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This Agreement is entered into by and between Georgia-Pacific
Corporation, hereinatter referred to as the “"COMPANY”, for its
mill at Naheola, Alabama, and PAPER, ALLIED-INDUSTRIAL,
CHEMICAL & ENERGY WORKERS INTERNATIONAL
UNION, AFL-CIO and its LOCAL UNIONS NO. 3-0950 (P &
M), 3-0952 and 3-0966, hereinafter referred to as the "UNION™.

ARTICLE 1
GENERAL PURPOSE

It is in the mutual interest of the Company, the Union and the
employees, to provide for the uninterrupted operation of the plant
under methods which will further, to the fullest extent possible,
harmony, safety, welfare, health of the employees, economy of
operations, quality and quantity of output, cleanliness and main-
tenance of the plant and the protection of the property.

It is recognized by all parties to this Agreement to be their
individual and collective duty and responsibility to cooperate
fully for the advancement of these conditions, looking forward
toward a profitable operation.

ARTICLE 2
RECOGNITION

Section 1. The Company hereby recognizes the Union as the
sole and exclusive bargaining representative for the following
employees at its present plant jocation in Naheola:

A. All production and maintenance employees except those listed
below under Section 2.

B. The above-described bargaining unit shall constitute a single
unit for the purpose of collective bargaining between the parties
hereto.

Section 2. The following categories of employees are ex-
cluded from the above-described bargaining unit:

A. All probationary employees.

B. All IBEW Local 2048 members.

C. All office & clerical employees, including maintenance sched-
uler and dispatcher, laboratory technicians, their assistants,
watchmen, guards, professional employees and Supervisors as
defined in the Labor Management Refations Act as amended.
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It is understood that the Company will not be requested to
act upon any question regarding jurisdiction which may arise
between the Union and/or any other Union or organization. On
this basis it is understood that the Company shall not act or take
sides on any question regarding jurisdiction which may arise
between any of the signatory unions in the mill regarding repre-
sentation of employees.

Section 3. Salaried employees will not be assigned or al-
lowed (emergencies and training excepted) to perform work on
the jobs coverad by this Agreement so as to exclude from work
personnel on such jobs. For the purpose of this paragraph, an
emergency is defined as that work which can be neither antici-
pated nor postponed which may cause loss in production or en-
danger safety, life or property. Training situations not involving
emergencies or in the classroom should include hands-on activ-
ity by employees where at all practicable.

Section 4. The Company agrees at the time of hire to notify
new employees of their opportunity to join the Union upon be-
coming eligible under this Agreement.

Section 5. Successor Clause - The Company agrees that if, dur-
ing the life of this Agreement, it discontinues operations, sells,
leases, transfers or assigns the operations covered by this Agree-
ment, it shall inform the purchaser, lessee, transferee or assign-
ees of the exact terms of this Agreement and shall obligate the
purchaser, lessee, transferee, or assignee to provide substantially
equivalent wages and benefits while assuming all the remainder
of the obligations of the Agreement until its expiration date,

ARTICLE 3
CHANGE OR MODIFICATION OF AGREEMENT

Section 1. Duration of the Agreement - This Agreement shatl
be in effect from March 1, 2001 through February 28, 2007 (the
“expiration date™} and from year to year thereafter unless termi-
nated in accordance with the provisions below.

Section 2. Changes at Expiration of Labor Agreement - Ei-
ther party may open negotiations for the purpose of changing
the Agreement or writing a new agreement by giving written
notice to the other party not less than sixty (60) days before the
expiration date of this Agreement (or any annjversary thereof).



If the parties have not reached agreement before the expira-
tion date of this Agreement, all of the provisions of this Agree-
ment shall remain in effect unless specifically terminated in ac-
cordance with the provisions below.

Section 3. Termination of Agreement - At any time after the
expiration date (or atniversary thereof), if no agreement on the
questions at issue has been reached, either party may give writ-
ten notice to the other party of intent to terminate the Agreement
1n ten (10) days. All of the provisions of the Agreement shall
remain in force and effect until the specified time has elapsed.
During this period, attempts to reach an agreement shal) be con-
tinued.

If the parties have failed to resolve their differences when
the specified time has lapsed, all obligations under this Agree-
ment are automatically canceled.

ARTICLE 4
CONTINUOUS OPERATIONS

Section 1. During the term of this Agreement, and while
negotiations for any change in or renewal of this Agreement are
1n progress (during which time the provisions of this Agreement
shall remain in full force and effect), the Company agrees that
there shall be no lockout of the members of the Union and the
Union agrees, during said period, not to cause or permit its mem-
bers to cause and that none of its members shall take part in any
sympathy strike, or strike or work stoppage of any kind or de-
scription whatsoever, walkout, or in any other interference with
or stoppage, total or partial, of the Company's operations.

Section 2. The Company agrees, however, that the Union,
1ts officers, or agents shall not be liable in damages for strikes,
sit downs, stoppages of work or any other acts of any nature that
tend to interfere with production, unless the same shall be con-
doned, autharized or approved by the Union, its officers, or
agents. In the event the threat of any interruption of work shall
come to the Union's attention, it will endeavor to avert it and in
the event of any interruption of work the Union shall promptly
publicly declare that such action is a violation of this Agreement
and order its members to return to work and do everything ¢lse
within its power to secure the immediate return of the employ-
ecs to work.



Section 3. The Union recognizes that any member who vio-
lates this Article subjects himself to immediate discharge or any
other disciplinary measures deemed appropriate by the Com-
pany. Any disciplinary measures that the Company takes against
employees who violate this Article shaill not be reviewable
through the grievance procedure except on the basis that the
employee in fact did not violate this Article.

ARTICLE 5
NONDISCRIMINATION

The Company and the Union agree to abide by all applicable
State and Federal laws regarding discrimination against any
employee because of race, religion, creed, color, sex, age, na-
tionat origin, disability, Vietnam Era and Disabled Veteran sta-
tus and to cooperate with each other in this regard. Nouns and
pronouns of either gender when used in this Agreement are not
meant to designate either gender, but rather are used to refer
equally and without discrimination 1 both male and femate
employees. The parties recognize their mutual obligations un-
der the Family and Medical Leave Act and the Americans With
Disabilities Act.

ARTICLE 6
CONTRAVENTION OF LAW

If any provision of this Agreement is in contravention of the
laws or regulations of the United States or of the state in which
the Mill covered by this Agreement is located, such provision
shall be superseded by the appropriate provisions of such law or
regulation, so long as same is in force and effect, but all other
provisions of this Agreement shall continue in full force and
effect.

ARTICLE 7
ENTIRE AGREEMENT

This Agreement represents the complete and total Agreement
between the parties as of its effective date and supersedes all
previous agreements, understandings, practices and customs,
whether written or oral; and there shall be no other binding agree-
ments, understandings, practices or customs unless, subsequent
to the effective date of this Agreement, they are put in writing
and signed by the parties, No agreements, understandings, prac-
tices or customs, whether writien or oral, made prior to the ef-
fective date of this Agreement, shall be binding on the parties
unless they have been expressly incorporated, in writing, into
this Agreement.
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ARTICLE 8
RIGHTS OF MANAGEMENT

Section 1. Unless specifically abridged by the terms of this
Agreement, the Company shall be vested with all of the rights
that it would have in the absence of this Agreement, including

. those enumerated below but not to the exclusion of other rights
which are not specifically enumerated but which normally be-
long to and are inherent to management.

Section 2. Except as expressly limited by this Agreement,
the management of the business, including the scheduling and
assignment of work, the manning of the mill and direction of the
working force, the right to establish, change or introduce new or
improved methods, or quality and production standards, is the
exclusive prerogative and responsibility of the Company. The
Company is vested also with the right to promote, suspend, de-

. mote, transfer or relieve employees from duty because of lack
of work or other just cause, discipline and discharge employees
for just cause and establish and enforce reasonable safety and
work rules.

The Company in exercising its rights under this Article will ad-
here to the provisions of this Agreement,

ARTICLE 9
VOLUNTARY CHECK-QFF

A. The Company agrees to maintain for the period of this Labor
Agreement a check-off of initiation fees and regular monthly
Union membership dues for those persons who have prop-
erly authorized such deductions. Deductions under this
Agreement are expressly limited to initiation fees and monthly
membership dues,

B. Itis understood and agreed that no deductions are to be made
tor fines, previous months’ unpaid dues or assessments of
any kind, and that monies deducted are not to be applied to
any other financial obligation of the member to this Union
except his initiation fees and his regular monthly Union mem-
bership dues for the month in which the deduction is made.
The Company will make a dues deduction if the member
receives a regular paycheck during the month,

C. Authorizations shall continue to be effective and irrevocable
for so long as, by agreement between the Union and the Com-
pany, a check-off of Union dues is in effect, except that dur-
ing the period specified in the Authorization preceding any
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annjversary date in a year in which a check-off is in effect,
each individual shali have the right to revoke his authoriza-
tion as of any anniversary date.

D. Revocations shall be in the form of a signed letter directed to
the person designated by the Company. All such letters post-
marked or received within the designated period shall revoke
the authorization as of any anniversary date.

