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ARTICLE 1 - PURPOSE OF AGREEMENT

1.01 The purpose of this Agreement is to set forth and establish an amicable
method of settling any differences, which may arise between the parties,
and to set forth the conditions of employment to be observed by the
Employer and the Union.



ARTICLE 2 - RECOGNITION AND SCOPE

2.01

2.02

2.03

2.04

2.05

2.06

(@) The Employer recognizes the Union as the sole and exclusive
bargaining agent for all Marine Canada Acquisition Inc. (Teleflex
Canada) employees at 3971, 3819 and 3831 No. 6 Road,
Richmond, B.C., as described in the certification issued by the
Labour Relations Board.

(b) Nothing in this provision would restrict the Union from pursuing an
application for successorship through the B.C. Labour Relations
Board nor from responding, through the appropriate certification
process, to a request from the employees of a tenant, sub-tenant or
co-tenant for representation.

The Employer recognizes that duly appointed Representatives of the
Service, Health and Allied Workers’ Union, Local 501 are authorized to act
on behalf of the Union for the purpose of monitoring, administering and
negotiating the terms and conditions of this Agreement and all matters
related thereto.

Employees who are not members of the bargaining unit shall not perform
work on any jobs that are included in the bargaining unit except in cases
of instruction, the introduction of new machinery, product launches or
emergency when regular employees are not available.

When conflicting requests or instructions are given to employees, the
employee shall accept the instruction and direction from the most
immediate supervisor readily available on site, this may be a leader.

In the event the Employer’s present operations, covered by the bargaining
certification, are moved to another location within BC, regardless of
whether it is within or outside the boundaries of the City of Richmond, this
Agreement shall be extended to cover such locations without the
necessity of the Union applying to vary its certification order.

There shall be no revision, amendment or alteration to any of the terms
and provisions of this Agreement except by mutual agreement in writing.



ARTICLE 3 - RELATIONSHIP

3.01

3.02

3.03

The Employer and Union are committed to maintaining a work
environment which guarantees all employees the right to freedom from
discrimination and harassment in the workplace. The Employer and Union
agree to abide by the existing harassment and respectful workplace
policy, as amended from time to time.

The Employer and the Union agree that there shall be no discrimination,
interference, restriction or coercion exercised with respect to any
employee by reason of their membership and/or participation in the
Union’s activities.

The Employer shall allow thirty (30) minutes for orientation of new
employees by a Union Steward or Union Representative at a monthly
meeting of new employees.



ARTICLE 4 - MANAGEMENT RIGHTS

4.01

The Union recognizes the Employer as the exclusive authority, to decide
upon and manage all business aspects of the enterprise; choose the
products and their components to be manufactured or repaired, establish
or modify work schedules; establish quality standards; assemble, assign
and direct its workforce; and expand or curtail its business, provided that
such actions are consistent with the purpose and terms of this Agreement.



ARTICLE 5 - UNION DUES

5.01

5.02

(@) The Employer is authorized to and will deduct from each
employee’s pay cheque an amount equal to union dues or a sum in
lieu of union dues, and where applicable, an amount equivalent to
administration dues.

(b)  The amount of union dues will be in accordance with the direction
of the Union, as determined by the National Convention.

The total amount deducted will be mailed to the Union’s Remittance
Processing Centre by the fifteenth (15") of the month following the month
to which the deductions apply together with an itemized list of employees
for whom the deductions are made and the amount checked off for each.



ARTICLE 6 - UNION REPRESENTATION

6.01

6.02

6.03

6.04

6.05

6.06

6.07

6.08

6.09

The Employer acknowledges the right of the Union to elect, appoint or
otherwise select Union Stewards for the purpose of representing
employees in the handling of complaints and grievances.

The Employer agrees to recognize one (1) Union Steward for a maximum
of each thirty (30) employees. The Union will make every effort to have
appropriate union representation on each shift.

The Employer shall be notified by the Union of the names of the Union
Stewards and the areas they are representing and any changes made
thereto.

The Shop Stewards, along with the Union Representative(s), form the
Union Committee.

The Employer agrees to recognize and deal with the Union Committee in
respect of collective agreement issues.

(@) The Shop Stewards will seek the permission of their immediate
supervisor or manager before leaving their work station to conduct
legitimate union business. Permission shall not be unreasonably
withheld.

(b) “Legitimate union business” shall mean, for the purpose of this
clause, dealing with employees issues concerning their relationship
with the Employer that requires immediate attention.

Stewards, Committee persons or employees shall not suffer any loss of
pay for time spent with the employer for purposes of administering the
collective agreement.

When the Employer meets with an employee for the purpose of an
investigation which has the potential to result in discipline or disciplinary
matters, a Union representative must be in attendance.

The Employer shall compensate Union Committee members at their
regular straight-time wage rate for time served conducting business of the
Union — Management Committee, and hours in attendance beyond regular
work schedules will not be used to calculate a subsequent entitlement to
overtime pay.



6.10

The Employer agrees that the Union’s authorized representative(s), not
employed by the Employer, shall be allowed access to its facilities, subject
to prior permission having been obtained to visit the site. Further, such
visits to the Employer’s premises shall not interfere with the operations.
Permission will not be unreasonably withheld.



ARTICLE 7 - HOURS OF WORK

7.01

Hourly Employees

(a)

The regular work week shall normally consist of five (5) consecutive
shifts, Monday through Friday, as follows:

(1% shift) day - eight (8) hours
(2" shift) afternoon - eight (8) hours
(3" shift) night - seven (7) hours

The normal scheduled hours of work for Plant Operations shall be:

(1% shift) day - 6:30 am to 3:00 pm
(2" shift) afternoon - 3:00 pm to 11:30pm
(3rd shift) night - 11:30 pm to 6:30 am

When operations deem it necessary, the Employer may establish
alternative work schedules, including weekend shifts.  The
Employer will discuss such shifts with the Union, prior to
establishing same.

There shall be an unpaid, uninterrupted meal break of thirty (30)
minutes such that, no employee will work longer than five (5)
consecutive hours without an eating period.

Each employee is entitled to the following breaks:

(1)  fifteen (15) minutes in the first half of a shift lasting six (6) or
more hours

(2)  ten (10) minutes in the second half of any shift lasting six (6)
hours or longer

(3)  ten (10) minutes at the beginning of each two (2) hour period
worked if overtime is after the end of the employee’s regular
shift; or, at the end of each two (2) hour period worked if
overtime is before the start of the employee’s regular time.

(4) It is the intention of the parties that breaks will not be
interrupted by supervisors and managers.

Overtime may be required from time-to-time, depending on
workload. Overtime must be pre-approved. In the event overtime
is required, employees will be paid as follows:

(1)  time and one-half: the employee’s regular wage for all hours
worked in excess of eight (8) hours per day or forty (40)



7.02

7.03

hours per week

(2)  double time: the employee’s regular wage for all hours
worked in excess of eleven (11) hours a day or forty-eight
(48) hours per week.

(1)  The Employer will make an effort to distribute available
overtime hours equitably among the employees who have
indicated a willingness to work overtime and have the ability
to perform the work available.

(2) In the event an insufficient number of employees are willing
to work overtime, the Employer shall assign overtime to the
most junior employee having the present ability to perform
the work required.

Time Clocks: The time clock shall measure time worked to the nearest
fifteen (15) minute increment. At some future date the Employer may
eliminate use of time clocks.

Salaried Employees

Salaried employees are paid on an annual basis. For the purpose
of paying overtime, time monitoring will apply.

The regular work week shall normally consist of five (5) consecutive
work days, Monday through Friday, from 8:00 am to 5:00 pm.

When operations deem it necessary, the Employer may establish
alternative work schedules, including weekend shifts.  The
Employer will provide the Union and the affected employees with
notice of the alternative work schedules prior to establishing same.

Each employee is entitled to the following breaks:

(1)  fifteen (15) minutes in the first half of a shift lasting six (6) or
more hours

(2)  ten (10) minutes in the second half of any shift lasting six (6)
hours or longer

(3)  ten (10) minutes at the beginning of each two (2) hour period
worked if overtime is after the end of the employee’s regular
shift; or, at the end of each two (2) hour period worked if
overtime is before the start of the employee’s regular time.

4) It is the intention of the parties that breaks will not be
interrupted by supervisors and managers
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ARTICLE 8 - REPORTING ALLOWANCE
8.01 In the event that an employee reports for work on his/her scheduled shift

and no work is available, he/she will be paid four (4) hours at his/her
regular rate of pay.

11



ARTICLE 9 - CALL-IN-PAY

9.01

9.02

(@)  An employee called for work outside his/her regular working hours
shall be paid the greater of:

(1) Time and a half for a minimum of four (4) hours; or
(2) His/her regular base pay for all hours worked.

(b)  The provisions of (a) above shall not apply when an employee is
called to work immediately prior to the start or immediately following
the end of his/her scheduled shift. In all such cases the employee
shall receive his/her appropriate overtime rate.

Any employee who is called in when they have already been pre-approved
for the day away from work shall:

(1) Have the right to refuse coming to work; or
(2) Be paid in accordance with 9.01 (a) if they attend at work.

