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A.
SHIFT SCHEDULES & HOURS OF WORK

1.
Call Time – Day Workers

In the event that a day worker who is off-pay is requested to work overtime after his/her normal shift, or after his/her re-scheduled shift, he/she will receive call time whether or not he/she is on the mill premises.

2.
Advising of Changes in Posted Shift Schedule

As set forth in Article VI, Hours of Work, Section 3, employees shall be notified by personal communication of changes of days off and schedule of shifts. The practice of posting schedules will be continued.

3.
Wash-Up Time

All maintenance personnel will be allowed a five (5) minute personal wash-up period prior to lunch and completion of shift.

4.
Transportation

Transportation to and/or from work will be provided to employees who are called in to work and have transportation problems, or are requested to work overtime following a regular shift and miss their pool rides; or have other transportation problems because of this overtime.

5.
Job Continuation – Day Workers

An employee called in with actual work to start more than two hours prior to his/her regular shift, will be paid in accordance with regular contract provisions until his/her regular shift begins.

If the work on the specific job for which he/she was called in continues into his/her regular shift, the overtime allowances at regular time and one-half rate will continue until he completes his/her work on that particular job.

6.
Shift Calendar

The Company will provide shift calendars on which will be printed both the names of the Union and the Company. In addition, dates of union general membership meetings will be circled.

7.
Reduction of Working Hours

The Company agrees that every reasonable effort will be made to minimize the reduction of hours in the event of rescheduling during a maintenance shutdown.

8.
Twelve Hour Shift – Memorandum of Agreement

In order to implement a compressed work week schedule, the parties hereby agree to the following terms and conditions.

1.
This agreement will be in effect from May 1, 2008 to April 30, 2012.
2.
This agreement may be canceled be either party with thirty (30) days written notice or within seven (7) days if mutually agreed to by the Union and the Company.

3.
The implementation of the compressed work week will be on the conditions that there will be no extra cost to the Company and that the efficiency of any department or departments will not decrease.

4.
It is clearly understood by both parties that replacements must be available for relief purposes when required and that most of these replacements may come from employees on their scheduled days off. To ensure that such replacements will be available, twelve (12) hour shift employees, prior to going to their scheduled days off, will indicate to the Supervisor when they will not be available for work. In the event that the Company decides adequate relief will not be available, a twelve (12) hour shift committee member will be informed immediately and appropriate action will be taken.

5.
Overtime will not be paid if incurred as a result of initial implementation or final discontinuance of the twelve (12) hour shift schedule. Employees entering the twelve (12) hour shift schedule on a temporary relief basis from an eight (8) hour per day, forty (40) hour per week schedule, will be paid overtime at the rate of time and one half for hours worked in excess of forty (40) for the first week upon entering the schedule and for the last week upon leaving the schedule; providing proper notice has not been given and the change occurs after the start of the work week.

Any employee entering the twelve (12) hour shift schedule will be paid the overtime premium for hours worked in excess of eight (8) hours on the first twelve (12) hour shift, unless notification of entry was given during the first eight (8) hours of his last shift preceding the new twelve (12) hour shift.

6.
It is understood by both parties that problems may arise. Should this occur the parties will meet to discuss the problem and attempt to reach a satisfactory solution.

Employees will give as much notice as they possibly can on request for leave, so that they can be replaced at straight time. Otherwise the necessity to work employees on their days off will effectively negate the benefits gained from the additional days free from work in the compressed work week.

8.
Overtime at the rate of time and one-half will be paid for all work in excess of twelve (12) hours in any one day and for all work in excess of forty-eight (48) hours in any one week (Sunday to Saturday). Overtime at the rate of time and one-half will be paid to those employees who work more than two hundred and forty (240) straight time hours over the 6 week averaging period as established by the present twelve (12) hour shift schedule.


9.
Tour workers who work in excess of twelve (12) consecutive hours or in excess of eight (8) consecutive hours on a scheduled day off shall have the following options.

a)
Receiving the overtime premium on the basis of Article VI of the Labour Agreement.

b)
Receiving straight time for hours in excess of twelve (12) consecutive hours or straight time for hours in excess of eight (8) consecutive hours on a day off and taking equivalent time off at a time suitable to the employee and the Company during the contract year. Any overtime remaining at the end of the contract year in which it is banked may be carried over to the next contract year for the purpose of taking equivalent time off. If equivalent time off is not taken by the end of the contract year following the contract year in which it is earned, the Company shall pay the deferred one-half premium pay. Tour workers who choose to bank overtime may later re-elect to receive the deferred one-half premium pay.

10.
When the Company changes an employee’s shift schedule after the start of the week without notification being given during the first twelve (12) hours of his last shift preceding the new shift, the employee shall receive two (2) hours penalty payment at the straight time day rate for the first shift worked resulting from the change.

If the change in shifts during the week is temporary, the penalty payment is not payable for the second change in shifts when the employee returns to his previously established shift schedule.

11.
An employee who has been employed for less than one (1) year and does not qualify under (b) of the Article XV – Vacations, of the Labour Agreement, will receive a vacation of one quarter (1/4) day for each forty (40) hours of actual work performed during the preceding vacation period. No vacation of less than one (1) day will be granted.

12.
Employees will be allowed to take vacations on a Tour Basis. For purposes of the twelve (12) hour shift schedule a tour will be the number of consecutive working days without a scheduled day off.

13.
For purposes of the twelve (12) hour shift schedule, entitlement to Supplementary Floating Holidays will be calculated on the basis of the number of days for which the employee has qualified, multiplied by eight (8) hours, subject to all other conditions of Article XVI of the Labour Agreement.

14.
Taking of Banked Overtime and Deferred Statutory Holidays

The following rules apply:

a)
Banked overtime and deferred statutory holidays can only be taken off in twelve (12) hour units.

b)
Employees will be permitted to group banked overtime and deferred statutory holidays to facilitate taking time off in twelve (12) hour units.

c)
At the end of the contract year, hours not taken or hours less than twelve (12) will be paid to the employee (in case of banked overtime the deferred half time will be paid), except that an employee who has eight (8) or more but less than twelve (12) hours remaining will have the option of taking a twelve (12) hour shift off and be paid the number of hours remaining.

d)
Time off hours will be taken out of the “overtime bank” in the same order as they went in, i.e. first in, first out.

e)
Employees may take four (4) hours from grouped hours if so desired to supplement statutory holiday pay, if they would normally have worked a twelve (12) hour shift on that day.

f)
With the above exceptions and those elsewhere in this Memorandum of Agreement all other conditions of the Labour Agreement will apply to matters covered in this Item No. 14.

15.
When death occurs to a member of a regular full-time employee’s immediate family, the employee will be granted an appropriate leave of absence and he/she shall be compensated at his/her regular straight time hourly rate for hours lost from his/her regular schedule for a maximum of twenty-four (24) hours.

16.
When an employee is injured on the job, and on the advice of a doctor, does not return to work, he will receive pay for the full shift on which he was injured to a maximum of twelve (12) hours at his regular rate of pay.

17.
For purposes of calculating overtime, the scheduled work week shall be reduced by eight (8) hours in any week in which a recognized paid statutory holiday occurs. Should more than one (1) recognized paid statutory holiday occur in any week the scheduled work week shall then be reduced by eight (8) hours for each paid statutory holiday. For example:

a)
In a forty-eight (48) hour work week in which one (1) paid statutory holiday occurs, overtime will be paid for hours worked in excess of forty (40). Should it happen that two (2) recognized paid statutory holidays occur in one (1) week then overtime will be paid for hours worked in excess of thirty-two (32) of that particular week.

b)
In a thirty-six (36) hour work week in which one (1) paid statutory holiday occurs, overtime will be paid for hours worked in excess of twenty-eight (28). Should it happen that two (2) recognized paid statutory holidays occur in one (1) week, then overtime will be paid for hours worked in excess of twenty (20) of that particular week.

Note 1:
For those employees who work on a statutory holiday, their work week will be reduced by the number of hours worked on the holiday(s).

Note 2:
For those tour workers who work night shift on December 31st and are on a scheduled day off on New Year’s Day; their work week will be reduced by the number of hours worked and the statutory holiday hours.

The foregoing applies only to recognized paid statutory holiday hours and no other hours on which time and one-half has been paid, nor hours paid for call time, may be used for the purpose of calculating the work week.

18.
All hours worked on Sunday will be used in the calculation of the scheduled work week.

19.
When a statutory holiday falls on an employee’s regular day off, he may, if he elects to, take an alternate day off within the Contract Year, to a maximum of twenty-four (24) hours. The twenty-four (24) hours can be maintained and replenished.