E. The Union shall defend, indemnify and save harmless the
Company against any claims made or suits instituted against
it, arising out of any action of the Company made pursuant
to the provisions of this Check-off Agreement.

F. 1tis understood and agreed that the Company’s sole respon-
sibility in regard to check-off is to make deductions pursuant
to the Agreement and to forward the monies so deducted to
the person or persons designated by the Union. It is under-
stood and agreed that the Company has no responsibility of
any kind in connection with the procurement of authoriza-
tion.

G. It is understood and agreed that the assighments are valid
only as to Local 950 (P&M), 952 and 966, and that such
assignments are not transferable.

H. Form of Authorization
All authorizations, in order to be effective, shall be prepared
in the following form, signature witnessed and delivered to
the appropriate person designated by the Company.

CHECK - OFF AUTHORIZATION

I hereby assign to my Local Union affiliated with the PACE In-
ternational Union from any wages earned or to be earned by me,
the amount of my monthly dues and initiation fee in said Union.

I authorize and direct any employer to deduct such amounts from
my pay each month and to remit the same to the order of the
financial secretary of my Local Union in accordance with the
terms of this Agreement.

This assignment, authorization and direction shall be irrevocable
for a period of one year from the daie appearing below or until
the termination date of the current collective bargaining agree-
ment between the Company and the Union, whichever cccurs
sooner, and [ further agree and direct that, regardless of my mem-
bership status in the Union, this assignment, authorization and
direction shall be automatically renewed and shall be irrevo-
cable for successive periods of one year each or for the period of
each succeeding applicable collective bargaining agreement with
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the Union, whichever shall be shorter, unless written notice is
given by me to the Company and the Union not more than thirty
days or less than ten days prior to the expiration of each period
of onc year or of each collective bargaining agreement, which-
€VEr OCCUrs Sooner.

Date Signature of Employee,
Name (Print)
Address City and State

Social Security No.

Employed by Dept.

ARTICLE 10
WAGES, HOURS, AND JOB CLASSIFICATIONS

Section 1. Wages and Job Classifications - The Job Classifi-
cations as of the effective date of this Agreement and the hourly
wage rates are set forth in Exhibit “A” attached hereto and made
a part hereof.

The matter of wages is not to be a subject for arbitration.

Section 2. New or Changed Jobs - When major changes are
made in the mill which create new jobs (through the installation
of new equipment, the modification of old equipment, or major
changes of methods of operations), or substantially change the
duties of existing jobs, Management will meet the Unions con-
cerned and receive from them their suggestions regarding ap-
propriate rates of pay. If, afier discussion, mutually satisfactory
rates cannot be agreed upon, Management will set rates, but such
rates will be subject to further discussion at the next general
negotiations, and any changes agreed upon at that time shall be
retroactive to the date of the job changes which occasioned the
rate adjustments.

Section 3. Hours of Work - When work is available, the nor-
mal work week shall begin at 6:30 a.m. Monday and end at 6:30
a.m. the following Monday. A normal work day is considered a
twenty-four (24) hour period that begins with the start of an
employee’s regular scheduled reporting time.

A normal work day will consist of eight (8) consecutive hours
of work; a normnal work week will consist of five (5) days per
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week. The normal work week for day workers will be Monday
through Friday. However, this is neither a guarantee of eight (8)
hours per day nor of forty (40) hours per week.

The normal hours of work for rotating shift workers are 6:30
a.m. to 2:30 p.m.; 2:30 p.m. to 10:30 p.m. and 10:30 p.m. to
6:30 a.m. Under normal operations shift workers will eat their
meal on a catch-as-catch-can basis without causing interruption
of product or process flow. The normal daily work schedule for
day workers is 7:00 a.m. to 3:00 p.m. Day workers will be per-
mitted a 10 minute break in the moming and a lunch break of
approximately 20 minutes. They will not be taken at a specific
time, rather will be taken on a catch as-catch-can basis consider-
ing the level and nature of activity of the individual at the time.

Second and third shift maintenance schedules wili normally
be scheduled for 8 hour shifts, 7:00 a.m. to 3:00 p.m., 3:00 p.m.
to 11:00 p.m. and 11:00 p.m. to 7:00 a.m. and for 12 hour shifts
7:00 a.m. to 7:00p.m. and 7:00 p.m. to 7:00 a.m.

ARTICLE 11
THE WORK ASSIGNMENT FLEXIBILITY CONCEPT

Section 1. The Work Assignment Flexibility Concept is de-
signed to improve the efficiency of the Naheola Mill, improve
productivity and protect the job security of employees. 1t is an
essential part of this Agreement. The individual's safety is of
paramount consideration in the application of this Article.

Section 2. The elements of the Work Assignment Flexibility
Concept are explained below and supersede any conflicting La-
bor Agreement provision, rule, commitment, understanding, prac-
tice, grievance settlement, arbitration award, and any other source
of information regarding work jurisdiction or assignrfients.

(1} In order to achieve efficiency of mill operations, employ-
ees may perform duties outside of their traditional job duties
from time to time as operating conditions warrant. Maintenance
mechanics will be expected to assist production employees and
vice versa throughout the mill. Any employee may be assigned
to perform any work which he is able to safely perform. The
existing flexibility practices will continue,

(2) Operating employees will perform equipment adjustments
and repairs, and other work which they are able to perform. Itis
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not the intent to make trained mechanics out of production em-
ployees, but rather to have production employees fully utilize
their own capabilities and concentrate the skills of maintenance
mechanics where those skills are most needed.

(3) Vacancies will be filled only when deemed necessary by
supervision.

ARTICLE 12
ATTENDANCE

Section 1. Each employee has an obligation to report for
work as scheduled, or have a compelling and justifiable reason
for not doing so. Regular and on time attendance is required.
Therefore compliance with reasonable rules of attendance is a
condition for continued empioyment. If an empioyee is unavoid-
ably prevented from reporting for work as scheduled, he must
call the Mill Guard Office to give his salaried supervisor or ap-
propriate personnel as much advance notice as possible, as well
as the reason why the absence is unavoidable. This advance
notice should be at least four (4) hours in advance of the start of
the employees scheduled shift or as soon as the condition exists.
If four {4) hours notice is not possible, then the employee should
also be prepared to present a reasonable explanation as to why
the late notice is given.

Section 2. After an employee has been absent from work for
one day, at least four (4) hours notice must be given of the
employee’s intent to return to work. In those instances of ab-
sences of more than one day, but not more than twenty-eight
{28) days, at least sixteen {16) hours advance notice must be
given of the employee’s intent to return to work. For absences of
morg than twenty-eight (28) days, if the returning employee
notifies the Company by 10:00a.m. Thursday, he will go on the
wark schedule for the next week. In any case where an employee
returns to work without providing the notices required above,
particularly where a replacement is required, the returning em-
ployee may be denied the opportunity to work and will not be
compensated.

Notice of unavoidable absence and expected date of return
may be made at the same time.

Section 3. The present absentee control policies will remain in
effect for one (1} year from date of ratification. If, in the judg-
ment of the Company, total absenteeism (for all reasons) is not
at an acceptable level at that time, the Company and the Union
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will discuss the cause(s) and measure(s) that will address them.
Following such discussions, the Company will notify the Union
and the employees of any changes that are being made in such
Policy in advance of their effective date. If the Company deter-
mines that further changes need to be 1nade at future dates, the
same discussion and notification process will be used.

ARTICLE 13
WORK SCHEDULES

Section 1. It is recognized that the daily and weekly sched-
ules are based on operating requirements and subject to change
based on product demand and operating efficiencies that the
Company necessarily retains the right to schedule straight time
and overtime hours and number of shifts, and that it is the obii-
gation of employees to work as scheduled.

When a change in the weekly work schedule is made after that
schedule has been posted and the revised schedule changes the
shift of an employee absent due to layoff, illness, vacation, shift
swap, or who has left the mill prior to the revised schedule being
posted, such employee(s) will be notified of their changed sched-
ule as soon as it is reasonable to give such notice. Such notifica-
tion would not apply to those employees who work the weekend
immediately following the posting of the revised schedule.

When necessary, the Company will contact employees at a
telephone number provided by employees. In the case of a call-
in, the Supervisor will attempt to contact the employee person-
ally. If they are not available, the Supervisor will move on to the
next employee. On schedule changes, the Supervisor will at-
tempt to contact the employee personally. If they are not avail-
able, the Supervisor will only be required to leave a message.

There shall be no obligation to contact an employee for a
work opportunity, neither shall any penalty pay be appropriate
for individuals who do not provide the Company with a tele-
phone number of their current residence. They will however be
charged for any work opportunity for which they would have
been eligible.

Section 2. Employees assigned as shift workers will follow
the normal rotation and shift schedules. Work schedules for
operating departments for the following week will be posted on
departmental bulletin boards by 2:00 p.m. on Thursday. It is the
responsibility of each employee to know his own work schedule
and report accordingly.

Section 3. It is recognized that normally when overtime is
required to provide training, the employee selected to do the
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training will be scheduled on overtime. Management retains the
right to select the employee to do the training. Training assign-
ments will be divided as reasonably practicable among employ-
ees considered qualified to train. Overtime warked as a Trainer
will be charged.