12



ARTICLE 10 - BEREAVEMENT LEAVE

10.01

10.02

In the event of death within an employee’s immediate family, the
employee shall be, at his/her option, entitled to be absent from work with
pay at his/her regular wage for up to three (3) consecutive working days.
For this purpose, “immediate family” is defined as:

(1) spouse;

(2)  children, including step children and adopted children;

(3) parents, brothers, sisters; and

(4)  grandparent, grandchild or parent-in-law that regularly resided in
the employee’s household.

In the event of death within the employee’s extended family, the
employee, if attending funeral services shall be entitled to be absent from
work with regular straight time pay for one (1) working day. For this
purpose, “extended family” is defined as:

(1) parents-in-law;
(2)  brothers-in-law, sisters-in-law;
(3)  grandparents-in-law.

unless that person lived with the employee.

13



ARTICLE 11 - WAGES

11.01

11.02

11.03

The Employer agrees to pay and the Union agrees to accept for the term
of this Agreement, the wages as set out in Schedule “A” and Schedule “B”
attached hereto and forming a part of this Agreement.

The Employer agrees that all employees shall be paid bi-weekly by direct
deposit by the end of their shift on Friday.

New job classifications created during the term of this Agreement will be
subject to discussions between the Employer and the Union. It is agreed
that the Employer has the right to determine job content and qualifications.
The Employer must negotiate with the Union the wage rate for any new
position created.
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ARTICLE 12 - PENSION AND RRSP PLAN

12.01

12.02

Eligibility and vesting requirements existing at ratification will be
maintained. Employees are eligible to join the group Pension Plan and
registered Retirement Savings Plan (RRSP) after one (1) year of service.
For Pension Plan purposes, employees become vested at twenty-five per
cent (25%) after one (1) year of contributions and at one hundred per cent
(100%) after two (2) years’ contributions.

The Employer agrees to co-operate in deducting and remitting premiums
to a group Pension Plan and Registered Retirement Savings Plan
(RRSP). The Employer shall contribute the following:

(a) Five per cent (5%) of basic monthly earnings to the existing
Employer Pension Plan,

(b)  Twenty-five per cent (25%) of an employee’s personal contribution
to the existing RRSP to a maximum Employer contribution of one
and one-half per cent (1.5%) of basic annual earnings to the
existing RRSP.

15



ARTICLE 13 - SEVERANCE PAY

13.01

The Employer will pay a minimum of one (1) week’s severance pay for
each completed year of unbroken service and one twelfth (1/12) of a
week’s pay for each completed month in an incomplete year to a
maximum of sixteen (16) weeks pay to employees who are terminated due
to a partial or complete closure of the Employer’s plant and/or as a result
of their job being abolished. Severance pay will be based on the
employee’s regular straight time rate.

(@) To be eligible for severance pay, the employee must have
completed his/her probationary period. The employee shall receive
the greater of the severance pay under this clause or the
Employment Standards Act, but not both.

(b)  The Employer’s liability described immediately above shall be

deemed to be discharged if the employee fails to work to the end of
his/her scheduled employment as determined by the Employer.

16



ARTICLE 14 - PLANT HOLIDAYS

14.01

14.02

14.03

14.04

14.05

Each entitled employee, who is not required to work on any of the
following days, shall receive a normal days pay at the employee’s regular
rate for the celebration of the holidays listed below:

New Year’s Day Good Friday
Victoria Day Canada Day

British Columbia Day Labour Day
Thanksgiving Day Remembrance Day
Christmas Day Boxing Day

Family Day

If one of the above-named statutory holidays occurs on a normally
scheduled day off, the following regularly scheduled workday shall be
observed as the statutory holiday unless an alternate day is mutually
agreed on between the Employer and the Union. Notification shall be
given at least thirty (30) days prior to the statutory holiday.

In the event that a public holiday occurs during an employee’s annual
vacation, the employee shall be entitled to a day off, with pay, to be
scheduled by mutual agreement either the day the employee would
normally have returned to work or on another day.

An Employee who works at the Employer’s request on a statutory holiday
shall be paid at the rate of:

(a) one and one-half (1'2) times the regular wage for the time worked
through the first eleven (11) hours; and,

(b)  double the employee’s regular wage for the time worked over
eleven (11) hours; and,

(c) in addition, the Employer shall give the employee another day off
with pay.

In Article 14.01 “entitled employee” means employees who have:

(@) completed at least thirty (30) calendar days of continuous
employment; and,

(b)  worked a minimum of ten (10) days during the thirty (30) day period
prior to the holiday; and

17



(c)  worked their regularly scheduled workday before and their regularly
scheduled workday following the holiday, unless their absence is
due to illness or accident, in which case the Employer shall have
the right to request a confirmation certificate from a qualified
medical practitioner.

14.06 For the purpose of calculating overtime, statutory holidays will be
considered time worked.

18



ARTICLE 15 - VACATION

15.01

15.02

15.03

The Company and Union recognizes vacation as a means for employees
to break away from their place of work, rejuvenate, and spend quality time
as they choose to with family or friends.

Vacation will be accumulated on an annual basis based on their
anniversary date and tenure with the Company and used in accordance
with the following provisions.

For Salary and Hourly employees, vacation entitlement to a maximum of
three (3) weeks annually will be considered “basic” entitlement and must
be taken as time off. Entitlement beyond the basic level will be considered
“supplemental” entitlement and can be treated in different manners as
described herein. Where the Employer reasonable concludes that there is
sufficient work to avoid lay-offs, hourly employee may work their
supplementary vacation.

DEFINITIONS:

(a) Earned Vacation: Vacation days that are financially accrued
monthly and placed into the employee’s vacation bank.

(b) Entitlement: Vacation entitlement is the total amount of vacation
days which can be taken in a given calendar or vacation year. It
includes vacation days within the individual’s vacation bank from
the previous calendar or vacation year, and vacation from the
current year not yet earned.

(c) Eligibility: Vacation Eligibility is the vacation in weeks an individual
will be eligible to consume based on their respective tenure with the
Company. Vacation Eligibility increases at specific intervals of
service based on the individual’s anniversary date.

(d)  Vacation allotment/bank: Accumulated vacation that an employee
can exhaust immediately. This will be the earned vacation for the
current vacation year, and any accrued unused vacation from
previous year(s).

(e)  Vacation Year: The vacation year also known as the common
vacation cycle is a calendar year, January 1%, to December 31°.

19



Anniversary Date: The date of hire used in determining the amount
of vacation days an individual is eligible to use and which will be
accrued/earned moving forward.

Accumulated Vacation Carryover: Unused earned vacation from
the previous vacation year may be carried over for use in the new
vacation year in accordance with the articles below.

Transition period: Period between the date of hire and beginning of
the first common date vacation entitlement year (e.g. If the common
date vacation entitlement year runs January 1 to December 31 and
the employee is hired on September 1, the transition period will be
from September 1 to December 31).

15.04 Eligibility: Vacation Earned: Employees will start to earn vacation from
their first day of service as follows:

Hourly Employees

Years of Service

Eligibility

Rate of Accrual

Less than one (1) year

0.83 days per month

4% of gross earnings

After one (1) year 2 weeks/Yr 4% of gross earnings
After three (3) years 3 weeks/Yr 6% of gross earnings
After eight (8) years 4 weeks/Yr 8% of gross earnings
After fifteen (15) years 5 weeks/Yr 10% of gross earnings
After twenty five (25) years 6 weeks/Yr 12% of gross earnings
Salaried Employees

Years of Service Eligibility Rate of Accrual

Less than one (1) year NA 0.83 days per month
After one (1) year 2 weeks/Yr 0.83 days per month
After three (3) years 3 weeks/Yr 1.25 days per month
After eight (8) years 4 weeks/Yr 1.66 days per month
After fifteen (15) years 5 weeks/Yr 2.08 days per month
After twenty five (25) years 6 weeks/Yr 2.5 days per month
15.05 Vacation pay: Pay for vacation will be made using the following principles:

(a)

Hourly Employees: As vacation is earned and accrued at the
current rate of pay based on gross wages, vacation payment will be
made on the regular pay covering off the period the employee will
be on vacation.

i. Prepayment of vacation accruals for hourly employee will be
allowed upon written request. Hourly employees have an

20



option of making a written request to have vacation pay
added to each pay cheque (“autopay”). Employees who
request autopay of vacation pay and employees who request
prepayment of vacation accruals will forfeit unused vacation
entittement at the end of the calendar year, unless a
carryover is agreed to by management prior to the end of the
year.

ii. In the event hourly employees have not used their vacation
entitlement and have earned vacation pay that is unpaid at
the end of the calendar year, the unpaid vacation pay shall
be automatically paid out immediately following the first full
pay period during January. All unused vacation entitlement
is forfeited at the end of the vacation year unless a carryover
is agreed to by management.

Salary Employees: Vacation pay will be transparent, in that normal
pay will occur on the normal pay period covering the time the
employee is on vacation.

iii. Salaried vacation payout: payment of vacation dollars to
salaried employees will not normally be allowed; vacation
time will be taken and only under extraordinary
circumstances will vacation pay be allowed to be paid out.

Statutory Holidays Occurring on Vacation: When a recognized
statutory holiday occurs during an employee’s vacation, that day
will not be calculated against / subtracted from the employee’s
vacation bank.

Leave of Absence and Vacation Conflict: An employee who is on
statutory leave may defer taking vacation until the leave expires. |If
the leave extends past the vacation year in which the vacation
should have been exhausted, the vacation will be taken as soon as
practically possible after the statutory leave expires.

