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Agreement Entered Into on This

Thirtieth day of October, 2023

Between FCA Canada Inc.
(Hereinafter referred to as "FCA Canada” or the
“Company")
and the following Local Unions

Unifor Locals
1285 1459 1498
and Unifor
(The said Local Unions and the National
Union being hereinafter referred to
collectively as the "Union.")
(Note: The headings used in this Agreement and

exhibits neither add to nor subtract from
the meaning but are for reference only.)



PURPOSE AND INTENT

PURPOSE AND INTENT

The general purpose of this Agreement is to set forth terms
and conditions of employment, and to promote orderly and
peaceful labour relations for the mutual interest of the
Company, the employees and the Union.

The parties recognize that the success of the Company and
the job security of the employees depending upon
the Company's success in building a quality product and its
ability to sell such product.

To these ends the Company and the Union encourage to the
fullest degree friendly and cooperative relations between
their respective representatives at all levels and among all
employees.



RECOGNITION

RECOGNITION

(1.1) Employees Covered

(a) Pursuant to and in accordance with all applicable
provisions of the Ontario Labour Relations Act, FCA
Canada Inc., (herein called the Company) does hereby
recognize the Union as the exclusive representative for
the purposes of collective bargaining in respect to rates
of pay, wages, hours of employment, and other
conditions of employment for the term of this Agreement
of all employees of the Company included in the
bargaining units described in Schedule "A".

(b) If the Company builds a new facility and transfers to it a
significant portion of work performed exclusively by
employees covered by this Agreement, this Agreement
shall automatically cover employees working in the same
or similar classifications at the new facility if the parties
agree, or in the absence of agreement, if the Ontario
Labour Relations board shall determine, that such facility
or any part thereof constitutes an accretion to the
bargaining unit this Agreement covers, excluding such
employees as the parties agree, or the Board decides,
should be excluded.
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SCHEDULE "A"
BARGAINING UNIT DESCRIPTIONS

referred to in Section (1.1)
of the following Agreement:

Office and Clerical
and Engineering

between
FCA Canada Inc.
and Unifor
2023

APPENDIX
SCHEDULE "A’

Bargaining Units referred to in Section (1.1) of the Office and
Clerical and Engineering Agreement between FCA Canada
Inc., and Unifor and certain of its Local Unions dated
October 30, 2023.

1.

All office and clerical employees of FCA Canada Inc. in
its offices in the City of Windsor save and except
Supervisors and those above the rank of Supervisor.
Private Secretaries to Supervisors and above, and
employees employed within the following classifications:
Management Trainee, Photographer Technician, Tax
Analyst, E.D.P. Analyst, E.D.P. Technician, Systems
Analyst, Marketing and Distribution Analyst, Program
Planning Coordinator, Buyer, Coordinator of Vendor
Tooling, Parts Marketing Specialist, Industrial Engine
Technician, Parts Remanufacturing Development
Technician, Staff Person — Sales Administration, Staff
Person — Sales Operations, Staff Person-Production
Control, Product Engineer, Confidential Clerk to Plant
Management, Credit Manager, and all employees in the

3



RECOGNITION

following divisions, departments or sections: Personnel
Division, Plant Labour Relations Dept., Manufacturing
Budget Dept., Salary Payroll and Benefits Dept.,
Systems and G. & A. Budget Dept., Profit Planning and
Analysis Dept., Product Analysis Dept., Budget and
Financial Analysis Section of the Parts Accounting
Dept., General Ledgers Dept., Industrial Engineering
Dept., Quality Engineering Dept., and the Manufacturing
Engineering Dept., with the exception of employees on
the Engineering Detail classification. The foregoing
description of the bargaining unit shall be construed to
exclude from the bargaining unit all employees in the
following departments except Clerks, Typists and
Stenographers unless acting as Private Secretaries to
Supervisors and above: Market Representation Dept.,
(including Dealer Development Dept., Dealer Enterprise
Dept., Dealer Planning Dept., Business Management
Dept.), Marketing Services Dept., (including Truck Sales
Dept., Fleet Sales Dept., Service Engineering Section
and Service Promotion Section of the Service Dept.),
Banking and Credit Dept., and Advertising and Sales
Promotion Dept.

All office and clerical employees of FCA Canada Inc.
Etobicoke Casting Plant in the Township of Etobicoke,
save and except supervisors, persons above the rank of
supervisor, plant nurse, security guards, private
secretary to the plant manager, secretary to the
manager of industrial engineering, secretary to the plant
comptroller, secretary to the personnel manager, budget
clerk, and analyst — method and standards. All Tool
Engineers "A" and Manufacturing Control Engineers
employed by FCA Canada Inc. at its Etobicoke Casting
Plant, Etobicoke, Ontario .

All employees of FCA Canada Inc. in its office at

Windsor employed in the following engineering and
technical classifications: Tool Engineer "A", Senior Tool
Engineer, Plant Engineer "A", Senior Plant Engineer,
Material Handling Engineer, Drafting Person — Tool
and Plant Engineering, Tool Engineer "B", Tool and Die

4
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Designer "A", Trouble Person — Tool Engineering "B"
and Trouble Person — Tool Engineering "A".

4. All employees of FCA Canada Service Contract
Company Inc. in Windsor, Ontario, save and except
Supervisors, persons above the rank of Supervisor,
Systems Development Analyst, Secretary to Manager of
Operations and persons covered by subsisting
collective agreements.

5. All office, clerical and engineering employees of FCA
Canada Inc. in Brampton, Ontario save and except
supervisors, persons above the rank of supervisor,
secretary to the Plant Manager, secretary to the
Manufacturing Engineer Manager, secretary to the
Production Control Manager, secretary to the
Quality Centre Manager, management trainee, supplier
quality assurance engineers, statistical process control
engineers, plant environmental control administrator,
manufacturing engineer control coordinator, network
analysts, industrial engineers, stamping shift control
coordinators, QC Pillar Lead and all employees in the
following departments or groups: personnel, finance,
factory information system, quality control, distribution,
manufacturing group accounting and plant engineering.

If it is considered that the above descriptions differ from the
original Ontario Labour Relations Board certification or the
initial Agreement between the parties concerning the
bargaining unit, the Board -certification of the initial
Agreement shall govern. By agreeing to the foregoing
descriptions, neither party hereto waives the right to move to
amend or clarify any certification by the Ontario Labour
Relations Board.

(1.2) Management Rights

The Company has the exclusive right to manage its plants
and offices and direct its affairs and working forces, except
as limited by the terms of this Agreement and any
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Memorandums, Letter Agreements or Supplementary
Agreements that by their terms modify this Agreement.

(2.3) Excluded Personnel
The Union will not represent anyone in a supervisory
capacity or other representatives of management.

(1.4) Equal Application of Agreement

The Company and the Union, in their respective fields, have
been leaders in adopting and effectuating policies against
discrimination because of race, national or ethnic origin,
colour, religion, age, sex, gender identity, gender expression,
marital status, family status, disability, sexual orientation,
same sex partnership status, and conviction for which a
pardon has been granted. The terms and conditions of
agreements between the Company and the Union always
have applied equally to all employees, regardless of such
considerations.

In order to assure full knowledge and understanding of the
foregoing principle on the part of employees and all agents
and representatives of the Company and the Union, the
parties hereby incorporate the same in this Agreement. Any
employee who claims that, in violation of said principle, said
employee has been denied rights guaranteed by this
Agreement or the Ontario Human Rights Code, may
complain as provided in the grievance procedure. Any such
claim, when presented in writing, pursuant to Step 1(d) of the
grievance procedure, must contain a full statement of the
facts giving rise to the claim and the reasons why the
employee believes the employee has been discriminated
against.

The grievance and arbitration procedure shall be the
exclusive contractual procedure for remedying such
claims. The Union agrees that it will encourage members to
use the grievance and arbitration procedure with respect to
any claim or complaint against the Company which may be
made the subject of a grievance under the contract. (c02,
c08, c12,c16)
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(1.5) Workplace Harassment

(A) Policy and Procedure

Every employee has the right to work in an environment free
of discrimination and harassment. This right includes the
responsibility to eliminate harassment in our workplace,
either as a participant or as an observer.

This policy and procedure outlines the commitment of FCA
Canada Inc. to ensure a harassment-free workplace as
required under the Ontario Human Rights Code and will act
as a guide to employees in adhering to legal and social
guidelines regarding the recognition and prevention of
harassment.

This policy exists to underline the seriousness of workplace
harassment and to establish that there is no acceptable level
of harassment at FCA Canada Inc. Employees who feel that
they are being harassed are encouraged to seek protection
under this policy. Harassment, discrimination or solicitation,
whether verbal, physical or environmental is not acceptable
and will not be tolerated.

(B) Workplace Harassment Defined

Harassment is defined as a "course of vexatious comment or
conduct that is known or ought reasonably to be known to be
unwelcome", that denies individual dignity and respect on
the basis of the grounds such as: race, national or ethnic
origin, colour, religion, age, sex, gender identity, gender
expression, marital status, family status, disability, sexual
orientation, same sex partnership status, and conviction for
which a pardon has been granted. At FCA Canada Inc. all
employees are expected to treat others with courtesy and
consideration and to discourage harassment.

The workplace is defined as any Company facility and
includes areas such as offices, shop floors, restrooms,
cafeterias, lockers, conference rooms, parking lots, and
company related functions. Included is the use of social
media in a context which may be related to the workplace.
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Workplace harassment includes, but is not limited to, the
following examples:

e Unwelcome remarks, jokes, innuendoes or taunting
about another's body, attire, sex, disability, racial or
ethnic background, sexual orientation, etc., which
cause awkwardness or embarrassment.

e Displaying visuals of a sexual, racial or otherwise
offensive nature such as pornographic pictures,
posters, graffiti, cartoons or simulation of body
parts.

e Leering (suggestive staring) or other gestures.

e Unnecessary physical contact such as touching,
patting or pinching.

e Sexual solicitation or advance made with implied
reprisals if rejected.

e Refusing to work or share facilities with another
employee because of the other's sex, disability,
sexual orientation, racial, religious, ethnic
background or other prohibited grounds.

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

e Mocking prayers, defacing religious articles or
icons, insulting comments about religious wear.

e Misuse of Social media which may be related to the
workplace.

(C) What Harassment Is Not

Properly discharged supervisory responsibilities including
disciplinary action, or conduct that does not interfere with a
climate of understanding and respect for the dignity and
worth of FCA Canada Inc. employees are not considered
harassment. Neither is this policy meant to inhibit free
speech or interfere with the normal social relations that are a
part of life in this organization.

There are occasions when unwanted, offensive behaviour
occurs in the workplace that is not covered by any of the
prohibitive grounds for harassment or discrimination as
defined by the appropriate provincial legislation. Although
this behaviour may be unwelcome, it is not prohibited in the

8
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workplace by Human Rights case law. Behaviour of this
nature is not a human rights or discrimination issue.

Complaints concerning behaviour that may be inconsiderate,
unwanted and may have a negative effect on the workplace,
but exclude elements defined as prohibitive grounds for
harassment or discrimination ought to be raised with your
immediate supervisor. Where this is inappropriate a
complaint may be made to the plant Labour Relations office.
It is reasonable to expect these complaints will be handled
similarly to other Labour Relations related issues. (c02)

(D) Filing A Complaint
If an employee believes that the employee has been
harassed, that employee should:

»  Tell the alleged harasser(s) to stop;

»  Document the event(s), complete with the
time, date, location, names of witnesses and
details for each event.

If the harassment does not stop at this point, or if the
harassed employee does not feel able to approach the
alleged harasser directly, that employee should:

* Immediately report the harassment to the
employee's Union Representative and/or
Supervisor, or if this is not appropriate, to the
local Equity Representative and/or Women's
Advocate, Human Resources Manager, or
designate of the Director of Labour Relations
and Labour Economics.

(E) The Investigation

In minor cases, the Union may try to resolve a harassment
complaint informally without a full investigation when so
requested by the complainant. However, the following
procedure will apply to all complaints requiring investigation:

The person receiving the complaint will advise the local
Human Resources Manager, or such higher authority as may
be appropriate, who will arrange an interview with the
complainant as soon as possible. This interview and the
subsequent investigation will be carried out jointly by the

9
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Union and the Company. The investigation team should be
comprised of at least one woman, whenever the complaintis
sexual in nature.