Section 4. Shift workers may swap shifts for justifiable rea-
sons within any one work day or work week with advance ap-
proval of their immediate salaried supervisors, providing such
swap does not result in additional overtime costs to the Com-
pany. An employee on a shift swap will be considered available,
based on his weekly work schedule, for call-in to fill an absence
in his classification. The employee's weekly work schedule will
be used to determine order of priority as stated in Article 14,
Section 2.

Section 5. Extra overtime work, when scheduled or required,
shall be equitably distributed as far as reasonably practical un-
der plant operations among employees in the job classification
in which the available overtime work arises. If an employee is
scheduled or asked to work their off day and requests not to
work, his request will be honored if alternate resources can be
obtained to satisfy the requirements of the job. For Mechanical
Maintenance overtime provisions, see Article 25. For Convert-
ing Maintenance overtime, see Article 24, section 6.

Section 6. Doubling Over - Change In Classification.

When employees are temporarily set-up on shift or when em-
ployees change from one classification to another from Sunday
to Monday, the following guidelines will apply:

Set. Shiftif Overtigme is N

An employee can double over if unrelieved, unless that em-
ployee is scheduled in a different classification on that upcom-
ing shift.

If the employee is relieved, he cannot double over in the set-
up classification. However, he will be considered for overtime
in his scheduled classification.

Schedule Change Sunday to Monday if Overtime.is N

An employee can double over if unrelieved. The employee will
be considered for filling vacancies on the 6:30-2:30 shift in the
classification he worked 10:30-6:30 Sunday night, provided that
employee is not scheduled for a different classification on that
6:30-2:30 shift.

S11-



ARTICLE 14
FILLING VACANCIES

Section 1. At the end of a shift, no shift worker shall leave
his designated work place until his relief has reported to take on
the responsibility of the position. Should a shift worker not re-
port for work on time, the employee then at work shall remain at
work and notify his salaried shift supervisor or appropriate per-
sonnel that he has not been relieved. If the vacancy must be
filled, first consideration will be to make a shift set-up or mul-
tiple shift set-up.

Section 2. In the event none of the above is practical under
plant operations at that time and the salaried supervisor or ap-
propriate personnel determines that the vacancy is to be filled
on an overtime basis, the overtime will be worked in the classi-
fication where the vacancy occurs and the pracedure below witl
apply:

{1) By allowing the unrelieved employee on the off-going
shift to work a double shift.

(2) By calling in the employee of the same job classification
who would be coming in on the next shift.

(3) By calling in the employee of the same job classification
who is on his scheduled off days.

(4) Employees in Step 1 and 2 above may elect to split the
shift equally.

(5) Any qualified employee.

*Where there are multiple jobs within a classification before
step (5), each employee on shift will be asked to stay in order of
seniority. )

Section 3. In any event, if a shift worker does not report for
his regular shift, the unrelieved employee will notify his sala-
rted superviser or appropriate persennel. He shall then remain
at his post until relieved, and if necessary, he shall work the
extra shift.

Section 4. When overtime is required to fill 2 vacancy in the
preparation of the weekly work schedule of rotating shift jobs
the employee who would otherwise be scheduled off will be
scheduled unless he notifies his salaried supervisor or other ap-
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propriate personnel by 3:00 p.m. Friday that he does not want to
work. In such case, the employee will be allowed off without
being charged with an absence and the employee on the off-
going shift will be scheduled to double to fill the schedule, The
affected employees may elect to cover the job in other ways, as
described in Section 2 of this Article, with notification to their
supervisor or other appropriate personnel.

ARTICLE 15
SENIORITY - PROMOTIONS

Section 1. Senicrity - In the case of promotions, filling va-
cancies, or transfers, seniority will govern, providing the senior
employee has the necessary qualifications and ability to perform
the job with appropriate training. Itis recognized that ability to
perform in accordance with job requirements shall include the
ability to cooperate and work in harmony with fellow employ-
CEes.

For purposes of this provision there are three (3) types of
senjority: Job, progression ling, and mill.

{1) Job seniority is the length of service in a given job classi-
fication. A Spare Hand will be considered a job in the
application of this paragraph. Job seniority does not ac-
crue when assigned temporarily to a job.

Job seniority for maintenance journeymen shall be consid-
ered as one job regardless of rate progression. Employees start-
ing as helpers or apprentices in a craft after 11-1-77 will estab-
lish their senjority in their craft on the date they start as a helper
or apprentice,

{2) Progression line seniority is the length of service within
a line of progression.

(3) Mill seniority is the length of continuous service at the
Naheola Mill on jobs within the bargaining unit.

New employees and those rehired after a break in service are
considered probationary employees for sixty (60) calendar days
following the date of hire, excluding layoff. The probationary
period may be extended by a maximum of an additional thirty
(30) days by agreement between the Company and the Union. If
retained in the employ of the Company after the end of the pro-
bationary period, continuous service credit will be given back to
the start of his probationary period. If during an employee’s pro-
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bationary period the total of any time off exceeds continuous
time already worked, the employee in any subsequent period of
employment will be required to start his probationary period over,

Except as otherwise noted, length of service as used herein
refers to the length of time employed at the Naheola Mil), If two
(2} or more employees have equal service, the one who was born
first will be the most senior.

Any employee who temporarily works on a job not in the
bargaining unit shall continue to accrue the seniority he would
have had, had he continued working in the bargaining unit, pro-
vided that in any twelve (12) month period the time spent on
non-bargaining unit jobs does not exceed twenty-six (26} weeks.
The period of time specified may be extended by mutual agree-
ment of the parties,

In determining the twenty-six (26) weeck maximum for nor-
mat eight (8) hour shifts, an employee who works five (5), six
(6), or seven (7) days in a calendar week shatl be charged for
working one (1) week. If the employee is set-up for four (4)
days or less during a week, such days of a partial week shall be
added and each sum of five (5) days shall equal one (1) week. At
the end of each calendar quarter, the Local Union President will
be provided a report listing each employee who was set-up dur-
ing the last four (4) quarters, and the dates and number of days
set-up.

In determining the twenty-six (26) week maximum for twelve
{12} hour shift rotation, an employee who works three (3), four
(4), five (5), six (6), or seven (7) days in a calendar week shall
be charged for working one (1) week. If the employee is set-up
for two (2) days or less during a week, such days of a partial
week shall be added and each sum of three and one-half (3 1/2)
days shall equal one (1} week. At the end of each calendar quar-
ter, the Local Union President will be provided a report listing
each employee who was set-up during the last four (4) quarters,
and the dates and number of days set-up.

An employee who works on a non-bargaining unir job will
not work on a bargaining unit job within the twenty-four (24)
hour period beginning with the shift on which he works on a
non-bargaining unit job, except in each of the following situa-
tions:
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1. "An employee may revert back to his normal hourly sched-
ule in less than twenty-four (24) hours to avoid the loss
of a regular scheduled day of work once a week.

2. Atthe beginning of a work week on Monday an employee
may revert to a bargaining unit job in less than the twenty-
four (24} hour period.

A day worker who works on a non-bargaining unit job for
four (4} days or more during the week shall not be assigned to
work weekend overtime that week until all others working in his
regular classification have been asked to work that weekend
overtime.

Employees accepting a permanent salaried position with the
Company over which the Union has no jurisdiction may retum
or be returned to the bargaining unit with no penalty within the
first sixty (60} calendar days. Between sixty (60} days and one-
hundred eighty (180) calendar days, if the employee returns to
the bargaining unit his job seniority will be reduced by the num-
ber of days over sixty (60) that he was out of the bargaining unit.
Beyond one-hundred eighty (180) days, such employee will have
no right to a bargaining unit job.

Section 2. Promotions - Promotions are made in accordance
with recognized lines of progression. In cases of promotions,
the Company will take into consideration seniority and qualifi-
cations, and, when the senior employee has the necessary quali-
fications, seniority will prevail. In applying seniority for pro-
motions within a line of progression, job seniority wili be con-
sidered first. When job seniority is equal, progression line se-
niority will prevail. And if job and progression line seniority are
equal, mill seniority will prevail. In cases of promotions other
than those involving the senior employee the Union will be no-
tified before the promotion is made and will have an opportu-
nity to discuss with the Company the qualifications of the em-
ployees.

When a new job not in a line of progression is created or the
bottom job in a line of progression is open, notice of the new job
and pertinent details will be posted on the bulletin board for four-
teen (14} days. Employees may then file requests for the job
within this period. Permanent filling of such jobs will not be
made within the fourteen (14) day period. Copies of such re-
quests for such jobs will be furnished to the local union. In
selection, mill seniority shall prevail among qualified applicants.
If the sentor bidder is not selected, the Union will be notified
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before the promotion is made and will have an opportunity to
discuss with the Company the qualifications of the employees.
If there is no qualified bidder, the Company will assign the job
to the senior qualified person in the replacement pool or, if there
is no such person, may go outside to fill the job.

When an employee is promoted around a job in a line of
progression, he or she will begin the accumulation of job senior-
ity on all by-passed classifications at the same time he or she
begins to accumulate seniority on the job to which he or she has
been promoted.

