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COLLECTIVE AGREEMENT
BETWEEN:
ATOMIC ENERGY OF CANADA LIMITED

a Company defined in the Afomic Energy Control Act,
hereinafter called “The Company”

- and -
THE PROFESSIONAL INSTITUTE OF THE PUBLIC SERVICE OF CANADA
in respect of the
WHITESHELIL: PROFESSIONAL EMPLOYEES GROUP (WPEG)
representing certaln employeesof the Company, hereinafter called “The Institute”.
The Company and the Iustiute agree as folloiws:
GENERAL
PREAMBLE

The purpose of this Agreement is to establishand maintain a harmonious and mutually
beneficialworking relationshipbetween the parties. In administeringthis Agreement, we wil!
work tagether and exhibit mutual trust, understanding, sincerity,and co-operation. Should
differencesor misunderstandingsoccur, we will resolve them promptly through futl and epen
discussionswithin the terms of our dispute resolution process.

We supportand encouragepoliciesand practices that reflect our commitmentto: a safe.
effisient and competitiveworld class nuclear scienceand technology business for the maximum
benefit of Canada; professional excellence,employeejob satisfactionand career development;
fair and competitiveterms and conditionsof employment; employmentequity; continuous
improvementin quality and efTiciency; and a safe and healthy working environment which is free
from harassment and discriminationand which recognizes the full worth and integrity of all
employees.

The Companyand the Institute recognize that the professional nature of the work
involvesextraeffort from time to time outside of normal hours of wark without compensalion
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ARTICLE 1 -RECOGNITION

1.01  The Employerrecognizesthe Instituteas the exclusivebargaining agent for the
bargaining unit comprisedof all professional employeesof Atomic Energy of Canada Limited,
Whiteshell, performingengineeringor scientificwork for the Whiteshell establishment,
excluding casual employeesand all personsat the organizationallevel of branch rmanager or
above, as describedin the certificateissued by the Canada Labour RelationsBoard dated
February 14, 1996,

1,02 The Company and the Instituteagree that “students”, “casual employees", “contract
personnel” and “attached staff', as defined in Article 7 (Non-ContinuingProfessional Personnel)
shall not be included in the bargaining unit.

ARTICLE 2 - RESERVATION OF MANAGEMENT RIGHTS

2.01 The Institute acknowledgesthat it is the responsibilityof the Company, subject to the
provisionsof this Agreement, to:

(@  Maintainorder. disciplineand efficiencyand, to this end, make and alter from
time to time the rules and regulations to be observed by employees;

®) Hire, discharge, transfer, promote, demote, suspend, lay off, or discipline
employees;

(¢)  Generally manage the enterprisein which the Company is engaged and, without
restricting the generalityof the foregoing, determine: the research, development
and production programs and schedules; staffingand facilities; the methods,
systemsand processes to be used; and the control of all equipment, materials and
facilitiesused.

ARTICLE3 - LEGISLATION AND EMPLOYEE RIGHTS

Conflict with Legislation

3.01  Shouldany provision of this Agreement be found to be in conflict with an applicable
statute, then the parties shall meet and determinea satisfactorysettlementof the provision in
conformity with the statute. The remaining provisionsof the Agreement shall continue to be
operative and binding on both parties. Nothing in this Agreement shall be construed as an
abridgementor restrictionof any employee's constitutionalrights or of any right expressly
conferredby an Act of the Parliament of Canada.
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Dlserimination and Harassment

3.02 There shail be no discrimination, interference, restriction, coercion, harassment, or
intimidation exercised or practiced with respect to an employee by reason of age, race, creed,
colour, national origin, religious affiliation, sex, sexual orientation, disability, conviction for
which a pardon has been granted, marital status, family status, or membership or lawfu! activity
in the Institute.

3.03 The Institute and the Company recognize the right ofemployees lo work in an
environment free from harassment and agree that harassment will not be tolerated in the
workplace.

Picket Lines

3.04 The Company will not expect an employee to cross a picket line if to do so would place
the employee's life, limb or personal property injeopardy.

ARTICLE4 - COMPANY RULES

4.01 A copy of all Standard Policies and Proceduresand gensrat communications lo
employees will be forwarded to the Chairperson of the Whiteshell Professional Employees
Group.

402 Revisions to Standard Policies and Procedures referenced in this Collective Agreement
will not be considered as implemented until discussed and approved by the Institute and when
issued will be posted on bulletin boards for tert (10} working days.

4.03 Newand revised Standard Policies and Procedures that affect terms and conditions of
employment will be provided to (he Whiteshell Professional Employees Group for comment(s)

prior lo implementation and, svhier issued, will be posted on bulletin boards for ten {10) working
days.

ARTICLE 5 - NO STRIKE OR LOCKOUT

5.01  There shall be nostrikes, walk-outs. lockouts, slowdowns, or other similar interruptions
of work during the term of this Agreement.

5.02 The definition of strike shall be that as laid down in Pari | of the Canada Labour Code.



ARTICLE 6 -ESSENTIAL SERVICES

6.01  Ifatany time during, or after the termination of thiis agreement, the employees
represented by the Institute should engage in a stoppageof work, the Instituteand the Company
will meet in advance to negotiate an agreementrespectingthe maintenanceof essential services,
such as protection of Company property and the preservation of public safely.

ARTICLE 7. NON-CONTINUING PROFESSIONAL PERSONNEL

7.01  Subjectlo the provisionsof this Article, the Company may continueto utilize from time
to time Non-Continuing Professional Personnel as defined in 7.02 and 7.03 below.

7.02  The followingeategaries of persons are not members of the bargaining unit:

(a) A "student"is anemployeewnho is hired on a part-timeor short-term basis, either
during the student's normal vacationperiod or a work term to fulfill the student's
normal educational curriculum. A studentwho has completedor suspended the
student's course of training is excluded from this definition.

(b “"Casual employees” are those employeeshired on a casual roster for a period of
twelve (12) months and are only paid for actual days worked. Casual employees
will be eligible for up to one month of continuousemploymentin this twelve (12)
month period.

(¢)  "Contractpersonnel" are those personshired from other organizationsto provide
temporary professional servicesof up 10 twelve (12) months duration.

(d)  "Attachedstaff" are employeesof other AECL sites or other organizationswho
are on temporary assignmentat Whiteshell Laboratories.

Employment in the categoriesspecifiedin (b) and (c) above shall not be exceeded without
agreementof the Institute. The Institute shall not unreasonably withhold agreement.



ARTICLE 9 - FLEXIBLE WORKING ARRANGEMENTS

Principle

9.01  The Companyand the Institute recognize that the interests of the Companyand of
employeesmay be served by promoting flexibilityin work hours to accommodate changesin
work requirements, peak work demands and varying personal needs.

Flexible Hours (Alternate Work Schedules)

9.02  The partiesrecognize the advantagesof flexibilityin the administrationof normal hours
of work where safety, operationalefficiencyand cost effectivenessare not adversely affected.
To this end, an employee may work flexible hours as long as the normal daily hours amountto
seven and one-half (7 1/2).

Banked Time

9.03 In additionto the normal work schedule,a day worker may elect to accumulateextra
hours on & straighttime basis to a nsaximum of ssvsaty-five (75) hours as banked time. The
accumulationof such extrahours must be on productivework with ¢he prior approval of
management, worked in minimum thirty (30) minute periods. Opportunitiesto accumulate
banked time will not be unreasonably restricted.

9.04  While the schedulingof time off with pay covered by accumulatedBanked Time credits
issubject to Company approval, management shall make every effort to grantan employee's
request to use banked time and may only deny such a request where it conflicts wilh operational
requirements. Banked time may not be converted to payment in lieu at any time with the
exception of terminationdue to death as referenced in Clause31.02.

ARTICLE 10 -OVERTIME

Principles

10.01  Management will not compel employeesto use a time banking arrangementas a
substitute for scheduled overtime. However, subjectto clause 9.03, an employeewnho isentitled
to monetary compensationunder this Article for hours worked will have the option of crediting
any or all of such hours to banked time at a straight time rate for actual hours worked, in lieu of
overtimecompensationfor such hours.



Overtime Compensation

10.02 Where managementdirectsan employeeto work in excessof the normal hours of work,
and operational requirementsdo not allow flexibility in the schedulingof these required hours,
monetary compensationwill be paid as follows:

(@  Onanormalwork day, when the overtime period continues for at least one (1)
hour beyond the employee's normal work day, all overtime will be paid at the rate
of time and one-half (1.5);

(o)  Onaday of rest, all overtimewill be paid at the rate of:

@)  timeand one-half(1.5) forall time worked on the émployee's firstday of
rest;

(i) double (2) time for all time worked on the employee's second day of rest.
(¢ OnaCompany Holiday

@i all overtime will be paid at the rate of time and one-half(1.5) in addition
to the normal day's pay already provided, or

Gy an employee who works a full normal day may elect to take an alternate
day of leave with pay and will be paid at the rate of lime and onc-haif (1.5)
which ineludes the normal day's pay already provided. All hours worked
in excessof the normal day will be paid at the rate of time and one-half
(1.5).

Call-Back Compensatjon

10.03 Where an employeeis called back to work by the Company outside of normal working
hours, the employee shall be compensated for all hours worked at the applicable overtime rate.
At no time will this compensationbe for less than four (4) hours which will be paid at the
applicableovertimerate.

Meal Period Compensatlon

10.04 Employeesworking more than two (2) management-directed extra hours will be
permitted to take a thirty (30) minute meal period if these hours are at the end of a regular work
period. If taken, the employeewill be paid for the meal period at the applicableovertime rate.
Employeeswill be entitled to a thirty (30) minute meal period at intervalsof five (5) hours
beyond the end of the previousmeal period.



10.05 An employee who is entitled to a meal period will be paid $10.00 in respect of the meal.
This meal allowance will not be provided for pre-arranged overtime on a scheduled day of rest.

Travel Time Compensation

10.06 On weekdays, employees shall be compensated in the form of banked time for all travel
hours approved by management beyond the normal work day in excess of one (1) hour per day.

10.07 Employees directed to travel on weekends (i.e., after 18:30 on a Friday) shall be
compensated in the form of banked time for all travel hours.

10.08 Employees directed to travel on Company Holidays shall be paid for all travel hours up to
a total of seven and one-half (7 1/2) hours per day at the ovedime rate of time and one-half (1.5).
In addition, emplayees will be provided with equivalent time off in licu of all travel hours.

General

10.09 When an employee attends a professional development course or conference for the
purpose of learning about new developmenis or to deliver a paper, the employee will receive full
normal salary, but will be ineligible for compensation for extra work or travel hours. Where the
Company directs an employee to attend such events to represent the interests of the Company,
the provisions of Article {0 shall apply.

10.10  An employee will be required to provide and pay for transportation when on overtime
assignments at the normal work site, except when the overtime worked is immediately after the
regular working hours of the employee and the employee was not advised of the overtime prior
to the start of the work period;

10.11 Compensation pursuant to this Article, when in the form of monetary payment, will be
computed to the nearest thirty (30) minutes.

ARTICLE 11 -VACATION LEAVE

1101 Bxceplt as modified herein, the provisions of Company policy RCW - 2.37, "Vacation
Leave - Salaried Employees", dated August 1989 shall apply and shall be deemed to form part of
this Agreement.

11.02 While the scheduling ofvacation is subject to Company approval, managament shall
make every effort to grant an employee's request for vacation leave and may only deny such &
request where it conflicts with operational requirements. Vacation leave may be used in
minimum increments of one-half hour.



11.03  Vacation leave shall be credited to employeeson the followingbasis:

@ New employees earn vacation leaveat the rate of one and one-quarter () 1/4) days
per month. After six (6) months ofservice, they are credited with vacation leave
to the extent of the amount that they will earn to the end of the vacation year
(March 31st). Employees who have been rehiredare credited with the period or
periods of previous AECL service (student employment periodsexcluded) far
vacation purposes and will earn vacation leave at the appropriaterate for the
employee’stotal eligible AECL service.