The investigation will include interviews of the complainant,
the alleged harasser(s) and any witnesses. The Chairperson
of the employee being interviewed may be present with
Union members during the interview. Interview timing and
location will recognize the need to maintain confidentiality.

The investigation team will inform the complainant promptly
as to the results of the investigation and the appropriate
actions that have been or will be taken. The complainant will
also be encouraged to report any further incidents.

The identity of the complainant, the alleged harasser(s), and
the nature of the complaint will be kept confidential and only
other persons with a need to know will be informed.

Confidential records of the investigation including interviews,
evidence and the outcome of the complaint will be
maintained in the office of the Management Employment
Equity Representative. The Union Employment Equity
Representative shall have access to the file, and such
access shall not be unreasonably denied.

(F) Resolution Of The Complaint

If a harassment complaint is proven valid, appropriate
corrective action will be taken against the offending
employee.

If, after completion of a thorough investigation, a harassment
complaint can neither be proved nor disproved in the view of
the investigators, the local Human Resources Manager, in
consultation with the local Plant Chairperson, will attempt to
resolve the conflict in a manner that is agreeable to all
parties.

Complaint resolutions deemed unsatisfactory may be
appealed to the National Employment Equity Co-ordinator or
the Company Equity Manager. New evidence provided may

10
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result in further investigation by the National Employment
Equity Co-ordinator and the Company Equity Manager.
Unsatisfactory resolutions after further investigation can be
appealed to the Master Employment Equity Committee. No
grievance may be filed or pursued on resolutions agreed to
by the Master Employment Equity Committee without written
concurrence of Unifor National Office and written
confirmation of such concurrence of Unifor National Office
and written confirmation of such concurrence to the Director
of Labour Relations and Labour Economics.

If itis determined that the complaint has no validity, and was,
in fact, lodged with malicious intent, the initiator of the
complaint may be subject to action under the misconduct
rules outlined in the Employee Guide.

(G) Right to Refuse

A bargaining unit employee alleging harassment in the
workplace is encouraged to use the above procedure to
resolve a complaint. However, it is agreed, that in serious
cases or when the safety of an employee is being
threatened, it may be necessary for that employee to leave
the job.

Furthermore, the parties agree that details with respect to
the procedure regarding the ability of employees to leave
their jobs as outlined above will be developed by the Master
Employment Equity Committee and will be implemented as a
part of this procedure following the Union leadership and
Management representative training. This procedure was
implemented on June 30, 1994.

(H) The Union and FCA Canada Inc. will endeavour to
resolve all harassment complaints at the local level.
However, if the complaint cannot be satisfactorily resolved
locally or is of an extremely serious nature, then other steps
may be required including the intervention of the National
Union and/or FCA Canada Inc. Staff.

This policy and procedure in no way precludes the
complainant's right to seek action under the Ontario Human
Rights Code. However, both the Union and FCA Canada Inc.
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urge employees to use the internal mechanisms as outlined
above before seeking alternative recourse.

() The Union shall hold harmless FCA Canada Inc. against
any liability which may arise by reason of the implementation
of a mutually acceptable resolution of a complaint. Where
there is a mutually acceptable resolution, the Union agrees
that grievances which may be filed as a result of discipline
assumed against an individual alleged to have engaged in
harassment will not be filed or pursued without concurrence
of the National Union Office and written confirmation of such
concurrence to the Director of Labour Relations and Labour
Economics.

(c02, c05, c08, c12, c16)

(1.6) Memorandum of Understanding — Employment
Equity

This Memorandum of Understanding supplements the
Production and Maintenance Agreement between FCA
Canada Inc. and Unifor and certain of its Local Unions, as
follows:

Whereas, the parties affirm the policy of the Company and
Unifor as outlined in Sections (1.4) and (1.5) of the
Agreement, the Company reaffirmed its commitment to
extend equal opportunity for employment to all people
despite differences in gender, race, ethnicity, disability, or
other prohibited grounds.

Whereas, the parties recognize that it is the right of
Management to hire, promote and assign qualified
candidates subject to the terms and conditions of the
Agreement, the parties agree to undertake certain joint
activities to further implement these and other
nondiscriminatory policies following ratification of this
Agreement.

Therefore, it is hereby agreed as followed:

A Local Employment Equity Committee,
hereinafter referred to as the Local Committee, has been
established at each plant location. The Local Committee
consists of two (2) representatives selected by the
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Local President from within the existing representation
structure and two (2) Plant Management representatives.
At least one of the Unifor representatives on this
committee must be a woman. The Local President will act
as an ex-officio member of the Committee. The Local
President shall select a woman from among the active
membership if there are no women in the existing
representation structure.

Women selected by the Local President for this purpose
will be excused from regular work assignments when
required and will be paid by the Company at their regular
straight time rate up to the number of hours listed in the
following schedule:

Maximum
Number of number of
Empl ; straight time
mploymen:
F_) v hours paid per
Local Equity
week when
Committee
excused from
Members
regular work
assignments
Local 1498 Windsor Office 1 8

Etobicoke Local 1459 and Brampton Local 1285 will
incorporate Equity matters within their representation
structure.

The committee member's hourly bargaining

unit position may be replaced by a Temporary Part-Time
Employee, if a replacement is required in areas where the
TPT Program is in place.

It is recognized that Local Committees will require
ongoing assistance and direction. Accordingly, a Master
Employment Equity Committee, consisting of two National
Union representatives, the Unifor FCA Master Bargaining
Committee Chairperson, the National Employment Equity
Co-ordinator and four Company representatives, has been
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established. The Master Committee will meet quarterly to
review local committee activity.

The local committee shall:

1. Devote attention to the designated groups.

2. Play arole in the development and
implementation of the joint Employment Equity
Plan. This role could include information
gathering, barrier identification, the development
of goals and timetables, and other elements of
the plan that require local input.

3. Develop a communication strategy to educate
and update employees on equity issues which
includes: March 21 — recognition day for the
elimination of racism; and December 10 —
recognition day for Human Rights awareness.

4. Conduct harassment complaint investigations as
outlined in the workplace harassment policy and
procedure.

5. Attend the annual five-day meeting designed to
update and educate committee members on the
latest developments in Human Rights case law
and emerging Human Rights issues which may
impact the workplace. The Company agrees to
pay for lost time, registration where necessary,
lodging, and transportation, and travel time, if
required. The Union will be responsible for meal
and other expenses. Travel time, if required, is to
be included in the five-day period. It was also
agreed that the Human Rights Training module
would be presented to the employment equity
committees as required. at one of the five day
annual meetings during the life of this agreement.

Members of the Local Committees may:

1. Participate in community and/or school career
awareness programs designed to inform people
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about potential employment opportunities at FCA
Canada Inc.

2. Establish and maintain working relationships with
local designated group organizations.

3. Develop informational communiqués to
encourage designated group members to apply
for technical and skilled positions.

4. |dentify the type(s) of technical jobs which would
require training. Make recommendations to the
local parties after considering the availability of
community resources.

5. Consult with the Master Employment Equity
committee and the local apprentice committee to
develop and implement a pre-apprenticeship
training program for designated group members.

(A) Communication of Workplace Harassment
Policy and Procedure

The Company has agreed to review, update and reprint
the joint Workplace Harassment Policy and Procedure in
the Employee Guide. In the spirit of continuously
improving the effectiveness of this policy and procedure,
the revised handbook will include a definition for Personal
Harassment and will identify the means for reporting and
addressing those concerns.

The Company shall update, review and train employees
on the Workplace Harassment and Violence Policy and
Program in accordance with the terms of the FCA
Canada program.

(B) Union Leadership/Management Harassment
Training

The Company agrees to a one (1) day jointly developed
and delivered harassment prevention and human rights
program for Union Representatives and designated
Management employees, with the content, timing,
location(s) and trainers to be determined by the Master
Employment Equity Committee, as well as to provide on-
going (yearly) harassment prevention training for new
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Supervisors and new Union Representatives. The Master
Employment Equity Committee will update the one (1) day
Employment Equity program for the individuals detailed
above.

(C) Violence Against Women

The parties recognize that women sometimes face
situations of violence or abuse in their personal life that
may affect their attendance or performance at work. 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.

(D) Minute of Silence

During these negotiations, the Union requested a minute
of silence be observed in the plants covered by this
Agreement in memory of women who have died due to
acts of violence. The moment of silence will be observed
each year on December 6, at 11:00 a.m. or when local
plant management determines the observance will have
the least impact on plant operations.

Flags will be flown at half staff to mark this occasion.

Additionally, Canadian facilities will observe one minute of
reflection in recognition of International Day for the
Elimination of Racial Discrimination to re-affirm our
commitment to end racism. This moment of reflection will
be observed each year on March 21 at 11:00 a.m. or when
local plant management determines the observance will
have the least impact on plant operations.
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(E) 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
counselors or women’s shelters to assist them in dealing
with these and other issues. To this end, the Company
agrees to pay for the Women's Advocate poster regarding
services available in the Community as required.

For this reason the parties agree to recognize that the role
of women'’s advocate in the workplace will be served by
the Unifor female member of the Local Union Employment
Equity Committees, in addition to her other duties relating
to employment equity. The trained female Employment
Equity Representative/Women's Advocate may meet with
any member as required, to discuss problems and refer
them to the appropriate agency( ie. crisis centre,
emergency shelter, counselor or mental health
professional) when necessary.

The Company agrees to establish a confidential phone
line with caller ID, personal internet access and a personal
fax/photocopier/scanner unit that employees can use to
contact the Employment Equity Representatives or
Women's Advocate. As well, the Company will provide
access to a private office so that confidentiality can be
maintained when an employee is meeting with an
Employment Equity Representative or Women's Advocate.

The Local Employment Equity Committees will develop
appropriate communications to inform employees about
the advocacy role that the Employment Equity Committee
members play.

In addition to the initial 40 hour training program, the
female Employment Equity Reps and Women’s Advocates
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will participate in an annual three-day training program
including travel time.

The Company agrees to pay for lost time, registration
where necessary, lodging and transportation. The Union
will be responsible for meals and other expenses.

(F) Employment Equity Programs
During current negotiations, the Company and the Union
reaffirmed their commitment to Employment Equity.

While the parties recognize that the four designated
groups are represented in our hourly workforce, the
Company and the Union agreed that they must increase
special efforts aimed at achieving a representative number
of women, visible minorities, persons with disabilities and
aboriginal peoples throughout the workforce of FCA
Canada Inc.

The parties agreed that a diverse workforce is beneficial
and desirable, and that their proactive efforts on
employment equity are fundamental to the Company. The
parties are committed to maintain an Employment Equity
Plan on behalf of Unifor bargaining units at FCA Canada
Inc. This plan will include an annual review procedure to
monitor the progress of the program.

(H) Comfort Hearts

During these negotiations, the Union requested a supply
of Comfort Hearts be made available to the Women'’s
Advocates at each location. It was agreed the Company
would purchase one (1) box of Comfort Hearts (100
pieces) and deliver them to the National Employment
Equity Coordinator who would then distribute them to each
of the Women’s Advocates. Requests to replenish this
supply of Comfort Hearts will be made to the Master
Employment Equity Committee.

(J) Nursing Mothers
18
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During negotiations, the parties discussed issues related
to the return of employees from maternity leave to the
workplace. One issue of mutual concern related to the
accommodation of employees requiring facilities for the
purpose of expressing breast milk. Each location will
explore reasonable accommodations within the existing
facilities. The local Employment Equity Representative or
Women's Advocate will act as an additional resource for
employees interested in using this service.

(K) Local Employment Equity Committee Training
The Company will continue to ensure that investigators,
including the Local Employment Equity Representative
alternate, and members of the Local Employment Equity
committee, as identified in Section 1.6 are trained. The
Master Employment Equity Committee will monitor these
efforts.

(L) Grief Counselling

If a catastrophic or traumatic event occurs in the workplace,
the Company and the Union will engage in discussions
regarding the necessity of third-party grief counselling
services for employees.