Employees will advance to higher jobs in their Line of Pro-
gression unless they have signed a “Request to Freeze’ form.
Employees on entry jobs in Lines of Progression, including Spare
Hand employees, will not be allowed to freeze. An employee
who freezes will not progress.

A "Request to Freeze” form can be completed and may be
approved subject to the following conditons:

1) The employee has been permanent on the job for a mini-
muin of one (1) year,

2) The freezing by the employee does not prevent a shift
set-up.

3) A frozen employee will perform other jobs as a part of
flexibility, to the extent of the employee’s ability.

4} There is an approved, valid reason to prevent moving up.

5} In no event shall more than twenty-five percent (25%) of
the employees per classification be allowed to frecze.

The “Request to Freeze” will not go into effect until it can be
included in the posted weekly schedule.

Employees will remain frozen for a minimum of six {6)
months and must give written notice that they want to unfreeze.
They will be removed from frozen status on the work schedule
for the fourth full week following notification. The employee
will not be eligible to freeze again on the same job for 2 period
of one (1) year.

Employees frozen prior to this Contract will be allowed to re-
main frozen subject to the six-month review provision of this
Section, except that item 5} above will not apply.

When an employee becomes frozen he will become junior to
any employee who bypasses him on a seniority set-up. Job se-
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niority shall continue to accrue to the frozen employee for all
jobs lower in the line of progression.

An employee who is unable to take the promotion because
of temporary illness or temporary physical disability that is
medically substantiated will not lose seniority.

All freezes will be reviewed every six (6) months.

Temporary openings on permanent jobs of not more than
twenty eight (28} days duration may be filled without regard to
seniority (shift set-up). Openings on permanent jobs which are
known to extend more than twenty-eight (28) days will be filled
by the in-the-line promotions starting with the next scheduled
work week provided there are a sufficient number of qualified
employees on each shift to perform all functions necessary for
safe and efficient operations, and provided notice of such exten-
sion of absence is known prior to noon Wednesday.

In classifications where there are multiple employees on a
shift, senior employees wiil have the opportunity to qualify for
skill rates ahead of junior employees,

Section 3. Seniority Termination. An employee shall be con-
sidered to have a complete break in continuous employment with
the Company and no past service will be accredited in the event
of re-employment under any of the following conditions:

1. Voluntary separation.

2. Discharge for proper cause.

3. Failure to report to work at the expiration of a leave of
absence granted by the Company.

4. Performance of no work for the Company in any twenty-
four (24) month period due to layoff.

5. Absence of three (3) or more consecutive days without
proper notice to the Company,

6. Absence for more than twenty-four (24) months due to
medical leave of absence, or thirty-six (36) months for
Worker’s Compensation cases.

An employee who is terminated for any reason will forfeit
his accumulated service record for purposes of determining ben-
efits under this Agreement provided, however, that such an em-
ployee will continue to be eligible for such retirement benefits
that are expressly provided by the terms of the Pension Plan.
Any eligibility for vacation benefits upon termination is gov-
erned by Article 19.
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Section 4. Qualified personnel may exercise seniority against
employees within the same classification to move from day work
to shift work or shift work to day work on February ! of each
calendar year or when a permanent opening occurs. In addition,
employees who have been forced on to shift work may exercise
their seniority against employees within the same classification
to move from shift work to day work on February 1 and August
1 of each calendar year. No Mechanic in the Maintenance De-
partment may displace or be displaced under this Section unless
he is a journeyman who has been at top rate for at least six (6)
months.

Mechanical maintenance employees desiring to transfer to a
different crew or area should submit their request to the Me-
chanical Maintenance Department Manager. Management will
consider such requests, basing their decision on the business
needs of the Company and the desires of the employee.

In case of hardships, the Union and Company shall review
the individual case and upon mutual agreement exceptions to
the above may be made.

When a permanent vacancy occurs, one empioyee within the
classification where the vacancy occurs and one employee in
each classification below the original vacancy, in the same line
of progression, shall have the opportunity of changing shifts,
provided such change does not present operating problems. Said
opportunity will be offered to the senior individual in the classi-
fication who has filed a written request to change shifts. Such
change request mast have been filed at least one week prior 1o
the vacancy occurring and must indicate desired shift.

Section 5. Summer Students. Summer students will not ac-
crue seniority and their employment will end at the end of the
term for which they are hired. If available overtime is needed
which is of a general nature then the summer student shall be
considered for overtime only after all permanent emplayees on
that shift in the department have had the opporturity to work.
This also applies to those posted jobs not in a Line of Progres-
sion,
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ARTICLE 16
LAYOFFS - RECALLS

Section't. Layoffs - Upon layoff, employees will be demoted
in the descending order of progression levels in their respective
lines of progression according to applicable job and line of pro-
gression seniority, and will be laid off from the bottom level job
that is staffed in the line of progression according to mill senior-
ity.

During the first seven (7) days of any layoff the senior em-
ployees will man the jobs in their lines of progression that are in
operation on their respective shifts; however, where the Com-
pany has adequate prior notice (7 days) a seniority layoff will be
made on the first day beginning at 6:30 a.m.

The overtime penalty, because of hours in excess of eight (8)
in a twenty-four (24) hour period, shall not apply when caused
by the shuffling up and down of employees according to senior-
ity rights as a result of a partial shutdown, maintenance shut-
down and/or curtailed operations.

Employees bumping back must have and demonstrate the
necessary ability to properly, safely and efficiently perform the
work with minimum training.

For paper machine shutdowns due to business conditions and
majof mill equipment failures that last for more than seven (7)
dajys, excluding start-up, paper machine employees may bump
back 1o the running machine in their department (Tissue or Board)
prowded they are qualified to perform that job.

Employees who are laid off because of lack of work or re-
{duction in force, and who have completed their probationary
period, have the right to reinstatement without loss of seniority
provided they report immediately any change of address o the
Company’s Human Resources Office, in person or by certified
mail, and signify their continuing desire to return to work. In
the event any layoffs are for longer than two (2) years, the em-
ployee will be conrsidered permanently separated from the Com-
pany.

In production departments, when layoffs or reductions in force
are 10 exceed twenty-¢ight (28) days, the senior employees who
are to be laid off will have the right to bump the most junior
employees in the mill, excluding Mechanics in the Maintenance
Department, by mill seniority provided they have the necessary
qualifications to perform the duties of the job with minimum
training.
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In the Maintenance Department, layoffs will be in accordance
with seniority and qualifications. In making such reductons,
consideration will be given to the skills to assure that an appro-
priate and qualified workforce remains in the maintenance de-
partment. When such Jayoffs or reductions in force are to ex-
ceed twenty-eight (28) days, employees that are displaced out
of the maintenance department will have the right to bump the
most junior employee in a job in the mill by mill seniority pro-
vided they have the necessary qualifications to perform the du-
ties of the job with minimum training,

Progression line employees who are laid off from their line
of progression will be assigned to the Mill Replacement Pool.
They may be temporarily assigned in lieu of layoff to available
jobs within the Mill regardless of whether the job is in this bar-
gaining unit or the IBEW bargaining unit, with employees in
each bargaining unit having priority for jobs in their unit. Em-
ployees shall be members of the International Union whose ju-
risdiction they hire in under unless they accept a permanent bid
in the other union’s jurisdiction.

Section 2. Recalls - After layoffs because of lack of work or
reduction in force, the employees eligible for recall shall be re-
called in the reverse order in which they are laid off provided
they are qualified to perform the required work with minimum
training. It is understood that only laid off maintenance employ-
ees shall be recalled to the Maintenance Department. In recall-
ing employees to the Maintenance Department, the Comp%ny
will give consideration to the skills needed to assure that the
recalled employees possess the requisite qualifications to meet
the department’s needs. If an employee is transferred to anothcr
job because of lack of work in his classification, he or she will,
be entitled to the original job if and when it reopens. An em-\
ployee who accepts a permanent job through a posting will re- |
linquish recall rights to any other jobs.

If there is an extended lay-off of twenty-eight (28) days or
more and the employee is recalled, he will have seven (7) days
from the time notice of recall is given to indicate whether or not
he wishes to return. If he decides to return, he will have four-
teen (14) days from the time notice of recall is given to return to
wortk. Failure to return to work will result in termination. The
union will be notified accordingly, in writing.

In the event a certified letter for recall fails to reach a laid off
employee at the last given address and is returned to the Com-
pany, the returned letter will be taken as proof that the employee
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has failed to keep the Company posted of his address and all
reinstatement rights will be forfeited. The union will be notified
accordingly, in writing.

ARTICLE 17
PAY PRACTICES

Section 1. Pay Practices - Overtime/premium pay, at the rate
of time and one-half, will be paid:

(1) For ali work performed on paid holidays; except that
employees who work during the four (4) shift period beginning
at 2:30 p.m. on December 24th and ending at 10:30 p.m. on
December 25th will be paid double-time for hours worked.

{2) Employees who work in excess of eight (8) hours within
a twenty-four (24) hour period beginning at the start of a desig-
nated shift, or in excess of forty (40) hours in any regular weekly
work period, will be paid time and one half for the hours worked
in excess of eight (8) hours on the daily basis or in excess of
forty (40} on the weekly basis, whichever is greater but not both.
In other words, overtime shall not be paid on overtime.