(o)  Employees who have completed six (6) months or more of service in their current
period of employmentshall be credited with vacation leave as follows:

Vacation Credit
(cffective 1999 April 01)

Servie April 61 Effective April 0
172 but less than 6 years 15 days
6 but less than 7 years 16 days
7 but less than 8 years 17 days
8 butless than 9 years 18 days
9 but less than 10 years 19 days
10 but less than 14 years 20 days
{4 but lessthan 16 years 21 days
16 but lessthan 19 years 22 days
19 but less than 22 years 23 days
22 but lessthan 24 years 24 days
24 but less than 25 years 25 days
25 but lessthan 27 years 26 days
27 bot less than 28 years 27 days
28 but less than 31 years 28 days
31 but less than 32 years 29 days
32 years or more 30 days
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Yacation Credit

(effective 2000 April 01)
Service by Aprll 01 ffecti il 01
172 but less than 6 years {5 days
& but less than 7 years 16 days
7 but lessthan 8 years 17 days
8 but less than 9 years 18 days
9 but lessthan 10 years 19 days
10 but less than 14 years 20 days
14 but lessthan 16 years 21 days
16 but lessthan 18 years 22 days
18 but less than 20 years 23 days
20 but less than 22 years 24 days
22 but less than 23 years 25 days
23 bat less than 25 years 26 days
25 but less than 27 years 27 days
27 but lessthan 29 years 28 days
29 but less than 3t years 29 days
3 1years or more 30days

ARTICLE 12 -COMPANY HOLIDAYS

12.01 There shall be twelve (12) Company holidays each calendar year.

(a)  Nine (9) designated Company Holidays, to be observed on Monday to Friday
inclusive, are as follows:

Good Friday
Victoria Day

Canada Day .
August Civic Holiday
Labour Day
Thanksgiving Day
Christmas Day
Boxing Day

New Year's Day

Holidays that fall on either a Saturday or a Sunday will be observed on the next
working day(s) foltowing the holiday.

1



(i)

The remaining three (3) days will be considered as individually floating
holidays which may be taken at the request of an employee subject to
operational requirements. Unused Company holidays from the previous
calendar year cannot be carried over io the next fiscal year.

For employees hired during the year, the three (3) floating Company
Holidays will be pro-rated as follows:

- hired before May 01; three (3) floating Company Holidays;
- hired May 01 to August3|; two (2) floating Company Holidays;

- hired September01 io December31; one (1) floating Company
Holiday.

For employees terminating during the year, the three (3) floating Company
Holidays will be pro-rated as follows:

terminating prior to May 01, one (1) floating Company Holiday;
- terminatingMay 01 to Augus! 31; two (2) floating Company Holidays;

terminaling September01 to December 31; three (3) floating Company
Holidays.

ARTICLE 13- OTHER LEAVE PLANS

13.01  Exceptas modified herein, the provisions of the following Company policies shall apply
and shall be deemed to form part of this Agreement.

Policy

RCW-2.38
1987 April

RCW-2.4(
1992 June

Subject Matter

Furlough Leave

Maternity, Child Care and Adoption Leave



RCW-2.42 Miscellaneous Leave and Leave Without Pay

1989 August
-court leave
-accident leave
-sabbatical leave
-military leave
-leave without pay
RCW-2.44 Personal Business Days
1992 January

Special Leave

13.02 Special leave. provides limited leave with pay when it is necessary for an employee to be
absent from work under specified circumstances. For purposes of this clause, the following shall

apply:

(@)

®

“immediate family” is defined as father, mother, foster parent, brother, sister,
spouse (including common law spouse), child of the employee (including child of
common law spouse), father or mother of the employee’s spouse. and other
relatives living in the same household with the employee;

“non-immediate family" is defined as the employee’sgrandparent, grandchild,
son-in-law, daughter-in-law, brother-in-law and sister-in-law.

Death in the Immediate Family

©

In the case of death in the immediate family, an employee will be granted special
leave with pay on any of the normal working days that occurs during the three (3)
days immediately following the day ofdeath. Where necessary, up to three (3)
days of special leave with pay may also be granted to settle the esiate within one
(1) year ofthe death, provided the employee receives no fee or other remuneration
forthis. In either case, additional special leave with pay, normally not exceeding
two (2)days, may be granted if the employee must miss more than three (3) days
of work due to the length ofthe trip required.

Deatk in the Non-Immediate Family

¢}

In the case of death in the non.immediate family, special leave with pay not
exceeding one (1) day will be granted to attend the funeral. Additional special
leave with pay, not exceeding one (1) day, may be granted due to the length of the
trip required.
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Birth or Adoption of Child
@ Employeeswill be granted one (i) day of special leave with pay when their
spouse gives birth or to arrange for the adoption of a child.

Marriage Leave
® Five (5) days of special leave with pay will be granted for the marriage of an
employee, provided that the employeewill be continuingemploymentafter
marriage. Leave may be taken. where extenuatingeircumstances exist, within
thirty (30) calendardays following the marriage.

Veteran's Examinatlons
(g)  Uptothree(3) daysof special leave with pay may be granted to a veteran
required to report for Department of Veterans Affairs (DV A) medical or pension
examinations.

13.03  Additional leave requests in respect of special circumstancesrelated to sub-clauses
13.02(c), (dy and (e) will be considered by management.

Personal Business Days

13.04 One(l) day paid leave per fiscalyear will be credited to employees for use in personal or
special circumstances. The granting of leave will be subjectto operational requirementsand will
not be unreasonablywithheld. Unused leave to a maximum of ten (10) days may be carried over
to the next fiscal year.

ARTICLE 14 - INCOME PROTECTION FOR ILLNESS AND DISABILITY

14.01  Except as modified herein, the provisionsof Company policy RCW-2.39, "Disability
Income Protection Program and Sick Leave Plan - Salaried Employees", dated 1989 December
shall apply and shall be deemed to form part of this Agreement.

14,02 Sick leave with pay shall accumulateon the following bases:

()  Forthose employees as of 1979 July 31, who elected to continue with the sick
leave provisionsin effecton that date, sick leave shall accumulate at the rate of
one and one-quarter(l 114)days for eachmonth of service, provided the
employcc receives salary for at least ten {10y days in each month. If an employee
whose attendancchas been satisfactory is absent due lo a certifiable illness or
disability and has exhaustedthe employee's sick leave credits, the employee will
be granted a limited advanceof sick leave credits.

-14-



(b)  Those employeeson strengthas of {979 July 3 I, who elected to enter the sickness
disability income proleclion plan effective 1979 August 01 shall, in additionto
their existingsick leave credits. receive a credit of six (6) days each year on April
1st.

(¢)  All employeescommencing employmenton or after 1979 August 01 shall receive
an initial credit of

) six (6)days sick leave if employniciit commencesduring the period
April 1st through September30th, or

(ii) three (3) days sick leave if employment commences during the period
October It through March 3{st,

and a further credit of six (6)days sick leave on each subsequent April ist.

(d)  Employees who areabsent on Long Term Disability Plan benefits on April 1st
shall not be credited with the annual additional sick leave referred to in sub-
clauses 14.02(b} and (c) until the April st followingtheir recovery and returnto
work; the creditwill be six (6) days if the employeerecoversand returns to work
on or before October st and three (3) days thereafter.

1403 When employces to whom sub-clauses 14.02(b) and (<) apply have exhaustedall sick
leave credits, they will be eligible for seventy-fiveper cent (75%) of their basic salary during
necessary absencesdue to sicknessor disability, lo a maximum of twenty-six (26) weeks. This
benefit will be re-establishedafier a return to normal duties of at least ten (1@) consecutive
working days in the case of a recurrenceof the disability, or at least one (1) day in the case of a
new disability.

Long Term Disabllity

14.04 The Long Term Disability Plan will apply to all continuingemployeeshired on or after
1979 August0t, and to those on strengthprior to this date who were eligible for, and who
elected for coverage. Upon expirationofcoverage under clause [4.03, coveredemployecs are
eligibleto receive long term disability bensfits in accordancewith Mutual Life Policy #G960, or
equivalent. The Companywill pay fifty per cent (50%) of the premium cost of this plan.
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ARTICLE 15 - PUBLIC SERVICE SUPERANNUATION AND GROUP INSURANCE

PLANS

15.01 Except as modified herein, the provisions of Company policy RCW 2.12, "Pension and
Benefits Insurance Plans" dated 1987 April shall apply and shall be deemed to form part of this

Agreement.

Public Service Superannualion

15.02 Employees will continue to be covered by the Public Service Superannuation Act (Parts |
and 111), the terms of which are not subject to collective bargaining.

Medical-Hospital

1503 @

®)

The Company will provide the group Extended Health Care Plan under policy

#12938 (provided by Liberly Health), or equivalent, and will pay sixty per cent
(60%) of the premium necessary for full time continuing and regular part-time

employees.

The Company will provide group Out-of-Country Deluxe Travel Coverage
through a rider to the current Extended Health Care Plan. Monthly premiums
supporting this plan will be paid by the Company. The Company will provide
single out-of-country coverage to employees who do not subscribe to the
Extended Health Care Plan.

Group Life Insurance
15.04 Group life insurance coverage will be provided as follows:

@

®)

The cost of the first annual earnings coverage is paid by the Company and
participation in the plan iscompulsory. If the basic annual salary is not a multiple
of § 250, the benefit isadjusted to the next higher multiple of $ 250.

The cost of the second annual earnings coverage is shared by the Company and
the employee and participation in the plan is compulsory. The shared cost is 1/6
paid by the Company and 3/6 paid by the employee. If the basic annual salary is
not a multiple of $ 250, the benefit is adjusted to the next higher multiple of
$250. At age sixty-five (65) or date of retirement, whichever is later, employecs
areeligible for a paid-up benefit of § 500 without further contributions.



Dental Insurance Plan

15.05 The Company will pay one hundred per cent (100%) of the premium cost of the Dental
Care Plan in effect January 1, 1996 to all continuing employees and will pay 100% of the
premium cost of this plan for employees working a schedule of eighty percent (80%) or greater.
For employees working less than cighty percent (80%) the Company will pay sixty percent
(60%) of the premium.

Benefits for specified restorative services will be reimbursed et the rate of sixty-five per cent
(65%) of the applicable Dental Association Fee Guide for General Practitioners in the employee's
province of residence. All other insured benefits will be reimbursed at the rate of eighty percent
(80%) of the applicable Dental Association Fee Guide for General Practitioners in the employee's
province of residence.

15.06 The 1998 Manitoba Dental Association Fee Guide for General Practitioners referenced
above shall be the Guide effective the date ofratification of this Collective Agreement. The
1999 Manitoba Dental Fee Guide will be applied effective the date of its proclamation.

ARTICLE 16 - WORKFORCE ADJUSTMENT PROCESS

Advance Notiee and Alternatives to Lay-Off

1601 (@ The Company and the Institute recognize that program decisions and business or
economic factors may require adjustments in the number of professional science
and engineering positions. In such situations, the Company will advise the
Chairperson of the Whiteshel) Professional Employees Group concerning an
anticipated workforce adjustment as far in advance as possible of written
notification of lay-offs. but in no event less than two (2) weeks in advance. The
Company and the Institute agree to work together to identify options for
minimizing the impact of the workforce adjustment on affected employees,
including opportunities for redeployment, retraining, work-sharing and voluntary
substitution.

D) Employees seconded to a project outside of their home Division (or equivalent)
will be considered as part of the Division (or equivalent) for any lay-off decisions.
They have the right to return to their home Division (or equivalent) when the
projecl is completed or if project funding is discontinued.

-17-



Lay-Off

16.02 (a)  Subjecttosub-clause 16.02(b), knowledge, skill and ability related to the
remainingwork of a Division (or equivalent)will be the deciding factors in the
determinationof those employeesto be given a writtennotice of lay-off in a
workforce adjustmentsituation.

(b)  Among the employeesaffectedby an anticipatedworkforceadjustment, a
continuing employeewill be retained in preference to a non-continuing employee
or contract personnel provided the continuingemployee is capable of performing
the necessary work within a reasonableperiod of time.

(¢}  Unlessotherwise provided for in the Canada Labour Code, an employee
designated for lay-off will be provided as much advance notice as possible, but in
no case less than ten (10) weeks ofwritten notice prior to the effective termination
date.

(d)  Inexceptionalcircumstances,an employeemay receive equivalentpay in lieu of
written notice of lay-off under this Article.

Voluntary Substitution

16.03 An employeein a funded position may apply for voluntary substitutionwith an employee
who is in receipt of a lay-off notice. The Manager in whose branch the funded position resides
will be responsibleto determinewhether to allow the substitutionbased on knowledge, skill and
abilityto do the remaining work, and other bona fide business considerations.

Redeployment

16.04 Bargainingunit employeeswho are in receipt of a lay-off notice or who selected option
(2) in clause [6.08 on lay-off will be given first considerationfor redeploymentto bargaining
unit work prior to posting of internal competitionsor prior to an external commitmentto hire for
those positions previously posted. In the case of an emptoyee who has been laid-off, this
provisionwill remain in effect for a time period equal to the period of continuous service but not
to exceed twenty-four (24) months followingthe effectivedate of lay-off.

16.03 Redeployment pursuant to clause 16,01 or 16.04 shall be contingenton the knowledge,
skill and ability of the employeeto meet the essential requirements for, and substantially perform
identified work within a period of six (6) menths or longer as may be mutually agreed. Among
candidates who meet the requirementsfor redeployment to a position, the most meritorious will
be selected.