20.
The twelve (12) hour shift times of 7:00 a.m. to 7:00 p.m. and 7:00 p.m. to 7:00 a.m. will define a DAY as a period of twenty-four (24) hours beginning at 7:00 a.m. and a WEEK as a period of seven (7) calendar days beginning at 7:00 a.m. Sunday.

21.
Weekly Indemnity benefits will continue to be calculated on the basis of seven (7) calendar days and that loss of income has occurred.

22.
The call-in procedure for twelve (12) hour shifts is as follows:

a)
Move up crew.

b)
Use person on floating day off for his own crew coverage only.

c)
Use person on first two (2) days off to cover night shift.

d)
Use person on last two (2) days off to cover day shift.

e)
The provisions to include ‘E’ crew.

23.
In respect to Bull Session Agreement C-1 Job Posting, the probationary period for those employees working a twelve (12) hour shift schedule will be thirty (30) calendar days.
9.
Ten Hour Shift – Memorandum of Agreement – Jan. 5, 1997

1.
This agreement may be cancelled by either party with thirty (30) days written notice or within seven (7) days if mutually agreed to by the Union and the Company.

2.
It is understood by both parties that if problems arise from the implementation of ten (10) hours shifts, the Union and Company will meet to discuss the problems and attempt to resolve them. The two parties will meet monthly to monitor the success and discuss the continuation of the trial period.

3.
The ten (10) hour schedule will apply to all Maintenance day workers, which includes Steam Plant maintenance 3rds. Any exceptions will be dealt with at Standing Committee.

4.
The work week will be Monday thru Thursday - 7:00 a.m. to 5:00 p.m. - daily. The ten (10) hours include a twenty (20) minute paid lunch. Coffee break times are 9:30 a.m. and 2:30 p.m. Week-end coverage will also be ten (10) hour days.

5.
Overtime at the rate of time and one-half will be paid for all work in excess of ten (10) hours in any one day and for all work in excess of forty (40) hours in any one week.

6.
Day workers who work in excess of ten (10) consecutive hours shall have the following options:

a)
Receiving the overtime premium on the basis of Item No. 5 above or:

b)
Receiving straight time for hours in excess of ten (10) consecutive hours and taking equivalent time off at a time suitable to the employee and the Company during contract year. Any overtime remaining at the end of the contract year in which it is banked may be carried over to the next contract year for the purpose of taking equivalent time off. If equivalent time off is not taken by the end of the contract year following the contract year in which it is earned, the Company shall pay the deferred one-half premium pay. Day workers who choose to bank overtime may later re-elect to receive the deferred one-half premium pay.

NOTE:
Banked time off will be allowed in allotments of five (5) hours or more.

7.
When the Company changes an employee’s shift schedule after the start of the week without notification being given during the first ten (10) hours of his last shift preceding the new shift, the employee shall receive two (2) hours penalty payment at the straight time day rate for the first shift worked resulting from the change.

If the change in shifts during the week is temporary, the penalty payment is not payable for the second change in shifts when the employee returns to his previously established shift schedule.

8.
MEALS - A meal ticket or meal voucher will be provided to an employee when he/she is required to remain at work for more than one (1) hour after completion of his/her shift (11th. Hour).
9.
NIGHT SHIFT DIFFERENTIAL - For purposes of the ten (10) hour shift schedule the payment of shift differential will be based on the schedule of 7:00 a.m. to 3:00 p.m., 3:00 p.m. to 11:00 p.m., 11:00 p.m. to 7:00 a.m., in accordance with Article VII - Section 2 of the Labour Agreement.

10.
VACATIONS -

1 week of vacation = 4 days = 40 hours.

1 day vacation = 10 hours.

12.
STATUTORY HOLIDAY - Employees will be paid eight (8) hours pay for recognized statutory holidays.

For the purpose of calculating overtime, the scheduled work week shall be reduced by eight (8) hours in any week in which a recognized paid statutory holiday occurs. Should more than one recognized paid statutory holiday occur in any week the scheduled work week shall then be reduced by eight (8) hours for each paid statutory holiday.

For example:

a)
In a forty (40) hour work week in which one (1) paid statutory holiday occurs, overtime will be paid for hours worked in excess of thirty-two (32). Should it happen that two (2) recognized paid statutory holidays occur in one week then overtime will be paid for hours worked in excess of twenty-four (24) of that particular week.

NOTE:
For those employees who work on a statutory holiday, their work week will be reduced by the number of hours worked on the holiday(s).

The foregoing applies only to recognized paid statutory holiday hours and no other hours on which time and one-half has been paid, nor hours paid for call time, may be used for the purpose of calculating the work week.

13.
FLOATERS
a)
Employees on the ten (10) hour shift schedule may apply for and receive five (5) shifts off as floating holidays. Pay for such floating holidays will be any combination of the employee’s forty (40) hour floating holiday pay entitlement in units of not less than eight (8) hours, coupled with accumulated banked or deferred statutory time. If such time is exhausted, unpaid leave will, if required, be granted to make up the five (5) shifts. This option is voluntary. No employee shall be required to take more than four (4) shifts off.

b)
Effective May 1, 2004 there shall be granted five (5) ten hour special personal floating holidays to those employees covered by the ten hour shift memorandum.

14.
TAKING OF BANKED OVERTIME & DEFERRED STATUTORY HOLIDAYS - the following rules apply:

a)
Banked time can be taken off in units of five (5) hours or more.

b)
Deferred statutory holidays can only be taken off in ten (10) hour units.

c)
Employees will be permitted to group banked overtime and deferred statutory holidays to facilitate taking time off in ten (10) hour units.

d)
At the end of the contract year, hours not taken or hours less than ten (10) will be paid to the employee (in case of banked overtime the deferred half time will be paid), except that an employee who has eight (8) or more but less than ten (10) hours remaining will have the option of taking a ten (10) hour shift off and be paid the number of hours remaining.

e)
Time off hours will be taken out of the “overtime bank” in the same order as they went in, i.e. first in, first out.

f)
Employees may take two (2) hours from grouped hours if so desired to supplement statutory holiday pay, if they would normally have worked a ten (10) hour shift on that day.

g)
With the above exceptions and those elsewhere in this Memorandum of Agreement all other conditions of the Labour Agreement will apply to matters covered in this Item No. 14.

15.
BEREAVEMENT LEAVE - When death occurs to a member of a regular full-time employee’s immediate family, the employee will be granted an appropriate leave of absence and he shall be compensated at his regular straight time hourly rate for hours lost from his regular schedule for a maximum of twenty-four (24) hours.

16.
JURY DUTY - Any regular full-time employee who is required to perform Jury Duty, or who is subpoenaed to serve as a witness in a Court action or Coroner’s inquest, save and except actions involving the Company or Trade Unions, unless subpoenaed by the Crown, on a day he would normally have worked, will be reimbursed by the Company for the difference between the pay received for such duty and his regular straight time hourly rate of pay for his regularly scheduled hours of work. It is understood that such reimbursement shall not be for hours in excess of ten (10) hours per day or forty (40) hours per week, less pay received for such duty. The employee will be required to furnish proof of performing such service and such duty pay received.

17.
When an employee is injured on the job, and on the advice of a doctor, does not return to work, he will receive pay for the full shift on which he was injured to a maximum of ten (10) hours at his regular rate of pay.

18.
W.I. WAITING PERIOD - The waiting period for Weekly Indemnity will remain at three (3) days.

19.
No trades person or apprentice will be displaced from their respective trades through the introduction or implementation of ten (10) hour shifts.

20.
No employees will be laid off as a result of the introduction or implementation of ten (10) hour shifts.

21.
No existing trade classification will be eliminated through the introduction or implementation of ten (10) hour shifts. Existing apprenticeship program agreements shall not be negatively impacted through the introduction or implementation of ten (10) hour shifts.

B.
CLOTHING AND TOOLS

1.
Area Protective Clothing Policy

The Company will supply the most satisfactory protective clothing of a chemical resistant type for specific use on the job. This clothing will be supplied for ‘A’ Bleach Field Operators, ‘B’ Bleach Field Operators, the Chemical Unloaders, Process and Laboratory Technicians.

2.
Area Safety Footwear Policy

The Company will provide approved safety footwear to the following: ‘A’ Bleach Operators, ‘A’ Bleach Field Operators, ‘B’ Bleach Field Operators, Bleach Training Reliefs, Process and Laboratory Technicians and to those employees who work on a regular basis in the kiln/recaust area.

