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THIS AGREEMENT, made in duplicate this 28" day of February, 2008.

BETWEEN:

THE NB POWER DISTRIBUTION & CUSTOMER SERVICE
CORPORATION OF THE PROVINCE OF NEW BRUNSWICK hereinafter called
"THE EMPLOYER" of the First Part

AND

LOCAL 37, INTERNATIONAL BROTHERHOOD OF ELECTRICAL
WORKERS, A.F, of L., C.1.O. - C.L.C. hereinafter called "THE UNION" of the
Second Part

WHEREAS the Employer (subject at all times to all the provisions of the
Electricity Act, SNB 2003, Chapter E-4.6, as amended) is distributing electrical
energy and providing service to its customers in connection therewith and has in
its employ a number of employees who are members of Local 37;and,

WHEREAS, the parties hereto consider it to be their joint obligation to
endeavor to provide continuous, adequate and economical electrical service to
the public at all times; and,

WHEREAS, the parties hereto recognize that from time to time certain
differences may arise between them, and they are desirous of providing for a
settlement of such differences in an harmonious manner and without cessation of
or interference with the distribution of electrical energy and customer service to
the public;

NOW THEREFORE, itis agreed between the parties hereto:



ARTICLE 1
UNION RECOGNITION

1.01  The Employer recognizes Local Union 37 of The International Brotherhood
of Electrical Workers as the exclusive bargaining agent for all employees in the
Distribution & Customer Service Operational bargaining unit to whom New
Brunswick Certification Order Number P$-013-04 applies.

1.02 The wages, hours of work and conditions of employment for new
classifications created within the bargaining unit and the wages for existing
classifications, where a significant increase in responsibilities results from an
expansion of assigned duties, shall be established only after discussion with the
Union and shall become part of this agreement.

1.03 Both parties recognize that casual and temporary employees with less
than six (6) months continuous employment in the latest term of employment are
precluded by the present provisions of the Public Service Labour Relations
Act (8NB 2003, Chapter P-25 as amended), from acquiring any status or rights
with respectto this collective agreement.

1.04 The Employer shall not interfere with the administration of the Union. It
shall not contributefinancial or other supportto it. The Employer shall not refuse
to employ any person because such personis a member of the Union.

1.06 The Employer shall not in any way attempt to persuade an employee
covered by this agreement to refrain from becoming an officer or representative
of the Union or from exercising their lawful rights as a member of the Union.

1.06 The Union, its members, or its agents, shall not conduct Union activities
during working hours or on the Employer's premises except as otherwise
provided in this agreement.

1.07 The Employer shall have printed a sufficient number of English and
French copies of this collective agreement so that each employee in the
bargaining unit may have a copy in the language of their choice. It is understood,



however, that whenever a question of interpretation or application of this
agreement arises, the English version shall prevail.

ARTICLE Il
RIGHTS OF THE UNION

2,01 General

The Union has the right to represent its members in matters pertaining to
hours of work, working conditions and wages coming within the scope of this
agreement.

2.02 Union Officlals

2.02 a) Business Manager

The Business Manager, Assistants or Agents shall have access to
Employer property, to meet with the shop steward, in the performance of their
duties in servicing this agreement providing they have made prior arrangements
through the Labour Relations Department, It is understood such visits shall not
interfere with the local operations of the Employer.

2,02 b) Shop Stewards

The Employer agrees to allow time, during regular working hours, for one
(1) shop steward to attend when meetings are held at the 1st, 2nd and 3rd level
of grievance and when meetings are held on potential grievances.

2.02 ¢c) Union Negotiating Committee

The Employer agrees to release and pay up to five (5) employees, who
are members of the Union Negotiating Committee, for time spent negotiating a
new contract with the Employer during their normal work day but shall not pay
overtime Or expenses. The day prior to each negotiation session will be
considered as time spent at negotiations.



The Employer also agrees to pay the members of the Union Negotiating
Committee up to two (2) days each for the purpose of pre-negotiation meetings.
Payment to members of the Union Negotiating Committee will not be made for
time spent or expenses incurred as a result of the appointment of a Conciliator or
a Conciliation Board. The participation of additional employees in the negotiating
process will be arranged by the mutual agreement of the parties to the collective
agreement.

2.02 d) Other Pay and Expenses

The Employershall not pay for time spent or expenses incurred in respect
to grievances, adjudication, designation or other activities related to Union
business except as specified in this agreement. When five (5) days notice has
been given and replacementis available, the Employerwill allow Union executive
officers time off without pay to attend regularly scheduled Union executive
meetings. The Employerfurther agrees to pay replacements up to a maximum of
thirty (30) person days in total for any calendar year.

2,02 ¢) Union Officers

The Union will provide the Employer with an up-to-date list of its officers
including Unit Chairpersonsand Shop Stewards and will keep such list current.

2,03 New Employees

New employees, coming within the scope of this agreementwill be notified
that a collective-agreement Is in effect. The Employer agrees to provide to the
Union a monthly list of all new hires to regular positions, and all casual or
temporary hires with an expected term of employment of six (6) months or more.
The Shop Steward in the immediate area wlll be notified of appointments to
classifications listed in Appendix "A" as soon as is reasonably possible following
such appointments.

2.04 Union Membership

All employees covered by this agreement who are presently members of
the Union shall maintain such membership. Subsequent to the signing of this



agreement, all new or existing employees who become covered by the collective
agreement shall, as a condition of employment, become members of, and
maintain membership in the Union. However, when an employee’s membership
has been suspended by the Union, the Employerwill not be requiredto terminate
employment.

ARTICLE NI
RIGHTS OF THE EMPLOYER
3.01 The Employer retains the exclusive rightto manage its operation in every
respect except in so far as these rights may be expressly restricted by the terms

of this agreement.

The terms of any prior collective agreement between the parties will have
no relevance in respectto the interpretationor application of the foregoing.

Nothing in the above shall override the grievance procedure or restrictin
any way the rightto grieve.
ARTICLE WV
CORPORATE LABOUR MANAGEMENT COMMITTEE
4.01 The parties agree to continue the Corporate Labour Management
committee, which will include members of the Union leadership and members of

NB Power senior management.

The purpose of the committee is to address matters of mutual concern
and to enhance communication between labour and management.



ARTICLE V
DEFINITION OF EMPLOYEE
5.01 Inthis Agreement:

5.01 a) The definition of "Casual Employee" is in accordance with the
Public Service Labour Relations Act.

§.01 b) "Temporary Employee" means a person who is hired for a specific
job or jobs, usually of longer durationthan six (6)months, but the need for such
job is temporary.

6.01¢c) . "Regular Employee" means a person who has undergone a period
of probationand has been appointed to fill a complement position.

5.01 d) "Probationary Employee" means a person who is hired for a regular
position and is undergoing ‘an initial probation period following hire. The
probation period will normally be six (6)months but may be extended by mutual
agreement between the Employer and the Union.

5.01¢) A casual employee who has been employed for a period exceeding
the time provided in the Public Service Labour Relations Act will be converted
to temporary and such additional benefits as may apply shall be put into effect as
soon as is reasonably practicalthereafter.

5.01 f) "Part-time Employee" means a person described in sub-section b,
¢, or d, above who is not ordinarily required to work more than one-half (0.5) the
normal hours of work of other employees in the bargaining unit. In such case,
the employee's benefit entitlementis in accordance with Appendix "C". Part-time
employees must work at least fifty percent (50%) of normal hours to qualify for
health benefits as per insurance carrier contracts.

5.01 g) "Term Seasonal Employee" means a person who is hired as a
temporary employee for a specific job or jobs, usually of longer duration than one
(1) year. The need for such a position is for a fixed term but such need is
generally interrupted temporarily due to the nature of the work, weather,



availability of staff or other circumstances. In such case, the employee's benefit
entitlements are in accordance with Appendix “C".

ARTICLE VI
NO STRIKE OR LOCKOUT

6.01 In conformity with the Public Service Labour Relations Act, it is agreed
that during the life of this agreement that at no time shall there be a strike by the
Union, which includes a cessation of work, or a refusal to work or to continue to
work, by employees in combination or in concert, or in accordance with a
common understanding, or a slowdown or other concerted activity on the part of
employees designed to restrict or limit output; and at no time shall there be a
lockout by the Employer.

ARTICLE VI
DISCIPLINE AND DISCHARGE
7.01 Disciplinary action or discharge shall be for just cause.

7.02 When an employee is suspended without pay or discharged, the
employee will be given the reason or reasons for such action and confirmation in
writing.

7.03 An employee shall be provided with a copy of any disciplinary
documentation, which is placed in their file. A written reply by the employee will
also be placed in their file. Any employee wishing to review their file must make
arrangements to do so through local supervision and Corporate Records
Management.

7.04 When disciplinary action has been taken, the record of such transactions
will be retained in an employee's file as per the following schedule:



i.  Six (6) months for any documentation of verbal discussions of disciplinary
matters,

ii.  Twelve (12) months for formal written documentation of a disciplinary
transaction,

iii.  Twenty-four (24) monthsfor formal written documentation of a disciplinary
transaction which results in a leave (with or without pay) or any other

penalty.

If the employee has not been subject to further disciplinary action during
that period, such recordswill be removed from the employee'sfile at their request
and shall not be referredto or used against the employee. If the employee has
been subject to further disciplinary action during that period, the entire
disciplinary record remains on the file until the expiration of the period of time that
applies for the latest disciplinary action, or for the period of time established for
prior discipline, whichever is longest. If during the retention period an employee
is absent from work for a period of more than one (1) month, the parties will
discuss whether the retention period should be extended and any extensions will
only be implemented by mutual agreement of the parties to the agreement.

7.06 Notwithstanding anything contained elsewhere in this agreement, a
probationary employee shall have no right to grieve termination of their
employment during the probation period.

7.06 When an employee is summoned to an interview that could lead to
disciplinary action, the employee has the right to Union representation.

ARTICLE v
WAGES
8.01 General
8.01 a) Wages of all employees covered by this agreement shall be at

those levels appearing in Appendix "A". The hourly rates shown in Appendix " A
do notinclude the three (3) cents per hour for the Union Educationfund.

/O



8.01 b) The Employer agrees to remit to the Union on a bi-weekly basis
the above noted three (3) cents per hour, for all regular and overtime hours paid.
Remittancesfor overtime hours shall be at straighttime and bankedtime shall be
paid as it is put in the bank. It is understood that these remittances are to be
used by the Unionfor the purpose of membership education.

8.02 Wage Adjustments

8.02 a) The following represents the Parties’ agreement concerning
compensation:

i.  Effective January 1, 2008: the compensation structure for employees in
the line trade (Power Line Technician, Customer Service Representative
and Lead Power Line Technician) and for the classification of General
Foremanwill be as follows:

¢ General increases and any other adjustments to the wage rate for
the line trade will be applied to the Power Line Technician
classification only;

« The wage rate for the classification of Customer Service
Representative will be established and maintained at a rate that is
five percent (5%) above the top step in the range for the Power
Line Technician:

¢ The wage rate for the classification of Lead Power Line Technician
will be established and maintained at a rate that is eight percent
(8%) above the top step in the range for the Power Line Technician;

e The wage rate for the classification of General Foreman will be
established and maintained at a rate that is twelve percent (12%)
above the top step in the range for the Lead Power Line
Technician;

o The classification adjustments for the Customer Service
Representative and the Lead Power Line Technician (five percent
(5%) and eight percent (8%) above the Power Line Technician) will
be retroactive to May 2, 2007 when the rate for the Power Line
Technician was adjusted to $28.03.



Effective April 1, 2010: adjust the top step of the PLT by $0.34; then set
the top step of the range for the Customer Service Representative at five
percent (5%) above the top step of the Power Line Technician, the top
step of the range for the Lead Power Line Technician at eight percent
(8%) above the top step of the Power Line Technician and the top step of
the range for the General Foreman at twelve percent (12%) above the top
step of the Lead Power Line Technician.

Effective April 1, 2011: adjustthe top step of the PLT by $1.20; then set
the top step of the range for the Customer Service Representative at five
percent (5%) above the top step of the Power Line Technician, the top
step of the range for the Lead Power Line Technician at eight percent
(8%) above the top step of the Power Line Technician and the top step of
the range for the General Foreman at twelve percent (12%) above the top
step of the Lead Power Line Technician.

Effective January 1,2008: create a new range for the Power Line
Designer, Electrical Mechanic and Engineering Assistant so that the top
step of the range is equivalent to the top step of the Customer Service
Representative for 2008 gnly and the parties agree that there will be no
future relativity in the compensation for these classifications and the
Customer Service Representative classification. The Power Line
Designer and Engineering Assistant's salary range will have seven (7)
steps. The Electrical Mechanic's salary range will have four (4) steps for
the apprentice classification and three (3) steps for the certified
classification. For the five (5) employees who on the date of signing of the
collective agreement are classified as Engineering Assistants (and only
these five (5)employees), a salary fix of $0.50 will be added to their wage
rate and will be applied for the life of the collective agreement. This salary
fix is for present incumbents only, will not be included in the calculation of
cost of living increases and will not apply to any future employees
assignedto this classification.

Effective January 1, 2008: create a structure for the Lead Meter Reader
where the general increases each year go to the Meter Reader and then
the top step®of the range for the Lead Meter Reader is established and
maintained at eight percent (8%) above the top step of the Meter Reader.



Vi.

vii,

vii.

Effective January 1, 2008: adjust the Engineer I to [V range by reducing
the number of steps to seven (7)rom nine (8), retainingthe same top step
in the range.

Effective January 1, 2008: create a new salary range for the Apprentice
Power Line Technician classification with the same number of steps (six
(6) month increments) in the range with new steps for the base rates
(beforethe 2008 generaliincrease) of:

A B C D E F G H
14.00 15.11 16.23 17.356 20.15 21.27 22.38 23.79

The top step of the wage range will be established and maintained at a
step that reflects the amount recommended (eight-five percent (85%) of
the rate for a certified Power Line Technician/Step “A”) in the
Apprenticeshlp and Occupational Certification Act (SNB 2003,
Chapter A-9.1 as amended).

Effective January 1, 2008: create a new classification and salary range
for an ASR IIl/IV “Floating” CTAS Agent. The salary range will be
equivalentto the ASR Iil/IV with an additional step at the top of the range
set at five percent (5%) above the top step of the ASR 1II/IV.

Date of signing: pay the three (3) employees working in the Protective
Equipment Testing Lab, “extra responsibility” pay for a period of up to two
(2)years subsequent to the signing of the collective agreement while they
develop a certification program for employees working in the lab. Once
that program is developed and has been approved by the Director,
Engineering & Operations, and employees have completed any
requirements under the program to become certified, they will be
reclassified and will move onto the new ranges using current promotional
rules. The new classifications will be Tester, Protective Equipment Test
Lab and Tester, Protective Equipment Field (one (2)position only) with
new ranges as follows:

Tester/Lab (2007base): 21.53 22.72 23.83
Tester/Field (2007base): 22.66 23.58 25.02 26.28



X.  Salary fix: effective the first full shift cycle after the signing of the
collective agreement, employees in the classifications of Distribution
System Operator and CTAS Agent (including the "Floating" CTAS Agent)
assigned to a full shift schedule will receive a salary fix in recognition of
the changes to their terms and conditions of work (as outlined in articles
9.03 & 9.05). The salary fix will not be included in the calculation of cost
of living increases. For these classifications the shift differential will be
eliminated and replaced by a salary fix of $0.55. The salary fix will be
raised in the subsequentyears of the agreement as follows:

e January 1, 2009 $0.57
e January 1, 2010 $0.59
e January 1, 2014 $0.61
e January 1, 2012 $0.63

xi. ~ The following general increases will be applicable to the top step in the
range of all classifications in the bargaining unit. Before the increase for
January 1, 2008 is applied, the classification adjustments (items (i}, (iv),
(v), (vi), (viiy and (viii) listed above) will implemented.

e January1,2008  3.0%
e January1,2009  3.0%
e January 1,2010  3.0%
e January 1, 2011 3.5%
e January 1,2012 4.0%

xii.  No bargalning unit classifications will be evaluated during the life of this
collective agreement.

8.02 b) When an employee is assigned to a classification with a maximum
salary which is lower than the employee's current rate of pay, as a result of a re-
evaluation of a job classification, reorganization, or return to work from LTD or
WCB, the employee's salary shall be frozen for a period of two (2) years or until
such time as the rate of pay for the new classification reaches the employee's
salary, whichever comes first. Employeeswho are fitly (50) years of age or older
or have twenty-five (25)years of service at the time that they are assigned to the
lower rated classification, will have their wage rate frozen for a period of five (5)
years. If, after the two (2) or five (5) year period, the employee's salary is still



above that of their new classification, the employee’s salary shall be immediately
reduced by twenty-five percent (25%) of the difference between the two (2) rates,
and then reduced in equal parts at six (6) month intervals over the next two (2)
years such that the employee’s salary falls to the rate or the range of the new
classification.

8.02 c) In any case where an employee with at least twenty-five (25) years
of service is unable, for bona fide medical reasons, to carry out the duties and
responsibilities of their position and is therefore reassigned to a lower paying
classification, they may choose to have their salary adjusted in accordance with
8.02 (b) or they may electto maintainthe wage level of their former classification,
including all increases applicable to the classification, until such time as the
employee reaches the age of eligibility for an immediate unreduced pension
under the provisions of the Public Service Superannuation Act (SNB 2003,
Chapter P-26 as amended). If at that time the employee chooses not to retire,
their salary shall immediately be reduced to the appropriate level for their
classificationat that time.

8.03 Progress Within a Pay Range

8.03 a) Step Increases for Normal Progression

i.  Step increasesfor employees whose pay is within a wage range set out in
Appendix “ A shall be provided on an employee's anniversary date. An
employee’s anniversary date will be determined by date of classificationor
reclassification in an Appendix “A position. Step increases may be
withheld when upon review by the Employer, satisfactory performanceand
progress are not shown.

il.  Step increases, which are contingent on acceptable course progress and
proficiency, shall be effective as specified by the course schedule. When
an employee has completed the necessary training and/or testing
required, they will move to the next step on their anniversary date.
Employees in the Apprentice Power Line Technician program have step
increases every six (6) months instead of yearly.



If an employee is otherwise progressing and performing satisfactorily but a
step increase has been withheld because the employee has not
completed the necessary training or exposure, and the delay is as a result
of the Employer's failure to provide the required courses, training or
exposure, the step increase will not be withheld for more than six (6)
months (see 8.03 b) iit) below for an exception which applies to employees
in an apprenticeship program).

As a condition of continued employment, the employee must complete the
required training and once the employee has met those requirements, the
increase will be applied retroactively to the date when the employee
should have progressed to that step.

8.03 b) Step_increases for Proarassion while in_an_Apprenticeship
Program

Guidelines for the assessment of qualifications for employees entering an
apprenticeship program and wage rates for employees whose salary s
above their level of qualificationare attached in Appendix “F".

An employee participating in an apprenticeship program will not progress
to the certified range until they have successfully completed their
apprenticeship and certification, and once they are certified they will move
to the certified salary step or range on their anniversary date. Such
employees may progress through the salary range until they reach the top
step of the apprenticeship range and will remain frozen at that step until
successful completion of the above requirements.

For employees in an apprenticeship program, section 8.03 a) ii) will only
apply while they are in the apprenticeship classification. It will not apply
for progression from the apprenticeship range to the certified range.

8.03 c) If an employee is not granted a step increase as provided in a) or b)
above, they shall have the right upon requestto an interview with their supervisor
to discuss the matter.



8.03 d) There is no automatic progression in or to the following
classifications: administrative support representative I, {I - 1ll, I, {l = IV, IV or
V, customer service representative, equipment operator I, Il and i, business
analyst, engineer V, meter repairman | & {l, ROW agent l1, technical assistant | &
1, functional analyst I to V, protective equipment tester (field), or a lead, senior or
supervisory classification.

8.04 Relieving Pay

8.04 a) When as a result of a request by the Employer, an employee
relieves in a higher paying non-supervisory position for a continuous period of
four (4) hours or more, the employee shall receive eight percent (8%) on their
normal hourly rate for all hours spent in the position. However, should the
addition of eight percent (8%) result in the maximum salary of the relieved
position being exceeded, the employee shall receive the maximum salary of the
relieved position.

8.04 b) When as a result of a request by the Employer, an employee
relieves in a higher paying supervisory position (not including lead or senior
positions) for a continuous period of four (4) hours or more, the employee shall
receive ten percent (10%) on their normal hourly rate for all hours spent in the
position. However, should the addition of ten percent (10%) result in the
maximum salary of the relieved position being exceeded, the employee shall
receive the maximum salary of the relieved position.

8.04 c) When as a result of a request by the Employer, an employee
relieves a lead power line technician position for a continuous period of four (4)
hours or more, the employee shall receive the rate of the lead power line
technician classification for all hours spent in the position. Subject to operating
requirements, an employee may, if they have a bona fide reason, decline a
relieving pay asslgnment as a lead power line technician.

8.04 d) An employee will be consideredto be relievingwhen the employee
is required by the Employer to leave their normal work and fill a position (a) to
which the incumbent is expectedto return or (b) which has become vacant and is
open for bid. When an employee is absent or a position is vacant, there is no
requirement for the Employer to replace the absent employee with another
employee or to pay the relieving rate, Employees will not be consideredto be

17



relieving when they perform functions that fall within the duties and
responsibilities of their classification.

8.04 ¢) The Employer may create temporary positions to meet operational
requirements. Where employees are required to fill these positions for five (5)
days or more, they will be paid in accordance with either articles 8.04 (a) or (b)
for all time spent relieving in that position. During emergency situations, the
Employer has the discretion to create temporary positions for Lead Power Line
Technicians or General Foremen for periods of one (1) day or more.

8.04 f) Overtime shall be paid at the relieving rate for the entire period of
the relieving assignment (as identified by the Employer), even if the employee’s
overtime assignment is for work in their normal position, not the position being
relieved.

8.04 ¢) When an employee has been relieving for a period in excess of
twenty (20) consecutive working days, their status will be changed to “acting” so
that the relieving rate will apply to all hours until the relieving assignment is
completed. Whenthe Employer knows that the requirement for relieving will
extend beyond 20 consecutive days the employee will be considered to be acting
for the full period.

8.04 h) When an employee has been acting for more than one 1)
continuous calendar year, the Employer will consult with the Union before
deciding whether the employee should continue in the acting assignment or
another employee should be given the opportunity to relieve in the position. If
the employee continues to act in the position for more than one (1) calendar
year, they will no longer receive the compensation set out in (a) or (b) above, but
will be placed on a step in the range of that classification. That step will be the
next highest step to the acting rate they were receiving(i.e., their base rate plus
acting pay). However, an employee will not be permitted to receive more than
the top step of the classification in which they are acting. If the employee
continues to act in that posltlon, they will proceed through the range of that
position on the anniversary date of their acting assignment. When the acting
assignment is completed, the employee's rate of pay will be immediately
adjusted to their base rate in their normal classification. Employees acting as
Foremen Trainers or Trades Instructors will be compensated in accordance with
a Letter of Agreement attached in Appendix “G".
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8.06 Lead Hand Pay

An employee who on instruction by the Employer performs as a Lead
Hand, in a lead position not already established in Appendix "A", shall be paid an
additional eight percent (8%) on their normal hourly rate for all time spent in the
lead function.

8.06 ExtraResponsibility

An employee who on instruction by the Employer is assigned to perform
work of significant responsibility in addition to the duties and responsibilities of
their normal classification, will receive an additional five percent (5%) on their
normal hourly rate for the period of time during which they are assigned these
extra responsibilities. Such assignments are normally for periods of six (6)
months or more and involve the performance of duties associated with a project
and/or duties performed by an employee in a higher paying classification.

8.07 Local PresencePerson

Employees who are assigned to provide customer service in a regional
office on an "as required" basis and who have successfully completed the CCS
training may be designated as the local presence person (LPP). If they are
currently classified below the level of the ASR WV classification, they shall

receive the lesser of five percent (5%) on their normal hourly rate or the top of
the wage level of the ASR Iil/IV for the time spent performing these functions.

ARTICLE X
HOURS OF WORK

9.01 General

For all employees the regular workday shall be from midnight to the
following midnight. The introduction and elimination of daylight savings time wiill
not be consideredas other than a normal day.



9.02 Normal Hours= Non-Shift Assignment

9.02 a) The normal hours of work for Administrative Support
Representatives working in Head Office will be seven and one-quarter (7.25)
hours per day, Monday through Friday, with an hour unpaid lunch break,
resulting in a thirty-six and one-quarter (36.25) hour week. The workday will be
08:15 to 16:30, unless specific provisions have been made in the following
sections of this collective agreement, or altered as per the terms of this
agreement.

9.02 b) For all other non-shift employees, the normal hours of work shall be
eight (8) hours per day, Monday through Friday, with a one-half (0.5) hour unpaid
lunch break, resulting in a forty (40) hour week. The workday will be 08:00 to
16:30, unless specific provisions have been made in the following sections of this
collective agreement, or altered as per the terms of this agreement.

9.02 c) Certain employees, because of the requirements of the job, work
hours other than those defined in this agreement. The Employer may alter
normal hours of work for these individuals or groups to allow for an earlier or later
workday, to allow noon hour coverage for continuing internal and/or external
contact, to make presentationsto the public or meet with clients. The following is
not an all-inclusive list; however, typical examples may include Right of Way
Agents, Energy Advisor Supervisor, Energy Advisors, ASRs, Utility workers,
Gatekeeper and employees working in Stores. For such classifications, normal
working hours will remain either thirty-six and a quarter (36.25) or forty (40) per
week, but the Employer shall determine the specific schedules.

9.03 NormalHours — Distribution System Operators & Distribution System
Outage Coordinator

All employees in these classifications may be assigned to either a non-

shift or a full shift assignment and may be re-assignedto either non-shift or full
shift in accordance with the terms of this agreement.
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9.03 a) Normal Hours - Non-ShiftAssianment

1. The normal workday shall be eight (8) hours per day, Monday to Friday
between 08:00 and 16:30, resulting in a forty (40) hour normal work week.
Employees will have a thirty (30) minute unpaid meal break and two (2) ten (10}
minute paid work breaks. The timing of the lunch break will be scheduled
between 11:30 and 13:30 with supervisory approval to ensure operational
requirementsare met.

2. Employees who are assigned to non-shift hours of work may be assigned
to the full shift schedule with thirty (30) days notice.

3. Non-shift assignment employees will be required to replace employees
assigned to the full shift schedule for meetings, training, sick leave or vacation,
on the day and night shifts, including weekends. For all hours worked outside of
an employee’s normal hours of work for unplanned replacements (i.e., with less
than sixteen (16) hours notice), employees will be paid the prevailing overtime
rate and article 10.08 (Period of Rest) may apply. Planned replacements (i.e.,
with sixteen (16) Or more hours of notice) will be compensated as per section 4
below.

4. Employees required to replace full shift assignment employees as in
section 3 above, but with sixteen (16) or more hours of notice, will be
compensated as follows:
i.  Employees will not work more than eighty (80) hours in a pay period at
their normal rate of pay;

ii. Employees replacinga twelve (12) hour shift will be paid twelve (12) hours
at code 01 (regulartime) and twelve (12) hours at code 30 (overtime-1.0).
While the employee will not be required to work their regularly scheduled
day following the night shift, the provisions of article 10.06 do not apply:

i, When an employee replacesthree (3) shifts in a work week, they will work
thirty-six (36) normal hours and be paid for forty (40) hours and will not
have to make up the difference in the work week. When an employee
replaces six (6) shifts in a pay period, they will work seventy-two (72)
normal hours and be paid for eighty (80) hours and will not have to make
up the difference in the pay period. The difference between the hours
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worked and the hours pald will be recorded as code 70 (paid with
permission) at the employee's normal hourly rate.

iv.  An employee will be paid overtime at the prevailing rate when they are
required to work more than twelve (12) hours in a day and/or more than
eighty (80) hours in a pay period.

v.  Shift differential is payable for normal hours worked on the night shift and
is not paid on overtime hours or hours paid at overtime rates. The hourly
rate for the shift differential is $1.33.

vi.  Non-shift assignment employees may participate in the seventy-two (72)
hour rolling bank as per article 10.07 c), however they will receive sixteen
(16) hours of family leave as per article 13.11 a), not the two (2) shifts of
family leave providedto employees assignedto the full shift schedule.

9.03 b) Normal Hours— Full Shift Assignment

1. The normal workday shall be twelve (12) hours and the normal schedule
shall consist of a thirty-five (35) day cycle as per the following example:

SUN MON TUE WED THU FRI SAT
WEEK ONE X X D D D X X
WEEK TWO X N N N N x* X
WEEKTHREE X X X X X N N
WEEK FOUR N x* X X X+ D D
WEEK FIVE D D X X X X X

D = Day Shift, N = Night Shift, X = Off
* indicates all overtlme is at double.time the employee's normal rate

2 The hours of work shall be:
o 07:00 hrs to 19:00 hrs, designated as day shift, and
« 18:00 hrs t0 07:00 hrs, designated as night shift
Note: These hours may be changed by mutual agreement
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3. Employees may be changed from one shift to another within the shift cycle
providing the overall cycle is not altered in time and such change shall be
regarded as normal and no overtime premiums will be paid. Employees working
the full shift cycle may be assigned to non-shift hours of work with thirty (30) days
notice.

4, Twelve (12) hours of vacation credit are built into each cycle.

5. An employee who is sick or assigned to work the entire period of the
“longest sequence of time off for a cycle will be credited with twelve (12) hours
of vacation. An employee has not worked their “entire period” of time off if they
have a full calendar day (0:00 to 24:00) off during this period. For shift cycles
containing two (2) equal periods of time off, the “longest sequence of time off will
be the period of “time off" between the day shifts.

6. In order to maintain and ensure a continuous operation, it may be
necessary to establish an “On Call Roster“. The decision as to whether such a
roster is necessary shall rest solely with the Employer. No premium or
compensation shall be paid to any employee for serving on such a roster if the
need for it is for coverage of absenteeism. The Employer will, however, provide
one (1) communications device per shift to facilitate “on call”. On Call rosters
established for reasons other than absenteelsm will be compensated as
established elsewhere in this agreement.

7. It is understood that the implementation or cancellation of the twelve (12)
hour schedule for all or any portion of the work force will not result in the payment
of any overtime premiums.

8. When an employee is entitled to leave for bereavement leave, jury duty or
witness leave, they will be paid for the amount of regular hours that they were
scheduledto work on that day.

9. Sick leave shall be calculated on an hourly basis.

10.  Employees who work Christmas Day as part of their regular shift cycle

shall receive extra pay at straighttime rate for all hours worked within the twenty-
four (24) hours of December25™.
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11, Notwithstandingarticle 10.07 e) of the Collective Agreement, an employee
eligible for an extra week of vacation credit may submit a requestto add eight (8)
hours of banked time to allow forty-eight (48) consecutive regular hours of time
off to be scheduled at once: the approval of such request will be subject to the
provision of reasonable notice to the employee’s supervisor and operating
requirements.

12, The shift differential for shift employees working the twelve (12) hour full
shift schedule has been eliminated and replaced with a salary fix as identifled in
article 8.02 a) x). Employees (including apprentices) not assigned to the full shift
schedule who work a night shift as defined at item #2 above will be paid a shift
differential for all normal hours worked on a night shift (not including overtime
hours or hours paid at overtime rates). The hourly rate for the shift differential is
$1.33.

13, On the day of an election, the parties will seek ways to maintain the
twelve (12) hour schedule in effect without imposing additional cost to the
Employer on that day (e.g. the day crew employees taking advantage of an
advance poll). If necessary the twelve (12) hour schedule will be temporarily
suspended and employees will revert to an eight (8) hour schedule.

14,  Except for the changes identified in this Agreement, all other provisions of
the Collective Agreement will remain unchanged on the understanding that their
application will not result in any increase in cost to the Employer relative to the
implementation of the twelve (12) hour shift.

15.  Following implementation of the twelve (12) hour schedule, such schedule
may be cancelled immediately by the Employer, should either the safe operation
of the system or public safety be adversely affected.

16. The Employer may schedule sixteen (16) hours of mandatory training or
meetings per employee per calendar year which will be paid at code 30 (overtime

1.0).

17.  Additional mandatory training and meetings may be scheduled and if an
employee is on their time off, they will be paid at prevailing overtime rates.
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Employees who attend discretionary meetings or training during their time off will
be paid at their normal hourly rate (Code 30-Overtime 1.0).

18,  Employees must schedule vacation and other leaves through their
supervisor and employees on non-shift assignment may be required to cover
these shifts.

16.  Article 10.07 will provide a “rolling bank of seventy-two (72) hours for
banked overtime.

20. Instead of the sixteen (16) hours of family leave provided in article 13.11
a), employees assigned to a full shift schedule will receive two (2) shifts (twenty-
four (24) hours) of paid family leave per calendar year.

21.  Apprentices will not receive the salary fix or participate in the floating
overtime bank until they are certified and assigned to the full shift cycle.

22, Balancing of time for employees moving between shift and non-shift
assignmentwill be in accordance with Appendix “H" - “Adjustment of Time when

Asslaned to a Non-Shift Schedule”.

9.04 Normal Hours = Customer Interaction Centres
9.04 a) For non-shift employees working in administrative support or

supervisory positions in the Customer Interaction Centres, the normal hours of
work shall be eight (8) hours per day from 08:00 to 16:30 with a thirty (30) minute
unpaid meal break or 08:00 to 17:00 with a one (1) hour unpaid meal break (as
selected by the employee - once selected, the employee will provide one (1)
month’s notice to change to the other meal break), Monday through Friday,
resulting in a forty (40) hour work week.

9.04 b) For all other employees working in administrative support or
supervisory positions in the Customer Interaction Centres, the normal hours of
operation will be 08:00 to 20:15, Monday to Friday, and such employees will be
assigned to a shift schedule. If there is any conflict between these provisions
and other provisions of the collective agreement, this section will prevail.
Employees in these positionswill be assignedto a schedule as follows:
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the schedule will provide for a rotation amongst the Customer Interaction
Centres which will provide as equitable a rotation as possible given
Operational requirements (including the demands of the technology and
the requirementto provide bilingual coverage).

the schedule may include any combination of the following shifts:

an eight (8) hour shift with start times of any half (0.5) hour increment
between 08:00 and 11:30 with a thirty (30) minute unpaid meal break,
Monday through Friday, resulting in a forty (40) hour work week. The start
time for shifts may vary from day to day within the work week.
Notwithstanding article 10.03, the window for overtime will float with the
employee’s normal shift start time, on both ends of the normal work day.
For example, if an employee’s shift begins at 08:30, then the “prevailing
overtime rate” will be one and one half (1.5) times the employee’s normal
hourly rate from 17:00 to 22:30 and double (2)ime the employee’s normal
hourly rate from 22:30 to 08:30.

a permanent eight (8) hour day shift with normal hours of work from 08:00
to 18:30 with a thirty (30) minute unpaid meal break, or 08:00 to 17:00 with
a one (1) hour unpaid meal break (as selected by the employee at least
one (1) month in advance of the schedule being posted), Monday through
Friday, resulting in a forty (40) hour work week;

for employees hired after the date of signing of this agreement (or current
employees, on a voluntary basis), who are assigned to outbound calling,
an eight (8) hour shift scheduled between 08:00 and 20:15, with a thirty
(30) minute unpaid meal break, scheduled any five (5) days per week,
Monday through Saturday, resulting in a forty (40) hour week. Hours of
work on Saturday will be between 08:00 and 16:30. Employees
scheduled to work on a Saturday will receive the following Monday off
without pay, unless the employee and their supervisor agree to an
alternate day off within the pay period;

a split shift applicable to employees who are hired to work this shift or

current employees who volunteer to move to the split shift, with the
following hours of work:
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ill,

o from 09:30 to 13:30 and from 18:15 to 20:15 with an unpaid meal
break;

o a shift differential is not applicable to employees assigned to this
schedule;

o upon the instruction of the Employer time worked outside the
normal hours of work, Monday to Friday, between 13:30 and 16:15
will be paid at the prevailing overtime rate.