16.06 The offer of redeployment may be at a classificationlower than that of the affected
employee. Employees redeployed to another position pursuant to this Article shall receivethe
rate of pay of their formerposition. When an employee's classificationprior to redeploymentis
SE S or SE &, and when his/er salary exceedsthe SE 4 Control Salary, histher salary may, at the
Manager's discretion, be held constant (no merit or scale increase) until the SE 4 Control Salary
exceedsthe employee's salary.

16.07 An employee who has been redeployed will receive an interim performance assessment
on completionof three (3) months in the new position. An employeewho has met the essential
requirementsfor, and substantially performs identified work within the period established under
clause 16,05 shall be confirmed as a continuingemployeein the positionat the end of this
period. \Where an employeewlio has been redeployed is unable to meet the essential
requirementsfor, and substantially perform identified work within the period established under
clause 16.05, the employeewill receive written notice equal to the greater of:

i the number of unused weeks of lay-off notice period provided under clause
16.02(c); or

(ii)  two (2)weeks.

On receivingnotice of lay-off, the provisionsef clause 16.04 apply. The employeewill be
entitled on lay-off to terminationCompensationas per clauses 16.08 and 3 1.64 (Lay-off).

16.08 Where an employee cannot be redeployed as per the provisionsof this Article, the
employeeshall be laid off on the effectivedate referenced in the notice letter and compensatedas
per clause 31.04 (Layoff) in one of the following ways:

n A lump sum payment for those employeesnot seeking re-employmentwith the
Companyduring the twelve (12) month period followingtermination,or

(@ An equivalentamount paid in equal installmentsover the number of weeks of
severanceentitlement for those employeeswishing to retain an option for re-
employmentwith the Company as defined in 16.04 above. All remaining
severance payments are waived upon re-employment with the Company and shall
be deemed not to have been received for purposes of Article 31 (Termination
Compensation).



ARTICLE 17 -PART-TIME EMPLOYEES

17.01 For part-time employees, the provisions of this Agreement shall be administered in
accordance with RCW-2.03, "Part-Time. Short Term and Student Employees (Salaried) - Benefit
Programs" dated 1987 April, which shall form part of this Agreement. Where this Agreement
provides a superior benefit schedule than provided under RCW-2.03, the schedule provided in
this Agreement shall take precedence.

ARTICLE 18 -JOINTCONSULTATION

18.01 In accordance with the Preamble to this Agreement, there shall be a Joint Consultation
Commitiee which shall normally meet quarterly at a mutually agreed time or more often at the
request of either party. The Commiltee shall consider matters of mutual interest, including the
promoation of education and professional development, employment conditions. matters affecting
employee welfare, and disputes referred to it pursuant to Article 20 (Dispute Resolution
Procedure). The Committee shall not agree to items which would alter any provision of this
Agreement.

18.02 Consistent with the requirements of the Canada Labour Code, the parties also agree to
participate in a Health and Safety Committee which shall consider all health and safety matters
of mutual interest.

ARTICLE 19 - INSTITUTE REPRESENTATION

Deductions of Institute Dues

19.01 (a) The Company will deduct a sum equal to the regular monthly Institute
membership dues from the first pay in each month of all employees in the
Bargaining Unit, to the extent that sufficient unencumbered earningsare payable
to the employee.

(b  The Company will remit the sum deducted, together with a list of the employees
from whom deductions have been made, to the Executive Secretary of the
Institute within fificen (IS) days. The list shall be in alphabeticat order and shall
include the name, employee number, and the amount of Institute dues deducted
from all emsployees in the Bargaining Unit.
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(¢)  The Institute shall inform the Company one (I) month in advance, in writing, of
any change in the authorized monthly membership dues to be deducted for each
employee.

(d)  The Institute agrees to indemnify and save the Company harmless against any
liability arising out of the application of this clause, except for any claim or
liability arising out of an error committed by the Company.

Information

19.02 The Company agreesto supply each new employee with a copy of the Agreement and
any amendments thereto.

19.03 Each new employee will be informed of the name of the Institute representative in the
area in which the employee will be working or, where there is no appropriate representative, the
name of the Chairperson of the Whiteshell Professional Employees Group. The Company will
notify the Whiteshell Professional Employees Group of the name and location of the new
employee.

Bulletin Boards

19.04 The Company agrees to provide accessto bulletin board space for the use of the Institute.
It isunderstood tliat postings which may be of'a controversial nature will be discussed with an
Employee Relations representative before posting.

Institute Representatives

19.05 (a) The Company acknowledges (hat Institute officers or employees appointed as
representatives by the Institute will be required from time to time to leave their
Company duties in order to perform, on behalf of the Instilute, funclions provided
for in this Agreement. It is expected that Institute members will inform
supervision of such absences fron: the workplace and will endeavour to ensure
that these absences do not result in operational difficulties.

(b) In accordance with the above understanding the Company will compensate
Institute officers and representatives for the time spent in performing functions
outlined in sub-clause 19.05(a) for duties performed on Company premises, to a
reasonable amount of time in any week at their regular rate of pay, but this will
not apply to time spent on such matters outside of their regular work hours. In the
case of direct negotiations to reach a Collective Agreement, the number of
Institute members on leave with pay will be limited to three (3) representatives.
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Leave of Absence

19.06 (a) Where operationalrequirementspermit, leave of absence without pay shall be
granted to an employee for the purpose ofattending Institute meetings distant
from the Whiteshell Laboratories, or lo represent the Institute in conciliation,
arbitrationcases or other proceedingspursuant to the Canada Labour Code.

()  Anemployeewho is elected President of the Institute shall be granted leave of
absence without pay for the term of such office.

Access to Premises

19.07  An accredited representativeofthe Institute shall be permitted access to the Company's
premiseson businessrelated to the administration of this Agreement and to attend meetings
called by management. Permissionto enter the premisesshall, in each case, be obtained from an
Employee Relationsrepresentative, Access shall be confined to the specific purposeand area for
which permissionis granted.

Institute Meetings

19.08  The Institute may on occasion hold meetingson Company premises provided such
meetingsare planned and conductedto avoid interference with other employees, or the work of
the Company. With the exceptionof lunch-timemeetings involving Institute operating
committees, meetings must be agreed to in advanceby an Employee Relationsrepresentative.

ARTICLE 20 -DISPUTERESOLUT ION PROCEDURE

Objective

20.01 Consistentwith the preamble to this Agreement, the Company and the Institute share a
desire to resolve disputes or disagreementswherever possible through a co-operative process
characterizedby prompt and open discussionand creative problem-solving. To this end, the
followingdispute resolutionproceduresshall apply.

Employee-Management Meeting

20.02 Whereadispute or disagreement arises between an employee(s) and management, the
individualsinvolved shall meet as soon as possible (normally within ten (10) days of the
occurrencewhich givesrise to the dispute or disagreement)to explorethe possibility of resolving
the matter without recourseto subsequentsteps in this dispute resolution procedure.
Representativesofthe Company and the Institute shall only attend the meeting where special
circumstancesexist. Where the meeting does not resolve the dispute or misunderstanding,or
where ten (10) days have elapsed since the matter was firstbrought to the Manager's attention
for the purpose of seeking resolution, the matter may be referred by the employee in consultation
with Institute representativesto the Dispute Mediation Committee provided under clause 20.04.
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20.03 Where special circumstances suggest that an employee-management meeting may not
contribute to the resolution of & disputeor disagreement, or in a case ofdiscipline. the Company
and the Institute may agree to refer the matter directly to the Dispute Mediation Committee.

Dispute Mediation Committes

20.04 (a)  The Company and the Institute will each nominate at least three (3)
representatives to form a Dispute Mediation Cammities. For the purpose of
addressing an individual case, a sub-committee drawn from the nominated
members will be deemed to act as the Committee, provided that such a sub-
committee is composed of an equal number of Company and Institute members,

(b)  The Dispute Mediation Committee mandate will be to inquire into the facts of any
dispute or disagreement referred to it (normally within ten (I 0) days of receipt of
the request for a meeting), to meet with the individuals involved and to attempt to
find an acceptable resolution of the matter.

(© Where amatter referred to the Dispute Mediation Committee remains unresolved
and either the Company or the Institute deems that further progress cannot be
made, the employee and the manager involved will be so notified in writing. If no
such notice is received within thirty-live (35) days from the date of referral,
wrilten notice that further progress cannot be achieved will be deemed to have
been given for purposes of clause 20.07, unless the individuals involved mutually
agree to extend the time period for the Dispute Mediation Committee.

20.0S The Dispute Mediation Committee shall report on its activities at each meeting of the
Joint Consultation Committee. Notwithstanding the presentation of a grievance on an unresolved
matter pursuant to clause 20.07, the Joint Consultation Committee may give further
consideration to an outstanding issue and attempt to find an acceptable sofution.

Procedure far a Discharge or Lay-off Dispute

20.06 Inthe ease of a dispute concerning discharge or lay-off, the matter will be referred
directly to a grievance hearing unless the Company and the Institute agree otherwise. No case of
discharge or lay-off shall be entitled lo consideration at a grievance hearing unless filed asa
grievance within twenty (20) daysafter the employee has been notified in writing of the
discharge or lay-off and the Chairperson of the Whiteshell Professional Employees Group so
advised.
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Grievance Hearing

20.07 Where the subject matter of a dispute or disagreementcomprisesa grievanceas defined
in clause 20.10 and notice has been given pursuantto clause 20.04 that the matter has not been
resolved, a representativeof the Institutemay, within ten (10) days of the date of the notice,
submita grievance on the matter to an EmployeeRelations representalive. The grievance shall
be detailed in writing on a standardgrievance form (and will include the names of the persons
involved, the date the grievanceoccurred, the facts pertaining to the grievanceand the remedial
action requested) over the signature of the employeeand [he Inslitute representative.

20.08 Institute representativesshall present the grievanceat a hearing conductedby an
Employee Relations representativewho shall conductthe hearing and ensure that appropriate
Company representativesattend. A written decisionshall be conveyed to the Chairpersonof the
Whiteshell Professional Employees Group within twenty (20) days of receipt ofthe grievance.
Failureto render a decision within the twenty (20) days will allow the Instituteto proceed to the
next stage of the grievance. If no action pursuant to Article2! (Arbitration)is initiated by the
Institute in response to this decision, the grievanceshall be considered as settled.

Administeation
20.09 (a) The word “days"as used in this Article and for purposesof Article21
(Arbitration)excludes Saturdays, Sundaysand Company holidays.

(by  Grievanceformsshall be provided by the Company. A grievanceshali not be
deemed to be invalid by reason only ofthe fact that it is not in accordance with
the form supplied by the Company. A fer final dispositionof'a grievance is
effected, the Company and the Institute shall retain a copy.

¢y  Any time limitsspecified in this Articlemay be extended by mutual agreement
between the Instituteand the Company.

Definition of Employee Grievance
20.10 For the purpose of this Article, an employeegrievance is defined as a dispute ot
disagreementbetween the Company and one (1) or more of its employzes which

()  arisesunderand by virtue of the application or interpretationof the provisions of
this Agreement;

(by  arises from alleged abuse of discretionby Company management in their
treatmentof eimployees With respect to matters provided in this Agreement;
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or

(c) relates to the discipline, demotion or discharge (other than on probation) of an
employee where such employee believes that the discipline, demotion or
discharge was not forjust or sufficient cause.

Company or Institute Dispute
2011 (a) In the case of a Company or Institute dispute, the Joint Consultation Committee
(Article IS) shall be deemed to serve as the Dispute Mediation Committee.

(b) Company Dispute

The Company may meet with the Institute or may bring forward to the Joint
Consultation Committee, any dispute with respect to the conduct of the Institute.
1f such a dispute is not settled to the mutual satisfaction of the parties, it may be
treated as a grievance and, if unresolved, referred to arbitration.

{c} Institute Dispute

Any difference arising directly between the Institute and the Company involving
the interpretation or alleged violation of this Agreement which cannot otherwise
be dealt with under the provisions of this Article will be referred to the Joint
Consuktation Committee. This process may be initialed because of the inability or
refusal of an employee 1o submit a grievance or because the matter affects a group
of employees.

(dy  Ifthe matter is of special urgency, it may be submitted directly to a grievance
hearing.

ARTICLE 21 -ARBITRATION

21.01 Within twenty (20) days after the final response ton grievance has been given as provided
for in Clause 20.08 (Dispute Resolution Procedure), and one of the parties is not satisfied with
the response, the matter may be submitted to arbitration. In a case against the Company, the
notice of arbitration shall be given to Employee Relations, and in a case against the Institute, to
the Chairperson of the Whiteshell Professional Employees Group.