3.
Coveralls

a)
Maintenance Personnel

The Company will supply three (3) pairs of personalized coveralls to each maintenance employee and will launder them on a regular basis. These coveralls will be replaced on an “as needed” basis.

Stores will continue to stock a small supply of clean coveralls for emergency use.

b)
Operating Personnel

i)
The Company will stock coveralls, to be made available to operating personnel for dirty jobs on authority of a production supervisor.

ii)
In addition, the Company will make two (2) pairs of coveralls available annually to all production employees, if requested.

Stores will continue to stock a small supply of clean coveralls for emergency use.

4.
Coveralls for Dirty Work

A supply of coveralls, which are to be used for dirty work, will be made available in the store room. Coveralls will be issued to the individual on authority from his supervisor.

5.
Clothing Replacement
Where an employee experiences the loss of his clothing due to damage by mill equipment or chemicals, he may be eligible for clothing replacement when:

a)
Loss is incurred due to no fault of his own and is not considered to be a natural hazard of the job.

b)
An employee is responding to an emergency situation.

c)
Loss is due to fire fighting.

Employees will not be eligible for replacements in the following situations:

a)
When protective clothing is supplied and recommended for a specified job.

b)
When the damage occurs while carrying out his normal and regular duties.

c)
When there is a prior awareness of a present condition or possible condition arising.

d)
When damage is due to carelessness or lack of attention.

In all cases, replacement will only be made upon the recommendation and approval of the department manager. A depreciated value of the clothing will be taken into consideration. Applications should be made on a Tool and Clothing Replacement Form.

6.
Safety Footwear Policy

The Company will subsidize 90% of the cost of approved safety footwear to a maximum of three (3) pairs per contract year at approved vendors. The 10% will be paid directly by the employee to the vendor.

This subsidy will include the cost of rubber footwear. Slip-on rubber footwear will be provided to maintenance employees on request. 

The Company will pay 100% of the cost of repair to approved safety footwear up to a maximum of 50% of the value of the original purchase price.

When an employee experiences damage to their safety footwear, the following steps will apply:

1. Valid reason for damage must be provided to the supervisor

2. Damaged footwear must be returned to the supervisor

Employees will not be eligible for replacements in the following situations:

a)
When specialized protective footwear is supplied and recommended for a 
specified job.

b)
When the damage occurs while carrying out his normal and regular duties.

c) 
When there is a prior awareness of a present condition or possible condition arising.

d)
When damage is due to carelessness or lack of attention.

Upon supervisor approval, applications for safety footwear replacement will be processed using this policy.
7.
Gloves

Gloves will be provided to employees requiring them. through a procedure to be set up at mill stores. The usage of gloves will be reviewed constantly and the union agrees that, if this privilege is abused, the Company will return to the original practice.

8.
Tool Replacement

The following will apply in cases of tool replacement:

An employee may at times be called upon to perform work in situations where dropping a tool or unavoided misapplication will result in its loss or damage. If a loss occurs in such a situation, the Company will reimburse the individual for that loss. The employee must make application for any losses to his supervisor who will judge the applicability of the situation.

Application forms for tool replacement are available in each maintenance shop.

9.
Carpenter Aprons

The Company will provide a suitable apron to the carpenters. This apron will be replaced on an “as needed” basis.

10.
Welders – Hats

The Company will provide each welder with up to four (4) welding hats per year.

C.
JOB SECURITY

1.
Job Posting

A vacancy is created when a job does not have a classified regular incumbent or when a job is created.

Vacancies for all jobs, except where a job is to be filled by a promotion in a regular line of progression in a department, will be posted for seven (7) calendar days. When necessary, such vacancies may be filled on a temporary basis until the successful bidder for the posted job vacancy is selected in accordance with Article XXI, Seniority of the Labour Agreement

All hourly paid employees will be eligible to bid in posted vacancies.

At the close of the posting period, the senior qualified bidder will automatically be deemed to have accepted the bid offer, and should they subsequently decline the position, they will be deemed to have started the trial period and returned to their original department, with all applicable restrictions as outlined in this clause.

In the event that no employee bids on or is selected for a posted job vacancy, the Company will hire someone from outside the bargaining unit to fill the vacancy. 

The Company will move employees into posted positions within sixty (60) days of them being awarded the posting. Employees will have the option of moving back to their previous job within thirty (30) calendar days, without loss of seniority. If an employee returns to their previous job, they will be ineligible to apply for any other job posting, except apprenticeships, for 18 months. In the event that circumstances result in an inability to meet the sixty (60) day commitment or if an employee requests an exception to the 18 or 12 month ineligibility clauses, the Standing Committee will explore methods to accelerate the movement or consider the request. 

Employees who have accepted bids will be ineligible to bid on jobs, except apprenticeships, for a period of twelve (12) months.

During this thirty (30) calendar day period, which is probationary, the Company can move the employee back if his or her performance on the new job is not satisfactory.

Temporary Vacancies – A temporary vacancy is created when a regular classified incumbent of a job is absent for reasons such as sickness, vacation, leave of absence, or floaters. Temporary job vacancies will not be posted.

The Company will notify the union of those employees answering the job posting and advise the union of the name of the successful applicant.
2.
Retention of Seniority

An employee promoted to a supervisory staff position shall be allowed to return to their department within thirty (30) calendar days. In the event either the employee or the Company is not satisfied with the promotion, the employee shall be entitled to return to his/her previous department without loss of seniority.

3.
Job Freezing

a)
Definition: Job Freezing

When an employee refuses to exercise his seniority to step up to the next position in his department, either permanent or temporary, to which he would have been entitled by virtue of seniority and competency.

b)
Procedure to Freeze on a Job

The employee must present for approval a signed letter stating his name, job title, department, effective date and reasons for wishing to take this action to the union/management standing committee.

It will not always be possible to grant requests for employees to freeze themselves in a line of progression. Such requests will be considered and evaluated in light of the conditions at the time the request is made.

Once an employee is permitted to freeze he must remain frozen for one (1) year. Anyone who passes the frozen employee shall remain senior.

It is agreed that every effort shall be made to discourage job “freezing” by both union and management.

c)
Procedure to Unfreeze

An employee remains frozen in a job until such time that a signed letter is presented to the union/management standing committee. It must state his name, job title, department and reasons for unfreezing himself.

4.
Apprenticeship Selection - May 7, 2002

The selection process is subject to change and revision as required.

The following is the selection process for the Kamloops  Pulp Mill. This procedure, although very extensive, is similar to present selection procedures in place throughout the industry. The intent of this program is to develop qualified employees to become competent skilled tradespersons.

a)
Entrance Requirements

Each apprentice candidate must meet the following criteria before consideration will be given to their candidacy.

Apprenticeship applicants must have a minimum of 5 years of mill seniority as of the closing date of the posting and cannot currently possess trades qualifications in another trade recognized within the mill.

Where multiple apprenticeships are posted (different trades), applicants can only apply for one apprenticeship.

The following minimum education requirements:

· Grade 12 or GED

Note: Official proof (i.e. certificate) must be provided.

b)
Apprenticeship Applicant Testing

The apprenticeship aptitude testing will be as follows:

	Test
	Minimum Score Required (this is the converted score on a scale of 1 to 10)
	Weighting (value assigned to the skill)
	Points

(total available)

	1. Understanding Instructions
	5
	3
	30

	2. Fault Finding 
	5
	3
	30

	3. Manual Dexterity
	5
	3
	30

	4. Motor Coordination
	5
	3
	30

	5. Mechanical Comprehension*
	7
	4
	40

	6. Working with Numbers*
	7
	4
	40

	
	200


Note 1:
*Denotes a critical test score. For these two tests, an applicant must have a minimum converted score of 7 (scale of 1 to 10) or, the combined average of these two tests must be no less than 70%, with neither test score being below 60%.

Note 2:
Applicants must have a minimum of 116 points (58%) out of the total points available of 200.

Note 3:
For the next available posted apprenticeships, rewrites of the above tests are available only to those who did not obtain the required scores.

Note 4:
Positive results on testing, as described above, are valid for 5 years. Negative results will require candidates to retest on all sections of the testing.

c)
Interview Process

Apprenticeship applicants who successfully complete A) and B) above will enter an interview process, with the most senior qualified applicants being interviewed (the ratio is 5 applicants interviewed per apprenticeship. Where multiple apprenticeships in the same trade are posted at the same time, they will be each treated as a separate apprenticeship).