(c96, c99, c02, c05, c08, c12, c16, c20, c23)

(1.7) Strikes and Lockouts Prohibited

(&) The Union will not cause or permit its members to
cause, nor will any member of the Union take part in
any sitdown, stay-in, or slow-down in any plant of the
Company or any curtailment of work or restriction of or
interference with production of the Company. The
Union will not cause or permit its members to cause nor
will any member of the Union take part in any strike or
stoppage of any of the Company’s operations or picket
any of the Company’s plants or premises until all of the
grievance procedure outlined herein has been
exhausted and not even then unless authorized by the
National Executive Board of Unifor and a copy of such
authorization has been delivered to the Company. In
case a strike shall occur this Agreement at the option of
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(b)

(©

(d)

the Company shall terminate immediately. The
Company reserves the right to discharge any employee
who violates any provision of this Section. Such
discharged employee shall have recourse to the
grievance procedure. The Company will not cause or
sanction a lockout until all of the grievance procedure
outlined herein has been exhausted.

In the event of the occurrence of a dispute between the
Company and employees, the Union agrees that it will
at all times during the currency of this Agreement take
such steps as may be necessary to ensure that
employees employed in the power-house and any
substation of the Company shall be permitted free and
unobstructed entrance into and exit from the premises
and plants of the Company in order that such
employees may at all times be enabled to perform the
regular duties therein to which they are assigned.

In the event of the occurrence of a dispute between the
Company and employees, the Union agrees that it will
cooperate with the Company to ensure that employees
required for emergency maintenance repairs to the
Company’s plants will be permitted free and
unobstructed entrance into and exit from such plants
and that the Company’s plant protection staff, plant
supervision, office staff and personnel and members of
the public shall be allowed free and unobstructed
entrance into and exit from the Company’s premises
and offices. Provided that if at any time during such
dispute the Company attempts to put any new
employees to work in the Company’s offices on
operations therein performed by employees in the
bargaining unit or attempts to employ in such work any
members of the plant protection staff or attempts to
employ the employees required for such repairs in work
other than such repairs, thereupon the Union no longer
shall be bound by the provisions of this paragraph.

If and when employees are permitted to conduct a legal
strike by a change in the provincial laws, governmental
decree, or binding judicial interpretation during the term
of this Agreement, Section (1.7) (b) shall become null
and void and Section (1.7) (a), (1.8), (1.10) and (2.1) of
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this Office and Clerical and Engineering Agreement
shall apply.

(1.8) Requirement of Union Membership

(a) Employees covered by this Agreement at the time it
becomes effective and who are members of the Union at
that time shall be required as a condition of continued
employment to continue membership in the Union for the
duration of this agreement.

(b) Employees covered by this Agreement who are not
members of the Union at the time it becomes effective
shall be required as a condition of continued employment
to become members of the Union for the duration of this
Agreement, on or before the fortieth (40th) day following
such effective date.

(c) Employees hired, rehired, reinstated or transferred into a
bargaining unit after the effective date of this Agreement
and covered by this Agreement shall be required as a
condition of continued employment to become members
of the Union for the duration of this Agreement, on or
before the fortieth (40th) day following the beginning of
their employment in the unit.

(d) An employee who shall tender an initiation fee (if not
already a member) and the periodic dues uniformly
required as a condition of acquiring or retaining
membership shall be deemed to meet the conditions of
this section.

(e) Employees shall be deemed to be members of the Union
within the meaning of this section if they are members
and are not more than thirty (30) days in arrears in
payment of membership dues.

(1.9) Check-Off

(a) The Company will deduct the Union initiation fee from the
pay of an employee hired, rehired, reinstated or
transferred into the bargaining unit after the effective date
of this Agreement. The initiation fee shall not exceed the
maximum prescribed by the Constitution of the National
Union at the time of the employee's hire, rehire,
reinstatement or transfer.
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(b) Check-off of Union dues will be compulsory for all
employees who come within the unit to which the
Agreement applies. It shall continue during the period of
the Agreement. The amount to be deducted shall be
such sum as may from time to time be assessed by the
Union on its members according to its Constitution.

(1.10) Deductions

(a) Deductions shall be made only in the conditions and
circumstances relating to the payment of dues laid down
by the Constitution and By-laws of the Union, together
with the provisions of this Agreement and the provisions
of the Memorandum of Understanding (Union Dues
Deductions), a supplement to this Agreement.

(b) The deduction on the records of the Company shall
constitute the sums so deducted as money held by the
Company in trust for the Local.

(2.11) Indemnification

The Union shall indemnify and hold harmless the Company
against any and all liability which may arise by reason of the
deduction by the Company of money as Union initiation fee
and membership dues from employees' wages, or by the
Trustee of money as Union membership dues from
employees’ Regular Benefits under the Supplemental
Unemployment Benefit Plan.

(2.12) Memorandum Of Understanding Union Dues
Deductions

This Memorandum of Understanding between FCA Canada
Inc. for its Etobicoke Casting Plant, Windsor Assembly Plant,
Grand Marais Road Facility and Brampton Assembly Plant
(hereinafter referred to as the " Company") and the Union Of
Canada (Unifor) for its Local Unions No. 1459, 1285 and
1498 (hereinafter referred to as the "Union") supplements
the current Office and Clerical and Engineering Agreement.

WHEREAS, the Company and the Union wish to set forth

certain understandings with respect to the deduction and
remittance of Union membership dues (which term, as used
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herein, shall include, where appropriate, Union initiation
fees);

NOW THEREFORE, pursuant to Section (1.10) of the
above-mentioned Office and Clerical and Engineering
Agreement, it is hereby agreed as follows:

(a) Time of Deductions.

(i) The initiation fee will be deducted from the pay of an
employee at any time within thirty (30) days after the
employee becomes a member of the Union as provided in
Section (1.8) of the above-mentioned Office and Clerical and
Engineering Agreement. (ii) Check-Off deductions for Union
membership dues will begin in the month in which the
employee becomes a member of the Union. Thereafter, in
each succeeding month, Union membership dues then due
and owing will be deducted in the calendar month.

(b) Pay Periods In Which Deductions Are Made.
Union membership dues for the current calendar month will
be deducted from the pay received by the employee for the
first full pay period falling in the month. If an employee does
not have sufficient net earnings in the first full pay period
falling in the month, a Union membership dues deduction will
be made in the next subsequent pay period ending in the
month in which the employee has sufficient net earnings to
cover such deduction, and not thereafter.

(c) Other Dues Deductions.

If an employee does not have sufficient net earnings in a pay
period in a calendar month for the deduction of dues as
provided in Paragraph (b) of this Memorandum of
Understanding, such dues will be deducted in a later
calendar month, provided the employee has sufficient net
earnings to cover such deduction, and provided the
designated financial officer of the Local Union gives notice in
writing to the Salary Payroll Department, specifying the
employee, the employee's master number, the amount to be
deducted and the month or months for which the deductions
are to be made. The designated financial officer of the Union
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may submit a similar notice in writing specifying the
employee and the month or months for which it is certified (i)
that the employee did not earn forty (40) hours pay in the
specified month but did receive Supplemental
Unemployment Benefits equivalent to forty (40) hours pay for
that month, and (ii) that Union membership dues were due
and owing for that month and were not paid. Union
membership dues deductions as per the Constitution may be
established as dues for such employee and will be deducted
from a subsequent Regular Supplemental Unemployment
Benefit cheque issued to such employee for a pay period
ending in the month the notice in writing is received, but not
thereatfter, or at the option of the designated financial officer,
will be deducted from the regular pay of such employee in a
subsequent pay period ending in the month in which the
notice in writing is received, provided the employee has
sufficient net earnings to cover such deduction, but not
thereatfter.

(d) Refunds.

In cases where a deduction is made that duplicates a
payment that an employee already has made to the Union,
or where a deduction is not in conformity with the provisions
of the Union Constitution and By-laws, refunds to the
employee will be made by the Local Union.

(e) Remittance Of Dues To Financial Officer.

At the end of each calendar month and prior to the 10th of
the following month, the Company shall remit by cheque the
total of the deductions to the Union. The Company will also
furnish to the designated financial officer of the Local Union a
list of the names of employees for whom Union membership
dues have and have not been deducted and the employee's
master number.

(f) Disputes Concerning Check-Off.

Except as otherwise specifically provided or dealt with, any
dispute as to a violation or interpretation of any provision
respecting Check-Off shall be matter for the grievance

24



RECOGNITION

procedure and shall be submitted direct to the Impartial
Chairperson.

(g) Limit of Company’s Liability.

The Company shall not be liable to the National Union or its
Locals by reason of the requirements of the Office and
Clerical and Engineering Agreement of this Memorandum of
Understanding for the remittance or payment of any sum
other than those constituting actual deductions made from
wages earned by employees or from Regular Supplemental
Unemployment Benefits payable to employees.

(h) Disputes Concerning Membership.

Any dispute arising as to an employee's membership in the
Union shall be reviewed by the Salaried Labour Relations
Specialist and the President of the Local Union and if not
resolved may be submitted directly to the Impartial
Chairperson through the grievance procedure. (c08)

(2.13) Excluded Jobs

During these negotiations the parties discussed at great
length Union claims of jobs which may be excluded from a
bargaining unit under Schedule "A" of the Collective
Agreement.

The parties agree the Union may request information
relevant to a job, supervisor or employee so that it may
conclude its investigation of the claim. The Company will
provide such relevant information and its position on the
matter within 30 days. The Union and the Corporation will
meet as necessary and attempt to resolve any remaining
disputes between them.

Within 30 days after receipt by the Union of the information
and positions provided by the Company, the Union shall
submit any unresolved claim directly to Step 3 — Appeal to
Appeal Board of the Grievance procedure. The parties
reaffirm the provisions of O. C. & E. Section (3.11) Finality of
Decisions in connection with this procedure.
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(1.15) Non-Represented Positions

During the course of the Office and Clerical and Engineering
negotiations the Union requested the Company to notify the
Local Unit Presidentand the Salary Bargaining Unit
Chairperson when the Company intends to establish new
non-represented positions.

The Company will arrange a meeting to explain the duties
and responsibilities of any newly created position not
included in a bargaining unit. Such meeting shall be between
two representatives of the Company (the Manager of Salary
Personnel Administration and the Salary Labour Relations
Specialist) and two members of the Unit. The parties may
agree that a third representative of the Union and/or
Company may attend the meeting.

If the Unit President and the Salary Bargaining Unit
Chairperson is not satisfied with the results of the meeting
the Unit President may refer the matter to the Second Step
of the Grievance Procedure. (c02, c16)

(1.16) Non-Bargaining Unit Employees Performing
Bargaining Unit Work

During our recent negotiations, the Union requested a
statement from Management relative to the Company’s
practices and policies in connection with the performance of
work by supervisors and excluded personnel normally
performed by represented general salaried employees now
included in the bargaining units. To that end, the
Company does not intend that supervisors or excluded
personnel will perform the work regularly done by employees
in the bargaining unit.

It is understood that the provisions of this letter are not
intended to alter or limit normal working relationships nor is it
intended that the provisions hereof be construed to affect the
composition of the bargaining unit.

Certain misunderstandings have occurred in the past with

respect to this matter. In order to reduce to a minimum any
misunderstanding in this regard in the future, all alleged
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departures from this policy shall immediately be taken up in
the following order:

1. With the supervisor involved.
2. With the Salaried Labour Relations Department, if
necessary.

In the event the complaint is not resolved to the Union’s
satisfaction, they may present such complaint in the
grievance procedure.

(2.17) Union Bulletin Boards

(a) Placing of Bulletin Boards

A bulletin board shall be placed in each district by the
Company which may be used by the Union for posting
notices of the following types:

(1) Notices of recreational and social events.

(2) Notices of elections.

(3) Notices of results of elections.

(4) Notices of meetings.

(5) Notices of General Health and Safety matters
that are educational or informational, provided
such notices have prior approval for posting by
the Union Member of the Local Joint Health and
Safety Committee.