21.02 The matter to be arbitrated shall be confined to the issue raised in the original grievance.
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21.03 Within ten (10) daysafter notice of arbitrationhas been served in accordancexwith
Clause21.01, the parties will communicate for the purpose ofselecting a singlearbitrator. Upon
failure to agree on the selectionof an arbitrator, the matter shall be referred to the Minister of
Labour of the Governmentof Canadawith the request that the Ministerappointan arbitrator.

21.04 The costs of the servicesof the arbitratorand other incidental costs related directly to the
arbitration proceeding shall be borne equally by both parties.

21.05 The decision of the arbitratorshall be final and binding on all parties coneerned.
21.06 The arbitratorshall have no power to add to nor to subtract from nor to modify the terms

of this Agreementor any Agi made suppl tary hereto, and shall render a decision not
inconsistentwith the terms of this Agreement.

Pre-Arbitration Review Hearlng

21.07 Upon agreement of the parties,a matter which has been submitted to arbitration pursuant
toclause2t.01 may be considered by an agreed third party at a pre-arbitration review hearingat
which the Company and the Institute will outline the argumentsto be presented at arbitration.
The third party will advise the Company and the Instituteof the decisionthe third party would
render as an arbitrator on the argumentsas presented. The result of this pre-arbitration hearing
will be non-bindingand will not be referred to by either party during any subsequentarbitration
case on this matter. If the party to whom the pre-arbitration reviesy opinion is adverse elects to
continue to arbitrationand the subsequentarbitrationdecision is also adverse, that party shall pay
$2,000 to the other party in partial considerationof the estimated cost of the arbitration
proceeding. The costs of the third party at the pre-acbitration review shall be borne equally by
the Companyand the Institute.

ARTICLE 22 - EMPLOYEE FILES

22,01 Upon request of an employee, the personnel file of the employee shall be made available
forreview in the presence of a Human Resources representative.

22,02 When a report pertaining to an employee's performance or conduct is placed on a
personnel file, the employes concerned shall be given an opportunityto signthe report in
questionto indicatethat ils contents have been read, and shall be given a copy.

22,03 Disciplinarynotationswill be removed from an employee's fileafter a period of two (2)
years provided that no occurrence of a similar nature has taken place over this time. Disciplinary
notations removed from an employee's filewill be returned to the employee for disposal and will
not formthe basis for any subsequent disciplinaryaction.
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ARTICLE 23 - PERSONNEL RELIABILITY AND SECURITY

23.01 Mainfenance of Enhanced Reliability Status or the appropriatesecurity clearance for the
position held, as described by the Personnel Security Procedure (00-342.1 dated {997 April 30))
and the Security Policy of the Government of Canada, is a condition of employment forall
employeesin the bargainingunit.

23.02  An Enhanced Reliability Status or Security Clearance may be revoked or revised based

on new information. Where this action results in the Company revokingan employee's reliability
status or detrimentally changing a security designation, the employeeand the Chairpersonof the
Whiteshell Professional Employees Group shall be notified in writing of such action. The notice
shall disclose the reasons forthe Company's action to the fullest extent permissiblebby law and
shall inform the employee of the applicablerights of review and redress.

23.03 Wherever possible, considerationmust be given lo the reassignment of an affected
employeeio a position consistentwith the employee's new reliabilityor security designation.
Only where such reassignmentcannot be achievedmay the Company dischargethe employee.
Terminationof employment may be considered only whenall other options have been exhausted.

ARTICLE 24 - EMPLOYEE LIABILITY AND LEGAL REPRESENTATION

24.01 Theprovisionsof Companypolicy RC-5.04, "Employee Liability" dated 1988 April,
shall apply and shall be deemed to form part of this Agreement.

ARTICLE 25 - EMPLOYEE PERFORMANCE APPRAISALS

25.01 In conducting performanceappraisals, matnagentent shall assess in a fair and reasonable
fashion an ensployee's contributionsand achievementsrelative to the established goals,
expectationsand requirementsof the employee's position.

25.02 Eachemployee is entitled to a performance appraisal to be completed annually prior to
July Ist, An employee may request an interviewto review performance at any other time and the
Company shall make every reasonable effort to comply. In the case of a new employee, a
preliminary performancereview will be conductedduring the first six (6) months of
employment.
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25.03 The employee's views concerning contributions and achievements for the period under
review will be invited and considered before the performance appraisal is documented.
Management and the employee will discuss the documentation of this performance appraisal
prior to its contents being finalized. The employee shall be given an opportunity to sign the final
version of the performancc appraisal upon its completion and to append swritten comments within
one (1) week. The employee's signature on the performance appraisal shall be considered to be
an indication only that its contents have been read and shall not indicate concurrence with the
statements contained in the form. The employee shall be provided a copy of the performance
appraisal at the time it is signed by the employee.

25.04 The Company will consult the Institute prior to thie implementation of any substantive
changes in the performance review syster.

ARTICLE 26 - CAREER AND PROFESSIONAL DEVELOPMENT

Principles

26.01 Consistent with the preamble to this Agreement, the Company and the Institute recognize
that it is essential that professional employees possess the appropriate skills and knowledge to
enhance the Company's current and future competitive position, as well as their own career
advancement and job security. To this end, career and professional development efforts will
reflect the following principles:

(@  Carcer/professional development is a shared responsibility of management and
employees requiring joint planning and joint investment.

(b) Individual employeas are responsible for identifying their career/professional
development needs and for planning, investing in, and implementing their
development program as agreed with management.

(¢)  Management is responsible for actively promoting and guiding eareer/professionat
development and, to this end, will make every effort lo provide appropriate
resources and opportunities as agreed in the development programs ceferenced in
sub-clause 26.01(b).
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Implementation

26,02 The performance appraisal process will be used to ensure that an effective planning and
monitoring process for career/professional development isimplemented for each employee in the
bargaining unit. Each performance appraisal shall include professional development objectives
asagreed by management and the employee for the next appraisal period as well as for a period
of at least three (3) years. The employee and management will jointly plan the appropriate
activities necessary to achieve immediate and longer-term objectives andjointly revise the plan
as appropriate. Evaluation of the aitainment of stated professional development objectives shall
form an integral component of the appraisal process.

26.03 The parties recognize that carser/professional development opportunities must be
designed to meet individual and Company requirements and may take many formsincluding, but
not limited to, the following:

(@)  developmental job assignments:

(b)  external attachments to other organizations;

(c) self-directed learning;

@ attendance at conferences. conventions, courses and workshops; and

(e)  education and sabbatical leave.

26.04 Each fiscal year, the Company swill allocate a minimum of five per cent (5%) of the
bargaining unit payroll to be used for carccr and professional development opportunities for
members of the bargaining unit as defined in their career development plans as per clause 26.02.
All direct costs including salary are in this allocation. The implementation of this provision shall
be reviewed by the Joint Consultation Committee annually.

26,05 For purposes of administering this Article, the provisions of the following Company
policies shall be deemed to form pari of this Agreement:

@  RCW-2.25 "Company Support for Job Related Courses® dated April 1987,

) RCW-2.42 "MiscellaneousLeave and Leave Without Pay Salaried Employees™
dated August 1989;

and

(¢ RCW-2.43 "Education Leave With Pay" dated April 1987.
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ARTICLE 27 -PROMOTION

2101 (@ Review of employees' performanceand the decisionslo promote individuals will
occur coincidentwith the merit review. For 1998, 1999 and 2000, promotions
will be effectiveJuly 1" each year.

(o)  Theeligibilityofemployees forpromotionwill be assessed in a fair and
reasonablefashionwithina process which includesthe following:

0]

@)

(iii)

(iv)

Criteriaand procedures governing promotion decisions must be well-
defined and clearly communicated to employees(see Annex ).

An employee may request to be considered for promotion, or management
may initiatea ease for promotion as part of any annual performance
appraisal process.

All employeeswho have been paid at the top of a pay range or at or above
the control salary of a pay range for three (3) years or more shall have the
option to have their eligibility for promotion reviewed with senior
management. Thisoption shall be availableevery three (3) years.

The resultsof the promotion processwill be reviewed annually by the
Joint Consultation Committee.

Promotion to SE 2, SE3 or SE4

2102 ()  Progressionthrough the SE 1-3 rangesis considered normal for a scientistor
engineer, subject to performance and typical career development. In cases where
the Companyconsidersan employeeto have reached the limitsof career
advancement,the employeeand the Institute will be so advised.

(® On promotion, the employee's salary will be increased, inclusiveof merit, to the
greaterof:

0} the minimum of the higher range;
or

(iiy  basesalary plusaminimum of $1,800 from SE | lo SE 2, $1,600
from SE2 to SE 3, or $1,500 from SE 3 10 SE4.
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Promation to SE3 or SE6

27.03 (a)

®)

©

@

()

®

Employees will be advised when they are to be considered for promotion, will be
provided with a copy of the documentation submitted in their cases, and will be
informed of the reasons for a decision by September 30 for the review of 1999
and by September 30 for the review of 2000, For the review of 1998, the decision
to promote individuals for 1998 will be communicated within 10 weeks following
ratification of this Agreementand will be tetcoactive to 1998 July 01.

When an employee is considered for promotion, the merits of the case will be
fully discussed by the employee and management, and the employee shall be
accorded full opportunity to make written representations in support ofthe case.

Knowledgeable senior employees (SE 5 and SE 6) from the bargaining unit may
be involved in the preparation and/or consideration of promotion cases.

Pollowing any consideration of a case for promotion, the employee shall bz
notified in writing of the resulting decision. Wtiere promotion is not granted, the
employee shall have, on request, an interview with management where the
reasons for the decision will be fully revicwed.

‘The Whiteshell Professional Employces Group may nominate two (2) senior
employees (SC 5 and ST 6) from the bargaining unit who will participate in a non-
voting capacity on the senior management cominittee responsible for promotion
recommendations when promotion cases are considered.

On promotion. the employee's salary will be increased, inclusive of merit, to the
greater of:

0] the minimum ofthe higher range; or

@iy  basesalary plus a minimum of ${,000.
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ARTICLE 28 - INTERNAL COMPETITIONS AND TRANSFERS

2801 (a)  Subjectto the provisionsof Article 16 or unlesswaived by agreementwith the
Institute, internal competitionswill be held for continuingpositions within the
scope of the bargaining unit as definedin Article | (Recognition)which the
Company wishes to fill. Noticesdetailingthe qualificationsrequired and the
work involved will be posted for at least six (6)working days before the closing
date of the competition. Applicationsfrom employeesabsent from work during
the posting period will be considered if received within a reasonable period
thereafter prior to the completion of the selectionprocess.

()  Reassignmentofresponsibilities withinthe branch shall not be subject to the
internal competition process.

© In those situationswhere the Company wishes to reclassify to continuing status a
term employeewho has been appointedto a position originally posted as a
continuing position, repeat posting of the position will not be required.

28.02 Qualified applicants from within the bargaining unit and employeesfrom any group
which has agreed to provide open access on a reciprocal basis to posted internal competitions
will be given firstconsiderationin competitionsfor bargaining unit positions. Only whereall
such applicants have been rejected will considerationbe given to other applicants.

28.03 Subjectto clause 28.02, in any internal competition posted by the Company for a position
in the bargaining unit, candidatesshall be evaluatedagainst measurable qualificationsestablished
and posted in advance of the competition. Among candidateswho meet the minimum
qualifications for the position, the candidate found to be most meritoriousin respect of the
measurable qualificationsshall be selected for appointment.

28.04 The probation period for an employeeinitially appointed to a continuingposition in the
bargainingunit shall be one year but, in special circumstances, may be extended for up to one
hundred and twenty (120)days on agreement between representativesof the Institute and the
Company. Where a term employeeis subsequentlyselected for, or reclassifiedto a continuing
position in the bargaining unit, the probation period may be waived or reduced.

28,05 Unsuccessful applicantsto a competitionshall, on request, be provided a post-selection
interviewwith a representaliveof the branch or organizationalunit conductingthe competition.
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28.06 An Institute representativeshall be notified of competitionsfor positionsin the
bargainingunit no later than the day of posfing. On request. an Institute representative will be
supplied with a list of candidates for the competition, includingindicationof the successful

candidate.

28.07 The successfulemployeein a competition will be appointedto the position within six (6)
weeks of the date of notificationunless special circumstances exist. In these circumstances.
extension of the period will be discussed with the Institute, but in no case will the period exceed
twelve (12) weeks without the consent of the employee.

28.08 The parties acknowledgethat there may be situationsin which the transfer of an
employeeoutside the normal competition process would be agreeableto all concerned. In such
situations, the partieswill discuss the situationand endeavour to minimize any adverse effects.

ARTICLE 29 - PUBLICATION AND AUTHORSHIP

29.01 The Company will not unreasonably withhold permission for publication of professional
papers, articles, manuscripls and monographs.

@

®)

©

(d)

The Company may suggest revisionsto a publicationand may withhold approval
to publish.

When approval for publication is withheld, for any reason, the author(s) shall be
so informed in writing of the reasons, if requested by the employes.