Vacation Scheduling: Vacation requests are satisfied in
consideration of operational and departmental requirements and
therefore, the Company retains the right to approve vacation or
force vacation accordingly based on bona fide business reasons.

lliness while on Vacation: In the event that an individual is unable
to complete their scheduled vacation due to medical reasons that
qualify them for short term disability under article 23.01(b)(v) or
23.01(c)(iv), that time on short term disability will not be calculated
against or deducted from the employee’s vacation bank.
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15.06 Vacation Use Hourly Employees:

(a) Hourly Employees will be eligible to exhaust all vacation earned
and in their vacation bank. Furthermore, hourly employees will be
required to exhaust all their vacation in their vacation bank from the
previous year prior to the end of the current year.

(b) Vacations will be approved prior by the individual's
manager/supervisor. Employees should not make any vacation
commitments until vacation has been approved in writing.

(c) The Employer shall post blank vacation schedules for hourly
employees before November 1% each year, effective in 2012.
Employees shall enter their first preference in writing by November
30", The requested vacation shall be confirmed by the Employer
no later than December 15 each year. It is suggested that hourly
employees submit three choices in priority. Before December 15,
vacation requests shall be determined by seniority within
operational requirements. After December 15, remaining vacation
openings shall be dealt wit on a first come, first served basis, within
operational requirements.

(d)  Examples Hourly Employees:

i. Hourly Employee A — 5 year employee, with an anniversary
date of July 1%, will earn 3 weeks vacation or 1.25 days per
month. He has 7 days from the previous year in his vacation
bank. By December 1%, he will have earned an additional 6
full days in his vacation bank (5 months, July, Aug, Sep, Oct,
Nov; at 1.66 days per month). He is entitled to exhaust 13
days in December (7 plus the 6).

i. Hourly Employee B — 7 year employee, with an anniversary
date of August 31, will earn 3 weeks vacation in the current
year of 1.25 days per month, until his anniversary date at
which point he will earn 1.66 days per month as he now
earns 4 weeks instead of three. He has zero (0) days in his
vacation bank at the start of the year, January 1% In
December he wants to take holiday. He will have earned 15
days by December 1% in which he can use for his vacation;
(8 months, Jan-Aug at 1.25 or 10 days, plus 3 months, Sep-
Nov at 1.66 or 5 days).

15.07 Vacation Use Salaried Employees

(a) Salaried employee will be entitled to take vacation which will be
earned in the remainder of the Calendar year. In other words,

22



salaried employees will be allowed to use their vacation entitlement
for that year in that year even though the vacation has not yet been
accrued or earned.

(b) Salaried employees will be required to exhaust their full entitlement
for that year prior to December 31%'. Vacation not used may be
carried forward only for one additional year at which point if it is still
not used it will be paid out and forfeited.

(c) Vacation requests will be submitted in writing on a “first come, first
served” basis and will be granted based on operational needs.

(d)  Examples Salary Employee:

i. Salaried Employee A - 5 year employee, with an
anniversary date of July 1!, has zero days in her vacation
bank from the previous calendar year and wishes to take
three weeks vacation in July. In July, her vacation bank will
show earned vacation of 7.5 days (6 months, at an earned
level 1.25 days per month), her entitlement for the calendar
year is 15 days. She may be granted vacation for three
weeks as this policy allows salaried employees to exhaust
their entitlement in the current calendar year.

ii. Salaried Employee B - 9 year employee, with an
anniversary date of August 31, will earn 4 weeks vacation
in the current year of 1.25 days per month, until his
anniversary date at which point he will earn 1.66 days per
month as he now earns 4 weeks instead of three. He has
zero (0) days in his vacation bank at the start of the year,
January 1% In December he wants to take holiday. He will
be entitled to take 16 days. (His entitlement is 1.25 days for
8 months or 10 vacation days, Jan-Aug and 1.66 days for 4
months or 6 whole vacation days. His accrual or earned
vacation for the calendar year will be 16.64 days; the fraction
of a day will be carried over in the following year as part of
that entitlement)

iii. Salaried Employee B situation 2, similarly above, he can not
take his vacation in this current calendar year and therefore
will not exhaust vacation as required because of operational
requirements.

15.08 Plant Maintenance Cycles/Shut-Downs/Inventory: The Employer may
schedule seasonal, maintenance or inventory closures not exceeding 15
working days during the periods of July, August, October, November,

23



15.09

15.10

15.11

15.12

December and January of each year provided it gives as much written
notice as is reasonably possible but not less than thirty (30) days. During
these seasonal closures the Employer may require the service of selected
employees and require all remaining employees to utilize unscheduled
vacation entitlement. Employees not having sufficient vacation entitlement
to cover the closure period shall be placed on leave of absence without

pay.

Vacation Reports: will be produced for individuals on a quarterly basis
indicating the following:

1 Vacation Bank

2. Vacation Accrual rate

3. Vacation taken

4 Vacation entitlement for the remainder of the current calendar year

Should an automated system be employed, vacation reporting may
change to a self-administered access model.

Approving and Cancelling Vacation Requests Procedure:

(@)  Vacation requests must be approved by the employee’s immediate
manager or designate in the absence of the immediate manager
who has the responsibility of ensuring employees take their
vacation.

(b)  Approved or denied vacation requests must be communicated in
writing to the employee and approved requests must be forwarded
to Employee Services for tracking and filing.

(c) Vacation requests and cancellations shall be made in writing on a
timely basis.

Vacation Pay on Termination: When employment ends, an employee is
entitled to be paid the vacation accrual that they have earned and which
has not been used. In the event that the employee has taken vacation
within their entitlement for the vacation year, but not yet earned, the
outstanding balance will be deducted from their final pay.

Employees are responsible to request vacation utilizing their full
entittement. In the absence of the employee requesting vacation which
utilizes their full entitlement, the employer may, at its discretion assign
vacation to ensure employees exhaust their entittement. The Employer
agrees to exercise its discretion in good faith with regard to the needs of
the business.
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ARTICLE 16 - LEAVE OF ABSENCE

16.01

16.02

16.03

16.04

16.05

(@)  An employee wishing a leave of absence will make applications in
writing to his/her Supervisor. The Employer will respond on the
same form granting or denying the leave of absence and the
reasons for denial. The Employer will provide a response within ten
(10) working days of the request being made other than in the case
of an emergency.

(b) In the event that an employee requires leave on an emergency
basis, he/she may contact his/her Supervisor by telephone.

(c) Permission will not be unreasonably withheld, the Employer has a
right to deny a leave of absence on the basis of operational
reasons.

(d) Employees on an approved leave of absence who want to return to
work before the expected return date must give a minimum of 2
weeks notice. If operationally feasible the Employer will attempt to
accommodate an earlier return to work.

Employees may apply to attend Union business or to attend conventions
or conferences away from the Marine Canada Acquisition Inc. (Teleflex
Canada) site. Requests and responses shall be made in writing.
Approval shall not be unreasonably withheld.

The Employer agrees to continue the pay of any employee absent from
work on union business which is not paid for by the Employer, as provided
by this Agreement, and the Union shall reimburse the Employer for such
wage costs within thirty (30) days of receiving the Employer’s account for
same. The Employer will pay benefits pursuant to article 23.05. The
leave of absence must be authorized in writing by the Union.

The Employer agrees to grant an employee leave of absence without pay
to work in an official capacity for the Union, provided such request is made
by an authorized representative of the Union. Only (1) employee at a time
can be absent for this purpose. The Union will also be responsible for
benefit costs while the employee is working in an official capacity for the
Union.

The Employer will grant maternity and parental benefits and leave to
employees in accordance with the Employment Standards Act as that may
change from time-to-time.
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16.06

16.07

The Employer agrees to grant leave of absence for up to eight (8) hours to
an employee renewing their visa or work permit. Such leave will be
without pay.

The Employer agrees to grant leave of absence for up to eight (8) hours to

an employee for the purpose of attending his/her swearing in ceremony as
a Canadian citizen. Such leave will be without pay.
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ARTICLE 17 - JURY AND WITNESS DUTY

17.01

17.02

A regular employee shall be granted leave of absence for the purpose of
serving jury duty, or as a material witness subpoenaed by the Crown. Up
to one month of this leave will be a leave with pay at his or her regular
hourly shift rate, for the normally scheduled number of hours the employee
would have otherwise worked. An employee who is not required to be in
attendance at court shall report for work. Employees who receive notice
for jury duty must advise the Employer as soon as reasonably possible.

An employee called for jury or withess duty shall be deemed to be on day
shift the period he/she is required to serve or attend Court. The transfer to
day shift will be without financial consequence or penalty to the Employer.
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ARTICLE 18 - SENIORITY

18.01

18.02

18.03

18.04

18.05

18.06

18.07

Seniority is defined as the length of employment in the Bargaining Unit
since the original date of hire.

Probationary Period

The seniority of each employee covered by this Agreement will be
established after a probationary period of:

(i) Sixty (60) working days for hourly employees
(ii) Ninety (90) working days for salaried employees.

An employee’s probationary period may be extended with the agreement
of the Union. Agreement will not be unreasonably withheld. Employees
who worked a minimum of sixty (60) working days as temporary
employees will not be required to serve an additional probationary period if
hired as a regular full time employee.

There will be two separately administered seniority lists: “Hourly
Employees” and “Salaried Employees”. Seniority lists will designate each
eligible employee’s name, job classification, and date of hire in
descending calendar order in the following employment status.