Holidays paid for but not worked will count toward the com-
putation of weekly overtime provided the holiday falls on the
employee’s scheduled workday.

Section 2. Call Time - Call-Time shall be defined as two (2)
hours pay at the straight-time hourly rate.

Employees called-in to work at any time other than the start
of their established shift, or on their regular day off shall be paid
two (2) hours call-time plus actual time worked, but not less
than a total of four {4) hours of straight time pay on any one calt.

Employees called-in to work shall be excused as soon as the
specific purpose for which they are called-in has been accom-
plished except that in emergencies the employee may be required
to perform such additional work as his Supervisor may deter-
mine. Emergency work is work that can be neither anticipated
nor postponed, such as an unforeseen break down which will
cause loss in production or endanger life or property.

A day Maintenance employee called back to work between
3:00 p.m. and 7:00 am, will receive in addition to the original
call-in payment, a two (2) hour straight time payment for each
job assigned beyond the work called-in to perform that is not of
an emergency nature.
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In interpreting and applying call-time, an employee will be
considered out of the mill if he has clocked-out.

Call-time, as such, will stand alone and not be used in the
computation of overtime for any other hours worked.

It is agreed that the start of an employee’s shift or day work
schedule may be changed at any time by Management upon no-
tification to the employee before the end of his last preceding
shift or day work schedule and such change shall not be subject
1o call-time. If the employee is held over beyond the end of his
scheduled work day and is notified of such change during the
holdover period, he shall receive call-time.

However, employees notified prior to the end of their shift or
day work schedule to come in four (4) hours or more prior to
their shift or day work schedule the following day will receive
call-time even though they will work into their next shift.

Section 3. Current rest break practices will continue.

No employee shall be permitied or required to work in ex-
cess of sixteen (16) continuous hours except during an emer-
gency situation where the preservation of life or property are at
stake. Employees who work sixteen (16) continuous hours will
not be aliowed to return to the Mill without an eight (8) hour rest
period. Pay will be double time for all such hours over 16 hours,

Section 4. Shift Differential. A shift differential of thirty cents
($.30) per hour on the 2:30 p.m.-10:30 p.m. shift and forty-five
cents ($.45) on the 10:30 p.m.-6:30 am, shift will be paid to
employees: '

1. Who are working during these shifts on a job on a retat-
ing shift basis.

2. Who are working on jobs whose scheduled hours fall com-
pletely between the hours of 2:30 p.m, and 6:30 a.m.

Day workers temporarily scheduled to work 7:00 p.m. to 7:00
a.m. will receive the shift differential specified for the 10:30
p-m. - 6:30 a.m. shift for the entire twelve (12) hour schedule.

Section 5. Pay Procedure. The Company reserves the right to
change to a bi-weekly payroll {every 2 weeks), with pay periods
ending with Sunday and pay days on Friday and to make pay-
ment in the form of direct deposit. If direct deposit is imple-
mented, the Company may implement mail delivery of paychecks
to the homes of any employees wha do not elect direct deposit.
Sixty (60) days advance notice will be given prior to the exer-

.22



cise of this option. Payroll errors in excess of $50 will be cor-
rected as soon as possible with the check being delivered to the
mill by next day mail.

Section 6. Report Pay - Employees who report to work on
one of their regular scheduled days of work and find no work
available on their scheduled job or in their line of progression
shall be entitled to four (4) hours pay at the straight time rate of
the scheduled job unless there has been notification not to report
for work.

However, employees accepting work outside of their line of
progression will not receive reporting time pay but will receive
at least six (6) hours of work at the rate of the job actually per-
formed. Employees starting to work on their scheduled job or in
their line of progression will be guaranteed a six (6) hour work
minimum.

It is agreed that no reporting time payment or work guaran-
tee will be due if any of the following situations apply:

1. When notice has been posted on the bulletin board at least
sixteen and one-half (16 1/2) hours before the start of such
work and the employee was on duty to see the notice. An’
employee absent without permission will be considered
to have received notice.

2. When an employee cannot be reached at the phone num-
ber on the Company records.

3. When work is not available because of storms, fires, ac-
cidents, floods, disasters, power breakdowns or any other
causes over which Management has no control.

Section 7. Jury Duty - Permanent employees required to serve
as jury members will be compensated for the period of jury duty
on the basis of the amount of straight-time earnings, plus shift
differential, the employee would have received had he not lost
time.

Compensation under this Article will be limited to a maxi-
mum of eight (8) hours per day, forty (40) hours per week.

Employees will only be compensated for necessary lost time
due to the performance of jury duty. Day workers or shift work-
ers who are scheduled for jury duty only a portion of the day
will be expected to work as scheduled the rest of the day. The
employees on the second and third shift will be expected to work
their shifts if they have had adequate rest.

Hours paid for jury duty will not be counted as hours worked
for the purpose of computing overtime.

Employees will not be expected to work the 10:30 p.m.- 6:30
a.m,, shift on the day prior to when they are on jury duty, how-
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ever, they wiil be expected to work their 10:30 p.m. - 6:30 a.m,
shift the day they are required to serve provided they are ex-
cused from jury duty four (4) hours or more before the start of
their shift, or six {6) or more hours if they are serving on a Fed-
eral Jury. :

Whenever, after reporting for jury duty the employee is ex-
cused by the court, he will be expected to report to his Supervi-
sor, by notice to the mill guard office, that he has been released
from jury duty. :

Section 8. An employee requested to fill an absence on over-
time on 4 job paying a rate lower than the rate of his scheduled
job will be paid the higher rate.

Section 9. Overtime will be computed at the straight time
hourly rate of the job(s) performed during the overtime period
plus shift differential, if any.

Section 10. Employees who have reported prior to the start
of their scheduled shift and who are assigned work before the
start of their scheduled shift, except for early relief, shall receive
one hour of straight time pay for all work performed up to the
start of their shift.

Employees who are asked to perform work after the end of
their scheduled day or after being properly relieved shall receive
no less than one hour of pay, but the Company may work such
employee the full hour for which they are paid. Such employees
are not entitled to call time. Employees assigned work after
being properly relieved shall have hours of time worked calcu-
tated from the time they actually began working,

Section 11. Employees who work on their off days will not
be deprived of any hours of work on their regular daily or weekly
schedule because of such overtime. Employees who work on
their off days will not be scheduled off on other normal working
days simply to avoid the over eight (8) in a day or over forty
{(40) in a week overtime penalty. It must be understood, how-
ever, that there will be certain circumstances where employees
have worked long hours and where the Company may well feel
that it is in the best interest of the employee and the Company to
schedule him off for purposes of rest. In other words, the
Company’s agreement in principle here is not intended by the
Company to limit its rights to send employees home who have
worked long periods of hours and need rest. Neither is it in-
tended to limit the Company’s right to lay off employees when
no work is available for them.
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Section 12. On-the-job tajuries -'If an employee is hust on
he job, and a licensed physician certifies that he is unable to
eturn to work that day, he will be paid for the scheduied hours
hat he would have worked on the day of the injury.

Section 13. When an employee is permanently cut back from
iis permanent job (progression line or non-progression) because
tis job or a job in his line of progression was eliminated due to
echnological change, job combination or reassignment of du-
1es by Management, that employee shall receive the rate of pay
ve was receiving prior to the change, or the rate of the job to
which he is currently assigned, whichever is higher, for twenty-
four (24) months.

This shall not apply to job elimination caused by fluctua-
10ns or reduction in the production schedules.

Employees removed from a line of progression or a non-pro-
gression job under the above provisions will:

1. Be given a one-time opportunity to designate a preferred
shift, or a preferred department, for being scheduled as a
replacement employee.

2. Be allowed to exercise their mill seniority when schedul-
ing their vacation where they will be generally working.
This could be their original line of progression, where
relief status is held, or among replacement employees.

ARTICLE 18
HOLIDAYS

The following shall be recognized as paid holidays:
Memorial Day
July 4
Labor Day
Thanksgiving Day
December 23, 24, 25, 26
Personal Floating Holidays (3)
Shutdown Holidays (2)

Personal Floating Holidays will be taken by eligible employees
during the calendar year in which they become eligible. These
Floating Holidays will be scheduled by the employee with the
approval of their Supervisor provided the employee gives writ-
ten notice two weeks in advance. Shorter periods may be agreed
to by the Supervisor and the employee.

Personal Floating Holiday eligibility of employees who com-
plete their probationary period during a year will be based on
the following hire dates:

Prior to April 1-(3) Prior to August 1-(1)

Prior to June 1-(2) After August 1-(0)
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A. Local 952 permanent employees who work on the two (2)
shutdown holidays shall receive the day after Thanksgiving
and a Personal Floating Holiday as helidays. All provisions
of Article 18 as stated in Paragraphs C, D, E, F and G will be
applicable in establishing eligibility and pay for these holi-
days. Permanent employees on jobs listed under Mainte-
nance, Store Room and Mill Service crew in the Articles of
Agreement will be covered.

Replacement employees working in these areas during the

shutdown will have the two shutdown holidays as holidays.