Effective the date of signing of the collective agreement, employees will‘be
assigned to the permanent day shift as follows:

as operational requirements allow, the Employer will create permanent
day shift assignment positions and ask employees to identify whether they
are interestedin moving to the day shift;

once the employees are identified, they will be assigned to the permanent
day shift positions on a gradual basis, as soon as operational
requirementsand attrition allow for that assignment:

if there are more employees expressing an interest than the number of
positions available, the positions will be filled based on seniority and any
employees not assigned will remain on an eligibility list until additional
positions are available;

initially, fifteen (15) day shift positions will be created and filled, and then
on an ongoing basis, the Employer will guarantee that twenty-five percent
(25%) of the inbound shift assignment positions (regular and term) will be
day shift positions and will continue to be filled by seniority. The first five
(5) day shift positions will be filled within six (68) months from the date of
signing of the collective agreement.

the shift schedule will be established and posted on a monthly basis with
two (2) weeks notice. Notice requirements will not apply to supervisors
who are assigned to the shift schedule. While supervisors will be provided
with as much notice as possible, operational requirements may result in
their shifts changing with less than two (2) weeks notice.
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v.  when the shift schedule is established, two (2) slots will be allowed each
day for short notice absences after the schedule is posted. Planned
absences (vacation, voluntary leave, etc.) will not be scheduled in these
two (2) slots when the schedule is established. However, each employee
will receive coupons for eight (8) hours of short notice leave per calendar
year, which they can use to schedule an absence (vacation, voluntary
leave, banked time off, family leave or unpaid leave), preferably with at
least twenty-four (24) hours notice, on a “first come, first served” basis
(minimum of one (1) hour scheduled on each occasion).

vi.  shlft differential will be paid as per article 9.08 for all normal hours worked
from 16:30 to the end of the shift, however, the shift differential will not be
paid for overtime work or for hours paid at overtime rates.

8.06 Normal Hours — CTAS Agents and “Floating” CTAS Agents

All employees in the CTAS Agent classification are assigned to a full shift
cycle and the “Floating” CTAS agent is assigned to a non-shift assignment but is
required to replace CTAS Agents on shift. Effective the date of signing of the
collective agreement, the Employer will create two (2) “Floating” CTAS Agent
positions which will have a wage range with a top step set at five percent (5%)
above the top step of the ASR |II/IV wage range.

98.06 a) Normal Hours - “Floating” CTAS Agents

1. The normal workday shall be eight (8) hours per day, Monday to Friday
between 08:00 and 16:30, resulting in a forty (40) hour normal work week.
Employeeswill have a thirty (30) minute unpaid meal break and two (2) ten (10}
minute paid work breaks. The timing of the lunch break will be scheduled
between 11:30 and 13:30 with supervisory approval to ensure operational
requirements are met.

2. Employees who have applied for and been appointed to these positions
may request a transfer back to an ASR [II/IV position in the Customer Interaction
Centre and such transfer will be allowed as soon as a position becomes
available. Upon transfer, the employee’s rate of pay will be Immediately reduced
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to the wage range of that position and their hours of work will be as per article
8.04 of the agreement.

3. "Floating" CTAS agents will be assigned to work as an agent in the
Customer Interaction Centre. However, they will also be required to replace
employees assigned to the full shift schedule for meetings, training, sick leave or
vacation, on the day and night shifts, including weekends. For all hours worked
outside of an employee's normal hours of work for unplanned replacements (i.e.,
with less than sixteen (16) hours notice), employees will be paid the prevailing
overtime rate and article 10.06 (Period of Rest) may apply. Planned
replacements (i.e., with sixteen (16) or more hours of notice) will be
compensated as per section 4 below.

4, Employees required to replace full shift assignment employees as in
section 3 above, but with sixteen (16) or more hours of notice, will be
compensated as follows:
i, Employees will not work more than eighty (80) hours in a pay period at
their normal rate of pay;

i. ~ The amount and frequency of the requirement to replace shift employees
will be determined by their supervisors,

ili.  When the "Floating"CTAS Agent replaces an employee on shift, they will
not receive any overtime premium (except for extension overtime beyond
the normal twelve (12) hour shift). While the period of rest provisions in
article 10.06 will not apply (as they will be working their "normal” hours of
work, not overtime), if the employee is replacing a night shift or shifts, they
will not be required to work their normal work day following the night shift.
in addition, for each twelve (12) hour shift that the "Floating" CTAS Agent
replaces, they will be credited with one (1) hour in their overtime bank at
straight time;

iv.  When an employee replaces three (3) shifts in a work week, they will work
thirty-six (36) normal hours and be paid for forty (40) hours and will not
have to make up the difference in the work week. When an employee
replaces six (6) shifts in a pay period, they will work seventy-two (72)
normal hours and be paid for eighty (80) hours and will not have to make
up the difference in the pay period. The difference between the hours
worked and the hours paid will be recorded as code 70 (paid with
permission) at the employee's normal hourly rate.
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Vi,

vil.

vill,

An employee will be paid overtime at the prevailing rate when they are
required to work more than twelve (12) hours in a day and/or more than
eighty (80) hours in a pay period.

In lieu of shift differential, employees will receive a salary fix as per article
9.05 b) 12) below.

As employees in the “floating” positions are required to replace employees
on the full shift at their normal rate of pay, they may participate in the
seventy-two (72) hour rolling bank as per article 10.07 ¢) and they will
receive the two (2) shifts of family leave provided in article 9.05 b) 20 for
employees assigned to the full shift schedule.

The employee is not required to replace on shift for Statutory Holidays or
weekends with a Statutory Holiday attached, unless they agree. They may
be required to replace on shift the Monday night of the holiday weekend
and between Christmas and New Years.

The employee will not be required to work any night shift that precedes a
statutory holiday or on the Friday night ‘preceding a weekend to which a
statutory holiday is attached:

The employee is entitled to schedule two (2) weeks of vacation each
summer before other employees in the centre schedule their vacation.
They can be scheduled to work the Friday night shift prior to going on
vacation and the Sunday night shift prior to returning from vacation. If
they schedule two (2) consecutive weeks of vacation, they will not be
scheduled to work during the weekend between their weeks of vacation.

9.05 h) Normal Hours — Full Shift Assignment

1.

The normal workday shall be twelve (12) hours and the normal schedule

shall consist of a thirty-five (35) day cycle as per the following example:

SUN MON TUE WED THU FRI SAT

WEEK ONE X X+ D D D X* X

WEEK TWO X N N N N X* X

WEEKTHREE X X X X X N N
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WEEK FOUR N Xt X X x D D
WEEK FIVE b D X X X X X

D = Day Shift, N = Night Shift, X o Off
* Indicates all overtime is at double time the employee’s normal rate

2. The hours of work shall be:

e 07:00 hrs to 19:00 hrs, designated as day shift, and
o 19:00 hrs t0 07:00 hrs, designated as night shift

Note: These hours may be changed by mutual agreement

3. Employees may be changed from one shift to another within the shift cycle
providing the overall cycle is not altered in time and such change shall be
regarded as normal and no overtime premiums will be paid. Employees working
the full shift cycle may be assigned to non-shift hours of work with thirty (30) days
notice.

4, Twelve (12) hours of vacation credit are built into each cycle.

5. An employee who is sick or assigned to work the entire period of the
“longest sequence of time off’ for a cycle will be credited with twelve (12) hours
of vacation. An employee has not worked their “entire period” of time off if they
have a full calendar day (0:00 to 24:00) off during this period. For shift cycles
containingtwo (2) equal periods of time off, the “longest sequence of time o ff will
be the period of “time off betweenthe day shifts.

6. In order to maintain and ensure a continuous operation, it may be
necessary to establish an “On Call Roster”. The decision as to whether such a
roster is necessary shall rest solely with the Employer. No premium or
compensation shall be paid to any employee for serving on such a roster if the
need for it is for coverage of absenteeism. The Employer will, however, provide
one (1) communications device per shift to facilitate “on call”. On Call rosters
established for reasons other than absenteeism will be compensated as
established elsewhere in this agreement.
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7. It is understood that the implementation or cancellation of the twelve (12)
hour schedule for all or any portion of the work force will not result in the payment
of any overtime premiums.

8. When an employee is entitled to leave for bereavement leave, jury duty or
witness leave, they will be paid for the amount of regular hours that they were
scheduled to work on that day.

9. Sick leave shall be calculated on an hourly basis.

10.  Employees who work Christmas Day as part of their regular shift cycle,
shall receive extra pay at straight time rate for all hours worked within the twenty-
four (24hours of December25™,

11.  Notwithstanding section 10.07 e) of the Collective Agreement, an
employee eligible for an extra week of vacation credit may submit a request to
add eight (8)hours of banked time to allow forty-eight (48)consecutive regular
hours of time off to be scheduled at once; the approval of such request will be
subject to the provision of reasonable notice to the employee's supervisor, and
operating requirements.

12.  The shift differential for shift employees working the twelve (12) hour full
shift schedule has been eliminated and replaced with a salary fix as identified in
article 8.02 a) x). Employees (including apprentices) not assigned to the full shift
schedule who work a night shift as defined at item #2 above will be paid a shift
differential for all normal hours worked on a night shift (not including overtime
hours or hours paid at overtime rates). The hourly rate for the shift differential is
$1.33,

13. On the day of an election, the parties will seek ways to maintain the
twelve (12) hour schedule in effect without imposing additional cost to the
Employer on that day (e.g. the day crew employees taking advantage of an
advance poll). If necessary the twelve (12) hour schedule will be temporarily
suspended and employees will revertto an eight (8) hour schedule.

14.  Except for the changes identified in this Agreement, all other provisions of
the Collective Agreement will remain unchanged on the understanding that their
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application will not result in any increase in cost to the Employer relative to the
implementationof the twelve (12) hour shift.

15.  Following implementationof the twelve (12) hour schedule, such schedule
may be cancelled immediately by Employer, should either the safe operation of
the system or public safety be adversely affected.

16. The Employer may schedule sixteen (16) hours of mandatory training or
meetings per employee per calendar year which will be paid at code 30 (overtime
1.0).

17.  Additional mandatory training and meetings may be scheduled and if an
employee is on their time off, they will be paid at prevailing overtime rates.
Employees who attend discretionary meetings or training during their time off will
be paid at their normal hourly rate (Code 30 — Overtime 1.0).

18. Employees must schedule vacation and other leaves through their
supervisor and the "Floating" CTAS Agent may be requiredto cover these shifts.

19.  Article 10.07 will provide a "rolling bank of seventy-two (72) hours for
banked overtime.

20. Instead of the sixteen (16) hours of family leave provided in article 13.11
a), employees assigned to a full shift schedule will receive two (2) shifts (twenty-
four (24) hours) of paid family leave per calendar year.

9.06 Shift Differential

9.06 a) Shift differential shall be paid at the rate set out in 9.068 b} for
normal hours of work that fall within the time periods identified. However, shift
differential will not be paid for overtime work or for hours paid at overtime rates.

9.06 b) The shift differential rates will be as follows:
i.  for employeesworking normal hours between 16:30 and 08:00:
o date of signing=$1.00
e January 1, 2010 =$1.05
e January1, 2012 =$1.10
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ii.  For employees working twelve (12) hour night shifts, shift differential will
be paid in accordancewith articles 9.03 and 9.05 and the rate is $1.33.

Note: as per article 8.02 a) x), some employees have had their shift differential
replaced by a salary fix and are no longer entitled to payment for shift differential
in accordance with this article of the agreement.

9.07 Work Break

9.07 a) Office employees shall be entitled to a ten (10) minute work break
in the first and second half of each scheduled work day at the time designated by
the Employer.

9.07 h) Field employees are entitled to a ten (10) minute work break in the
first and second half of each scheduled work day, to be taken at or enroute to the
work site between 09:30 and 10:30, and 14:30 and 15:30. For crews of
employees, the lead hand may use their discretionto alter the times and location
of work breaks. In exercising this discretion, lead hands must ensure that
operating requirementswarrant such decisions.

9.08 Alternative Hours of Work

Notwithstanding anything in this article, normal hours may be altered in
the following ways:

9.08 a) Agreements between the Emplover and the Union

The Parties to the collective agreement may alter the normal hours of
work by mutual agreement. Such agreement will be confirmed in a letter of
agreement and, while such letter is in effect, the altered hours shall be
consideredthe normal hours of work; or,

9.08 b) Local Agreements
Local management, individuals or groups of employees may propose an

altered hours of work arrangement which, if accepted by management and the
individual or a majority of the employees in the proposed group to be affected by
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the arrangement, shall be consideredtheir normal hours of work. Any agreement
must include the following conditions:

where the agreement is for a regular schedule of altered hours, the hours
of work will be confirmed in a letter of agreement which will contain a
provision allowing local management, the individual or the group of
employees (by majority vote) to revert to normal hours as defined in the
collective agreement with thirty (30) days notice;

the normal hours in a day may be extended to twelve (12) hours before
overtime premiums (at prevailing overtime rates) apply. Once a schedule
has been agreed to, the new hours (nine (9), ten (10), twelve (12), etc.)
become the employee's "normal” hours of work and the prevailing
overtime rate applies to any hours outside of the normal hours of work.
Regular days off established as part of the schedule may only be changed
within a pay period by mutual agreement;

an employee who has completed their normal work week (thirty-six and
one-quarter (36.25) or forty (40) hours, excluding hours paid at overtime
rates), will leave work or, if directed to continue working, will be paid
prevailing overtime rates for the remainder of the time worked in that
week. However, if local management, individuals or a group of employees
have agreedto a nine (9) hour day agreement, or other agreement where
there are more than forty (40) hours in one of the weeks in the pay period,
there will be eighty (80) hours of work paid at the employee's normal
hourly rate in each pay period,;

where the agreement is for a schedule that may change from week to
week, the process for scheduling hours of work will be as per section {v)
below and will be confirmed in a letter of agreement which will contain a
provision allowing local management, the individual or the employees in
the group (by majority vote) to revert to normal hours-as defined in the
collective agreement with thirty (30) days notice:

local management may, by notice to the employees N0 later than noon on
the Thursday prior to the week in question, alter the normal hours of work
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within the limits of the work week (i.e., excluding Saturdays, Sundays and
Statutory Holidays) in accordance with sections (i) and (iii) above.

9.08 c) Alternative Work Weeks

The Employer may change an employee’s normal work week from a five
(5) day schedule of eight (8) hours per day to one of the following schedules,
without a payment of any overtime premium, and such hours shall become the
employee’s normal hours:

o afour (4) day schedule of ten (10) hours per day; or

¢ a nine (9) day schedule of nine (9) hours per day for eight (8) days plus
one (1) eight (8) hour day.

When the Employer establishes an alternative work week schedule, the following
conditionswill apply:

i.  subject to operational requirements, the supervisor will ask for volunteers
before choosing who will be assigned to the work. In the line trade,
volunteers must be by crew;

ii. employeeswho normally work seven and a quarter (7.25) hours per day
and thirty-six and a quarter (36.25) hours per week may also be scheduled
for a four (4) or nine (9) day schedule with the hours of work adjusted
accordingly;

iii. absences (sick leave, vacation, jury duty, bereavement leave, banked
time, etc.) will be calculated based on the hours the employee was
scheduled to work on that day;

iv.  if a statutory holiday falls during a scheduled alternative work week, the
employee will receive eight (8) hours pay and may choose to take either
banked time, vacation or unpaid time to make up the remaining scheduled
hours. If a statutory holiday falls on the designated day off for that work
week, an employee will receive eight (8) hours pay at their normal hourly
rate (Code 30 - Overtime 1.0);
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Vi

9.09

an employee (other than employees in the line trade) who is scheduled to
work overtime during their regular day off in a four (4) day week will be
paid at the prevailing overtime rate for all hours worked on that day;

employees in the line trade (power line technician, lead power line
technician, customer service representative and general foreman) who
work scheduled overtime between the hours of 08:00 and 22:00 on their
regular day off will be paid at one and one-half (1.5) times their normal
hourly rate for the first five and one-half (5.5)hours and double (2) time
their normal hourly rate for any additional hours. Failureto provide twelve
(12) hours of noticefor such overtime will resultin the overtime being paid
as call-out overtime.

Winter Storm

It is recognized that despite their best efforts, some employees may be

unable to report to work on time because of blocked highways. In such cases
the employees shall notify their supervisor, if possible, of their difficulty and
providing they arrive within two (2) hours of the scheduled start time, there will be
no reductionfrom their regular pay. Should they arrive at work after this two (2)
hour period, they shall be paid for time actually worked.

ARTICLE X

OVERTIME AND PREMIUMS

10.01 General

Overtime rates will not be paid for work performed during normal or

alternative hours of work.

10.02 Definitions

10.02 a) Normal Work Day means the norma! work day as defined in this
agreementor such work day as is substitutedtherefore in keeping with the terms
of this agreement.
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10.02 b) Extension Overtime means overtime work performed prior to or at
the conclusion of and continuous with the NormalWork Day.

10.02 ¢) Scheduled Overtime for non-shift employees who are not in the
line trade means overtime work on a normal work day or on a scheduled day off,
for which the employee has received twelve (12) hours or more notice prior to the
commencementthereof. Failureto provide twelve (12) or more hours notice will
result in the overtime being classed as Call-Out Overtime.

10.02 d) Scheduled Overtime for non-shift employees in the line trade
(power line technician, lead power line technician, customer service
representative or general foreman) means overtime work for a planned
interruption on a normal work day or overtime work 0N a scheduled day off, for
which the employee has received twelve (12) hours or more notice prior to the
commencement thereof. Failure to provide twelve (12) or more hours notice will
resultin the overtime being classed as Call-Out Overtime.

10.02 ¢) Scheduled Overtime for shift employees means overtime work on
a normal work day (whether continuous with the work day or not) or a scheduled
day off, for which the employee has received twelve (12) hours or more notice
prior to the commencement thereof. However, the notice provisions will not
apply for overtime work for a shift worker covering absenteeism {l.e., sick leave,
vacation and banked time off), where notice given is contingent on notice
received. Overtime work performed by a shift worker to replace an absent fellow
employee shall be defined as scheduled overtime irrespective of notice given.

10.02 f) Call-Out Overtime for non-shiftemployees means overtime work
performed other than Unscheduled Extension Overtime or Scheduled Overtime.
When an employee is called out they shall receive not less than two (2) hours
pay at double their normal hourly rate.

10.02 g) Call-Out Overtime for shift employees means overtime work other
than Unscheduled Extension Overtime or Scheduled Overtime where the
employee is requestedto provide Increased coverage for a shift and twelve (12)
hours notice has not been given. When an employee is called out they shall
receive not lessthan two (2) hours pay at double their normal hourly rate.
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10.02 h) Application of Call-Qut Overtime

Call-out overtime will apply as follows:

Vi

employees working call-out overtime who are required to perform other
tasks before returning home, shall be credited with only one (1) call-out.
Secondary routine work assignments will not be made solely for the
purpose of keeping the employee at work or on site for the minimum
overtime period;

call-out time shall be calculated from the time an employee reports for
work at their headquarters, or an alternate work site until such time as
they complete their assignment and leave their headquarters or alternate
work site. For the purpose of such calculation, a service truck kept at an
employee's home will be considered their headquarters:

an employee who is not on call but is called out before the start of their
normal (or altered) work day and whose work continues into the work day,
shall be paid at the prevailing overtime rate for the actual time worked and
this time shall not count as a call-out. Work performed at the conclusion
of and continuous with the normal work day is extension overtime and not
a call-out regardlessof the amount of notice given;

an employee on the on-call roster who k called out a minimum of one (1)
hour or more prior to the start of their normal (or altered) work day and
whose work continues into the work day, shall be credited with one (1)
call-out. If the employee is called out less than one (1) hour prior to the
start of their normal (or altered) work day, they will be compensated as per
section ({iiy above;

work during noon break shall not count as a call-out, but shall be paid in
accordance with article 10.05:

when an employee in the linetrade is assigned to respondto a trouble call
while working extension overtime, they will be paid at the call-out rate from
the time they respond to the trouble call. If they return to the initial
overtime assignment, they will continue to be paid at the call-out rate;
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however they will not be entitled to an additional call-out for returning to
that work.

10.03 Qvertime Rates
10.03 a) Non-Shift Workers

For all time worked outside the normal or altered hours of work defined in
article IX, pay shall be as follows:

i, Mondaythrough Friday between 08:00 and 22:00 - time and one half
ii. Mondaythrough Friday between 22:00 and 08:00 - double time
iii.  Saturday, Sunday - double time
fv.  StatutoryHoliday - double time in addition to normal day's pay
v.  Call-out- double time

10.03 b) Shift Workers

For all time worked outside the normal or altered hours of work defined in
Article IX, pay shall be as follows:

I.  Mondaythrough Friday between 08:00 and 22:00 - time and one half
ii. Mondaythrough Friday between 22:00 and 08:00 - double time
ii.  Saturday, Sunday - double time
iv.  Statutory Holiday — double time in addition to normal day's pay
v.  Call-out- double time
vi.  Doubletime days as indicated in the shift schedule —doubletime
vil.  For employees in the Distribution System Operator and ASR IV (CTAS
Agent) classifications, the Employer may schedule up to sixteen (16)
hours of mandatory training or meetings per shift worker per year and
such hours will be paid at code 30 (Overtime 1.0).

10.03 ¢)  Overtime —Abnormal Storm Conditions

For all time worked outside the normal or altered hours of work defined in
article 1X during "abnormal storm conditions", any employee involved in the
restoration effort will be paid at double their normal hourly rate. The Manager of
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DSO will gather and analyze the data to determine whether a storm meets the
criteria set out below.

"Abnormal storm conditions" are storms where:

¢ the restoration process has a duration greater than seventy-two (72)
hours; and,

o thereis at least one (1) day which meets the criteria of a "Major Event
Day" during the storm. A "Major Event Day" B a day where System
Average Interruption Duration Index for that day (SAIDI/day), exceeds
a value calculated using the Institute of Electrical and Electronic
Engineers standard IEEE-1633. The value of SAIDI/day is adjusted
annually, based on the latest five (5) years of outage history.

10.04 Minimum Period of Overtime and Cancellation of Qvertime

10.04 a) When an employee is required to work at least ten (10) minutes
beyond their normal work hours, they will be paid overtime of not less than one-
half hour at the prevailing overtime rate.

10.04 b)  When overtime which was scheduled for an employee's normal day
off is cancelled, the employee shall receive two (2) hours pay at straight time
unless the employee received at least twenty (20) hours verbal or written notice
of the cancellation. Note, however, that there will be no entitlement to this
premium where the cancellation results from the completion of scheduled work
earlier than expected or the return to work of an employee who had been
expected to be absent.

10.04 c) If required, upon completion of an assignment to work unscheduled

extension overtime, an employee will be provided with transportation to their
home.

'10.05 Work During Noon Break
When, as a result of a request by the Employer, an employee works

during noon break, they shall be paid double time for time actually worked during
noon break but no less than the equivalent of one (1) hour of pay at their normal
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hourly rate. If the employee is not allowed twenty (20) minutes during the noon
break to eat, they shall be allowed twenty (20) minutes as close to the time their
afternoon work begins as is possible with no loss in pay. When time allowed to
eat is just before afternoon work begins, additional time granted shall be
sufficientto bring the total to twenty (20) minutes.

This section shall not apply if the employee B allowed their “noon” break
during the period of 11:30 AM to 1:30 PM or if an employee’s hours are altered
as per article IX.

10.06 Period of Rest

10.06 a) All non-shift workers who are required to work overtime between
the hours of 23:00 and the scheduled start time for their normal work day, if they
are scheduled to work their normal workday the same day, shall be entitled to a
period of restwithout loss of regular pay under the following circumstances:

i. A minimum of three (3) call-outs between 23:00 and 08:00;
o Off until 16:30 the same day

ii. A minimum of five (5) hours worked between 23:00 and 08:00:
o Off until 16:30 the same day

iil.  Employees in the classifications of Distribution System Operator and
Distribution System Outage Coordinator only, who work a minimum of
three (3) hours between23:00 and 04:00:

o Off until the beginning of scheduled work after the noon break on the
same day

iv.  In addition, minimum standards for safe hours of work are set out in the
Employer's Health & Safety Standards (see Appendix “F" for the current
version of that standard, which may be amended from time to time).
When an employee has reached the maximum safe hours of work set out
in sections 1 or 2 of that standard, they will be entitled to a period of rest of
eight (8) hours with no loss in pay. Under section 3 of the standard, an
employee who reaches the maximum safe hours of work will receive a
period of rest of four (4) hourswith no loss in pay.
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10.06 b) Employees exercising their entitlementto paid rest under the terms
of this section will ensure that their supervisor is made aware of their intended
absence. Ifthe supervisor is not available, notification may be made through the
Distribution Operating Centre.

10.07 Banking of Overtime

10.07 a) An employee may elect not to receive pay for overtime worked
(including on call pay) and have such overtime hours credited, at premium rates,
to a bank for later time off (e.g., employee works eight (8) hours at time and one-
half - credit in bank is twelve (12) hours ~ time off entitlement is twelve (12)
hours). Alternatively an employee may elect to transfer such overtime pay to any
Retirement Savings Plan (RSP) selected by the Union for this purpose and
included in the payroll system by the Employer.

10.07 b) Total hours entered in the bank for employees shall not exceed
sixty (60) hours in any fiscal year. The Employer may schedule up to eight (8)
hours of time off for an employee, using banked hours in excess of the first forty
(40) entered into the bank by the employee.

10.07 c) Employees in the classifications of Distribution System Operator,
Distribution System Outage Coordinator and CTAS Agent (including employees
in the "floating" CTAS Agent positions), will be allowed to bank seventy-two (72)
hours at any pointintime. An employee who has used banked time can continue
to bank additional time as long as it does not exceed a maximum of seventy-two
(72) hours.

10.07 d) Requests for banked time off will be given the same consideration
as unscheduledvacation. Such requestswill be considered on a first come, first
served basis and will be subject to operational requirements. Unscheduled
vacation is defined as a request for vacation with less than ten (10) calendar
days notice.

10.07 e) Except as in (b) above, the employee and their supervisor must
agree when time off is to be taken. The earliest that such request will be
considered is nine (9) calendar days before the time off is to be taken. However,
to enable the supervisorto make a reasonable decision, the employee must give
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a minimum of twenty-four (24) hours notice. The supervisor may waive the
notice requirement in exceptional circumstances.

10.07 f) Withdrawal from the bank will not take precedence over scheduled
vacation.

10.07 g)  When time off for shift workers requires replacement at overtime
rates, time off will only be granted if the shift worker reimburses such time off at
replacementvalue.

10.07 h) Unused banked time credits at fiscal year end will be paid out or
transferred to an RSP.

10.08 On Call

The Employer agrees to pay at straight time, employees whose names
appear on the regular weekly cycle "on call roster”, or who are otherwise
designated as being on call as follows:

10.08 a)  During the period:

End of Beginning of  Scheduled  Supplementary
Scheduled Scheduled On Call On Call
Work Work Week Per Period

Schedule #1 Schedule #2

Monday ! to Tuesday " 1 Hour 3 Hours
Tuesday " to Wednesday: " 1 Hour 3 Hours
Wednesday " to Thursday " 1 Hour 3 Hours
Thursday " to Friday " IHour 3 Hours
Friday ! to Saturday 08:00 2 Hours 4 Hours
Saturday  08:00 to Sunday 08:00 2 Hours 4 Hours
Sunday 08:00 to Beginningof

Scheduled Work 2 Hours 4 Hours
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10.08 b) An employee who is unable to complete their weekly cycle of "on
call" will be paid for actual periods worked in accordance with Schedule #1
above. The first two (2) periods replaced shall be paid in accordance with
Schedule#1, plus one (1) additional hour of pay per period. Subsequent periods
replaced shall be paid as per Schedule #1 (i.e., subject to paragraphs (c) and (h)
below), total compensation for the seven (7) day period shall not exceed twelve
(12) hours. Where an employee has reached their maximum safe hours of work
under the corporate hours of work standard, and cannot complete their period of
on call, they will still receive the compensation they are entitled to under
Schedule #1 for that period. If another employee is requiredto replace them for
the balance of that period, that employee will receive two (2) hours pay for each
period on Monday, Tuesday, Wednesday or Thursday and three (3) hours pay for
each period on Friday, Saturday or Sunday.

10.08 c) If an employee is placed on the regular "on call" roster more
frequently than seven (7) periods in twenty-one (21) they shall be paid an
additional three (3) hours pay for such scheduled duty. This provision will not
apply to short term replacementas anticipated in (b) above.

10.08 d) Employees "on call" shall keep themselves readily available.
Employees who are on call are expected to be within their residency area and
able to be on their way to the work for which they have been called out within
fifteen (15) minutes of receivingthe call-out. Employeeswishing to be relieved of
on call (exceptin the case of sickness) must arrange for a replacement approved
by the supervisor.

10.08 e) Communication devices will be available for employees who are on
the regular on call roster.

10.08 f} When employees are placed on a "supplementary on call roster" for
periods of less than one (1) week, they will be paid for each period of "on call" in
accordancewith Schedule #2 above.

10.08 g) Employeesin supervisory positions will not be compensated for the

responsibility of carrying a communication device or being contacted at home.
However, when the Employer requests that a supervisory employee be on call
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(e, to be immediately available to come into work), they will be paid in
accordance with the on-call (Regular or Supplementary)schedules above.

10.08 h) Employees on "on-call" duty (Regular or Supplementary) shall be
paid an additional one (1) hour at straight time for each Statutory Holiday for
which the employee is "on-call".

10.08 i) The Distribution System Operating Centre will be responsible to
ensure that trouble calls are responded to in the shortest possible time by
utilizing available resources. Where a trouble call is from an area served by an
outlying Customer Service Representative, the Distribution System Operating
Centre will contact this Customer Service Representative, who is to respond if
available.

10.08 j) Subject to the following, all qualified power line technicians, lead
power line technicians and customer service representatives shall serve on the
on-call roster and shall take first call in turn:

i.  where there are sufficient qualified employees in an Operating Centre to
make up a roster with a maximum frequency of one (1) week in six (6) on
call, an employee who is fifty (50) years of age or more shall have the
option of being removed from the roster for a period of one (1) year. The
employee with the greatest service shall have preference regarding this
option and so on in decreasing order of service. This process shall be
repeated annually and applications for removal from the roster must be
received not later than December 1* of the previous year. An employee
who has received the benefit of this article of the agreement will not be
able to take advantage of this section again until other qualified
employees have had an opportunity to take advantage of this provision.
The Employer reserves the right to place any employee who has
exercised this option on supplementary on-call to meet a short term need,
or to return the employee to the regular on-call roster in order to maintain
one (1) in six (6) frequency;

ii.  Customer Service Representatives assigned to outlying areas shall not be
eligible for removal from the regular on-call roster;
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iii.  subject to operating requirements, Customer Service Representatives
assigned to outlying areas shall not appear on the roster as first person
on-call:

iv. an employee who is preventedfrom serving on the on-call rosterdue to an
assignment by the Employer to work (not including training or attending
meetings) away from their regular headquarters shall not lose their on-call
pay as a result of being unavailable to serve their turn on the on-call
roster.

10.09 Emergency Restoration of Power by Employees in the Linetrades

10.09 a) The Employer has the right to assign employees for emergency
power restoration during storm situations in neighbouring utilities, including those
in the U.S.A. However, subject to operational requirements, volunteers will be
sought prior to the Employer's selection of employees for out of province
assignments. A list of employees who have worked out of province will be
maintained in each Regionas, subject to operational requirements, the Employer
will make every effort to rotate such assignmentsto provide an equal opportunity
to all employees in the line trade. Employees scheduled to be on-call will not be
permitted to volunteer for assignments unless they find an acceptable
replacementfor themselves on the roster.

10.09 b) Employees traveling outside of the province of New Brunswick to
assist in emergency power restoration will be compensated for such efforts in
accordance with two (2) letters of agreement (Emergency Restoration of Power

December 14, 2006 and Working Conditions/Out of Province Storm
Restoration May 22, 2007) attached in Appendix “G”. Where there is a conflict
between the letters of agreement and the collective agreement, the terms of the
letters of agreementwill apply.

10.09 c) When employees in the line trade are sent on an out of province
assignment, the crew for each line truck will have either a Lead PLT or an
employee relieving as a Lead PLT as part of the crew complement to ensure that
the neighbouring utility has a point of contact for communication and direction for
the assigned work.
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10.10 Hsight Premium
When an employee works at heights of 60 feet (18.3 metres) or more from
the ground on Transmission and Communication structures, excluding aerial

devices, they shall receive an additional amount equivalent to one (1) hour of pay
at the employee's normal hourly rate for each day that such work is performed.

ARTICLE Xl
OVERTIME MEAL ALLOWANCE
11.01 Definitions of "overtime"will be as per article X.

11.02 Satisfaction of Entitlement

The Employer's obligation in respect to a meal allowance shall be
discharged by:

| provision of a meal up to the rate below: or
il.  paymentin lieuat the rate below
On the date of signing of the collective agreement, the meal rate will be
raisedto $16.00. Effective January 1, 2010, the rate will be raised to $17.00 and
onJanuary 1, 2012, the rate will be raisedto $18.00.
11.03 Meal Breaks
When entitlementto a meal allowance is reached and a meal is consumed
on the job, a twenty (20) minute paid break will be allowed. However, in

calculating entitlement to a meal allowance, the twenty (20) minute paid break
shall not count as overtime work.
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11.04 Entitlementto Meal Allowances
11.04 a) General

The provision of meals or payment in lieu shall apply only during
continuing overtime; no meal or payment in lieu shall be provided at the
conclusion of overtime. There will be no payment for overtime meals for
scheduled overtime. However, after four (4) hours of scheduled overtime work, a
twenty (20) minute paid meal break will be provided if the overtime work will be
continuing beyond four hours.