The interview process will consist of 2 interviews. Each interview will be conducted by two people, with a minimum of one management representative.

The applicants will be provided with a list of interviewers from management and the union, from which to choose.

The applicants will select their preferred interviewers, and then the apprenticeship committee will determine who the interviewers will be.

The same interviewers will be required to do the interviews on all of the applicants.

The interview process will be conducted for each posted apprenticeship. This is to ensure that the integrity of the interview process is upheld.

A selection decision will then be made based on the interview results from the group of applicants interviewed. This decision is based on the most points obtained in the interview.

The interviews will be reviewed and modified as required by the apprenticeship committee.

d)
Selection Results

An individual’s apprentice selection results will be made available upon request. The apprenticeship committee will also provide, on request, a developmental proposal that may enhance the employee’s future apprenticeship potential.

5.
Employee Status Notification to Union

The Company will provide a list of all, permanent hires, layoffs, and terminations. This list will be provided on a monthly basis.

6.
Seniority Agreement

a)
Definitions of Types of Seniority

There shall be three types of seniority: Mill Seniority, Department Seniority and Job Seniority.

Mill Seniority – Mill seniority means the length of an employee’s continuous service to Domtar – Kamloops Pulp Mill, since he or she was hired by the Company.

Department (or Trade for Maintenance) Seniority – Department (or Trade) seniority means the length of an individual’s continuous employment within a department as defined in Section (b), Definition of Departments.

Job Seniority – Job seniority is the length of time an employee has been in a particular classification within a department and is the determining factor when a move-up occurs in a line of progression.

b)
Definition of Department

Maintenance 

Electrical & Instrument Maintenance Department 

Electricians

Instrument Mechanics

Refrigeration Mechanics

Mechanical Maintenance Department

Millwrights

Tinsmiths

Pipefitters

Heavy Duty Mechanics

Machinists

Welders

PM Technicians

Painters

Carpenters

Masons

Insulators
Stores Department

Service Department 

Safety

Security Department

(Plant Protection Department)

Pulp Operations

Chip Yard Department


Brownstock Department

Bleach/Chemical Department


Machine Room/Warehouse Department

Steam Plant

Steam Plant Department

(Power & Recovery Department)

Technical Services

Technical Services Department
c)
Seniority Application

i)
It is recognized that mill seniority (i.e. last in, first out, L.I.F.O.) will be the ultimate criteria in respect to the application of seniority, for purposes of layoff.

ii)
Employees bump down a line of progression by job seniority and leave their department by department seniority. If displaced from their department they, must first attempt to exercise their mill seniority across the mill. If they cannot exercise their mill seniority across the mill, then they return to their department and use their mill seniority to displace the department junior person.

iii)
Effective July 1, 1988, upon acquiring ‘A’ tradesman status, an employee will begin to accrue Trade seniority. Trade seniority dates as shown on the pre-July 1, 1988 seniority list will remain as is.

iv)
In a reduction of the work force of the Maintenance Department, the junior man in the trade involved in respect of Trade seniority will be laid off first.

In the event such a reduction results in the laid-off maintenance employee exercising his seniority rights, he would then be eligible to displace an employee outside the tradesman’s maintenance department. If the displaced employee has more mill seniority than a remaining tradesman in the maintenance department involved, then that less senior maintenance tradesman will be laid off.

(This process is commonly referred to as Double Bumping.)

d)
Relief Pool Posting

Once assigned by the Company to a department, mill seniority will be the deciding factor in the promotion or demotion of Relief Pool employees within that department.

This agreement may be cancelled be either party with 30 days’ notice.

D.
HOLIDAYS AND VACATIONS

1.
Vacation Seniority

a)
Annual

Department or Trade seniority for the purpose of taking annual vacations will govern only up to April 1st preceding the vacation year. After this time, annual vacations will be granted on a first-come, first-served basis, except in the case where more than one form is dated the same date. In this case, seniority will govern.

b)
Vacation Schedules

Vacation schedules will, where requested, be posted in each department at all times and updated when vacations or floaters are granted.

c)
Vacation Forms

Vacation forms must be dated on the date submitted.

2.
Vacation Banking

An employee who is entitled to more than three (3) weeks of vacation may bank his/her fourth, fifth, sixth and /or seventh week of vacation plus his/her supplementary vacation to a maximum of sixty (60) working days.

An employee electing this option must notify the Company prior to May 14th of each year so that vacation pay can be deferred. Vacation pay will be paid at the time that the deferred vacation is taken.

3.
When an Hourly Employee’s Day‑Off Falls on a Statutory Holiday

a)
An hourly employee who’s day off falls on a Statutory Holiday may take another day off in lieu of the Statutory Holiday, provided:

i)
The employee applies for the day off in lieu prior to the Statutory Holiday, and

ii)
The day off is taken within the contract year following the Statutory Holiday, at a time suitable to the Company so that there will be no loss of production. Payment of overtime shall not be a factor in granting this day off.

b)
Where an hourly employee elects to take a day off in lieu, as specified above, payment for the Statutory Holiday will be deferred until the day off is taken. The work week in which the holiday fell will be reduced by the Statutory Holiday for that employee who defers payment to a later date.

c)
Where an employee elected to take a day off in lieu of the Statutory Holiday, he must make his the request in advance of the Statutory Holiday, through his supervisor. He must complete the standard form used for “Day in Lieu of”. This is intended so that the pay office will know that the Statutory Holiday pay is to be paid when this day is requested at a later date.

If the employee fails to take the requested day in lieu within the contract year, the day off in lieu will be forfeited and the time office will pay the Statutory Holiday pay on the first pay period following the end of the contract year.

4.
Floating Holiday Procedure

a)
When floating holidays are granted, they are granted on the first-come basis – except in the case where floater request forms are dated the same day. In this case, seniority will govern.

b)
To facilitate proper scheduling, an employee wishing to take his floating holiday should notify his supervisor a minimum of seven (7) days prior to the requested holiday.

c)
There will be no time limit on the on the application of floaters but final approval will not have to be granted until five (5) days prior to the requested holiday.

d)
When the holiday is requested in writing seven (7) days in advance, the payment of overtime shall not be a factor in granting a personal floating holiday.

e)
An initialed tear-off copy of the floating holiday request form will be returned to the employee as proof of submission. A second tear-off signed copy will be returned at the time of final approval or non-approval.

4(a)
Supplementary Vacations
The Company will issue a printed list of employees each year whose anniversary date makes them eligible for Supplementary Vacations. The employee must then provide Human Resources with his choice as per Article XVI of the Joint Labour Agreement. Forms are available at Human Resources.

5.
Special (Personal) Floating Holidays

In determining the rate of pay for these holidays, the Company will pay the highest rate earned by the employee on the day before the floating holiday.

6.
Statutory Holiday – Rate of Pay

In determining the rate of pay for these holidays, the Company will pay the highest rate earned by the employee on the day before the statutory holiday.

7.
Maintenance Time‑Off Policy

The following points will be considered when time off slips are submitted for approval:

a)
Full-week vacations submitted before April 1st of each year will be considered on a seniority basis. After April 1st time off will be considered on a first come, first served basis. A maximum two weeks’ vacation may be allowed in July and August. More than two weeks’ vacation may be allowed in July and August if the full allotment of vacations are not applied for.

b)
A guideline to the maximum number of people who may be off from a crew will be 30%.

· annual vacation days, days-in-lieu, banked time – maximum 20%

· annual personal floating holidays – 10%

Extra floaters will be granted up to 30% if the vacation request total is under 20%.

c)
There will be no limit to one-day vacations available per year. Approval of one-day vacations will be granted seven (7) days prior to the requested day.

d)
Requests for vacation time off should be submitted seven (7) days prior to the requested dates.

e)
One-week vacations will have precedence over one-day vacations until the seven-day approval date is reached for one-day vacations.

A maximum of five (5) one-day vacations submitted prior to April 1st will be approved on a seniority basis and take precedence over single day vacations applied for after April 1st.

The Company reserves the right to cancel this policy with 30-days’ notice to Local 10-B.

E.
TRAINING AND EDUCATION

1.
Job Training

The Company will pay overtime rates for all on-the-job training in excess of the regular work day.

2.
Educational Refund Policy

a)
Management will refund one hundred per cent (100%) of the cost (including tuition and textbooks), to a maximum of seven hundred and fifty dollars ($750.00) per year, for any job-related course completed and passed by an employee. Prior, signed approval is required from the employee’s supervisor and department manager. Forms are available from Human Resources.

b)
S.A.I.T. courses – Steam Plant: Financial assistance for S.A.I.T. courses for steam plant personnel will be provided in accordance with the Company educational policy, except that such assistance will be advanced to the employee since the course is mandatory.