(1) Regular full time;
(2)  Probationary full time;

All promotions, transfers, filling of vacancies, layoffs, and recalls after
layoffs will be done strictly in accordance with the principles set forth in
Article 18.

In the event that more than one employee has the same date of hire
seniority will be determined by draw supervised by the Union and the
Employer.

Seniority shall be maintained and accumulated during:

(1)  Absence due to layoff, sickness or WCB injury;
(2)  Authorized leave of absence.

An employee shall lose his/her seniority standing and his/her name shall
be removed from all seniority lists for any one of the following reasons:

(1)  when the employee voluntarily quits;

28



18.08

18.09

(c)

when the employee is discharged for just and reasonable cause
and is not reinstated in accordance with the provisions of this
Agreement;

when the employee is laid off and fails to return to work within three
(3) working days after the employee has been notified so to do by
the Employer by registered mail to the employee’s last known
address (a copy of such notice shall be sent to the Union).

when the employee has been on layoff for lack of work for a period
of more than twelve (12) consecutive months;

when an employee is absent without permission for three (3)
consecutive working days, without notifying the Employer, unless
the employee has an acceptable excuse for failing to notify;

when an employee is promoted out of the Bargaining Unit.

The Union Representative will be issued an up-to-date seniority list
with name, classification and date of hire within ten (10) working
days of a new calendar quarter.

A separate seniority list shall be mailed or emailed to the Local
Union at an address provided by the Union. The seniority list shall
contain the employees’ name, classification, date of hire, current
rate of pay for hourly staff, monthly earnings for salaried staff and
the employee’s latest address on file with the Employer.

The union will comply with all Provincial Privacy Legislation.

Layoff

When a work shortage necessitates a work force reduction, employees
will be laid off in the following employee group order, in reverse order of
seniority within their job classification, provided those remaining are able
and willing to perform the work available.

Temporary workers
Probationary employees
Regular full time employees

Whenever it is necessary to reduce the work force, any employee
designated for layoff shall be given two (2) weeks notice in writing,
in advance of the date of layoff or, their regular pay in lieu of notice.
A copy of the layoff notice shall be provided to the Union.

The Stewards shall be retained by the Employer in the event of a
layoff so long as there is work available that the Stewards are
willing and able to perform notwithstanding their position on the
seniority list, subject to Article 6.02.
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18.10

Job Vacancies

(a)

Announcements of opportunities for all job vacancies in new jobs,
existing jobs, training positions, and apprenticeship positions within
the bargaining unit, will be posted on the bulletin board of each
lunchroom for a period of ten (10) days prior to the filling of the job
vacancy. If a posting is temporary, the expected duration, if known,
will be included in the posting. Employees desiring consideration in
the filling of the job vacancy shall signify their desire by applying for
the job notice during the period in which it is posted.

In filling posted vacancies, the skill, knowledge and ability of the
applicants for the position shall be the primary consideration.
Where two or more regular employees qualify, seniority shall be the
determining factor. The skill, knowledge and ability for vacancies
posted under this Article shall be those reasonably necessary to
perform the job function and shall not be established in an arbitrary
or discriminatory fashion.

All employees accepted to posted jobs shall be on probation for
thirty (30) days worked, except for employees promoted into a
technical trade position (e.g. Machinist or Millwright) who shall be
on probation for ninety (90) days worked. During this period, the
employee may, at his option, return to his former job, or, if in the
Employer’s opinion the employee is not progressing satisfactorily,
may be returned to his former job. Posting probation may be
extended for days missed, in keeping with the procedures outlined
in Article 18.02.

A notice shall be posted on the bulletin boards listing the name of
the successful applicants, within the time limits of the job posting
procedures.

(i) Employees who post into a temporary position will be
automatically returned to their former position once the
posting is complete.

Every internal job applicant who meets the minimum qualifications
will be given an interview unless he/she has been interviewed for a
similar position within the last three (3) months. Every internal job
applicant who is not given an interview will have the reasons
explained to him/her.

In the event an employee transfers to a higher rated position, or is
temporarily moved by the Employer, he or she will be entitled to the
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18.11

rate for that job. The transfer will occur in accordance with Article
18.10(b) of the Collective Agreement.

When a temporary vacancy exists for a position in a higher
classification, the Employer will attempt to fill that position with a
regular employee through a posting process if no cross-trained
employee is available.

Temporary Employees

A temporary employee is an employee hired by the Company to
accommodate fluctuations in business requirements. A temporary
employee is not considered a regular employee under the collective
agreement. The Employer will fill temporary vacancies through the use of
temporary employees.

(a)

For the purpose of filling temporary vacancies, temporary
employees may be retained for up to 1040 hours worked in a
consecutive nine (9) month period. If this threshold is exceeded,
the temporary employee will become a regular employee.

The wage rate will be the base rate for the lowest paid classification
for the work being performed.

Temporary employees will have limited rights under the collective
agreement, including no benefits; the standard for dismissal will be
suitability; and temporary employees will accumulate no seniority,
except if a temporary employee is hired as a permanent employee,
then length of service as a temporary employee counts for the
purpose of qualifying for eligibility of benefits.

Temporary employees have no right to recall at the end of the
temporary period.

Temporary employees are entitled to vacation pay but there is no
entitlement to time off for vacation.

Temporary employees are not entitled to leaves of absence, except
for leaves of absence authorized under the Employment Standards
Act. The Employer agrees that it will allow temporary employees to
take an unpaid leave where feasible.

Temporary employees will be entitled to statutory holiday pay and
overtime in accordance with the Employment Standards Act.

Time spent by temporary employees shall not be used against
regular employees in filling permanent vacancies.
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18.12

18.13

Bumping Rights

(a)

(e)

When a work shortage necessitates a work force reduction,
employees will be laid off in the following employee group order, in
reverse order of seniority within their job classification, subject to
their immediate ability to perform the work available.

(1)  Temporary workers
(2) Probationary employees
(3) Regular full time employees

An employee faced with lay-off may elect, in writing, to be laid off
rather than displace an employee with less seniority under the
provisions of this Article and he/she shall be recalled whenever the
classification which he/she was laid off from becomes available.

However, an employee who so elects may notify the Employer in
writing that he/she wishes to withdraw such election and he/she
shall be placed on the recall list and recalled to the first opening in
a similar or lower classification in accordance with his/her seniority
provided he/she is competent to satisfactorily do the work available.

For the purposes of Article 18.07 the period of lay-off will be
determined by the original date of lay-off.

An employee designated for lay-off, may exercise their seniority
and displace an employee with less seniority, holding the same
classification, subject to his/her present ability to perform the
available work.

Failing a job placement under (b) above, the senior employee shall
exercise his/her seniority to displace an employee with less
seniority in a lesser classification on work that the senior employee
is able to perform.

For the purpose of this Article, the period of layoff will be
determined by the original date of layoff.

Recalling Employees

(a)

(b)

No new employees shall be hired after a layoff until all laid off
employees who are able to perform the work available have been
recalled.

When the Employer has need to recall laid off employees, they
shall be recalled from lay-off in order of seniority. The recall will
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begin with the most senior employee, able to perform the work
available.

18.14 The Union Representative or designate will be kept informed of
employees movement on a regular basis.
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ARTICLE 19 - DISCHARGE AND DISCIPLINARY ACTION

19.01

19.02

19.03

19.04

19.05

19.06

19.07

19.08

19.09

The Employer shall discipline or terminate an employee only for just
cause. The burden of proof of just cause rests with the Employer.

A Union Steward will attend disciplinary meetings with employees, unless
the employee declines his or her presence.

During the course of a disciplinary meeting with the Employer, the
employee and the Shop Steward have the right to request time out to
enable the employee to consult with the Steward in respect of the subject
matter of the meeting.

Whenever an employee signs a document pertaining to discipline, he does
so only to acknowledge that he has been notified accordingly.

An employee is entitled to review his/her personnel file and to obtain a
copy of same upon providing a written request to the Employer and within
(3) working days.

In the event the Employer issues any discipline, a copy of same shall be
provided to the Local Union Office.

Any disciplinary action taken by the Employer is subject to the grievance
procedure. The Union reserves the right to file grievances regarding
suspension and termination at Step 3 of the grievance procedure.

An employee that has been dismissed shall have the right to attend
grievance proceedings with the Union and the Employer, on Employer
premises.

All discipline on an Employee Record of a member of the bargaining unit
shall be removed after a period of twenty-four (24) months, unless there
has been a new incident of discipline. Once removed, such discipline will
not be relied upon or referred to against the employee. Provisions of this
article do not apply to discipline occasioned by proven harassment.
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ARTICLE 20 - GRIEVANCE PROCEDURE

20.01

20.02

Step One

Step Two

Step Three

Step Four

It is the mutual desire of the Parties hereto that any complaint or cause of
dissatisfaction arising between an employee and the Employer with
respect to the application, interpretation or alleged violation of this
Agreement shall be adjusted as quickly as possible.

All matters in dispute relating to the interpretation, application, operation or
alleged violation of this Agreement shall be settled using the following
steps of the Grievance Procedure:

The complaint shall be submitted verbally or in writing to the Supervisor
within five (5) working days of the act or condition giving rise to the matter.
The Supervisor will settle the complaint within five (5) working days

If the matter is not settled under Step One, a Steward or Union
Representative may, within five (5) working days of the decision under
Step One, submit a written grievance to the Supervisor. The Supervisor
shall meet with the employee and Union Steward within five (5) working
days of the receipt of the grievance in an attempt to resolve the grievance.