11.04 b)  Durina Unscheduled Extenslon Overtime

¢ 1st meal allowance - when overtime work exceedstwo (2) hours

However, when unscheduled extension overtime work can reasonably be
expected to exceed two (2) hours, the 1st meal allowance may be advanced to
the conclusion of the normal workday. When unscheduled extension overtime
work exceeds two (2) hours the following shall apply:

¢ 2nd meal allowance - when overtime work exceeds four (4) hours
¢ 3rd meal allowance - when overtime work exceeds eight (8) hours

11.04 ¢)  During Call-Out Overtime

o 1st meal allowance - when overtime work exceeds four (4) hours
¢ 2nd mealallowance - when overtime work exceeds eight (8) hours
¢ 3rd meal allowance - when overtime work exceeds twelve (12) hours

11.04 d) Other Overtime Situations

An employee who is required to work overtime, a minimum of one (1) hour
or more prior to their normal (or altered) work day, who has not been given time
to eat at home and whose work continues into their work day, shall be entitled to
a meal allowance and one (1) hour without loss in pay to procure and eat the
meal as near as possible to the commencement of their normal work day.
Alternatively, if the Employer provides a meal, the employee will be providedwith
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a twenty (20) minute paid meal break. An additional meal allowance will be
provided for the mid-day break but notwithstanding article 11.03, the mid-day
break will not be paid time. When an employee in the line trade (Power Line
Technician, Lead Power Line Technician or Customer Service Representative)
responds to a trouble call within the hour prior to their normal or altered work day
and continues working into their normal work day, they will be provided with one
(1) meal allowance,

ARTICLE Xiu
TRAVEL

12.01 .The following represents full compensation for all costs as a result of
travel on behalf of the Employer, whether for work or training:

12.01 a) For all employees, time spent in travel outside of an employee's
normal or alternative hours of work during the work week (i.e., excluding
Saturday, Sunday and Statutory holidays) to attend meetings or training will be
paid at the employee's normal hourly rate.

12.01 b)  Time spentin travel outside of an employee's normal or alternative
hours of work during the work week (i.e., excluding Saturday, Sunday and
Statutory holidays) for activities other than meetings or training will be paid as
follows:

i.  for employees other than those in the line trade (Power Line Technician,
Lead Power Line Technician, Customer Service Representative and
General Foreman) the first half hour prior to and/or following an
employee's normal or alternative hours of work shall be paid at the
employee's normal hourly rate with all other time paid at prevailing
overtime rates:

i. for employees in the line trade, section (i) above will only apply when
these employees are working nine (9) or ten (10) hour days in accordance
with article 9.08 ¢); otherwise, all travel outside of normal or alternative
hours of work shall be paid at prevailing overtime rates;
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12.01 ¢) Time spent in travel on Saturday, Sunday and Statutory Holidays
shall be paid at the prevailing overtime rate.

12.01 d) For the purposes of determining such compensation, the following
considerations apply:

i,

Vi.

time traveled is measured from headquarters to work site, work site to
work site or accommodations to work site when an employee is required
to stay overnight. In Fredericton, all NB Power locations (including Head
Office, the Energy Control Centre, Central Region, etc.) will be treated as
one (1) headquarters and time for travel between these locations will not
be paid;

the time at which an employee is to report to a work site shall be at the
discretion of the Employer;

employees will require prior approval from the Employer in order to use
their personal vehicles for travel and compensation for mileage (at the rate
set out in corporate policy) will only be paid to the driver of the vehicle;

overnight accommodation will be approved at the discretion of the
Employer;

in those circumstances approved by the Employer, a travel allowance of
$50.00 will be available to compensate employees who wish to travel on
their own time and at their own cost. This payment represents the total
compensation for such travel and no additional compensation will be paid
for travel time, meals, use of the employee's vehicle or any other related
expense;

this article of the agreement does not apply to those circumstances where
an employee is requiredto travel by air.

12,01 e) A meal or a meal allowance will be provided for noon meals, at the
rate set out in article 12.03, only under the following circumstances:
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i. an employee is required to travel and stay overnight in accommodations;
or,

ii. an employee is attending an NB Power sponsored meeting or training,
when such meetings or training are not part of an employee's normal
work, are held at a location that is not an NB Power work site and no noon
meal is provided.

12.01 1) When travel outside of normal work hours exceeds two (2)
consecutive hours (not including time taken to eat), one (1) meal allowance
(either breakfast or supper as per article 12.03 below) will be paid. Where there
is entitlement to more than one (1) meal (i.e., for traveling outside of normal
hours, breakfast or supper while in accommaodation or an overtime meal) for the
same period of time, the employee will only be entitled to compensation for one
(1) meal (the one at the highest rate).

12.02 Time spent outside or beyond the normal or altered hours of work as a
result of bids or interviews shall not be considered overtime work and shall be
non-paidtime. However,when extended travel as a result of bids or interviewsis
involved, and when scheduling permits, all or part of travel time will be allowed
during the normal work day.

12.03 The rate for meals while traveling on behalf of the Employer will be as set
out below and the corporate policy rates will not apply:

¢ Breakfast $ 8.00
s Lunch $12.00
« Supper $20.00

12.04 Compensation for accommodation and mileage will be paid in accordance
with corporate policies on travel and accommodations (as they may be amended
from time to time). If there is any conflict between a policy and this agreement,
the terms of the agreementwill apply,
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ARTICLE Xili

SHORT TERM SICK LEAVE AND OTHER LEAVES

13.01 Purpose — Short Term Sick | eave

The provision of short term sick leave is for the sole purpose of ensuring
the employee of continuing income during periods of their bona fide sickness.

13.02 Medical and Dental Appointments

Employees shall make every effort' to schedule medical and dental
appointments outside working hours. Where this is not possible, appointments
shall be made so as to minimize absence from work and disruption of the work
day and the employee must notify their supervisor of such appointment at the
earliest opportunity.

All absences from work due to medical and dental appointments shall be
recorded on a separate time code. It B understood, however, that all such
absences shall be included for the purpose of reviewing an employee's record of
absenteeism.

13.03 Compensation for Short Term Sick L eave

Compensationfor short term sick leave will be paid in accordance with the
following schedule:

Length of Service Comaensation

1 month but less than 3 months 100% of income for 1 week

3 months but less than 1 year 100% of income for 2 weeks
66-2/3% of income for 13 weeks

1 year but lessthan 3 years 100% of income for 4 weeks
66-2/3% of income for 11 weeks

3 years but less than 5 years 100% of income for 6 weeks
66-2/3% of income for 8 weeks

5 years butlessthan 7 years 100% d income for 8 weeks

66-2/3% of income for 7 weeks
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7 years but less than 9 years 100% of income for 10 weeks

66-2/3% of income for 6 weeks

g years but less than 10 years 100% of incomefor 12 weeks

66-2/3% of income for 3 weeks

10 years and over 100% of income for 16 weeks

13.04 Requirements to Qualify

13.04 a) To qualify for paid Short Term Sick Leave an employee must:

make every effort to ensure that their supervisor is notified at the
commencement of illness. The employee will speak to their supervisor
and if the supervisor is not immediately available, they will leave a voice
mail with the required information and provide a contact number where the
employee may be reached if the supervisor requires additional
information. The employee shall, if possible, indicate the nature of such
illness, the anticipated duration of their absence and any limitations
imposed by such illness. The Parties agree that it is a joint obligation to
make every effortto ensure that ill or injured employees are provided with
alternative work if they cannot perform their normal duties. If the
Employer is able to provide alternative work that meets the employee's
identified limitations, the employee will attend work and perform the
alternative duties;

when the supervisor requests it and if the absence for sickness exceeds
two (2)days, submit a doctor's certificate to support such absence. The
certificate must be submitted within seven (7) days of the commencement
of the absence:

when the absence for sickness exceeds five (5)days, submita report from
the doctor (in the form approved by the Joint Benefits Committee)
identifying limitations, anticipated duration of the absence and availability
for alternative work. The requirement to provide this information may be
waived by the employee's supervisor.

13.04 b) When a review reveals abnormal use of Short Term Sick Leave
and/or medical/dental appointments and/or a pattern of absences, the employee
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may be required to undergo an independent medical examination and provide
the Employer with information concerning their ability to attend work on a regular
basis and any limitations which may prevent them from fulfilling their work
requirements.

13.04 c) When the Employer requires an employee to authorize a medical
releaseform, itwill reimburse the medical doctor's fee related to the procurement
of such document.

13.06 Long Term Disability

Long Term Disability shall be in accordance with the “Long Term Income
Continuance” plan in effect throughout the Employer. Notwithstanding the
above, if a dramatic increase in rates takes place, discussions will be held with
the various groups relative to terminating the plan.

The Employer will maintain all ENERflex benefits for employees on Long
Term Disability. The Health and Dental plans provided by the Employer shall be
Managed Care and Economy Dental. Any Health Spending Account the
employee may have had will be cancelled and replaced by the aforementioned
plans. Pensionableservice will continueto accrue at no cost to the employee.

Any dispute relating to an employee’s eligibility for such benefits, the
qguantum of such benefits or any other matter relating to the administration of the
policy will not be the proper subject matter for a grievance or adjudication under
this collective agreement, but will be a matter strictly between the employee., the
Union and the insurance carrier.

13.06 Bereavementl eave

13.06 a) Employees shall be granted a leave of absence of five (5)
consecutive normal work days with no loss of pay owing to the death of a
Spouse, Child, Parent, Brother, Sister or Grandchild. Such leave will be
scheduled during the period of bereavement and will include the day of the
funeral if it is a scheduled work day. For shift workers, “consecutive normal work
days” are as per the employee’s shift schedule.
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13.08 b) Employees shall be granted a leave of absence of two (2)
consecutive normal work days with no loss of pay owing to the death of a
Grandparent, Mother-in-law, Father-in-law, Brother-in-law, Sister-In-law or a
relative living in the household of the employee. Such leave will be scheduled
during the period of bereavementand will include the day of the funeral if it is a
scheduled work day. For shift workers, “consecutive normal work days” are as
per the employee’s shift schedule.

13.06 c) Employees shall be granted a leave of absence of one (1) normal
work day, with no loss of pay, to attend the funeral of an Aunt or Uncle.

13.08 d) Owing to location, additional time not exceeding three (3)
consecutive normal work days, with no loss of pay, may be granted at the
discretion of the Employer. A further one (1) day leave with no loss of pay will be
grantedfor the delayed interment of the above relatives.

13.06 e) In addition, employees may take up to a maximum of two (2)
normal work days per calendar year, with no 10ss of pay, to attend the funeral of
other relatives or friends, or to attend to duties required by their appointment as
an Executor of an estate.

13.06 f) Subject to operating requirements, an employee may take unpaid
time offto attend the funeral of a friend not included in this article.

13.06 g) In accordance with the Employment Standards Act (SNB 2003,
Chapter E-7.2 as amended) the Employer shall grant to an employee a leave of
absence without pay of up to five (5) consecutive calendar days on the death of
a person In a close family relationship with the employee to be taken during the
period of bereavement and is to begin not later than the day of the funeral. This
unpaid leave is not in addition to the entittements outlined above, but may be
used to supplement leaves of less than five (5) days with unpaid leave, up to a
total of five (5) days.

13.07 Maternitv | eave

13.07 a) General
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Subject to the terms and conditions below, maternity leave shall be
granted to female employees to permit adequate prenatal care and recovery after
childbirth.

13.07 b) Requirements to Qualify

To qualify for Maternity Leave, an employee must:

i.  notify her supervisor of the pregnancy three (3) months before the
anticipated date of delivery; and,

ii. givetwo (2) weeks notice prior to the commencement of the leave.
13.07 ¢) Term of Leave

Maternity leave is for a term of up to seventeen (17) weeks with the first
two (2) weeks paid as sick leave for employees not participating in the
Supplementary Unemployment Benefit (SUB) plan. For employees participating
in the SUB plan, there are two (2) weeks of unpaid time in accordance with the
Employment Insurance Act (1996,¢.23, E-5.6 as amended). Leave may
commence at the end of the seventh month of pregnancy. Following maternity
leave, the employee may take unpaid leave of up to thirty-five (35) weeks as
parental leave.

13.07 d) Benefits During Leave

While participating in the SUB plan, the employee will have normal payroll
deductions, except contributions to the pension plan, deducted from the top up.
The Employer contribution of the ENERflex benefit premiums will be paid for a
maximum of fifteen (15) weeks. Duringthe petiod of parental leave, benefits will
be paid as per clause 13.08 a). Employeeswho do not qualify for the SUB plan
will qualify for benefit coverage as per clause 13.08 a) and may choose to move
this benefit forward to the maternity leave period but in no case for more than a
maximum of thirty-seven (37) weeks.
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Note: Deductions for Public Service Superannuation benefits may not be
remitted while an employee is on leave. However, the employee may purchase
the benefitsto cover the leave of absence when they returnto work.

Employees do not accumulate vacation credits while on leave, but
continue to accumulate seniority and service.

13.07 e) Supplemanta employment Benefit (SUB) Plan

Employees with at least twelve (12) consecutive months of employment
going on maternity or adoption leave may elect to participate in the pian upon the
terms of the plan as approved (see Appendix "B" for terms of the plan). SUB
plan benefits will be paid for up to fifteen (15) weeks for maternity leave and up to
ten (10) weeks for adoption leave. All normal payroll deductions except
Superannuation are taken from the SUB Plan benefits.

13.07 f) Return to Duty

Three (3) weeks prior to the scheduled returnto work date, the employee
will notify her supervisor of her intention regarding return to work. On return to
work, employees are placed in their former position or a comparable position
within the same general work location, with no less than the same basic wages
and benefits.

13.07 ¢) Failure to Return to Work
If the employee does not return to work within the specified time limit of
the leave, employment is considered terminated. In such cases, the employee

will be responsible to reimburse the Employer for the value of the SUB plan
payments as detailed in Appendix “B".

13.08 Parentaland Adoption Leave

13.08 a) General

Unpaid leave of absence, up to a maximum of thirty-seven (37)weeks Is
available to either parent upon the birth of a child or adoption of a preschool
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child.

All benefits of maternity leave contained in this agreement apply to

parental and adoption leave, with the following exceptions:

13.08

13.08

for adoption leave, the employee will be eligible for top-up under the
Supplementary Unemployment Benefits (SUB) plan for a maximum of ten
(10) weeks in accordance with the terms of the plan;

for parental leave the employee will not be eligible for the following: the

first two (2) weeks are not paid as short term sick leave and the employee
is not eligible to participate in the SUB Plan:

for adoption leave, employees who are eligible for top up under the SUB
plan, will have their benefits treated in accordance with 13.07 d) for a
period of ten (10) weeks with the Employer covering the premiums for all
ENERflex benefit coverage for the remaining period of the leave.

during the period of parental leave, (not to exceed thirty-seven (37)

weeks), the Employer will pay for all ENERflex benefit coverage the
employee had chosen prior to the leave.

b) Requirements to Qualify
To qualify for parental and adoption leave, an employee must:

give four (4) weeks written notice to their supervisor of the
commencement date and length of the leave; and

provide the supervisor with a certificate from a medical practitioner
specifying the date of delivery of the child or proof of adoption.

c) Term of leave

Leave must begin no earlier than the birth or adoption of the child and end

no later than fifty-two (52) weeks following the birth or adoption of the child,
Employees taking maternity leave of absence and requesting parental leave
must commence the parental leave immediately on the expiration of the
maternity leave, unless the Employer and employee agree otherwise.
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13.08 d) Failure to Return to Work

If the employee does not return to work within the specified time limit of
the leave, employment is considered terminated. In such cases, the employee
will be responsible to reimburse the Employer for the value of the benefit
coverage and any SUB Plan benefits received.

13.09 Paternity L eave

One (1) day leave of absence with pay will be granted to male employees
on the occasion of the birth or adoption of their child.

13.10 Jury/Witness Duty

Where an employee is absent by reason of a summonsto serve as a juror
or a subpoena as a witness in a criminal matter, the employee may treat the
absence as paid leave.

13.11 Leave for Famity Related Responsibilities
13.11 a) Paid Family L eave

The Employer shall grant paid leave for employees for absences to meet
responsibilities related to the health, care or education of a person in a close
family relationshipwith the employee. Leave shall be granted under the following
circumstances:

i. Employees are entitled to a maximum of sixteen (16) hours of paid leave
in any calendar year.

i, ~ Employeeswho are not able to utilize the sixteen (16) hours of paid leave
in a calendar year may choose one of the following options. They will
either:

e carry over the remaining balance for that year to the following year.

The maximum carry-over of entitlement from each year to the following
year is sixteen (16) hours paid leave; or,
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¢ use the current year's entitlement as personal leave in the current
calendar year.

Leave may be taken on an hourly basis with the minimum duration being
one half (0.5) hour.

Except where it is impossible to provide such notice, an employee must
give at least twenty-four (24) hours' notice when requesting family leave.
Personal leave must be scheduled with the approval of an employee's
supervisor and will not take precedent over family leave or vacation.

When time off for shift workers requires replacement at overtime rates,
time off will only be granted if the shift worker reimburses such time off at
replacement value. However, as per article 8.03 and 9.05, shift workers
assigned to a full shift schedule in the classifications of Distribution
System Operator and ASR 1V (CTAS agents only, including the
"floating" CTAS agents) will receive twenty-four (24) hours of paid family
leave per year and if their absence requires coverage using overtime, the
employee will not have to reimburse the Employer at replacementvalue.

This leave shall be charged to a separate time code (code 70 FAM) and
replaces the former paid family leave for ASRs and the floater day
employees received during the extension of the last collective agreement.

13.11 b) Unpald Family Leave under the Employment Standards Act

In accordance with the Employment Standards Act, an employer shall

grant to an employee a leave of absence without pay of up to three (3) days in
each calendar year to meet responsibilities related to the health, care or
education of a person in a close family relationship with the employee. This
unpaid leave is not in addition to the entitlementsset out in (a) above, but may be
used to supplement leaves of less than three (3) days with unpaid leave, up to a
total of three (3) days. An employee intendingto take such a leave of absence
shall providetheir supervisor with as much notice as possible of their Intentionto
take this leave.
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ARTICLE XV

EMPLOYEE BENEFITS

14.01 ENERflex Program

ENERflex is a flexible benefits program that includes a compulsory core
level of benefits coverage for employees. The cost sharing arrangement for the
ENERflex benefits program is sixty percent (60%) Employer and forty percent
(40%) employee, and is based on the claims experience of the following benefit
plans: Basic Life, Basic AD&D, Long Term Disability, Dental and Medical,
including employee contributions toward co-pay and dispensing. Employees may
purchase additional coverage for other optional benefits in accordance with the
terms of the ENERflex program.

14,02 Injured on Duty

14.02 a)  After the three (3) day waiting period (without pay) set out in the
legislation, an employee receiving compensation benefits under the Worker’s
CompensationAct (SNB 2003, Chapter W-13 as amended), for injury on the job
shall receive the difference between the total amount that is received from the
Workpiace Health, Safety and Compensation Commission and any other pension
or compensation related to the injury, and eighty-five percent (85%) of the
employee’s pre-accident net earnings as calculated by the Workplace Health,
Safety and Compensation Commission, for new injuries or recurrence of injuries.

14.02 b)  An employee injured on the job shall receive normal pay for a
period of up to three (3) working days, prior to the three (3) day waiting period
(without pay) set out in the legislation. However, in accordance with the
legislation, the three (3) day waiting period is waived by the Workplace Health,
Safety and Compensation Commission if the employee is admitted to hospital as
an in-patient at time of injury or recurrence of injury. The three (3) day waiting
period is also not required if the employee is disabled for more than twenty (20)
working days. If an employee returns to work and has a recurrence within twenty
(20) working days, a second three (3) day waiting period is not required.
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14,02 ¢) In the case of injury of a temporary employee, the top up referredto
in clause 14.02 a) will only continue for the period of Intended employment and in
no case longerthan one (1) month.

14.02 d}) Should the Workplace Health Safety and Compensation
Commission determine that the injuries are such that the employee is
permanentlytotally or partially disabled, the benefit referredto in clause 14.02 a)
will cease.

14.02 ) The absence of an employee who is receiving Compensation
Benefits under the Worker's Compensation Act shall not be charged against
the employee's sick leave credits or vacation credits.

14.03 Pension

14.03 a) All benefits, privileges, and rights to pension will be in accordance
with the provisions of the Public Service SuperannuationAct,

14.03 b) Term seasonal employees are not permitted to contribute to the
Public Service SuperannuationAct. Inleu of pension contributions, If a term
seasonal employee chooses to contribute to NB Power's Group RSP, the
Employer will match the employee's contributions (made by payroll deduction) up
to a maximum of four percent (4%) of the employee's actual base salary in each
calendar year. An employee who has contributedthe maximum allowable under
this section may make further contributions and receive the benefit of 14.03 c).

14.03 ¢) If an employee chooses to contribute to NB Power's Group RSP,
the Employer will match the employee's contributions (made by payroll

deduction) up to a maximum of $400.00 per calendar year.

14.04 RetirementAllowance

14.04 a) When an employee, who meets the eligibility requirements set out
in 14.04 c) below retires, the Employer shall pay the employee a retirement
allowance equal to five (5) day's pay (at the employee's normal hourly rate) for
each year of service to a maximum of twenty-six (26) weeks of pay, which shall
be paid in a lump sum upon retirement.
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14.04 b) Following the death of an employee who meets the eligibility
requirements set out in 14.04 c¢) below, the employee’s estate will be paid a
death benefitequal to the retirement allowance noted above.

14.04 ¢) Employeeswill be considered eligible for the retirement allowance if
they meet the following conditions:

¢ the employee has five (5)or more years of service and during the five (5)
years of service, they were regular, term or temporary status employees
(whoworked at least fifty percent (50%) of each year);

¢ service does not needto be pensionable or continuous:

» the employee must be fifty-five (55) years of age or older and employed at
the time of retirement.

14.04 d) For the purposes of calculating the amount of the retirement
allowance, the following considerations apply:

e a “year of service” is defined as any year in which an employee has
worked at leastfifty percent (50%) of the year;

« the pay used to calculate the retirement allowance is defined as the pay
received by an employee working the full-time normal hours of work in the
employee’s classification at the normal hourly rate.

14.05 Rights and Benefits for Temporary Employees

Temporary employees covered by this agreement shall be entitled to all
rights and benefits of the agreement unless excluded by the specific terms of the
agreement or by legislation or regulation. Temporary employees will not be
eligible for relocation benefits.

14.08 Certification Fees

Where the Employer requires an employee to maintain a trade, technical
or professional certification, the Employer will reimburse the employee for any
such renewal fees. Where the Employer requires an employee to have a class
one driver’s license, the employee will be reimbursed for the cost of the medical
examination required for the procurement Of renewal of such license.
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ARTICLE XV
HOLIDAYS

15.01 Paid holidays shall be as follows: New Year's Day, Good Friday, Easter
Monday, Victoria Day, Canada Day, New Brunswick Day, Labour Day,
Thanksgiving Day, Remembrance Day, Christmas Day, Boxing Day, or days that
are celebrated as such; also any other day proclaimed by an appropriate Federal
or Provincial Governmentauthority.

156.02 Statutory Holidays shall be paid for the day on which they are celebrated
with the exception that employees on shift who work Christmas day as part of
their regular shift cycle shall receive extra pay at straight time rates for all hours
worked within the twenty-four (24) hours of December 25",

46.03 Whenever December 24" is a regular work day, and when operating
requirements on that day permit, each location shall maintain only a minimal
administrative support staff after 14:30. Other administrative support staff may
leave work with no loss in pay. In such circumstances, administrative support
employees required to remain at work until the end of normal hours will be
permitted to leave work at 14:30 on New Year's Eve with no loss in pay. This
article does not apply to offices staffed by only one (1) employee or to shift
employees.
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ARTICLE XVI

VACATION

16.01 a) Entitlementfor Employeas

All employees shall receive the following annual vacation with pay after
reaching the level of continuous service shown below. The week or day referred
to below is the normal work day or week for the employee (i.e., either eight (8)
hours per day resulting in a forty (40) hour week or seven and a quarter (7.25)
hours per day resulting in a thirty-six and a quarter (38.25) hour week).
Employees working alternative hours of work will have to make the appropriate
adjustment (i.e., an employee working a forty (40) hour week in four (4) , ten (10)
hour days, will need a full week of vacation to cover a four day absence).

16.01 b) Vacation entitlements upon initial hire and for the calendar year in
which an employee’s service reaches a new level of entitlementwill be pro-rated
according to the employee’s vacation entitlement date.

Vacation* Continuous Service
three (3) weeks date of hire

four (4) weeks eight (8) years

four (4) weeks + two (2) days sixteen (16)years
four (4) weeks + four (4) days eighteen (18) years
five (5) weeks twenty (20) years

five (5)weeks ttwo (2) days twenty-two (22) years
five (5)weeks + four (4) days twenty-four (24) years
six (6) weeks twenty-five (25) years

*pro-rated as per article 16.01 b) above

16.02 Vacatlon Carryover

Vacation carryover will be administered as per corporate policy.
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ARTICLE Xvi
SERVICE AND SENIORITY

17.01 a) Service

Length of continuous employment since the date of last hire by the NB
Power Group of Companies and their predecessors shall be known as service.
For the purposes of determining entitlement to sick leave, vacation and
retirement allowance only, “continuous service” includes continuous service in
Parts I, I, Il and |V of the New Brunswick Public Service when that service is
continuouswith service inthe NB Power Group of Companies.

17.01 b) Seniority

Length of continuous employment in NB Power's Distribution &
Customer Service Operational bargaining unit, in one (1) or more classifications
(including time bridged as per article 17.01 ¢) and 17.02), shall be known as
seniority.

17.01 ¢) Seniority Calculation for Period Prior to April 30, 2002

For the purposes of calculating seniority, employees who were
employed in the Customer Service Operational Bargaining Unit on the date of
signing of the previous collective agreement (April 30, 2002), will be credited with
all of their continuous employment in a classification currently included in the
Distribution & Customer Service Operational bargaining unit, from any of the
former NB Power bargaining units represented by Local 37 (or its predecessors
Local 2309 a Local 1733).

17.01 d) Temporary Employees

Except for the purposes of job bids, temporary employees shall have
no seniority rights outside their headquarters or immediate work area.
Temporary employees who complete their terms of employment and are
subsequently rehired within twelve (12) months of the end of their prior
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employmentwill have their records of length of seniority and service adjusted to
reflectthe actualtime spent inthe Employer's employment.

17.01 ¢) Records

Length of service and seniority shall be according to the records of the
Employer.

17.02 Retention of Bargaining Unit Seniority

17.02 a) Employeeswho transfer out of the Distribution& Customer Service
bargaining unit to another position with NB Power, in a bargaining unit
represented by the 1.B.EW., shall recover such seniority if they return to the
same classification in the Distribution & Customer Service bargaining unit.
However, employees in line trade classifications (Lineworker " A Certified, Power
Line Technician, Lead Power Line Technician, Customer Service Representative,
Crew Leader and General Foreman) will retain all seniority earned in either the
Distribution & Customer Service or Transmission bargaining units for the
purposes of calculating seniority within the bargaining unit they belong to.
While employees retainthis senioritywhen they move from one bargaining unit to
the other, it cannot be used to bid or bump from one bargaining unit to another,
with the following exception. When there B a vacancy in either bargaining unit in
the Power Line Technician classification, employees in the line trade can use
their "line trade seniority" as the deciding factor. "Line trade seniority" is alt
continuous time in a line trade classification, in both the Distribution& Customer
Service and Transmission bargaining units.

17.02 b)  An employee, who has transferred out of the bargaining unit and,

within six (6) months, is returned to the bargaining unit to their former
classification, shall not lose any seniority within that classification.

17.03 Lavoff
17.03 a)  Lavoff Procedure— Reqgular Emplovees

While the Employer has the exclusive right to decide whether it will lay off
employees, prior to providing notice of lay off to one (1) or more employees, it will
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advise the Union's Business Manager of its intentions and will meet with the
Union to discuss any alternative measures which the Union may ask it to
consider. If the Employer proceeds with the decision to lay off regular
employees, the following rules shall apply:

the Employer will identify the classification(s) and location(s) where notice
of lay off will be given and the employee in that classification in the
location with the least seniority will be given notice of lay off. No certified
tradesperson shall receive notice of layoff while there are apprentices in
the same classification in the bargaining unit. Employeeswho have been
given notice of lay off shall indicate in writing within five (5) working days
whether they wish to be laid off and receive severance in accordance with
article 17.06 or in the alternative, exercise their right to displace another
employee. If the employee given notice of layoff does not wish to
relocate, they may displace the most junior employee in their former
classification in their location, if that employee has less service than the
employee given notice of lay off;

an employee who has been given notice of lay-off or is displaced in
accordance with section (i) may displace the mostjunior employee in their
classification within their Region, if that employee has less seniority;

where there are no employees in the classification in the Region who have
less seniority than the employee who has received notice of lay-off in
accordance with section (i), the employee may displace the most junior
employee Intheir classification within the bargaining unit, if that employee
has less seniority:

where there are no employees in the classification in the bargaining unit
who have less seniority than the employee who has received notice of lay-
off in accordance with section (i}, the employee may displace the most
junior employee in their former classification within the bargaining unit, if
that employee has less service than the employee who was displaced;

an employee who is displaced as a result of the operation of section i), (i}

or (i) may take advantage of the subsequent provisions of this article to
displace another employee. However, if they do not want to exercise
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vii,

viil.

Xi.

those rights, they may within two (2) working days provide written notice
that they wish to be laid off and receive severance in accordance with
article 17.06:

in any twelve (12) month period, no more than one (1) in five (5)
employees in a classification at a location may be displaced,;

in those classifications where specific training, trade or technical
certification is required, the employee seeking to displace a junior
employee must possess that training or certification in order to exercise
the entitlements under this article of the agreement. Where an employee
chooses to exercise their bumping rights in a former classification, they
must possess the ability and qualifications currently required for that
classification:

an employee who moves into a position as a result of the operation of
sections (i), (ii), (iii) or (iv) will be allowed a trial period of six (6) months to
demonstrate that they are able to perform the functions of the position and
if they are not able to do so, they will be laid off and will not be able to take
any further advantage of the provisions of this article of the Agreement.
However, they will be entitled to severance pay in accordance with article
17.06;

an employee who is displaced as a result of the operation of section (iv)
will be laid off. While they will not be able to take advantage of the
provisions of this article of the Agreement, they will be entitled to
severance pay in accordance with article 17.06;

where the "former classification”is a classification In a progressive series,
the employee will replace the junior employee in the classification at the
first level of certification or progression. For example, a general foreman
who is laid off would displace a power line technician, not an employee in
a lead or other classification;

employees who are displaced from their positions as a result of another

employee exercising their rights under this article, will not be entitled to
notice of lay-off;

70



xii.  employees exercising their rights under this article to displace a junior
employee will have their rate of pay immediately adjusted to the rate of
pay which applies to the classification if it has a lower maximum salary
than their classification;

xlil.  no relocation costs will be paid for employees exercising their rights under

_ this article of the agreement. Employees who displace an employee in a

classification that has a residency requirement, will comply with those
requirements;

xiv.  for the purposes of this article of the agreement, the applicable Regions
are: the Customer Interaction Centre (including its satellites), Central,
Northern, Eastern and Head Office;

xv. for the purposes of this article of the agreement, “classification” for
employees in administrative support positions will be as set out in a letter
of agreement attached in Appendix “G".

17.03 b) Term Seasonal Employees

Term seasonal employees may be employed for seasonal work or for
coverage of peak periods. Duringthose periods when they are not required, they
may be temporarily released from employment. They will not be considered “laid
off” for the purpose of applying the collective agreement and articles 17.03 (a),
17.05 and 17.08 of the collective agreement will not apply. If they return to work
within twelve (12) months of the end of their previous period of employment they
will have their records of length of seniority and service adjusted to reflect the
actualtime spent in the Employer's employment.

17.04 Rehiring
When the Employer is hiring employees for the Distribution &

Customer Service bargaining unit, preferenceshall be given to former bargaining
unit employees according to previous length of service providing:
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such employees have had six (6) months previous service in the work
headquarters and did not resign or were not discharged for cause;

ii.  less than twelve (12) months have elapsed since the end of the service
referredto in (i) above;

iii. such employees have notified the Employer in writing of their desire to be
recalled and have kept the Employer informed of any change of address:

iv.  such employees have the necessary qualifications;

v. term seasonal employees who have been temporarily released as part of
the seasonal nature of their jobs will only have rehiring rights to the term
seasonal position from which they were released. However, once they
have been permanently released, they will have the same rehiring rights
as other former bargaining unit employees;

vi. if an employee refuses a substantive (i.e., for a period of three (3) months
or more) offer of employment, they will have no further entitlement to the
benefits of this provision of the agreement.

17.05 Notice

17.05 a) Regular employees shall be given a minimum of sixty (60) days
notice of lay-off or, at the discretion of the Employer, pay in lieu of such notice.

17.05 b) Temporary employees who are employed for a fixed term of
employment with no provision for early termination of the term of employment will
be considered “laid off for the purposes of this section of the agreement if they
are released before their termination date. They shall be given a minimum of
three (3) weeks notice df lay-off or, at the discretion of the Employer, pay in lieu
of such notice.

17.05 c) When notice of lay off has been given and the lay off is deferred by
three (3) months or less, the first notice shall suffice and further notice is not
required.
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17.06 Severance Benefits

When a regular employee is laid off, they shall be entitled to a
severance payment equal to two and one half (2.5) weeks of pay per year of
service to a maximum of twenty (20) years of service (i.e., a maximum of fifty
(50) weeks of pay).

The severance benefit will be paid out to an individualwhen they have
exhausted their entitlements to the provisions of article 17.04 of the collective
agreement, after twelve (12) months have elapsed since their date of layoff and
they have not been rehired by the Employer or refused an offer of employment
from the Employer.

17.07 Job Bids

17.07 a) The Employer retains its right to fill positions by appointment.
However, when a regular position in a classification coming within the scope of
this agreement is opened for competition as an internal job bid, the following
rules will apply:

i, The bid will be posted and will remain open for a minimum of fifteen (15)
days and will indicate:
¢ job classification
¢ qualifications required
e location
o whether the bid will be used to fill more than one Igksition
o whether the bid will be used to fill future opportunities and, if so, the
period of time for which the bid will be valid

il. A copy of the bid will be sent to the Business Manager of the Union.

17.07 b) Selection dof applicants for appointment to classifications falling
within the scope of this agreement shall be based on ability and qualifications.
When ability and qualifications are equal, seniority shall govern. When ability
and qualifications are equal and seniority is identical, service will be the deciding
factor. However, appointments in the Power Line Technician classification shall
be based on seniority.
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17.07 c) Relocation costs, if applicable, will be in accordance with corporate
policy. Employees who are bidding for location where no promotion results will
be required to pay the costs of relocation.

17.07 d)  When the selection is made, those applicants not selected will be
so advised. The names of both the successful and unsuccessful applicants will
be supplied to the Business Manager.

17.07 e) Employees who wish to be considered for acting assignments,
temporary assignments or other opportunities that may be filled by the
appointment process should indicate their interest to the Employment Office of
the Employer and to their local management.