F.
MEALS

1.
Meal Tickets

Where an employee is entitled to a meal, he/she shall only have the option of a meal voucher or a meal ticket.  The meal voucher option will be effective two (2) months following ratification of the collective agreement. 

The meal ticket is valued at Base Rate and will be added to the employee’s pay.  The value of the meal ticket will change each year by the same % amount as annual wage adjustments as negotiated between the parties in the collective agreement. 

The meal voucher is valued at Base Rate and taxed in accordance with Canada Revenue Agency policy.  The meal voucher will be provided by the employee’s supervisor and will be redeemable only at company approved restaurants for up to one (1) year following the issue date.  The face value of the meal voucher will change each year by the same % amount as annual wage adjustments as negotiated between the parties in the collective agreement.

The following applies to day workers only:

When working overtime after a regularly scheduled shift and a meal ticket or meal voucher is taken, twenty (20) minutes at time and one-half will be added to the employees pay.

2.
Meal Break During Shutdowns
In regard to overtime meals on major shutdowns, it is recognized that some individuals prefer not to eat when the meals are provided. In this situation, a short work break will be provided to allow the individual to eat. It is understood that a meal ticket will not be given unless this arrangement has been made ahead of time.

3.
Lunch Breaks – Bale Line

The Company will develop a method under normal operating conditions so that the employees on the bale line will be given time to eat.

4.
Technicians

Those technicians performing tests in the Thompson River, Kamloops Lake area shall have the option of a meal ticket as per past practice.

G.
PAYMENT OF WAGES

1.
Full Day’s Pay if Injured During Working Hours

An employee will receive a full day’s pay when injured and his doctor says he cannot return to work. Nurse will follow up with the doctor to verify.

2.
Shutdown Rates for Operators During Maintenance Shutdowns

a)
During planned shutdowns, operations personnel will continue to receive their regular job rate for time worked with Maintenance.

b)
Leaves of Absence, Holidays and Floaters would be administered by each department and wherever possible such time off would be granted subject to approval of the department manager.

3.
Paid Lunch Break for Work on Day Off

An employee who is asked to work on his/her day off will be paid overtime for all time on the job, including lunch breaks and coffee breaks.

H.
OVERTIME

1.
Overtime List for Equalization

Management has agreed to consider any suggestions proposed by union. Union to propose a system at the department levels. Supervisors have been instructed that they should, as much as possible, spread the overtime throughout their crews.

2.
Overtime Distribution Posted Twice a Month

The Union will receive an overtime list after each pay day outlining the department, the number of hours of overtime and the number of employees involved. These lists will also be posted on the Company notice boards.

I.
SAFETY AND ACCIDENT PREVENTION

1.
Safety Eye Wear Policy

Domtar – Kamloops Pulp Mill, recognizes the potential danger of eye injuries in its operation. We have, therefore, a Safety Eye Wear policy which provides employees with both non-prescription and prescription eye wear. Details of this policy can be obtained from the Health & Safety Department.
2.
Safety Meetings – Payment

Members of the Safety Committee or employees attending regular safety meetings on their own time will be compensated at the overtime rate.

3.
Emergency Fund – Safety

As a means of recognizing all pulp division employees for working safely, management will donate one hundred dollars ($100) per month to the Emergency Fund for each month worked without a lost time accident.

Inquiries and applications for loans will be handled by Human Resources.

4.
Notification of Serious Accident or Serious Near Miss Investigation

Where the Health & Safety Manager (or designate) is called to conduct an investigation of a serious accident, or serious near miss, the union (normally the union safety chairman) will be called regardless of the hour of day or night, to enable union representation at the investigation.

Discretion will be exercised regarding investigation of accidents which can be properly conducted the following work day.

It is the intent of the Company and the union to keep each other fully informed of all accidents and to conduct investigations jointly where union members are involved.

5.
Labour/Management Mill Inspections

During the 2008- 2012 Labour Agreement, the Health & Safety Manager and the union safety committee chairman will schedule periodic mill inspections on an irregular basis for the purpose of general accident prevention.

6.
16 Hour Maximum

No employee shall work over sixteen (16) hours in any twenty-four (24) hour period. After an employee works long hours, a minimum of eight (8) hours shall pass before he would again be called in.

J.
MODIFIED / TRANSITIONAL WORK PROGRAMS

Modified Work Program (19-May-98)

1.
Objectives of the Modified Work Program.

1.1.
To provide a consistent, voluntary, timely, process for assisting employees who have been disabled by injury or illness, on or off the job, to return to productive work.

1.2.
To provide a consistent process for accommodating workers who may require modified work during pregnancy or while waiting for major surgery.

1.3.
To support the reintegration of disabled workers among co-workers and supervisors.

2.
Basic Principles.

2.1.
Confidentiality will be respected at all times.

2.2.
Assisting disabled workers is a joint union-management responsibility. A joint union-management committee, known as the Modified Work Committee, will administer the program.

2.2.1.
Disability coordinators will be appointed by the Company and the Union. The coordinators will work together with the health of the client as their primary focus.

2.3.
Timely return to work in a safe and controlled manner will facilitate rehabilitation.

2.4.
Success of the program depends on the degree to which it integrates the needs of disabled workers, the Union, the Company, supervisors, and co-workers.

2.5.
The Modified Work Program works in conjunction with the Transitional Work Program.

2.5.1.
The Modified Work Program will not be available when full rehabilitation is estimated to take eight weeks or less.

2.6.
All disabilities will be fully considered under the modified work program but the proposed work must be meaningful to the worker and useful to the Company.

2.7.
Each case will be considered on an individual basis but must conform to the objectives and basic principles of this program.

2.8.
Whenever possible, it is best to return the disabled worker to his or her original department. Alternatives in order of preference are:

(a)
return to original job if it can be modified to suit the worker

(b)
alternate job within the same department

(c)
alternate job within the mill

(d)
special job, which may include a group of tasks, created to accommodate the worker

2.9.
Workers requesting modified work will be considered after they have seen their family doctor and have been diagnosed by a specialist (except in the case of pregnancy).

2.10. 
Modified work will only be offered after a complete medical assessment of their limitations, including hours of work and overtime, has been done and reviewed by the Case Coordinators.
2.10.1.
Any assessment costs not covered by Medicare or the insurance carrier will be borne by the Company.

2.11.
Clients on Modified Work will be eligible for overtime if allowed by medical assessment.

2.11.1.
Any overtime worked, when eligible, must fall within the scope and limitations identified in their individual modified work program.

2.11.2.
Development, implementation, and problems that may arise from the overtime issue will be handled by Standing Committee.

2.12.
Co-workers and supervisors will be involved in discussions if they are being asked to accommodate a disabled worker.

2.13.
The Company will allow disabled workers time off for rehabilitation therapy if prescribed by their doctor and all reasonable efforts have been made to schedule appointments during non-working hours.

2.14.
The Company will make every reasonable effort to provide suitable modified work, within the guide-lines stated in section 2.6.

2.15.
Disability coordination services will be offered to all people on modified work, including those grandfathered with modified duties before the implementation of this program.

2.16.
Employees who return to work in other than their original job, will be paid the higher of the rate of their new job or their previous card rate. Disabled employees will retain their department seniority and will be considered for reintegration into the line of progression whenever their job grouping changes.

3.
Modified Work Committee Structure

3.1.
Full-time members of the Modified Work Committee will be:

· Supervisor, Health & Safety Department
· Management Representative appointed by the Mill Manager

· C.E.P. Local 10-B JSC Co-chairman.

· C.E.P. Local 10-B Health & Welfare Committee Member

· C.E.P. Local 10-B 2nd Vice President, or designate (optional)

· Modified work Case Coordinators (if different than above)

3.2.
Ad hoc members of the Modified Work Committee

· Disabled worker

· Family doctor

· Medical specialist

· Rehabilitation specialist

· Supervisor of disabled worker

· C.E.P. Local 10-B 1st Vice President, or designate.

3.3.
Other interested parties

· Communications, Energy and Paperworkers Union

· Superintendents and Managers

· Health benefits insurance carrier

· WorkSafeBC representatives
4.
Responsibilities of the Modified Work Committee

4.1.
Administer the Modified Work Program and meet as required but at least quarterly to review the client list and resolve any problems with the functioning of the program.