A Staff Representative of the Union and the Griever may be present at this
meeting if requested by either Party. The Supervisor shall within a further
five (5) working days give the answer to the grievance on the grievance
form and return it to the Union.

If the matter is not settled under Step Two, a Steward or Union
Representative may, within five (5) working days of the decision under
Step Two, submit a written grievance to the Department Manager. The
Department Manager shall within five (5) working days hold a meeting
between the Union Grievance Committee and the appropriate
representatives of Management, in a further attempt to resolve the
grievance.

A Staff Representative of the Union and the Griever may be present at this
meeting if requested by either Party. The Manager shall within a further
five (5) working days give the decision in writing, on the grievance form,
and return it to the Union.

If the matter is not settled under Step Three, a Steward or Union
Representative may, within five (5) working days of the decision under
Step Three, submit a written grievance to the Employer’s Representative.
The Employer’s Representative shall within five (5) working days hold a
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20.03

20.04

20.05

meeting between the Union Grievance Committee and the appropriate
representatives of Management, in a final attempt to resolve the
grievance.

A Staff Representative of the Union and the Griever may be present at this
meeting if requested by either Party. The Employer’'s Representative shall
within a further five (5) working days give the decision, in writing, to the
Union on or attached to the grievance form.

The time limits under 20.02 above may be extended by mutual agreement
in writing.

In the event a group of employees have the same complaint; the matter
shall be handled as a “Group Grievance”. A Union Steward or a Union
Representative on behalf of a group of employees who have the same
complaint shall sign such a grievance; and, the matter shall be dealt with
through the Grievance Procedure commencing with Step One. The
grievers shall be identified.

In the event the Union or the Employer raises concern with the
interpretation, application, or administration of this Agreement, the matter
in question, being broad procedure-based to guide and determine present
and future decisions, shall be handled as a “Policy Grievance”. A Policy
Grievance shall be in writing, signed by a Union Representative, and may
be submitted to the grievance procedure at Step Three as detailed above.

If final settlement of the grievance is not reached at Step Four, then the
grievance may be referred in writing by either Party to Arbitration as
provided in Article 21, at any time within twenty (20) working days after the
decision is received under Step Four.
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ARTICLE 21 - ARBITRATION

21.01

21.02

21.03

21.04

21.05

21.06
21.07

When either Party to the Agreement requests that a grievance be
submitted for Arbitration, they shall make notice of such intent to the other
party within twenty (20) working days of the decision under Step Four of
the grievance procedure. Delivery shall be by registered mail, facsimile
transmission, electronic mail or in person. The registered receipt date or
date of personal delivery shall be considered the notice delivery date.

The Arbitration Procedure incorporated in the Agreement shall be based
on the use of a single Arbitrator.

Any matter referred to arbitration, as provided in 21.01 hereof, shall be
submitted to a single arbitrator selected from the following list:

Vince Ready
Chris Sullivan
Judy Korbin

Don Munroe, Q.C.
Colin Taylor, Q.C.
Emily Burke

oUW~

No matter may be submitted to Arbitration that has not first been properly
carried through all preceding steps of the Grievance Procedure.

The Arbitrator shall not be authorized, nor shall the Arbitrator assume
authority, to alter, modify, or amend any part of this Agreement, nor to
make any decision inconsistent with the provisions thereof, or to deal with
any matter not covered by this Agreement.

No technical error or omission will render a grievance inarbitrable.

The decision of the Arbitrator shall be final and binding on the Parties.
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ARTICLE 22 - INJURED EMPLOYEES

22.01

22.02

22.03

22.04

(a)

In the event that an employee is sent for medical treatment by a
First Aid Attendant or a Supervisor due to a work related injury, the
employee shall be paid for the entire shift as if he/she had worked
the shift. It is understood that if after receiving medical treatment,
the employee is cleared to return to work prior to the end of shift,
the employee will return to work unless instructed otherwise by a
supervisor. If upon investigation it is determined that the injury did
not occur in the course of Employer assigned duties, the employer
shall have the right to deduct from any monies owing to the
employee the excess payment for the hours paid but not worked.

The Employer will, during the day of injury, provide the employee
with transportation to the doctor or hospital and back to work and/or
his/her home, as necessary.

If it is necessary for an employee to receive medical treatment
subsequent to his/her return to work following an industrial injury,
the Employer will pay the employee for the hours lost if:

(1) the appointment could not be booked outside work hours; and,
(2) the Employer is able to recover the cost from WorkSafe B.C.

The First Aid attendant shall have the final say on all matters of first aid
treatment for on-shift staff on Marine Canada Acquisition Inc. (Teleflex
Canada) property, except where relieved by an individual with a higher
level of medical certification (eg: an Ambulance Paramedic).

(a)

Employees appointed by the Employer to perform the function of
First Aid Attendant, who are required to maintain the WorkSafe B.C
certification, shall be compensated by the Employer for WorkSafe
B.C. course fees, books or other materials required for the course,
and shall be paid regular wage while attending courses.

For scheduling purposes, some Supervisors may be First Aid attendants.
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ARTICLE 23 - INSURANCE

23.01

The Employer shall, on behalf of all regular full-time employees, and their
families, contribute one hundred (100%) percent of the premium for the
CLAC administered Gold Plus Enhanced benefit plans and the following
benefits:

(@)  On the first (1*") day of the month following the employee’s date of
hire, hourly and salaried employees shall be provided Medical
Services Plan of British Columbia;

(b)  On the first (1) of the month following three (3) months from date
of hire, all regular full-time employees shall be enrolled into the
CLAC administered Gold Plus Enhanced plan as amended from
time to time.

(c) Sickness Insurance: After three (3) months of employment, hourly
employees who are injured or too ill to come to work may (with
satisfactory verification if requested) claim sickness insurance as a
percentage of their basic pay as shown in the following table or the
amount earned for partial days, whichever is more:

Consecutive | 3 mo to | 12" mo to | 36" mo to | 60™ mo to | Over 20
Days 11" mo|35"mo |59"mo |[20yrs Years
missed Inclusive | Inclusive | Inclusive | Inclusive

1 0% 30% 50% 50% 55%

2 0% 30% 50% 55% 60%

3 0% 30% 50% 60% 66%

4 0% 50% 55% 66% 66%

5 0% 50% 60% 66% 66%

6+ note 66% 66% 66% 66% 66%

Note: Until eligible for STD or LTD.

Hourly employees will be limited to a maximum of 15 paid sick leave days
per annum.

39



23.02

23.03

23.04

(d)  Salaried Short Term Disability Income: all regular full-time salaried
employees who have passed their probationary period will receive
one hundred per cent (100%) of current weekly earnings for first 2
weeks and thereafter pursuant to the terms of the CLAC
administered Gold Plus Enhanced plan.

(e) It is understood and agreed that it is the responsibility of each
employee to be familiar with the specific details of coverage and
eligibility requirements of all benefit plans and that neither the
Union nor the Employer has any responsibility for ensuring that all
requirements for eligibility or conditions of coverage or entitlement
of benefits are met by the employee.

(f) The Employer's sole responsibility to any eligible employee
regarding the benefit plan is the payment of the premium required
by the insurance company. The insurance company alone will be
responsible for the payment of benefits, determining eligibility, as
well as commencement of eligibility of claimants and determining
validity of claims.

(9) It is further understood that the Union has no obligation to provide
the insurance coverages or benefits described above. Liability for
unfunded claims arising as a consequence of any failure by the
Employer to remit the premiums required herein shall rest
exclusively with the Employer.

The Employer may subrogate all insurance benefit claims and, where
entitled, recover monies paid to claimants.

The Employer shall continue to pay insurance premiums which provide the
above listed insurance benefits while employees are receiving Short Term
Disability Insurance benefits:

(a) Hourly - 52 weeks;
(b) Salaried - 17 weeks.

In the event of a layoff, insurance benefits listed above will terminate as
follows:

(a) Life Insurance, Extended Medical Benefits Package, Dental
Insurance, Short Term Disability and Long Term Disability (wage
continuance) shall end immediately;

(b) B.C. Medical Insurance shall end at the end of the month in which
the layoff occurs.
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23.05

23.06

23.07

In the event of an approved Leave of Absence, excluding Maternity Leave,
extending beyond four (4) weeks, the employee shall assume the full
responsibility for the cost of all benefits beginning the first day following
the four (4) weeks’ absence.

In the event the employee’s employment is terminated, except in the case
of layoff as described immediately above, all insurance benefits shall
terminate immediately.

It shall be the responsibility of each employee to be familiar with the
specific details of coverage and eligibility requirements of all benefit plans,
and that neither the Union nor the Employer has any responsibility for
ensuring that all requirements for eligibility or conditions of coverage or
entitlement of benefits are met by the employee, beyond the obligations
specifically stipulated in the Agreement.
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ARTICLE 24 - SAFE RETURN TO WORK

24.01

(a)

The Employer, the Union and the employees agree that is in the
best interest of the employees to return to work from illness or
injury as soon as it is medically safe for them to do so. To that end,
it is agreed that a joint Safe Return to Work Committee will be
established to assist with the return to work, including arranging for
alternative or reduced duties until the employee is able to assume
all of the duties involved with his/her regular position.