(b) Limit on Use of Bulletin Board

The bulletin board shall not be used by the Union for
disseminating propaganda of any kind whatsoever; and
among other things shall not be used by the Union for
posting or distributing pamphlets or political matter of any
kind whatsoever, or for advertising.

(1.18) Withdrawal of Demands and Separability of
Provisions
(@) Withdrawal of Demands

This Agreement replaces all previous Agreements between
the parties.

Prior to and during the negotiation of this Agreement, each
party made certain proposals to the other. Each party hereto
agrees that it has withdrawn all proposals made to the other
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that are not incorporated in or covered by this Agreement, in
whole or in part. The withdrawal of those proposals, in whole
or in part, is as much a consideration for this Agreement as
is the incorporation therein of matters agreed on. Each party
hereto hereby waives any right to require the other to
bargain on the subject matter of those proposals, or on any
similar proposals or on any other matter that might have
been included in or covered by this Agreement, but was not.
It is the intention of the parties that this Agreement during its
term shall cover all arrangements between the parties
concerning wages, hours and conditions of employment that
are to be in effect during the term and that nothing shall be
added to the Agreement or subtracted from it by amendment
supplemental Agreement or otherwise.

(b) Separability of Provisions

(i) In the event that any of the provisions of this
Agreement are or become invalid or
unenforceable, the remaining, unaffected
provisions shall remain in full force and effect.

(ii) Should the parties hereafter agree that
applicable law makes, or probably makes, any of
the provisions of this Agreement or of any of its
supplements, memoranda of understanding or
letters relating thereto invalid or unenforceable,
the parties may agree on a replacement for the
affected provision(s). Such replacement
provision(s) shall become effective immediately
upon agreement, and remain in effect for the
duration of the Agreement, without the need for
further ratification by the Union membership.

(2.19) Termination and Modification
This Agreement shall continue in full force and effect until
11:59 p.m., September 20, 2026 or until the end of the last
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regularly scheduled shift beginning prior to 11:59 p.m.
September 20, 2026 whichever is later.

@

(b)

If either party desires to modify, amend or terminate this
Agreement, it shall, sixty (60) days prior to September
20, 2026 give written notice of its intention as provided
in Section (1.20). Notice to modify or amend shall set
forth the nature of the changes desired. Any
amendments that may be agreed upon shall become
and be a part of this Agreement without modifying or
changing any of the other terms of this Agreement. The
giving by either party of such a notice to modify, amend
or terminate shall terminate this Agreement at 11:59
p.m. September 20, 2026.

If neither party gives a notice to modify, amend or
terminate as provided in Subsection (a), or if each party
giving a notice to modify, amend or terminate withdraws
such notice prior to 11:59 p.m. September 20, 2026, this
Agreement shall continue in effect from year to year
thereafter subject to sixty (60) days' written notice by
either party to modify, amend or terminate this
Agreement as provided herein prior to September 20,
2026, of any subsequent year. (c05, c08, cl12, c16,
c20, c23)

(1.20) Notice

Notice shall be in writing and shall be sufficient if sent by
mail addressed, if to the Union, to Unifor, 205 Placer Court,
Toronto, Ontario M2H 3H9 or to such other address as
Unifor shall furnish to the Corporation, in writing, and if to the
Corporation, addressed to FCA Canada Inc., P.O. Box 1621,
Windsor, Ontario, N9A 4H6, attention, Human Resources
Department, or to such other address as FCA Canada Inc.
shall furnish to Unifor, in writing.

UNIFOR
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Unifor

Lana Payne
Dino Chiodo
Steve Morash
Frank Serravalle
Monica Ross
Mark Sementilli
Vito Beato

Brian Cuthbert
Patrick Derian
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REPRESENTATION

(2.1) Number of Districts

The number of districts in each office shall be the present
number, unless the number is increased or decreased by
agreement between Management and the Union.
Management and the Union may redistrict the office from
time to time by agreement.

It is mutually recognized that the principle of proportional
representation which reflects the increase and decrease in
the work force is a sound and sensible basis for
implementing this Section of the Agreement.

(2.2) Committeepersons

(a) In each district employees in the district shall be
represented by one Committeeperson or when the
Committeeperson is absent from the office a permanent
Alternate Committeeperson who in each case shall be a
regular employee on the active roll having seniority and
working in the district. The Unit President shall notify the
Labour Relations Officer Department in writing of the
name of the Alternate Committeeperson. The Alternate
Committee-person  shall  function  when the
Committeeperson is absent from the office. During
overtime periods or weekend work the Committeeperson
or if the Committeeperson is not working, the permanent
Alternate Committeeperson shall be scheduled to work
as long as there is work scheduled in the district the
Alternate Committeeperson can do and any respective
constituents are working. The Committeeperson will be
notified of overtime or weekend work as far in advance
as the circumstances in each case permit. The
Committeeperson will, upon request, be advised of the
nature of the scheduled work.

(b) Paragraph (a) is intended to provide the
Committeeperson with the opportunity to represent
employees in the district, provided the Committeeperson
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has the ability to perform the available work in a
reasonably adequate manner.

(c) The employees on the second shift may choose a
Committeeperson who will represent all of the employees
on that shift. The employees on the third shift may
choose a Committeeperson who will represent all of the
employees on that shift. Management and the Union may
provide for additional Committeepersons on the second
and third shifts because of increased employment on
these shifts or where the employees are in widely
separated areas.

(d) Committeepersons during their working hours, without
loss of time or pay, may in accordance with the terms of
this Section, present grievances to the management
representatives and investigate grievances after first
obtaining permission of their Supervisor to do so. The
Supervisor will grant permission to Committeepersons to
leave their work for these purposes. The privilege of
Committeepersons to leave their work during working
hours without loss of time or pay is subject to the
understanding that the time will be devoted to the prompt
handling of grievances and will not be abused, and that
the Committeepersons will perform the work to which
they are assigned at all times except when necessary to
leave their work to handle grievances as provided herein.

(2.3) Consultation Conferences

(a) Regular conferences will be arranged between the Unit
President and the Labour Relations Department on an as
required basis, but not less than every two months by
either party. An agenda on work place matters, will be
provided on the day proceeding the meeting.

(b) Special conferences for workplace matters may be
arranged between representatives of the Unit and Labour
Relations. It is understood that special conferences will
not be requested in order to circumvent the grievance
procedure. Such meetings shall be between two
representatives of the Corporation Company and two
representatives of the Unit, one of whom shall be the Unit
President, provided, however, that at the request of
either party, there may be a third representative of the
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Corporation Company and/or the Union. The third Union
member at such conferences shall be an officer of the
Local Union. By agreement between the parties,
additional representatives of the Company and/or the
Union, one of whom may be a representative of the
National Union, may attend conferences under this
Section. Arrangements for such special conferences
shall be made in advance by the submission of a written
agenda setting forth in reasonable detail the nature of the
matters to be taken up at the meeting, and the names of
the representatives of the Union who will attend, shall be
presented to the Labour Relations Supervisor at the time
the conference is requested. In the event a dispute arises
between the parties as to the propriety of arranging the
date and time or the additional representatives attending
a special conference, such disputes will be referred to
Staff Labour Relations and the National Union. Matters
taken up in special conferences shall be confined to
those included on the agenda.

(c) The Union representatives may meet at a place in the
office designated by Management for one-half (1/2) hour
immediately preceding a special conference. Members of
the Union if working in the office in which such a meeting
is held, shall not lose time or pay for time spent in such
special conferences. If one of the members of the Union
who attend such meetings is the Unit President, the Unit
President shall not lose time or pay for time spentin such
special conference.

(d) In the event an annual meeting is requested pursuant to
Section (2.7) Consultation Conferences of the Production
and Maintenance Agreement, appropriate Office and
Clerical representatives will be invited to attend.

(2.4) Benefit Plans Representative

During the recent negotiations, the Union expressed concern
with respect to servicing its members at certain locations on
matters relating to pension, insurance programs, and SUB
local appeal matters.

Accordingly, it is agreed that, subject to the conditions set
forth, the National Union, Unifor may:
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Appoint one (1) Part-Time Salary Benefit Plans
Representative, who shall be a regular salary employee on
the active roll having seniority and working in the Windsor
area offices. Such representatives shall function only so long
as the number of represented employees on the active roll at
those locations listed above remains at 51 employees or
more. A Benefit Plans Representative shall be allowed up to
a maximum of eight (8) hours per week without loss of pay
for time spent in handling such benefit matters.

Such aforementioned agreement is subject to the following
conditions:

(a) If the Benefit Plans Representative wishes to

leave work to handle one of the aforestated
matters for an employee the Benefit Plans
Representative shall so advise supervision and
report to supervision after having disposed of
the matter. Before talking to the employee, the
Benefit Plans Representative shall also make
prior arrangements with the employee's
supervisor to do so, who wil make
arrangements  for the Benefit Plans
Representative to speak to the employee.
The Benefit Plans Representative shall keep a
daily log of such visits, noting destination and
arrival and departure times. Such log will be
submitted to supervision upon request.

(b) The Benefit Plans Representative shall be
restricted to non premium hours in handling
such benefit matters and the time spent on
them shall be compensated at the Benefit Plans
Representative's regular salary rate.

(c) The privilege of the Benefit Plans
Representative to leave work during regular
working hours without loss of pay is subject to
the condition that the time will be devoted to the
prompt handling of benefit matters and will not
be abused, and that the Benefit Plans
Representative will perform assigned work at all
times, except when necessary to leave work to
handle matters as provided herein.
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(d) Notwithstanding the Benefit Plans
Representative's position on the seniority list,
the Benefit Plans Representative shall in the
event of a temporary layoff or an indefinite
layoff be continued at work at all times when
one or more departments or fractions thereof, of
the Local, are at work, provided the Benefit
Plans Representative has the ability to perform
the work being done at the time.

(e) If the Company believes that the Benefit Plans
Representative is abusing any of the provisions
hereof, it may upon thirty (30) days' written
notice to the National Union terminate this
arrangement.

The Benefit Plans Representative shall perform only the
duties of Union representatives as expressly set forth in the
Pension Plan, the Insurance Program and the Supplemental
Unemployment Benefit Plan. Other salary Union
representatives in the offices shall not participate in benefit
plan matters except as any of them has been designated to
act as the second member of a local committee pursuant to
the Supplemental Unemployment Benefit Plan.

The Benefit Plans Representative shall not participate in the
grievance procedure and those matters with which such
Benefit Plans Representative deals shall not be subject to
the grievance procedure but shall be subject to the review
procedure specified in the appropriate Plan or Program.

A Benefit Plans Representative shall not function as
provided herein unless and until the National Union (i) sends
written notice to the Company of the employee's name,
office location, department and employee identification
number and (ii) until the Company advises the office of the
designation and the effective date thereof.

A Benefit Plans Representative shall also cease to function
as provided herein upon receipt of written notice from the
National Union to the Company. Such notice shall include
the same identification information as set forth above.
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The Company further agrees it will, insofar as is reasonably
practicable, cooperate with such employee in performing the
duties of a Benefit Plans Representative.

It was agreed the alternate will function when the Benefit
Plans Representative is absent in excess of one day or
more. Functioning as the alternate may occur only if the
Benefit Plans Representative has not already functioned for
the eight (8) hours a week maximum and has provided
management with advance notification of his/her absence.
(c02)

(2.5) Unifor National Employment Equity Coordinator
The parties agreed that the position of Unifor National
Employment Equity Coordinator will be established. The
Coordinator will be appointed by the Unifor National
President.

The Coordinator's role will be to promote a planned,
informed and consistent approach to employment equity on
behalf of the Unifor throughout FCA Canada.

Specifically the Coordinator will work closely with the Master
Employment Equity Committee to help develop and
implement the joint Employment Equity Plan at FCA
Canada. The Coordinator will also conduct community
outreach and other activities to promote employment equity
on behalf of the Master Employment Equity Committee.

The Coordinator will work closely with the Local Employment
Equity Committees and make recommendations to assist the
committees in promoting equity in the workplace. This may
involve advising with community outreach initiatives,
assisting with local work to develop and implement the joint
Employment Equity Plan, coordinating education and
communications efforts, assisting with anti-harassment
efforts or with the resolution of difficult complaints.