Where the Company wishesto riake changesin a publicationwith which the
author does not agree, the employeeshall not be credited publicly if the employee

SO requests

When an employee acts as a sole or joint author or editor of a publication. the
authorshipor editorshipshall normally be acknowledged on such publication.
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ARTICLE30 -SALARY ADMINISTRATION

30.01 Each employee shall be classified and paid in one of the salary ranges indicated below.
The following satary scales will become effective on the dates indicated:

Effective July 1,1998

Minimum Maximum
SE-| $34,600 $43,000
SE-2 $43,100 $53,100
SE-3 $53,200 $63,100

Mininum Control Maximum

Salary

SE-4 $61,000 $73,000 $78,000
SE-5 $72,000 $81,700 $89,000
SE-6 $81,700 $91,000 $94,500

Effective July 1, 1999

Minimum : Maximum
SE-1 $35.500 $43,900
SE-2 $44,000 $54,200
SE-3 $54,300 364,300

Minimum  Control Maximum

Salary

SE-4 $62,200 $75,200 $79,600
SE-5 $73,500 $83,300 $90,300
SE-6 $83,300 $92,800 $96,400
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Effective July 1, 2000

Minimum Maximum
SE-1 $36,600 $45,200
SE-2 $<§5,300 $55,800
SE-3 $55,900 $66,200

Minimum  Control Maximum

Salary

SE-4 $64,100 $77,500 $82,000
SE-5 $74,700 $85,800 $93,500
SE-6 $85,800 $95,600 $99,300

Notes: (i} Employees will have their base salary increased as follows:

Effective July 01, 1998 July 01, 1999 July 01, 2000
SEIl - 2.0% 2.0% 3.0%
SE2 - 20% 2.0% 3.0%
SE3 - 2.0% 2.0% 3.0%
SE4 - 2.0% 2.0% 3.0%
SE5 - 2.0% 20% 3.0%
SE6 - 2.0% 2.0% 3.0%

Increaseswill be rounded to the nearest$ 100
@y  Salary stepsareat $100 intervalsfrom the minimum to the maximum

@iy  Forthe purpose of the July 01, 1998 merit review, the July 01, 1997
base salary will be compared to the July 01, 1998 Control Salariesto
determinewhich increasethe employeeis eligible for as identifiedin
the Performance Pay Grid Articte 30.02 for salaries At or Below
Control Salary or Above Control Salary.

For the purpose of the July 01, 1999 merit review. the July 01, 1998
base salary will be compared to the July 01, 1998 Control Salariesto
determinewhich increase the employee s eligible for as identified in
the Performance Pay Grid Article30.02 for salaries At or Below
Control Salary or Above Control Salary.
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(i)

[\

(v)

vii)

For the purpose ofthe July 01, 2000 merit review, the July 01, 1999
base salary will be compared to the July 01, 1999 Control Salariesto
determinewhich increasethe employeeis eligible for as identified in
the Performance Pay Grid Article 30.02 for salaries At or Below
Control Salaryor Above Control Salary.

The salary inereasesawarded as a result of the scaleadjustmentin
30.01 (i) and the merit review in 30.02 effectiveJuly 01, 1998 will be
included in the pay deposit followingfive (5) completepay periods
followingthe date of ratification.

The merit adjustmentsprovided for in the 1998/1999 PerformancePay
Grid includea factorto achieve internal relativity.

The Company will establisha pool of funds and will distribute as
PerformancePay increasesas per the Performance Pay Grids in Article
30.02 (g). The merit pool for the salary reviews effective July 01, 1998
and July 01, 1999 will be establishedon the basis of $2,000 per
bargaining unit member on strengthon June 1* of each year
respectively. For the July 01, 2000 salary review the merit pool will
be establishedon the basisof $£{400 per bargaining unit member on
strength on June 01, 2000.

Hourly rate of pay means annual rate of pay divided by nineteen hundred and fifty
(1950).

Administration of Merit Increases

3002 (3)

(b)

Merit progressesemployees' salaries within the salary range based on

performance. All employeeswho have completed their probationaryperiod are
eligible fora merit increase. The salariesof all employeeswill be administered
on a performancebasis in additionto any increasesprovided under clause 30.01.

Merit increaseswill be allotted accordingto the Performance Pay Grids in Article
30.02(g) unlessrestricted by the top of the range. Salarieswill be reviewed
effectiveJuly 01, 1998, July 01, 1999 and July 01, 2000 and employeeswill be
advised in writing of their resulting salary;

New employeeswho are on probation will be eligible for any merit review that
oceurred in the six monthsprior to completingtheir probationaryperiod, to be
effectiveat the beginning ofthe first pay period following completionof their
probationary period;
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Employees who have not had their performance review communicated to them in

(c) YR L .
writing prior to the salary review will not receive less than the minimum for Fully
Meets Requirements as stated in Clause 30.02(g);

() Employees on approved leave without pay will be given the rangeadjustment
awarded to their grade;

@ Employees will not have their normal merit allocation pro-rated due to maternity
and/or child care leave;

0] The salary review for employees on Long Term Disability shall be in accordance
with SAM 4,03 dated 1993 June.

(g)
1998 and 1999 Performance Pay Grid for SE 1-6 Classlfications

Performance Assessment
Equivalent Meets Most ~ Fully Meets Exceeds

Range

Unsatlsfactory  Rsqulramsnls  Raqulrsmenis Requlrements  Outslanding

SE-1/2/3 and

SE-5/6
(Ai or below Control Salary)

SE-4

S0 $800-1,200  $1,700-2,200*  $2,800-3,100  $3,400-3,600

$0 $800-1,200  $1,900-2,100*  $2,500-2,900  $3,000-3,500

(At or below Control Salary)

SE-4/96
(Above Control Salary)

"

$0

9]

0 $1,300-2,000°  $2,300-2,700  $2,800-3,200

2% 10% 63% 20% 5%
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2000 Performance Pay Grid for SE 1-6 Classifications

Performance Assessment

Equivalent Meots Most  Fully Meels Exceeds

Range Unsatisfaclory _Reguirements Requirements Requirements __ Outstanding
SE-1/2/3 and 8 $600-900  §1,200-1,500 * $2000-2,300  $2,400-2,600
SE-~5/(

(Ator below Confrol Salary)

SE-4 h{8 $600-900  $1,300-1,500*  $1,800-2,100  $2,100-2,500
(At or below Control $alnry)

SE-4/5/6 $( $0 $900-1,400*  $1,600-1,900  $2,000-2,300 }
(Above Control Salary) ;
hid 2% 10% 63% 20% 5%

Unless this amount would move the employee's salary through the control salary in either

direction. If the employee's salary is at the Control Salary, a Fully Meets Requirements
performancerating will maintain the employee's salary at the new Control Salary.

This rule does not apply to those employeeswhose 1997 base salary is above the 1997
Control Salary for the purpose of the July 01, 1998, July 01, 1999 and July 01, 2000

salary reviews.

Assumed performancedisiribution used as basis for budget calculations.
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Information

30.03 Following the salary review each year, the Company shall provide a current salary list to
the Chairperson of the Whiteshell Professional Employees Group containing year of Bachelor
graduation, classification, previous and new salary, and merit adjustment (where applicable) of
each employee in the bargaining unit, including any merit adjustments completed in the previous
year.

Acting Pay

30.04 When an employee is required to perform the duties of a management position classified
at a higher level for a period of eight (8) consecutive weeks or more, the employee's salary will
be increased by an amount equal to four per cent (4%) of the employee's current salary effective
on the first day of the acting assignment.

ARTICLE 3! -TERMINATION COMPENSATION

General

31,01 Except as herein provided, the provisions of Company policy RCW - 2,16,
""Compensation on Termination, Retirement or Death", dated 1994 April shall apply and shall be
deemed to form part of this Agreement.

31,02 Within two (2) weeks after termination, an employee will be compensated for all earned
but unused vacation leave, personal business days, floating holidays and furlough leave. All
leave used in excess of that earned will be recovered. Notwithstanding the above, if the
termination is due to death, disability or layoff, and if the employee has used more vacation
leave, sick leave or floating Company holidays than the employee has earned, then the amount
used will be considered to have been earned. This exception does not apply to days used in
excess of eamed entitlements afler notification of lay-offi such days will be recovered. If the
termination is due to death, banked time credits up to the maximum provided for in this
Collective Agreerment will be paid out.

Death

31.03 Following the death of an employee, the employee's estate will be paid a death benefit
equal to one (1) week's pay per completed year of continuous service, less any period in respect
of which the employee previously received termination compensation, with a minimum of two
(2) weeks pay and a maximum of thirty (30) weeks pay.
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Layoff
31.04 An employee who has one (1) year or more of continuousservice and is laid off will be
paid an amount equal to:

@@  four(4) weeks' pay foreach completedyear of continuousservice from the first
(1st) to the fifth (5th) year;

@iy three(3) weeks' pay for each completed year of continuousservice from the sixth
(6th) to the tenlh (10(h) year; and

(1ii)  two (2) weeks' pay foreach completed year of continuousservice beyond the
tenth (10th) year,

lessany period in respectof which the employee previously received termination compensation.

Voluntary Resignation Before Retirement

31.05 Anemployeewho has ten (10) or moreyears of continuousserviceand who voluntarily
resignswill be paid, subjectto clause3t.06, an amount equal to ene-half (1/2) week's pay for
each completed year of continuousservice, less any period in respect of which the employee
previously received fermination compensation,up to a maximum of fifteen(15) weeks pay.

Retirement

31.06 An employeewho, on termination, is entitledto an immediate annual annuity or
immediateannual allowanceunder the Public Service SuperannuationAct, will be paid an
amount equal to one (1) week's pay for each completed year of continuousservice, lessany
period of service in respectof which the employeepreviously received termination
compensation, up to a maximum of thirty (30) weeks pay.

ARTICLE 32 - DURATIONAND AMENDMENT OF AGREEMENT

32,01 This Agreement and any supplementarymemoranda or letters, when signed by the
parties, shall become effectiveon the first day following the date of ratificationunless otherwise

provided in this Agreement and shall remain in full force ang effect until 2001 June 30 and from
year to year thereafter, unlessamended or terminated in the manner provided for in this

Agreement.
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32.02 This Agreement may be amended or any provision waived during its term by mutual
consent.

32.03 If either the Company or the Institute desires to terminate this Agreement, it must notify
the other party inwriting no later than three (3) months prior to the expiry date of the Agreement.
The parties will exchange proposals for amendment to the Agreement simultaneously on a
mutually agreeable date prior to the commencement of negotiations.
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LETTER OF UNDERSTANDING
between
ATOMIC ENERGY OF CANADA LIMITED
and the
PROFESSIONALINSTITUTE OF THE PUBLIC SERVICE OF CANADA
In respect of the
WHITESHELL PROFESSIONAL EMPLOYEES GROUP

The ProfessionalInstitute of the Public Serviceof Canada (“the Institute")and Atomic Energy of
Canada Limited (““the Company")agree to the implementation of the following provisions in the
case of employees affected by the followingactions:

(1) movement of an AECL program in which the employeeis involved to another AECL site.
(2) transfer of an AECL program to another organizationother than AECL.,
(3) complete withdrawal of AECL from the Whiteshell site.

A.

Priority Staffing over External Applicants

A bargaining unit member who is in receipt of a lay-off notice or who selected option (2)
in clause 16.08 on lay-off and makes applicationfor an engineeringor scientific position
outside the bargaining unit shall have first consideration over any external applicant
provided the employee has the knowledge, skill and ability to meet the essential
requirements for. and substantially perform the duties of the position within a period of
up to six (6) months, subject to any otherapplicablecollectiveagreement.

Transfer to other AECL locations

When a position in the bargainingunit is transferred to another location, the incumbent of
the position will be offered the opportunity to relocate with the position to the alternate
location. If the employee accepts the transfer, relocation assistance will be provided as
follows:

()  Jjob incumbents with critical skills as defined by management will be offered
relocation assistanceaccordingto Company policy,
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The ProfessionalInstitute of the Public Serviceof Canada (“'the Institute")and Atomic Energy of
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L locat

When a position in the bargaining unit is transferred to another location, the incumbent of
the position will be offered the opportunity to relacate with the position to the alternate
location. If the employee accepts the transfer, relocation assistance will be provided as
follows:

@  Job incumbents witk critical skills as defined by management will be offered
relocationassistanceaccordingto Company policy,



(b)  other employees will also be eligible for relocation assistance as per Company
policy, to an amount not higher than they would have been paid in termination
compensationat the date they would have been laid off, excluding notice.