The contents of the Return to Work or Rehabilitation Program are
as set out in the Employer’s Policy Statement. That Policy will not
be amended during the term of the Agreement, in respect of
bargaining unit employees, unless required by law.

When there has not been clear medical information provided by an
employee or the medical information provided is insufficient or there
is conflicting medical information, then the Employer has the ability
to send an employee to an independent medical examination or
other equivalent process to determine an employee’s ability to
safely return to work; or to determine restrictions or limitations to an
employee’s ability to perform work; or to determine restrictions or
limitations to an employee’s ability to perform work; or to determine
the likelihood of employee’s return to work within a reasonable
period of time. The medical professional will be selected by the
Employer. The Union will be consulted on the selection of the
medical professional. The Employer will bear the cost of this
process.
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ARTICLE 25 - HEALTH, SAFETY & ENVIRONMENT

25.01

25.02

25.03

The Employer, the Union and the employees shall promote and maintain
standards of general office and Plant safety. The Employer and its
employees shall comply with all applicable federal and provincial health
and safety legislation and regulations. It shall be the objective of the
Health, Safety and Environment Program to eliminate accidents and
health hazards. To that end, the parties agree to create a:

(a)

(b)

Joint Safety Committee operating in accordance with WorkSafe BC
Regulations.

The Joint Safety Committee shall meet once every month and
operate in accordance with the WorkSafe BC published
Regulations and guidelines. Meetings will be held during regular
shift working hours and shall be considered time worked.

The parties acknowledge the importance of ensuring that new employees
are oriented and trained to the safety standards in the Employer.

(a)

An employee has the right to refuse to do work when the employee
has reasonable grounds to believe that the performance of this
work will endanger his/her health or safety or that of another
employee.

An employee who refuses the work must immediately:

(1) Inform the supervisor of his/her refusal(s) and the reason for
his/her refusal(s).

(2)  The supervisor must immediately investigate the matter,
together with a Shop Steward. The employee is entitled to
be present during the investigation.

(3) If, in the supervisor’s opinion, the refusal is not valid, the
supervisor shall so inform the employee and the Union.

4) If the investigation does not resolve the matter and, the
worker continues to refuse to carry out the work, the worker
and/or his/her union must notify the WorkSafe B.C. officer,
who must investigate the matter without delay.

(5) During the above investigation, the Employer agrees to
provide the employee with alternative duties and, the
employee shall not suffer any loss of pay.

(6) If its is concluded that there was no reasonable basis for the
refusal, the Employer will meet with the employee and
his/her shop steward to address the employee’s conduct;
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25.04

and, discipline may result.

Personal Protective Equipment: all employees shall wear proper protective
clothing and personal protective equipment appropriate to their job or task
in a manner which complies with WorkSafe BC Occupational Health &
Safety regulations as may be recommended from time-to-time by the Joint
Safety Committee and endorsed by the Employer. To this requirement,
the Employer shall provide employees, at no cost except where stated,
suitable:

hearing protection
respiratory protection
approved, plain eye protection

Work gloves (after the first set, subsequent sets will only be
provided when worn-out set is presented to the Employer)

coveralls or shop coats (maximum three sets per year).

For a regular employee having successfully completed his/her
probationary period and holding one of the following positions on a
regular basis.

Material Handler
Receivers

Maintenance Personnel
Receptionist

The Employer will provide a lined rain jacket and replace it on a
need basis provided normal wear has applied. The Employer will
select and purchase the jackets. The Employer will not replace the
jacket if it is lost, stolen or negligently damaged.

Personal safety footwear allowance: to a maximum of one hundred
and sixty dollars ($160.00) every two years; and two hundred and
twenty-five dollars ($225.00) every two years or those working
within the Maintenance Department and material handlers.
Employees are able to provide receipts for reimbursement of their
purchases of CSA-approved safety footwear up to 2 times in a 2-
year period.

Prescription safety glasses allowance: when required to safely
perform normal and customary duties to a maximum of two
hundred dollars ($200.00) on proof of purchase every three years.
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ARTICLE 26 - BULLETIN BOARDS

26.01 The Employer will provide one (1) bulletin board for each lunch room for
the use of the Union at mutually agreed locations on which appropriate
notices may be posted relating to matters of interest to the Union and the
employees.
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ARTICLE 27 - EDUCATION

27.01

27.02

In order to allow its employees to pursue their education and/or increase
their employability, the Employer is committing to an annual education
fund of twenty thousand dollars ($20,000) per calendar year.

The Employer will determine the eligibility criteria. A joint Union-
Management Committee will determine participants.

Whereby the Employer wishes to contribute to the employee’s personal
development, an Educational fund will be set up and managed under the
following guidelines:

The purpose of such fund is to offer an employee the opportunity to
increase his/her overall employability, and to increase an employee’s sKill
set to benefit both the Employee and the Employer.

Employees wishing to pursue their education may apply for financial
education support as follows:

Eligibility:

1. Applicant must be a regular employee having successfully
completed his/her probationary period.

2. Employee must be in good standing with the Employer and have a
clean disciplinary record (no incidence in the last twenty-four (24)
months).

3. Employee must have a clean attendance record (no history of

excessive unjustified absence and/or tardiness in the last twelve
(12) months other than events out of their control).

4. Employee must complete the course. Should the employee
abandon the course for the reasons of his/her own including a
voluntary termination, he will authorize the Employer to claim
reimbursement through payroll deduction.

5. Application must be to an authorized educational institution which is
defined as:

a) An accredited college, university, business school, trade
school
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b) An accredited distance learning college
C) An accredited high school.

Should the employee fail the course, he will not be entitled to apply
for further financial education support until twelve (12) months have
elapsed.

How to apply:

1.

4.

Applicants must apply in writing. All applications will be reviewed at
the same time for every session. They will be granted and/or
refused by a joint Union/Management committee composed of one
Employee Representative Member of the bargaining unit for hourly
employees and one for salaried employees, on Employer
Representative from Operational Management and one from
Human Resources.

Applicants may apply for a maximum of one (1) course per session.

Applications must be received at least 8 weeks prior to approval
date. Approvals will be granted the first week of January, April,
June and September.

Approval will be confirmed in writing prior to registration date.

Criteria for selection:

1.

The Committee will select participants based on fairness, chances
of success and seniority in keeping with the plan purpose of
improving skills set to the benefit of both Employee and Employer.

The Committee has the duty to ensure every applicant is
considered and has a fair chance of being selected provided he
meets the criteria set forth under this plan.

The Employee’s likelihood of success based on past performance,
demonstrated aptitude at work and overall motivation will be
considered.

The Committee reserves the right to conduct candidate interviews
for the purpose of establishing the Employee’s overall ability to
commit to the project.

Criteria for reimbursement:
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1. At all times, registration fees are reimbursed at 100%. Tuition fees
are subject to reimbursement as follows:

2. Job related courses are reimbursed at 100% if successfully
completed.
3. The employee may require a check payable to the institution or

obtain reimbursement upon receipt. Two thirds (2/3) tuition and
registration fees may be claimed upon starting the course, the
remaining one third (1/3) is payable once the course is completed.

4. Non-job related courses are reimbursed at sixty percent (60%)
provided they enhance employability.

5. Manuals, mileage, meals, parking fees and other related expenses
are to be paid by the employee.

The Employer and the Union agree to run a trial period of twelve (12)

months and will review process and the efficiency for such process after
the twelve (12) month period.
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ARTICLE 28 - TECHNOLOGICAL CHANGE

28.01

28.02

28.03

The Employer shall notify the Union as early as possible, but not less than
sixty (60) days in advance of his/her intent to institute material changes in
production methods or facilities, which would result in re-training, layoff or
termination of employees.

Where jobs are eliminated due to technological change or change in
production methods, the affected employees will be given the opportunity
to be trained to operate the new equipment or to assume other duties,
provided they meet the requirements of such jobs.

Employees whose employment is due to be terminated because of
technological change shall be provided written notice in keeping with
Article 18 and entitled to severance pay of one (1) week’s pay at regular
wage rates, for each year of service with the Employer to a maximum of
sixteen (16) weeks.

49



ARTICLE 29 - CONTRACTING OUT

29.01

29.02

Prior to contracting out work normally performed by members of the
bargaining unit, the Employer will provide notice to the Union for the
purpose of providing the Union with an opportunity to persuade the
Employer that such work can be efficiently and economically performed by
members of the bargaining unit.

The Employer agrees not to contract out work to employees of Marine
Canada Acquisition Inc. (Teleflex Canada).
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ARTICLE 30 - UNION - MANAGEMENT COMMITTEE

30.01

30.02

30.03

The Union Representative and five (5) Stewards together with three (3)
Employer representatives (with the option of the Employer adding one
more person to address issues) shall constitute the Union Management
Committee. The Committee will meet every four (4) weeks, or more often
as required. The meeting shall serve as a forum to discuss matters of the
Bargaining Unit.

A written record of the matters discussed shall be maintained and a copy
sent to the Union office.

The Employer shall compensate Union Committee members at their
regular straight-time wage rates for time served conducting business of
the Union-Management Committee and hours in attendance beyond
regular work schedules will not be used to calculate a subsequent
entitlement to overtime pay.
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ARTICLE 31 - NEGOTIATING COMMITTEE

31.01

31.02

The Employer agrees to recognize and deal with a Negotiating Committee
of not more than six (6) employees including the Union Representative
(comprised of two (2) salaried employees and four (4) hourly employees),
who shall be regular employees of the Employer.