B. The Company retains the option of operating part or all of
the Mill on Memorial Day, July 4, Labor Day, Thanksgiving
Day, December 23, 24, 25 and 26. The Company will post
the schedule for the four (4) shift period starting at 2:30 p.m.,
December 24 through 10:30 p.m., December 25. Scheduled
employees who do not want to work will notify Supervision
and steps will be taken to try to obtain substitutes from un-
scheduled qualified volunteers from other classifications or
qualified volunteers willing to work extra shifts. A sched-
uled employee will work if a qualified substitute cannot be
obtained.

C. The holiday shall be celebrated on the calendar date on which
it falls and shall be for a twenty-four (24) hour period begin-
ning with the first shift,

D. For each recognized holiday an eligible employee shall re-
ceive eight (8) hours pay at the straight time rate of the job
on which he worked o his last working day before the holi-
day.

E. Inorder to be eligible for holiday pay an employee must meet
the following conditions:

1. He must have completed his probationary period as de-
fined in Article 135.

2. He must have worked the scheduled work day immedi-
ately before and immediately following the holiday un-
less absent for justifiable cause.

3. He must have performed any work on the holidays for
which he was scheduled unless absent for justifiable cause.

F. Anemployee will be considered absent for justifiable cause:
1. If he is on vacation.

2. If he is on his regular day off.

3. If he is prevented from working by reason of non-occu-
pational illness or accident and the holiday falls within
the first 180 days of such absence or within the first year
if the absence is the result of an occupational injury.

4. If a holiday occurs during a period when an employee
who otherwise is eligible for holiday pay is laid off, he

-26-



will receive pay for such holiday when he returns to work
provided the entire duration of his layoff has not exceeded
thirty (30) days. .
3. If he has been excused by his Supervisor.
G. An employee will not be eligible for holiday pay if he is on
leave of absence.

ARTICLE 19
VACATIONS

The purpose of this vacation plan is to give eligible employees a
period of rest and relaxation during the year without the inter-
ruption of production and at a minimum cost to the Company.

A. Vacation benefits under this plan are computed on a calendar
year basis and will not be cumulative from year to year.

B. Vacations must be taken in the calendar year.

C. Eligibility:

One Week of Vacation

I. Anemployee will be eligible for one weck of vacation in
any calendar year if as of the previous December 31 he
was on the payroll and had completed at least one con-
tinuous year of employment and if he worked at least 1040
hours in the previous year.

2. An employee who by December 31, has not completed
one year of continuous employment but who has during
his last period of continuous employment worked at least
1040 hours will become eligible for one week of vaca-
tion in the subsequent calendar year at the time he com-
pletes one Continuous year of employment. Notwith-
standing the above, if in the calendar year in which an
employee staits, he has not worked 1040 hours prior to
December 31, he will nevertheless be eligible for one (1)
week of vacation at the completion of one (1) continuous
year of employment providing he has worked 1040 hours
in that year,

Two Weeks of Vacation

1. An employee will be eligible for two weeks of vacation
in any calendar year if as of the previous December 31 he
was on the payroll and had completed at least three (3)
years of continuous employment, and if he worked at least
1040 hours in the previous calendar year.

2. An employee who by December 31 has not completed
three (3} years of continuous employment but who other-
wise meets the conditions of eligibility for two weeks of
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vacation will immediately be eligible for one week of
vacation in the subsequent calendar year and he will be-
come eligible for an additional week of vacation in the
subsequent year at the time he completes three (3) years
of continuous employment.

Three Weeks of Vacation
1. Anemployee will be eligible for three weeks of vacation

in any calendar year if as of the previous December 31 he
was on the payrotl and had completed at least eight (8)
years of continuous employment, and if he worked at least
1040 hours in the previous calendar yzar.

An employee who by December 31 has not completed
(8) years of continuous employment but who otherwise
meets the conditions of eligibility for three (3} weeks of
vacation will immediately be eligible for two (2) weeks
of vacation in the subsequent calendar year and he will
become eligible for an additional week of vacation in the
subsequent year at the time he completes eight (8) years
of continuous employment,

Four Weeks of Vacation

L.

An employee will be eligible for four weeks of vacation
in any calendar year if as of the previous December 31 he
was on the payroll and had completed at least twelve (12)
years of continuous employment, and if he worked at least
1040 hours in the previous calendar year.

An employee who by December 31 has not completed
twelve (12) years of continuous employment but who oth-
erwise meets the conditions of eligibility for four (4) weeks
of vacation will immediately be eligible for three (3) weeks
of vacation in the subsequent calendar year and he will
become eligible for an additional week of vacation in the
subsequent year at the time he completes twelve (12) years
of continuous employment.

Five Weeks of Vacation

1.

An employee will be eligible for five weeks of vacation
in any calendar year if as of the previous December 31 he
was on the payroll and had completed at least eighteen
(18) years of continuous employment, and if he worked
at feast 1040 hours in the previous calendar year.

. An employee who by December 31 has not completed

eighteen (18) years of continuous employment but who
otherwise meets the conditions of eligibility for five (5)
weeks of vacation will immediately be eligible for four
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{4) weeks of vacation in the subsequent calendar year and
tie wilt become eligible for an additional week of vaca-
tion in the subsequent year at the time he completes eigh-
teen (18) years of employment.

Six Weeks of Vacation

1. Anemployee will be eligible for six weeks of vacation in
any calendar year if as of the previous December 31 he
was on the payroll and had completed at least twenty-
five (25) years of continuous employment, and if he
worked at least 1040 hours in the previous calendar year.

2. An employee who by December 31 has not compieted
twenty-five (25) years of continuous employment but who
otherwise meets the conditions of eligibility for six (6)
weeks of vacation will immediately be eligible for five
(5) weeks of vacation in the subsequent calendar year and
he wili become eligible for an additional week of vaca-
tion in the subsequent year at the time he completes
twenty-five (25) years of employment.

D. In determining whether an employee has met the 1040 hours
minimum requirement for 2, 3, 4, 5 and 6 weeks of vacation,
40 hours for each week of vacation taken the previous year
and 8 hours for each holiday the employee received pay for
in the previous year will be included with actual hours worked.

E. Vacation Eligibility Credit for Lost Time Due to Injury or
Illness .

Lost time due to a work related injury or a non-occupational
accident or illness will be considered as time worked in de-
termining vacation eligibility for the year in which the em-
ployee starting losing time and the year in which he returned
to work.

Lost time under this provision will be limited to absences which
have been authorized by the attending Physician.

F. Vacation Pay

1. An employee who meets the eligibility requirements as out-
lined in this article will receive two percent (2%) of his gross
earnings of the previous calendar year for each week of vacation
eligibility or forty-eight (48} hours straight-time pay at the rate
of the employees permanent job, whichever is greater.

2. Lost time as outlined in paragraph E above and lost time due
to illness covered by Sickness and Accident Benefits as outlined
in the Insurance Benefit Section will be counted in computing
vacation pay. A maximum of forty (40) hours per week at the
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employees regulsr straight-time rate of pay at the time of his
absence will be credited for each week lost in determining gross
earnings for vacation pay computation,

Terminating Employees
An employee who terminates who has worked 1040 hours
from January 1 of the calendar year of termination will re-
ceive vacation pay based on the following:
2% of gross earnings from January 1 to termination date
times (X} the weeks of vacation the employee had earned
based on years of service.

If the employee worked less than 1040 hours from J anuary |
to date of termination, he will receive vacation pay based on
the following:

The vacation weeks he had earned based on years of ser-
vice times (X) the percentage as computed by dividing 1040
hours into hours worked from January 1 to termination date
times (X) 2% of gross earnings from January 1 to terming-
tion date.

Scheduling of Vacation

I. The Company reserves the right to schedule the vacation
period (including the right to designate any period of time
during the year for shutting down of operations in any or all
departments for the taking of vacations) for each employee
as well as to generally administer the vacation plan in accor-
dance with any and all of the above provisions. In so far as is
possible, however, consideration will be given to individual
employee preference in scheduling vacations provided that
those employees who desire to exercise their seniority rights
in the selection of their vacation must make their request not
later than January 1.
Schedules will include any weeks for which an employee
desires to receive pay without taking time off as well as those
weeks which the employee desires to be off,
Employees who schedule vacations during a week to which
the annual milt utility outage is moved, if it is moved, shall
have the option of taking that vacation or moving it to an-
other available week.
In exercising their seniority, employees who request vaca-
tion will be allowed to select a single week or two consecu-
tive weeks of vacation. Seniority can be exercised for sched-
uling additional vacation only after all other employees in
the department have had an opportunity to exercise their pref-
erence as outlined above.
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. All vacations will be scheduied to begin on Monday. If de-
sired, an employee may draw his vacation pay at the begin-
ning of his vacation period provided he requests such vaca-
tion pay one weck in advance.

. Vacations shall consist of consecutive days in units of at least
one week. However, employees can schedule one (1) week
cousisting of five (5) days as one (1) day at a time vacation,
These days will be scheduled by the employee with the ap-
proval of their Supervisor, provided the employee gives writ-
ten notice two weeks in advance. Shorter periods may be
agreed to by the Supervisor and the employee. The full week
will be paid when the first day is taken,

. Employees eligible for one (1) or two (2) weeks of vacation
shall take vacation. Employees eligible for more than two
{2) weeks shall take vacation for at least two (2) weeks and
may receive pay for any additional weeks without taking time
off.