17.07 f) Appointment will be on a trial basis for six (6) months. If the
employee proves unsatisfactory in the new position, the Employer will make
every effort to place them in their former position or in a position equal to their
former position.

17.07 9) Any employee who is required to be on an on call roster will be
required to live within a radius of twenty (20) kilometers from their headquarters.
In addition, Customer Service Representatives must also live in the community
they serve. Headquartersfor outlying Customer Service Representativeswill be
established as each position isfilled.

As per the previous collective agreement, employees required to be on an
on call roster on April 30, 2002 or employees who were in the class of
apprentices that was indentured in 1899, must live within a radius of thirty (30)
kilometers from their headquarters, for as long as they remain in that
headquarters. If one df these employees bid, are appointed or transfer to a
position in another headquarters, they will be required to live within a radius of
twenty (20) kilometers from their new headquarters if they are required to be on
an on call roster.

Note: Some employees have been exempted from the application of article

17.07 (g) as per two (2) letters of agreement between the Parties attached in
Appendix “G".  The terms of their exemption are outlined in those letters and the
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Parties agree that no further exemptions will be made without the mutual
agreement of the Partiesto the agreement.

17.07 h) No restrictions will be placed on any employee in regard to their
place of residencewho is not on an "on call" roster.

ARTICLE Xvill
SAFETY

18.01 General

Employees will comply with the provisions of the Ocecupational Health
and Safety Act (SNB 2003, Chapter 0-0.2 as amended), Regulations and with
all corporate safety policies and procedures. Regulations concerning working
alone or refusal to perform unsafe work are established under the Act and/or
policies. An employee working alone shall have the rightto call for an additional
employee when they encounter work that they feel would be hazardous if
attempted alone, N0 employee shall work alone 0n any line or equipment that is
alive with over 347 volts, phase to ground, except for the purpose of replacing
fuses or operating switches.

18.02 Joint Health & Safety Committees

As per sections 14 to 18 inclusive of the Occupational Health & Safety
Act, all NB Power work locations with twenty (20) or more regular employees
shall have a Joint Health & Safety Committee and all work locations with less
than twenty (20) regular employees shall have a safety representative.

The parties agree to continue the Corporate Joint Health and 'Safety
committee, which will include members of the Union leadership and NB Power
management. The purpose of the committee is to address matters of mutual
concern and to enhance communicationbetween labour and management.
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18.03 Tools and Clething

18.03 a) Employees will be provided with the tools, clothing and footwear
allowance set out below to ensure that they are properly equipped for work.
Employees will not be permitted to work or be on a work site where protective
clothing, equipment (including hard hats and safety glasses) or footwear is
required unless the employee is wearing the appropriate clothing, equipment and
footwear. Where an allowance is provided for the employee to purchase safety
footwear on a yearly basls, the employee is required to use the allowance to
purchase footwear that meets corporate safety requirements and to ensure that
they remain in an acceptable condition or are replaced.

18.03 b) Work gloves and one-fingered mitts will be issued to employees
who work outside on a continuing basis. They may be replaced on an exchange
basis.

18.03 ¢) The Employer shall provide, once yearly, one l1pair of bib
overalls or coveralls, as well as an initial issue of lined coveralls, to employees in
the following occupations: line trades (Power Line Technician, Lead Power Line
Technician and Customer Service Representative), equipment operators, pole
crews and other employees in Appendix " A classifications who have an ongoing
need for such clothing. Where coveralls or overalls are destroyed on the job as a
result of work, the employee shall turn in the old pair and the supervisor will
arrange for a replacement. Individuals employed in the following classifications:
Power Line Designer, Storekeeper and Utility worker, will be provided with an
initial issue of overalls or coverallsto be exchanged as necessary.

18.03 d) The Employershall provide employees classified as meter readers
with clothing for work in accordance with the terms of a letter of agreement set
out in Appendix “G" of this agreement.

18.03 e) All employees who are required by Legislation or NB Power Safety
Rules to wear safety footwear on a regular basis shall receive an annual
footwear allowance. This allowance shall be payable on or about June 1st of
each year and only those employees who are on NB Power Distribution &
Customer Service's payroll on June 1st shall be eligible for the allowance.
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Employees, who require safety footwear but do not wear such footwear on a
regular basis, will be entitled to the footwear allowance once every five (5) years.

The footwear allowance will be:

¢ June2008 $120.00
e June2010 $135.00
e June2012 $150.00

For employees classified as Power Line Technicians, Lead Power Line
Technician and Customer Service Representatives, the annual footwear
allowancewill be $175.00.

18.03 f) The Employer shall determine the tools that are required and make
them available to employees. The Employer will determine when and if tools will
be replaced. Employees shall be responsiblefor the tools assigned to them.

18.03 g) Rubber gloves shall be tested as per existing procedures.
18.04 Inclement Weather

When no emergencies exist and in the opinion of the Employer the
temperature or combination of temperature and wind is unduly severe,
employees in the line trade will not be required to climb and meter readers will
not be required to read meters. In such circumstances, affected employees will
be assigned to other duties.

18.06 Response bv Emblovees In the Line Trade to Trouble Calls Outside
of Normal Werking Hours

18.05 a) Employees in the line trade are expected to investigate trouble calls
alone when the initial report does not obviously indicate to the employee that
more than one person is required. On arrival at the trouble spot, the employee is
authorized to call for assistance if there is a safety problem or if they are unable
to correct the problem alone. If the employee contacts other. employees directly
to provide assistance (up to the limit established by their roster before contacting
their supervisor), they must ensure that Distribution System Operations is
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advised that other employees have been called out and identify those
employees.

18.05 h) Notwithstanding the above, two (2) line trade employees may
respond under the following conditions:

i, switches or fuses are in remote, off road locations or when fuse
replacement would be hazardous due to the proximity of additional
primary circuits or electrical apparatus:

il. astormisin progressinthe area;

iii.  road conditions traveling to the trouble site are icy or obstructed by snow,
mud or a washout;

iv.  potential exposure to unknown hazards from the public such as call-outs
on Halloween night;

v.  radio communicationsare disrupted;

vi.  the trouble report indicates: a broken pole, primary wires are down, trees
are on a line or that a patrol is required of the primary system.

ARTICLE XIX
ADMINISTRATION OF THE COLLECTIVE AGREEMENT

19.01 Pay Periods and Dues Check-Off

18.01 a) Employeeswill be paid at the appropriate hourly rate on a bi-weekly
presented payroll basis, Deductions for Federal Government, Provincial
Superannuation, Benefits deductions and Union Dues will be made against all
pay periods. All other deductions (i.e., Canada Savings Bonds, charitable
donations, employee purchase or computer loans, etc.) will be made on the basis
of twenty-four (24) consecutive pay periods per year. Both parties recognize that
some shift workers work a closed shift cycle with the result that actual hours
worked per pay period may fluctuate. Consequently balancing of payment for
hours worked must take place to maintain the operation of the presented payroll
system.
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19.01 b) The Employer shall deduct from the bi-weekly wages of each
employee who qualifies for such deduction, an amount equivalentto bi-weekly
Union dues. Employees appointed to Appendix "A" classifications qualify for
deductions:

i. Inthe case of Probationary or Regular employees, in the first full pay
period following employment.

ii.  Inthe case of Temporary employees, in the first full pay period following
six (6)months continuous employment.

Deductions begun in accordance with this section shall continue while the
employee is employed in a classification listed in Appendix "A".

19.01 ¢) The Union shall notify the Employer in writing of the amount
currently specified In its by-laws for dues and the name of the person designated
to receive monies deducted.

19.01 d)  The Employer will collect dues and remit same within ten (10)
working days of the pay date for each period and supply a list of names of the
employees involved. Such list will identify employees for whom deductions have:

i.  ceased because of participation in maternity or adoption leave, long term
disability, transfer from the bargaining unit or termination; or,

ii. begun because of return from maternity or adoption leave, long term
disability, transfer into the bargaining unit, or new employment.

19.01 ¢e) The Union agrees to indemnify and save the Employer harmless
from any liability or action arising out of the operation of this article.

18.02 DirectBank Deposit

All employees shall, as a condition of employment, go on the Direct Bank
Deposit System.
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19.03 Retirement Savings Plan

Employees may elect to contribute by means of payroll deduction to a
Retirement Savings Plan included in the payroll system by the Employer.
Subject to the provisions of article 10.07 respecting overtime earnings, these
contributions will be deducted from all pay periods until the employee notifies the
Compensation Departmentin writing that such deductions should cease.

19.04 Venture Capital

Employees may elect to contribute by means of payroll deduction to a
venture capital fund. The fund identified by the Union is: Growth Works, Atlantic
Venture Fund Ltd. These Contributionswill be deducted from all pay periods until
the employee notifies-the Employer in writing that such deductions should cease.

19.05 Definition of Spouse & Dependent

For the purposes of determining entittement under the collective
agreement for spouses and dependents, the definition of “spouse” and
“dependent” will be defined as perthe ENERFlex program definitions.

ARTICLE XX

GRIEVANCE PROCEDURE

20.01 Where an employee alleges that the Employer has violated any provision
of this agreement, the following procedure shall apply:

20.01 a) Step One: Within five (5) working days after the alleged grievance
has arisen, the employee may:

I.  present the grievance in writing on the form approved by the Labour and
Employment Board to the person designated by the Employer as the first
level in the grievance procedure. If the employee receives no reply or
does not receive satisfactory settlement within five (5) working days from
the date on which the grievance was presented to the person designated
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as the first level in the grievance procedure,the employee may proceedto
Step Two, or

ii. alternatively, the employee may present the grievance verbally to the
person designated as the first level in the grievance procedure. If the
employee receives no reply or does not receive satisfactory settlement
within tWo (2) working days from the date on which the grievance was
discussed with the person designated as the first level in the grievance
procedure, the employee may proceed to Step Two.

20.01 b) Step Two: Within five (5) working days from the expiration of
either the five (5) or twWo (2) day period referred to in Step One, the employee
may presentthe grievance inwriting either by personal service or by mailing it by
registered mail to the person designated by the Employer as the second level in
the grievance procedure. Upon receipt of the second level grievance, that
person shall contact the Labour Relations Department to make arrangements
with the representative of the employee's Union for a second level meeting, to be
held within thirty (30) working days of receipt of the grievance at Step Two,
between the interested parties. The requirement for such a meeting may be
waived by mutual agreement between the parties to the collective agreement. If
the Issue is not resolved at the meeting or the employee receives no reply within
five (5) working days from the date on which the meetingtook place or thirty (30)
days expire prior to the second level meeting being held, the employee may
proceedto Step Three.

20.01 ¢} Step Three: Within five (5) working days from the expiration of
the five (5) day or thirty (30) day period referred to in Step Two, the employee
may present the grievance in writing by mailing it by registered mail to the
Presidentof NB Power. Copies of correspondence and the grievances presented
at Steps One and Two, and replies by persons designated by the Employer
under Steps One and Two should accompany the grievance when ltis presented
to the President. The President has designated the Vice-president of the
Corporationto respondto third level grievances, which do not involve termination
of employment. The Presidentor delegate shall reply in writing to the employee
within ten (10) working days from the date the grievance was presented. If the
employee does not receive a reply or satisfactory settlement of their grievance
from the President or delegate, the grievance may be referred to adjudication
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within three (3) months from the explration of the ten (10) day time period
referred to above. |[f the grievance is referred to adjudication, the parties to the
collective agreement have one (IJnonth to make arrangements for the
adjudication unless this time limit is waived by mutual agreement.

20.02 Where the employee presents their grievance in person or in any case in
which a hearing is held on a grievance at any level, the employee shall be
accompanied by a representative of the Union.

20.03 a) In determining the time in which any step under the foregoing
proceedings is to be taken, Saturdays, Sundays and Statutory holidays shall be
excluded. If advantage of the provisions of this article has not been taken within
the time limits specified herein, the alleged grievance shall be deemed to have
been abandoned and cannot be reopened. When the employee or the person
designated as a level in the grievance procedure are shift workers, the time limits
will be measured in actual working days for the person required to take the action
described inthe grievance procedure.

20.03 b) Time limits specified in this article may be extended by agreement
betweenthe parties in writing.

20.04 When seeking to enforce an obligation of this agreement, the enforcement
of which is not the subject of a grievance of an employee, the Union shall refer
the matter in writing to the third level of grievance.

20.056 Notwithstanding the foregoing, when an employee's grievance relates to
disciplinary action resulting in discharge, suspension, or financial penalty it may
be referred directly to the second level within five (5) days after the alleged
grievance has arisen.

20,06 Notwithstanding the foregoing, when more than one employee presents a
grievance at the first step of the grievance procedure, alleging the same violation
of any provision of the collective agreement, the Union may consolidate the
grievance and refer the matter in writing to the second level of the grievance
procedure as one grievance.
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20.07 Where the Employer alleges that the Union or an employee has violated
any provision of this agreement, they may refer a grievance directly at Step Two
of the grievance procedure by presenting it in writing to the Union's Business
Manager within five (5) working days after the alleged grievance has arisen and
the time limits set out in article 20.01 will apply. if the matter is not resolved at
Step Two, the Employer may file the grievance at Step Three by presenting it in
writing, by registered mail, to the Union's Executive Board. If the matter is not
resolved at Step Three, it may be referred to adjudication in accordance with
article 21.01 of the agreement.

ARTICLE XXi
ADJUDICATION
21,01 The provisions of the Public Service Labour Relations Act and

Regulations, including article 82 of the Act, governing the adjudication of
grievances shall apply to grievances lodged under the terms of this agreement.

ARTICLE XXl

RULES, REGULATIONS, POLICIESAND PROCEDURES

22,01 a) Employees shall observe all corporate rules, regulations, policies
and procedures presently in force, or issued from time to time, and the Union
agrees to support their observation provided that they do not contravene the
provisions of this agreement.

22,01 b)  The Business Manager will be provided copies of newly issued and
changes to existing Rules, Regulations, Policies and Procedures which affect
members of the bargaining unit.

22.02 In conformity with the Human Rights Act (SNB 2003, Chapter H-11 as
amended), there shall be no discrimination against any employee or prospective
employee because of race, color, religion, national origin, ancestry, place of
origin, age, physical disability, mental disability, sexual orientation, marital status,
sex, social condition, political belief or activity.
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22.03 The Union and the Employer recognize the right of employees to work in
an environmentfree from workplace harassment. All employees are directed to
the existing corporate policies related to workplace harassment.

ARTICLE XXl
RETROACTIVITY

23.01 It is mutually understood and agreed that the provisions of the
collective agreement being signed by the parties this day stating that the
agreement is to be in effect for the term January 1, 2008 to December 31, 2012
are intended to provide continuity in the relations between the parties and
retroactive effect, for the period from January 1, 2008 to the date df execution of
this agreement is to be given only where specified in the agreement. Changes to
the terms and conditions of work (not including cost of living increases and
adjustments to wage rates) that are effective on the date of signing of the
agreement shall be implemented in the first full pay period after the date the
agreement is signed.

ARTICLE XXV
DURATION

24.01 This agreement shall be in effect for a term from January 1, 2008 to
and including December 31, 2012 and shall be automatically renewed thereafter
for successive periods of twelve (12) months unless either party requires the
other party to commence collective bargaining by written notice given within the
period of two (2) months before the agreement ceases to operate.
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IN WITNESS WHEREOF, the parties hereto have caused this agreement
to be executed by their duly authorized representatives this 28 day of
, 2008.

NB POWERDISTRIBUTION & CUSTOMER SERVICE CORPORATION

DOl

BAVID HAY
PRESIDENT & CHIEF EXECUTIVE OFFICER

M M@ﬂ’)
WANDA HARRISON
CORPORATE SECRETARY & GENERAL COUNSEL

LOCAL 37, INTERNATIONAL BROTHERHOOD OF
ELECTRICALWORKERS A.F. OF L.-C.1.O., C.L.C.

L PRESIDENT

i\ (472 \gpﬂ,& 4@)

PEGGY GALBRAITH
RECORDING SECRETARY

Q... FL et

ROSSF. GALBRAITH
BUSINESS MANAGER
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Appendix "A "

Job Code Job Title Date Step A Step B Step C Step D Step E StepF StepG  StepH Step |
Administrative Support
S030 ASRII 01-Jan-07 11.24 12.60 14.11 15.60 16.95
01-Jan-08 11.58 12.98 14.54 16.07 17.46
01-Jan-09 11.92 13.36 14.97 16.55 17.98
01-Jan-10 1228 13.76 15.42 17.05 18.52
01-Jan-11 1272 14.25 15.97 17.65 19.17
01-Jan-12 1323 14.82 16.61 18.36 18.94
$031 ASR A0 01-Jan07 1124 12.60 14.11 15.27 16.80 17.57 18.61 198.75
01-Jan-08 11.58 12.98 14.54 15.73 17.10 18.10 19.17 20.34
03-Jan-09 11.82 13.36 14.97 16.20 17.61 18.64 19.74 20.85
01-Jan-10 12.28 13.76 15.42 16.69 18.14 19.20 20.33 21.58
01-Jan-11 12.72 14.25 15.97 17.28 18.78 19.88 21.05 22.34
01-Jan-12 13.23 14.82 16.61 17.97 19.53 20.67 21.89 2323
S032 ASR I 01-Jan-07 15.27 16.60 17.57 18.61 19.75
01-Jan-08 15.73 17.10 18.10 19.17 20.34
01-Jan-09 16.20 17.61 18.64 19.74 2085
01-Jan-10 16.62 18.14 18.20 20.33 21.58
01-Jan-11 17.28 18.78 19.88 21.05 2234
01-Jaw12 17.97 19.53 20.67 21.89 2323
5033 ASR vV 01-Jan-07 15.27 16.60 19.54 20.71 21.98 23.10 24,12
01-J2n-08 15.73 17.10 20.12 21.33 2862 2378 24.84
01-Jan-09 16.20 17.61 20.72 21.97 23.30 24.51 25.59
01-Jan-10 16.69 18.14 21.24 2263 24.00 25.25 26.36
01-Jan-11 1728 18.78 2208 23.42 24.84 26.13 2728
01-Jan-12 17.97 19.53 22,96 2435 2583 27.17 28.37
S0386 ASR IV 01-Jan-07 19.54 20.71 21.96 23.10 2412
01~Jan-08 20.12 21.33 2262 23.78 24.84
01-Jan-09 20.72 21.97 -23.30 24.51 2559
01-Jan-10 21.34 2263 24.00 25.25 26.36
01-Jan-11 2208 23.42 24,84 26.13 2728
01-Jaw12 229 24.35 2583 27.17 28.37
(oo}
.-
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Job Code Job Title
Administrative Support
037 ASRV

new  ASR IV (CTAS shift)

salary fix $.55
salaryfix $.57
salary fix $.59
salary fix $.61

satary foc $.63

new ASR IV (CTAS Floater)

Feb 28, 2008

salaryfix $.55
salary fix $.57
salary fix $.59
salary fix $.61

salary fix §.63

Date

01-Jan-07
C1-Jan-08
01-Jan09
01-Jan-10
01-Jan-11
01-Jan-12

new
0t-Jan-08
01-Jan-08
01-Jan-08
01-Jan09
01-Jan-10
01-Jan-10
01-Jan-11

01-Jan-11

01-Jan-12
01-Jan-12

new
0t-Jan-08
01-Jan-08
Q1-Jan-09
01-Jan-09
01-Jan-10
01-Jan-10
01-Jan-11
01-Jan-11
01-Jan-12
01-Jan-12

Appendix “A*

Step A

21.29
21,93
22,59
23.28
24.09
25.05

15.27
18.73
16.28
16.20
16.77
16.69
17.28
17.28
17.89
17.97
18.60

16.27
15.73
16.28
16.20
16.77
16.69
17.28
17.28
17.89
17.97
18.60

Step B

22.36
23.03
23.72
24.44
25.29
26.30

16.60
17.10
17.65
17.61
18.18
18.14
18.73
18.78
19.29
18.53
20.16

16.60
17.10
17.65
17.61
18.18
18.14
18.73
18.78
19.39
19.53
20.16

StepC

23.46
24.16
2488
2563
26.52
27.58

19,54
20.12
20.87
20.72
21.29
21.34
21.83
22.08
2269
22.96
23.58

19.54
20.12
2067
20.72
21.29
21.34
21.93
22,08
22.69
22.98
23.59

StepD

2470
2544
26.20
26.99
27.93
28.05

20.71
21.33
2188
21.97
254
2263
2322
23.42
2403
2435
2488

20.71
21.33
21.88
21.97
22.54
2263
2322
23.42
24.03
2435
24,98

Step E

26.22
27.01
27.82
2868
29.66
30.85

21.96
2262
2317
23.30
23.87
24 .00
24.58
24.84
2545
25.83
26,46

21.96
22.62
23.17
23.30
23.87
24.00
2459
24.84
2545
25.83
26.46

23.10
23.78
24.34
24.51
25.08
25.25
25,84
26.13
26.74
27.17
27.80

23.10
23.79
24.34
24.51
25.08
25.25
25.84
26.13
26.74
27.17
27.80

Step G Step H

24.12
24.84
25.39
25.59
26.16
26.36
26.95
2728
27.89
28.37
29.00

24.12
24,84
25.39
25.58
26.16
26.36
26,95
27.28
27.88
28.37
29.00

26.08
26,63
26.87
27.44
27.68
28.27
28.64
28.26
29.7¢
30.42

Step !



Job Code Job Title
Administration Supervisors
S$123 Call Centre Supy
S125 Coliection Services Supv
S121 Administration Supv
$288 Supy Contact Centre
S301 Supv Metered Billing
sa281 Supv Leaming& Development

Feb 28, 2008

cic

Date

01-Jan-07
01-Jan-08
01-Jan-09
01-Jan-10
0t-Jan-11
Ot-Jan-12

01-Jan-07
01-Jan-08
01-Jan-08
01-Jaw10
01-Jan-11

01-Jan-12

01~Jan-07
01-Jan-08
01-Jan-08
01-Jan-10
01-Jan-11
01-Jan-12

Appendix "A "

Step A

25.59
26.35
27.14
27.96
28.95
30.12

24.56
2528
26.03
26.81
27.75
28.86

27.92
28.77
29.85
30.54
31.60
3286

StepC

28.81
2967
30.56
31.48
32.59
3390

27.66
2848
2933
30.21
3127
3252

31.40
32.35
33.33
34.33
35.53
36.95

30.42
31.33
32.27
3324
3441
35.79

29.21
30.08
30.98
31.91
33.03
34.35

3314
3414
3517
36.22
37.48
3899

StepE

32.03
32.99
3398
35.00
3623
37.68

30.76
3168
32.63
33.61
34.79
36.18

34.88
35.93
37.01
38.12
39.46
41.04

Step F

Step G

Step H

Step |



JobCode  Job Title

Field Support

S072

5108

S135

S064

Feb 28, 2008

Labourer

Pole Setter
Groundsman

Gatekeeper

Utilityperson

Equipment Operator |

Date

01-Jan-07
01-Jaw08
01-Jan49
01-Jan-10
01-Jan-I11
01-Jan-12

01-Jan-07
01-Jan-08
01-Jan-08
01-Jan-10
01-Jan-11
01-Jan-12

01-Jan-07
01-Jan-08
01-Jan-09
01-Jan-10
o1-Jan-11
01-Jan-12

01-Jan-07
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jan-12

01-Jan-07
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jan-12

Appendix "A ©

Step A Step B

15.21
15.67
16.15
16.63
17.21
17.90

16.58
17.08
17.59
18.12
18.76
19.51

17.33
17.85
18.39
18.94
19.80
2039

18.22
18.77
19.33
18.91
2061
21.44

17.38
17.90
18.44
18.99
19.66
2045

15.94
16.42
16.92
17.42
18.03
18.75

StepC

16.74
17.24
17.76
18.29
18.93
19.69

Step D

Step E

Step F

Step G

Step H

Step |



Appendix "A*®

Job Code Job Title Date Step A Step B Step C Step D Step E Step ¥ Step G StepH Step 1
Field Support

S065 Equipment Operator Il 01-Jan-07 19.03
01-Jan-08 19.60
01-Jan-09 20.18
01-Jan-10 20.80
01-Jan-11 21.53
01-Jan-12 2238

S066 Equipment Operator It 01-Jan-07 19.98
01-Jan-08 20.58
01-Jan-09 21.20
01-Jan-10 21.84
Oldan-11 2261
01-Jan-12 2352

S078 Lead Pole Hand 01-Jan-07 2020
01-Jan-08 20.81
01-Jan-09 21.44
01-Jan-10 2208
01-Jan-11 2285
01-Jan-12 2377

8117 Storekeeper 01-Jan-07 21.05
01-Jan-08 21.68
01-Jan-09 2233
01-Jan-10 23.00
01-Jan-11 23.81
01-Jan-12 24.76

S083 Meter Reader/Changes 01-Jan-07 17.35 18.16 19.38
01-Jan-08 17.87 18.70 19.96
01-Jan-09 18.41 19.26 20.56
01-Jan-10 18.96 19.84 21.18
01-Jan-11 19.62 20.53 21.92
01-~Jan-12 20.40 21.35 22,80

Feb 28, 2008 5



ob Code

Field Support

$077

S087

S088

S081

5134

Feb 28, 2008

Job Title

Lead Meter Reader

Meter Repairman |

Meter Repairmantt

Repair Shop Mechanic

Utility Trades, Service Gatre

Date
01-Jan-07
01-Jan-08
01-Jan-09
01-Jan-10
0t-Jan-1 1
O1-Jan-12

01-Jan-07
01-Jan-08
01-Jan-09
01-Jan-10
D1-Jan-11
01-Jan-12

01-Jan07
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
O1-dan-12

01-Jan-07
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
O1-Jan-12

01-Jan-07
01~Jan-08
01~Jan-09
01-Jan-10
01-Jan-11
01-Jawl2

Appendix "A*"

Step A

2093
21.56
22.21
2288
23.68
2463

18.64
18.21
18.80
20.39
21.1
21.96

2163
2228
2285
2363
24 48
2543

2494
25.69
26.46
27.25
28.20
23.33

21.53
2218
22,85
23.54
24.36
25.34

StepB

20.07
20.68
21.31
2194
2N
23.82

275
23.43
24.13
24.85
25.72
26.74

StepC

2160
2226
22,94
23.62
2445
256.43

23.86
2457
25.30
26.06
26.97
28.04

2272
23.41
24,12
2484
2571
2674

25.07
26,82
2659
27.3¢
2835
2948

StepE

2383
24.55
2529
26.05
26.96
28.04

26.28
27.07
27.88
28.72
29.73
3092

Steo F

Step 6 Step H

Step |



Job Code

Field Support
S277

new

Feb 28, 2008

Job Title

Tester Protective Equipment

Protective Equipment Tester
(Lab)

Protective Equipment Tester
(Field)

Date

01-Jan-07
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jan-12

new
01-Jan-08
01-Jan09
01-Jan-10
01-Jan-11
01-Jan-12

new
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jan-12

Appendix “A ™

Step A

2266
23.34
24.04
24.76
25.63
26 66

21.53
22.18
2285
23,53
2435
2533

2266
2334
24.04
2476
25.62
26.64

Step B

23.58
2429
2502
2577
26.88
27.75

2272
2341
24.12
2484
2571
26.74

23.58
2429
25.02
2577
26.67
27.73

Step C

24.48
2522
25.98
26.76
27.70
28.81

23.83
24.55
2529
26.05
26.86
28.04

25.02
2577
26.54
27.34
28.30
29.43

Step D

2628
27.07
27.88
2872
2973
30.92

Step E

Step F

Step G

Step H

Step



Job Code
LineTrades

$022-8029

sa79

S048

Feb 28, 2008

Job Title

Date

Appendix "A'

This classification only steps are in 6 month increments

Apprentice Power Line Tech

New rate structure

Power Line Tech
Evaluation rate

Adjustment

Adjustment

Customer Service Rep
Retroactivity Adjustment

Adjustment

Adjustment

Lead Power Line Tech
Retroactivity Adjustment

Adjustment

Adjustment

01-Jan-07
31-Dec07
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jan-12

01-Jan-07
02-Hay47
01-Jan-08
01-Jan-08
Oldan-10
01-Apr-10
01-Jan-11
01-Apr-11
01-Jan-12

01-Jan07
02-May-07
01-Jan08
01-Jan-09
01-Jan-10
01-Apr-10
01-Jan-11

01-Apr-11

01-Jan-12

01-Jan07
02-May-07
01-Jan-08
01-Jan-09
01-Jan-10
01-Apr-10
01-Jan-11

01-Apr-11

01-Jan-12

Step A StepB
12.79 13.80
14.00 15.11
14.40 15.55
14.34 16.02
15.28 16.50
1598 17.27
17.23 18.81
26.55 2753
27.9¢ 2903
288 29.90
29.70 30.80
30.59 31.72
30.92 32.06
32.00 33.18
33.16 34.38
34.49 35.76
29.29
30.48
31.40
32.34
33.31
33.66
34.84
36.10
37.58
30.29
31.35
3229
33.27
34.26
34.63
35.84
37.13
3362

14.80
16.23
16.71
17.21
17.73
18.55
19.99

15.83
17.35
17.86
18.40
18.85
19.83
2137

Step E

17.83
20.15
20.78
21.38
202
23.03
24.82

18.93
21.27
21.90
2256
23.24
24.31
26.21

19.88
239
23.06
23.75
24.47
2559
27.59

20.93
23.79
24 50
26.24
26.00
27.20
29.31



Job Code

Job Title

Operations Supervisors

S158

s127

5276

$137

S130

Feb 28, 2008

Foreman |

Meter Services Supv

Supervisor Service Center

Energy Advisor Supv

Vegetation Mgmt Supv

01-Jan07
01-Jan-08
01-Jan-09
01Jan-10
O1-Jan-11
01-Jan-12

01-Jan-07
D1-Jan-08
01-Jan-09
01-Jan-10
C1-Jan-1 1
01-Jan-12

01-Jan-07
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jan-12

01-Jan-07
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jan-12

01-Jan-07
01-Jan-08
01-Jan-08
01-Jan-10
o0t-dar-11
01-Jan-12

Appendix "A ™

Step A

20.48
21.08
21.72
22.37
23.15
24.07

21.96
262
2331
2402
24.87
25.87

27.92
28.77
29.65
30.54
31.60
32.86

25.59
26.35
27.14
27.96
28.95
30.12

25.87
2664
27.44
2826
29.25
3043

Step B

2174
22,38
23.08
2375
2458
25.58

23.34
24.04
2477
25.52
26.42
27.48

29.66
30.56
31.42
3243
33.58
34.90

27.21
28.02
28.86
28.73
30.78
32.02

27.82
28.65
29.51
30.39
31.45
32.72

23.00
23.69
24.40
25.13
26.01
27.05

24.59
25.43
26.20
26.98
27.94
28.06

31.40
32.35
3333
3433
35.53
36.95

23.81
2967
30.56
3148
32.89
33.90

29.88
30.77
31.89
3264
33.78
35.14

24.27
25.00
258.75
26.52
2745
28.55

26.06
26.84
27.85
28.48
29.48
30.66

33.14
3414
3517
36.22
37.48
3853

30.42
31.33
3227
33.24
34.41
3579

31.38
3233
3330
34.30
35.50
36.93

25.53
26.30
27.08
27.90
28.88
30.04

2743
2825
29.10
29.97
31.02
32.26

34.88
35.93
37.01
38.12
39.46
41.04

3203
32.98
33.98
35.00
38.23
37.68

33.04
34.03
35.05
38.10
37.38
38.86

Step F

Step G

StepH

Step |



Job Code Job Title
Operations Supervisors
S068 General Foreman

Adjustment
Adjustment

Feb 28, 2008

Date

01-Jan-07
01-Jan48
01-Jan-09
01-Jan-10
01-Apr-10
01-Jan-11
01-Apr-11
0t-Jan-12

Appendix "A'

Step A

26.94
28.91
29.78
30.65
30.98
32.06
33.23
34.58

Step B

28.64
30.73
31.66
32.59
32.95
34.09
3533
36.76

30.32
3253
33.5
34.49
3487
36.08
37.39
38.90

32.02
34.35
35.39
3643
36.83
38.11
39.49
41.08

StepE

33.72
36.17
3r.27
3837
38.79
40.14
41.59
43.26

Step F

Step G StepH Step |



Job Code Joh Title
Engineers, Trades and Engineering Support
$131 Technician |
S304 Tech | Veg Mgmt
5133 Technicianit
5039 Technical Asst |
$296  Tech H Veg Mgmt
$293 Apprentice Electrical Mechanic
New rate structure
5294 Electrical Mechanic
New rae structure
5056 Electrical Mechanic Sr
Feb 28, 2008

Date

01-Jdan07
01-Jan-08
01-Jan-09
Oldan-10
01-Jan-11

01-Jan-12

01-Jan-07
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jan-12

01-Jan07
31-Dec-07
01-Jan-08
01-Jan-09
Oldan-10
Oldan-11
Oldan-12

01-Jan07
31-Dec-07
01-Jan-08
01-Jan-09
Oldan-10
01-dan-11

Oldan-12

01-Jan07
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jan-12

Appendix “A "~

Step A

16.95
17.46
17.98
18.52
19.17
19.94

276
2344
24.14
2487
25.74
2877

17.67
17.60
18.13
18.66
19.21
19.90
2068

27.41
26.20
26.99
27.79
28.62
2963
30.81

2590
2667
27.47
28.29
2928
30.46

StepB

18.92
19.49
20.07
20.67
21.40
228

25.07
25.82
26.59
27.39
28.35
29.48

18.72
19.75
20.35
20.95
21.57
2234
2322

28.70
28.35
28.21
30.08
30.98
32.07
3335

27.87
28.70
29.56
30.44
31.51
3278

1"

21.11
21.75
22.40
23.07
23.89
24.85

26.28
27.07
27.88
28.72
29.73
30.92

2200
2190
2256
23.22
23.91
24.76
2574

30.08
30.48
31.40
3234
3331
34.48
35.86

29.93
30.82
31.74
3269
33.84
35.20

2757
28.40
20.25
30.13
31.19
32.44

24.56
24.05
2478
2551
26.27
27.20
28.28

3145
32.39
33.36
34.36
35.57
37.00

26.28
27.07
27.88
28.72
28.73
30.92

28.92
2979
30.68
31.60
3271
34.02

33.10
34.09
3511
36.16
37.43
38.93

Step F

Step G

Step H

Step1



Job Code

Engineers, Trades and Engineering Support

S297

S115

S04
S298

S114

Feb 28, 2008

Job Title

EngineeringAssistant
New rate structure

Power Line Designer
New rate structure

Technical Asst I
Sr. Technician

8r Engineering Asst

Date

01-Jan-07
31-Dec-07
01-Jan-08
0M-Jan-09
01-Jan-10
01~Jam-11

01-Jan-12

01-Jan07
31-Dec-07
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01Jan-12

01-Jan07
01-~Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jan-12

01-Jan-07
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jan-12

Appendix'A "

Step A

17.60
17.60
18.13
18.66
19.21
18.90
2068

17.30
17.60
18.13
18,66
18.21
18.90
20.88

25.06
25.81
26.58
27.38
28.33
29.47

2587
2664
27144
28.26
29.25
3043

Step B

18.63
19.75
20.35
20.85
21.57
22.34
23.22

20.09
19.75
20.35
20.95
2157
234
23.22

26.93
27.74
28.57
2943
30.45
31.67

27.82
28.65
20.51
30.39
31.45
32.72

StepC

21.91
21.90
2256
3.2
23.91
24.76
25.74

2289
21.90
22.56
23.22
23.91
2476
25.74

28.92
2979
30.68
31.60
3270
34.01

29.88
30,77
31.69
3264
33.78
35.14

StepD

24.45
2405
2478
25.51
26.27
27.20
28.28

2568
24.05
2478
2551
26.27
27.20
28.28

30.38
3128
32.23
33.20
3436
3574

31.39
32.33
33.30
34.30
35.50
3693

27.30
26.20
2698
27.79
28.62
29.63
30.81

28.49
26.20
26.99
27.79
2862
29.63
30.81

3197
3293
33.92
3494
36.18
37.61

33.04
34.03
35.05
36.10
37.36
38.86

28.65
28.35
29.21
30.08
20.98
32.07
33.3%

28.35
29.21
30.08
30.88
32.07
33.35

Step G

30.04
30.48
31.40
2.4
33.31
34.48
35.86

30.48
31.40
32,34
33.31
34.48
35.86

Step H

Step



Job Cede

Engineers. Trades and Engineering Support

S057

5062

$106

S142

new

Feb 28, 2008

Job Title

Engineer I - IV
New rate structure

Engineer V

Senior Engineer |

Did & Substation Planner

Senior Engineer 1l

Agent ROW |

Date.