Workplace Management will cooperate in this regard and
may meet with the Coordinator and the Local Employment
Equity Committee to discuss recommendations. The
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Coordinator may visit all plants and offices, and access will
be provided upon reasonable notice.

(2.6) National Representative

During our recent contract negotiations, Subsections (3.2)
Step 2 (f) and (3.2) Step 3 (a) of the Office and Clerical and
Engineering Agreement were amended to provide that after
the final second step answer, grievances will be referred to
the National President or a designated representative for
further action.

During these discussions your Union explained that in some
cases the thirty (30) day period for appeal of grievances to
the Appeal Board may be insufficient for a proper review.
This could lead to the appeal of grievances which would not
otherwise be appealed if an extension of the time limit could
be obtained. In addition, we discussed a procedure
permitting the National President or a designated
representative to withdraw a grievance without prejudice.

In the interest of providing the National President sufficient
time to review a grievance prior to its appeal to the Appeal
Board, we will make arrangements whereby the National
President may obtain an extension of the time to appeal a
grievance involving a matter within the power and authority
of the Appeal Board up to a maximum of thirty (30) days.
Such requests shall be made in writing to the Staff Labour
Relations Department.

We will also make arrangements for the National President
or a designated representative to withdraw without prejudice
any such grievance. Requests for withdrawal of a grievance
without prejudice shall be made in writing to the Staff Labour
Relations Department. All financial liability on any grievance
so withdrawn shall be cancelled. If the grievance is
reinstated in the grievance procedure, the financial liability
shall date only from the date of reinstatement. If the
grievance is not reinstated within ninety (90) days from the
date of withdrawal, it shall not be reinstated.

The Company may suspend or terminate all or part of the
provisions of this letter by giving ten (10) days' written notice
to the National Union.
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(2.7) Health and Safety Representative

The Company agrees to establish a Local Joint Committee
on Health and Safety for the Windsor Area office consisting
of two (2) Committee members appointed by management
and two (2) Committee members appointed by the Unifor
President of the National Union, who will be referred to as
the first and second members of the Committee. The first
members will serve as co-chairmen/women of the Local Joint
Committee on Health and Safety.

The Unifor President of the National Union shall advise the
Corporate Labour Relations Staff, in writing, of the
appointee. No Union member shall function as such until the
Company is so advised. The maximum number of hours per
week in which the first Union member may perform Health
and Safety functions shall be eight (8) hours per week.
The second Union member of the Local Joint Committee on
Health and Safety shall function as prescribed by Legislation.
The rights and duties of the Health and Safety
Representative/Committee will parallel those found in the
Production and  Maintenance  Memorandum  of
Understanding Health and Safety based on the past
practices and amicable arrangements reached in the Office,
Clerical and Engineering workplace.

(2.8) Alternate Health and Safety Representative
During negotiations the parties discussed an alternate Health
and Safety Representative for office workers.

It was agreed the alternate will serve as the second Union
member of the Health and Safety Committee. The alternate
will function in the event that the Health and Safety
Representative is absent for one day or more. It is further
agreed that the alternate as a member of the Health and
Safety Committee may function only if the Health and Safety
Representative has not already functioned for the eight (8)
hours a week maximum and has provided management with
advance notification of his/her absence. It is understood the
alternate will be designated as the regular replacement for
the Health and Safety Rep. by the National Union and may
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only function after management has received notification of
his/her identity in writing.

At the earliest opportunity arrangements will be made to train
the alternate by attending a 40 hour Journeyperson Health
and Safety Training Course.

It is further understood the alternate will be entitled to Joint
Health and Safety Committee Training when the subject
matter is suitable for the requirements of the office Health
and Safety Committee.
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GRIEVANCE PROCEDURE

(3.1) Time of Answers
Management will answer in writing any grievance presented
to it in writing by the Union:

(a) By the Department Head within three (3)
working days,

(b) By the Labour Relations Supervisor within
seven (7) working days from the date of the
meeting at which the grievance was discussed.
These time limits may be extended at any time
by agreement between the Company and the
Union.

(3.2) Presenting a Grievance

Any employee having a grievance in connection with the
employee's working conditions shall present it to
Management as follows:

Step 1

(a) The employee or one designated member of a group of
employees may arrange an appointment to take the
grievance up with the employee's Supervisor or after
obtaining permission from the employee's Supervisor,
submit the grievance to the Committeeperson for that
shift.

(b) The Committeeperson shall, after having arranged the
appointment, leave work and discuss the grievance with
the Supervisor.

(c) If the matter is not disposed of verbally, the
Committeeperson shall, after having arranged an
appointment, leave work and discuss the grievance with
the Department Head, or a designated representative.

(d) If the Committeeperson is unable to dispose of the
grievance with the Supervisor or Department Head, the
Committeeperson may then refer it to the Unit President
who may, after having arranged an appointment, leave
work to discuss the grievance with the Department Head,
or a designated representative.

(e) If the matter is thereby not disposed of, it will be
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submitted in written form by the Committeeperson to the
Department Head, or a designated representative. The
written grievance shall set forth the nature of the
grievance, the date of the matter complained of, identify
the employee or employees involved by name, insofar as
diligent effort will allow, and the provisions of this
Agreement, if any, that the Union claims the Company
has violated.
(f) The Department Head's answer shall set forth the facts

taken into account in answering the grievance.

Step 2

(a) If the Department Head or a designated representative's
answer is not satisfactory, the grievance may be referred
to the Unit President who may submit the appeal on an
agenda to the Labour Relations Supervisor. A meeting
between two representatives of the Union and two
representatives of Management, one of whom may be the
Department Head, will be arranged, to discuss the
grievance or grievances appearing on the agenda within
five (5) working days from the date the agenda is received
by the Labour Relations Supervisor. Any claim of
discrimination appealed to Step 2 of the procedure shall
contain a full statement of the facts which give rise to the
claim and the specific reason or reasons why the
employee or employees believes they have been
discriminated against. If a grievance involves the
continuing refusal of Management to return an employee
to work from a sick leave of absence, where the
employee's personal physician has found, contrary to
findings of a physician or physicians acting for the
Company, that the employee is able to do a job to which
the employee's seniority entitles the employee, such
grievance may be presented directly to the Labour
Relations Supervisor as part of the Second Step agenda.

(b) At such meeting each party, after diligent investigation,
will endeavor in good faith to furnish the other all facts and
information then available, with respect to the grievance.

(c) The Union representatives may meet at a place
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designated by Management on Company property for
one-half (1/2) hour immediately preceding a meeting with
the two representatives of management for which a
written request has been made.

(d) One of the two Union representatives provided the
representative works in the Office at which the grievance
arose or is the Unit President, shall be allowed time off
the job without loss of time or pay to investigate a
grievance which the Unit President has discussed oris to
discuss with the Labour Relations Supervisor. The
representative's Supervisor will grant permission to leave
work for this purpose.

(e) In addition to the two (2) Union representatives specified
in Section (3.2) Step 2 (a), the Local Union President or,
if absent, the Local Union Vice-President, and the
National President of the Union, or his regularly
designated representative, will be permitted, upon proper
notice to the Management concerned, to attend the
scheduled grievance meeting provided for in this Section
(3.2) Step 2.

(f) If the two representatives of Management and the two

representatives of the Union do not dispose of the
matter, the Labour Relations Supervisor or a designated
representative shall prepare an answer setting forth the
facts and arguments in support of the answer.
A copy of such answer will be given to the Unit of the
Local Union, and copies of both the 1st and 2nd step
answers and the grievance will be sent to the National
Union.

Step 3 — Appeal to Appeal Board

(a) After receiving the answer of the Labour Relations
Supervisor, or a designated representative, the National
Union representative will review the matter. Ifitis one on
which the Appeal Board has power and authority to rule,
and if it merits appeal, the National Union representative
shall refer the matter within thirty (30) days of the answer
of the Labour Relations Supervisor or a designated
representative, to the Appeal Board.
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If a grievance does not involve a matter within the power
and authority of the Appeal Board, it will be referred back
to the Local Union.

(b) If the National Union refers the matter to the Appeal
Board, it shall prepare a record which shall consist of the
original  written grievance prepared by the
Committeeperson, and the written answers to the
grievance and such other written records as there may
be in connection with the matter and forward the same to
the Manager of Labour Relations of the Company,
together with a notice that the answer of the Labour
Relations Supervisor or a designated representative with
respect to that grievance is not satisfactory to the Union.
The matter, if within the power and authority of the
Appeal Board as provided in Section (3.4), may then be
submitted to the Appeal Board for final disposition, such
disposition to be made as expeditiously as possible.

(3.3) Membership of Appeal Board

(a) The Appeal Board shall consist of two executives of the
Company and two official representatives of the National
Union, and, when necessary, an Impartial Chairperson.
The Union and Company representatives of the Appeal
Board shall attempt to settle all grievances properly
referred to the Board.

(b) In addition to the two executives of the Company and two
official representatives of the National Union as specified
in Subsection (a), upon prior notice to the Company or
the Union as the case may be, a Local Union officer or a
representative of the office Management may attend
Appeal Board meetings. The Appeal Board members
may mutually agree to hold a meeting at the office to
discuss a grievance and the Union President, at the
request of the Union members of the Appeal Board, may
attend such meeting. Those in attendance under
Subsection (b) shall not be considered a member of the
Appeal Board as specified in Subsection (a).

(c) Inthe event that they are unable to settle a matter, it
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shall be determined by decision of an Impartial
Chairperson selected by the parties, or in the event they
cannot agree upon an Impartial Chairperson within five
(5) days, by an Impartial Chairperson selected by the
Ministry of Labour for Ontario and not by majority vote of
the Board.

(d) Any Impartial Chairperson selected shall have only the
functions herein. The fees and approved expenses of an
Impartial Chairperson will be paid one-half by the
Company and one-half by the Union.

(3.4) Authority of Appeal Board
The power and authority of the Appeal Board shall be limited
to:

(a) Matters involving the correctness of the
classification of employees, and in any such
case the absence of a classification requested
in a grievance from the list of classifications
authorized for use at the office at which the
grievance arose shall not preclude the
application of the requested classification
provided the requested classification is an
established salaried classification under this
Agreement, and provided further that the
requested  classification is a  proper
classification on the basis of the work
performed, and

(b) Applying and interpreting the provisions of this
Agreement and written memoranda and letters
of understanding between the Company and
the National Union that relate to and
supplement the terms of this Agreement, and

(c) In proper cases, modifying penalties assessed
by Management in disciplinary discharges and
layoffs.

The Appeal Board shall not have authority to add to or

subtract from or to modify any of the terms of the Agreement
or to establish or change any wage or rate of pay.
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Any case appealed to the Appeal Board on which it has no
power to rule shall be referred back to the parties without
decision.

(3.5) Time of Appeals

@

(b)

Hereafter, a grievance not appealed from an answer at
one step of the grievance procedure to the next step of
the grievance procedure within five (5) working days after
such answer or a grievance not appealed to the Appeal
Board within thirty (30) days after the answer of the
Labour Relations Supervisor or a designated
representative shall be considered settled on the basis of
the last answer and not subject to further review but shall
not prejudice the position of either party with respect to a
grievance involving the same issue at that or another
office.

A grievance may be withdrawn without prejudice by
mutual agreement of the parties and, if so withdrawn, all
financial liabilities shall be cancelled. If the grievance is
reinstated, financial liability, if any, shall date only from
the date of such reinstatement. If the grievance is not
reinstated within three (3) months from the date of
withdrawal, it shall not be reinstated. Where one or more
grievances involve a similar issue, those grievances may
be withdrawn without prejudice pending the disposition of
the appeal of a representative case. In such event the
withdrawal without prejudice will not affect financial
liability.

(3.6) Time Limit on Claims

@

No claims, including claims for back wages, by an

employee covered by this Agreement, or by the Union,
against the Company shall be valid for a period prior to
the date the grievance was first filed in writing or the
date, if any, that the grievance asserts (and the
Supervisor acknowledges) the specific claim of back
wages was orally discussed with the Supervisor in the
First Step of the Grievance Procedure, whichever date
is earlier, unless the circumstances of the case made it
impossible for the employee, or for the Union as the
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(b)

case may be, to know that the employee, or the Union,
had grounds for such a claim prior to that date, in
which case the claim shall be limited retroactively to a
period of thirty (30) days prior to the applicable starting
date as set forth above.