2. The employee may discuss salary and classification of the position with the manager of
the position.
3. In those cases where a bargaining unit employee has histher position transferred to

another location and the employee declines the transfer, the employee will be declared
surptus and will be eligible for the "Employee Programs" dated April 18, 1996 and the
Pinawa Home Equity Protection Plan dated 1996 October01, including redeployment
and terminationcompensation as appropriate.

C.  Tranafer of an AECL Prooram to another organlzation

If the Company should transferan AECL Program to another organization.and there are
no successor rights in accordance with the Canada Labour Code, the Company will meet
with the Institute prior to such a transfer to attempt to address concerns about the impact
on affected employees.

The Company and the Institute will co-operate in the developmentand administrationof
procedures which would permit qualified non-surplusemployees to alternate for surplus
employeeswith the objectiveof minimizing the number of involuntary terminations.

This Letter of Understanding is in effect during the life of the Collective Agreement expiring
2001 June 30,

” -
Signed at bttt this 237 day of LR A2 7 1999,

On behalf of the Professional Institute of the Public Service of Canada

Z /’
i
On behalf of Atomic Energy of Canada Limited

[N




LETTER OF UNDERSTANDING
BETWEEN
ATOMIC ENERGY OF CANADA LIMITED (AECL)
and
THE PROFESSIONAL INSTITUTE OF THE PUBLIC SERVICE OF CANADA
In vespeet of the
WHITESHELL PROFESSIONAL EMPLOYEES GROUP

AECL, to the extent it has the authority to do so, will meet with the Union on a regular basis
prior to the finalization of the terms of the sale, lease, transfer or other dispositionof all or part of
AECL's business.

The partiesrecognize that in the event of a sale, lease, transfer or other disposition of all or part
of AECL's business, the transitionmay raise employment issues or concernsthat both parties
will want to discuss and/or explore alternatives.

1, Termination Compensatlon
a) Where Successor Rights have no application

In the event of a sale, lease, transfer or other dispositionofall or part of AECL's
business where successorrights as referred to In the Canada Labour Code have no
application, an employeewhose employmentwith AECL is part of the sale,
lease, transfer or other dispositionof all or part of AECL’s business will be
consideredto he laid off and shall receive termination compensationin
accordancewith Article 31.04 of the Collective Agreement.

b) Where Successor Rights have applieation

[0) In the event of a sale, lease, transfer or other dispositionof all or part of
AECL's business where successorrightsdo apply, AECL recognizes that
when an employeeis transferred to a new employera layoff cost could
occur if the employec is subsequently laid off by the new employer.



iy Inthe eventof layoff by the new employer, AECL accepts that portion of
the liability for termination compensationon layoffcalculated on the basis
of the length of service and salary with AECL at the time of transfer to the
new employerand Article 31.04 of the Collective Agreement between
AECL and PIPSC expiring 2001 June 30.

@iiiy  Should an employee be subsequently laid offby the new employer, AECL
will guarantee that the employee will receive that portion of his/her
termination compensationon layoff based on b(ii) above.

2 Pension Plan
In addition to 1. above, employees are entitled to the following, if applicable:
Where an employee is employed with a different employer asa result of a sale, lease,
transferor other disposition of all or part of AECL's businessand the pension plan is not
equivalent to the current PSSA (at least 6.5% of straight-timepayroll ), AECL will pay
the equivalent of 3 months salary to each employee at the date of transfer.

a Parties to this Letter of Understanding
This Letter of Understandingshall remain in force between AECL and PIPSC
nofwilhstanding a sale, lease, transferor other disposition of all or part of AECL's

business. This Leiter of Understanding does not form part of nor interfere with the
Collective Agreement.

Signedat_&smagee.  this_217° dayof _PesrctrT 1999

On behalf of the Professional Institute of the Public Service of Canada

e -

On behalf of Atomic Energy of Canada Limited

/b




1999 January 14

Mr. Joe Ahrens

The Professional Institute of the
Public Service of Canada

Winnipeg, Manitoba

Dear Mr. Ahrens:

PRESCRIPTION DRUG (ARTICLE 15)

This letter is to record our proposal for an interim solutionto the concerns expressed by your
members during negotiationsof the absence of a prescriptiondrug benefit.

a)

b)

©)

4

The Companywishes to acknowledgethe legitimacy of this issue for all Whiteshell
employees;

The Company will provide to each WPEG member a lump sum payment of $360;

It is agreed that WPEG will continue its participationon the Company-wideBenefits
Review Committee; and

It isunderstood this issue will be resolved for Whiteshell employeesby the Benefits
Review Committee and any changesto insured benefit plans will be effective

1999 April 01. In the event implementationis delayed,each WPEG member will receive
a lump sum payment of $240 at the end of each completed six month period of delayed

implenientation.
Yours%iff/
P M A

Company Spokesperson

Received and acknowledged
on behalfofthe Institute

L

~

J. Ahrens



1999 January 14

Mr. Jog Ahrens

The Professional Institute of the
Public Service of Canada

Winnipeg, Manitoba

Dear Mr. Ahrens:

SALARY ADMINISTRATION OF NEW GRADUATES (ARTICLE 30)

Employees hired on the basis of newly attained educational qualifications recognized by the
Company will be paid during the calendar year in which they were hired at rates determined by
the Company within a salary scale. These rates will be separate from and not subject to the
general increases applying to the normal salary ranges. The salary of each such employee will be
reviewed in the next calendar year effective on the January | and July | dates following hire.

To assure continued consistency in salaries of junior staff, AECL will review the salaries of
employees who are new or recent graduates, in terms of their performance, experience, expertise,
education and position relative to new hires.

Yours sincerely,

A

P.J. Macmillan
Company Spokesperson

Received and ackna
on behalf of the Institute

Z
1. Ahrens



1999 January 14

Mr. Joe Ahrens

The Professional Institute of the
Public Service of Canada

Winnipeg, Manitoba

Dear Mr. Ahrens:

RESOLUTION OF DISPUTE

AECL considersthat it has the right to transferan ABCL professional employee with his/het
position from another AECL locationto Chalk River Laboratories(CRL} and that this
professionalemployee becomes a member of the professional bargaining unit representedby The
Professional Institute of the Public Serviceof Canada (P1PSC/CRPEG).

PIPSC/CRPEQ contend that such a transfer would be in violationof the Collective Agreement
and that a competition should be conductedat the CRL site.

AECL and PIPSC agree to meet after the ratificationof the Agreement to discuss this issue
further.

Yourssincerely,
/M (A

P.J. Macmillan
Company Spokesperson

Received and agreed
on behalf of the Institute

_Z A
~~ I Ahrens




1999 January 14

Mr. Joe Ahrens

The Professional Institute of the
Public Service of Canada

Winnipeg, Manitoba

Dear Mr. Ahrens:

EMPLOYEESTEMPORARILY LOCATED AND WORKING AWAY FROM THEIR
NORMAL WORKING LOCATION

General Understanding

Employees temporarily located and working at a location away from their normal
working location will continue to be covered by the provisions, terms and conditions of
the Collective Agreement. Should the nature of the assignment require terms and
conditions different from normal or extended travel status conditions, a Letter of
Understanding (LOU) with the Employee will addressthe terms and conditions
applicable to the assignment and Avticles of the Collcative Agreement which would not
apply. Approval of the Institute is required where any amendment to the Collective
Agreement occurs.

Applicable Terms and Conditons

(@)  The Company will consult with the Union and review annually the terms of
standard £.OU's for various sites and locations. The Company, the Union and the
Employee will agrec on any amendments required to the standard LOU to meet
specific employee needs.

(b If urgency requires the dispatch of an employee prior to the finalization of the
standard LOU, the employee's agreement must first be obtained, and the finalized
LOU will be applied retroactively to the assigament;



©

()

®

®

Any changesin an LOU during the course of the assignmentmust be agreed to by
the Union. Ifagreementis not reached on changesin the LOU , the employce will
complete the assignment (or extension)under the terms of L e existing LOU. Any
extension of the assignmentmust be agreed to by the employee;

The Companyshall pay for any licenses, equipment, or special tools required on
the assignmentfor use or applicationhy the employee,which were not normally
used by the employeeat the normal work location;

Terms and conditionsfor an assignmentwill be made available in writing to those
responding or wishing to respond to a posting or solicitationof interest, to the
extent such terms and conditionsare known;

In case of a potential layoff situationarising, the employee will be returnedto
home site before being given notice of layofT.

Yours sincerely,

Sl

P.J. Macmillan
Company Spokesperson

Received and acknowledged
on behalf of the Institute

Z A

7~

J. Ahrens
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ANNEX 1: CSE COMPENSATIONSYSTEM

The contents of this document are for the information of employees and
management and do not form part of the Agreement and are not subject
to arbitration procedures.
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1. INTRODUCTION

n the interests of good communication, this document was prepared by an AECL-CRPEQ'

team to provide specific informationto both management and employees with regard to the
carger progression compensationsystem. The salary administration guidelinescontained herein
apply to employeeson the CSE? salary scale.

This documentdescribes the salary administrationprocessin clearand simple terms so that it can
be understood and seen as a fair, open, and equitable process.

For employees covered under the AECL.CRPEG Collective Agreement, the collective
agreementtakes precedenceover this documentwhere and to the extent that they may conflict.

1.1 Background

When the SE scale (the predecessor to the CSE scale) was introduced in August 1987, a key
design consideration was to match the Research Division's engineering and' scientific salary
grades with the levels defined by the Assoclatian of Professional Engineers of Ontario (PEO).
Toaccomplish this, the previous@ 4 and G § salary ranges were merged to form the SE4 salary
range.

The CSE scale was introducedto identify the "certified,” (ie. Unionized) scientistsand engineers
from the non-certified group.

2. COMPANY PRINCIPLES

‘or many years, ABCL's compensationprogramshave operated under four main principles as

briefly described below. As of January 1996, these principlesare under review by the ABCL
Board of Directors and Executive and may be subject to revision or change. The Company's
four operatingprinciplesand their meaning follow:

'Chalk River Professional Employees Group

Certified Sclentists and Engineers
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2.1 External Comparability

The prime guiding principleis that AECL’s compensationsystemswill be externally competitive
s0 that the Company is able to attract and retain the necessary qualified people. Competitive is
defined as within 3% of the relevant labour market, that is, where the Company recruits similar
skills from and where employeeswho terminatego. For the C$E compensationsystem this was
reflected by the comparison of the CSE 4 salary with the salary paid to level D engineers as
repotted by PEO.

2.2 Internal Equity

Internal equity means treating all employees fairly. AECL, which operates several different
compensation systems, complies with the Section |1 of the Canadian Human Rights Act by
ensuring that jobs in one compensation system are paid consistently with similar jobs under
another of the Company’s compensation systems, especially if the jobs are male or female
dominated. Value is determinedby measuring the level of skill, effort, responsibilityrequired by
the job and the working conditions under which the job is performed. AECL’s job evaluation
systemis the tool used to compare values across the differentcompensationsystems.

2.3 Productlyity/Performance Enhancement

AECL believes that its compensationsystems should be structured in such a way as lo encourage
increased productivity or increased performance on the part of employees. The Company
endeavors to make its compensation program more responsive to individual and team
performance. For this reason, changes to the compensationsysiem that do ot refumn increasesin
productivity/performance are not likelyto ke endorsed by the Company.

2.4 Affordability

While AECL’s compensation systems will be designed around the first three principles, from
time to time financial limitationsmay restrict the Company’s ability to make changes consistent
with the first three principles., However, the Company would not, by this, jeopardize its long
term level of competitivenessand its ability to attract and retain needed people. It is also
recognized by the Company that Federal Government programs may impact on the its ability to
design or manage its compensationprogram in a manner consistentwith the first three principles.
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3. CAREER PROGRESSIONSYSTEM

'Fwe principle inherentin career progression is that as scientistsand engineers gain experience
and increase their competence, they become more valuableto the company. Thisexperience
may take the form of increased depth of knowledge in a particular field or increased breadth of
expertise across several fields. The increased value of an employee is recognized in two ways:

by an in-range progression salary increase and/or by a promotional salary increase to the next
higher salary range if consistentwith the level descriptors (discussed in Section 5). Section 3
describes the structure of the CSE salary ranges, the level descriptors and the performance
management process. Sectiond and Section 5 describe in more detail the mechanics of the in-
rangesalary increaseand promotions.

3.1 SalaryRange Structure

The CSE salary scale consists of six salary ranges ranging from CSE 1 throughto CSE 6, Each
range consists of a maximumand a minimum. For ranges CSE | to CSE 3, the minimum of the
range is set at 80% o f the maximum which is the salary attainable by the majority of employees
who are promoted |0 the range. Ranges CSE 4-6 containa control salary that representsthe “job
rate" or the attainable salary for a number of years of fully competent performance. For these
ranges, the minimum is set at approximately80% of the control salary and the maximum is set at
approximately 10% above the control salary. The portion of the range above the control salary is
only attainable with continuous performance beyond "*fully meets requirements™".