01-Jan-07
31-De007
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jawl2

01-Jan-07
01-Jan-08
01-Jan-09
Oldan-10
01-Jan-11

01-Jan-12

01-Jan-07
01-Jan-08
01-Jan-09
01-Jan-10
0l1-Jan-11
01-Jawl2

01-Jan-07
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jan-12

new
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jan-12

Appendix "A™

Step A

18.62
2292
23.61
24,31
25.04
2592
26.97

3348
34.50
35.53
36.59
37.87
30.38

35.66
36.72
37.82
38.96
40.32
4194

38.16
39.31
40.50
41.71
43.17
44 89

2213
22.80
23.50
24.22
25.19

Step B

2193
2475
25.50
26.26
27.05
28.00
29.13

23.51
2422
24.96
2572
26.75

2425
26.98
27.79
28.62
2048
30.52
31.75

37.70
38.84
40.00
41.20
42,84
44.34

40.12
41.32
42.56
43.84
4537
47.19

42.92
44.21
4554
46.90
48.54
5048

24,89
2564
26.42
27.22
28.31

26.27
27.06
27.88
28.72
29.87

28.88
32.06
33.02
34.01
35.03
3B.268
37.72

41.82
43.18
44.48
45.82
47.42
48.32

4459
45.93
47.31
48.73
50.44
52.46

47.67
48,10
50.57
52.09
53.91
56.07

27.66
28.49
28.35
30.23
31.44

Step G

33.51
38.13
39.27
40.45
41.68
43.12
44.85

Step H

3582

Stepl

38.13



Job Code Job Title
Engineers, Trades and Enqgineering Support
$245 Agent ROW Il
5246 Agent ROW Il
8290 Coord, Environ Mgmt System
—
Feh 28, 2008

Date

01-Jan-07
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jan-12

01-Jan-07
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jan-12

01-Jan-07
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jan-12

Appendix "A "

Step A

2279
23.49
2420
24.92
25.79
2682

2458
25.28
26.03
26.81
27.75
28.88

21.28
21.92
22,58
23.27
24.09
25.05

Step B

24.23
24.97
2573
28,50
27.43
28.53

26.11
26.88
27.68
28.51
29.51
30.69

2261
23.28
23.99
2472
25.58
26.61

14

Step C

25.65
26.43
2123
28.04
28.02
30.18

27.66
2848
29.33
30.21
31.27
32,52

23.83
2485
25.39
26.16
27.08
28.16

27.09
2791
28.75
29.61
30.65
31.88

29.21
30.08
30.98
31.91
33.03
34.35

25.24
26.00
26.78
27.59
28.56
29.70

Step E

28.52
29.38
30.26
31.17
32.26
33.55

30.76
3168
32.63
33.61
34.79
36.18

26.55
27.35
28.17
29.02
30.04
3124

Step F

Step G Step H Step |



Job Code Job Title
istribution Svstem @ ti

S174 Apprentice Distribution System
Operator

$161 Distribution System Operator

new Distribution System operator
(shift)
salaryfa $.56
salary fa $.57
salary fa $.59
salary fix $.61
salary fix $.63

$160 Distribution System outage
Co-ordinator

Feb 28, 2008

Date

01-Jan-07
01-Jan-08
01-Jan-08
01-~Jan-10
O1-Jan-11
01-Jan-12

01-Jan-07
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jan-12

new
01-Jaw08
01-Jan-08
01-Jan-08
01-Jan09
01-Jan-10
01-Jan-10
01-Jawll
01-Jan-11
01-Jan-12
01-Jawl2

01-Jan-07
01-Jaw08
01-Jan49
01-Jan-10
01-Jan-11
01-Jan-12

Appendix “A*

Step A

30.54
31.44
3238
33.35
34.53
35.90

36.24
37.32
38.44
3959
40.88
4262

36.24
37.32
37.87
38.44
39.01
39.59
40.18
40.98
41.59
4262
43.25

33.48
34.50
35.53
36.59
37.87
30.38

Step B

32.48
33.42
34.42
35.45
36.70
38.18

38.13
38.27
40.45
41.66
43.12
4485

38.13
38.27
30.82
40.45
41.02
41.66
42.25
43.12
4373
44 .85
4548

35.59
3867
37.77
38.90
40.26
41.87

15

StepC

3434
35.36
36.42
37.51
3883
4038

37.70
38.84
40.00
41.20
4264
4434

StepD

39.81
41.01
4224
43.51
45.03
45.83

Step E

41.92
43.18
4448
45.82
47.42

Step F

Sten G

Step H

Step |



Job Code Job Title
Businessand Operations Support
S006 Administrative Antst |
So010 User supportAnist |
S247 Analyst Telephony QA
S212 Admin Assistant
S308 CIC Functional Analyst 1
S007 AdministrativeAnist Il
$225 Coordinator PaymentAgency
S311 Procedures Analyst
S136 Work planningAsst.
S003 Energy Advisor
5009 BusinessAnalyst
S011 user supportAnist Il
s221 FunctionalAnalyst Il
$252 Analyst Admin Sr
§270 Analyst, Rate
S243 Officer Training Customer Serv
S283 Trainer - IT Projects
Feb 28, 2008

Date

0t-Jar-07
01-Jan-08
01-Jan-09
0t-Jan-10
O1-Jan-11
01-Jan-12

01-Jan-07
01-Jan-08
01-Jan09
01-Jan-10
01-Jan-11
01-Jan-12

01-Jan-07
01~lan-08
01-Jan-08
01-Jan-10
01-Jan-11
01-Janm-12

01-Jard7
01-Jan-08
01-Jan08
01-Jan-10
01-Jan-11
01-Jan-12

01-Jan-07
01-Jan-08
01-Jan-09

01-Jan-10 .

01-Jan-11
01-Jan-12

Appendix ‘A *

Step A

21.28
21.92
2258
23.27
24.09
2505

22,79
23.49
24.20
24.92
25.79
26.82

22,76
23.44
24.14
24.87
25.74
26.77

23.58
24.30
25.02
25.76
26.65
27.71

24.56
25.28
26.03
26.81
27.75
28.86

Step B

22.81
2329
23.99
24.72
25.59
26.61

2423
24.97
25.73
28.50
27.43
28.53

25.07
25.82
26.58
27.38
28.35
29.48

25.08
2584
26.61
27.40
28.385
29.48

26.11
26.88
27.68
28.51
29.51
30.69

16

23.93
24.85
25.38
26.16
27.08
28.16

2588
26.43
27.23
28.04
20.02
30.18

26,28
27.07
27.88
2872
2973
30.92

26.57
27.38
2818
29.02
30.03
31.23

27.66
2848
29.33
30.21
31.27
32.52

Step D

25.24
26.00
26.78
27.59
28.58
2870

27.09
27.91
2875
28.61
3065
31.88

27.57
28.40
2925
30.13
31.19
3244

28.08
28.92
28.79
30.68
31.78
33.02

28.21
20.08
30,98
31.91
33.03
34,35

Step E

26.55
27.35
28.17
29.02
30.04
31.24

2852
29.38
30.26
31.17
3226
33.86

28.92
28,78
3068
31.60
3271
34.02

29.58
3047
31.39
3233
3346
34.80

30.76
31.68

33?61
3479
35.18

StepF Step G

Step H Step {



Job Code

Job Title

Business and Operations Support

§237
S050
$138

8107
$265
8112
$222
S242
$287
§309
$228

$104
5223
S310

Feb 28, 2008

Sr Training Officar
Methods Developer
Trades Instructor

Regional Work Planner
Senior Forecaster Load

QA Revenue Metering Spec
FunctionalAnalyst i1t
SpecOrg Readiness

DCS Process Specialist
Spec Planning

Coord Outside Agencies

Field operationsSpecialist
Functional Analyst IV
Business Consultant

Date

01-Jaw07
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jan-12

01-Jan-07
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jan-12

01-Jan-07
01-Jan-03
01-Jan-09
01-Jan-10
01-Jar-11
01-Jan-12

Appendix"A*"

30.54
31.44
32.38
33.35
34.53
35.90

Step B

27.21
28.02
28.86
29.73
30.78
32.02

29.66
20.86
31.49
32.43
33.56
34.90

32,46
33.42
3442
3545
38.70
38.16

StepC

28.81
2987
30.56
31.48
32,58
33.80

31.40
32.35
33.33
34.33
3553
36.95

3434
35.36
36.42
37.51
38.83
40.38

30.42
31.33
3227
33.24
34.41
3579

33.14
34.14
35.17
3622
37.49
3899

3624
37,32
384
39.59
40.98
4282

StepE

32.03
32.9¢
33.98
35.00
36.23
37.68

3488
35.83
37.01
38.12
30.46
41.04

38.13
39.27
40.45
41.66
4312
44.85



Job Code

See letter of Agreement dated Dec. 7/04. Rates for incumbents inthese classifications as of that date.

S306

s210
s217

S§209

s211

Feb 28, 2008

Job Title

Spec Planning

Analyst Admin il (HO)

AnalystAdmin Sr (HO)

Officer Training CS

Analyst Admin Sr (HO)

Analyst Admin Telep & QA

Date

01-Jan-07
01-Jan-08
Q1-Jan09
01-Jan-10
01-Jan-11
01-dan-12

01-Jan-07
01-Jan-08
01-Jan09
Ot-Jan-10
O1-Jan-11
Ot-Jan-12

D1-Jan-07
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jan-12

01-Jan-07
01-Jan-08
01-Jan-09
01-Jan-10
01-Jan-11
01-Jan-12

01-Jan-07
01-Jan-08
01-Jan-09
01-Jar-10
01-Jan-11
Ot-Jar-12

Appendix A

29.34
3022
31.13
32.06
33.02
34.01

23.06
23.75
24 45
25.19
2588
26.73

24.88
25.63
26,40
27.19
28.01
28.85

24.88
25863
26.40
27.19
28.01
28.85

21.47
2212
2278
23.46
24.16
24.89

Step B

3117
3211
33.07
34.08
35.08
36.13

24.50
26.24
26.00
26.78
27.58
28.41

26.43
27.22
28.04
28.88
28.75
3064

26.43
27.22
28.04
28.88
28,75
30.64

22,81
2350
2421
2484
2569
26.48

18

33.00
33.99
35.01
36.06
37.14
38.26

25.94
26.72
27.52
28.35
2920
30.08

27.98
28.82
2969
30.58
31.50
3245

27.98
28.82
29.69
30.58
31.50
3245

24.16
2489
25.64
26.41
27.20
28.02

Step D

34.83
35.88
3896
38.07
39.21
40.39

27.38
28.20
20.05
29.92
30.82
3175

28.53
3042
31.33
32.27
3324
34.24

28.53
30.42
31.33
32.27
3324
34.24

25.51
26.28
27.07
27.88
28.72
28.58

Step E

36.66
37.76
38.88
40.06
41,46
43.12

28.82
29.68
30.57
31.49
32.59
33.89

31.08
3201
3297
33.96
35.15
36.56

31.08
32.01
3297
33.96
35.15
3656

26.86
27.67
28.50
29.36
30.39
31.61

Step F

Step G Step H

Step !



Appendu -A"

Job Code Job Title Date StepA  StepB  StepC  StepD
See letter of Agreement dated Dec. 7/04. Rates for incumbents in these classificationsas of that date.
s198  Agent ROWII 01-Jan-07 23.07 24.51 25.95 27
01-Jan08 23.76 2525 2873 28.21
01-Jan-09 2447 26.01 27.53 29.08
01-Jan-10 2521 26.79 28.38 29.93
of-Jan-11 2587 27.59 28.21 30.83
01-Jan-12 26.75 28.42 30.09 31.76
$206 Agent ROW Il 01-Jan-07 24.88 28.43 27.98 29.53
01-Jan-08 2563 2712 28.82 30.42
01-Jan-08 26.40 28.04 29.69 31.33
01-Jan-10 27.19 28.88 30.58 32.27
01-dan-11 28.01 28.75 31.50 33.24
01-Jawl2 28.85 30.64 32.45 3424
Classificati R d from A dix A
Acct Finangial Planning
Admin Capital Projects
Acct Fixed Assets/Capital
Acct GeneralCS
Auditor Senior
Meter changer
Feb 28, 2008 19

Step E

28.82
2968
30.57
31.49
32.59
33.89

31.08
32.01
3297
33.96
35.15
36.56

Step F

Step G Step H Stepl



APPENDIX "B"
SUPPLEMENTAL UNEMPLOYMENT BENEFITS (SUB) PLAN
NEW BRUNSWICK POWER CORPORATION

OBJECTIVE: To supplement employment benefits received by employees for
unemployment caused by pregnancy, birth or adeption of a preschool child
(children).

ELIGIBILITY: All employees who become pregnant or-adopt a preschool child and
who have completed twelve (12) consecutive months of employmentwith NB Power.
Employees disentitled or disqualified from receiving Employment Insurance benefits
are not eligtble for SUB plan payments.

LEVEL OF BENEFITS: Ninety-three percent (93%) of the employee's normal weekly
salary. This represents the total of Employment Insurance gross benefits, the SUB
plan and other earnings. Employees do not have a right to SUB plan payments
except for supplementation of El benefits for the unemployment period up to fifteen
(15) weeks for maternity leave and ten (10) weeks for adoption leave. ENERFlex
dollars will continue for the period of the top up. Where an employee is subject to a
waiting period of two (2) weeks before receiving Employment Insurance benefits,
they will not receive SUB during that time.

FINANCING: SUB paymentswill be financed out of the Employer's current revenue.
DURATION: January 1, 2008 to the expiration of the Collective Agreement.

EMPLOYEE REQUIREMENTS: Employees must apply and be approved for
Employment Insurance before SUB becomes payable. Employeeswill not have any

vested interest in the plan except to receive payments for the covered
unemployment periods. Paymentsin respect of guaranteed annual remuneration or
in respect of deferred remuneration or severance pay benefits will not be reduced or
increased by payments received under the SUB plan. Employeeswill agree in
writing to returnto work for at least six (6) months after maternity or adoption leave;
failure to do so will result in repayment of all moneys and ENERFlex dollars paid
under the SUB plan. NB Power will advise HRDC of any changes to an approved
plan within thirty (30) days of the effective date of change.
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APPENDIX "C"

PART TIME, SEASONAL AND WORK TIME FLEXIBILITY PROGRAM

A. PART TIME AND SEASONAL EMPLOYEES

Salaries and Benefits:
Vacation

Vacation entitlement shall be pro-rated according to the number of hours
worked.

Statutory Holidays

For part-time employees, paymentfor the eleven (11) holidays specified in
the Collective Agreement shall be pro-rated according to the number of hours
worked. Term Seasonal employees will only be paid for Statutory Holidays for
periods during which they were scheduled to work.

Sick Leave (Short Term Disability)
Sick leave benefits shall be pro-rated according to the number of hours
contracted to work.

Long Term Disability
Long term disability premiums and benefits shall be pro-rated according to
the number of hours contracted to work.

Health Care Benefits Including Dental Care

To qualify for Health and Dental Benefits, an employee must work at least
fifty percent (50%) of normal work hours as per insurance carrier contracts.
Premiums and benefits shall be the same as for full time employees.

Baslc Lifeand AD&D

Benefit coverage shall be based on two (2), three (3) or four (4) times
salary for contracted hours of work.
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Overtime

Employees, who work outside their part-time hours, but within the hours of
the normal work day, shall be paid at straight time for all such hours. It is
understood all such hours are worked on a voluntary basis.

Pension

Eligibility to contribute to the Public Service Superannuation Plan will be
determined by Provincial Legislation. However, participants in this program may
contribute to the NB Power Group RSP.

Service and Seniority

A part-time employee will receive a full year credit for service and seniority
purposes regardless of the number of hours worked during the year. Term
Seasonal employees will have their length of seniority and service adjusted to
reflectthe actualtime spent in the Corporation'semployment.

B. WORKTIME FLEXIBILITY PROGRAM
Eligibllity to Participate
e Employees must be within five (5) years of retirement
o Employer must approve participation in the program
e Participation must be approved by the Province of New Brunswick
Pension's Branch and Canada Revenue Agency
o Employees must sign an irrevocable contract to retire within five (5) years
of the start of participationinthe program
o Employees must work a minimum o fifty percent (50%) of normal work
hours

Salaries and Benefits:

Vacation
Vacation entitlement shall be pro-rated according to the number of hours
worked.

Statutory Holidays
For employees working a reduced work week, the paymentfor the eleven
(11) holidays specified in the collective agreement shall be pro-rated according to
the number of hours contracted to work.
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Sick Leave (short term disability)

Sick leave benefits shall be pro-rated according to the number of hours
contracted to work.

Long Term Disabilit
Long term disability premiums and benefits shall be pro-rated according to
the number of hours contracted to work.

Health Care Benefits
Benefits will be the same as for full time employees. Costs will not be pro-
rated.

Basic Life and AD&D
Benefit coverage shall be based on two (2), three (3) or four (4) times
salary for contracted hours of work.

Optional Benefits
Benefits will be the same as for full time employees. Costs will not be pro-

rated.

Overtime
Employees, who work outside their contracted hours of work, but within
the hours of the normalwork day, shall be paid at straight time for all such hours.

Pension
Payments to the Public Service Superannuation Plan shall be based on
the employee's full time salary and credited with full time service.

Service and Seniority
Employees participating in the Work Time Flexibility Programwill receive a

full year credit for service and seniority regardless of the number of hours
worked.
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APPENDIX "D"
JOB SHARING PROGRAM

1. Requests for participation in the Program will be subject to management
approval.

2, An employee wishing to participate in the Program is responsible for
finding a suitable partner who is willing to share the job. If a partner cannot be
found internally, Human Resources will provide assistance in finding a partner.

3. Each job sharing situation will be undertaken on a four (4) month trial
basis. Following this trial period, management or the job sharer may elect to
discontinue the job sharing arrangements. During the trial period, a job sharer
may only opt out of the Program with management approval.

4, In most cases, the average number of hours worked per week by an
individual employee shall be one-half (0.5) the hours requiredto staff the position
on a full time basis: (i.e., one-half (0.5) of thirty-six and a quarter (36.25) hours or
one-half (0.5) of forty (40) hours), as the case may be. Individual departments
will decide the most appropriate division of time for that department and for the
individuals concerned.

5., a) Subject to paragraph (b) below, if one of the "partners" leaves the
position, the other partner will have the option of taking the job on a full-time
basis, or carrying the job on a full-time basis until a suitable partner is found.

b) Where the remaining partner was hired for a job sharing position, or
was in a lower paying full time position immediately prior to becoming a job
sharer, that employee will not have the option df taking the position on a
permanent full-time basis unless they have been in the job sharing position for at
least three (3) years. In such circumstancesthe full time position will be opened
for bid within that general work location only. Should someone other than the
remaining partner be the successful bidder, the remaining partner will be
awarded the resulting vacant position.
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¢) Where one partner is absent due to maternity/adoption leave or an
extended period of short term sick leave, the remaining partner will fill the
position on a full time basis for the duration of the absence. If one partner goes
on LTD, the other will fill the positionon a full-time basis and will be responsible
for finding a suitable partner (on an Interim basis) before being able to returnto
the Job Sharing Program.

The Employer agrees to provide the remaining partner with ten calendar
days notice of the requirement to fill the position on a full time basis. Any short
term sick leave absence with an expected duration of five (5) working days or
more shall be considered an "extended" absence.

Salaries and Bengefits:

Yacation
Vacation entittement shall be pro-rated according to the number of hours
worked.

Statutory Holldays

Payment for the eleven (11) holidays specified in the Collective
Agreement shall be pro-rated according to the number of hours worked. This
payment shall be made by means of an appropriate increase to the employee's
basic hourly rate. Employees and their supervisors shall be responsible for
scheduling so as to divide these holidays between the partners as equally as
possible.

Sick Leave {Short Term Disabllity)

Sick leave benefits shall be pro-rated according to the number of hours
contracted to work.

Lona Term Disability

Long term disability premiums and benefits shall be pro-rated according to
the number of hours contracted to work.
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Health Care Benefits {In¢luding Dental Care)

To qualify for Health and Dental Benefits, an employee must work at least
fifty percent (50%) of normal work hours as per insurance carrier contracts.
Premiums and benefits shall be the same as for full time employees.

Lifeinsuranceand AD & D
Benefit coverage shall be based on two (2), three (3) or four (4) times
salary for contracted hours of work.

Overtime

Employees, who work outside their job sharing hours, but within the hours
of the normal work day, shall be pald at straight time for all such hours. It is
understood however, that except for situations covered by paragraph 8, all such
hours are worked on a voluntary basis.

Pension

Eligibility to contribute to the Public Service Superannuation Plan will be
determined by Provincial Legislation. However, participants in this program may
contribute to the NB Power Group RSP.

Service and Seniority

An employee In the Job Sharing Program will receive a full year credit for
service and seniority regardless of the number of hours worked during the year.
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APPENDIX "E"

PERSONAL LEAVE
Approval:
Individual applications for Personal Leave are subject to local management
approval.

Selectlon:

Seniority as defined in article 17.01 among applicants in the same job function
should be the initial criteria. In subsequent years, this criterion will be altered to reflect
the following conditions:

a) new applicants to be consldered only after prior year(s) applicants who have re-
applied.
b} employees who have already gone on Personal Leave may re-apply, but their

names will go to the bottom of the eligibility ist.

c) employees transferring to a new general work location will be considered new
applicants.

d) employees selectedfor the programwho subsequently opt out may re-apply, but
they will be considered new applicants.

€) employees may specify the year they wish to go on Personal Leave. If the
employee's name reaches the top of the eligibility list prior to the year requested, the
employee has the option of taking the leave that year (and going to the bottom of the list)
or holding his/her position at the top of the list until the requested year. Note that when
an employee elects to specify a particular year for leave, she/he will be considered a
new applicantas of the time the election is made.

Applications:

Applications for Personal Leave for the upcoming calendar year must be
submitted In writing to local management, with a copy to the Labour Relations
Department, by no later than July 31 of the prior year. Decisions as to approval of
Individual applicationswill be made by August 31.

Period of Leave and Vacation Credits:

Personal leave may be applied for any period throughout the calendar year.
Vacation credits will be adjusted as per Compensationguidelines. Each personal leave
period must be for either:
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a) a period of four (4) consecutiveweeks which includes one third of the employee’s
vacation entitlement. Entitlementwill be based on 11.3 months work for the year; or

b) a period of eight (8) consecutive weeks which includes two thirds of the
employee’svacation entitlement. Entitlementwill be based on 10.8 months work for the
year.

Salary

The salary of an employee going on personal leave shall be reduced for a twelve
(12) month period commencing September 1 of the prior year. This reduced rate of pay
shall be consideredto be the employee’s normal rate of pay for all purposes, other than
overtime, including but not limited to relieving/acting pay, sick leave, vacation and
bereavement leave. Overtime shall be paid at the employee’s normal hourly rate by
means of an adjustment upon completion of the leave period (i.e., It will be paid at the
reduced rate when incurred, with the balance to follow). Salary calculations wilt be
based on Compensationguidelines.

Benefits

Health and Dental premiums and benefits will be the same as for full time
employees. Life Insurances and AD&D premiums and coverage are based on a
reduced salary.

Long Term Disability
Longterm disability premiums and benefits shall be based on a reduced salary

Opting Out
Employees on Personal Leave may opt out of the Program. Appropriate salary

adjustments wlll be made and the employee may re-apply, subject to the selection
criteria referred to above.

Time Code
Code 70 - PSL will be used for Personal Leave.

Other Leaves
Employees in locations where the Program is not available may apply for an

Unpaid Leave of Absence.

Multiple Leaves
Employees going on maternity leave will not be eligible for Personal Leave during

the twelve months following return from maternity leave.
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APPENDIX"F"

GUIDELINES &WORK STANDARDS
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SALARY TREATMENT FOR EMPLOYEES ENTERING INTO
APPRENTICESHIP POSITIONS

Application:
This guideline appliesto ail classificationswhere an apprenticeship is required.

The following outlines the salary treatment for employees entering an apprenticeship
classification. Where exceptional conditions exist, a deviationfrom this guideline may be
approved. The reasonsfor the proposed exception must be documented, approved by the
Chief Human Resources Officer and the decision communicatedinwriting to the Union.

Salary Treatment
1. Current salary at or below the entry level of the apprenticeship rates: 5% increasewlll
be applied to the employee's current salary, and placed on the nearest, next highest
step inthe apprenticeshiprange. If necessary, salary Is then frozen on step until normal
progression (see note below) through the apprenticeship program results in the
employee's training catching up with the frozen rate. Employee receives general
increases.

2. Current salary falls somewhere within apprenticeship range: 5% increasewlll be applied

to the employee's current salary, and placed on the nearest, next higheststep in the
apprenticeshiprange (up to the step beforethe top). Salary is then frozen on step until
normal progressionthrough the apprenticeship program results inthe employee’s
training catching up with the frozen rate. Employee receivesgeneralincreases.

certlfled classification’ Salary |sfrozen onthe nearest, next hlghest stepto the
employee's current rate (but below the highest rate) until normal progressionthrough
apprenticeship program and certified classificationresultsin the employee's training
catching up with the frozen rate. Employee receivesgeneralincreases

4, Currentsalary is above highest achievable rate of certified classification:

¢ Ina bidsltuation, salary will be immediately brought down to the step beforethe
highest achievablerate of the certified classificationand remainfrozen until
normal progressionthrough the ranges of the apprenticeship and certified
classificationsresults in the employee's training catching up with the
compensationrate. Employee receivesgeneral increases.

¢ Insituations covered by Article 8.02 b} of the Collective Agreement, the
employee's compensation rate will be frozen for 2 years and regraded based on
the highest achievable rate for the new classification. It will remain frozen until
normal progressionthrough the ranges of the apprenticeship and certified
classifications results Inthe employee's training catching up with the frozen rate.
The employee will not receive any step or general increases until this time.

Note:

In ail cases, the length of training required will be determined by the Apprenticeship Coordinator
who will evaluate whether any credit will be given for experience or training achieved In other
certifiedtrades and/or actualtime spent working in the new classification. Any credit will be
made by adjusting the employee's anniversary date upon appointment to the apprenticeship
classification. Once the training and salary levels are established, normal rules of progression
as per the collective agreement will apply. Employeeswhose levelof training is set at a step
below their step inthe salary level (l.e., base rate vs. compensationrate) wiil begin receiving
step increases when their base rate catches up with their compensationrate.

2008 06 20 Valerle Fowler



Health & Safety
Standards

Energie NB Power

Groupe

Number: Date Effective: Rev. Data: Page:
X-1 2006-04-01 | 0f2

Title:
Hours of Work

Introduction:

Standard

This Standard has been developed to ensurc the safely of NB Power employees,
together with that of the General Public, It recognizes both the need to generate and
restore slectrical services in the event of power [nterruptions, aswell as the necessity
of effective scheduling of outages/planned work. These needs must, however, and at
tho same time, be balanced with the safe and efficient functioning of ouwr employees.

It IS expressly understood flint this Standard represents minimam
recommendatlons, and every effort should be made to manage work so as to
prevent employee fatigue. Self, peer, and supervisory assessments are critical
during periods of extended work.

Nole: Where the terms of the collective agreeinont provide additional entitlements
above these minimum standards, the provisions of the agreementwill apply.

1.

Scheduled OQutages/Planned Work

1.1

12

w

Where a scheduled outage/planned work is planned to be 7 days or less in
duration, hours of work may be A maximum of 15 hours in a 24 hour period.
Scheduled outages/planned work of greater than 7 days in duration shall he
arranged so that employees’ daily hours of work are no more than 12 hours
ina 24 hour period.

Where unforeseen circumstances arise during the course of the work that
prevent its completion, the final period of work may extend to a maximum
of 20 hours in a24 hour period with managementapproval. This approval
must be requested immediatelyupon dlscovery of the issiies that necessitate
the request. All other periods of work will bo subject to Section 2.4.

Bmergency Restorations/Repair

2.1

For emergency restorations or repair, tho initial period of work may extend
to 20 hours in a 24 hour period. Rest periods shall be a minimum of8
consecutive hours with management approval.

2.2 Subsequent to the initial period of work, work periods shall not exceed 5

hours ina 24 hour poriod, and for not more than 7 successive days.

2.3 should the restoration/repalr work continue into subsequent weeks, periods

of work will be reduced to 12-hours in a 24 hour period.

24 In the case of either 12 or 15-hourperiods of work, an additional 2 hours

may ho worked where ajob may be completed or broughtto a logical and
safe stage of completion within the 2-hour period.




Health & Safety
Standards

Energie NB Power

Groupe  Group

Number: Dele Effective: Rev. Date: Page:
X-1 2006-04-01 20f2
Tltle:

Hours of Work

Reference:

On

3.1

32

33

Call/ Call-outs

Hours spent working as a result of call-outsshall be subject to the same
limitations as specified in Section 2.

In addition to the requirements above, during the normal work week (i.c.
Monday to Friday) when an employee has worked less than 5 hours in a 24
hour period, but has not received a rost period of at least 4 consecutive
hours in the 8 hours immediately preceding their normal scheduled hours of
work for that day, they will be required to have a4 hour period of rest
before returning to their scheduled hours of work.

In the case of weekends or holidays, and again in addition to tho
requirements above, every employee will be required to have a rest period
of a minimum of 4 consecutive hours in each 24 hour period.

Day of Rest

4.1

As stipulated by the New Brunswick Employment Standards Act (Chapter
E-7.2)Section 17¢1) a "weeklyrest period of at least twenty-four
consecutive hours" shall be required. However, as provided by the Act, and
subsequent to the approval o f the Director of Bmployment Standards, rest
periods may be "accumulatedand taken later, oither part at a time or all
together". This exemptionnotwithstanding, in light of the recognized
impact on employee performance, every effort should be made to not
extend the consocutive number of days worked past 14 days.

New Brunswick Employment Standards Act

New Brunswick Occupational Health and Safely Act (NDOHSA)

Regulation 91-191 under the NBOHSA

New Brunswick Motor Vehicle Act (NBMV A)

Regulation 89-147 of the NBMVA

Collectlve Agreements between members of the NB Power Group of Companios

and IBEW Local 37

Qary S. Boyd. Director

Health. Safety & Security Services
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LETTERS OF AGREEMENT
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NEW BRUNSWICK POWER

%% ENERGIC NOWVEAU BRUNSWICK

515 King Street
P. O. BOX 2000

Fredericton, NB
E36 4X1

Mc, John Cole
Business Manager
IBEW Local 2309
138 Nelll Street
Fredericton, NB
E3A 226

Dear Mt, Cole:

SUBJECT: TECHNICIANS, ELECTRICAL MECHANICS
& ENGINEERING ASSISTANTS

__ This letter se:: for the Agreement reached during
negotiations between NE Power and IBERW Local 2309 Technical
Non-Supervisory Group respecting the above captioned.

TECHNICIAN | AND I1I

It is agreed that technicians who are graduates of a
recognized two year technology school program and who have a
minimum of § years experience as a technician may progress to
the Techniciah 1I classification. It is understood that step
increases in the Technician | and Technician 11 categories are
based upon satisfactory performance and progress as per
Article 8.02 (b) of the collective Agreement. The Commission
will review the cases of employees In the Technician I
classification and if the above criteria ace met, those
employees will be reclassified to Technician It effective the
date of signing. Where the eriteria is not met, subsequent
reviews will be held and decisions on reclassification will be

. made accordingly.

ELECTRICAL MECHANICS

i It is agreed that the "basis for progression from
Electrical Mechanic I to Electrical _Mechanic It shall remain
unchanged. Employees in the Electrical Mechanic 11 classi-
fication may progress to the Electrical Mechanic 111 level




NES BRUASWICS POWER ENESS ¢ W2 8L ER_LEAQ
FREQEAICTON N B s .- FREDER.ITIN N B

provided they have completed k ledst two years at the top
step of the Electrical Mechanic 11 level and have performed
satisfactorily, The Commission will review the cases of
enployees In the Electrical kechanic I classification and
where” the above criteria are ma, those employees will be
reclassified to tlectrical Mechanic II1 effective the date of
signing. Where the critecia are not me:, subsequent reviews"®
will be held and decisions on reclassificazion will be made

accordingly.
ENGINEERING ASSISTANTS

It Is agreed thet che basis tar progression from
Engineecing Assistant 1 to Engineering Assistant Il shall
remain unchanged, Employees In the Engineering Assistant I1I
classification may progress to the Engineering Assistant III
level provided they have completed at least two years At the
top ste? of the zngineerlng assistant Il level, have suc-
cessfully completed the necessary academic requirements, and
have performed satisfactorily. The Commission will review
the cases of employees in the Englineering Assistant II
classification and where the above ctiteris are met, those
employees will be reclassified to Engineering Assistant 111!
effective the date of signing, Where the criteria are not
met, subsequent reviews will be held and decisions en re-—
classification will be made accordingly.