Deduction from an employee's wages to recover
overpayments made in error will not be made unless
the employee is notified in writing prior to the end of
the month following the month in which the payment in
guestion was delivered to the employee. The notice
will specify the amount of the overpayment, and
deductions to recover such overpayment shall not
commence until the pay period following the pay period
in which the notice of overpayment was given to the
employee. The requirements of this Subsection (b)
shall not apply, however, in cases of pay
advancements or payment of full salary made to an
employee prior to submission of required evidence of
eligibility of the employee for, but not limited to, such
benefits as Salary Continuation, Sickness and
Accident benefits, Bereavement Pay and Jury Duty.
Recovery of such payment will be made within a
reasonable time after the Company has determined
the employee does not qualify for the payment. This
provision with respect to recovery of overpayment shall
in no way affect or change the Company’s policies or
procedures with respect to payment of such benefits.

(3.7) Payment of Back Pay Claims

If the Company fails to give an employee work to which the
employee's seniority entitles the employee, and a written
notice of the claim is filed within ten (10) working days of the
time the Company first failed to give such work, the
Company will reimburse the employee for the earnings lost
through failure to give such work.

(3.8) Computation of Back Wages

No claim for back wages shall exceed the amount of wages
the employee would otherwise have earned at the
employee's regular rate less:
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(a) Any unemployment compensation or
supplemental unemployment benefit received,
in which case the Company will pay to the
appropriate  agency the amount of the
unemployment compensation received in order
to restore the employee's entitlements for
unemployment compensation benefits, provided
the employee authorizes such payment if
authorization is required; also, the employee's
entittement for supplemental unemployment
benefit will be restored in accordance with the
Supplemental Unemployment Benefit Plan; and

(b) Compensation for personal services that the
employee was not receiving when the employee
last worked for the Company. However, wages
for total hours worked each week in other
employment in excess of the total number of
hours the employee would have worked for the
Company during each corresponding week of
the period covered by the claim, shall not be
deducted. The Appeal Board shall have
authority in its discretion to deduct such further
amount as it may deem fair.

(3.9) Retroactive Adjustments

No decision of an Appeal Board or of Management in one
case shall create a basis for retroactive adjustment in any
other case.

(3.10) Withdrawal of Cases

After a case on which an Appeal Board is empowered to rule
hereunder has been referred to the Appeal Board, the case
may not be withdrawn by either party except by mutual
consent.

(3.11) Finality of Decisions

There shall be no appeal from any Appeal Board's decision.
Each such decision shall be final and binding on the Union
and its members, the employee or employees involved, and
the Company. The Union will discourage any attempt of its
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members, and will not encourage or cooperate with any of its
members in any appeal to any Court or Labour Board from a
decision of an Appeal Board.

(3.12) Appeal for Interpretation

Any issue involving the interpretation and/or the application
of any term of this Agreement may be initiated by either party
directly with the other party. Upon failure of the parties to
agree with respect to the correct interpretation or application
of the Agreement to the issue, it may then be appealed
directly to the Appeal Board as provided in Section (3.2)
Step 3.

(3.13) Law Suits

Any grievance that either (a) is not processed or (b) is
disposed of in accordance with this Grievance Procedure
shall be considered settled, and such settlement shall be
final and binding upon the Company, the employee or
employees involved, the Union and its members.

Except with respect to the right to present an individual
grievance as expressly set forth in Section (3.2), the Union
shall, in the redress of alleged violations by the Company of
this Agreement or any local or other agreement
supplementary hereto, be the exclusive representative of
employees or groups of employees covered by this
Agreement, and only the Union shall have the right to assert
and press against the Company in any judicial or
adjudicatory proceeding any claim or action asserting a
violation of the Agreement.

No employee or former employee shall have any right of
action under this Agreement on the basis of or by reason of
any claim that the Union or any Union officer or
representative has acted or failed to act relative to
presentation, prosecution or settlement of any grievance or
other matter as to which the Union or any Union
representative has authority or discretion to act or not to act
under the terms of this Agreement.
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(3.14) Maintenance of Discipline

It is agreed that the maintenance of discipline for just cause
is essential to the satisfactory operation of the plant and
office.

(3.15) Notice of Suspension, Disciplinary Layoff or
Discharge

Management agrees promptly upon the suspension,
disciplinary layoff or discharge of an employee including a
probationary employee to notify in writing the employee and
the Committeeperson in the district of the suspension,
disciplinary layoff or discharge, and the reason therefor.
Such notice will be provided at a reasonable time where
practicable prior to the end of the shift and will advise the
employee that the employee has the right to request union
representation.

If such an employee is absent from the office at the time the
action is taken, or where it was not practicable to provide
written notice prior to leaving the office, Management will
send to the employee's last known address the notice of
suspension, disciplinary layoff or discharge and notice that
the employee has the right to request representation.

(3.16) Union Representation

The employee may ask to discuss any suspension,
disciplinary layoff or discharge with the Committeeperson for
the district, on the shift to which the employee is assigned
and Management will designate an office where they may do
so before the employee is required to leave the office. Upon
request, the employee's supervisor or other designated
representative of Management will discuss the suspension,
disciplinary layoff or discharge with the employee and the
Committeeperson, on the shift to which the employee is
assigned. In proper cases, exceptions shall be made.

(3.17) Appeal of Discharge

Should the discharged employee or the Committeeperson
consider the discharge to be improper, a complaint shall be
presented in writing through the Committeeperson to Salary
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Labour Relations within two (2) regularly scheduled working
days after the discharge. Management will review the
discharge and give its answer within three (3) regularly
scheduled working days after receiving the complaint.
Management is authorized to settle such matters. If the
decision is not satisfactory to the Union, it shall refer the
matter directly to the third step of the grievance procedure
within five (5) working days after receiving the answer.

(3.18) Use of Past Record

In imposing any discipline on a current charge, Management
will not take into account any prior infractions which occurred
more than one (1) year previously nor impose discipline on
an employee for falsification of the employee's application
after a period of twelve (12) months from the date of hire.

(3.19) Grievance Procedure - Timing

Both the Company and the Union acknowledge that the
purpose and intent of the grievance procedure is to assure
the prompt, fair and orderly resolution of grievances.

In the negotiations leading to the current Agreement, we
assured the Union of our desire that each grievance receive
prompt, fair and objective consideration. Similarly, the Union
assured the Company that it will make a sincere effort to see
that grievances are processed without undue delay.

To encourage the prompt handling of grievances, it is agreed
that if the Union has not requested a Step 2 Meeting with
Management on a grievance within a reasonable time after
its appeal from the previous Step, the appropriate
Management representative shall advise the Union in writing
of its wish to have a Step 2 Meeting on that grievance. If the
Union fails to arrange a meeting to discuss the grievance
within seven (7) working days from the date of
Management's letter, Staff Labour Relations will discuss the
matter with the National Union, which in turn, will take
appropriate action to ensure a Step 2 Meeting.
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If the Union claims Management is unwilling to meet on a
grievance in Step 2 of the grievance procedure within a
reasonable time after its timely appeal, it will request a
meeting in writing. If Management fails to schedule a
meeting in response thereto, within seven (7) working days,
the National Union will discuss the matter with Staff Labour
Relations, which in turn, will take appropriate action to
ensure a Step 2 Meeting.

The parties also discussed the problems that arise from the
submission of arbitrable grievances with insufficient
information and the insufficient exchange of information in
Step 2 of the grievance procedure.

On a trial basis, all offices will use the approved grievance
procedure checklist for arbitrable grievances. After a
reasonable period of time, the procedure will be evaluated to
determine its effectiveness in assisting the parties in
resolving grievances.

The Unit President shall initiate and complete the checklistin
the Step 2 Meeting and Management shall cooperate in its
completion. The completed checklist will be forwarded to the
National President with the grievance and answers as
provided for in Section (3.2) Step 2 (f) of the Agreement.

It is understood and agreed that the checklist shall be used
without prejudice to either party and will not be used or
referred to in any arbitration proceeding.

(3.20) Grievances Disciplinary Action

In response to your demand made during the current
negotiations, we have agreed that during discussions as
early as Step 2 of the grievance procedure of grievances
over discipline, discharge and other terminations from
employment, each party will present a statement of position
reciting facts then known on which it relies, and a copy of a
document or statement on which the party relies to support
its position.

In the case of a document covering, or statement by, an
employee who is not the grievant, the party relying on it may
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excise, block out, or otherwise remove, information on it that
is not relevant or that would disclose the identity of the
person who made the statement or concerning whom the
document refers.

In cases where a prior disciplinary record is involved, the
Company may present a written summary of the grievant's
disciplinary record.

The statement of position and other statements and
documents that a party has provided the other shall become
part of the grievance file and may be referred to in
subsequent steps of the grievance procedure, including the
Appeal Board.

The failure or refusal of the Union to present a full oral
explanation of its position shall relieve the Company from
presenting any statement or document on which it relies. The
failure or refusal of a party to make available to the other a
copy of a document or statement which it has in its
possession and on which the party relies shall preclude the
party from using it before the Appeal Board.

The Company expressed its concern that its providing to
Local Union representatives involved in processing
grievances copies of employee statements and corporate
documents relating to employees may lead to abuses unless
the statements and documents (i) are used solely in
connection with the proper processing of a grievance, (ii) are
otherwise kept confidential, and (iii) are not in any way used
by any member of the bargaining unit to attempt to harass or
intimidate an employee giving a statement or providing a
document. The Union assured the Company that it will
instruct its Local and National Representatives of these
restrictions on the use of such material and the need to
maintain confidentiality. The Union further represents that if a
copy of a statement or document provided it in accordance
with this Letter Agreement is used by its representatives or
those under their control for any purpose other than the
proper processing of a grievance or is publicized outside of
the grievance procedure, the Company would be relieved of
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any obligation under this Letter Agreement at the office
where the abuse occurred.

(3.21) Restricted Areas - Grievance Investigation

If, in connection with the investigation of a grievance under
the Office and Clerical and Engineering Agreement, a
dispute arises concerning access by a Committeeperson to
an area that is restricted for security reasons or in which
employees are not members of a bargaining unit, the
Committeeperson shall refer the matter to the Unit President.
The Unit President may discuss the matter with the Labour
Relations Supervisor at the office. If the dispute is not
satisfactorily resolved, it may be referred to Staff Labour
Relations and the National Union.

If, in connection with the investigation of a grievance at Step
2 of the grievance procedure, by one of the two Union
representatives specified in Section (3.2) Step 2 (d) in said
Agreement, a dispute arises concerning access by such
representative to an area restricted for security reasons orin
which employees are not members of a bargaining unit, the
Unit President may discuss the matter with the Labour
Relations Supervisor at the office. If the dispute is not
satisfactorily resolved, it may be referred to Staff Labour
Relations and the National Union.
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SALARY CONTINUATION PLAN

(4.1) Purpose

This Salary Continuation Plan, Sections (4.1) through (4.8)
provides for salary payments for absence due to personal
injury or sickness. It is not the purpose to establish or
sanction an annual period of absence to which an employee
is entitled.

(4.2) Employees Covered

Employee means a salaried employee in a bargaining unit
covered by the collective bargaining agreement of which this
Plan is a part.

(4.3) Disability Absence

Necessary absence from work due to personal injury or
sickness for at least the number of days required for
Disability Benefits to become payable is referred to in this
Plan as Disability Absence. The injury or sickness may be
either occupational or non-occupational.

This Plan does not cover absences due to personal injury or
sickness for fewer days than are required for Disability
Benefits to become payable. The Company at its discretion
will make salary payments for these latter absences outside
this Plan in conformance with the Letter of Understanding
concerning casual absences which is attached to this
Agreement.