4.2.
Approve specific work limitations of disabled workers based on medical information and recommendations of case coordinators and rehabilitation specialists and ensure the proposed modified work fits the limitations.

4.3.
Assist the Case Coordinators, at their request, to meet with disabled workers, co-workers, and supervisor to clearly communicate the approved work limitations and the modified work proposal.
4.4.
Set up and conduct an audit interview process to measure rehabilitation progress and ensure that disabled workers are not being put at risk by attempting to do work beyond their approved limitations.

4.5.
Prepare an annual report summarizing the activities of the Modified Work 
Program.
5.
Responsibilities of Case Coordinators

5.1.
Case coordinators from the Union and the Company work together with other support persons, such as the family doctor, medical specialist, rehabilitation consultant to obtain a complete assessment of the worker’s limitations in order to develop an individual plan.

5.1.1.
A Union Case Coordinator will make the initial contact with Local 10-B clients. Subsequent contact can be by either case coordinator, depending on the wishes of the client.

5.1.2.
The Union Case Coordinator and the Company Case Coordinator share all general information and work together to provide the best service to the client. Specific medical information will not be shared without the written consent of the client.

5.1.3.
The Company will provide Case Coordinators with disability management training and the necessary follow-up training to maintain their qualifications.

5.2.
Case Coordinator duties

5.2.1.
Receive immediate notification of all work related injuries where lost time may be a possibility and all weekly indemnity claims of one week duration or longer.

5.2.2.
Contact client as early as possible but at an appropriate time to:

1. Offer general assistance.

2. Discuss the Modified Work program, when appropriate.

3. Leave copies of the Modified Work Program and the Transitional Work Program with the client.

4. Follow-up the initial visit to see if there is any interest in returning to work if suitable modifications can be made.

5. Assess the appropriate frequency of on-going communication.

5.2.3.
When the client shows interest in returning to work:

6. Work with the supervisor to obtain or develop a job demand analysis for the client’s current job.

7. Communicate the client’s interest in returning to work to the supervisor and others in the department.

8. Gather the required documents for the client to take to their doctor for evaluation and identification of limitations.

9. Meet with the client and their supervisor to discuss limitations identified by the doctor and develop a job description for the modified work.

10. Discuss the job description and limitations with the Modified Work Committee. Approve specific work limitations of disabled workers based on medical information and recommendations of rehabilitation specialists; and ensure the proposed modified work fits the limitations

11. Provide the finalized job details to the client’s physician for medical approval, if required.

12. Schedule a return to work meeting with the client, their supervisor, worker representative, and area superintendent or manager.

13. Approve changes to modified work limitations based on input from the worker, the supervisor, and the medical specialists.

5.2.4.
After the client returns to work:

14. Visit the client at their worksite during the first week and then periodically to ensure that things are going as planned.

15. Assist with any further modifications, if necessary.

16. Schedule formal reviews as deemed appropriate.

5.2.5.
Educate the medical community about the Modified Work Program

6.
Responsibilities of Management

6.1.
Health & Safety Supervisor responsibilities

6.1.1.
Take the lead role in providing modified work program services to clients.

17. Utilize professional background to assume the role of primary case coordinator with duties as outlined in section 5.2.

18. Act as the primary liaison with rehabilitation consultants and the medical community.

19. Coordinate meetings and contact supervisors to review limitations identified through the Case Coordinators.

20. Maintain a list of persons on modified work and their limitations.

6.2.
Supervisors’ responsibilities

6.2.1.
Take the lead role in accommodating disabled workers.

21. Refer any individual who cannot do all aspects of their job to a Modified Work Case Coordinator.

22. Implement and monitor modified work to ensure that a worker who is on modified work is not assigned any work which is on the list of restrictions outlined by the Case Coordinators.

23. Review job demand analysis descriptions to ensure that they are consistent with the actual work expected of a worker in that position.

24. Identify ways to modify work in their area to accommodate disabled workers.

25. Identify suitable work for the “job bank”. The job bank is a backlog of work that needs to be done but can wait until someone is available from transitional or modified work.

6.3.
Superintendents’ responsibilities

6.3.1.
Take the lead role in monitoring modified work in their department

26. Take ownership of disabled workers from their department and makes all reasonable efforts to modify work to suit the limitations identified by the Case Coordinators.

27. Audit modified work in their department and investigates complaints to ensure that disabled workers are not put at risk by doing more than outlined in their modified work limitations.

28. Follow-up to ensure that supervisors are not providing ongoing accommodation to an employee rather than referring them to a Modified Work Case Coordinator.

29. Approve work for the “job bank” and administer the job bank for their area.

6.4.
Managers’ responsibilities

6.4.1.
Work cooperatively with the Union and provide resources and education to ensure the effectiveness of the Modified Work Program.

· Ensure that superintendents and supervisors have the training required to effectively implement the Modified Work program.

6.4.2.
Take the lead role in finding an accommodation in more difficult cases.

· Work together with other managers and superintendents to find and modify work in the mill to accommodate disabled workers who can’t be accommodated in their own departments.

7.
Responsibilities of C.E.P. Local 10‑B

7.1.
Work cooperatively with the Company to accommodate disabled workers.

7.2.
Appoint one or more case coordinators with duties as outlined in section 5.2.

7.3.
Work with the Company to resolve any issues arising out of the implementation of the Modified Work program or any specific case or issue that cannot be resolved by the Modified Work Committee.
8.
General Provisions

8.1.
The new Modified Work Program will be in effect for a trial period of one year, starting on the date shown on this document.

8.1.1.
Either party has the right to terminate this agreement with thirty days written notice.

8.1.2.
In the event of termination, the Modified Work Program will revert back to the terms and conditions of the previous program dated 28-Feb-96.

8.2.
Although increased productivity may result, it is not the focus of this program. Financial benefits of the Modified Work Program and the Transitional Work Program will be measured and reported regularly to help sustain and enhance the programs.

8.3.
The Modified Work Committee will review the Modified Work and Transitional Work Programs on an annual basis and update as required.

Transitional Work Program (10-Nov-98)
1.
Objectives of the Transitional Work Program.

1.1.
To provide a consistent, voluntary, timely, process for assisting employees to return to productive work who have been temporarily disabled by injury or illness, on or off the job, and are likely to rehabilitate in eight weeks or less.

1.2.
To compliment the Modified Work Program by accommodating employees whose rehabilitation may take longer than eight weeks and are waiting for a full assessment for Modified Work.

1.3.
To provide an opportunity for employees to rehabilitate more quickly by working as close as possible to their own job.

2.
Basic Principles.

2.1.
Confidentiality will be respected at all times.

2.2.
Assisting disabled workers is a joint union-management responsibility. The Transitional Work Program will be administered by the Modified Work Committee.

2.3.
Timely return to work in a safe and controlled manner will facilitate rehabilitation.

2.4.
Success of the program depends on the degree to which it integrates the needs of disabled workers, the Union, the Company, supervisors, and co-workers.

2.5.
Transitional work must be meaningful to the worker and useful to the Company.

2.6.
Each case will be considered on an individual basis but must conform to the objectives and basic principles of this program.

2.7.
Whenever possible, it is best to return the disabled worker to his or her original department. In operating departments, a person on transitional work must be additional to the minimum crew complement to avoid putting a disabled worker at risk.

2.8.
Workers requesting transitional work will be accommodated after the appropriate forms have been completed and approved by their family doctor.

2.9.
Only pre-arranged overtime is allowed while on transitional work and only if permitted by their doctor.

2.10.
The Company will allow disabled workers time off for rehabilitation therapy, if prescribed by their doctor and all reasonable efforts have been made to schedule appointments during non-working hours.

2.11.
Disability coordination services (as outlined in section #5 of the Modified Work Program) will be provided to all people who are candidates for transitional work.

3.
Transitional Work Procedure

3.1.
Initial contact

· case coordination services will be provided to every employee who is off work due to injury or illness as per section 5 of the Modified Work Program.

3.2.
Letter to the family doctor

· employees interested in transitional work will be provided with the appropriate forms to take to their family doctor. This includes:

a summary of the Transitional Work Program

a job demand analysis of the employee’s current job

a form to list specific work restrictions or limitations

3.3.
Meeting between employee, supervisor, and Modified Work Case Coordinators, or designates.

· The objective of the meeting is to identify work which fits the restrictions identified by the doctor and is consistent with section 2.5 & 2.7 of this program.

3.4.
Transitional work meeting

· One of the Case Coordinators will document the client limitations and proposed work agreed to at the meeting in section #3.3 and send a memo to the supervisor, superintendent, and other members of the Modified Work Committee.