Signed this 27 day af@ 3990,

TTEdw Locan 2308 N8B POWER




Energie NB Power 515 King Street
Fredericton, N.'B.
E3B 4X1

WUNE I

July 21, 2000

Mz, John E. Cole
Business Manager
LB.EW,, Local 37
138 Neill Street
Fredericton, N. B.
E3A 2Z¢

Dear John:
RE: Temporary Emplovees/Internal Tob Competitions

Further to our meeting onJuly 17*, we discussed the issue of whether
temporary employeeswho have completed their terms of employment could be
allowed to compete on internal job competitions. The Staffing By-laws do not
include these individuals as “employees”for the purposes of internal
competitions. However, | recognize that under the Collective Agreements, these
individuals do retain seniority rights (recall, consideration or preference for
rehiring) for a period of one year after their term of employment is completed.

As a result, under the provisions of article 6.09 of the Staffing By-laws,
NB Power is prepared to agree that for the period while these former employees
retain these rights under the Collective Agreement, they will ke eligible to
compete in internal competitions as if they were employees of the Corporation.

Should you have any further concerns relative to the above, please feel
free to contact either Karen Stafford or myself.

Yours truly,

~B b it

Paul H. Theriault

“Vice President

Human Resources & Administration

cc K. Stafford ;
S. Currie



&

Apr|I 17 2002 Energie NB Power C Thodacun b ecocl
RiE Al X 5 NP v Y Fredaricton, N8
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Mr. John E. Cole
Business Manager
L.B.E.W,, Local 37
138 Neill Street
Fredericton, NB
E3A 2Z6

Dear Mr. Cole:
RE:  Layoft Provisions - Previous Collective Agreements

Prior to the signing of the Collective Agreement for the new Customer Service
Operational bargaining unit, the agreements for the Operational Non-Supervisory and
Technical Non-Supervisory groups contained provisions dealing with the layoff of
employees with eight or more years of continuous service. Those provisionshave been
replaced with this letter of agreement. This letter of agreement will only apply to
employeeswho, on the date of signing of the Customer Service Operational collective
agreement are in classifications that were formerly part of the Operational Non-
Supervisory and Technical Non-Supervisory groups. It will apply to these employees only
as long as they remain in one of these Classifications (i.e., a Power Line Technician who
moves to a General Foreman position will lose their entitlement). A list of those
employees and classifications is attached to this letter of agreement. It will not apply to
an employee who becomes classified in one of these classifications after the date of signing
of the agreement or to any other employee or classification in the Customer Service

Operational bargaining unit.

The provisions of the former agreements that will apply to these employees are as
follows:

1. Operational Non-Supervisory group classifications: “Regular employees with
eight (8)years continuous service and who have been continuously employed
since, shall not be laid off solely due to reduction in forces.”

2, Technical Non-Supervisory group classifications: “Regular employeeswith
eight (8)years of continuous service shall not be laid off solely due to reduction

in forces.”

Please signify your agreement as indicated below.

Lr

b s
Q.—‘(.z = "’C:"' e

( Usan A- i “John E. Cole
Director, Labour Relations Business Manager, I.B.E.-W, Local 37
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April 17, 2002

Mr. John E. Cole
Business Manager
[.B.E.W., Local 37
138 Neill Street
Fredericton, NB
E3A 2Z6

Dear Mr, Cole:

RE:  Euture Changes to Workers Compensation L egislation

In the Technical and Operational Non-Supervisory group agreements, reference is
made in article 14,02 (d) to potential future changes to the Workers' Compensation Act.
It came to our attention during negotiations with the Customer Service Operational group
that this language had not been included in the Generation Conventional Operational

group agreement.

As this was an oversight, the Parties agreed to sign this letter of agreement to
acknowledge that if there are changes to the Workers' Compensation Act subsequent to
the signing of any of the new collective agreements, allowing additional top-up of benefits
above the level set out today and/or reinstating the first 3 days of benefits, without
penalty to the Employer, the collectiveagreements will be amended to reflect those

changes to the Act.

Please signify your agreement as indicated below.

san A. Currie (John E. Qole
Director, Labour Relations Business Manager, [.B.E.W, Local 37

cc : F. Quellette
K. Roherty
S. Desrosiers
J. Doucett
A Allen
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Mr. John E. Cole
Business Manager
I.B.E.W,, Local 37
138 Neill Street
Fredericton, NB
E3A 2Z6

Dear Mt. Cole:

RE: Powel Line Technician Aoorenticeship Program

The Parties have agreed that employees entering Apprentice Power Line Technician
positions beginning in 2002 shall do so in accordance with the following:

1. Upon hiring, and where operational requirements permit, each apprentice shall

be headquartered at the operating centre closest to their place of residence for
the balance of the apprenticeship period. During this period, the apprentice
shall be assigned to a Customer Service/Transmission “pool” and not to a
particular Region or Headquarters, Training and field exposure for the balance
of the apprenticeship period shall be co-ordinated by Customer Service
Operations and, where practical and timely, field exposures shall take place in
the Region where the employee is headquartered.

2. a) Upon certification as a qualified PLT, the employee is eligible to bid on any
vacancy, which may exist in Transmission or Customer Service. If successful,
the PLT shall be eligible for relocation.assistance under NB Power’s Relocation
Assistance Policy as it may exist at that time.

b) If after 4 years in the apprenticeship program, an employee has not achieved
certification solely because NB Power was unable to provide the necessary
training or work exposure, the employee will still be eligible to bid on any
vacancies referred to in paragraph 3 (a).

¢} Any employee who is unsuccessful on the above described bid, or who
chooses not to bid upon completion of their apprenticeship, shall be assigned
by NB Power to a Customer Service Region or Transmission location as
determined by NB Power. Insuch instance, the employee will be eligible for
relocation assistance as described above.

22
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d) For greater certainty, the fact that an employee has been headquartered ata
particular.location during the apprenticeship period does not give the
apprentice any advantage or priority with respect to a permanent assignment

following certification.

3. Where there is any conflict between this agreement and the terms of the
collective agreement between the parties, this agreement will prevail.

Please signify your agreementas indicated below.

Yours tpy;—

K.\M@

AXCurrie “~Joha-ESole

1rector., Labour Relations Business Manager, 1.B.E.W. Local 37




May 27, 2002

M. John E. Cole
Business Manager
L.B.E.W., Local 37
138 Neill Street
Fredericton, NB
E3A 2Z4

Dear M. Cole:
RE:  Apprentice Poner Line Technician8

As indicated in our April 17, 2002 letter of agreement, power line technician
apprentices are hired into a Customer Service/Transmission pool and will receive
exposure during their apprenticeshipin both business units. While the apprentices are
hired as employees in the Customer Service bargaining unit, they will spend a significant
part of their apprenticeshipworking in the Transmission bargaining unit. In accordance
with article 17 of the collective agreement, linetrade employees (upon certification) are
able to retain the senioritythey achievein both bargaining units.

The parties have agreed that the terms and conditions of work for apprentice
Power Line Techniciansshould be the terms and conditions of work that apply in the
bargaining unit in which they are working. As a result, upon ratification of the
Transmission Operational Group collective agreement, when apprentice Power Line
Technicians are assigned to the Transmission Bargaining Unit for their periods of work
exposure, they will be subject to the terms and conditions of work that apply for linetrade
employees in that bargaining unit.

Please signify your agreement as indicated below.

Yours truly,

G260,

T ur‘rie - ¢ Cole
Director, Labour'Relations Business Manager, I.B.E.W. Local 37
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Mr, Ross Galbraith
Assistant Business Manager
[.B.B.W, Local 37

138 Neill Street
Fredericton, N, B.

B3A 2Z¢

Dear Ross:
RE: Extension of Rehiring Richts for Emplovees on Mee ————tal | eave

Article 17 of the collectiveagreements provides preference for rebising
employeesfora 12-monthperiod followingtheir release from employment (with
certain conditions, as specifiedin the collective agreement). Part of that agreementis
that if an employeerefuses an offer of re-employment, they will have no further
entitlementto the benefits of this provision. Temporary employees who go on
maternity leave and parental {¢ave, and whose tezm of employment expires during that
leave, may be negatively affected by these provisions.

As you are aware, the implemsntation of extended parental leave has created
the potentialfor an 2mploye to take a year's leave of absence when combingd with
maternity leave. If an employes took advantage of their full maternity and parental
leave before being available to return to work, their 12-month period of preference for
rehiring would have expired. Therefore, thisletter of agreementwill amend the
langusge of article 17 of the collective agreements to extend the ehiting entitlementfor
temporary employees whose term of employment expires during their
maternity/parental leave. In these cases, the period of rehiring will begin, not on the
day that they would have been released from employment, but one yar after they
begin their maternity leave. If the employes wishes to be considered for rehiring prior
to the end of thelr maternity/parental leave, they can advise the Employment
department that they are available forwork and the one-year period of preference for
rehiring will begin when they pravide that notice.

If you have any guestions, please give me acall, Please signifyyour agreement -
" asindicated below.

Susan A, Currie Ross Galbraith
Director, Labour Relations Asst. Business Manager, Local 37

cc P, Theriault
H. R, Managers
B, Ouellette
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November 4, 2002

Mre. Ross Galbraith
Assistant Business Manager
1.B.E.W., Local 37

138 Neill Street
Fredericton, N. B,

E3A 2Z6

Dear Ross:
RE: Term Seasonal Bmnlovees ~ Rehiring as Casuals Bmployses

The collective agreements for both the Customer Service and
Transmission bargaining units provide for rehiring rights for term seasonal
employees. As set out in article 17.04 (v}, when a term seasonal employeesis
temporarily released at the end of their season, they are entitled to preference
for rehiring to the term seasonal position from which they were released.

In addition to that entitlement, the Employer would like to be able to
exercise their discretion to offercasual employment to term seasonal employees
between their periods of seasonal employment. If the employee is interested,
they will be brought back to work as a casual employee, without any provision
for benefits but at the hourly rate that is appropriate for their classification as a
temporary employee under the agreement. Notwithstanding article 17.04 (vi),
the employee may refuse an offer of casual employment without affecting their
entitlement for rehiring for their term seasonal position.

Please signify your agreement by signing as indicated below.

Qo8

usan A. Currie Ross Galbraith
Director, Labour Relations Assistant Business Manager

ec A. Allen
K. Roherty

Yours truly,
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November25, 2002

Mr. Wade Greenlaw
-Business Manager
IBEW, Local 37
138 Neill Street
Fredericton, NB
B3A 226

Dear Wade:

Further to discussions relative to the payment of time and expenses to attend Corporate
Health & Safety Comumittes meetings, NB Power and I.B.B.W., Local 37 agree that NB Power
will pay the salaries, excluding any overtime, and expenses for three designated employee
representativesor their alternates to attend regular Corporate Hzlh & Safety Meetings. Time s
to be coded at PDP - Code 70 with a notation thet they were attending this meeting. Expenses
are to be submitted on an expense claim, If an altemate for an employee representative is an
employee of I.B.E.W,, or if an alternate is replacing a union representative (rormally the
Business Manager, Assistant Business Manager, Business Agent), the Union will cover the time
and expenses.

Please signify your agraemsnt as indicated below.

Sincerely, ( _ /;/,_
Ly S —
C Mumy ./ WadeGreenlaw
Sr. Labour Relations Officer Business Manager, Local 37
co o J. Steen

,A.Allen

K. Roberty

J. Doucett

S, Desrosiers
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Mr.

Wade Greenlaw

Business Manager
I.B.E.W., Local 37
138 Neill Street
Fredericton, N.B.

E3A 276
Dear Wade:
RE:  Customer Service- Eoreman Trainers - Acting for Recurring Assignments

Customer Service has an on-going need for seasonal Foreman Trainers to oversee apprentice Power
Line Technician training. Typically, qualified line ¢rade employees are sought to assume the roles
of Foremen Trainers for a period of 6 - 8 months of each year, Inrecent years, it has been difficult
to attract individuals to this role and retain them for more than one year. Inthe past, in this
situation, individuals have received an additional 10% on their regular pay. However, pay rates
have differed from one trainer to the other, depending on the regular classification of the
individuals who assume thisrole.

Tn recognition of the recurringnature of these acting assignments and the desire to attract and
retain experienced and seasoned employess in a Foreman Trainer role on a seasonal basis, we have
agreed to the following!

When an employee has been relieving/acting in the position of Foreman Trainer for an
accumulated period of time of more then twelve (12) months they will no longer receive the
compensation set out in article 8.04 ofthe collective agreement, but will be placed on a stepin
the range of the General Foreman classification.

That step will be the next highest step to the acting rate they were receiving (i.e. their base plus
actingpay). However, anemployee will not be permitted to receive more than the top step of
the classification in which they are acting.

If the employee continuesto act in that position, they will proceed through the range of that
position upon the completion of each successive cumulative twelve (12) month interval spent in
the acting assignment.

When the acting assignment is completed, the employee’s rate of pay will be immediately
adjusted to their base rate in their normal classification.

Example: Year after year an employee assumes the role of Foreman Trainer for a period of six
months, The length of time spent acting in this position each season, 6 months, is accumulated.
After two seasons, the cumulative seasonal total will exceed twelve (12) months and the
employee will be placed on the appropriate step in the General Foreman range. Following each
subsequent cumulative twelve (12) month period, the employee will proceed to the next step in
the range until the top step of the General Foreman classification s reached.

Please signify your agreement by signing as indicated below.

Yours truly,

4

Cindy Murray Wade Greenlaw
Senior Labour Relations Officer Business Manager
= R, Ouellette R, Crawford V. Fowler

H., MacLean D. Agnew
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June 18, 2004

M. Wade Greenlaw
Business Manager
[.B.E.W,, Local 37
138 Neil! Street
Fredericton, N. B.
E3A 2Z6

Dear Wade:

RE:  Assigning Resources during Storms

We've had a number of discussions about findingways to improve our process of
assigning employees when we are trying to manage our resource requirements during storms (both
in and out of province). This issue came up at a meeting some months ago with the Union,
Labour Relations and Operations Servicesand more recently during a second level grievance
meeting in Chatham. While we may have advance warning that crews could be needed in another
region or out of province, we normally donot contact employees until we are certain that they are
required to go. Part of our reluctance to make arrangements earlier is that when we have talked
to employees about such assignments in the past and then their services were not required, we
have received claims for stand-by pay. ASaresult, the supervisors are not contacting employees
on the lists until they are sure that they are needed. This has resulted in some communication
issues and delays while people make arrangements; particularly employeeswho are on call and
have to find coverage if they want to take the assignment.

We would like to see if we can improve this process by asking our supervisors to talk to
employees on the list as soon as Operations Services lets them know that crews may be required.
This is being done with the Union’s agreement that, if it turns out the crews are not required,
there will be no stand-by pay for these situations, The supervisors will simply be asking the
employees on the list whether they want to be called (thatday, evening, on the weekend -
whatever the circumstances may be), if there is a requirement to go. They will be asked to provide
a contact number for the supervisor to reach them if the decision to go is made outside of the
normal hours of work. As they are not on stand-by, there will be no negative consequences for
the employee if the supervisor cannot reach them or they are not available - they will simply go to
the next employee on the list. However, in situations where we are not able to find a sufficient
number of volunteers, employees may be required to participate in restoration efforts in
accordance with the terms of the collective agreement.

Please signify your agreement by signing as indicated below.

Wade Greenlaw

Director, Labour Relations Business Manager
Distribution & Customer Service [.B.E.W., Local 37

cc  Regional Managers
E. Quellette
D. Agnew



January 10, 2005 Energie NB Power

Mr. B. Wade Greenlaw
Business Manager
I.B.E.W., Local 37

138 Neill Street
Fredericton, NB

B3A 276

Dear Wade:

-As per our discussion, we have agreed that when apprentice power line technicians
are coming from outside of Fredericton to attend the training school, the training school
will become their temporary headquarters each week that they are at the school. So,
,whilewe will continue to pay for their travel between theirnormal headquarters and their
temporary headquarters at the beginning and end of each week, we will not be required to
pay for time and/or mileage between their accommodations and the training school
during thetraining week.

~In addition, while their normal hours of work will continue to be 8 a.m. to 4:30
p.m., their lunch hour will be extended to 45 minutes (30minutes unpaid and 15 minutes
paid) to allow people more opportunity to get their lunch. For travel to and from
Fredericton atthe beginning and end of the week, management intends to allow fortravel
during the normal hours of work on Monday and Friday. On Monday, Tuesday,
Wednesday and Thursday, lunch would be from 12:00 until 12:45. Classeswill be

. scheduled to start on Monday at 10:00 am. and run until Friday at 1 p.m. when they will
break for lunch and travel home, If there are circumstanceswhen the schedule does not
provide sufficient time to travel on Monday and Friday within the normal hours of work,
employeeswill be compensated in accordance with the collective agreement.

Please signify your agreement by signing as indicated below.

Yours trul

= . . N
Susan A. Currie “"B.Wade Greenlaw
Director, Labour Relations Business Manager, I.B.E.W. Local 37
cc G, McCann

D. Agnew

H. MacLean

R, Ouellette

V. Fowler
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Energie NB Power
March30, 2005

Mr. Ross Galbraith

Assistant Business Manager
I.B.EW., Local 37

138 Naill Street

Fredericton, NB

E3A 2Z6

Dear Ross:

RE: On-Call Rosterfor Distribution Systems Operations

As you are aware, effective March 31, 2005, we will be implementing an on-calll
roster for the Distribution System Operators and the Co-ordinators. As per article 17.07
(g), employees who are required to be on an on-call roster must live within a radius of
twenty (20) kilometers of thelr headquarters. However, as this is a new requirementfor
the DSOs, we would like to agree (on a without prejudice basis) that current employees
will not be required to meet this residency requirement. However, their manager Is to
be notified if they move to a location that is further from their headquartersthan their

current location.

After this date, any future employees in these classificationswill be requiredto
meet the residency requirements as set out in the collective agreement.

Please signify your agreement by signing as indicated below.

Qi S

Yours truly,

) SusanA. Curtie

Director, Labour Relations Assistant Business Manager
|.B.EW. Local 37
cc T. O'Hara
D. Baxter
F. Quellette

C.P. 2000, 515, rue King, Frederioton NB £38 4X¢ Canada  P-O. Box 2000, 515 King Street,Fradericton N8 E38 4X1 Canada
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June 2, 2005

Mr. B. Wade Greenlaw
LB.E.W., Local 37

138 Neill Street
Fredericton, N.B.

E3A 276

Dear Wade:

RE:  Controlled SubStance & Alcohal Testing Policy

As discussed, since 1998, the Employer and the Union have had an agreement
dealing with the issue of testing for alcohol and controlled substances for employees who
are required to operate our vehicles in the United States. During the last round of
negotiations, we neglected to sign a renewal of that agreement. However, since that time
both parties have continued to act as if the agreement were in effect, and employeeswho
volunteered for the program have continued to be paid. As a result, this letter will confirm
the continuation of the agreement reached between NB Power and 1,B.E:W. Local 37 as it
pertains to the “Controlled Substance ¢ Alcohol Use and Testing Policy” and its
application to employees included in this program.

The parties recognize that this policy is required in order to provide customer
service to Campobello Island, as it is a requirement by the American government for our
employees who operate vehicles with heavy road equipment on their highways. The policy
and the names of the current volunteersare attached to this letter. For employees who
were assigned to the S¢. Stephen or St. George operating centres prior to the date this letter
was signed, participation will continue to be voluntary. Once employees have volunteered
for this program, they will be required to honour that commitment for the life of this
agreement. However, for new employees being assigned to St. Stephen or St, George,
participation in the program is a condition of their assignment to these operating centres. *

As compensation, the Employer has agreed to provide an initial lump sum payment
of $200 and thereafter the sium of $100 per year to each employee who volunteers to be
included in the application of this policy. It is understood that this offer is limited to
employees who are assignedto NB Power Distribution & Customer Service who may be
required to work on Campobello Island. In the event that our employees become subject
to provincial or federal regulations that would require them to be subjectto a similar
controlled substance and alcohol testing policy, the lump Sum payments of $200 and/or
$100 per year would no longer be applicable.

Please signify your agreement as indicated below.

Sn ArT Sade Greenlaw
Director, Labour Relations Business Manger, Local 37

C.P. 2000, 615, rue King, Frederlston NE £38 4X1 Caneada P.0. Box 2090. 515 King Strest, Fredericton NB E3B 4X1 Canada
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May 16, 2006

Mr. B. Wade Greenlaw
Business Manager
I.B.E.W., Local 37

138 Neill Street
Fredericton, NB

B3A 2Z6

Dear Wade:

RE: ents: Hours of Work and Meal Allowanc

In December 2004, the Right of Way Agents were one of the classificationsthat
moved from the Corporate Group to the Distribution & Customer Service Operational
Group. Atthe time, we agreed that by the nature of their work, their hours of work
would be established in accordance with article 9.02 ¢) of the collective agreement. As
- per that article, they were to work forty (40)hours per week, but the actual hours were
determined by the schedule they set up to meet with their clients. Since that time, a
couple of issues have arisen. First, given the nature of their work, their workload and
client contact varies from week to week. As a result, we have agreed that their hours of
work will continue to fall under article 9.02 ¢), but their “normal” hours of work will be
eighty (80) hours in a pay period. In addition, we recognize that there may be occasions
where scheduling their work may result in the employee working (includingtravel time)-
more than 80 hours in a pay period. We have agreed that this time will not be considered
“overtime” for the purposes of compensationunder articles 10 or 11 of the collective
agreement, or “time spent in travel” under article 12. Instead, employees will bank this
time to schedule as time off at a later date.

Unlike the traditional overtime bank in the collective agreement which has a yearly
cap of hours that can be banked, this will be a “rolling bank” into which employees can
continue to record time as long as there are no more than 80 hours in the bank at any
point in time. The hours in this bank may be carried over from one calendar year to the
next. If an employee works more than EO hours in a pay period, they will be able to bank
those hours on an hour for hour basis. These hours will be recorded on their time sheet
as Code 42 EDE (O/T No Remuneration/Extended Day). When the employee requests
time off, they will require their supervisor’sapproval and the time off will recorded as
Code 70 PDP (Paid Leave/Paid with Permission). As this is a rolling bank that can be
carried over from year to year, the tinein the bank is not paid out at the end of any year.
However, if the employee moves to another classification, the time remaining in the bank
will be scheduled as time off before the employee moves to the new classification. [f that
is not possible, the time will either be paid out or, if the employee is moving to another
bargaining unit position, transferred to the employee’s overtime bank as established in
article 10 of the collective agreement (onan hour for hour basis). If the employee leaves
their employment with INB Power Distribution & Customer Service, any time in the bank
will be scheduled as time off and if that is not possible, paid out to the employee.

C.P. 2000, 515, rue King, Fredericton NB E3B 4X4 Cenada  P.O- Box 2000, 518 King Street, Fredericton NB E38 4X1 Canada
www.enarglenb.com 1o} 508 458 4444  {ax BOB 45B 4000  www.nbpower.com



The other issue we discussed deals were the circumstances under which the
employer will provide a meal allowance for these employees. Under the current collective
agreement, employees receive meal allowances as a result of travel outside of their normal
hours of work or when they work a certain amount of unscheduled or call out overtime.
The extra hours these employees are working (including travel time) will not be eligible
for overtime or travel time meal allowances. However, as approved by their manager on
a case by case basis, employeeswill be permitted to submit an expense claim for meals
when they are having a business meal with a client. As well, when these employees are
required to be away from home overnight as a result of travel on behalf of their employer,
they will be compensated for meals in accordance with articles 12.01(e) (ii) and 12.03,

In addition, given that responding to client demands often results in last minute,
unscheduled extensions to the employee’s day, we have agreed that in the following
circumstances, an employee in this classificationwill be entitled to one meal allowance, at
the rate (currently $14.50) set out in article 11 of the collective agreement:

o An employee’sday is unexpectedly extended to accommodate a client’s request
for a meeting;

e The employee was not aware of the change in schedule prior to the start of
their work day; and

e The extensionto the work day results in the employeereturning home after
7:00 p.m.

The provisions in this letter regarding meals will be effective January 1, 2008, All
other terms will be effective the date o signing. This agreement remains in effect until the
expiration of the collective agreement unless either party to this agreement cancels the
agreement with thirty (30)days written notice. Please signify your agreement as indicated
below.

Yours truly,
T
e -
san A-Clrrie B. Wade Greenlaw
Director, Labour Relations Business Manager, I.B.E.W. Local 37
cc T, OHara

Regional Mangers
Managers of Engineering
S. Desrosiers

V. Fowler



August 22, 2006

Ross Galbraith
Business Manager
I.B.EW., Local 37
138 Neil St.
Fredericton, N. B.
E3A 276

Dear Ross:

Re: B ent loyes:

As discussed, article 8.02 [b) of the collective agreement indicates that
employees who are assigned to a lower rated classification as a result of re-evaluation
of their classification, reorganizationor return to work from LTD or WCB, will have a
period of adjustmentto their salary rather than dropping immediately to the rate of the
new classification. However, there i nothing to cover the situation of an employee
with a chronic medical condition who is no longer able to do their job and requires a
permanent accommodation in a different classification, unless they have more than 25
years of service (article8.02 (c)). We have recently had a couple of situationswhere the
employee was assessed as requiring permanent accommodation and we were able to
accommodate them prior to going on LTD, but under the current collective agreement
their salaries would immediately be reduced to the top of the wage range of the lower
paid classification.

Therefore, we have agreed that where an employee can no longer fulfill the
functions of their current classificationas a result of a bona fide medical condition that
requires permanent accommodation and they are re-assigned to a lower rated
classification, we will treat their compensation in accordance with article 8.02 (b) of
the collective agreement.

Please signify your agreementhy signing as indicated below.

Yours )

Qend B e
Susan A. Currie Ross Galbraith
Director, Labour Relations Business Manager

NB Power Distribution & Customer Service LB.E.W¥W., Local 37

cer S. Destosiers
C. Volpe
V. Fowler

C.P. 2000, 615, rus King, Fredoricton NB E38 4X4 Cenada P O. Box 2000, 515 King Street, Fredericton N8 E3B 4X1 Canada
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December 14, 2006

Mr..Ross Galbraith
Business Manager
I.B.E.W., Local 37
138 Neill Street
Fredericton, NB
E3A 2Z6

Dear Ross:

RE:  Emergency Restoration of Power/Neighbouring Utilities

The collective agreement contains a number of provisions outlining the terms &
conditions of work for employeesin the linetrade who are assigned to work outside of the
province to assist neighbouring utilities restore power. The parties met recently to clarify
some issues and as a result, have agreed to the following:

Corporate Celf Phones:

o Cell phones may be provided for work-related communication. However,
given the long hours worked, the difficult conditions under which employees
are working and the recognition that employees need to have a convenient
method to contact their families; in addition to the per diem allowance
identified below, employees may initiate or receive personal phone calls on the
corporate cell phone for up to fifteen (15)minutes per day while they are
working or travelling out of province. The employee will reimburse the
Corporation for any additional charges to the Corporation for personal calls.

Meals & Other Incidental Expenses:

o The parties have agreed to the following as full compensation for meals and
incidental expenses while travelling and working outside of the province for
emergency restoration of power for other utilities:

1. employees will be entitled to a $50 per diem allowance for each day that
they are working or traveling outside of the province. The employee will
receive $20 in local currency each day that they are out of the province and
the remaining $30 per day (in Canadian currency)will be submitted as an
expense claim when they return to their operating centre;

2. the parties discussed the fact that the Corporation may have little control
over the provision of meals and accommodation when employees are
working out of province. However, the Corporation agrees to make every
effort to ensure that employees are provided with a hot, sit-down meal
before the workday begins and at the end of the workday. Food will also

€., 2000, 515, rua King, Fredericton NB E38 4%1 Canada P.0. Box 2000, 618 King Street, Fredericton NB £33 4X1 Canada
................. m  +nl RAR ARQ 4444 fav ANA 4RR AONN  wwaw nhnnwar.com



be provided during the workday for lunch and breaks. Employees should
understand that given the working conditions, food provided during the
workday for lunch or breaks may consist of sandwiches, fruit, soft drinks

and snack items;
3, no other payments for meals and/or incidental expenseswill be made.

Where there is a difference or conflict between the provisions in the collective
agreement and/or a corporate policy and this agreement, the terms of this agreement will

prevail.

Please signify your agreement by signing as indicated below.

Yours truly, _
« R SLELHE
" “NVvD q
Susan A. Currie Ross Galbraith N
Director, Labour Relations Business Manager

NB Power Distribution & Customer Service  [.B.E.W., Local 37

cc Regional Managers
Managers of Operations
H. MacLean
S. Furrow
S. Desrosiers
A. Allen
C. Murray



May 3, 2007 Energie NB Powsr
Mr. Ross Galbraith

Business Manager

L.B.B.W,, Local 37

138 Neill Street

Fredericton, NB

E3A 2Z6

Dear Ross:
RE: Grand Manan and Deer Island

As a result of the unique circumstanceson Deer Island and Grand Manan, the
parties have agreed to the following to compensate the CSR on Deer Island and to
provide replacement coverage for the Islands. The CSR on Deer Island is responsible at
all times to respond to situations on the Island and will be required to be “on call” year
round. As a result, he will be required to maintain his residence on Deer Island and
receive 10 hours pay at his normal hourly rate each week forbeing “on call”. Avrticle
10.08 ¢) of the collective agreement will not apply. As well, in addition to his vacation,
we have agreed to provide a replacement for him fora maximum of 10 weekends per

year.

In order to arrange for coverage on Deer Island and Grand Manan, we agree that

replacements for employees assigned to the Islands will be compensated as follows:

+ employees required to stay overnight on either Island will be paid eight (8)
hours at the prevailing overtime rate for Saturday, Sunday or a Statutory
Holiday. This payment will cover any work done between 8:00 AM and 4:30
PM on these days, and no other payment will be made;

o employees will receive their normal hourly rate for coverage during their
normal hours of work (i.e., Monday to Friday);

» on-call will be paid as per article 10 of the collectiveagreement and any call
outs (other than those between 8:00 AM and 4:30 PM on Saturday, Sunday or
a Statutory Holiday) will be paid as per the collectiveagreement;

o accommodation and meals will be paid as per corporate policy.

Please signifyyour agreement as indicated below.

P Q.. LL. %ﬁ

: . Currie Ross Galbraith
Director, Labour Relations Business Manager, 1.B.E.W. Local 37

cc Arnold Irving

P.,0. Box 2000, 515 King Street, Fradericton NB E3B 4X1 canada

C.P. 2000, 515, rue King, Frederlcton NE E38 4X4 Canada



May 22, 2007 , )
Energie NB Power
Mr. Ross Galbraith

Business Manager

1.B.E.-W., Local 37

138 Neill Street

Fredericton, NB

E3A 276

Dear Ross:

RE:  Working Conditions/Out of Province Storm Restoration

During the recent storm restoration efforts in Maine, some of our employeeshad
concerns about accommodations and the arrangements that had been made for payment

of expenses. As aresult, we indicated that we would address those concerns; in

particular, making sure that employeesare aware of the working conditions that are likely

to exist when they volunteer to participate in these activities.

The following outlines the conditions that an employee should expect when

working in out of province restoration situations. As always, there may be unusual
circumstances that we have not anticipated, but in general, the followingshould be

expected in the majority of situations:

1. Paying for Expenses: employeesshould not expect to pay for their

accommodations, meals and fuel for the vehicles. NB Power's coordinator and
the supervisors traveling with the crews will be provided with credit cards so
that they can pay for these expenses. As per our earlier letter of agreement,
employees will also receive aper diem in local currencyto offset other personal
expenses and will be provided with a 15 minute phone call per day using a
corporate cell phone;
. Compliance with NB Power Standards: while working in other jurisdictions,
employees will comply with NB Power's Safety Standards, includingthe
standard settingout our safehours of work;
. Supervisory Responsibilities: NB Power's operations coordinator will be the
point of interaction with the utility to which we are providing assistance and
will be responsible for dealing with issues involving the other utility and with
providing the travel plan to and from the other jurisdiction. Travel plans
(particularly where they involve border crossings) will not be deviated from
without the coordinator's approval. The day to day oversight and direction of
the work will be provided hy the supervisors traveling with the crews and they
will deal with the same issues that they would be responsible for under normal
operating conditions (hoursof work, payment of expenses, collective agreement
issues, performance issues, enforcementof health & safety rules and
compliance with standards, etc.);

Lim am s Aenoae



4. Accommodations: as has been the normal practice in Nova Scotia, P.E. 1.,
Quebec and Maine during other restoration efforts, accommodations are
provided by the utility that requires our assistance. When accommodation is
provided in hotels or motels, employees should expect that they may be
required to double up and have two employees per room, depending on our
mutual assistance agreement with that utility. In addition, there is no
guarantee that an employee’s preference for a non-smoking or smoking room
can be provided. However, while we will try to pair up smokers and non-
smolers, if that is not possible and a non-smoking employee is sharing a room
with a smoker, the employee who smokeswill not be permitted to smoke in the
room, even if the hotel has designated it as a smoking room.

While this in not an all inclusive list, | believe it covers the major areas of concern
that have been identified. Employees in the line trade will be provided with copies of this
letter so that they can make an informed decision about whether they would like to
volunteer to be on the out of province storm list. While NB Power retains the right to
assign employees to provide emergency power restoration to other utilities, as per article
10.09 of the collective agreement volunteers will continue to be sought prior to selecting
employees for such efforts.

One of the issues that you raised on behalf of your members was their concern that
the out of province provisions for accommodations would become a practice in-province
aswell. However, as we discussed, we intend to continue to provide employees who
travel with individual rooms under normal operating conditions. The only deviation from
this mighe occur in an emergency situation where single accommodation was not

available.

If you have any further questions or concerns, please give me a call.

cc PLTs, CSRs, Lead PLTs & Foremen
Regional Managers
Managers of Operation
Operations Supervisors
Harry MacLean
Suzanne Desrosiers



Energie NB Power

May 25, 2007

Mr. Ross Galbraith
Business Manager
[.B.E.W.,, Local 37
1.38 Neill Street
Fredericton, NB
E3A 276

Dear Ross:

RE: passports — St, Steplien Onerating Centre

Given the unique location of Campobello Island, employees in the St. Stephen
Operating Centre are required to travel through the United States to provide serviceto
our customers on the island, We understand that by the end of the year, the American
government will require individuals who are crossing the border to have a valid passport
to enter the United States, As a result, the Employer will reimburse the cost of obtaining
and renewing passports for employeeswho are required to have a passport to provide
service to Campobello as part of their normal work.

Please signify your agreement as indicated below.

CREY WA

: Ross Galbraith
Director, Labour Relations Business Manager, IB.E.W. Local 37

Yours trnlyz—

cc Arnold Irving

C.P. 2000, 515, rue King, Fradericton NE E38B 4XL Canaga  P.O. Box 2000, 615 King Street, Frederlcton NE E38 4X1 Canada
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Energie NB Power

November 1, 2007

Mr. Ross Galbraith
Business Manager
I.B.E.-W., Local 37
138 Neill Street
Fredericton, N. B.
E3A 276

Dear Ross:

Re:  Reinstatement of Short Term Sick Leave Benefits

To be aligned with the Employment Insurance Premium Reduction Program in -
which the NB Power Group participates and for consistency across the companies, the
members of the Joint Well-being Advisory Committee and Joint Benefits Advisory
Committee have been reviewing the process for reinstating short term sick leave for
employeeswho have exhausted their entitlement to these benefits (currently 15 weeks).