(4.4) Disability Benefits

Disability Benefits means the benefits payable to the
employee (to compensate for loss of working time) due to
injury, sickness or other disability (whether occupational or
non-occupational) under any group sickness and accident
insurance policy held by the Company and/or under the laws
of any jurisdiction providing for such benefits, by whatever
name called, including any benefits (in excess of those
actually payable) that would have been payable to the
employee under any such policy or under such laws if the
employee had duly complied with all the provisions thereof,
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and, in the case of a group policy had been duly enrolled
under such policy to the fullest extent for which the employee
was eligible.

(4.5) Salary Continuation Payments

In case of a Disability Absence an employee will be paid for
not longer than the Maximum Period salary payments which,
together with Disability Benefits, will equal the full salary that
the employee would have received if the Disability Absence
had not occurred. Determination of the amount of these
salary payments will be made upon a pay period basis.

(4.6) Maximum Period

The Maximum Period for each Disability Absence shall be
determined at the beginning of such Disability Absence. The
Maximum Period for any one Disability Absence is the
number of days, based on the employee's continuous
service, determined from the table below, reduced by the
number of days for which the employee was paid for
Disability Absences previously in the same calendar year. In
no case may an employee receive payments in one calendar
year for more than the number of days shown in the table as
the Maximum Period. In addition, whenever an employee
receives payments for the Maximum Period, the employee
must work for at least thirty (30) days following the return
before the employee will be eligible to receive any payments
to which the employee may otherwise become entitled under
this Plan. In addition, whenever the Disability Absence of an
employee continues from one calendar year into another, the
employee must work for at least thirty (30) days following the
return before becoming eligible for a new Maximum Period,
provided, however, an employee shall be eligible for a new
Maximum Period, if the employee has not exhausted the
Maximum Period to which the employee was eligible in the
prior year and is again disabled as a result of an unrelated
disability or of a complication of the prior disability as
distinguished from a continuation of the prior disability and
the employee is otherwise eligible for Disability Benefits
before the employee has worked the required thirty (30)
days.
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Table of Maximum Periods

Continuous Service
at Beginning of

Disability Absence Maximum Periods
Less than 90 days Not covered by Plan
90 days but less than one year 10 working days

1 year but less than 2 years 20 working days

2 years but less than 5 years 40 working days

5 years but less than 10 years 60 working days

10 years but less than 20 years 70 working days

20 years or more 80 working days

(4.7) Proof of Disability

The Company reserves the right to require due proof of
personal injury or sickness and all payments under this Plan
are contingent on the furnishing of such proof when required.

(4.8) Modification or Rescission

This Plan shall remain in effect during the term of the
collective bargaining agreement of which it is a part, except
that the Company reserves the right to modify or rescind this
Plan whenever any federal, provincial, or other law affecting
employees of the Company and relating to benefits for injury
or sickness is changed, if any such change would increase
the obligation of the Company under this Plan.

(4.10) Salary Continuation - Notice of Layoff

The Union has raised a problem in the administration of the
Salary Continuation Plan, i.e. where a disability starts after
an employee has been notified of the last day to be worked
and Salary Continuation payments cease as of this last
scheduled work day.

The Company agrees to meet with representatives of the

National Union to discuss and work out a solution on
individual cases to the mutual satisfaction of both parties.
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(4.11) Salary Continuation - 3-Day Back Up
In administering the Salary Continuation Plan, the Company
will apply the following procedure:

In each case where a totally disabled employee sees a
licensed physician during such disability, full salary will be
paid to the employee under the Salary Continuation Plan for
days not worked up to three working days (excluding
Saturday and Sunday) that the employee lost immediately
prior to becoming eligible for sickness and accident benefits.
Sickness and accident benefits that the employee could
have received had the employee complied with the Salary
Continuation Plan will not be subtracted from the working
days for which the employee received full pay as set forth
above.
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SENIORITY

(5.1) Probationary Employees

(a) New employees hired in the unit shall be considered as
probationary employees for the first ninety (90) days of
their employment. The ninety (90) days probationary
period shall be accumulated within not more than one (1)
year unless the employee is on the active roll, vacation,
or temporary layoff wherein the probationary
accumulation period will continue. When an employee
finishes the probationary period, they shall be entered on
the seniority list of the unit and shall rank for seniority
from the day ninety (90) days prior to the day the
employee completed the probationary period or as
calculated in (f) below.

The provisions of this Section shall not apply to
temporary employees as defined in the Letter of
Understanding "Temporary Hires".

(b) There shall be no seniority among probationary
employees.

(c) An employee with seniority in one office of the Company
who is hired as a new employee at another office of the
Company will not be required to serve another
probationary period but shall rank for seniority at the new
office as of the date of entry into the new office.

(d) The Union shall represent probationary employees for the
purposes of collective bargaining in respect to rates of
pay, wages, hours of employment and other conditions of
employment as set forth in Section (1.1) of this
Agreement. Any claim made by a probationary employee
that the layoff or discharge is not for cause, or
discriminatory under Section (1.4), may be taken up as a
grievance provided, however, that (i) the employee shall
be deemed to have continued to be on probation, and
therefore the Company shall not be held to the same
standards as in the case of seniority employees; and (ii)
the Union shall upon filing a grievance concerning such
an employee state in what respects the discharge is
alleged to be arbitrary and, therefore, was not related to
the employee's attitude, performance, conduct or
potentiality as a satisfactory employee. The Appeal
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Board shall have jurisdiction over such case. A
probationary employee who is discharged and later
reinstated shall not be deemed to have served any part
of a probationary period between the date of discharge
and reinstatement.

(e) Where a probationary employee's performance is
unsatisfactory, the Supervisor will review the employee's
performance with the Committeeperson.

(f) Probationary employees that are temporarily separated
during their probationary period and are subsequently
reinstated, shall be required to complete their 90 day
probationary period, and upon doing so shall have a
seniority date reflecting their date of hire with the
corporation. It is understood that seniority will not
accumulate during the time separated.

(5.2) Employee Defined
For the purpose of these Sections (5.1) through (5.9), (5.14),
(6.1) through (6.3), (7.1) through (7.5), (8.1), (14.1) through
(14.5), and (18.1), the word "employee" means an employee
who has acquired seniority.

(5.3) Seniority Defined

Seniority shall be by department unless negotiated locally by
division or occupational group. When departments are
combined in a division or classifications are combined in an
occupational group, the work shall be substantially similar.

(5.4) Seniority Lists

(a) The seniority lists on the date of this Agreement show the
names of all employees of the unit entitled to a ranking
for seniority.

(b) Management will keep the seniority lists up to date at all
times, and whenever a Committeeperson shall raise a
question of seniority, shall make the seniority list
available for inspection for the purpose of settling the
question. Management will provide corrected seniority
lists to the President upon request.

(c) In offices where such lists are typed three copies will be
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given to the Local Union or unit of an Amalgamated Local
Union and will include the classifications of the
employees on the list as of the date of the list. This will
not require a change in any mutually satisfactory local
practice now in effect and will not limit any local practice
hereafter agreed upon.

(d) The Unit President may request and Management will
include on the seniority lists, a notation alongside an
employee's name that the employee has seniority rights
in another seniority group and, where feasible, seniority
rights in another unit.

(5.5) Loss of Seniority

1. An employee's seniority rights and employment

relationship shall terminate if:

(a) The employee quits.

(b) The employee is discharged and the discharge is not
reversed through the grievance procedure.

(c) The employee is absent for five (5) days (scheduled
Saturdays included) without notifying the office, unless,
for a reason beyond the employee's control, the
employee is unable to comply with such notice
requirements. In proper cases, exceptions shall be made.
After such absence Management will send written
notification to the employee at the employee’s last known
address that the employee has lost seniority. Such notice
will include the name of the person to contact at the
office in the event the employee has evidence to
establish a claim that the employee did in fact notify the
office of the absence or evidence that the employee's is a
proper case in which an exception should be made. Such
notice will also advise of the right to union representation,
upon request, while in the employment office. If the
disposition made of any such case is not satisfactory, the
matter may be referred to the grievance procedure.

(d) If the employee does not return to work when called. In
proper cases, exceptions shall be made if the employee
can satisfactorily substantiate and had promptly informed
the office that for a reason beyond control the employee
was unable to comply with such call to return. If the
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disposition made of any such case is not satisfactory, the
matter may be referred to the grievance procedure.

(e) If the employee is laid off during the term of this
Agreement for a continuous period equal to the seniority
the employee had acquired at the time of such layoff
period, or for five (5) years, whichever is longer.

(f) The employee receives permanent total disability benefits
under a group insurance policy held by the Company. If
the employee ceases to receive such benefits and is
reemployed, the employee's seniority, including that
which otherwise would have acquired during the period
of disability, shall be restored.

(g9) The employee retires or receives a pension under the
Pension Plan of this Agreement. If the employee receives
a pension for permanent total disability and is
reemployed, the seniority including that which otherwise
would have acquired during the period of disability, shalll
be restored.

(h) The employee accepts a Separation Payment under the
Supplemental Unemployment Benefit Plan incorporated
in this Agreement in which event the seniority shall be
broken at any and all offices and locations of the
Company as of the date the application for the
Separation Payment was received by the Company.

2. In the event an employee loses seniority under Section
(5.5) as a result of imprisonment for up to one year (1) in
connection with an offence arising out of the operation of a
motor vehicle, or for imprisonment up to 18 months in
connection with operating a motor vehicle while impaired, the
incarceration shall be considered a proper exception under
the provisions governing loss of seniority and the seniority
shall be reinstated. (c02)

(5.6) Seniority of Committeepersons

Notwithstanding their position on the seniority list,
Committeepersons shall, in the event of a layoff, or
temporary adjustment, be continued at work on their current
classification as long as there is work being performed in
their district which they have the ability to perform and any of
their respective constituents still are at work, and shall be
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recalled to work after the layoff as soon as there is work
being performed in their district which they have the ability to
perform and any of their respective constituents have been
recalled to work. During temporary adjustments,
Committeepersons shall investigate and present only
grievances that arise during such adjustment.

(5.7) Seniority of Officers

@

(b)

©

Notwithstanding their position on the seniority list, if they
are working in the office, the President or Chairperson
of the wunit, Vice-President, Financial Secretary,
Recording Secretary, three Trustees, Sergeant-at-Arms,
Guide, Benefits Representative, Health & Safety
Representative and Board Member-At-Large for the
Engineers of a unit of 50 or more employees on the
active payroll; in the event of an indefinite layoff and
recall be continued at work in the order listed above at
all times when one or more departments or fractions
thereof are at work, provided that they have the ability to
perform work being done at the time. It is understood
that the Secretaries, Trustees, Sergeant-at-Arms, and
Guides shall not participate in the grievance procedure.
Notwithstanding their position on the seniority list, if they
are working in the office, the President or Chairperson
of the wunit, Vice President, Financial Secretary,
Recording Secretary, three Trustees, Sergeant-at-arms,
Board Member-at-Large for the Engineers, and Guide of
a unit of less than 50 employees on the active payroll, in
the event of an indefinite layoff and recall be continued
at work in the order listed above at all times when one
or more departments or fractions thereof are at work,
provided they have the ability to perform work being
done at the time.

Notwithstanding their position on the seniority list, if
working in the office, the President of the Local Union or
the Chairperson of the unit, the Engineering Member-At-
Large, and the Benefit Representative of a unit of one or
more employees on the active roll shall in the event of
temporary layoff or temporary adjustment be continued
at work at all times when one or more departments or
fractions thereof are at work, provided each has the
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ability to perform the work being done at the time. The
Unit President or the Chairperson of the unit would be
the last person affected in applying Sections (5.6) and
(5.7). (c02)

(5.8) Medical Cases
(a) When an employee's absence from work is due solely to
a disability resulting from sickness or injury and due proof
of disability is given to the office, the employee will be
returned to work in accordance with the employee's
seniority and these rules as nearly as may be as if the
employee had not suffered a disability, provided the
employee passes the required medical examination. If
the disposition made as the result of any such medical
examination is not satisfactory, the employee may ask to
discuss the matter at the office with the
Committeeperson or Unit President, and Management
will arrange for the employee to do so. If a grievance on
the matter is submitted, it may be referred to Step 2 of
the grievance procedure. The Unit President may then
take the grievance up with the Labour Relations
Supervisor, or a designated representative. In proper
cases, the parties may select an independent physician
to resolve the conflicting medical findings of the
employee's personal physician and the office physician
with respect to determining the employee's ability to
perform the duties of the available work to which the
employee would be entitled by seniority. The selection of
an independent physician by Management and the Local
Union will be made within seven (7) working days from
the date the matter was referred to the Labour Relations
Supervisor or a designated representative. Costs will be
paid by the Company. If the report of the independent
physician places work restrictions or limitations on the
employee equal to or greater than those previously
placed on the employee by the Company physician,
there shall be no retroactive pay. If the report or decision
places work restrictions or limitations on the employee
which are less than those previously placed on the
employee by the Company physician, retroactive pay, if
any, shall be limited to the period beginning with the day
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of the final examination by the independent physician
and shall be calculated as provided in Section (3.8).
The decision of the independent physician shall be final
and binding on the Company, the employee involved and
the Union.