4.
Responsibilities of Management

4.1.
Supervisors’ responsibilities

1.
Initiates, implements and monitors transitional work to ensure that a worker who is on transitional work is not assigned any work which is on the list of restrictions outlined by the Case Coordinators.
2.
Review job demand analysis descriptions to ensure that they are consistent with the actual work expected of a worker in that position.

3.
Identify ways to modify work in their area to accommodate disabled workers.

4.
Submit work for the “job bank”. The “job bank” is a backlog of work that needs to be done but can wait until someone on transitional work or modified work is available.

4.2.
Superintendents’ responsibilities

1.
Take ownership of disabled workers from their department and make all reasonable efforts to modify work to suit the limitations identified.

2.
Audit transitional work in their department and investigate complaints to ensure that disabled workers are not put at risk by doing more than outlined in their limitations.

3.
Approve work for the “job bank” and administer the job bank for their area.

4.3.
Managers’ responsibilities

1.
Work together with other managers and superintendents to find and modify work in the mill to accommodate disabled workers who can’t be accommodated in their own departments.

2.
Ensure that superintendents and supervisors have the training required to effectively implement the Transitional Work program.

5.
General Responsibilities

5.1.
It is understood by both parties that the success of the Transitional Work Program depends on strict adherence to the objectives, principles and responsibilities laid out in this document. Non-adherence may result in reverting back to the more restrictive Light Duty Program.

5.2.
Although increased productivity may result, it is not the focus of this program. Financial benefits of the Transitional Work Program and the Modified Work Program will be measured and reported regularly to help sustain and enhance the programs.

6.
General Provisions

6.1.
The new Transitional Work Program will be in effect for a trial period of one year, starting on the date shown on this document.

6.1.1.
Either party has the right to terminate this agreement with thirty days written notice.

K.
SENIORITY RELIEVING DUE TO VACANCY

If it is determined that there is to be a vacancy for four (4) tours or longer, the move up the lines of progression will be by total crew seniority. If this is not possible, the senior employees who were temporarily by-passed will receive the same higher rate of pay as the by-passer. It is understood that, should the senior employee not wish to change crews due to the inconvenience of the short duration of the move, he will not receive the same higher rate. Seniority moves up the lines of progression will apply in all cases except holidays and training.

If it is predetermined that the vacancy is for four (4) tours or longer, the move will be immediate.

L.
GROUP INSURANCE SICK BENEFITS

The Group Insurance Program (Sick Benefit) booklets are available in the Human Resources Department: Procedures for receiving benefits are as follows:

a)
Absent employees should contact their supervisor at the mill indicating the reason for being absent.

b)
Employees who:

i)
Are injured away from their job (non-occupational)

ii)
Are hospitalized

iii)
Are ill for more than three (3) days (are eligible beginning the fourth (4th) day for benefits) should contact the plant nurse immediately. The nurse will issue the necessary form which the employee will have completed by him/herself, the doctor, and then returned to the nurse.

Note:
i)
Employees listed in number (iii) above will not recover payment for the first three (3) days of their illness.

ii)
Cheques are received from the nurse; exceptions to this will be dealt with on an individual and co-operative basis.

M.
FIRST AID

1.
First Aid Bonus

All employees who hold a valid Occupational First Aid Ticket will be paid a monthly bonus, subject to the following conditions:

a)
The employee possesses a valid Occupational First Aid III Certificate.

b)
Employees who receive a payment from the Company for first aid duties or stand-by first aid duties will not be eligible for the bonus.

Employees who meet the conditions set out in (a) and (b) will receive fifty dollars ($50) per month in recognition of their first aid ticket. It is understood that employees who receive this bonus may be called upon to assist in the administration of first aid treatment until the regular first aid men/women arrive, or to provide supplementary interim service should the regular first aid men/women have to rush an injured or sick person to the hospital.

N.
MISCELLANEOUS

1.
Contracting Out Committee

The Contracting Out Committee Chair or alternate will be informed of the need to bring in contractors – so that all factors may be considered.

Consistent with the provisions of Article 1, Section 1 of the Labour Agreement, the Company will endeavour to avoid bringing contractors into the mill.

When a project is contemplated that may require a contractor to perform work on the mill site, the Company will notify the Contracting Out Committee Chair or alternate, as currently practiced, and invite recommendations prior to the Company’s decision to award the contract.

2.
Union Dues Check Off

The Union, has submitted a Statutory Declaration to the Company, and the latter has agreed to honour a revocable check-off of Union dues.

3.
Disclosure of Personal Disciplinary Information

The Human Resources Manager will review any personal disciplinary information held in any employee’s personnel file with that employee if so requested by the employee.

A union representative, with written permission from the employee, will have access to review any personal disciplinary information in any employee’s personal file, for research purposes.

4.
Summer Student Relief Pool

The Company and the Union subscribe to a summer student vacation relief program from May to September each year. Summer students will be hired into the Summer Student Relief Pool and will, for the purpose of seniority, only hold seniority in that relief pool. The Summer Student Relief Pool will be discontinued and all summer students laid off at the end of the day on the Sunday of the Labour Day weekend.

Summer students who wish to reapply for permanent employment, would, if hired, be considered new employees with the Company seniority dating from the date of permanent hire.

All summer students hired into the Summer Student Relief Pool will be advised of this policy at time of hire.

5.
Apprenticeship Committee

Apprentices will not sit on the Apprenticeship Committee.

6.
Emergency Response Team

All named members will receive an additional forty cents (40¢) per hour for all hours worked and as of May 1, 2006, fifty (50¢) cents per hour for all hours worked.

In addition to the regular mill life insurance plan, the Company will provide an extra one hundred thousand dollars ($100,000) A.D. & D. insurance to named members of the emergency response team.

7.
Training

The Company will endeavour to provide in-service training when a factory representative or other outside expertise is used within our mill. The Company cannot make a commitment as to the number of people involved or the frequency of such training but does recognize the advantages to the employee and to the Company in this type of training.

8.
Employee Cheque Deposit

All employees may, at their request, have their pay cheques deposited directly into their bank accounts. To do this, employees should contact Payroll.

Employees having their pay cheque deposited receive a cheque stub on regular paydays. This stub will indicate their earnings and deductions.

9.
Booster Battery and Air Lance

A portable booster battery will be kept at the main gate on a sign-out, sign-back basis for employees whose cars will not start in the parking lot.

An air supply will be made available for employees to blow fines off motors. Proper safety instructions and eye protection provisions will be provided.

10.
Induction of New Employees

A local union officer will be afforded the opportunity to be part of the induction process for new employees.

11.
Retirees Health Coverage

The Company will provide medical/extended health coverage to retirees at no cost to the retiree.

12.
Steam Plant Ticket Requirement

Employees hired or transferred into the Steam Plant must obtain a 4th Class Stationary Engineer’s certificate within eighteen (18) months.

If the employee is unsuccessful, he will be transferred out of the department.

Those employees that apply for and are selected by the Steam Plant will retain their job seniority in their previous line of progression for eighteen (18) months or until they receive a 4th Class Stationary Engineer’s certificate of competency.

13.
Special Leave of Absence

The Company will grant special leave for up to thirty (30) days, without pay, to any employee for a legitimate reason, and such leave will not be unreasonably withheld.

14.
Company Travel – Life Insurance

The Company will provide for sixty-thousand dollars ($60,000) extra A.D. & D. insurance for employees while traveling on company business.

15.
Procedure – Suspensions

An employee whom the company suspends shall be retained at work until any grievance contesting such a suspension is resolved through the grievance and arbitration procedure.

If the cause for suspension endangers the physical welfare of the employee, or other employees, the employee may then be removed from active work (without pay) until the resolution of the grievance.

Grievances involving employees who are retained at work under this provision will be handled in the Expedited Arbitration Procedure or as mutually agreed otherwise. If the arbitrator upholds the suspension, the penalty shall be instituted after receipt of the arbitration decision.

The Union will be offered every opportunity to provide input in cases involving either suspension or discharge prior to a final decision being made.

16. Out of Town Work Opportunities Letter of Understanding (Sept. 2, 2002)
The following sets out the agreement reached between Domtar – Kamloops Pulp Mill, as Employer and the Communications, Energy and Paperworkers Union of Canada, Local 10-B, as bargaining agent, concerning out of town work opportunities for members of the Union.