We will continue our present method of calculating the entitlement for
reinstatement. An employeewho has been coded as productive for 30 consecutive
calendar days will receive full reinstatement of short term sick leave. This will
automatically be calculated by time entry. The chart for time codes and reason codes are
attached as Appendix “A” to this letter of agreement

Please signify your agreement by signing as indicated below.

Ross Galbraith

Chief Corporate Negotiator Business Manager
NB Power Group of Companies LB.E.W., Local 37

cc Joint Benefits Committee Members
CHROs

C.P. 2000, 515, rue King, Fradericton NB 38 41 Canada  P.O. Bov 2000, 516 KIng Street, Fredericton N8 E384X1 Canada
www.energlenb.com  tol 506 458 4444 fax 506 468 4000  www.nbpowar.com



Appendix "A"
Time Codes

The following time codes are considered productive or non-productive:

01 Regular Time v
50 Vacation v
51 Stat Holiday* v
v

v

61 Banked Time Off
70 Paid Leave

52 Sick v
53 [Sick 2/3 v
63 Sick WCB ;

88 | Unpaid Absence*”
NOTE: This chart does not include all time codes

""Statutory holiday (code 51)will not count as sick leave for the purposes of
calculating the employee's use of short term sick leave.

*+ Exception: Reason SDQO (ScheduledDay Off)will be considered productive.
See Reason chart on the following page.

»#*]enjency Day: Time Code 52 for a maximum of one occurrence will be paid at
100% during the 30 consecutive days following expiration of sick credits. It will
be deducted from the full entitlement at reinstatement. Example: If full
entitlement is 75 days, it will be reduced by one day (74 days) at reinstatement.

*»+*"Part-Time and Term Seasonal employees: Short Term Sick Leave managed
manually. An employee who has been coded as productive for 30 consecutive
calendar days will receive reinstatement of prorated short term sick leave.



Reason Codes

Time Code 70 and 88

Accident at
Bereavement
Emergency
Paid Family
Floater Day
Flex Time
Heal

Heal

Jury Duty
Medical
Paternity
Paid With
Rest Pay
Schedule
SEC Non Unlon
SUM Summer
TRN . | Training

UNI Unlon Leave
VOL Voluntary |
88 NFPR Unpaid No v
PER Unpaid With v
SDO Schedule Day
SuUs Suspended
UFL Unpaid Family
WCB Unpaid WCB

by

AN RS AN ANANANANENENENENANANRNRNANENEY:

<
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L 2, 2008 Energie NB Power

Mr, Ross Galbraith
Business Manager
I.B.E.W., Local 37
138 Neil] Street
Fredericton, NB
B3A 276

Dear Ross:

RE  Pamily Leaveand “Floater” Day
NB Power Trangmissionand Distribution & Customer Service
In our previous collective agreements for these Mo bargaining units, we had paid
family leave for ASRs, and in the extension agreementswe had a “floater” day for all
employees. During ‘negotiationsfor eur new collective agreements, the parties have
discussed the elimination of the “floater” day and an entitlementto paid family leave for
all employees.

If these provisions are agreed to, they Will provide a minimum of sixteen (16)
hours of family leave for all employeesand two {2) shifts, or twenty-four (24) houss, for
some shift employes, We are anticipatingthat we will have a tentative agreement in the
near future which, once ratified and implemznted, will provide these new entitlements for
2008, However, the old collective agreements remain in effect until that date and some
employees are asking whether they canuse the “floater”day in 2008. [ris not our
intention to have employees receive the benefit of both the “floater” day and the new

family leave provisions in 2008,

As a result, we have agreed that once we have new collective agreements in place
fox the two bargaining units, any employeewho has taken all or part of their “floater”
day will have those hours deducted fromtheir entitlement to paid family leave for 2008,

Please signify your agreement as indicated below.

Do 0L

Ross Galbraith
Business Manager
LB.E.W. Local 37

Yours trul

A Currie
Chief Corporate Negotiator
NB Power Group of Companies

cc G Murray
V. Fowler
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January 10, 2008 énergie NB Power

Mr. Ross Galbraith
Business Manager
LB.E.W.,, Local 37
138 Neill Street
Fredericton, N. B,
E3A 275

Dear Ross:
RE:  Team Based Resourcing

As you are aware, on October 1, 2007, as part of its HR Strategy, the INB Power
Group of Companiesimplemented Team Based Resourcing (TBR) as its process to fill
positions within the organizations making up the Group. While the Union participated in
the committee overseeing the development and implementation of the process, there
continue to be some concerns related to the impact that this will have on the Union’s

membets.

It is the Employer’s view (whichthe Union reserves the right to dispute at a future
date), that TBR is not an internal bid process under article 17 of the collective agreement;
essentiallyit is an appointment process that fallswithin the Corporation’s discretion
(referencedin article 17.07 a) and corporate policy). And while there is an internal
inquiry procedure (similarto the former appeal process for job bids) that is part of the
TBR process, it is the Employer’s position that, apart from the commitments set out in
this letter, there is no access to the grievance procedure and the TBR process would be

outside of an adjudicator’s jurisdiction,

However, given that our Partnership with Labour is also part of the HR. Strategy,
we have made a number of commitmentsto the Union and its members about the
application of TBR to positions in the bargaining units. As a result, we have committed
that in two years, we will do a formal joint review of the TBR process, including our
experience and any concerns with the Pathfinderassessments.  To deal with emerging
issues, we have set up a joint TBR. process review committee with representatives from
each of the operating companies to deal with issues as the process is implemented. We
have also agreed that if the committee cannot resolve an issue, it will be brought to the
Inter-company labour/management committee for discussion.

You also indicated that some employeesare still not comfortable with the outcome
of their Pathfinder analysis. As a result, we suggested that if an employee is still
uncomfortable after they have had their “one on one” sessions, they will meet and discuss
their concerns with the Chief Human Resources Officer for their company. And, if
necessary, an additional sessionwill be provided to review their results and concerns. As
the process is implemented, employees will have more opportunity to become familiar
with it. We have also committed that when a position is being filled and a team that we



want to balance (or enhance) s identified,employees who are members of that team (or
representatives if the team is a large group) will be allowed to participate and provide
input,

In addition, you asked for some specific commitments that are related to your
members’ current rights as part of the internal bid process in the collective agreement.
Those commitments are set out below and as part of this letter of agreementwill be
subject to the grievance process and adjudication. Specifically, the Parties agree that:

1. the Corporation will provide forty-eighthours “notification of intent to
search” to employees when filling a job;

2, if more than one appropriatecandidate is identified during the search process,
subject to any obligationto fill an equity/diversity opportunity, seniority under
the relevant collective agreement will govern. And if seniorityis identical,
service will be the deciding factor.

Please signify your agreement by signing as indicated below.

QR

~

Susan A. Currie Ross Galbraith
Chief Corporate Negotiator Business Manager
NB Power Group of Companies I.B.E.W., Local 37

Ha



Energie NB Power
January 10, 2008

Mr. Ross Galbraith
Business Manager
1.B.E.W., Local 37
138 Neill Street
Fredericton, N. B.
E3A 2Z6

Dear Ross:

RE:  Team Based Resoureing -- Potential Grievances

As you are aware, on October 1, 2007, as part of its HR Strategy,,the NB Power
Group of Companies implemented Team Based Resourcing {TBR) as its process to fill
positions within the organizations making up the Group. While the Union participated in
the committee overseeingthe development and implementation of the process, there
continue to be some concerns related to the impact that this will have on the Union's

members.

We have had a number of discussionsabout the TBR process and about how we
will handle any concernsabout the process that may be raised by the Union and/or its
members. In particular, you asked for a written comimitment that, if an individual or the
Uniion decides to file a grievance and the Uniion seeks a waiver of the time limits (fora
period of up to six months) to proceed with the grievance, that the Employer will grant
that waiver. This would give the Union the opportunity to see how the implementation
process goes without adversely affecting the right to fie timely grievances if there are
concerns. During our discussion, | confirmedthat we would agree to the Union's request.
While we make no commitment as to our position about whether the grievance would be
" viable or within an adjudicator's jurisdiction, we will commit that if the Union asks us to
waive the time limits that we will agreeto that request. If you have any further concerns
or questions, please give me a call.

Chief Corporate Negotiator
NB Power Group of Companies

cc P, Theriault
CHROs

C.P. 2000, 315, rue King, Fradericton NB E36 4X4 Canada PO, Box 2000, 515 King Street, Frederloton NB E3B 4X1 Canacla



Energie NB Power

February 28, 2008

Ross Galbraith
Business Manager
LB.E.W., Local 37
138 Neill St.
Fredericton, N. B.
E3A2Z6

Dear Ross:

Re:  Distribution System Operator Apprenticeship Program

A couple of years ago, we reviewed our apprenticeship programs and salary
ranges. At the time, as the apprenticeship program for the Distribution System
Operator (DSO) takes three years to complete, we established a salary range for the
Apprentice DSO with three steps and a range with two steps for the certified DSQ,

However, we did not provide for those employees who require a period of
orientation prior to being indentured in the apprenticeship program. For those
employees, there is a six month orientation program that takes place prior to their
indenture. As a result, we have agreed that during that period, employees in the
orientation program will be paid at a rate which is 80% of step “A” of the Apprentice
DSO rate. Upon completion of the orientation program and indenture into the
apprenticeshipprogram they will be paid at step “A” of the Apprentice DSO rate,

Please signifyyour agreement by signing as indicated below.

Q.. E8

Ross Galbraith
Chief Corporate Negotiator Business Manager
NB Power Group of Companies I.B.E.W., Local 37
cc V. Fowler
D, Baxter

C.P. 2000, 518, rue King, Fradericton N8 E3B 4X1 Cenada  P.0. Bax 2000, 515 King Street, Fredericton NB E3B 4X4 Canada
www.energlenb.com  tel 506 458 4444  fax 506 458 4000  www.nbpower.com



Energie NB Power

February 28, 2008

Ross Galbraith
Business Manager
L.B.E.W., Local 37
138 Neill St.
Fredericton, N. B,
E3A2Z6

Dear Ross:

Re:  Banked Overtime ~ Transition to a Fiscal Year

In our new collective agreement, we have changed the administration of our
overtime bank (article 10.07) from a calendar to a fiscal year. As a result, if an
employee has not used their banked time credits by the end of the fiscal year (March
31%), the creditsare either paid out or transferred to an RSP.

Given that we will be signing this new agreement before March 31, 2008, we
have decided to treat 2008/2009 as a transition year. As a result, the contribution year
for article 10.07 on this one occasion will be from January 1, 2008 to March 31, 2009.
The contribution limits set out in article 10.07 will remain the same and there will be
no payout or transfer to an RSP at the end of March 2008.

Please signify your agreement by signing as indicated below.

‘ @ma%,zzz?@

Yours traly,

“Susan A, Currie Ross Galbraith
Chief Corporate Negotiator Business Manager
NB Power Group of Companies LB.EW., Local 37
ce V., Fowler

V. Thutrott

C.P. 2000, 516, rue King, Fredericton N8 E364X1 Canada  P.O. Box 2000, 615 King Street, Fredericton NB E36 4X1 Canada
www.energienb.com  tol 506 4568 4444 fax 506 458 4000  www.nbpower.com



P 2, 200 Energie NB Power

Mr. Ross Galbraith
Business Manager
I.B.E.W., Local 37
138 Neill Street
Fredericton, NB
E3A 2Z6

Dear Ross:

RE Customer Interaction Centre —Article 8.02 a) vii}

During our recent negotiations, we agreed to remove the following section from
article 8.02 a) of the previous collective agreement:

vii) Salary fixi as a result of the changes in scheduling for the Customer Contact Centre, the
removal of the paid lunch and adjustment of the shift differential, ASRs who are working the
full shift schedule on the date of ratification of this agreement will receive a salary fix of $0.35
per hour. As well, they will be entitled to eight (8} hours of paid family leave per year in
addition to the family leave established in article 13 of this agreement. This salary fix and the
additional family leave will apply to these individuals only, not to the rate for the ASR
classification, 1t will not apply to any future employees who go on the shift schedule after the
date of ratification of the agreement. When one of these employees is no longer working this
shift schedule {except for temporary assignments to other work or alternative hours that do not
include shift work), they will no longer be entitled to the salary fix or to the additional family
leave. During temporary assignments as described above, the salary fix will be suspended and
the additional family leave will be pro-rated until the employee returns to the shift schedule.

However, we also agreed that employees who were receiving the benefit of this
article of the collective agreement on the date of signing the collective agreement would
continue to receive those benefits until they were either provided with a permanent day
shift assignment on the shift schedule or they refused an opportunity to be assigned to a
permanent day shift assignment. A list of the names of the employees who are affected by
this letter of agreement is attached.

Please signify your agreement as indicated below.

Yours truly,
S R F R 22—
Susan A. Currie Ross Galbraith
Chief Corporate Negotiator Business Manager
NB Power Group of Companies I.B.E.W., Local 37

C.P. 2000, 545, rue King, Fradericton NB E384X1 Canada  P.0. Box 2000, B15 King Street, Fredericton NE E304X1 Cenada
www.energienb.com  tel 506 458 4444  fax 506 458 4000  www,nbpower.com




February 28, 2008 Energie NB Power
Mt. Ross Galbraith

Business Manager

L.B.E.-W., Local 37

138 Neill Street

Fredericton, NB

E3A2Z6

Dear Ross:
RE: i = Definiti ¢ ification” 8

The Collective Agreement uses an employee’s “classification” for the purposes of
identifying employees far layoff and bumping. During negotiations, the Parties agreed
that “Administrative Support Representative” (ASR) is a classification for the purposes of
establishing a level of compensation. However, as there are numerous categories of work
responsibility classified as an “ASR”, the classification is an inappropriate method of
defining layoff, bumping and rehiring rights as a result of the differences in qualifications
and ability required to perform those responsibilities.

The following groups of work were identified as providing sufficient similafity in
responsibilities that ASRs in each classification (ASR I, ASR II, ASR IV, ASR V; ASR
IVl or ASR III/IV) are assumed to be qualified to bump or be rehired in their
classification within each work group:

1. ASRs in the Customer Interaction Centre
2. ASRs in Field Operations in the Regions
3. ASRs in Finance

4.  ASRs in Human Resources

All other ASR positions will be considered as separate classifications for the
purposes of article 17 of the agreement and employees will have to demonstrate that they
possess the necessary qualifications and ability before being entitled to bump into or be
rehired for these positions. If employees have worked in other ASR positions besides their
current position, they will be entitled to bump into former positions in the ASR
classification in accordance with the terms of article 17 of the agreement.

Please signify your agreement as indicated below.

%_M
Chief Corporate Negotiator Business Manager
NB Power Group of Companies L.B.E.W.,, Local 37

C.P, 2000, 515, rue King, Fredericton NE E3B 4X1 Canada  P.O. Box 2000, 515 King Street, Fradericton NE E38 4X1 Canada
www.gnergienb.com  tel 508 468 4444 fax 506 458 4000  www.nbpower.com




Febl 28, 2008 Z .
eortery Energie NB Power

Mr. Ross Galbraith
Business Manager
I.B.E.W,, Local 37
138 Neill Street
Fredericton, NB
E3A 276

Dear Ross:

RE: Drovision of Clothing for Meter Readers

As per article 18.03 d) of the Collective Agreement, all meter readers will be provided with clothing
for work as follows:

Initial Issue - | Yearl Year 2 Year 3 Year 4 Year §
Shirts
T- Shirts 10 5 5 5 5 5
Golf Shirts :
Turtleneck
Sweat Shirt
Pants 4 2 2 2 2 2
Shorts 2 1 1 1 R 1 1
Fleece Vest 1 . 1 1
Rain suit 1 1 1
Winter Jacket 1 1
Hats 3 2 2 2 2 2

Employees will receive their “initial issue” upon assignment to a meter reader classification and
then proceed through “year 1", “year 2", etc. in subsequent years. Upon date of signing of the collective
agreement, if employees received their “initial issue” under the previous collective agreement, they will
receive the entitlement for “year 1" in 2008. [f the current collective agreement is extended beyond the
period of five years, employees who receive their “year 5" entitlement in 2012 will begin over with “year 1"

R tRLETF

Ross Galbraith
Business Manager
NB Power Group of Companies [.B.E.W,, Local 37

Please signify your agreement as indicated below.

cc Business Managers

C.P. 2000, 518, rue King. Fredaricton NB E3B 4X1 Cansds P.0. Box 2000, 515 King Street, Fredericton NE E38 4X1 Canada
www . enargienk.com tel 506 458 4444 fax 508 468 4000  www.nbpower.com




February 28, 2008 Energie NB Power

Susan A. Currie

Director, Labour Relations

NB Power Distribution & Customer Service
515 King Street

Fredericton, New Brunswick

B3B 4X1

Dear Susan;

Re:  CUSTOMER INTERACTION CENTRE

NB Power Distribution and Customer Service and Local 37 of the International

Brotherhood of Electrical Workers recognize the need to balance the legitimate business,
needs for the highest quality of customer service with employee concerns for workplace
privacy.

The parties agree to the following Performance Monitoting/Recording Guidelines:

1.

Employees will receive written advance notice that customer contacts will be
subject to performance monitoring/recording.

Employees will be advised that the intent of performance monitoring/recording is
to ensure and maintain quality customer service and to assess employee
development needs.

Specific performance monitoring/recording guidelines will be established and
employees will be informed of such guidelines.

Performance related information obtained as a result of performance
monitoring/recording Will be used for coaching, mentoring and training purposes,
and will be kept strictly confidential, except as provided in sections 7 and 8 below.

Performance monitoring/recording results will be averaged to ensure that an
employee is not adversely affected by the evaluation of a single contact, except as
stated in section 7, below.

The overall results of performance monitoring/recording will be shared with the
employee for developmental purposes with emphasis on recognizing employee
strengths and encouraging employees to challenge themselves to improve
performance where needed. Overall performance observations and feedback will
be frequently (e.g., weekly) and consistently communicated to employees.

While the primary intent of performance monitoring/recording is to ensure and
maintain quality customer service to assess employee development needs, there
may be situations which require immediate corrective/disciplinary action.
Examples of such situations include, but are not limited to:

C.P. 2000, 518, rua King, Fraderictan NE E3B 4x 1 Canada  P.O Box 2000, 515 King Streot, Fredoricton NB E3B 4X1 Canada

www.energlonb.com  tel 506 458 4444 fax 506 458 4000  www.nbpower.com




a) Revealing any customer, company or ernploycc information to an unauthorized
person, as such action constitutes a breach of confidentiality and a violation of

the Code of Ethics and POPIA.

b) Falsification of records or inappropriate handling of personal or customer
accounts.

¢} Inappropriate personal conversations or interactions with customers that are
disrespectful, belligerent, profane or clearly violate other established standards
for such contacts.

8. Information obtaincd through monitoring/recording can also be used to support
disciplinary action for other performance issues, where standards and expectations
have been communicated to employees and coaching has not resulted in the
employee modifying their behaviour or meeting expectations. Employees will then
be given notice that their calls will be monitored/recorded and may be used to
support disciplinary action.

The union retains all contractual rights to challenge any disciplinary action taken
by management as a result of monitoving/recording.

Please signify your agreement by signing as indicated below.

Sttt XL

Ross Galbraith Susan A. Cutrie
Business Manager Chief Corporate Negotiator
I.B.E.W., Local 37 NB Power Group of Companies



February 28, 2008

Energie NB Bower

Mr. Ross Galbraith
Business Manager
LB.E.-W.,, Local 37
138 Neill Street
Fredericton, N.B.
E3A 2Z6

Dear Ross:

RE:

During the current round of collective bargaining, we discussed the
situation of those employees who in December of 2004 changed employers from
NB Power Holding Corporation to NB Power Distribution & Customer Service
Corporation. At that time, a number of non-union employees whose
classifications were in the Corporate & Business Unit Services group were moved
into the Distribution & Customer Service Operational group and became members
of the bargaining unit (see attached letter of December 7, 2004 listing the
employees affected, their classifications and their terms and conditions of work ).
As a result, we provided that transitional letter to allow them to remain in their
pay bands (with general increases as per the collective agreement) and retain their
hours of work, until we had an opportunity to address the issue during
negotiations.

After considering this matter we have agreed that those employees
remaining in this group will continue to receive the benefits of the letter of
agreement that we signed in 2004 for their hours of work and wages. As a result,
effective the date of signing of the collective agreement, the provisions of the new
agreement will apply to employees who continue to be covered by that 2004 letter
of agreement, with the exceptions set out in that letter of agreement for hours of
work and wages. The provisions concerning seniority and progression are no
longer applicable.

Please signify your agreement by signing as indicated below.

Yours truly,
arrie @;?[&(‘g :
Chief Corporate Negotiator Business Manager
NB Power Group of Companies LB.E-W,, Local 37
cc V. Fowler
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December 7, 2004

Mr, B, Wade Greenlaw
Business Manager
I.B.E.-W,, Local 37

138 Neill Street
Fredericton, NB

‘E3A 276

Dear Wade:
RE  Employees Moving from Corporate to D&CS Qoeratlonal Barqaltng Untt -

As discussed, on December 17, 2004 employeeswill be changing employers from NB Poner
Holding Corporation to NB Power Distribution and Customer Service Corporation. At that time, a number
of non-union employees whose classificationsare currently in the Corporate & Business Unit Services group
will be moved into the Distribution & Customer Services Operational group and will become members of
the bargainingunit. Those classificationsand the employeesresiding in them are:

Acet Financial Planning
Acct Fixed Assets

Acct Fixed Assets/Capital
Acct General C§ )
Admin Capital Projects
Admin Scada/EMS Distribution
Agent Right of Way I
Agent Right of Way Il
Analyst Admin |

Analyst Admin II

Analyst Admin Sr

Analyst Admin Telephony & QA
Assistant Administrative

Auditor Senior

Buyer

Buyer Contracis

Buyer §r

Co-ord Fleet Technical

Ce-ord Meter Reading & Billirg
Expediterl

Officer Training CS$

Planner Supply

Spec Marketing Planning

Spec Training Contact Centre
Spec Fleet Maintenance
Supervisor Administratioa Services
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On December 17", the provisions of the collutive agreement, with the following exceptions, will determine
the terms and conditions of work for these employees:

Hougs of Wark: Currently, the only employes in classificationsin this group that work a 40 hour week are:
ROW agents, the Senior Admin Analyst in tht CCC, Analyst Admin Telephony & QA, Co-ordinator Fleet
Technical and Specialist Fleet Maintenance. Employees in the other classificationswork 34.25 hours and
we have agreed that until the expiration of the collective agreement, these individualswill continue to werk
36.23 hours while they remain in these classifications. As a result, Article 9.02 (a)of the agreement is
amended to reflect this agreement for these individuals. Their normal hours of work will continueto be
7.25 hours per day, with a one-hour unpaid lunch break, Monday through Friday, resulting in a 36.25-hour
workweek. The workday will.be 8:15 2.m. ta4:30 p.m., unless the hours of work arc altered as per the
terms of the collective agreement. New emplepees appointed to these claasifications will work 40 hours per

week, as per the terms of the collectiveagreement.

: The hourly rates set outin Appendix “A” of the collectiveagreement were established

using & 40-hour work week as their base. Forthose employeescucrently working a 40-hous workweek,
their hourly rate is above the maximum of the range of equivalent classifications in the bargaining unit. The
ranges in,Appendix “A" are also not appropriatefor employees working a 34,25 hour wcci, unless there is
en adjustmerit to their hours of work. As a reslt, the parties agree that employees currently occupying
these positions will continue to be compensated within che salary band to which they are assigned (see
Appendix "A1” attached). The cost of living iscrease set out in the collective agreement for January 1,
2005 will be applied to the salary band. AS thee ate no defined steps in the salary band, when an employee
reaches their anniversary date, they will receives merit increase in accordance with the non-union policy
{ie., 5% of the top of the band), unless areicle £03 (b) applies (i.e., satisfactory performance and progress
are not shown). During our next round of collective bargaining, we will discussthe hours of work for these
individuals and a process for incorporating them into the appropriate unionized salary range. However,
effective December 17, 2004, a salary range foreach classification will be established in accordance with
article 8.02 (a) (1} and new employees appointedto these classifications will be paid in accordance with that

salary range (sce Appendix “A1"}.
iori The provisions of article 17,01 (¢} of the agreementwill apply to employees in new

Seniority: L
classifications being incorporated into the bargainingunit. Employees in classification’sthat are currently in
the bargaining unit will b treated in accordancewith ¢he other provisions of article 17,

mﬁgﬁg;m;_ Article 8.03 (f} will be amendedto include Righs of Way Agent IIT as 2 classification to
which there IS no automatic progression.

Please signify your agreement by signingas indicated below,
Yours ty]

ie

N ‘
~Director, Labour Relations

ce B Quelleste
V. Fowler



Energie NB Power

February 28, 2008

Ross Galbraith
,BusinessManager
I.B.E.W,, Local 37
138 Neill St.
Fredericton,N. B,
E3A 276

Dear Ross:
Re:  Period of Rest and Overtime

During the previous collective agreement we had a number of grievances related
to the issue of period of rest and overtime rates. Typically, the scenario involved an
employee in the line trade who was on call, worked during the overnight hours, was on
period of rest the following day and then on call the next night. As the employee was
on their period of rest from 08:00 to 16:30 and on call that night starting at 16:30,
they are required to pick up the truck by 16:30 so that they can respond to calls.
When they picked up the truck, they were often assigned work to do and as it was
assigned before 16:30, we have treated it as extension overtime and the employee is
paid at the prevailing overtimerate (code31 - overtime 1.5).

The employees who grieved indicated that, as they were on their period of rest
they felt that they should be paid a call out. The grievances did not proceed as both
parties agreed that article 10.06 is intended to provide a period of rest for employees
with no loss in regular pay, but is not intended to generate call outs when employees
are assigned work before 16:30. While we have not changed the language in the
collective agreement, we agreed to provide this letter of agreementto clarify the parties’
understanding of this situation.

Please signify your agreement by signing as indicated below.

R FB.L054

Yours trufy;

usan A Clirrie Ross Galbraith
Chief Corporate Negotiator Business Manager
NB Power Group of Companies LB.E.-W., Local 37

C.P. 2000, 516, N e KIng, Fredericton NE E30 4X41 Canada  P.O. Box 2000, 515 KIng Street, Fredericton NB E3B 4X1 Canada
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February 28, 2008 Energie NB Power
Mr. Ross Galbraith

Business Manager

L.B.E.W., Local 37

138 Neill Street

Fredericton, NB

E3A 276

Dear Ross:
RE: Distribution of Planned Overtime Work - Linetrades

The Parties agree to the following principles for the equitable distribution of
planned overtime work within each Operating Centre. Planned overtime is scheduled
overtime work that is to be performed outside of a normal or alternative work day.
Planned overtime does not include emergency work, trouble calls or reconnects,
disconnects and such routine work that is performed as an extension to the work day and
is normally assignedto employeeswho are on call.

In the following planned overtime situations, priority will be given to the
employees identified below before an employee from the planned overtime board in that
Operating Centre is considered:

1. when overtime is required to complete an assignment which has been initiated by a
crew, that crew will be given first preference for the overtime assignment;

2. when live line work is required, the Lead PLT normally assigned to perform live line
work will be given preference (andif there is more than one Lead PLT who normally
performs live line work, they will be asked in turn) and if the Lead PLT is absent, an
employee who normally relieves in that position will be assigned. Other employees
required for the assignmentwill be chosen from the planned overtime board;

3. when due to operational requirements there is a requirement for assistance for
switching, the outlying CSR will be given first preference.

In other planned overtime situations, assignments will be made in accordance with.
the procedures set out for the planned overtime board in each Operating Centre.

Please signify your agreement as indicated below.

Q.. 18,068~

Susan A, Currie Ross Galbraith
Chief Corporate Negotiator Business Manager
NB Power Group of Companies 1.B.E.W. Local 37

Yours truly
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February 28, 2008 Energie NB Power

Mr, Ross Galbraith
Business Manager
I.B.E.W.,, Local 37
138 Neill Street
Fredericton, NB
E3A 226

Dear Ross:

RE Retention Bonus for Power Line Technicians

In 2002, NB Power entered into a partnership with the NBCC to offer training for
employees entering the Power Line Technician (PLT) apprenticeship program. As a
result, individuals enrolling in that program were required to pay substantial fees to
participate in the program.

Given our mutual desire to encourage the recruitment and retention of individuals
in the line trade during a period when their skills are very marketable throughout North
America, we agreed to establish a retention bonus to partially reimburse employees for
their fees for the apprenticeship program.

As a result, employees who were enrolled in the PLT apprenticeship program
through the NBCC, who were subsequently indentured and became employees of NB
Power Distribution & Customer Service will be eligible to participate in the retention
bonus program. Employees who remain employed in the line trade with NB Power
Distribution & Customer Service will receive a bonus in the form of a lump sum payment
according to the schedule set out below

o One year’s service with D&CS after certificationasa PLT:  $3,000,00
o Sixyears’ service with D&CS after certification as a PLT: $3,000.00
o Eleven years’ service with D&CS after certification as a PLT: $3,000.00

Please signify your agreement as indicated below.

Yours truly,

usan A, Currie Ross Galbraith
Chief Corporate Negotiator Business Manager
NB Power Group of Companies LB.E.W., Local 37

cc S, Desrosiers V. Fowler

C.P. 2000, 515, rue King, Fradericton NE £3B 4X1 Canada  P.Q. BOX 2000, B15 King Streat, Fredariaton NB €38 4X1 Canada
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February 28, 2008 Energie NB Power
Mr, Ross Galbraith

Business Manager

IB.E.W., Local 37

138 Neill Street

Fredericton, N. B,

E3A 276

Dear Ross:
RE: i igne { r ehicle

During collective bargaining it was recognized that employees in the Power Line Designer
classification have a number of unique features that are characteristic of their work. Customers
often wish to meet with them or contact them outside of their defined “normal” hours of work
(8:00 to 16:30). In addition, with changes in technology, employees may not always be required
to be in the office at the start or end of each day. As a result, notwithstanding the provisions in
articles 9 and 10 of the collective agreement, the parties have agreed to the following to reflect
these circumstances:

1. normal hours of work will continue to be eight (8)hours per day, five days per week (Monday
to Friday) with a half hour unpaid lunch break and two (2}, ten (10) minute paid work breaks.
However, as determined by the employee (who will keep their supervisor informed of their
schedule), the start and stop time for these hours for each work day may be adjusted within a
window from 07:00 to 18:00 to provide enhanced serviceto our customers, and these adjusted
hours will be considered the employee’s “normal” hours of work;

2. contact with customers outside of normal hours is not considered overtime for the purposes of

article 10 of the collective agreement as they are not at the request of the employer. However,

to recognize the value of this contact with customers, employees will receive two (2)hours pay
per week at the employee’s normal hourly rate (code 30 - overtime 1.0), regardless of the
actual time spent talking to customers. Compensation for actual overtime assigned to an

employee will not be paid until the employee has worked more than forty-two (42) hours in a

week;

where the technology is available and the employee can begin their work day from home (i.e.,

without travelling into the office at the start and end of the day), an employee may take their

vehicle home with them as long as they live within the radius from their headquarters
established for employees on an on call roster.

8

Either party to this agreement may cancel the agreement with thirty (30) days written
notice to the other party. Please signify your agreement by signingas indicated below.

R AL~

usan A. Currie Ross Galbraith
Chief Corporate Negotiator Business Manager
NB Power Group of Companies [.B.B.W., Local 37

cc EngineeringManagers V. Fowler
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February 28, 2008 Energie NB Power
Mr. Ross Galbraith

Business Manager

1.B.E.W.,, Local 37

138 Neill Street

Fredericton, N.B.

B3A 276

Dear Ross:

RE:  Trades Instructors

Compensation for Acting in Recurring Assignments

The Employer has an on-going need for employees to act as Trade
Instructors to participate in the training of Apprentice Power Line Technicians.
Typically, qualified line trade employees are asked to act in these temporarily
created positions for six (6) to eight (8) months each year that we operate the
training school. At one time, employeessimply received relieving pay, but in 2003
we signed a letter of agreement for employees acting in Foreman Trainer positions
that allowed them to receive relieving pay until they accumulated a year’s servicein
the acting position and then they were placed on step in the wage range of the
General Foreman. However, we did not create a similar letter for employees acting
in the Trades Instructor position. As a result, in recognition of the recurring
nature of these acting assignments and the desire to attract and retain experienced-
employees in the Trades Instructor role on a recurring basis, we have agreed co the
following:

¢« When an employee has been relieving or acting in the position of Trades
Instructor for an accumulated period of time of more than twelve (12)months
they will no longer receive the compensation set out in article 8.04 of the
collective agreement, but will be placed on a step in the range of the Trades
Instructor classification.

e That step will be the next highest step to the acting rate they were receiving (i.e.
their base plus acting pay). However, an employee will not be permitted to
receive more than the top step of the Trades Instructor’s range.

» If the employee continues to act in that position, they will proceed through the
range of that position upon the completion of each successive cumulative
twelve (12)month interval spent in the acting assignment.

¢ When the acting assignment is completed, the employee’s rate of pay will be
immediately adjusted to their base rate in their normal classification.

» Example: an employee assumes the role of Trades Instructor for six (6) month
periods in two (2) successive years. The length of time spent acting in this
position in each year (six (6)months) is accumulated and the next time the
employee is asked to act in this position they will be placed on the appropriate

C.P. 2000, 515, rue King, FrederictonNB E3B 4X1 Canada  P.O. Box 2000. 615 King Street, Fredericton NB E38 4x1 Canada
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step in the Trades Instructor range. Following each subsequent cumulative
twelve (12) month period, the employee will proceed to the next step in the
range until the top stcp of the Trades Instructor classification is reached.

o Two employees (Rod Allen and Marc Bastarache) were offered acting positions
as Trades Instructors under the Foreman Trainer letter of agrcement and we
have agreed that they will continue to receive the benefits of that agreement
while new employeeswho agree to act as Trades Instructors will be covered by
this agreement.

Please signify your agreement by signing as indicated below.

Yougs trul
' Q‘M%,&ZWZ
Susan A. Currie Ross Galbraith
Chief Corporate Negotiator Business Manager
NB Power Group of Companies LB.E.W., Local 37

¢¢ H, MacLean
V. Fowler



February 28, 2008 Energie NB Power
Mr. Ross Galbraith

Business Manager

I.B.E.W., Local 37

138 Neill Street

Fredericton, N.B.

E3A 2Z6

Dear Ross:

RE Seniority for CTAS and DSO Emplovees

In 2003, the Central Telephone Answering Service (CTAS) and Distribution
System Operations (DSO) moved from the Transmission Business Unit to the
Customer Service Business Unit, which in 2004 became NB Power Distribution &
Customer Service Corporation. As a result, the employees changed bargaining
units and the parties to the collective agreements entered into letters of agreement
(March 24, 2003 and May 9, 2003 respectively) to manage the transition. For the
employees in both groups, the letters indicated their seniority would be calculated
to include “... all time in their current trade classification in both the Transmission
and Customer Service bargaining units”. The collective agreement for Customer
Service defines seniority as length of continuous employment in an employee’s
current classification (including minimum time in an apprenticeship program once
the employee is certified).