The range maxima from CSE 1 to CSE 3 are set approximately15% apartand the CSE 4 control
salary is approximately 15% above the CSE 3 maximum. The control salaries of ranges CSE 4
to CSE 6 are set approximately 1% apart. This range structure. results in some overlap of the
ranges which facilitatesearlier promotion, if warranted.

From time to time, the salary ranges are adjusted to keep them competitive with the market for
similar jobs. This adjustment, where it applies relatively equally to all salary ranges, is called a
scale adjustment because the CSE set of ranges comprise the scale. Sometimes, however, in
response to market pressures, the individual salary ranges are adjusted by differentamounts and
these individual amounts are referred to as range adjusuments. In making all adjustments, it is
customaryto round all salaryrangesand salarieswithin them to the nearest $100,
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3.2 Level Descriptors

The Association of Professional Engineers of Ontario publishes a set of /evé/ descriprors that
describe six levels of engineeringwork. These level descriptorsare well accepted throughout
Canada by engineers and employers of engineers. AECL has taken these level descriptors,
adapted them for more specific applicabilityto AECL and created a parallel set for scientific
jobs. These AECL-specifio level descriptorsare provided in AppendixA.

ABCL's CSE salary rangesare intended to directly parallel L e PEO level descriptorsas follows:

AECL
CSE1
C3B2
CSE3
CSE4
CSEs
CSE6

“

TmY O w>
3

[ ]

It is the intention of AECL that employees would be paid in the CSE salary range that
correspondsto their ongoing contributionand value to ABCL.

The Professional Engineers of Ontario define level C as the level for fully qualified engineers,
thejourneyman level so to speak. Level D is defined as the first level of full specialization or the
first level of direst and sustained supervision. AECL defines the CSE 4 range as the working
level for those employeeswhe become scientificor engineeringspecialists in one particular field
or a section head.

3.3 PerformanceManagement

Progression through the CSE salary ranges and promotion depend on demonstrating the
appropriate performanceand competencies. The annual performance review providesa measure
of performanceand an assessment of the employee's career developmentand progress. While
performance is measured against expectationsreflected in the goals and objectives established at
the beginning of the review period, there also needs to be an assessment of these expectations
and what L e employee has deliveredagainstthe level descriptors.
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In short, if expectations and performance are consistent with the level descriptor for the
employee's salary range then any merit allocated to the employee in (he annual salary review
should be consistent with the Performance Pay Grid (in SAM 4,03 and the CRPEG collective
agreement). However, if expectationsand performance are consistentwith the next higher level
descriptor, then the employee should be progressingrapidly toward the next higher level. When
this level of performance is sustained and expected to continue, then the employee should be
considered for promotion to that higher level. Forthe CSE 4 to 6 salary grades, an employee's
performance may exceed requirements with respect to the established goals and objects but a
promotion may still not be warranted. ThiS can occur because performance s not consistent with
the next higher level descriptor. For this reason the employee's salary can progress above the
control salary.

The measurementof performanceand competenciesare often somewhat subjective. They are
made more objective when ¢iear performance objectives are established in advance along with
weighting of the objectives and the use of criteria to assess when the performance exceeds
requirementsor is outstanding. Competenciesnecessary for good performance range from core
technical competencies lo softer competencies such as leadership and communication skills.
Generally, the softer competencies become increasingly important as one advances in their
career. while not taking anything away from L e required technical competencies.

AECL currentlyemploysa five level rating system as follows:

I« Unsatisfactory- clearly not meetingkey objectives

2-  Meets Most Requirements - substantially meets key objectives but is missing
other objectives

3-  Fully Meets Requirements- meets all key Objectivesand meets other objectives
and/or exceedson some key objectives

4. Exceeds Requirements- exceedson many key objectivesand meets a number of
other objectives

5-  Outstanding- clearly exceeds on all key objectivesand meets and/or exceeds on a
number of other objectives.
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4. IN-RANGE SALARY PROGRESSION
4,1 Merit/Progression Increases

Merit pay resultsin an employee's salary progressing througha given salary range, Whenan
employee's contribution and pecformance is cansistent with the rélevant level descriptor.
their salary can advance through s merit increase up to the top of their salary range. The size of
the increase is determined using a Performance Pay Grid which provides guideline increases for
each performance level and salary grade. The Performance. Pay Grid is availablein Le SAM as
well as in the collective agresment,

In the unusual situation where an employees performance is more consistent with a lower level
descriptor,no merit or progressional increase would be awarded,

The budget for each salary review is based on the statistical distribution of performance for the
general population as specified in the Collective Agreement and on the rate of progression
through the ranges necessary lo maintaincompetitivesalaries.

5. PROMOTION PROCESS

Promotions move an employee from one salary range to a higher one. Althoughthe meritand
promotion processes are separate concepts. they are applied coincidentally and both result
from the annual performancereview process. Consistentwith the level descriptors, it is expected
that employeeswho become scientificor engineeringspecialistsor section heads will achieve the
CSE 4 range. However, for some individuals,the performanceof recent years may not justify
promotion to this level or, in some cases. the employee may reach the limits of their career
advancementat a lower level.

As the salary grades increase, standards become higher and, consequently, promotions are
subject to increased scrutiny. For this reason, the promotion process is divided into two streams
dependingon the level to which the promotion is being made.

promotionscan occur fromany point in thesalary rngs. Theemployee's salary does not have to
be at or near the top of the salary range. When an employee is promoted, the employee shall
receive, as a minimum, the appropriate promotional increase as specified in company guidelines
or the collectiveagreement.
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5.1 Promotions TOCSE 2,3 & 4

Pragression through the CSE [-3 ranges is considered normal progression for a_ sclentist or
engineer. Subject to performance and typical career development, scientists and engineers
should expect to progress at varying rates through the first three ranges. Promotion to CSE 4,
while also an expectatton, is subjectto more scrutiny to ensure that the employee is contributing
at the level described in the CSE 4 level descriptor.

Promotions to the CSE 2, 3, & 4 range are administratedat the Branch & Division level and
possibly the General Manager level.

5,2 Promotions TOCSE 5 & 6

Promotions to the senior staff ranges of CSE 5 & 6 reflect promotions beyond the level of
average career progressionand performance. Accordingly, specific promotion eriteria have been
established. In addition, to ensure fair, open and equitable reviews of promotion
recommendations by ABCL senior management, a formal promotion process has been
established. Promotions to these levels require the approval of a company-widecommittee to
ensure consistency in the applicationof the criteriaand standards.

In addition to the level descriptorsand promotion criteria, the promotion candidate is compared
to peers in the level to which the candidateis being considered for promotion.

The formal promotion process, outlined below, is used to assist management preparation and
review of promotion cases, and shows the employeewhat is required to attain the promotion.

iy Specific promotion criteria has been developedthat define ABCL’s expectations for CS& $
& 6 promotions. These promotion criteria expand on the level descriptors, and are
availableto all employees. The promotioncriteriaare provided in AppendixB.

iiy  All cases are to be prepared in a defined format. This feature aids scrutiny of individual
cases, as well as assists a manager or an employeeto preparethe promotion case. A sample
of a promolion case is provided in Appendix C. While specificallydesigned for CSE 5 &
6, this may also aid managersand employeesin recognizingthose attributes that should be
rewarded for lower level promotions.
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{ii) Constructive feedback will be provided to the employee, should a promotion case be
rejected. This featureprovidesthe employee with specific constructive criticism as lo why
hisher case was rejected. Such feedback must come directly to the employee from the
manager or committee that made the rejection, thereby ensuring an accurate representation
of the facts. This constructive criticism affords the employee the opportunity to improve
hig/her attributesfor a future promotion case.
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FIGURE 1: CSE 5 & 6 PROMOTION PROCESS
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APPENDIX A:  LEVEL DESCRIPTORS
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Summary An entrance level to develop knowledge and A inuing irdining and devel Tevel,

Typical Dutics

Recommendations,
Decisions

Supervision
Received

Leadership

kil in the various phases of office. plant or
R&D engincering work by performing a
variety of low complexity tasks. normally
assisting other engineers.

Prepares simple plans, designs, calculations,
costs and bills of material. in sccordance with

performs varied tasks and studies of moderate
seope and complexity, usuaily minor phases of
broader assignments, which require
application of prescribed engineering methods
and techni Complexity of assi
ncreases as experience is gained.
Assists more ssnior engineers in camrying oul
technica) wisks requiring accuracy in

leulati of data and

blished codes. dards, drawings or other
specifications. Conduce exp as part

dh 1 p d testing, analysis.

of a fesearch and development program
tollowing standard research techniques.
Records observations, carries out routine
technical surveys OF inspections. draws
conclusions. Prepares reports 0N assignments.

Few technical decisions ealled forand these
will be of routine narure with ample precedent
or clearly defined procedures as guidance.

Under ¢lose supervision. work is reviewed tor
accuracy. adequacy and conformance with
preseribed procedures.

May assign and check work of 1-5
drafipersoas, technicians or other helpers.

Bachelor 3 ion in ¢ng . or applied
science from a wiversity of recognized
standing or equivalent experiznce resulting in
a sound knowledge of some engincering
specialty. Generally less than 2 years
experience. Eligible for membership in a
provinciat enginecring association.

desizm or computation methods. Uses
initiative and judgement in solving problems,
vbtaining and analyzing data, designing or
modifying equiprment compotients and in
derermining the intenr of a specification or
instruction. Difticnlt problems or unusual
features are referred 1o supervisor for
discussion and‘or solution. Is expected to
apply an innovarive approach to solutions of
problems. Prepares complex repors &
specifications. Gains familiarity
ial/business and administrative

T Gives p to

and contributes to technical joumnals when -
apprepriate.

Recommendations lmited to problem solving
rather than end result. Decisions made are
normally within established guidelines. Starts
10 contribute 1o the planning of engineeri
projects.

Prepares own work plans and exccures them
with minimal supervision, Oral and
cccasionally written instractions as to methods
and precedures 10 be followed, arc given,
Results are usually reviewed in detail and
echnical guidance is usually available,

May pive technical guidance to onc or two
junior engineers or technicians assigned to
wark on 2 common project.

University graduation in engineering or
applied sgience or equivalent expericics
resuiting in 2 sound knowledge of some
engincering specialry and a few years refated
engineering working experience. Eligible for
membership in 2 provincial engineering
association,
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Summary

Typical Duties

Recom d

Under administtative and’oe high technizal
direction, this is first level of project coordinution
of two or more refaled fields; OR 2 seaior
engincering specialist consulting in a panticular
field of engineering, development or research.

Actively participates in short and fong tange
plinning. Provides ariginal and ingenious, as well
as pracyical and cconpmical, salutions to problems.
Provides advanved technological advice for
solution of ypecilic problems. Directs resenrchiinto
new products, processes of mathods. Inferpads and
evaluates data obtained fram various eaginecring
and-ar research investigations, Assesses
chaoge wnd approves signilicant changes i
specifications plans, technigues and materials,
Provides expert advice on devign, production and
methodotogy, Evaluates completed resulls against

Gl
fot an engineeri
function, directing several professional and other
groups cngaged in iater-alated enginecring
aclisitivs, OR as an engincer-asthority or
Company resource in an engineening fictd of major
importance to the organizalion.

Caaccives and deselops progmms and long-rangs
plaris, ¢stablishing ebjectives and priorities.
Dstsemings basiv operating policiss, devising
methods of achieving program objectives in the
most cconomical and effeetive mannér. Mects and
overcomss any unosual conditions aftecting work
progeest. Provides specializad advice of in
advanedd techaological nature. Acts as final
technical authority in interpretution and evaluation
af data vhtained from varous engineering andfor
research i igati Contrib igni ¥
the growlh of engincering knowledge and keeps

w©

standards, objectives and speci

stablishes effective relatianships wilh colleagues,
ssocintes and government otficials, Maintains 4
high jevel of ercalive ihinking nd kecps informed
af latcsL technalogics in field,

Makes ind d ponsible dectsions not

Decisions

Supervision
Received

Leadership

Qualifications

usually subject 10 technical review on 21l matters
assigned eveept those involving large sums of
mancy ar lonp range objectives. Takes courses of
aclion necessary 1o expedite the suecessiu)
accomplishment of assigned projects

Work is assigned in terms of troad objs s with
virually no technical guidance and §s reviewed far
policy. soundness of approach and pencral
wlfectiveness.
May supervise large geoups of professianal and
non-professional staff OR a smafl group of highly
specialized personne! engaged in complex technical
applications. Qunlines more diNicult problems and
methads of approach. Coordinates work progranis
and dircets use of muterial and equipment,
Gengerally recommands selection, tfraining,
appraisal. discipline and remunceation of staff,
Maincains high staff morate.

ity graduation in engincering orapplicd
seienee vr equivalant and broud tratning and yvars
experiency which demonstrates an ahilily 1o execute
gomplex reseurch projects with a high level of
comperence. Previous supervisary experiency
supgeited. Musl bave 4 good working knaw ludoe

with advanced d
developmients, Moy avt as Chairman and/ar
purtigipates in meetings to discuss enginceting
prablems. Atieads anil perivdically sddresses
semiars. courses of confercnees. Liaises with
appropriale eduvational institutions wid
prefessional soeietivs.
Makes responsible dzcisions on all marcers within
histher jurisdiction, including establishment of
policics, expenditure of large sums ol money.
implementalionfeancetlation of major pragrams,
subjest only to overall Company poticy and
financial controls.
Reccives adninistralive dircction based on
Company policles and objectives. Wark is
reviswed as necessiny 10 eosore averatl
coordinalion with orpanizatien’s effiris.
Dircets, reviews and ¢valuates technical work;
selecis, schedules and coordinates to attzin program
jectives. Ensures il of
specialized assistants, selecis, Irains. appraises,
disciplines and determi ion of staff.