The Negotiating Committee is a separate entity from other committees
and will deal only with such matters as are properly the subject matter of
negotiations, including proposals for the renewal or modification of this
Agreement.
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ARTICLE 32 - DURATION OF AGREEMENT

32.01

32.02

32.03

IN WITNESS WHEREOF: The parties have executed this Agreement at

This Agreement shall be for the period from and including September 1%
2012 to and including August 31%, 2015 and from year to year thereafter
subject to the right of either Party to the Agreement within four (4) months
immediately preceding the date of expiry of this Agreement, which is
August 31%, 2015, or immediately preceding the last day of August in any
year thereafter, by written notice to require the other Party to the
Agreement to commence collective bargaining.

Notwithstanding Article 32.01, all provisions of the expired Collective
Agreement will remain in full force until either a new Collective Agreement
is negotiated or the parties engage in a lawful strike or lockout.

The parties agree to exclude the operation of Section 50(2) and (3) of the
British Columbia Labour Relations Code.

BC this day of , 2012
SERVICE, HEALTH AND ALLIED
WORKERS’ UNION, LOCAL 501
affiliated with the CHRISTIAN

LABOUR ASSOCIATION OF CANADA

MARINE CANADA ACQUISITION INC.
(TELEFLEX CANADA)

Colleen Beresford

Don Mundy for Tom Curley
Tony vanHengel Chris Riebe
Roland Medina Angela Sunga
Richard Fung Ji Yoon

Ward Jing

Carl van der Burch

Mahmood Takayedi

Leslie Macdonald

Brent Selver
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SCHEDULE “A”

HOURLY EMPLOYEES
CLASSIFICATIONS, RATES, HOURS OF WORK, AND OVERTIME

A.
1.

CLASSIFICATIONS AND RATES

Employees shall be paid the wage rate appropriate for the job they have been
hired for or posted to.

See Table 1 — Classifications and Pay Rates (Hourly).

a) Regular full-time employees who post up to another position will retain a
pay rate not less than their pay rate at the time of transfer.

Employees who post to and accept an alternative position to avoid lay-off shall
receive the wage rate normally paid to the position which they have accepted.

Marine Canada Acquisition Inc. (Teleflex Canada) apprentices shall be paid the
appropriate percentage of the basic journeyman rate in keeping with the following
Table:

Apprenticeship Year Percentage

1st 55%
2nd 65%
3rd 75%
4th 90%

Apprentices attending apprenticeship school shall be paid their basic, designated
level, classification rate at the straight time rate.

HOURS OF WORK AND OVERTIME

The Employer shall pay “overtime wages” in the amount of one and one-half (1'%)
times the appropriate regular wage to employees who work:

a) more than eight (8) hours a day or forty (40) hours of straight time a week,

or

b) if on a flexible work schedule, an average over the employee’s shift cycle
of more than eight (8) hours a day or forty (40) hours of straight time per
week.

The Employer shall pay “overtime wages” in the amount of two (2) times the
appropriate basic regular wage to employees who work:

a) more than eleven (11) hours a day or forty-eight (48) hours a week or,
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b) if on a flexible work schedule, an average over the employee’s shift cycle
of over eleven (11) hours a day or forty-eight (48) hours per week.

For the purposes of overtime, the standard hours for the 2nd or 3rd shifts are
considered to be eight (8) hour shifts and hours worked in excess of the standard
hours are eligible for overtime in accordance with Schedule “A” section B1 and
B2.

Overtime work shall, to the Employer’s best general effort, be distributed evenly
as much as possible among those employees who have indicated a willingness
to work overtime and who also have the ability to perform the work required. In
the event an insufficient number of employees have expressed a willingness to
work overtime, the Employer may assign overtime to qualified employees of his
choice. “Reverse seniority order” will be given consideration.

When overtime on weekends is required the Employer will endeavour to limit the
requirement for each employee to one weekend overtime shift.

It shall be the employee’s duty to advise the Employer as early as possible prior
to the beginning of their scheduled shift when they are unable to report for work.
The Employer shall have the right to request documentation suitable to
Management which explains the reason(s) for the absence.

MISCELLANEOUS

“Regular wage” means base hourly rate and all applicable premiums. “Regular
wage” does not include differentials.

a) “Lead hands” , “Leaders” and “Shift Leaders” are persons selected and
appointed by the employer to direct other employees or to lead processes
involving multiple machines or manufacturing steps.

b) “Shift Leaders” are persons selected and appointed by the Employer to
assume overall responsibility for the efficient and effective operation of an
entire work unit, or for off-shift responsibility for a number of work units,
including the scheduling, co-ordination of a number of employees
including one or more leaders, safety and plant security.

Shift Leaders shall receive a premium of two dollars to four dollars ($2.00 to
$4.00) per hour worked, the exact level between these limits to be negotiated
between the parties.

a) When an employee accepts the designation as “Lead hand” or “Leader”
he assumes a higher level of accountability for the safe performance,
output and quality of work done by others assigned to him, or for the
accuracy of the production within the process(es) under his control. For
this additional accountability he shall receive the “Lead Hand” or “Leader”
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premium for all the time he works in the assigned designation. This
designation can be assigned or withdrawn by the Employer as required or
for cause.

b) When an employee accepts the designation as “Shift Leader” he/she
assumes additional responsibilities to that of a Shift Leader and therefore
shall receive a Shift Leader premium for all the time worked as a Shift
Leader. This designation can be assigned or withdrawn by the Employer
as required or for cause.

“Month” is defined as calendar month for regular full-time employees.

Hand Tools: The Employer has the right to designate the job classifications in
which employees shall provide a basic set of hand tools for their personal use.
Upon employment, or at any subsequent time, the Employer shall have the right
to inspect the required hand tools to assess the completeness of the tool set, the
condition of the tools and their suitability for the task they are intended. Personal
tools which fail to meet or exceed the required standard may be refused by the
Employer. Upon hire, and on the Employer's subsequent request(s), the
employee shall provide to the Employer a complete and detailed list of the
required hand tools he has in his possession and available for his use. It shall be
the employee’s responsibility to keep the tools in safe operating condition and
provide for their security. It is the sole responsibility of the employee to ensure
their list of tools provided for the Employer’s record is current. Tools which are
damaged or broken in the course of job performance shall be replaced with or,
upon presentation of an appropriate purchase receipt, reimbursed for a tool of
equal quality. Tool warranty will be applied.

No employee’s regular wage shall be reduced as a consequence of signing this
Agreement.
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SCHEDULE “A” CLASSIFICATIONS AND RATES (HOURLY) TABLE

Family AL
Job Classification Grade DATE DATE DATE

Sep-12 Sep-13  Sep-14

0.0% 2.0% 2.0%

PW - Assembler YrAi $15.34| $15.64| $15.95
PW - Kitting Yr2 $16.20 | $16.52| $16.85
PW - Warranty Technician Yr3 $17.18| $1752| $17.87
PW - Packer Yr 4 $18.16 | $18.52| $18.89
Yr5 $19.02 | $19.40| $19.79
Yr6 $20.04 | $20.44| $20.85
Yr7 $21.32 | $21.75| $22.19

Production Cell Leader

Differential *Use Leader Premium Chart in MOU
Production Shift Leader
Differential $3.50/ hr

Production Support Worker

Inspector Seniority | Yr6 $20.75| $21.17| $21.59
Shipper & Receiver Yr7 $22.08 | $22.52 | $22.97
Painter

Material Handler
Production Support Technician

CNC Operations

CNC Tender Level | Lvl 1 $21.32 | $21.75 | $22.19
Lvl 2 $22.75 | $23.21 $23.67

CNC Operator Lvl 3 $23.89 | $24.37 | $24.86
Lvl 4 $25.03 | $25.53 $26.04
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Production Applications
Specialist/Eng

Lvl 5

$31.90

$32.54

$33.19

Facility Maintenance

Janitor Seniority [ Yr3 $1718 | $17.52 | $17.87
Yr 4 $18.16 | $18.52| $18.89
Yr5 $19.02 | $19.40| $19.79
Yr 6 $20.04 | $20.44 | $20.85
Yr7 $21.32 | $21.75| $22.18

Machine Clean-up +$0.60 of PW

Facilities Technician - Gen

Maintenance $26.01 $26.53 | $27.06

Production Technical Worker

Tool room Technician

$26.01

$26.53

$27.06

Auditor

Fixture Technicians

Maintenance Millwright

$31.90

Certified Trade

$32.54

$33.19
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CNC Operator with Journeyman Ticket 6% of the top Production Worker Rate
Production Worker with 3% of the top Production Worker Rate
Journeyman Ticket

First Aid Attendant $ 0.90 per hour

Shift Differential

Second Shift: Y2 hour — 8 hour shift
Third Shift: 1%2 hour — 7 hour shift

(No paid rest breaks; paid meal break)
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SCHEDULE “B”

SALARIED EMPLOYEES
CLASSIFICATIONS, RATES, HOURS OF WORK, AND OVERTIME

A.
1.

CLASSIFICATIONS AND RATES

The Employer shall consider relevant local markets and individual performance
when remunerating salaried employees. Minimum pay levels shall be as set out
in Table 2.

