medical evidence provided by the employee in support of their absence from work,
and where necessary, the employee may be referred for a third party independent
medical assessment for the purposes of obtaining comprehensive functional abilities
information, as well as an up to date prognosis with respect to the employee’s future
ability to return to work.

Where available medical evidence suggests that the employee remains totally

disabled, and will not be capable of returning to work in the foreseeable future, the
parties will meet to review the situation and determine an appropriate resolution.
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