University graduation in engineering or applivd
seienee of eguivalen( and hroad trainiag and
expericnce with 3 proven record of {eadership an
i in¢luding responsibl gentent
lists will antain thi

ol the Cempuny, dep

directives, programs, standards and adminhlrative
procedures. Eligible for membership in a
peavincial engincering assacintivn,
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Summary An enmrance level 1o develop knowledge and A inuing training and develop level,

Typical Dutics

Recommendations,
Decisions

Supervision
Received

Leadership

Qualifications

skill in the various phases of scicntific
research work by performing a variety of low
complexity tasks following scientific
principles, normally assisling other

performis varied 1asks and studies of moderate
scope and complexity, usually minor phases of
broader assignments, which require

ication of prescribed ific methods

Formulates, designs and conducts scientific
experimentsfrescarch of a tess complex nature
fottawing standard scientific rescarch
techniques. Reeords observations, earriss out
analyses, draws conclusions. Prepares reports
on assiginicnis

Few sciertific decisions called for and these
will be of routine nature with ample precedent
or ctearly defined procedures as guidance.
Recommendations normally reviewed for
technical accuracy and feasibility.

Undze close supervision, work is reviewed lor
accuracy, adequacy and conformancs with
preseribed procedures.

Kay assign and check work of 1-3
technicians, drafipersons, and‘or ther helpers.

University graduation inscience or spplied
seience or equivatent expurience resulting ina
sound knowledge insome scientific discipling.
Zero ta 2 years experients,

and techniques. Complexily of assignments
increases as experience is gained,
Assists niore senior scientists in carrying out
research tasks requiring accuracy in

: I techini \eulati

P il

plet of data and udhe to
prescribed testing analysis, modelling or
compuation methods, Uses initistive and
jud: in salving problems, obtaining
analyzing data. designing or modifying
experiments and in understanding the scope ol
the research work. Difieult problems or
unusual feaiures are ceferred o supervisor for
discussjon and’or solution, Is expected 10
apply innovative approach to solutions of
problems. Prepares complex repons, Gains
familiarity with commercialbusiness and
administrative procedures. Gives
presentations to customers and coniributes o
technicat journals.

and

Recommendations limited to problent solving
rather than end result. Decisions made are
normally within established guidelines. Starts
to contribute 1o the planning of scientific
projects,

Prepares own work plans and executes them
with minimum sepervision. Oral and
occasionally written instructions, as 1
melhods and procedures to be followed. are
given. Results are usually reviewed in detail
and technical guidunce is usually avaituble,
May give technical guidance 1o one or wo
junior scientists or technicians assigned to
work on a common project.

University graduation in science or upplicd
scieace or equivalent expericnce resulling ina
sound knowledge of some scientific discipline
and & few years related seientific working
experience OR a PhD in science,
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Summary

Typical Dutics

I d

A fully qualified research scientist level

performing responsible and varied
assignments for a research project or parz of a
major research project requiring a thorough
scientific know tedge. OR Plans and performs
research projecis of substantial complexity

Analyzes and solves problems using standard
procedures, modifications of standard
praceduses OF previously developed methods
Plans 1o achieve prescribed objectives. Maker

The first level of full spadidization, applying
mature scientific knowledge In planaing and
conducting projecis with scope for

indepenc tish and

of the difficult and responsible assignments,
May work alone. as part ofa team, or a project
leader on complex projects of mederate size.
Identifier and analyzes complex problems.
Plans, iza5 and controls i igati
advanced éxpezintental work, & modelling
studies, and interprets data. Provides technical

independent studics, analyses, interp

and conclusions, Problem solving may
invelve experimentat laboratory work.
mathematical modelling or paper feasibility
studics. May be part of ateamy, Gives
presentations 1o customers and coniribules to
technical journals,

R d and decisionsarc usually

Decisions

Supervision
Reccived

Leadership

Quulificationy

based on operational experience/precedent
Within the "scape of an assignment, work is
relied upon as sound and authoritative
Difficult, complex or unusual decisionsarc
normally referred 10 senior authority.
Amount of supervision may vary with
assignment aridwork is generally assigned in
tetms of specific objectives. Technical
guidance IS avaifable to review work programs
and adviseon unusual features, Accepts
responsibility for technical validity of own
work.

May guide the work of junior scienlists, junior
engincers or technicians assigned to a
cammon projecl. Supervision of other
scientists 1$ not usually a continuing
responsibility.

University praduation or PO in science or
applied science or equivatent cxperience
resutting in a round knowledge of somu
scientific diseipline and significant related
sciztific working experience. Develops and

pecialized scientific & ledge.

id to praject subordi coord|
schedules and assigning tasks ioreach an
averall objective, within cost. qualily and time
requirements. Develops new
voncepisitheorics. Preparcs coniplek reports
on technical subjects: Keeps informed of the
fatest technological dévelopments in field.
Provides expen scienific advice within
company and to extemal clicnts
Devises new approaches, applics existing
criteria in new manners and draws conclusions
from comparative situations,
Recommendations are normaliy accepted as
technically accurate and feasible.

Work is assigned interms of objectives,
budget limitations, priorities and ¢ritical areas
that impings on work of other units Work is
carricd our wilh-in broad guidelines. but
informed guidance is available.

Assigns and outlines work; advises on
technical problems: reviews work for technical
accuracyand adequacy. May make

re dations concerning selecti

training. appraisat and discipline of stalf,
Uniiversity graduation or Ph.D in seience or
applicd scignce or equivalent and significant
seientific work experience inarder in be
regarded as aspesialist,
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Summary A select lc\el fur dnlmeu\shed scientists \\uh Alevel for pre-eminent scientists of ¢xcepliona
ecopnized sepuidiion and profussiviil sumpeisiey § aeeond dud o Who &é dowod a wide laiitisie
in a complex area of seicnce or nuckear lechnology. | in the applisaion of independent scientific and
Under managesial direction, demonstrates technical judgement. A unique Corporate sesource.
proficical leadership of onc or more broadly
defined. complex rescarch und development
projeels. Acks as 3 vompany fesousce and is soughl
for advice.

Typical Dutics Agtively participates in short end long range Conducls majer projects end scientific
planning. Oxg.mm.s and controls reseanch into mew « requiring dinig b ip and
produtts, pricdsses or methods that demand compelency: Provides suthoritative advice on the
1eadeeship and direetion of considee- sble seientifie >lml»gn. ummn planning. eviluation,
und wehaolagical scope.” Provides original wnd wansfer and inl
novel solutians to problenss of advanced management of major tcs«.mh prograns.
feehriotogical advice Tor solutions (o specific [(\,prc»uu; lhl. Company on mijor seivntilic and
problems. 1dentifics new opp ities as.3 result togical issues nationally and intemationally
ufs;mmlu: investigations and lmds d\s. R&D Axts as [eehnica! champiac/aentor 1 the

ilitat rganizati
Provides expert seientific advice within company
wid 0 external clients. Represenls organ izationul
ve national seientitie interests at natienal wnd
intemistivaat meetings,
R d Makes independs ible decisions not blakes responsible decisions in arca of

Decisions usually subject to lechnical review on all matters specialization subject only 1o Company policy and
assigned except those involving farge sums of budget limitations.
mongy of tong tangs objectives. Takes action
nccessary 1o meet agreed objectives.

Sopervision Wk is mssigned in lerms of broad abjectives with | Work §s reviewed s neesesary ta ¢nsisre ovenall

Received viruatly no fechnicat puidance and is reviewed fae | coondination with progeam ohjectives. Reveives
vonfommicy to palicy, mundmu al appoach am) pdministrutive dircetion based on Company poliics
general effectiveness. Receises adnrini: and objecti
dicection according to Compuny policy and
objeclives.

Leadership May supervise farge groups ol scienlitic and May give scientilic direction to research teams.
technical suppart staff or a smaller proup cngaged Reviews sid evaluates technical work and repons.
in highly \echnicat applications. Is respansible for { Selects, schedules and cvordinates activities t
e motivation and technicaf guidance of awam uchicve program abjectives. Ensures recruitment off
and for the wehnicaf validity of their work. comperent spu:lallsls. selycts, traing, appraises.
Qutiines more difficult problvms and methods of disciplines and ion of staft.
approach. Coordinzics work progrms and directs
use of material and equipment. Geneeally
reeommends selection, training. parfomiance
appraisal, discipline and retuncration of staff.

Qualifications Univenity graluation ur PIAY in scicnee or applied [ tinissrsity graduation of PO in seienee of applied
sciencs or cquisalent and broad training and seivnce or equivaleat ond broad training and
eapericiice s hich demonstanes an ahilify to exeeute | expericnes with 3 proven resard of scientific
complex research projocts with o high Jesel of Leadurship and nchis . Only afow
vompelency, will altwin this level,
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APPENDIX B CRITERIA FOR PROMOTIONTOCSE 5 & 6
CSE4 TOCSES AND CSE5 TO CSE 6

The following criteria will be used by the Management Promotion Commitiee to determine
promotionsto senior staff.

I. The key Gulding Principle for promotion to senior staff will be significant impact on the
Company to AECL's benefit. It must be emphasized that staff will only be promoted for the
manifestationand applicationof expertiseand ability where it benefits AECL, Abilities and
expertisethat are not utilized to achieve Company goalswill not be recognizedby promolion
to senior staff.

2. For promotion to CSE §, the individual must impact in several mes and be a principal
Company authority in at least one key technical area. It must be demonstrated that
individualsbeing promoted to CSE $ are consistentlyworking at a significantly higher level
than others compensatedat the higher part of the CSE 4 range and working in similar areas.

For promotion to CSE 6, the individual must have major impact on several Company
programsand be a recognized internationalauthority or expert.

3. Criteriato be consideredin assessingeligibility for promotion will include the following?

major revenue generation(satisfied external customers)

major R&D breakthroughsof benefit to AECL

outstanding delivery of expertiselo projectsin more than one field of endeavour
successful resolution to complex multi-disciplinaryproblems

implementation of solutions to scientific problems through utilization, and for
integration,of expertise from a variety of disciplines

impacton Company's strategic technical direction

identificationof wide varlety of applicationsfor their knowledge/expertise
extemal/internal peer review and recognition

s o e 00

‘Note:  None of these are suffisient or necessary conditions but each will be considered in
assessing eligibility
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APPENDIX C: SAMPLECASE FORMAT

CASE FOR PROMOT ION TO SENIOR STAFF CSE 5 or CSE 6
Employee Nawe: EN.:

Branch: Division:
Recommend Promotion lo:

Case Prepared by: Date:

182
Provide details of any revenuegenerationhere. Use N/A if no revenuegenerationexists.
R&D Breakthroughs:

Provide details of any R&D breakthroughs here. Use N/A if none exists.
Delivery ou Projects:

Provide details of any outstanding delivery of expertise to projects in more than one field of
endeavourhere. Use N/A if none exists.

Resolution of Complex Multl-Disclplinary Problens:

Provide details of successful resolution to complex multi-disciplinary problems here. Use N/A if
this section does not apply.

tio -D

Provide details of any utilization of expertise from a variety of disciplineshere. Use N/A if this
sectiondoes not apply.

{ 1" $

Provide details of impact of individualon Company's strategictechnicaldirectionhere. Use N/A
if this section does not apply.

Applications for Individual's Knowledge/Expertise:

Provide details of any applications of individual's knowledge/expertise here. Use N/A if this
section does not apply.
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External Peer Recognitlon:

Provide details of degree of external peer recognition here. Use N/A if no external recognition
exists.

Luternal Peer Recognitlon:

Provide details of degree of internal peer recognition here. Use N/A if no internal recognition
exists.

Other:

Provide any other information that is applicableto and supportsthis case for promotion to senior
staff.