Employees in the following classification groups may, upon agreement with the
Employer, work standard hours or flexible hours; and, in accordance with the
B.C. Employment Standards Act,

Group I
a) be paid overtime at the prescribed rate; or,

b) at the written request of the employee, “bank” their overtime to be taken
as time off with pay at a time mutually agreeable to the Employer and
employee.

Typical Positions:
Receptionist,
Assistant Receptionist
Clerk-General
Operations Office Clerk
Order Taker/Entry Clerk
Assistant Buyer

Group I

It is understood that fifteen percent (15%) of the salary paid every employee in a
Group Il position constitutes compensation for occasional overtime for which no
claim shall be made. The fifteen percent shall be paid regardless of the actual
overtime worked, if any.

Typical Positions for Group Il are those listed in the Classification and Rates,
Section A. exclusive of typical positions listed in Group | above.

Nothing in this Schedule or Article 2.06, precludes the Employer from amending
position titles used above.

At a minimum of once a year, the Employer will meet with each salaried
employee to review their job performance and, if appropriate, adjust their
individual wage rate.
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TABLE 2

Salaried Employee Wage Rates

Associate Classification

Minimums
Level 1
Level 2
Level 3
Level 4
Level 5
Level 6
Level 7
Level 8
Level 9

1-Sep-12

$26,930.47
$29,697.84
$32,671.32
$36,070.44
$39,538.25
$43,489.38
$48,711.53
$55,085.15
$64,075.47
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1-Sep-13

$27,469.08
$30,291.80
$33,324.75
$36,791.85
$40,329.02
$44,359.17
$49,685.76
$56,186.85
$65,356.98

1-Sep-14

$28,018.46
$30,897.64
$33,991.25
$37,527.69
$41,135.60
$45,246.35
$50,679.48
$57,310.59
$66,664.12



SCHEDULE “B”

SALARIED EMPLOYEES

A.

CLASSIFICATIONS AND RATES

Typical Position Titles

1.

Clerk — General
Assistant Receptionist

Order Taker/Entry Clerk
Operations Office Clerk
Receptionist

Junior Accounting Clerk
Junior Accounts Payable Clerk

Accounts Payable/Receivable
Accounting Clerk

Administrative Assistant
Sales & Marketing Assistant
Assistant Buyer/Planner
Quality Systems Assistant

Senior Accounts Payable Clerk
Junior Accountant

Kanban Specialist

Operations Buyer/Planner

Buyer — SCM Traffic Administrator
Lab Technician

Customer Service Representative
Sales & Marketing Coordinator
Maintenance System Coordinator

Intermediate Accountant

Technical Service Rep (Internal)
Quality Technologist

HOURS OF WORK AND OVERTIME

Mechanical Technologist
Product Support Representative
Maintenance Manufacturing
Technologist
Manufacturing Technologist
Measurement Group Leader
Product Support Technician
Test Assistant
Test Engineering Technologist
Test Leader
Warranty Administrator

Manufacturing Engineer
Application Engineer
Quality Engineer
Automation Engineer
Quality Systems Engineer
Supplier Quality Engineer
Test Engineer

Field Services Representative
Quality Coordinator

Quality Systems Coordinator
Production Planner

CNC Programmer

CNC Specialist

Engineering Specialist

The regular workweek defined in Article 7 accepts the notion that salaried employees
who are granted the option to work a “flexible” schedule may, with the agreement of the
appropriate Department Head, adjust their individual work hours to accommodate
fluctuations in the workload.
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Employees specifically permitted to work on a “flexible work schedule” are expected to
be at work every week day, work an average of eight (8) hours each day, and work a
minimum of forty (40) hours per week. Any deviation from this expectation shall require

the Employer's approval.
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Between:

And:

It is agreed that:

MEMORANDUM OF UNDERSTANDING #1

Marine Canada Acquisition Inc. (Teleflex Canada)
(hereinafter referred to as the “Company”)

Service, Health and Allied Workers’ Union, Local 501 affiliated
with the Christian Labour Association of Canada
(hereinafter referred to as the “Union”)

The parties will work, in joint committee (the “Committee”) towards replacing the
current automatic wage progression, based on length of service alone, with a
progression based on the employee successfully acquiring established skills and
competencies, as well as length of service.
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Between:

And:

It is agreed that:

MEMORANDUM OF UNDERSTANDING #2

Marine Canada Acquisition Inc. (Teleflex Canada)
(hereinafter referred to as the “Company”)

Service, Health and Allied Workers’ Union, Local 501 affiliated
with the Christian Labour Association of Canada
(hereinafter referred to as the “Union”)

Those formerly titled “Foreman” and those not currently holding the position of
“Shift Leader” will maintain their previous foreman premium.
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Between:

And:

It is agreed that:

And

MEMORANDUM OF UNDERSTANDING #3

Marine Canada Acquisition Inc. (Teleflex Canada)
(hereinafter referred to as the “Company”)

Service, Health and Allied Workers’ Union, Local 501 affiliated
with the Christian Labour Association of Canada
(hereinafter referred to as the “Union”)

The current premium structure for leaders will be replaced with three (3) distinct
Leader Premium levels as follows:

Level 1 $1.50 per hour
Level 2 $2.00 per hour
Level 3 $2.50 per hour

Three factors will determine each level: volume, number of employees and the
complexity of the process and scope of the duties for the particular cell(s) an
individual is assigned.

A Leader Premium Matrix attached as Appendix A to this MOU will be utilized in
determining the premium payable based on the three factors. The premium will
take effect September 1%, 2007 and be reviewed bi-annually and adjusted
accordingly. Leaders who are moved will also be adjusted accordingly at the
time of the move
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Leaders Premium Calculation ! Formula [(Annual ¥Yolume #) = (17 Shift Factor)] ¢ [(# Emp)]] =z [[Diff ) £ (No. Cells) 2 [Mo. Bldgs]] APPENDIX A to MOUE}

{Annual ¥olume #] =z  [Shift Factor) Number of Employees Complezity [Difficultly z Number of Cells x Number of Building responsible Total
Annual ¥olume --> point assigned | Shift Factor Process Difficulty Mo. Cells No. Bldgs Total
Bk pus > 7 1 Scale Points Scale Points Points Puoints
weasok = 6 2 105 Emp = 1 Easy = 1 1 1
-k > 5 3 06-15 Emp | ——-] Avg = 2 2 2
ek = 4 15-Plus | ——- Above Avg [ > 3 2 2
sk > 3 Most Difficult > 4 [
6050k > 2 5 050
[ e | 6 -
Foint Assigned AZ:;::;d T:;Tr::::::e bl emafle?m g A:s‘i);:ted .A:s?;:led Foint Assigned | Point Assigned T°':.',§?a':a'l','.’.'“’ Total Assigned
Bldg Sk Cells Premium
1 1 SSHelmPack, Paint [ 13 1 3 1 $2.00
1 1 55HelmAssy 3 10 4 3 A 1 $2.50
1 1 Machining Shop 3 12 3 4 1 $2.50
1 2 S5 HelmAssy 3 8 4 3 ) 1 $2.50
2 1 ¥olvo - Welding. Misc cell as 4 “* 3 1 1 $2.50
2 1 PH-FMC-Elec-FFC-FDB, Kit 3 A 1* 4 3 5 1
2 2 All Cells-Afternoon 2 17 3 [ 1 $2.50
2 1 SQE Sorting 2 2 2 2 1 $1.50
2 1 PAS Amb, Trim pumps, 315, 1 2 10 2 5 1 $2.00
2 1 0 & PS Cyl 2 16 2 4 1 $2.00
2 1 Pivot, hose, Steering kits [ 1n 2 4 1
3 1 BRP=falcon, track 1 2 7 4 h 2 1
3 1 SPA-BayStar Cylinder 2 1 ] 3 3 1
3 1 Kitting [ 7 1 3 A 1
3 | BRP Machining. Hyd helm, re 2 [ 3 h 4 |
3 2 Pivot-B43-PM [ 10 2 4 A 1
2 2 SPA 1 4 2 ) 4 ) 1
1.2.3 Maintenance 1 4 3 13 3
123 3 Midnight Shift 1 12 3 [ 3
23 Shipping/Receiving T [ 1 2 2
NA Cl-Special Assignment Nér NA NA NA NA
—_— ]
“Factor” in this column is assigned based on number of shifts St
. . . remium Base Index Rate
and the numhe.r of u.nll.s produced over the dlffe.rent shlﬂs:. Level 1 —— o
Example, BRP in Building 3, runs on the day shift and partially Level 2 P 20
on the afternoon shift, the volume is proportionately spread Level 3 420
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Between:

And:

It is agreed that:

MEMORANDUM OF UNDERSTANDING #4

Marine Canada Acquisition Inc. (Teleflex Canada)
(hereinafter referred to as the “Company”)

Service, Health and Allied Workers’ Union, Local 501 affiliated
with the Christian Labour Association of Canada
(hereinafter referred to as the “Union”)

The company will Bridge difference in prescription drug benefit between current
plan and “Gold Plus Enhanced” plan for the life of this agreement. The Employer
will bridge the difference between the current salaried group life insurance, short-
term and long-term disability coverage in the 2009-2012 collective agreement
and the “Gold Plus Enhanced” plan so that there is no loss to the individual
employees, but no net gain after considering the competing tax regimes.
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