An employee may count any three (3) consecutive days of
lost time through iflness, illness in the family, market condi-
tions, layoffs, downtime of equipment, or military drills or
leaves, as vacation time and draw one (1) week vacation pay
on eligibility date.

. If a death occurs in an employee’s immediate family while
on vacation, three days may be rescheduled as vacation to
commence on the first scheduled day of work following the
end of the vacation period. The employee may request to
receive pay for these days in lieu of time off.

. Employees off on a scheduled vacation should be allowed an
uninterrupted vacation without being called in to work. If
the unusual circumstance arises where Supervision has no
other practical way to get the work done and does call an
employee to inquire if he wishes to come in to work during a
period of time he had scheduled as vacation, it is understood
that the employee has no obli gatton to come in and may refuse
without prejudice.

If he does, however, agree to come in, the vacation day(s)
will be rescheduled for a later date. The employee will not,
however, receive duplicate paid vacation and when he does
come into work his vacation will be deemed to have stopped
and he will be on working time. When he takes his subse-
quent vacation time off, if he has already becn paid for vaca-
tion he will not be paid again,
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ARTICLE 20
LEAVES OF ABSENCE

Section 1. Personal Leaves - Leaves of absence up to three
(3 months may be granted by management for good cause, and
may be extended up to three (3) additional months if prior Man-
agement approval is secured not less than five (5) days before
the expiration of the original leave. Leaves of absence extend-
ing beyond six (6) months duration may be granted only by the
mutval agreement of the Company and the Union. The Local
Union of which the employee is a member will be notified in
writing of any leave of absence extensions granted by Manage-
ment. An employee granted a personal leave of absence is pro-
hibited to engage in other gainful activity for wage or profit dur-
ing the peried of such leave, if such activity would have pre-
vented the employee from satisfying his obligations to the Com-
pany if the leave had not been granted.

Section 2. Funeral Leave - When death occurs to a member
of a permanent employee’s immediate family, the employee will
be granted an appropriate leave of absence, and he shall be com-
pensated for scheduled hours of work during a maximum of three
(3) consecutive days, including the day of the funeral. Pay for
funeral leave will be computed at the straight-time rate of the
job the employee would have worked had he not been on fu-
neral leave and the shift differential that would have been re-
ceived, The above provisions are subject to the following limi-
tations:

1. Members of an employees’ immediate family are limited

to the empiloyees’ spouse, mother, father, step-patents,

mother-in-law, father-in-law, brothers, sisters, sons,

daughters, sons-in-law, daughters-in-law, grandparents

and grandchildren.

Proof of relationship may be required.

3. No compensation will be granted where the employee does
rot attend the funeral.

4. Compensation during funeral leave will not be counted
as hours worked for the purpose of computing overtime,

5. If adeath occurs in an employee’s immediate family while
on vacation, three (3) days may be rescheduled as vaca-
tion to commence on the first scheduled day of work fol-
lowing the end of the vacation period. The employee may
request 10 receive pay for these days in ticu of time off.

2
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Section 3. Military Leave - Employees entering the armed
torces of the United States shall be re-employed in accordance
with the provisions of the Uniformed Services Employment and
Reemployment Rights Act.

Employees who are members of the National Guard or mili-
tary reserve unit of the United States, and are required to attend
field training exercises and/or respond to civil disorders, as a
member of an organized unit, shall be granted an unpaid leave
of absence for this period.

Section 4. Union Business - Leaves of absence, up to thirty
(30) days without pay, will be granted employees upon request
by the Urion to attend to Union business.

At the request of the International Union, a [eave of absence
up to one year will be granted for the employee to work for the
International Union. During this leave the employees will ac-
crue only seniority.

Section 5. Public Office Leave - Employees who are duly
elected to the part-time political offices of State Representative
or State Senator wil be granted leaves of ahsence to serve in
such capacity upon proper application in writing to the Human
Resources Manager.

An employee duly elected to full-time public office or an
employee appointed to fill an unexpired term of such office will
be granted a leave of absence to serve in such capacity upon
proper application in writing to the Human Resources Manager.
Such leave will be limited to one (1) partial and/or one (1) full
term of office.

Employees accepting leaves of absence for public office shall
not be eligible to receive any benefits provided by this Agree-
ment during the leave of absence period.

ARTICLE 21
TRANSFER PROCEDURE

Employees, with at least nine (9) months service may bid for
posted jobs throughout the Mill. A vacancy will not be consid-
ered filled until a successful bidder or new hire completes the
prescribed probationary period. An employee with less than nine
{9) months seniority will not be assigned to a permanent job
unless there are no successful bidders. An employee who bids to

-33-



or who is otherwise permarnently assigned to a permanent va-
cancy will begin a departmental probationary period of sixty
(60) days. An extension may be granted for good cause upon the
agreement of the Company and the Union. 1f the successful
bidder is not transferred to the new position within six (6) weeks
of being awarded the bid, he will then begin receiving the rate of
the new job if it is higher than the rate of his current job.

The Company will consider bids on the basis of Mill senior-
ity provided that the senior employee has the necessary qualifi-
cations for the vacant job and subsequent jobs in the line of pro-
gression. The senior qualified bidder will be assigned perma-
nently to the job. If there are no qualified applicants, the open-
ing will be filled by assigning the senior qualified employee from
the Replacement Pool, or if there is none, by hiring a new em-
ployee.

Priority for job postings will be as follows:

Job Postings in PACE Production & Maintenance: (1) By
seniority PACE P & M. (2) IBEW.

Job Postings in IBEW: (1) By seniority IBEW (2) PACEP & M.

Employees in PACE P & M or IBEW who accept 2 job post-
ing shall after sixty (60) days become permanent on that job.
After sixty days, the employee gives up their recall rights.

Employees who have previously been transferred, will not
be eligible to bid again for the nine (9) month period beginning
on the date of their last transfer. This limitation will not apply to
bids into Mechanical and E & I Maintenance.

New and rehired employees will ot have the right to bid to
other jobs for nine (9) months from their date of hire.

Employees who are absent from the Mil} for two weeks for
any reason will be considered for a job that is posted during this
period if they have notified Human Resources in writing prior to
leaving that they are interested in that job, provided they are
available to begin work on the job within six weeks of the award.

Wthen an employee has been allowed to transfer from one
job to another, he shall have the right to transfer back to the job
from which he originally transferred within sixty (60) days with-
out the loss of seniority if, during that time, it is found that he is
dissatisfied or unable to perform the work properly and effi-
ciently. In such case, the next most senior qualified bidder will
be awarded the bid.
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ARTICLE 22
DISCIPLINARY PROCEDURE

Section 1. When an employee is to be disciplined, or if dur-
ing a discussion it appears that discipline may be involved, a
Shop Steward or Local Union Officer from his Local Union shall
be brought into the meeting. In the application of disciplinary
action that involves layoff or discharge, the appropriate Union
President (or his designee) and one of the department’s Stew-
ards shall be present with the employee(s) involved. Corrective
discipline will not be applied to situations that are outside of the
employee's control, such as chronic illness. Action may be taken,
but such cases will be handled apart from the disciplinary proce-
dure. The Union will receive written notice of discipline simul-
taneously with notice to the employee.

Discipline may be applied for the purpose of correction,
Whenever appropriate, the Supervisor will attempt to correct by
oral warning before turning to the steps of discipline. Disci-
pline will be applied either as a written warning, a suspension,
or termination. A Supervisor will apply that degree of discipline
which is appropriate to the case and which, in the Supervisor’s
judgment, is necessary to correct the action or conduct.

Employees may request a review of their disciplinary record
once each calendar year, for the purpose of clearing their record
of oral warnings and written disciplinary actions. During this
review, employees who have had an isolated instance of oral
warning or written discipline for a minor infraction and who
have had at least twelve (12) continuous months without further
disciplinary action, will have the discipline removed from their
file. Inno case will an employee with less than three (3) years
service have their record cleared. It is not the intent of this para-
graph to clear the record of an employee who has repeatedly
exhibited disregard for established policies, procedures or ap-
propriate industrial behavior. Itis the intent to provide a consci-
entious and productive employee an opportunity to clear his
record of an isolated instance.

Section 2. Causes for Disciplinary Action including Dis-
charge. An employee may be disciplined for cause arising out
of, but not restricted to, the following:

A. Non-compliance with the following rules shall be con-
sidered good cause for disciplinary action or discharge,
and will be administered by the Company according to
the seriousness of the violations:
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. All employees are required to be on their respective

jobs at the time their pay starts and shall not quit work
in advance of the time their pay stops,

. Each tour worker is required to stay on his job until

relieved by the next shift or released by his Salaried
Supervisor or appropriate personnel.

. After a worker has been absent one day he will give

notice at least four (4) hours in advance to the Guard
Office when returning to work. If the employee is
absent for more than one day he shall aotify the Guard
Office as soon as possible but at least sixteen (16) hours
in advance that he is returning to work.