However, the new collective agreement defines seniority as:

17.01 b) Seniority

Length of continuous employment in NB Power’s Distribution &
Customer Service Operational bargaining unit, in one (1)or more classifications
(including time bridged as per article 17.01 ¢} and 17.02), shall be known as
seniority.

17.01 ¢) Seniority Calculation for Period Prior to April 30, 2002

For the purposes of calculating seniority, employees who were employed
in the Customer Service Operational Bargaining Unit on the date of signing of the
previous collective agreement (April 30, 2002), will be credited with all of their
continuous employment in a classification currently included in the Distribution &
Customer Service Operational bargaining unit, from any of the former NB Power
bargaining units represented by Local 37 (or its predecessors Local 2309 or Local
1733).

C.P. 2000, 515, rum Kine. Fredericton NE E3B 4X1 Canada  P-O. Box 2000, 515 King Street, Fredericton NB E£38 4X1 Caneda
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As a result, to honour the intent of the 2003 letters of agrecment to give
employees in these classifications (CTAS Agent, DSO, DSO Coordinator and
Apprentice DSO) full credit for their seniority, if employees were employed in the
Transmission bargaining unit in one of these classifications on April 30, 2002, they
will be treated as if they were employed in the Customer Service bargaining unit at
that time.

Please signify your agreement by signing as indicated below,

D Q.. LRLOER

Susan A. Curiie Ross Galbraith
Chiet Corporate Negotiator Business Manager
NB Power Group of Companies L.B.E.-W., Local 37
cc V. Fowler

B. Watson



February 28, 2008 Energie NB Power
M:t. Ross Galbraith

Business Manager

I.B.E.W., Local 37

138 Neill Street

Fredericton, N. B.

E3A 2Z¢6

Dear Ross:

RE  Technological Change

During negotiations for a new collective agreement, the parties to the collective
agreement discussed the potential impact of implementing technological change. Both
parties acknowledge that in the past, when reorganizations or downsizings have
occurred, the parties worked together to try to resolve issues for affected employees
and we expect the same spirit of co-operation to exist in the future if similar issues
arise. As a result, in addition to our good intentions (as supported by our previous
actions), we offered to provide this letter to outline some specific steps that we are
prepared to take. In the event that, in the process of implementing technological
change, the result is the potential lay off of one or more regular employees, the
Corporation shall:

1. provide, as soon as reasonably possible, and not less than thirty (30) days?
notice to the Union of the impending lay off of regular employees;
2. within seven (7)days of providing the aforementioned notice, meet with the

Union to have meaningful consultation in regard to the impact of the plan and
to explore methods to lessen the impact. As part of that process, the Union
and the Corporation will explore opportunities to:

o assess employees for other employment opportunities and work together to
remove barriers so that employees can be re-assigned to other positions or
classifications;

o ensure that each affected employee has an opportunity to meet with a
representative from Human Resources to discuss their situation;

3. in addition, if employees are laid off, the Corporation will make arrangements
for career counselling and job search support.

Please signify your agreement as indicated below.

Yours truly, r
: (oo AL
Susan A. Currie Ross Galbraith
Chief Corporate Negotiator Business Manager
NB Power Group of Companies LB.E.W., Local 37
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S 2 200 Energie NB Power
Mt. Ross Galbraith

Business Manager

LB.B.W,, Local 37

138 Neill Street

Fredericton, NB

E3A 276

Dear Ross:
RE: i - Volunta

During our recent negotiations, while discussingthe variety of leaves available to
employees, it became apparent to us that a number of employees may not understand the
challenges involved in balancing employee interest in voluntary leave and meeting our
operatlonal requirements. As stated in the policy:

This policy is designed to promote, encourage and support the granting of time away from
work without pay to employees on a voluntary basis consistent with corporate operational
requirements. The policy's primary focus is to provide opportunities for flexible working
arrangementsas well as rotational opportunities while achieving cost savings.

While we want to encourage flexible working arrangements, it appears that some -
employees believe that the purpose of the leave is to supplement vacation and family leave
and that the Employer will be able to manage whatever period of leave that an employee
chooses to purchase each year. Given our operational requirements in the CIC and the
difficulty we currently have meeting our objectives while managing multiple leaves, we
discussed opportunities to communicate our concerns to employees.

As a result, we agreed to provide this letter to outline our intentions. Employees
who are requesting significant periods of time away from work (toreturn to school, for a
special vacation, etc.) should request approval of that leave from management prior to
making arrangements with the Compensation department. For those employeeswho
wish to purchase periods of leave to supplement vacation and/or family leave, supervisors
will make every effort to schedule up to forty (40)hours of leave per employee each
calendar year, subject to operational requirements. As always, scheduling vacation and
family leave will be given preference over voluntary leave.

Yours tru

Director, Labour Relations
NB Power Distribution & Customer Service

ce Kelly Hill Valerie Fowler
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Energie NB Power

February 28, 2008

Ross Galbraith
Business Manager
LB.EW, Local 37
138 Neill St.
Fredericton, N, B.
E3A 276

Dear Ross:

Re:  Inclusion of Union Symmary With Collective Agreement

As per your request, we have agreed to include a copy of the Union’s summary
of the tentative agreement (used during your information meetings prior to ratification)
with the printed copy of the agreement that is distributed to employees. You indicated
that you feel this would be helpful from a communicationsstandpoint to highlight the
changes between the former and the current agreement. However, both parties agree
that while this will be included in the document, the summary is not part of the

collective agreement.

Please signify your agreement by signingas indicated below.

- F Ll

Yours trul

usan A. Currie Ross Galbraith
Chief Corporate Negotiator Business Manager
NB Power Group of Companies [.B.E.W., Local 37

C.P. 2000, 515, rue King, Fredarlcton NB £3B 4X1 Canada  P.0. Box 2000, 515 King Strest, Fredericton N8 €3B 4x1 Canada
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Summary of the Tentative Agreement between NB Power
Distribution and Customer Service and IBEW Local 37.

January 18, 2008

OVERVIEW

Local37 has been bargainingwith NB Power in order to negotiate a new collective agreementfor all IBEW
members|n the "Dlstribution end Customer Service" (DISCO) Bargaining Unit.

The negotiating committee is pleased to announce the completion of bargaining. Improvements
have been made to wages, employer retirement saving plan contributions, family leave, bereavement
leave, salary protection, meal allowances, safety footwear allowance, benefit coverage during
parental or adaption leave, and numerous other articlos,

NEGOTIATINGCOMMITTEE RECOMMENDATION

Bargaining for the DISCO Collective Agreement la complete and your DISCO |IBEW
Executive Board members and Negotiating Committee are recommending unanimous
membershlp acceptance.
Fraternally,

Ross Galbralth, BusinessManager  Steve Hayes, President Allle Porter, E-Board

Negotlating Team:

Mike Dunfieid Ross Galbraith Wanda Hierlthy (E-Board)
Ted Robertson (E-Board) Don 8t. Plerre (E-Board) Phil Thomas

NOTE: Copies of the actual contract language and new pay rates wlll be made avallahte to all union
members before the ratification vote whieh |k expected to occur on Wednesday, FEBRUARY 8",

The following b a summary of the agreement:
erm of the Agresment ~ the new contractis a Five (B)year agreementin effect untll December31, 2012.

Wages - All employees will receive generalwage [ncreases as follows:

General Wade ncreases, all union employees (Art. 8.02 a)xi):

January 12008 ~3%
January 1, 2009 ~ 3%
January 1, 2010 ~ 3%
January 1, 2011 -~ 3.5%
January 1, 2012 ~ 4%

Matching RSP gontribution by NB Power ~ If an employee contributes to the NB Power group RSP

through payroll deduction, NB Power will glve the employee a matching contrlbution to a maximum of $400
per calendaryear. (Art. 14.03 b) Duringthis contract, this provision will provide upto an additionai
$1.2 Million of retirement savings for OUr members,

8 - Allmembers of the bargainingunit will be entitied to 16
hours of paid family leave per year, which replaces the 8 hour floater day from the extension contract.
EmployeesInDSO & CTAS on full shiftassignment& "Floating” CTAS are entitled to two shifts (24 hours).
Unusedfamily leave can be used as personal leave, or a maximum d 18 hours can be carried over to the
next year. (Art. 13.11)

DISCO Bargalning Unlt - Negotiations Summary, January 18, 2008 Page 1 of 8



Other Wane Adiustments | Classificatlon Changes:

New pay structure for line trade classifications: Effective Jan 1, 2008 all general Increasesand
classification adjustmentswilll be applied to the Power Line Technlcian classificationwith the ranges
of related classifications automatically adjusted as follows:

| Customer Service Representative (CSR). §% above PLT
[ Lead Power Line Techniclan (LPLT): 8% above PLT
General Foraman: 12% above Lead PLT

NOTE: Classification Adjustments for the C8R and Lead PLT (5% and 8% above the May 2007 rate of
PLT -- $29.03) will be retroactive to May 2, 2007, the date of the PLT avaluatlon, (Art. 8.02 a) i)

B.) g_mﬂmjg_u_gguw: as a result of internal and external comparisonsto other utility
workers in Atlantic Canada the following classificationswill receive, in addition to the genera
, an extraadjustment as follows (Art. 8.02 a):

| Power | ina Tachnlclans
April 1, 2010-extra $0.34 / hour
April 1, 2011 = extra $1.20 / hour

Note: This adjustmentIs then applied to CSR, Lead PLT and General Foremanas per "A" above,
so that they remain the fixed percentageabove PLT.

rentl s: The wage scale has been adjusted upwards so that it
more closely reflects provincial guidelines. The top step of apprentice PLT will be maintained at
85% of the journey personPLT rate. There is also a Letter of Agreement on retention bonuses for
%gprentice PLTs from the NBCC programwho work for DISCO. (Up to three $3000 bonuses may
earned.)

Powerline Desianers, Electrical Mechanics and Engineering Assistants: The wage rate for

these classifications will be adjusted upwards and made equivalentto the CSR rate on Jan. I,
2008. From then on, generalincreases are applied, but not future PLT wage adjustments. PLDs
will also receive an extra2 hours pay per week for incidental, after hour contact with customers.

For current employees classified as Engineering Asslstants on the date of stgning, an addltional
$0.50 per hour, as a salary fix, will be applied during the term of the agreement.

Engineer {-IV: The number of steps to reach the top step of this classification has been reduced
from nine to seven. This Increasesthe intermediary rates but not the top step.

C) New Classifications:

Tester. Protective Equiomant Test Lab and Tester. Protecive Equipment Field: These two
classificationswill be Implementedfollowing the developmentof a certification program for the
employees currently working In the protective equipment test lab. They will earn §% extra
responsibility pay for a maximum of two yearswhile they are developing the certification program.

‘Floating” CTAS Agent: Two "Floating"CTAS Agent positions will be created with a maximum rat8
of one step (5%) above the ASR 1II/IV. They will be usedto fill infor absenceswithin the CTAS
group and will work in the CIC when not doing so.
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OTHER ARTICLES

ARTICLE8: “Wages”

Increases, wage adjustments and classification changes as ilsted sarller are detailed in Art. 8.02 a)
No Ba;ga(nlng Unitclassificatlons will be evaluated during the term of this collective agreement, (Art.
8.02 a) xli)

Salarv protection - improve the existing provisionso that if assigned to a lower rated classification,
employees who are 50 years or older, or have 25 years of service at the time of the reassignment,will
have thelr wage rate frozen for five (5) years before being reduced over two years to the wage rate of
the lower paid classitication. (Art. 8.02 b}

Temporarily created positions (allowinga memberto recelve acting pay) may be created by the
employer after five or more days rather than twenty days. in addition, during emergenciesthe employer
may create temporary Lead PLT or Foreman positions for one day or more. (Art. 8.04 €)

The company will consult with the Unionwhen an acting assignmentexceeds one year. Members
acting for more than one year will be placed on step within the position’s pay range and will progress
annually. When the acting assignment ends they will returnto their normal rate. (Art. 8.04 h)

ARTICLE 9: “Hours of Work”

Art. 9,08

Alternative Hours of Work (All Classifications): A provision has been added that allows the Employer to
impose a8 hour per day schedule (1 RDO per pay period) in addition to the existing 10 hour day/ 4 day
per week schedule. (Art. 9.08 ¢}

NOTE: There are numerouschanges to this Artlcle —please refer to the draft collective agreement
for detalls

The languagepertalning to Shift Hours of Work (35 day cycle) for DSO has been Included Inthe
agreementand was reformattedto make it clearer and less confusing. Guidelines for balancing time
have been added as an appendix. (Art. £.03 b) and Appendix “H"}

Changesto Shift Differential for DSO - campensation for shift differentlal has been altered and added to
the base rate of shift employees so it contributes to the pension, benefits and overtime of employees on
full shift assignment, For DSQ shift employees, shift differential will be eliminated and replaced by
adding the following pensionablesalary fix to their base rate: $0.55 In2008, increasing$0.02 per year
until It Is$0.63 in2012. This new rate of pay (normalrate of pay plus salary fix) will be paid onall
regular and overtime hoursworked. Art. 8,02 a) x) and Art. 9.03 b) 12.

The employercan schedule 18 hours of mandatory training during time off to be paid at code 30
(overtime 1.0) for employeesassignedto the full shift assignment.

Overtime bank will be a 72 hour rolling bank based on a fiscal year for employees assigned to both days
and full shift.

Family leave of two shifts (24 hours) per year will be provided for employees assigned to a full shift
cycle.

The employer may reassigh non-shiftassignment employeesfrom the day shiftto the night shift or
weekends to cover replacementsrequired for vacation, meetings, training or slck leave and they will
receive their normal40 hoursof pay for replacing 36 hours, no period of rest, but will be paid an
additional 12 hours of Code 30 (Overtime ~ 1.0) for each shift replaced. If (sss than 16 hours notice,
normal provisions will apply and perlod of rest may apply.

Non shift employees who replace shift employeeswill be guaranteed a minimum of eighty (80) hours at
their normal rate of pay and will not be required to work on weekends to make up their hours. Ifas a
resultof replacing the shift workers and riot belng at work the following day they are short hours during
the pay period, they will be made up to eighty (80) hours by using code 70 paid with permission.
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Hours of Work for Customer Interaction Center (Art, 9,04)
NOTE: There are numerous changes to this Article —please refer to the draft collective agreement
for details

e The Cvertime "window" will float with the employee's normal shift start time. e.g. Scheduled OT before
the start of the scheduledshilft will now be at 2X rate. (Art. 9.04 b) If)

¢ Create 15 permanent day shift positions (not includingthe new position of "Floating CTAS Agent) and fill
by seniority; 25% for the future. Five positionswill be created no later than six months after the signing
of the collective agreement. (9.04 b} ill}

« Eliminate extra famlly leave from Art. 8.02 a) of former agreement - all employees will now receive 16
hours. Eliminate salary fix (formally8.02 a) for "grandfathered" employees when they are reassignedto
permanentdays or turn down an opportunity to go on permanent days.

¢ The schedule will be posted monthly with two weeks notice. {Art. 9.04 b) iv)

¢ Two "slots" will be built into the schedule to allow CIC employees to requestup to 8 hours of short notice
(not previously scheduled)time off per year from vacation, banked time, etc. on a "first come, first
served" basis. {Art. 9.04 b) v)

»  Provide choice of either an hour or a half hour unpaid lunch period for employees on non-shift hours or
permanentday shift hours (Art. 9.04 a) and (Art. 8.04 b) ii)

« Foroutbound calling (new emplovees only or volunteers), the employer can Implement a five day week
schedule including Saturdays. Hours of work on Saturday will be 08:00 to 16:30 (unless mutually
agreed otherwise). (Art. 9.04 b) 1)

s The employer's ability to impose a split shift for all new employees has been eliminated.

e Current$0.85 shiftdifferantial (for hours scheduled after 4:30 p.m.} will be jncreased as follows: 2008 =
$1.00,2010 = §1.06 and 2012 =$1.10. Art. 8.06

Hours of Work for CTAS Aaents and “Floating” CTAS Adents .. (Art. 8.06)

NOTE: There are numerous changes to this Article - please refer to the draft collective agreement
for details

« The language pertainingto Shift Hours of Work (35 day cycle) for CTAS has been included in the
agreementand was reformattedto make it clearer and less confusing. Guidelinesfor balancingtime
have been added as an appendix. (Art. 8.05 b) and Appendix “H")

+ Two "Floating" CTAS Agent positionswill be created with a maximum rate paid at one step (5%) above
the ASR {II/IV. The article contains rules concerning responsiblitties & scheduling for Floating Agents.

¢ Changesto Shift Differential for CTAS and "Floating CTAS" agents - compensation for shift differential
has been altered and added to the base rate of shift employees so it contributesto the shiftworker's
pension, benefits and overtime. For CTAS employees assigned to the full shift cycle and "Floating”
CTAS agents, shift differential will be eliminated and replaced by adding the followIng pensionable salary
fix to their base rate: $0.55 In2008, increasing by $0.02 per year untilitls $0.63 in 2012. This new rate
of pay (normal rate of pay plus salary fix) will be paid on all regular and overtime hoursworked.

¢ The employer can schedule 16 hours of mandatory training to be pald at code 30 (overtime 1.0} for
employeesassigned to the full shift assignment. This does not apply to "Floating CTAS" agents.

* Overtime bank will be a 72 hour roiling bank based on a fiscal year.

o Family leave of two shifts (24 hours) per year will be provided.

+ Floating Agents can be assigned from the day shiftto the night shift or weekends to cover for for
planned replacements(l.e greater than 16 hours notice) required for vacation, meetings, training or sick
leave and will receivethelr normal40 hours of pay for replacing36 hours, no period of rest, but wili
receive one hour of banked time for every 12 hour shift replaced. If less than 16 hours notice, normal
provisions will apply and period of rest may apply.

¢ "Floating" CTAS agents who replace shift employees will be guaranteed a mintmum of eighty (82) hours
at their normal rate of pay and will not be required to work on weekends to make up their hours. Ifas a
resultof reptacing the shift workers and not being at work the following day they are short hours during
the pay period, they wlll be made up to eighty (80) hours by using code 70 paid with permission.
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ARTICLE10: "Overtime and Premiums”

» The employer may schedule up to 16 hours of training for DSO and CTAS 8hlft employees to be paid at
straighttime rates (Code 30 - overtime 1.0) (Art. 10.03 b)

o Forabnermal storm conditions,overtime for all employees Involvedwith the restoration processwill be
paid at double the employee's hourly rate. "Abnormal Storm Conditions" are defined in the article and
this provisionwill only take effectwhen those criteria are met. (Art. 10.03 c)

o Employeeswill have to work at least ten minutes beyond their normal hours of work before being entitled
to the minimum period of overtime(i.e. % hour at prevailingOT rate). (Art. 10.04)

* Parlod of rest provisionsfor DSOs and CTAS shift workers from the TRANSCO agreement have been
included (Art. 10.08 a) 1)

o ShiftworkersinDS0O and CTAS as well as the DSO Coordinator and "Floating" CTAS agent now have
"rolling bank" of 72 hours. Workers can refillthe bank as they take banked over time off. (10.07 ¢}

o Unused banked overtime will now be paid out at the fiscal year end ratherthan Dec 31*, (Art. 10.07 h)

o When an employee "on call" reaches the maximum "hours of work" and must stop work, they will receive
their full on-call entittement. Employeesfillling Infor the "on call" employee will be paid two (2) hours pay
for each period Monday to Thursday, and three (3) hoursfor filling in Fridayto Sunday. (Art. 10.08 b)

o The letters of agreement for "Out of Province Storms"have been added to the agreement. (Art. 10.09
b

o When employees in the linetrade are sent on an out of province assignment, the crew for each truck wil!
have either a Lead PLT or an employee relievingas a Lead PLT (Art. 10.09 ¢)

ARTICLE 11: "Overtime Meal Allowance"

As inthe previous agreement, there are no meal allowancesfor scheduled overtime. When an employee
reaches an entitlementto a meal due to unscheduled extensionand cell out overtime (as par existing rules)
the meal allowance has been Increased as follows (Art. 11.02):

e Date of Signing $16.00, January 1, 2010: $17.00, January 1, 2012: $18.00
ARTICLE 12: "Travel Allowance"

o Employees shall be entitled to a noon meal when traveling and staying overnight and when an employee
is attending training or a meetingthat is not part of an employee's normalwork and not held on an NB
Power worksite. (Art. 12.01 €)

o Delete referencesto meals under the Travel and Accommodation policy and providefor [ncregsed meal
rates as follows (Art. 12.03):

o Breakfast: $8.00, Lunch: $12.00, Dinner: $20,00

ARTICLE 13: "Short Term Sick Leave and Other Leaves"

¢ When notifying their supervisorsthat they will be absent, employeesare required to speak to their
supervisordirectly or if the supervisor cannot be reached, leave a voice mail outlining their limitations
and provide a phone number where they may be contacted if necessary. The employee is required to
attend work if there is alternative work available which meets an employee's limitations. (Art. 13.04 a)

* Bereavementleave provisions have been Improved to provide leaves of absence of five paid days for
immediate family, two paid days for grandparentsand in-laws, one paid day for aunts and uncles, and a
maximum of two paid days per year (in total) to attend the funerals of other relatives or friends or to
attend to the responsibilitiesof acting as an executor. (Art. 13.06)

* NB Power will now pay the full cost of ENERflex Benefits for 3¢ weeks when an employee is on Parental
leave or 256 weeks when an employee uses Adoption leave and the SUB plan. For Temporary
employees they will pay the portionof the above that is within their term of employment (Art. 13.08)

s All employees wiil receive 16 hours of paid family leave (2 shifts, i.e. 24 hours, for DSOs and CTAS
Agents, including"Floating" CTAS Agent, assignedto a full shift schedule). Employeeswho can not
utilize the full 16 hours of family leavein a calendaryear will be entitled to carry over the balanceto the
following year (maximum carry over from one year to the next Is one year's entittement) or they can use
family leave as personal leave (no carry over). This provisionreplaces the family leave provided to
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ASRs inthe current collective agreement and the floater day provided in the 2005 extension to the
collective agreement. (Art. 13.11 a)

ARTICLE 14: "Employee Benefits"

+ Matching RSP contribution by NB Power - if an employee contributesto the NB Power group RSP, NB
Power will give the employee a matching contribution to a maximum of $400 per calendar year. (Art.
14.03 b)

¢ RetirementAllowance provisions have been expanded to include temporary & term employees, broken
service and part-time service (at least 50% of a year) and the use of afull year's salary for the
classification (not actual yearly salary) for the calculation of the retirementallowance. (Art. 14.04)

ARTICLE 17: “Service end Seniority"

Replace articles 17.01, 17.02, 17.03 and 17.07 to reflect changes in seniority, retentionof senlority, layoff &
bumping and job bids. Please refer to specific language.

o Newdefinitions of service and seniority: Service is defined as the length of continuous employment
since the date of last hire by the NB Power Group of Companiesor their predecessors. Senlerity is
defined as all continuous employmentin the DISCO Bargalning Unit. (Art. 17.01, 17.03 and 17.08)

¢ Lay-off provisions have been modified to allow a member to select severance in the event of a lay-off
Instead of bumping. (Art. 17.03 b}

ARTICLE 18: "Safety"
o Safety footwear allowance has been increased effective June 2008 as follows:
Lineworkers{PLTs, Lead PLTs and CSRs only):
$175 per year during the lifs of the contract

Safety footwear allowance for other employees:

2008: $120
2009: $120
2010: $135
2011: $136
2012: $150

o Employeeswho are providedwith clothing, tool or a boot allowances are required to wear the
appropriate clothing, equipment and footwear In order to be presenton the work site. Purchased
footwear must meet corporate safety standards and If not in an acceptable condition it must be replaced.
(Art. 18,03 a)

e Amend article18.03 d), and create a new Letter of Agreement for meter readers to create a flve year
cycle, rain suits changed lo every second year following inftiaf issue of clothingfor new employees.
Current employees will receive the clothing providedas "Year 1", not"initial issue" In2008.

o When alinetrade worker contacts other employeesdirectly to assist in trouble calls outside of normal
working hours, they shall advise Distribution Systems Operations that other employees have beencalled
out, along with the names of the employees. (Art. 18.05 a)

Article 20 - Grievance Procedure

e AS per the requirements of the Public Service Labour Relations Act, a process has been identified for
the Employerto file a grievance. (Art. 20.07)
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NEW LETTERS OF AGREEMENT and LETTERS OF INTENT.

1.

10.

1.

12

13.

14,

15.

Letter of Agreement: Short Term 8lek Leave Relnstatement — details how employees wlil be

reinstated with sick leave after returningfrom an iliness

Letter of Agreement: Famlly Leave and "Floater" Day - the 8-hour floater day has been eliminated
and replaced with 16 hours of Family Leave. We have agreed that If employees have already used the
"floater" day in 2008, itwill be deducted from the 18 hours of Family Leave.

Letter of Agreement: Team Based Resourslng (TBR) - Describes several commitmentsNB Power has
agreed to concerning the implementationof the TBR process (aJalnt review of the TBR process after
two years, the establishmentof ajoint process review committee, a process where employees may
requestadditional coaching on Pathfinderresults, the role of seniority and service In selecting
candidates, etc.)

Letter of Agreement: Team Based Resoureing —Potential Grlevances - extendsthe period of time in

which the union can file a grievance concerning Team Based Resourcing, without exceeding a time limit.

Letter of Agreement: - aining Unit |n 2004 -
details that salary treatment and hours of worl will continue as per the terms agreed to at that time.

Letter of Agreement. On Call Rosters & Residency Reduirements — consolidatesvarious letters

detailing existing exceptionsto the on call roster and residency requirements.

Letter of Agreement: Customer Interaction Centre (CIC) — Article 8.02 a)vli) - malntains the salary fix
for "grandfathered"ASRs inthe CIC untilthey provided with a permanentday shift assignment or refuse
an opportunity to be assigned to permanent day shift assignment

Letter of Agreement: Article 17 - Definltion of “Classlfication” for ASRs - updatesthe “categorles’

of ASRs for the purposesof defining classification in the event of lay-off or bumping as per Article 17.

Letter of Agreement: Provislon of Clothin -updates the previous letter of

agreementwith some enhancements to the entitlement.

Letter of Agreement: CIC — Performance Monltoring/Recording ~ provides guidelines concerning the
use of performance monitoringand recording in the Customer Interactlon Centre.

Letter of Agreement: Distribution of Planned Overtime - clarification that these provisions only apply
within each operating centre as well as who will be given priority when live linework is required.

Letter of Agreement Retentlon Bonusfor PLTs -- Newly certified PLTs who were graduates of the
NBCC programand who served their apprenticeship with NB Powerwlll receive a retention bonuses of
$3000 following 1, 6 and 11 years of employment In DISCO

Letter of Agreement. PLDs - Alternative Hours of Work/Vehicle Usade -allows PLDs some flexibility
In hours of work, an extratwo hours pay per week to compensatefor incidental "after hours" contactwith
customers and in some cases employees may be able to take company vehlcles home.

Letter of Agreement: Protective Equipment Testing Lab — sets out the compensationand the process
to be followed to develop a certlfication processin order to implementthe new "Tester, Protective
Equipment"lab and field classifleations.

Letter of Intent: Technological Changg - In the event that technological change creates the potential
lay-off of employees, the Company agrees to provide as much notice as possible and in no case less
than 30 days advance notice. The company agrees to meetwith the Unlon within 7 days of giving this
notice to have meaningful consultation on ways to lessenthe impact{potential for job placements, etc.)
The company agrees to make arrangementsfor career counselingand job search support for
employeeswho are laid off.
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16. Letter of Intent: Customer !n];e;gcgiog Centre — Voluntary L.eave --The employer has indicated they
will not normally grant more than 40 hours of voluntary leave per year to employees working in the

Customer Interaction Centre.
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"HOUSEKEEPING" ISSUES (MInor wording changes and/or clarifications)

Referencesto Benafit Plans
¢ The Joint Benefits Committee has reviewed and suggested changes for ail referencesto benefits,
pension and retirement allowance in the collective agreement (particularlyarticles 13, 14 and
Appendices B, C, D and conditionsfor employees interested in reduced work week options under
the PSSA) to ensure that the provisions are accurate and in line with corporate policies and
contractswith providers.

Article 7 - Disclpline and Discharge:
o 7.04 clarifydisciplinary retentionwhen employees are absent for significant periods of time

Article 8 - Wages:
s 8.06 clarify intention of “significant responsibility"

Article 8 —Hours of Work:
¢ Article 8 - incorporate provisionsfor CTAS and DSOs from Transmissionagreementto PCS
agreement
o 9,08 b} incorporate language from GENCQO collective agreementto deal with 8 hour days

Article 10 = Overtime and Premiums:

e 10.03 referto "normal or altered" hours of work. To accommodatealtered days and RDOs, time and
one half is paid for all time between 8:00 to 22:00, Monday to Friday, notjust from 16:30

e 10.07 include article 10.07 f) from Transmission agreement ~ shift workers in GTAS & DSO who
take banked time off and require replacement reimburse the time off at replacementvalue

o 10.08 d) clarify that 16 minute responsetime Includesbeing within the 20km radius when you are on
call

¢ 10.08 e) & g) referenceto "pager” obsolete, replace with "communicationsdevice"

Article 12 -Travel:
e Clarify that the meal allowancesreferredto in article 12 are at the rate in 12.03, not overtime meals
under article 14

Artlcle 13 — ShortTerm Slck Leave and Other Leaves:
o Update provisions re: benefitsfor LTD, SUB plan, maternity, adoption and parental leave and
appendices"B",“C*, & "D"

Article 14 -Employee Benefits:
e Some updatesto language as perrecommendations of Joint Benefits Committee

Article 16 —Vacation
¢ Newly hiredemployeeswill be entitled to three weeks of vacation (proratedto entitementdate)

Article 17 — S8ervice and Senlority:

o Clarify that for the purposes of sick leave, vacation and retirementallowance, continuous service
includes service in Parts|, H, }ll, and IV of the New Brunswick Public Service when that service is
continuous with service Inthe NB Power Group of Companies

o 17.01 d) Clarify that Temporary employees have bargaining unit wide seniority for Jobbids

Article 19 - Administration of the Gollective Agreement:
o 18.04 delete reference to Working Ventures Fund and replace with new Venture Capital firm chosen
by Union
o 19.05 definition of "spouse” and "dependent” is as per the definitions under our benefit plans

Article 22 ~ Rules, Regulations, Policles and Procedures:
e 22,02 add "social condition, political beliefor activity" to prohibited types of discrimination,

DISCO Bargaining Unit— Nagotiations Summary, January 18, 2008 Page8 of 9



APPENDIX “H"

ADJUSTMENT OF TIME WHEN ASSIGNED TO A NON-SHIFT SCHEDULE
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« ADJUSTMENT OF TIME WHEN ASSIGNED TO NON-SHIFT SCHEDULE!

When shit workers are required to temporarily werk hours normally werked by non-shift
workera, adjustments of time off will be made In tha following manner:

Whan assignad lo work nonsshift for any portion of a oycle, the
adjustment wiif be made at the £CC level, - Tha total number of regular
hours to be scheduled during the 35 day period will be 158 hours. Any
paid hetidays which occur during the non-shift period will be celebrated by
the employee and will be considered as time worked. There & no
requirement for any vacation adjustment In this case. See the following

example:

a)

A shift worker fs scheduled to werk non-shift duty from January 7 to
January 17,

Scanarlo:

JANUA! 1Bﬂ7.»-.-n.w...........m»n.m—----..-....m.mm.m wl | ] .1 oI

I 70117 12] 18] 14) 18] 16| 17| 18] 18] 20[21 4| 281 28] 27} 28] 25 30

[
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1, Calculate the number of hours scheduledto work between January 18 and
February 10: (8 shiftsx 12 hours) =88 hours.

2. Deductthe hours between January 18 1 February 10 from the normal 168
hours which k scheduled during the cycle andthe resultwill be the number of
hours which can be scheduled at the regular rate of pay durlng the psrlod of
January 7 to January 17: (188 hours - 88 hours) = 72 hours.

Conclusfon: In this scenario, the employee would be scheduled to work 8 hours
per day for 8 days between January 7 and January 17, which equals to 72 hours
and therefore no adjustment Is required. Since the employee works the usual
188 hours durlng the cycle, no vacatlon adjustmentls required.



Nots:  Ifthere /s a paid holiday which falls during the period ¢hat the employee k
re-asslyned to non-shift dufy, the hollday will be celebratedand the time
will be considered as ¢/me worked by the employee.

b)  When assigned t work non-shit for a full cycle, the adjustment wiil be
made by the Compansation Department. The amploysa will work 0n the
basls of 40 hours per week. Any paid holidays which occur during the
non-shift parlad wlli be celebrated by the employee and will be considered
as tlme worked. Vacation credits will be applicable on the basis of the
employee's years of enfitlemsnt. Ssa thefollowing example:

Scenarlo: A shift worker Is scheduled for non-shift assignment for the peried of
January 13 untl Mach 17. In thls case, It4s required to have an
adjuatment at the ECC and a second adjustment by the Compsnsafion

Department.
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t:

Note: . Whenever,a cycle /s- fragmented with a coméination of shift and non-
shlff assignments, the tofal hoursfo be scheduled at ragular rate 1s 168 hours:

1.  Calculate the number of hours scheduled to work between January 7 to January
12: (2shifts x 12 hours) = 24 hours).



2 Deduct the hours scheduled between January 7 to January 12 from the
normal 168 hours which Is scheduled during the cycle end the result will be the number
of hours which can be scheduled at regular rais of pay during the psrlod of Janusry 13
to February 10: (188 hours ~ 24 hours) = 144 hours.

Concluslon:  Between January 14 and February 10, a maximurm 0f144 hours at
regular rate can be scheduled. During that period, if the employee ks scheduled
to work every day, except Saturdaysand Sundays, that will result in 188 hours of
work and therefore (188 hours - 144 hours)a 24 hours will be pald at overtime

rate.

Note:  When the re-assignnisnt t0 non-shift dufy Includes a complete
© cycle, the adjustmasnt for that cycle kmade by the Compansafion
Department.

For the parlod of February 11 to Mach 17, the employee will be sehaduled to work an 8
hour day, Monday to Friday, The Compansation Dspartmsnt will calculate a vacation
credit based on the fallowing entilsments: 3 Week sntitfement = 11.6 hours. A greater
sntitlement than the hasic 3 wesks will not be affectedby this adjustment;

c) When the assignmant to non-shift is fora duration longer than one full cycle,
the adjustment will be made at the ECC level fof any comblnation of shif
and nor-shift during a cycle as per a) above, and the Compsnsafion
Department will make the adjustment for all complete cycles of non-shift

asslgnmsnt as per b) above.