For the purposes of this LOU the parties agree that the term “out of town work opportunities” is reference to work activity that is performed off the Kamloops Mill Site by employees of Kamloops Pulp Mill.

1. It is understood that occasional out of town work opportunities may be assigned to members of the Union subject to Section 2(c).

2. Where such an occasion arises it is understood that:
The Employer will provide the Union with as much advance notice as possible. Any dispute about adequacy of notice will be discussed as per Section 6, below.
a. Following notification, and at the Union’s request, the Employer will provide the Union with a full information package on the scope of the assigned work and provide the opportunity for input.
b. The Employer will not force any member of the Union to accept any out of town work opportunities. The work assignments will be undertaken with the cooperation of the employees. The Employer remains committed to respecting the collective agreement in the assignment of work.

3. Where a member of the Union participates in any out of town work activity at the request of the Employer:
a. The employee shall suffer no loss of wages or benefits as a result of his/her participation in such activity; and
b. The Employer shall ensure that appropriate steps have been taken to provide for:
i. medical insurance coverage;
ii. workers’ compensation coverage;
iii. necessary documentation and compliance with government obligations including but not limited to any taxation and visa requirements; and
iv. actual and reasonable travel and expenses incurred as a result of the out of town work activity. Travel expenses will be paid in accordance with the prevailing policy.

4. This Letter of Understanding is intended:
a. To form part of the Local Agreement between the parties; and
b. That the LOU will thereafter continue in force unless either party provides written notice of cancellation 60 days in advance of the expiry of the Collective Agreement. Cancellation will take effect upon renewal of the Collective Agreement. Thereafter either party may cancel by notifying the other party in writing sixty days before the expiry of the current Collective Agreement.

5. Nothing in this LOU is meant to affect existing practices concerning employee participation in activities such as boiler/safety audits, meetings, consultation or training opportunities that relate to the operation of the Kamloops Pulp Mill.

6. Any dispute about the operation, interpretation or alleged violation of this Agreement will be referred to Stephen Kelleher for a final and binding resolution on an expedited basis. Mr. Kelleher may determine his own procedure in order to provide a resolution on an expedited basis including telephone calls, written submissions and/or hearings on short notice. The Union agrees that it will avail itself of this procedure and not restrict or prohibit employees from considering or participating in out of town work opportunities.

7. This agreement is without prejudice to the position of either party on the issue of out of town work opportunities.

17. Stores Rates of Pay

Upon completion of the Industrial Warehouse apprenticeship and the Principles of Inventory and Operational Controls PMAC course the ‘A’ Trade rate will be provided to the grandfathered group (seven incumbent Stores employees). This agreement was reached on a without prejudice basis. It recognizes the ongoing review of duties for Stores personnel in order to optimize the use of their education and skills. Unless the Company so decides, all other Stores openings in future will not be required to attend apprenticeship schooling or PMAC training and they will receive the rates established by the job evaluation plan.

For those grandfathered, rates will be applied retroactively to May 18, 2001 as per the 1st, 2nd and 3rd year apprenticeship rates.

All other Stores employees (i.e. temporaries and future employees) will be subject to the rates as described in Appendix ‘A’ – Mill Stores and as determined by job evaluation.

O. LETTERS OF UNDERSTANDING AND INTENT
1.
Notes of clarification regarding flexible work practices.

These notes are an understanding between the C.E.P, Local 10–B and Domtar on the intent and implementation of flexible work practices at the Kamloops Pulp Mill.

1.
The Company and the Union are committed to implement flexible work practices in a safe and common sense manner.

2.
The Company and the Union will work together, collectively and individually, to identify and seize the benefits flexibility is intended to provide. By so doing we will enhance the viability of the Kamloops Pulp Mill which should improve employment security.

3.
Upon ratification of this agreement each employee will utilize all of their existing skills as well as:

3.1
Those which have been taught in the apprenticeship program and have been restricted by past practice and may require refresher training.

3.2
Those which can be passed on by hands on instruction and those which can be developed without extensive training.

3.3
Those skills acquired while assisting each other, regardless of department or occupation.

3.4
Employees having multi TQ’s will be expected to utilize all skills of their qualifications while respecting the individual’s core trade.

4.
Employees will learn and utilize new skills to enhance their effectiveness. New skills will be acquired through the delivery of Module training and ongoing training. It is the responsibility of the Company to provide the training. The Company and Union should work together in the identification, development and delivery of the training material.

5.
The Company will endeavour to deliver Module 1 training within twelve (12) months of ratification and the second maintenance module with twenty-four (24) months of ratification. Should the Company fail to provide an employee’s training for reasons beyond the employee’s control the flexibility compensation for that module will be paid after the 12th or 24th month, as applicable. Employees failing to complete the training for reasons outside the company’s control (e.g. illness, earned time off, failure to demonstrate competency, etc.) will not receive flexibility compensation until the training has been completed. Special cases may be referred to the joint council. Should an employee be unable to attend a scheduled module training session for reasons beyond his/her control the company will make every reasonable effort to reschedule the employee for training upon the employee’s return to work.

5.1
Wherever possible, module based training will be assigned by seniority.

5.2
The premium associated with each module will be paid upon successful completion of the module by that individual. Successful completion will be determined by demonstrating competency and ensuring that the employee understands the materials taught. Skills acquired in the modules will not be utilized until the whole module is completed and/or the module premium is paid on an individual employee basis.

5.3
At the end of the modular training all rates within a given classification will be the same.

6.
The length of time that a maintenance employee will be assigned work outside of their classification will depend upon the circumstances in the terms of productivity, safety and capabilities. The Company maintains the right to eliminate trade categories through attrition. However, based on the current understanding of the work requirements, the Company does not believe there will be a need to eliminate any of the existing trade categories during the term of the Agreement. Tasks will be assigned in a fair manner.

7.
In Operations, an operator can be assigned work outside his/her line of progression while his/her equipment is operating if it makes good common and business sense. Control room operators will not be assigned such tasks unless alternate arrangements have been made to cover their duties. Under normal circumstances, for work outside the line of progression, the junior person will be assigned the task unless his/her work requirements prevent it. In this case, the next junior person will be assigned. It is the intent of the company to utilize current practices of filling vacancies that are scheduled in advance in the lines of progression. Tasks will be assigned in a fair manner, respecting lines of progression and seniority.

8.
It is every employee’s responsibility to ensure that the economic value of flexibility is achieved.

9.
Wherever there is a work requirement that is governed by regulations or legislation, a person with the appropriate certification will do the work. It is recognized that not all aspects of such a job needs to be done by a person with appropriate certification.

10.
The Company and Union believe that flexible work practices will enhance our employees abilities and are intended to assist in reducing contracting out of work.

2.
Letter of Understanding – Temporary Trades

Purpose

The purpose of this agreement is to assist in reducing contracting out costs associated with major mill maintenance shutdowns. It is also intended to improve the Mill’s competitiveness with other producers of Northern Bleached Softwood Kraft. 

Scope and Terms

The Company and Union are committed to providing as much work as possible to the regular workforce and it is not the intent of this letter to detract from this commitment.  It is not the intent of the employer to replace its regular workforce through the use of Temporary Trades.

In keeping with a joint commitment of the Company and Union to reduce the high cost of contractors, the Company may hire Temporary Trades during major maintenance shutdowns.  

The Company will notify the Union of its intent to utilize Temporary Trades, the scope of work, numbers, and the intended term of their employment, thirty (30) days prior to the shut down.   

Temporary Trades may be utilized, pre and post major mill maintenance shutdowns, to work up to a total of ten (10) working days in addition to the maintenance shutdown period.  

The following conditions will apply to the use of Temporary Trades:

· Permanent mill employees will be given preference to pre-scheduled OT within their working area (whether area or assigned area) prior to Temporary Trades.

· Once in the mill, Temporary Trades will be treated as mill employees for OT purposes with regard to job continuation.

· Union dues will be deducted for the period of their employment and remitted to the Union.

· Temporary Trades will follow shift schedules that maximize their effective use during their temporary employment.

· Contributions will be paid into the Pulp & Paper Pension Plan for all hours worked by the Temporary Trades.

· Temporary Trades will be authorized to use all their skills (e.g.: TQ, forklift, first aid training, JLG (lifting platform), fire watch, scissor lifts, crane training, Hilti, etc.).

· Temporary Trades will have no rights under Article XXI – Seniority and Article XXV – Contracting.

· Temporary Trades will be paid in accordance with Exhibit A – Job Categories and Wage Rates for hours of work performed.

· Temporary Trades will not be eligible for health and welfare benefits.
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