. All injuries, no matter how trivial, must be reported

immediately to the Salaried Supervisor or appropriate
personnel, and to First Aid, if available.

. Smoking is allowed only in restricted areas.
. No employee shall cause a disturbance on Company

property, such as might be caused by fighting, yell-
ing, running or throwing things,

. The Company has the right to inspect all bundles and

tool boxes when an employee enters or ieaves the Mill.

. Firearms of any type are not permitted on plant prop-

erty except those required by authorized personnel
such as plant guards, except as authorized by the Com-
pany.

. Itis the employee’s responsibility to provide the Com-

pany Human Resources Department with their cur-
rent residence address and the current telephone num-
ber where they can be contacted.

. Any of the following shall constitute a violation of Com-
pany rules and shall be cause for disciplinary action up to
and including discharge:

L.

2.

3.

e

Bringing or consuming drugs or intoxicating liquor to
the Mill.

Reporting for duty under the influence of drugs or al-
cohol.

Fighting or threatening of bodily injury.

Neglect of duty, or insubordination (including failure
to follow Supervisor’s instructions).

. Peddling, soliciting or selling anything on Company

time or property without consent of Management.
Gambling in any form on Company time or property.
Repeated tardiness or irregular attendance.

Absence from proper place of work without permis-
sion or disturbing other employees.
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9. Punching another employee’s time card.

10. Any dishonesty on Company premises, including borrow-
ing of money, property, or property of another employee
without permission.

11.Use of Company time, materials and equipment for other
than Company business.

12. Willful defacing or spoiling of Company property.

13.Giving or taking inducements to obtain work or retain
Jjob.

14.Leaving Company premises during working hours with-
out permission, unless on regular Company business.

15.Sleeping on the job.

16. Eailure to comply with established Company Safety Rules.

ARTICLE 23
ADJUSTMENT OF COMPLAINTS

Section 1. Grievance Procedure.

A. A grievance is defined as being a complaint by an employee
or a group of employees involving an alleged violation of
this Agreement or a claim that the Company has taken disci-
plinary action without just cause.

B. This grievance procedure constitutes the sole and exclusive
means of resolving controversies between the parties and
pending settlement of the controversy the employee or em-
ployees will continue to work as directed by the Company.
Settlement of the controversy at any step in the grievance
procedure shall be binding on all parties including the em-
ployee or employees making the complaint.

C. The parties agree that pending the raising, processing and
settlement of a grievance, and during the term of this Agree-
ment, there shali be no slowdown, stoppage, or other inter-
ference of work or plant operations, as provided for in AR-
TICLE 4. CONTINUQUS OPERATIONS of this Agreement.

D. Grievances shall only be processable through the grievance
procedure by Union representatives and shall only be
processable if action is taken within the time limit set out for
each step. The settlement of a grievance in any case shall
not be made retroactive for a period exceeding five (5) days
prior to the date the grievance was first presented in writing.

Step 1. The employee shall, within (§) working days after
its occurrence, take up his grievance with his imme-
diate Supervisor and if 50 requested, the Shop Stew-
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Step 2.

Step 3.

ard in his department shall be giver an opportunity
to be present at a time to be fixed by the immediate
Supervisor within the succeeding two (2) working
days. Any settlernent reached at this step shall be on
a non-precedent basis.

If the grievance is not settled in Step 1, the Unicn
may appeal by presenting the grievance in writing to
the immediate Supervisor, within five (5) days after
the discussion with the supervisor. Upon receipt of
the written grievance, the immediate Supervisor shall
write on the grievance form the facts of the griev-
ance as he knows them to be and his answer, and
sign the grievance form, acknowledging receipt
thereof. The grievance shall then be forwarded to
the Human Resources Department and the Depart-
ment Operations Leader.

Human Resources shall schedule a meeting of the
following, during the second week of the month fol-
lowing the month in which the written grievance is
presented to the supervisor: Human Resources Rep-
resentative, Department Operations Representative,
Local Union President or Vice President, and up to
three additional Union representatives or employees,
one of which may be the involved grievant. At the
opticn of the Company, the involved supervisor may
also attend the meeting. The Company shall give a
written answer to the grievance within five (5) days
after the end of the meeting.

If the gricvance is not settled in Step 2, it may be
appealed in writing to the Human Resources Repre-
sentative by the Union within (10} days of receipt of
the Step 2 Answer. The Human Resources Repre-
sentative shall arrange a meeting with the Human
Resources Representative, Department Manager, up
1o two additional Company representatives, Interna-
tional Union Representative, Local Union President
ot Vice President, and up to three additional Union
representatives or employees (one of which may be
the grievant) designated by the Union, The parties
will meet during the first week of each month if griev-
ances are pending. The Company shall give its writ-
ten answer within ten (10) days after the meeting.
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When grievances are discussed in Step 2 or Step 3 which
involve multiple grievances concerning the same issue, or
multiple grievants, the Local President or Human Resources
Representative may request additional attendees.

Step 4. If the grievance is not settled in Step 3, it may be
appealed by written notice of such appeal, given by
either party to the other within thirty (30) days after
the receipt of the written Step 3 answer, to Arbitra-
tion in accordance with the procedure and conditions
set forth in Section 2 of this Article.

E. The parties agree to follow each of the foregaing steps in the
processing of a grievance and if in any step the Company's
representative fails to give his written answer within the time
limits therein set forth, the Union may appeal the grievance
to the next step at the expitation of such time limit. -

F. Grievances alleging unjust discharge must be registered by
the Union in writing within seventy-two (72} hours from the
date of discharge and may be taken directly to Step 3 of the
grievance procedure. In such case, the parties will normally
attempt to hear such grievance at a Step 3 meeting within ten
(10) days after it is submitted.

G. Saturdays, Sundays and holidays are excluded in computmg
the time limits specified in this Article. The time limits out-
lined in this Article may be extended by mutual agreement
of the parties.

H. 1. Union grievance adJustment meetings will be scheduled
by Management at a time that is reasonable for both par-
ties and that minimizes or avoids lost working time. Griev-
ance meetings shall be posted a week in advance next to
the work schedules.

2. Union representatives who have been excused from work
by their Supervisors will be compensated for time spent
during their regular straight-time working hours in attend-
ing grievance adjustment meetings or other authorized
Union-Management meetings.

3. Union representatives will not be compensated for time
spent in Union meetings or conventions, in handling in-
ternal Union affairs or in preparing for Union Manage-
ment meetings.

Section 2. Arbitration.

A. Arbitrable issues are only those which meet each and all of
the following tests:
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1. The issue must first have gone through the grievance pro-
cedure as outlined in this Agreement.

2. All ime limits within the grievance procedure itself must
have been observed.

3. Written notice of intent to Arbitrate must have been for-
warded within thirty (30) days after issuance of the last
answer of the Company following the last step in the griev-
ance procedure.

4. The issue must be one arising out of an alleged violation
of this Agreement or a claim that the Company has taken
disciplinary action without just cause.

B. If the Union desires to submit an issue to Arbitration, the
International Representative or Local Union official shall
forward, within the time limit specified in A-3 of this Sec-
tion, written notice of such intent to the Human Resources
Manager. The notice shall stipulate the nature of the relief or
remedy sought.

C. Grievances arising in a single Local Union and which have
been processed through all stages of the grievance procedure
in accordance with the preceding provisions of this Agree-
ment may be combined into a joint request to be presented to
a single Arbitrator, but in no case shall the number of griev-
ances so combined exceed three (3).

D. For the term of this Agreement, the parties shall select a stand-
ing pool of fifteen (15) Arbitrators, by submitting a letter
jointly requesting the Federal Mediation and Conciliation
Service to supply a panel of forty five (45) Arbitrators. The
Company and Union Representatives shall determine by lot
the order of elimination, and shall alternately strike until a
panel of fifteen (15) names remain. A second panel can be
requested to supplement the first panel should the parties
determine that fifteen (15) acceptable arbitrators cannot be
developed from the initial list of forty-five.

At the option of either the Company or the Union, at the
midpoint of the term of this agreement, the parties will select
anew panel of arbitrators to replace the existing panel, in the
manner described in the preceding paragraph. Any arbitra-
tions for which an arbitrator has already been selected, will
not be effected by the selection of a new panel of arbitrators.

Within five (5) days after receipt of notice of appeal to arbi-
tration, the parties shall jointly select an Asbitrator from the
standing pool. The parties shall determine by lot the order of
elimination and thereafter each shall, in that order, alternately
strike from the list fifteen (15) names each and the remain-
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ing name shall become the arbitrator. The last two struck
shall become the first and second alternate should the se-
lected arbitrator not be available. Once the Arbitrator is se-
lected, he will be contacted by telephone conference within
five days, and will be asked for a hearing date within sixty

(60) days of notification. '

E. Written post hearing briefs may be filed by either party un-
der this procedure. The Arbitrator shall agree to render a de-
cision within thirty (30) days after the completion of taking
evidence or the filing of post hearing briefs.

F. The time limits specified herein may be extended by mutual
consent of the parties.

G. The arbitrator shall have no power to add to or subtract from
or modify any of the terms of this Agreement or any agree-
ment made supplementary hereto, nor to establish or change
any rate, but shall interpret and adjust grievan