(b) If an employee claims to be unable to perform the duties
of the available work to which the employee would be
entitled by seniority and Management disputes such
claim, the issue shall be submitted to an independent
physician, provided consultation between the employee's
personal physician and the Company physician or
physicians acting for the Company does not resolve the
conflicting medical findings. The independent physician
shall be selected by the Local Union and Management
within seven (7) working days from the date the dispute
arose. The employee shall submit to a physical
examination by the independent physician who shall
submit a written report of the findings and conclusions.
Costs of such examination shall be paid by the
Company. The decision of the independent physician
shall be final and binding on the Company, the employee
involved and the Union.

(5.9) Shift Preference Agreements

Provisions pertaining to shift preference shall, where
applicable, be negotiated locally in the office. Any such
agreements must have sufficient flexibility to give full
protection to efficiency of operations at all times.

(5.10) Preferential Hires - Office or Plant Closure
During negotiations, in conjunction with discussions regarding
the Job and Income Security Program, the parties discussed
the application of the preferential placement guidelines.

The parties agree that in circumstances involving an Office or
Plant closure exceptions will be made to the arrangements
specified under Sections (6.2) and (6.3) of the Office and
Clerical and Engineering Agreement such that employees who
transfer to another location will receive an adjusted seniority
date at the new location which will be the date that notice of
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closure was given to the Union. Employees would be
canvassed for Preferential Hire considerations and offered the
opportunity at any office or plant covered by the Office and
Clerical and Engineering Agreement to which they would
exercise hiring rights. As job opportunities occur at a receiving
office or plant, employees will be contacted in seniority order
and offered employment. Employment offers may be made
prior to the actual office or plant closing. If an employee
declines the employment opportunity, such employee shall be
removed from the list for that office or plant after which the
employee shall become eligible for normal preferential hire
rights as specified under Sections (6.2) and (6.3). Such
employees, when transferred to an opening at the new
location, may displace employees hired at that location after
the date the notice of closure was provided to the Union.

(5.11) Continuous Service

For the purposes of Section (13.1) and (4.6) of the Office
and Clerical and Engineering Agreement only, an employee
will be deemed to have "continuous service" unless:

(a) the employee quits, and does not have seniority
at another Company office;

(b) the employee is discharged and the discharge
is not reversed through the grievance
procedure;

(c) the employee is absent for five (5) days without
notifying the office and the employees seniority
is not subsequently restored under Section (5.5)
Paragraph (c) of this Agreement;

(d) the employee does not return to work when
called; unless the failure to return was due to
accepting employment at other offices of the
Company and refusing recall to the office from
which the employee was laid off;

(e) the employee loses seniority because the
employee is laid off and not rehired by the
Company for a continuous period equal to the
seniority or continuous service the employee
had acquired at the time of such layoff, or for
five (5) years, whichever is longer, provided at
the time the employee does not have seniority
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or is not working at another office of the
Company;

(f) the employee receives permanent total disability
benefits under a group insurance policy held by
the Company and does not return to work with
restored seniority;

(g) the employee retires or receives a pension
under the Pension Plan of the Agreement and
does not return to work with restored seniority.

(h) the employee accepts a Separation Payment
under the Supplemental Unemployment Benefit
Plan or the employee accepts final payment for
which the employee may be eligible under any
other separation benefit plan.

Nothing in the foregoing paragraphs will be construed to
break an employee's continuous service if such employee
has not lost seniority at all offices of the Company.

Itis understood that this Agreement will not serve as a basis
for any retroactive adjustments of service dates for vacation
or salary continuation purposes, and nothing in this
Agreement will be used to prejudice either party with respect
to their positions on layoff, recall or other seniority rights.

(5.12) Hiring Practice

In hiring new office, clerical and engineering employees it will
be our practice to give serious consideration to the
employment applications of qualified persons who have lost
their seniority by reason of layoffs at offices of the Company.

(5.13) Correctional Services - Temporary Absence
Program

In the course of current negotiations the Company and the
Union had discussions concerning the loss of seniority by
employees who had been approved by the Ministry of
Correctional Services for release from jail under a
Temporary Absence Work Release permit.
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This letter is intended to clarify the understanding, agreed to
during the course of negotiations, pertaining to such
employees.

The Company agrees that in the situation in which the
Ministry is prepared to release an employee from jail to
attend work, the Company will not decline to participate in
such a Temporary Absence Program provided the
employee's seniority would not otherwise be lost.

(5.14) Local Agreements

Local supplementary seniority agreements shall be subject
to approval by the Staff Labour Relations Department of the
Company and the National Union.

(5.15) Memorandum Of Understanding - Seniority
Attainment

Memorandum of Understanding between FCA Canada and
Unifor.

In interpreting Section (5.1) (a) of the current Office and
Clerical and Engineering Agreement, a probationary
employee acquires seniority at the completion of the
employee's shift on the 90th day of employment, provided
however:

1. If the employee works any part of the 90th day
and is laid off on that day, the employee will be
considered a seniority employee. If the employee
is discharged before the end of the shift on the
90th day, the employee will be considered a
probationary employee.

2. Days lost during the probationary period for the
following reasons will not be considered as "days
of employment".

a. Any period of five (5) or more
consecutive normal days on which the
employee does not work such as
layoffs, temporary adjustments, non-
occupational disability, or personal
absence or any combination thereof.
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b. All days lost due to a strike or other
interference with operations whether
authorized or not.

c. All days lost due to disciplinary layoff.
The following information and
illustrations are intended to assist the
Office Labour Relations departments in
applying the requirements of the
Memorandum  of  Understanding
between FCA Canada and Unifor,
relative to Section (5.1) (a) of the
current Office and Clerical and
Engineering Agreement.

INFORMATION

1.

When considering days of employment for the
completion of an employee's probation period, all
calendar days such as Saturdays, Sundays and
holidays are counted as days of employment.

Casual absence is counted towards completion of the
probationary period provided the absence is for less
than five (5) consecutive normal working days.

Employees separated during their probationary periods
for other reasons such as occupational disabilities
arising out of their employment with the Company
should be handled in accordance with other terms of the
Agreement.

ILLUSTRATIONS

1.

A probationary employee whose 90th day of
employment falls on a holiday, or Saturday, or Sunday
and fails to report for work within five (5) consecutive
normal working days following the holiday, or Saturday,
or Sunday. The employee is considered a probationary
employee as of the last day worked.

An employee attains 89 days of employment on
Wednesday, is subsequently absent for six (6)
consecutive working days and is terminated. The
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employee is considered a probationary employee as of
the last day worked, Wednesday.

A probationary employee completes 89 days of
employment on Wednesday, the day before a holiday.
Upon return to work as scheduled on Friday, the
employee will be considered a seniority employee as of
the completion of the shift on Thursday, as though the
employee had worked the day of the holiday.

A probationary employee completes 89 days of
employment on the day before an extended holiday
period. Upon the return to work as scheduled following
the holiday period, the employee will be considered a
seniority employee as of the completion of the shift on
the 90th day and will be considered to have seniority as
of the holiday or holidays falling after the 90th day of
employment.

A probationary employee completes 89 days of
employment on a Friday. Upon return to work on
Monday, the employee will be considered a seniority
employee as of the completion of the shift on the
preceding Saturday, as though the employee had
worked.

An employee attains 89 days of employment on
Wednesday, and is subsequently absent on Thursday,
Friday, Saturday, Sunday and Monday. Since the
absence was less than five (5) consecutive normal
working days, upon return to work on the following
Tuesday, the employee will be considered a seniority
employee as of the preceding Thursday.

An employee attains 89 days of employment on
Wednesday, is subsequently absent for five (5)
consecutive working days and reports for work on the
sixth working day. The employee attains the 90th day of
employment at the completion of the shift on Thursday,
the sixth working day, and the employee’s seniority date
is adjusted accordingly.

A probationary employee's 90th day of employment falls
on a Saturday or Sunday. The employee is absent from
work on the previous Friday, and Monday through
Friday of the following work week. The employee
reports for and commences work on the Monday
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following the absence. Since the employee was absent
for five (5) or more consecutive normal working days,
the employee is considered a seniority employee
effective the Monday the employee returns to work and
the seniority date is adjusted accordingly.

A probationary employee's 90th day of employment falls
on Monday. On that Monday the Office is notified by the
employee of illness. The employee reports to work on
the following Monday. Since the absence was for five
(5) or more consecutive working days, the employee is
considered a probationary employee on the Monday the
employee returns, and attains the 90th day at the
completion of the shift that Monday and the seniority
date is adjusted accordingly
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LAYOFF AND RECALL

(6.1) Layoff and Recall - Office and Clerical
Employees Only

The term “layoff" when used in this Agreement means a
reduction in the working force that begins upon the
completion of the last scheduled day of work for the
employee.

Temporary Adjustments

(a) Temporary adjustments of the working force due to
emergencies, material shortages, breakdown of
equipment and conditions beyond the control of the
Company may be made without the application of the
layoff provisions of this Agreement. If such a temporary
adjustment continues for more than five (5) working days,
the Union may request the Company to adjust the
working force according to seniority and the Company
will do so within five (5) working days thereafter. During
such adjustments, the Company will endeavor to give
consideration to retaining senior employees when time
and circumstances permit.

Indefinite Layoff

(b) For the purposes of this section, the word "layoff* means
an adjustment or reduction in the working force due to a
decrease in the Company’s business or change in
operations but does not mean temporary adjustments of
the working force due to emergencies, material
shortages, breakdown of equipment or other conditions
beyond the control of Management.

(i) Probationary and temporary employees in the
department affected will be laid off expeditiously
consistent with the continuous efficient and
orderly operation of the offices involved, provided
that the laid off seniority employee who displaced
the probationary or temporary employee has the
ability to perform the duties of the employee
displaced.

(ii) The junior employee in the classification
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affected (provided the employees remaining in
the classification have the ability to perform the
available work) shall displace the junior
employee in a classification previously held by
the affected employee provided such
classification is not more than one salary grade
below the present classification held by the
affected employee.

(i) In the event the affected employee is unable to
displace an employee as provided in (ii) above,
the employee shall displace the junior employee
in the grade which is one salary grade below
the grade of the present classification held by
the affected employee.

(iv) In the event the affected employee is unable to
displace an employee as provided in (iii) above,
the employee shall displace the junior employee
in the salary grade which is two salary grades
below the salary grade held by the affected
employee or, failing that, shall displace the
junior employee in successively lower salary
grades.

(v) In the event the affected employee would incur
a reduction in base weekly salary when
exercising the rights set forth in (i), (ii), (iii) or
(iv) above, the employee may elect to displace
a junior employee on the highest grade
previously held.

(vi) In the event the employee is unable to displace
an employee as provided in the above steps,
and notwithstanding Section (e), the employee
shall displace the employee in the bargaining
unit with the least seniority doing work for which
the employee is qualified pursuant to Section
(d).

(vii) In the event the affected employee does not
displace an employee the employee shall be
laid-off.

(viii) An employee displaced under the foregoing
procedure shall exercise the rights set forth in
(i), (iii), (iv), (v) and (vi) above.
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Temporary Layoff
(c) 1. Notwithstanding the provisions of Section (b) above,

employees may be laid off for five (5) working days
according to seniority by classification in the
department provided the senior employees in each
classification possess the ability to perform the work
avail